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Employment Equity Policy (Respect in the Workplace) 

 

Application 

This policy applies to all employees, prospective employees, and to all business–related third 
party interactions with the Company.  For the purpose of this Policy, the workplace includes any 
place where the Company operates a business and where social or other functions of the 
Company occur. The policy is in effect during the hours of business and that of a function. 

 

Policy 

Flight Centre Travel Group (Canada) Inc. is hereinafter referred to as the “Company." 

 

Our commitment is to provide equity of respect, dignity, and opportunity to our employees. We 
value an inclusive and supportive workplace reflecting the diversification of our society. Striving 
to comply with the applicable requirements of the employment equity legislation, we hold all of 
our employees accountable.  

 

Our workplace environment is one that would be free from harassment including, but not limited 
to, those prohibited by statute including sex or sexual orientation, race, ancestry, nationality, place 
of origin, colour, ethnic origin, language, citizenship, creed, religious beliefs, political beliefs, age, 
record of offences, marital status, family status, civil status, same – sex partnership status, social 
condition, source of income and disability.  

 

The Company is responsible for structuring its workplace such that all employees can participate 
equally. Our goals are to encourage all employees to work towards identifying and eliminating 
barriers in the organization’s employment policies and processes; foster a climate of equity; and 
promoting awareness of the Company’s commitment to non - discrimination and employment 
equity. The Company shall analyze, review and act on all areas of the employment process in 
order to remove barriers and eliminate discrimination. The Company shall hire and shall make 
employment and promotion decisions based on qualifications; relevant experience; knowledge 
and capability, demonstrated skills and accomplishments. 

 

The Company is obliged to offer accommodation to all employees and job applicants, deal with 
request for accommodation in a timely and confidential manner and provide accommodation to 
the point of undue hardship. The Company will further endeavor to fulfill any requests of Company 
policies and processes in an alternative text format. 

 

Human rights legislation makes it unlawful to discriminate in employment matters on the basis of 
race, colour, ancestry, place of origin, political belief, religion, marital status, family status, 
physical or mental disability, sex, sexual orientation or age or because a person has been 
convicted of a criminal or summary conviction offence that is unrelated to the employment or to 
the intended employment of that person. The Human Rights Code also prohibits harassment on 
these grounds.  
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Discriminatory Harassment Defined 

Harassment related to any of the prohibited grounds of discrimination is unlawful because it 
represents a form of discrimination that is prohibited by the Human Rights Code. Sexual 
harassment is a particular kind of sex discrimination. Every employee is entitled to be free of 
personal invitations, advances or sexual solicitations. There must be no adverse effect on a 
person’s employment as a consequence of the rejection of advances, solicitations or invitations. 

 

Harassment also includes conduct that gives rise to an intimidating, hostile or offensive work 
environment. This includes statements, physical conduct or innuendo from either superiors or 
fellow employees. While the following is not an exhaustive list, all employees should be free of 
unwanted exposure to any of the following: 

• Jokes or comments about race, sex or any other grounds stipulated in the Human Rights 
Code; 

• Touching or patting; 

• Standing or sitting unduly close; 

• Use of derogatory language that is gender or race biased; 

• Inquiries or comments about an individual’s sex life; 

• The display of offensive material including any appearing on network and computer 
systems and; 

• Comments about the physical attributes of an individual. 

 

While this policy does not mean that social interaction between people who work together is 
prohibited, it does require awareness of, and sensitivity to, the boundaries created by human 
rights legislation. 

 

Responding to Workplace Disrespect and / or Conflict 

It is the responsibility of everyone to foster and encourage an environment of mutual respect, and 
to take appropriate steps in the event of a contravention of this policy. The Company will 
investigate and respond to any complaint of discrimination or harassment, and will take remedial 
action as necessary and appropriate, including disciplinary action up to and including dismissal 
of a person found to be in contravention of this policy. The protection of this policy is available to 
all employees. 

 

The Company encourages reporting of all allegations of harassment, regardless of whom the 
offender might be.  

 

Informal Resolution Options 

In many situations, simply informing the person that his or her comment or conduct is unwelcome 
will resolve the issue. Telling the person to “stop” may be difficult to do, but frequently it is the 
most effective means of eliminating the problem.  

