THE PRESIDENT ‘S MESSAGE
Code of Ethics for Viana Roofing & Sheet Metal
Policy Statement

- Comply and demand compliance with the code of Ethics of the Company and to that end make the Code known and
establish appropriate mechanisms to guarantee application.

- Treat employees with dignity, respect, and justice, taking into consideration their different cultural sensitivities.

- Not discriminate against employees on the grounds of race, religion, age, nationality, sex and or any other personal or
social condition different from the conditions of merit and capacity.

= Not permit any form of violence, harassment, or abuse at the workplace.

- Recognize the rights of association.

- Promote professional development, training, and promotion of employees.

- Link remuneration and the promotion of employees to their conditions of merit and capacity.

- Establish and communicate clear criteria and rules, which maintain a balance between the rights of the Company and
those of the employees in hiring processes and in the separation thereof, even in the case of voluntary change in
employee.

- Guaranty health & safety on the job, taking any such measures as are considered reasonable to maximize prevention of
occupational risk.

- Look to reconcile work at the Company with personal and family life of the employees.

- Look to achieve the occupational integration of persons with incapacities or handicaps, eliminating barriers of all kinds
in the ambit of the Company to achieve insertion.

- Facilitate the participation of employees in the social action’s programs of the Company.

- Always conduct work and professional manner free from competitive abuses.

- Abusive language of any form SHALL not be tolerated.

- No- compliance of the above may result in dismissal.

Vite-President
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WORKPLACE ANTI -VIOLENCE, HARASSMENT AND SEXUAL HARASSMENT PROGRAM

[PURPOSE:

VIANA ROOFING & SHEET METAL LIMITED is committed to building and preserving for its employees a safe,
productive, and healthy working environment based on mutual respect. In pursuit of this goal, VIANA ROOFING & SHEET
METAL LIMITED does not condone and will not tolerate acts of violence, harassment, or bullying against or by any VIANA
ROOFING & SHEET METAL LIMITED employee.

Our Workplace Anti-violence, Harassment, and Sexual Harassment Policy is not meant to stop free speech or to interfere
with everyday interactions. However, what one person finds inoffensive, others may not.

Usually, harassment can be easily distinguished from normal, mutually acceptable socializing. It is important to remember
that it is the perception of the receiver that determines whether the potentially offensive message is acceptable or not, be it
spoken, gestural, pictorial, or some other form of communication, which may be deemed objectionable or unwelcome.

[DEFINITIONS:

Workplace violence:

workplace violence is the exercise, statement, or behavior of physical force by a person against a worker, in a workplace, that

causes or could cause physical injury to the worker, such as:

s Physical acts (e.g., hitting, shoving, pushing, kicking, sexual assault, throwing an object at a worker, kicking an object
the worker is standing on such as a ladder, or trying to run down a worker using a vehicle or equipment such as a
forklift);

e Any threat, behavior, or action which is interpreted to carry the potential to harm or endanger the safety of others, result
in an act of aggression, or destroy or damage property; or

o Disruptive behavior that is not appropriate to the work environment (e.g., yelling or swearing).

Domestic violence:

A person who has a personal relationship with a worker—such as a spouse or former spouse, current or former intimate

partner or a family member—may physically harm, or attempt or threaten to physically harm, that worker at work. In these

situations, domestic violence is considered workplace violence.

Personal harassment:

Any unsolicited, unwelcome, disrespectful, or offensive behavior that has an underlying sexual, bigoted, ethnic, or racial

connotation and can be typified as:

e Behavior that is hostile in nature or intends to degrade an individual based on personal attributes, including age, race,
nationality, disability, family status, religion, gender, sexual orientation, gender identity, gender expression, or any other
protected ground under human rights legislation.

e Sexual solicitation or advance made by a person in a position to confer, grant, or deny a benefit or advancement to the
person, where the person making the solicitation or advance knows or ought reasonably to know that it is unwelcome;

e Reprisal or a threat of reprisal for the rejection of a sexual solicitation or advance where the reprisal is made or threatened
by a person in a position to confer, grant, or deny a benefit or advancement to the person.

e Unwelcome remarks, jokes, innuendos, propositions, or taunting about a person’s body, attire, sex or sexual orientation,
or religion;

e Suggestive or offensive remarks;

e Bragging about sexual prowess;

e Offensive jokes or comments of a sexual nature about an employee;

s Unwelcome language related to gender;

s Displaying of pornographic or sexist pictures or materials;

» Leering (suggestive persistent staring);

s Physical contact such as touching, patting, or pinching, with an underlying sexual connotation;

Sexual assault:

» For the most part, victims of sexual harassment are female; however, conduct directed by female employees towards
males or between persons of the same sex can also be held to constitute sexual harassment;

* Any actions that create a hostile, intimidating, or offensive workplace, which may include physical, verbal, written,
graphic, or electronic means; and

» Any threats of physical violence that endanger the health and safety of the employee.

