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POLICIES AND REGULATIONS  Policy 51 

 
 

HUMAN RIGHTS 
 
 

Statement of Policy 
 
The Peel District School Board is committed to hosting a work and educational environment in 
which everyone is treated with respect, and no one is subject to discrimination.  This 
commitment stems from the Peel Board's own philosophy and its obligations under the Ontario 
Human Rights Code. 
 
This policy is aligned with and supports the principles and expectations of the Equity and Inclusive 
Education policy (Policy 54). 
 
Please Note:  Every person has the right to seek assistance from the Human Rights Tribunal of 
Ontario, even when steps are being taken under this Policy.  Those who belong to a union may 
be eligible to seek assistance there as well.  Please be aware, however, that in both instances, 
time limits will apply. 
 
All those involved with the Peel Board – trustees, all employees, students, parents, volunteers, 
contractors, permit-holders and visitors – must share responsibility for eliminating discrimination 
and must work together to prevent it. 
 
All of us are responsible for ensuring that our behaviour is appropriate, respectful, and 
consistent with the provisions of the Ontario Human Rights Code (explained later in this 
document). 
 
Every student and staff member is expected to respond in a timely and cooperative manner to 
requests for information relating to a complaint of discrimination. 
 
There is also an expectation that written complaints be laid within 1 year of the offending 
incident(s) unless the delay was: 

 justified because of extenuating circumstances, and  

 would not result in substantial prejudice to anyone 
 

Purpose 

This Policy is designed to: 

1. alert those working for or using the services of the Peel Board that discriminatory 
treatment in the workplace or in the provision of educational services is against the law 

2. define the types of behaviour that may be considered discriminatory, and 

3. clarify that discrimination will not be tolerated in Peel Board schools and business 
locations. 

  

https://webmail.peelschools.org/owa/redir.aspx?C=d2f2a107e094421a84daae3245b000f5&URL=http%3a%2f%2finet.peelschools.org%2fdepartments%2fdiroff%2fpolicies%2fpolicy_54.htm
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Application 

Who: This Policy applies to all those working for the Peel Board, including trustees, as 
well as students, parents, contractors, volunteers, permit-holders and visitors to 
Peel Board locations. 

 
When: An individual's behaviour will be subject to this Policy when that person: 

 uses educational or other services offered at Peel Board locations 

 provides services for the Peel Board, or 

 works for the Peel Board 
 
Where: In both cases, locations and situations where behaviour will be subject to this 

Policy include, but are not limited to: 

 Peel Board offices and schools 

 Peel Board-related social functions 

 school buildings under the jurisdiction of Peel Board 

 school-related social functions where that school is under the jurisdiction 
of the Peel Board 

 in the course of work-related assignments outside of Peel Board facilities 

 at work-related conferences or training sessions 

 during work-related conferences or training sessions 

 during work-related travel, e.g., field trips 

 when using technology resources (computer, phones, cellular/mobile 
technology, servers, networks, computer applications, data, email and 
collaboration tools and third party internet services provided to the Peel 
Board)  See also Policy #78 – Digital Citizenship. 

 when using electronic communications and/or social media (including but 
not limited to sites such as Facebook, Twitter, LinkedIn, Flickr, YouTube, 
Wikipedia, Picasa and MySpace) 

 
 
TERMINOLOGY AND BASIC PRINCIPLES 
 
Terminology 
 
For the purpose of this policy, the following terms are equivalent: 

 unequal treatment 

 differential treatment 

 discriminatory treatment 

 unfair treatment 
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Basic Principles 
 
To be considered discrimination, the action or rule in question must affect the victim in a 
negative way.  To fit under this policy (which is based on the Ontario Human Rights Code), this 
negative effect must be related to his or her: 

 race 

 ancestry 

 place of origin (includes accent) 

 colour 

 ethnic origin 

 citizenship 

 creed 

 sex (includes pregnancy, breastfeeding, and gender) 

 sexual orientation 

 gender identity  

 gender expression  

 age (in employment, 18 or over) 

 marital status (includes same-sex partnership status) 

 family status (parent-child relationship) 

 disability 

 record of offences (in employment only, pardoned conviction, un-revoked under the 
Criminal Records Act) 

 
The discriminator's intentions do not matter (perhaps he or she does not mean to discriminate); 
only the result of effect of the action (unfair impact on the victim) counts. 

