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The Rimbey FCSS/RCHHS believes in providing an abuse free work environment that is supportive in nature and promotes a culture of trust, respect & dignity. An act of abuse committed by or against any employee, management staff, volunteer, client, board member or member of the public is considered unacceptable conduct and is not tolerated.

Abuse is defined as any behavior such as:
1. Physical assault or aggression.

2. Unsolicited or unwelcome conduct, comment, gesture or contact which causes offence or humiliation.

3. Physical or psychological harm to any individual which creates fear of mistrust, or which compromises and devalues the individual

4. Abuse of authority or position through actions and behaviors in the performance of duties inconsistent with acceptable standards.

5. Abuse includes but is not limited to harassment. 

6. Abuse can be subtle, overt, deliberate, unintended, a single or continuing series of incidents, directed towards men or women and include the abuse of authority or position.

All employees have the responsibility to report abusive behavior at the time it is witnessed.  If an employee feels there may be a threat of danger, the buddy system is used by requesting another person for accompaniment to talk to the accused offender.  

Where possible the person who feels they are being abused should let the alleged offender know that the behavior is unacceptable. This can be done directly or with the assistance of the supervisor.

Procedure:
Complainant Actions:

· The complainant makes the objection known to the alleged offender.  

· The offender is given the opportunity to cease such behavior. 

· If the incident is not resolved, the complainant contacts the immediate supervisor, and provides a written account of the incident using the Incident Description Report form.  
· The complainant has the right to lay charges if warranted with the police.

· The complainant maintains the confidentiality of the individuals concerned.
Supervisor Duties:
· The supervisor assists to resolve the incident between the parties involved if possible.

· Within 7 working days of receiving a written complaint, the supervisor will initiate an investigation.

· The supervisor uses available resources, maintains documentation and monitors that the abuse has ceased.  

Mediation:
· Depending upon the nature of the complaint there may be potential for resolution through mediation, if there is a willingness from both parties to have the matter resolved this way.  If this option is appropriate, a mediator should be identified and a meeting arranged as soon as possible.  The focus of the mediation session should be to assist the parties in agreeing on expectations regarding future interactions.
· Mediation should not be used when the allegation is serious in nature such as physical or sexual harassment.  If these allegations are true then serious disciplinary actions should be taken.  Mediation would not be appropriate if the allegation has been previously reported or if either party requests a formal investigation.
· When mediation is not viable, an investigation is initiated.
Record Keeping:
· The supervisor is to gather as much information as possible, and record in the Incident Description Report.
· All records are kept in a confidential file and not in the personnel files of the parties involved.  
· In cases where there is clear evidence that the complaint was filed in bad faith (malicious and without foundation) documentation is placed in the employee’s personnel file in addition to any other action taken.
· If the investigation finds evidence to support the complaint, documentation is placed in the file of the accused.
· If the investigation fails to find evidence to support the complaint, and the complaint is deemed to have been filed in good faith, no documentation will be filed in either parties personnel file.
Procedure when the alleged abuser is a client:
· If the alleged abuser is a client then the information is gathered in the same manner.  The supervisor will contact the Executive Director or designate, who will initiate a conflict resolution procedure to resolve the matter. (refer to FCSS-0024.10) 
· This procedure will include a visit to the client to explain the alleged problem and to negotiate a plan to discontinue the abuse and still allow services to be provided.

· The accused client may be required to enter a contract with the health authority agreeing to stop the abuse.  
· If the matter cannot be resolved the client may have their services withdrawn from the home.

Procedures to lay charges:
· In some situations it is appropriate to lay charges through the police.
· After compiling all pertinent information it is the police that would lay charges and present the facts to a judge. 
· The volunteer should have names of any witnesses and examining physician (if applicable) to give to the police. 
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