Racial/ethnic harassment:

Any conduct or comment, which causes humiliation to an employee because of their racial or ethnic background, their

colour, place birth, citizenship, or ancestry. Examples of conduct, which may be racial or ethnic harassment, include:

e Unwelcome remarks, jokes, or innuendos about a person’s racial or ethnic origin;

s Colour, place of birth, citizenship, or ancestry;

e Displaying racist or derogatory pictures or other offensive material;

e Insulting gestures or practical jokes based on racial or ethnic grounds which create awkwardness or embarrassment; and

e Refusing to speak to or work with someone or treating someone differently because of their ethnic or racial background.

The following definitions are taken from the Occupational Health and Safety Act:

Workplace Harassment:

(a) 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; or

(b) Workplace sexual harassment.
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Workplace Sexual Harassment:

(2) engaging in a course of vexatious comment or conduct against a worleer in a workplace because of sex, sexual orientation,
gender identity or gender expression, where the course of comment or conduct is known or ought reasonably to be known to be
unwelcome, or

(B) making a sexual sollcitation or advance where the person making the solicitation or advance is in a position to confer,
grant or deny a benefit or advancement to the worker and the person krnows or ought reasonably to know that the solicitation
or advance is unwelcome.

|GUIDELINES:

VIANA ROOFING & SHEET METAL LIMITED is committed to providing a safe and healthy work environment, free from
violence, threats of violence, discrimination, haragsment, sexual harassment, intimidation, and any other misconduct. Similarly,
weapons are strictly prohibited from the company’s premises; violators will be subject o disciplinary action, and the incident
will be reported to the police.

It is also a viclation of the Workplace Anti-violence, Harassment, and Sexual Harassment Policy of VIANA ROOFING &
SHEET METAL LIMITED for anyone to knowingly make a false complaint of violence or harassment or to provide false
information about a complaint. Individuals who violate this policy are subject to disciplinary and corrective action, up to and
including termination of employment. ‘

This policy prohibits reprisals against individuals acting in good faith who report incidents of workplace violence or act as
witnesses, Management will take all reasonable and practical measures to prevent reprisals, threats of reprisal, or further
violence. Reprisal is defined as any act of retaliation, either direct or indirect.

VIANA ROOFING & SHEET METAL LIMITED will ensure that all employees are trained and educated on violence and
harassment and that they are ciear about their roles and responsibilities, as well as this policy, the corresponding program, and all
workplace procedures. In addition, a copy of this policy will be made available to all employses.

VIANA ROOFING & SHEET METAL LIMITED wil, in consultation with the (Joint Health and Safety Committee or Health
and Safety Representative) develop a written program to implement this policy.

Application of this Policy

This policy applies to all individuals working for the organization, including front-line employees, temporary employees,
contract service providers, contractors, all supervisory personnel, managers, officers, and directors, The organization will not
tolerate violence or harassment, whether engaged in by fellow employees, managers, officers, directors, or contract service
providers of the organization.

VIANA ROOFING & SHEET METAL LIMITED will not tolerate any form of harassment or discrimination against job
candidates and employees on any grounds listed in the definitions for vielence and harassment, whether duting the hiring process
or during employment, This commitment applies to such areas as training, performance assessment, promotions, transfers,
layoffs, remuneration, and alf other employment practices and working conditions.

All VIANA ROOFING & SHEET METAL LIMITED employees are personally accountable and responsible for enforcing this
policy and must make every effort to prevent discrimination or harassing behavior and to intervene immediately if they observe a
problem or if a problem is reported to them.

For the purpesss of this policy, harassment and bullying can occur:

s At the workplace;

At employment-related social functions;

In the course of worlk assignments outside the workplace;

During work-related travel;

Over the telephone, if the conversation is work-related; or

Elsewhere, if the person is there as a result of work-related responsibilities or a work-related relationship,

* ® 9 o ©

Violence Risk Assessment

VIANA ROOFING & SHEET METAL LIMITED will conduct a risk assessment of the work environment to identify any

issues related to potential violence that may affect the operation and will institute measures to control any identified risks to

employee safety. This information will be provided to the joint health and safety committee or safety representative,

The risk assessment may include review of records and reports: e.g,, security reports, employee incident reports, staff

perception surveys, health and safety inspection reports, first aid records, or other related records. Specific areas that may

contribute to risk of violence may include, but are not limited to, confact with the public, exchangs of money, receiving

doors, and working alone or at night. Research may also include a review of similar werkplaces with respect to their history

of violence,

VIANA ROOFING & SHEET METAL LIMITED will communicate information relating to a person with a history of violence

where:

»  Workers may reasonably be expected to meet the person in the performance of their job duties

o There is a potential risk of worlplace violence as a result of interactions with a person with a history of violence.