 

If you find it too difficult to speak to the person directly (or if you speak to the person but the 
unwelcome comment or conduct persists, or if you feel that as a result you have been subjected 
to retaliatory behaviour) you are encouraged to discuss your concerns with your direct leaders or 
Peopleworks (an “intermediary”).  
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After this discussion, you may wish to have the intermediary address the matter informally with 
the person whose behaviour has troubled you or accompany you in doing so. If agreeable to both 
parties, a mediation can be arranged between you and the person whose behaviour has troubled 
you. You will be kept apprised of how the matter is being addressed and of any proposed 
resolution initiatives.  A confidential record of the matter will be kept by the intermediary.  

 

The informal procedure will be completed as soon as possible, normally within 14 days of you 
speaking to the intermediary, unless a longer period is appropriate in the circumstances. In this 
case, you will be notified of the proposed time frame.  It is incumbent upon all employees to advise 
an intermediary of any known serious harassment incident or allegation.  

 

Formal Resolution Options 

A formal written complaint will ordinarily only be accepted by an intermediary if the alleged 
comment or conduct upon which the complaint is based occurred within six (6) months prior to 
the making of the complaint.  

 

In certain circumstances, the Company may designate someone external to the Company to 
conduct the investigation.  The investigation will be completed and the appropriate resolution 
decided upon within 30 days of receiving the formal complaint.  

 

At any stage during the informal or formal process, the complainant has the right to withdraw from 
any further action in connection with the complaint. However, the Company remains obligated to 
pursue the matter if it is believed that continuing the investigation is appropriate in the interest of 
ensuring that the Company is free from harassment (for example, if there are concerns that the 
withdrawal of the complaint occurred as a result of possible retaliatory behaviour by the 
respondent or others, or in cases where there are previous complaints or incidents involving the 
respondent, or in cases involving allegations of inappropriate physical contact).  

 

In the course of the investigation, the investigation team will: 

• Notify the President and relevant SWOT Leader(s) of the complaint.  

• Interview the complainant regarding the written complaint 

• Give a copy of the written complaint to the respondent or advise the respondent in writing 
of the allegations to ensure procedural fairness. 

• Provide the respondent with an opportunity to respond to the complaint orally or in writing 
and give a copy of any written response or a written summary of the oral response to the 
complainant. 

• Investigate the complaint by speaking to the complainant, respondent, and other 
individuals where appropriate.  

• Provide the complainant and respondent with a written summary of their preliminary 
factual findings with a request for any further comments 

• Notify the President and relevant SWOT leader(s) as to the findings of the investigation. 
 

Where the complaint is substantiated, a written summary of the findings will be given to both the 
complainant and the respondent. The complainant and the respondent will be provided with the 
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opportunity to make representation regarding the findings. Appropriate disciplinary or 
rehabilitative processes will follow.  

 

Disciplinary or rehabilitative processes include, but are not limited to: 

• A formal apology 

• Counselling and/or attendance at educational seminars on harassment 

• A written warning or termination of the person who was deemed to have engaged in 
harassment 

• A change of work assignment of either or both persons 

 

In all cases where disciplinary or rehabilitative measures are warranted, there is to be no 
retaliatory behaviour.  Employees who engage in harassment may expose themselves personally 
to damages in the event of a successful lawsuit or human rights case. 

 

Confidentiality 

It is essential that confidentiality is maintained throughout the informal or formal resolution 
process. It is a serious breach of this policy if confidentiality is not maintained, unless disclosure 
is required by law or is necessary for a proper and reasonable investigation and/or resolution. 
Otherwise the breach will be treated as harassment of and in itself.  

 

Harassment by Non-Employees of the Company  

The Company acknowledges its responsibility to support and assist any employee who believes 
that he or she has been harassed by persons outside the Company during the course of their 
business-related interaction with the Company. This includes clients, contractors, and suppliers.   

 

If you believe that you have been harassed by someone outside of the Company in the course of 
your business-related interaction with that person, you may bring your concerns to your Business 
Leader or Peopleworks.  

 

An effective equal employment opportunity program cannot be achieved without the support of all 
employees at all levels. Violations of this policy constitute unacceptable behaviour and will be 
subject to corrective action, including but not limited to termination.    

 

This policy may be reviewed at any time to ensure it is relevant and appropriate for our workplace.   