 
 

FOUR TYPES OF DISCRIMINATION 
(based on grounds protected by the Ontario Human Rights Code) 

   
1. Direct discrimination 

The discriminator follows a practice that directly results in a negative impact for some 
individuals, based on one or more of the grounds listed above. 

Examples: 

i) Girls are not allowed to play on boys' sports teams because they have their own 
separate teams. 

ii) A teacher tells students not to speak their own first language during school activities 
because this is Canada and they should therefore use English. 

 
2. Indirect or constructive discrimination (also called "adverse effect" discrimination). 
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The discriminator (individual or institution) imposes a rule or policy that indirectly results in a 
negative impact for some individuals, based on one or more of the grounds listed above. 

Example: 

Health and safety guidelines for gym classes specify that students may not wear any 
"loose" clothing, nor any head wear.  (This has a negative impact on Muslim girls who 
wear the hijab head covering and a long, loose garment.) 

 
Notes: 

The rule/policy appears to be neutral, i.e., it is applied equally to all students.  The 
discrimination arises out of the result or effect of the rule on some individuals because of 
their religion. 
 
If those affected cannot be accommodated without causing undue hardship to the one 
imposing the rule, the rule may be considered bona fide and reasonable. 

Example: 

Candidates for administrative promotional opportunities must agree, if chosen as the 
successful candidate, to begin the new position within two weeks.  (This has a negative 
impact on women on maternity leave who are thus forced to forfeit the remainder of their 
leave period.) 

 
3. Systemic discrimination 

Existing structures, policies and/or practices in the school or workplace impose barriers, 
both subtle and unsubtle, to some individuals, based on one or more of the grounds listed 
above. 

Examples: 

i) Someone with a disability is not hired because the school building is not sufficiently 
accessible to that person; the person is not told of other accessible locations that might 
be hiring.  Supervisors are not encouraged to hire people with disabilities nor informed 
about the accommodation they might offer to someone with a disability seeking a 
position. 

ii) Under traditional recruitment practices, only men were hired for custodial positions, while 
women were hired for less pay as school attendants. 

 
Note: 

The problems stem from various systems and habits that have been in place over time. 
 
It is neither appropriate nor practicable for the board to investigate complaints of systemic 
discrimination.  Complaints of systemic discrimination must be directed to the Human Rights 
Tribunal of Ontario. 

 
4. Harassment 

Definition – Under this Policy "harassment" means: 
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 one vexatious comment or incident, or a course of vexatious comments or conduct that 

is known or ought reasonably to have been known to be unwelcome, when such conduct 
or comment involves any of the following prohibited grounds of discrimination: 

 race 

 ancestry 

 place of origin (includes accent) 

 colour 

 ethnic origin 

 citizenship 

 creed (religion) 

 sex (includes pregnancy, breastfeeding and gender) 

 sexual orientation 

 gender identity  

 gender expression  

 age (in employment, 18 or over) 

 marital status (includes same-sex partnership status) 

 family status (parent-child relationship) 

 disability  

 record of offences – (in employment only, pardoned conviction, un-revoked under the 
Criminal Records Act) 

Examples – Types of behaviour that may constitute harassment include, but are not limited to: 

 jokes that by their nature are embarrassing or offensive 

 insults related to someone's race, colour, citizenship, place of origin, ancestry, ethnic 
background or creed 

 mimicking a person's accent or pronunciation or words 

 name-calling or comments that ridicule individuals because of race-related 
characteristics or religious dress or practice 

 displaying cartoons or pictures that degrade members of a particular racial group or 
religion 

 intimidation related to one's race, religion, gender or sexual orientation 

 stereotyping based on one of the grounds listed above 

 distributing or posting religious material that promotes, proselytises or recruits (including 
by e-mail) 

 leering (prolonged and intense staring) 

 sexually suggestive or obscene comments or gestures 
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 unwelcome sexual flirtations or propositions, including from someone in a position to 

grant or deny a benefit, or someone who was in a consensual relationship with the target 
person 

 unwanted and persistent gifts and/or requests for dates 

 unwanted touching, kissing, pinching, patting, or stroking 

 bragging about sexual prowess 

 questions or discussions about sexual activities 

 rating (person's attractiveness on scale of 1 to 10) 

 reprisals or threat of reprisal (e.g., being fired or not promoting or receiving a bad grade) 
for rejecting a sexual solicitation or advance made by a person in a position to grant or 
deny a benefit 