+ The company will only disclose personal information that is deemed reasonably necessary to protect the worker from
physical harm,

Reporting Violence or Bullying:

If you are either directly affected by or witness to any violence in the workplace, it is imperative for the safety of all VIANA.
ROOFING & SHEET METAL LIMITED employees that the incident be reported without delay. Repotting any violence or
potentially violent situations should be done immediately to management, or the Human Resources department,
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Investigating Reports of Violence or Bullying:

The company shall:

» Investigate all reported acts and incidents of violence, and consult with cther parties (e.g., legal counsel, health and safety
consultants, JHSCs, employee assistance provider, human rights office, local police services),

* Take all reasonable measures to eliminate or mitigate risks identified by the incident,

» Document the incident, its investigation, and cortective action taken,

s Submit a report of the incident to the Ministry of Labour where an employse incurs a lost time injury as a result of
violence in the worlplace,

» Review this policy and hazard assessment annuaily, or as changes to job responsibilities or environments occur, and
revise the assessment as needed.

¢ Review annually, in conjunction with review of the hazard assessment, the effectiveness of actions taken to minimizs or
climinate workplace violence and make improvements to procedures, as required.

The joint health and safety committees/safety representative will:

e Review the Workplace Violence Hazard Assessment results and provide recommendations to management to reduce or
eliminate the risk of violence.

s Review all reports forwarded to the THSC regarding workplace violence and other incident reports as appropriate pertaining
to incidents of workplace violence that result in personal injury or threat of personal injury, property damage, or police
invoivement.

» Participate in the investigation of critical injuries (e.g., incidents that place life in jeopardy or result in substaniial blood loss
or fracture of leg or arm.) ' '

» Recommend corrective measures for the improvement of the health and safety of workers.

s  Respond to employee concerns refated to workplace viclence and communicate these to management.

» Inaddition, JHSCs may participate in the investigation of reported incidents that resylt in personal injury or have the
poiential to result in injury.

Reporting Discrimination or Harassment

Informal Procedure;

If you believe you have been personally harassed, you may:

e Confront the harasser personally or in writing pointing out the unwefcome behavior and requesting that it stop; or

¢ Discuss the situation with the harasser’s supervisor, your supervisor or any other supervisor other than your own.
Any employes who feels discriminated against or harassed can and should, in afl confidence and without fear of reprisal,
personally report the facts directly to your superviser or manager, or to another member of management if the complaint
relates to your supervisor or manager.

Formal Procedure:

If you belicve you have been personally harassed, vou may make a written complaint, The written complaint must be delivered
to (Company Representative/Job Title). Your complaint should include:

« The approximate date and time of each incident you wish to report;

e The name of the person or persons involved in each incident;

s The name of any person or persons who wiinessed each incident; and

« A full description of what occurred in each incident

Investigating Reports of Discrimination or Harassment:

Once a written complaint has been received, VIANA ROOFING & SHEET METAL LIMITED wilt complete a thorough
investigation,

The organization will ensure that, where practicable, the investigation is completed within 90 days of the complaint being
filed.

Harassment should not be ignored, as silence can and often is interpreted as acceptance. Employees will not be demoted,
dismissed, disciplined, or denied a promotion, advancement, or employment opporfunities because thay rejected sexual
advances or because they lodged a complaint when ¢hey honestly believed they were being harassed or discriminated against.
VIANA ROOFING & SHEET METAL LIMITED will ensure that all information obtained during the course of an
investigation will not be disclosed, unless the disclosure is necessary for the purposes of investigating or taking corrective
action or is otherwise required by law.

Notice of accident, explosion, fire, or viclence causing injury:

If a person is disabled from performing his or her usual work or requires medical attention because of an accident, explosion,
fire or incident of workplace viclence at a workplace, but no person dies or is critically injured because of that occurrence,
the employer shall, within four days of the occurrence, give written notice of the occurrence centaining the prescribed
information and particulars to the foltowing:

For the purposes of this section, the following definitions apply:

Complainant — The person who has made a complaint about another individual whom they belisve committed an act of
violence, discrimination, or harassment against them.,

Respondent — The person whom another individual has accused of commitfing an act of violence, discrimination, or
harassment.
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The investigation will include:

* Informing the respondent of the complaint;

s Interviewing the complainant, any person involved in the incident, and any identified witnesses; and

» Interviewing any other person who may have knowledge of the incidents related to the complaint or any other similar
incidents.

® The respondent is invited to reply in writing to the complainant’s allegations, and the reply will be made known to the
compiainant before the investigation proczeds further.

s The company will protect from unnecessary disclosure the details of the incident being investigated and the identities of the
complainant and the respondent,

e During the investigation, the complainant and the trespondent will be interviewed, as will any possible witnesses. Statemenis
from all parties invelved will be taken and documented, and a decision will be made.

If necessary, the company may employ outside assistance or request the use of legal counsel.

Employees will not be demoted, dismissed, disciplined, or denied a promotion, advencement, or employment opportunities
because they rejected sexual advances of another employee or because they lodged a harassment complaint when they
honestly believed they were being harassed.

s Upon completion of the investigation, VIANA ROOFING & SHEET METAL LIMITED will inform both the complainant
and respondent in writing of the findings of the investigation and any corrective action that has been or will be taken asa
result of the investigation.

¢  Where practicable, the complainant and respondent will receive notification of the results of the investigation within 10 days
of the investigation being completed.

A copy of the complaint, detailing the complainant’s allegations, is then provided to the respondent.

If the complainant decides not to lay a formal complaint, senior management may decide that a formal complaint is required

{based on the investigation of the incident) and will file such documents with the person against whom the complaint is laid (the

respondent).

If it is determined that harassment in any form has occurred, appropriate disciplinary measures will be taken as soon as

8possible.

Seeking Immediate Assistance

Canada’s Criminal Code addresses violent acts, threats, and behaviors, such as stalking, The police should be contacted

immediately when an act of violence has occurred in the workplace or when someone in the workplace is threatenied with

violence. If an employee feels threatened by a co-worlcer, volunteer, contractor, student, vendor, visitor, client, or customer, an
immediate call to “911* is required.

Summoning for Immediate Assistance Procedure
If a worker is in nesd of immediate assistance, they shall yell for help, since office, shop, and sites do not have wall barriers.
The Right to Refuse Unsafe Work )

e The right to refuse unsafe work is a legal right of every worker provided by the Occupationa! Health and Safety Act. VIANA
ROOFING & SHEET METAL LIMITED is committed to ensuring a safe workplace,

¢ Ifyou wish to pursue this right, please refer to the Work Refusal Policy.

Special Circumstances

Should an employes have a legal court order (e.g., a restraining order, or “no-contact” order) against another individual, the

employee is encouraged to notify his or her supervisor, and to supply a copy of that order to the Human Resoutces department.

This will be required in instances where the employee strongly feels that the aggressor may attempt to contact that employee

at VIANA ROOFING & SHEET METAL LIMITED, it direct viclation of the court order, so that VIANA ROOFING &

SHEET METAL LIMITED may take all reasonable actions to protect the employee. Such information shall be kept confidential

and protected in accordance with all applicable legislation.

If any visitor to the VIANA ROOFING & SHEET METAL LIMITED workplace is seen with a weapon (or is known to possess

one), or makes a verbal threat or assault against an employee or another individual, employee witnesses are raquired to

immediately contact the police, emergency response services, their immediate supervisor, and the Human Resources

department.

All records of harassment and subsequent investigations are considered confidential and will not be disclosed to anyone except to

the extent required by law.

In cases where criminal proceedings are forthcoming, VIANA ROOFING & SHEET METAL LIMITED will assist police

agencies, lawyers, insurance companies, and courts to the fullest extent, )

Fraudulent or Malicious Complaints

This Anti-violence, Harassment, and Sexual Harassment Policy must never be used to bring fraudulent or malicious complaints

against employees. It is imporiant to realize that unfounded or frivolous allegations of personal harassment may cause both the

aceused person and the company significant damage. If it is determined by the company that any employee has knowingly made

false statements regarding an allegation of personal harassment, immediate disciplinary action will be taken.