 "outing" or publicly disclosing that someone is gay, lesbian, transgendered, etc. 

 any conduct which may lead to an unprofessional and inappropriate relationship with a 
student referenced as grooming behaviour (for example, as referenced in the 
Professional Misconduct Related to Sexual Abuse and Sexual Misconduct, Professional 
Advisory, Ontario College of Teachers, September 27, 2002  
http://www.oct.ca/resources/advisories/professional-misconduct-related-to-sexual-abuse-and-sexual-misconduct 

 conveying any of the above via electronic communications and / or social media may 
also constitute harassment. 

 
 
Poisoned Environment 
 
Harassment can have a negative effect on, or poison, the workplace or school environment. 

Examples: 

i) Someone puts up sexually offensive signs, pictures or cartoons in the office or 
school. 

ii) The manager or teacher makes negative remarks about people of a particular 
race, ethnicity or religion. 

 
The comments or actions can still poison the environment for someone even if they are not 
made directly to that person or another employee or student.  They do so by making it 
unpleasant to work or study in that place.  The poisoned environment becomes an unequal 
condition of employment or receipt of a service (education), and therefore violates the right to be 
free from discrimination. 
 
Outside Harasser 
 
The Peel Board recognizes that students and employees may be harassed by someone with a 
casual or infrequent connection to the Peel Board or by someone over whom the Peel Board 
may have no control.  In such circumstances, the Peel Board nevertheless recognizes its 
responsibility to support and help the person who has been harassed.  The Peel Board actively 
encourages anyone who has been targeted to report all incidents of harassment, regardless of 
who the alleged offender may be. 
 

http://www.oct.ca/resources/advisories/professional-misconduct-related-to-sexual-abuse-and-sexual-misconduct
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Possible Criminal Activity 
 
Please note that the following may also be in breach of the Criminal Code and should be 
reported to the police, in addition to reporting it to an administrator: 

 displaying hate-based graffiti 

 displaying pornography, including child pornography   

 transmitting or storing electronic telecommunications that incite hatred and violence or 
that constitute pornography, including child pornography displaying symbols or emblems 
(including clothing) that suggest racial supremacy and incite hatred and violence 

 stalking (persistently pursuing a particular individual although the advances are clearly 
unwelcome) 

 sexual assault or threat of sexual assault 

 "outing" or gay-bashing (hateful attacks of any form, based on the target's real or 
perceived sexual orientation) 

 physical assault or threat of physical assault. 
 
 
Freedom from Reprisal or Threat of Reprisal 
 
For the purposes of this Policy, "reprisal" means a negative action or failing to provide material, 
professional or personal support or opportunities because an individual has: 

1) invoked this Policy (whether on behalf of oneself or another individual) 

2) participated or co-operated in any inquiry under this Policy, or 

3) associated with a person who has invoked this Policy or participated in its 
procedures. 

 
Any reprisal or threat of reprisal is not acceptable.  Any complaint of reprisal will be addressed 
consistently with the provisions of this Policy.  Engaging in a reprisal (or threatening to do so) 
may result in disciplinary action, up to and including termination of employment or expulsion 
from school. 
 
 
Liabilities 
 
Persons whose behaviour is deemed in violation of this Policy will be liable for their actions / 
behaviour and depending on the circumstances, may be charged criminally. 
 
Under the Ontario Human Rights Code: 

 Central decision-makers at the Board that know, or ought to have known of harassment 
or inappropriate comment or conduct may be liable if they did not address the issue.  