Disciplinary Measures

If it is determined by the company that any employee has been involved in a violent behavior, unacceptable conduct, or

harassment of another employee, immediate disciplinary action will be taken, Such disciplinary action may invoive counselling,

a formal warning, or dismissal.
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Record Keeping
VIANA ROOFING & SHEET METAL LIMITED will ensure that appropriate records of complaints and investigations relating
to workplace harassment and sexual harassment are kept, including:

A copy of the complaint or details about the incident;
A record of the investigation including notes;
A copy of the investigation report (if any);

A summary of the results of the investigation that was provided to the worker who allegedly experienced the workplace
harassment and the alleged harasser, if the alleged harasser is a worker of the employer; and

¢ A copy of any corrective action taken to address the complaint or incident of workplace harassment.

Confidentiality

VIANA ROOFING & SHEET METAL LIMITED will do everything it can to protect the privacy of the individuals involved
and to ensure that complainants and respondents are treated fairly and respectfully. VIANA ROOFING & SHEET METAL
LIMITED will protect this privacy so long as doing so remains consistent with the enforcement of this policy and adherence to
the law. Neither the name of the person reporting the facts nor the circumstances surrounding them will be disclosed to anyone
whatsoever, unless such disclosure is necessary for an investigation or disciplinary action. Any disciplinary action wilf be
determined by the company and will be proportional to the seriousness of the behavior concerned.

VIANA ROOFING & SHEET METAL LIMITED will also provide appropriate assistance io any employee who is the victim of
viclence, discrimination, or harassment.

Managing and Coaching _
Counselling, performance appraisal, work assignment, and the implementation of disciplinary actions are not forms of
harassment, and this policy does not restrict a manager’s or supervisor’s responsibilities in these areas.

Policy Review
As required by the Occupational Health and Safety Act, VEANA ROOFING & SHEET METAL LIMITED will review this
policy annually and will post the policy in a conspicuous place in the workplace.

Acknowledgment and Agreement

1, (Employee Name}, acknowledge that T have read and understand the Workplace Anti-violence, Harassment, and Sexual
Harassment Policy of VIANA ROOFING & SHEET METAL LIMITED,

1 agree to adhere to this policy and will ensure that employees working under my direction adhere to this policy. I understand
that if T violate the rules set forth by this policy, I may face disciplinary action up to and including termination of employment.

| ROLES AND RESPONSIBILITIES;

Employer Responsibility:

*  Posta policy statement on our central communicate board regarding Worlplace Anti-violence, Harassment, and Sexual Harassment
Policy of VIANA ROOQFING & SHEET METAL LIMITED.

¢ Ensure workers ave made aware of our worlqlace violence program and trained on how to recogmize workplace violence through New
Hire orientation and owr worlkforce safety meetings.

*  Ensure that appropriate procedures are in place to minimize the risk to our employees fiom violence,

»  Inform employees if they are working in an arca where there is a potential for violence and idenfify any risks that are specifie to that area,

«  Ensure that every reported incident of workplace violence is investigated, and potential areas for

improvement is identified,

Projoct Manager Responsibility:

s During PJO (planned job observation) routines, project managers will evaluate the foreman's JSA's,

o Investigate any veport forwarded to yon regarding any complaint /event of workplace violence and forward

« investigation results to the company health and satety coordinator.

Supervisor Responsibility:

+  Perform a Harassment Violence JSA evaluation along with initial JSA on new jobsites,

*  Respond appropriately to any compliant or observance of workplace violenee on the project,

« Ensure the violence event /complaint is propetly investigated and reported to the project manager.

Employee Responsibility:

s ‘Workers are expected to notify their foreman or another member of our management of any threats, which you have witnessed, received,
or have been told that another person has witnessed or received, All investigations will be handled in as discreet and confidential a fashion
as possible. No person will be aciversely affected in employment as a result of bringing complaints or participating in an

e Employees of are required to be familiar with and follow the procedures that are in place to protect them from worlgplace violence,

+ Employees are not to bring or be in possession of auy types of weapons whatsoever while at work, or use (or threaten to use) any objectas a
weapon, Such behavior: is subject to disciplinary action including termination

[ COMMUNICATION:

Our workplace violence program will be communicated through the following methods;

+ Workplace Violence Policy programme shall be posted on our central communicate hoard at headquarter facility.
¢ New Hire worlker safety program orientation session will give mention of onr program.

¢ Our Joint Health and Safety Committee will be kept informted of any workplace viclence event.
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The Policy will be reviewed as needed and any changes will be commmnicated by the supervisor to workers immediately! , or as
soon as possible, after the changes are made.

| TRAINING:

Viana Roofing & Sheet Metal, Ltd. shall ensure that the individual(s) responsible for this policy have training and understanding
of the confidentiality and security of Worker information as well as privacy principles. Training in workplace violence
identification and reporting procedures shall be done through New Worker Safety Orientation and site-specific orientation to the
Waorkplace Violence, Harassment and Discrimination Prevention Program, All training records shall be kept on file by the
company Health & Safety Manager.