 Employees with supervisory authority may be viewed as part of a corporation's "directing 
mind", if they function, or are seen to function as a representative of the organization 
itself. 
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 Persons who are not identified as supervisors per se, including members of the 

bargaining unit, may also be "directing minds" if they have supervisory authority or have 
significant responsibility for the guidance of employees. 

 A corporation (e.g. the Board) is liable (responsible) for the actions of its officers, 
employees, or agents when they are acting in the course of their employment.  This, 
however, does not excuse personal respondents (individuals) from liability. 

 
 
"DIRECTING MIND" Responsibilities 

All supervisory officers, Trustees, principals, vice-principals, managers, supervisors and any 
other person who could be deemed to be a "directing mind" of the Peel Board have a positive 
obligation to report any breaches of the Policy of which they become aware (regardless of 
whether or not a complaint has been made / filed) to the appropriate resource person and to 
take all necessary steps to remedy the situation in accordance with the terms of this Policy, 
including but not limited to: 

a) intervening promptly when they become aware of improper or offensive conduct and 
involving the parties in resolving the problem; and, 

b) addressing any alleged discrimination / harassment of which they become aware 
whether or not a complaint has been made. 

 
In addition, the Peel Board may exercise its right to proceed with a complaint, against the 
wishes of the complainant, to ensure compliance with this Policy. 
 
 
CONSEQUENCES - Remedial and Disciplinary Action 

Individuals, regardless of status, seniority or tenure, influence or position, found to have 
engaged in conduct in violation of this Policy will be subject to appropriate consequences in 
accordance with the circumstances of the event, and within the parameters of any applicable 
legislation.  Consequences may include, but are not limited to the following, either singularly or 
in combination depending on the individual circumstances: 

 writing a letter of apology or regret 

 attending appropriate sensitivity training 

 restricted access to services provided by Peel Board 

 restricted or barred access to Peel Board property 

 receiving a letter of caution or expectation 

 receiving a letter of discipline, with a copy to the Human Resources file 

 suspension without pay 

 termination of employment 

 where applicable, being reported to the College of Teachers or other self- regulating 
professional colleges 

 revocation or non-renewal of permit or privileges 
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Disciplinary or corrective measures may also be taken against the following: any supervisory 
officers, Trustees, managers, supervisors and any other person who could be deemed to be a 
"directing mind" of the Peel Board who is aware of a breach of this Policy and who fails to take 
corrective action; or anyone who interferes with the resolution of a complaint by threats, 
intimidation or retaliation. 
 
 
Confidentiality 

The Peel District School Board understands that it may be difficult to come forward with a 
complaint under this Policy and recognizes a complainant's interest in keeping the matter 
confidential. 
 
To protect the interest of the complainant, the person complained against and any others who 
may report incidents under this Policy, confidentiality will be maintained throughout the 
investigation process to the extent practicable and appropriate under the circumstances.  
Confidentiality is not the same as anonymity.  The names of people involved in the investigation 
of a complaint may have to be divulged in order for the complaint process to proceed fairly. 
 
The secure storage of all records of complaints – including notes from meetings, interviews, 
results of inquiries, and other relevant material – will be the responsibility of the Director of 
Human Resources Support Services.  All records of complaints will be kept confidential by the 
Peel Board, except where disclosure is required by law or as a consequence of litigation, 
potential or actual or where necessary in order to effect a remedy. 
 
The Peel District School Board through the Director of Human Resources Support Services may 
assign, where appropriate, an internal or external designate to investigate written complaints 
filed under this Policy.  The designate will report his or her findings to the Director of Human 
Resources Support Services. 
 
The designate shall have access to notes and records relevant to the matter at hand kept by 
any member of the administration relating to a specific complaint. 
 
 
Appeal of Decision 

Should either party to the complaint disagree with or be dissatisfied with the decision made by 
the Peel Board as a result of a written complaint filed under this Policy, a written request to 
appeal the decision may be made to the Associate Director of Instructional Support Services 
or, where applicable, to the Associate Director of Operational Support Services within 30 
calendar days of the release of the decision.  The written request must contain the grounds 
and/or reason for the appeal. 
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