[EVALUATION:

Our workplace vielence program will be evaluated on an as needed basis by our company health and safety coordinator, with
collaboration by the Jeint Health and Safety Committee. The program standards and effectiveness of implementation shall be
assessed, and revisions made as required to address areas of deficiencies noted.

[ COMUNICATION:

Our workplace vielence, harassment and discrimination program shall be communicated through the following methods;

e  Workplace Violence, Harassment and Discrimination Policy shall be posted on ocur central communication board at
headquarter facility

* During our “New Hire” safety orientation session

e Qur Joint Health and Safety Committee shall be Kept informed of any workplace violence event

[ ACCOUNTABILITY:

All workplace parties are accountable to comply with the policy, program, measures and procedures relating to workplace
viclence, harassment and discrimination.

[ RECORDS:

All records of reports and investigations of workplace vielence, harassment and discrimination ate kept for 4 period of five years
following the report.

[PROGRAM REVIEW:

This Violence, Harassment and Discrimination Program shall be reviewed annually, and records of the review shall be relained.
Any changes shall be communicated by the supervisor to workers immediately or as soon as possible after the changes are made.

| REFERENCE:

LEGISLATED AUTHORITY
+« OHSA25Bill 168
* OHSA Acts32 &5 52

[FORMS:

e Harassment/Violence Incident Form
o Workplace Violence dssessiment Form
& Worker Violence Risk Assessment Questionnaire

Lewal Reporting Reguirements

The employver's duty to notlfy the MO
Accidenis aud ccoupational illncsses muast bhe veporied to the Mindstry of Labour, the B8
representaiive or YEIEC, and trade unidon, 0 sy, o the following ciroutnstanaog:
O QTR T L What is When, By VWhhons W WToxa
Reqgeivac
Fatnlity ov MNotity divoctly Yapnemechizeeoly, sy Sopstructor, UF w ML
Critical Injnry _telepliione, any, and employer - JEI&C
Aot 8. 51C1) Rog. teloprai, fux or w  EL&S Ty,
B34 for definiiion sy divect measns - Trade Union,
ARk XeporE Within 48 hoorg Wrilton report Ty - IO,
Contont ag etrployer only
oullined by Rewx,
213/91, 2. 8
Injury (MNon- Notico in writing | Within 4 daya of Fmployoer -  NIOTL,
Critbeal) Cousing Clontent ns OIS - TTASC
Tost time, o ouifinagd by Reg. - FI&es e,
weopriving maedical 213791, S22y in Trade Lhoaion
treatment Ao, cage of 1worloe:
5.5201)
Ocenpatiomsl INvstEee B wiektogg Within 4 clays of Eroplosor . NMOL,
T mess Conteut na Belng advigad - TELSC
Axct, 8. 522 outlined by Tog. » FI&S Rep.
213/01, 8. 9C2L) in ~ Trade Union
case of o worker
Eresceribed Wotice in yweltimg Wilthin 2 days of Clongtroctor of the - [ e
Tovedalend Content as : the ogourrencs Praject - TEIRCE
(see nexl seotiony | outlined by Reg, - &S Rep.
Aot, 3. 53 Reg. 1349, 5. 11(2) =  “Trade Union
213/9%, 8. 21(1)
Fonr List
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GENERAL PHYSICAL ENVIRONMENT ASSESSMENT:

Test the security systems regularly
Test Indlvidual securlty devices prior to use and regularly white in

go during e workplaoce violence
Inoident.

(The Boardroom)

Sacurity System Testing Uge

+  Gale control

»  The room has:
Deslgnated safe area workers can o Clearentry

o Alock that can be used from the inslde, but which can
also be accessed by managemend/security
o Ameans of summoning immetiate asslstance

Workers and supetvisors are trained
in ail relevant measures and
procedures that will profect them
from viglence assoclated with the
workplace's physical environment

Information, instiuotion or training Includes:
o  Risks of workplace violence arlsing from thelr [ob or
locatlon
o Annual review of workplace violence & harassment
polity, program and emergency response progadures
o Other relavant measures and procedures

Physical Environment

Have you assassed tho folfowing?

. Exdsting Gontrols

Qutslde bullding and parking lot

® & B ¥

Clear sightiines {look at landssaping, layout and bushes)
Good lighting

Designated antry doors

Gated rear anlry

Entry control and securlty system

*+ 8 % &2 & &

Codad dooralssourlly doors

Daors (frong) locked

Worker D FOB/key reguired to entar
Closad-clroult video system

Atarms (souriding)

Yard gate closed at all times

Raception and walting aroa

V]a#ara reguired fo sign In and be accompanied by Provinclal
&ta

Clear sightlinas

Means of communication

No heavy or sharg objects

Exits

Exht slgns

Good lighting

Mo obstraoticris

Panlo bars to zllow escape

All existe marked with It signs (with battery backup}
All alzle ways kept olear and inspacted monthly
Ahle to exit from any emergancy exit

Washroom

Clear slghilines
No publle access to washrooms

leolated areas

Gated yard with 10" wooden fence

Waorkplace facatlon (neighboring
businesses)

Industrial area
Seourlty cameras surround bullding
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ASSESSMENT FOR SPECIFIC RISK: Working in small numbers.

) _Fj‘uys‘lca_a_l 'E._Flr\ﬂlj‘l‘:ll:lﬁ‘l‘1!i.al‘ll _ ‘?es o Bl - A B Conlml -
Do you have a sscurity system<? N . Cllent has video surveillance
. - Supervisore have campany cell phones & two-way
Gan workers aummon immediate radlos
assglstance when warkplace v - All workars are provided internal and external numbers
viclenoe oocurs cr is lkaly to for workers to call
acour? o At all hours of oparations
o Posted or ptherwise readlly availablie
- Resirict public acoess to the workplace by posting signs
Is public apcess to the workplaos v - Project parimeter s fenced and has a gate
rostrioted? s  Visitors must sign in
- Vistiors must be escorted by a staff member
*  Assess higherrisk times and the need for addiffonal
agrvggézzrﬁt:}rr?éﬁaﬁlﬂgfhgg as v maﬂ?-[ur\?is to proéeot \l.varkahs{ suoirl-l Ias: ,
early 11 he morning of ot very R K e PRI e
quiet times of the day? two peaonfa on site minimum
Are there any other risks - tndustrial ares. Two factorfes on ihis road. No other
asseciated with the physical Y bulldings or businesseas
environment and working alona? . Working alons niot permitted
Do you have prodedures for
opening, closing or securing the v - Suparvisor and workers meet at site at 5 a2.m. to open
workplace prior to startlng and ai slta
the end of shifis?
Por you malntain regular contact
\N|H?‘l ug?orksrs wha are working h'd - Company OHES program does not allow working alona.
alonea
Ars thore other measuregs or
fv';’ri‘;‘::rfi’gg?gg?gg ‘g;‘f;i"rfﬁn g Y = Company OHS program does not aflow working alone.
alons?
3&{{2‘:;}?’; I}?J‘?vﬂiggfg;gan o v ¢« Workers Instructed 1o escort stranger to stte supervisor
be on sle.
with strangers or infruders and determine ?f person is authorized to §
¢ Wolllit parking lof
« Bolng observant - ook and listen
»  Carrylng keys in hand
Are workers trainad In safely +  Walking around the vehiole and checking the back seat
routines for parkdng and leaving Y bafore unlocking the vehicle
and returing to thelr vahicles? +  Locking doors and keeplng windows up
»  Dangers of reading oy wrlting In parked vehicles
| *  Malntaining a full gas tank and filling up at well-fit and
busy gas stations
+  Training of risks of workplace violence arlsing from thslr
Job or focatlon
Are workers and supervisor Information of relevant measure and procedures
provided with Information, Specific project risk assessment for viclence is part of
Instruction andfor fraining fo Y project-specific ordantation
protect them from the risks of «  Violence risk assessment is a standard JHSC agenda
working slone? item to ensure i is current
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VIOLENCE/HARRASMENT REPORTING FORM

HARASSMENT IN THE WORKPLACE [ WORKPLACE VIOLENCE, (W
HARASSMENT &
DISCRIMNIATION

heident Report Form

Complainant Information

Last Nama | ' First Name Phone Number

Day/MonthfYear of Incident

Time of Day:

Reapondent Information

Name, if known:

Refatlonship: Co-worker Client Supervisor Member of the Public

Other {please specify)

Name of Witnesses andfor those providing assistance

Co-worker ____Client Supervisor Member of the Public

Other {please spacify)

Description

Give a thorough description of the incident (what happened, where it ocouired, what led up to the Inoldent,
who else was present, what actlon was taken at the time, what impact the incldent hact on you),

Medical Attentlon Required:
. Yes No
The purpose of this form is to document your claim to assist in a thorough investigation of the complaint,

Signature of person repotting inclident Today's Date

Upon completion, please forward to:
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Workplace Violence/Harassment Pre-~-Job Risk

Assessment Forom
To be completed prior to starting onsite work for o now project

ABE ST
Compazsy:
MNane:
Location:
Drate:

PARKENG 1OT: .
1¢ theore enough lighting?
_Are company velicles parking onsite after houra?
I ves, is theve a secured patking lot for company vehioles after houra?
Have vehdcles heen stolen from the parking lot?
Have veldcleos been brokoen into?
Conunents:

oo
ooomn

JOBESLTE & SURROUINIDENC S .
{)s yt;'ur jobsite near any buildings or business that are at risk ffom violent etime (1.e. bank,
are)?
Do vidglent, aritninal, dreunk, or drogged persong ever come into your work: area?
Ts the jobsile located in a high-orime area?
Arxe there signs of vandalism?
T8 the site located in a dense manufactoring area?
Are you isolaied from other buildings?
Is thero graffiti on the buildings or on site?
Are garbage ateas, external Duildings, or equipment that worlsers use:
« In an area with good visibilicy?
e« Close to main building/construction trailer with no pogsible hiding places?
Is your building/traller shared with other businessesftrades?
If ves, is entey to yout area controlled?
Is there a system to alert workers if unauthorized persons entex?
Are work places/worlk zones designed so that public and private spaces ave dlearly identified?
Commignts:

Z

ofojpjojoo |ojojonioin) ofs

Oioimglginy o

clololnlo o

When you enter the building/jobsite, are thete signs to identify where vou are?

Are there signs inside the building/toolbin showing you, where to get emergency assistance
if ueaded?

Tf no, what sipng are needed:

o0
o

Can the posted signs be easily seen by everyone? _ | =
I no, where should these signs be located?

Impression of overall sighago: [ Very Poor [ Poor [ Safisfastory [ Good [ Very
Good

What other signs gshould be added;

Commentg:
LAGHHTING:

List areas where lghting weas & concern (too dark, or too bright) during inspection:

I8 the lighting evenly spread? , ] |
Are any of the lights om? [ I
Contments;

S/ FGRE N

Is access/ogress around the biilding/toolbin clear?
Ts there safe aceese from toolbin fo roof (work zone)? 1

]
1

Comments; - ! _ .
ERNS OF MOVEMENT; ' YE N
Q
O

Do you artive and leave at the same time every day using the same ronte?
Coinments:
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WORKER VIOLENCE RISK ASSESSMENT QUESTIONNAIRE

Date:
1. Have you experienced verbal abuse {e.g, swoartug, Insults, teasing, or bullying) while M O
an ‘Worker of this company?

I yes, did you veport the incident(s)?

If yes, how did you report the incideni(s) LT orally? LT in writing?

What wag the relationship of the abuser to you?

[T co-worker [1 client/customer ] member of the public

3 other (desoribe)

2, Haye you experienced verbal or written threats (e.g. “If you don’t get off my baclc,, 1 o ]
you'll regret it.”*) while an Worker of this eompany?

I yes, did you report the incident(s)? - O

If yes, how did you report the incidens(s) 1 orally? T in writing?

What was the relationship of the abuser to you?

1 co-worker 1 olient/customer L} member of the public
O other (describe)
3. Have you been threatened with physical haim (2., someone shaking a i st, tlnowmg- | I
ﬂbi ects, commtuug vandalism) while an Worker of this compaty? ' g
If yes, did you report the incident(s)? _ : o | o
If yes, how did you reportt the incident(s) ™ orally? £ in writing?

What wasg the relationship of the dbuser to you?
[ co~-worker [2] client/customer 1 member of the public
[1 other (describe) ‘

|4, Have you experienced a. Phrysical agsauit or aftack witle an Worker of this company?

i
o

If yes, did you repori the incident(s)?

If yes, how did you report the inuidﬂnt(sj [ orally? [ in writing?

‘What was the relationship of the abuser to you?
[ co-worker A elient/customer [T member of the public
I other (describe)

5. . DIid you wiss any time from work as a result of the violenive or harasiment? S |

If yes, please indicate the bangth of absence from work: 7 dayblweeks/monms

6. Do you ever;

Work alone or with 4 small numbet of co-workers? o 0O

Work late at night or early in the morning? [ o

7. Aie you converned about work rageon the job? B _ 10

What is the source of your concern?

8. Do you believe fhat work fage in your wotkplace is a

L high 1igk? 1 medium risk?  dow rigk?
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