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This document articulates the procedures associated with the Vale Inco
Limited – Manitoba Operations Joint Workplace Harassment and Violence
Prevention Policy.

These procedures were officially implemented on January 16, 2008.  They
are to be reviewed by management on July 16, 2008 and January 16, 2009.
They will be reviewed annually thereafter.

INFORMATION FOR VICTIMS

How to identify harassment

“Any unwelcome behaviour that degrades, demeans, humiliates, or
embarrasses a person.”

Harassment is any behaviour that demeans, humiliates, or embarrasses a
person, and that should have reasonably been known would be unwelcome. It
includes actions (e.g. touching, pushing), comments (e.g. jokes, name-calling), or
displays (e.g. posters, cartoons). It may be a single incident or continue over
time. The Manitoba Human Rights Code protects employees and people
receiving goods and services from harassment that is related to their race,
national or ethnic origin, colour, religion, age, sex, marital status, family status,
disability, pardoned conviction, or sexual orientation.

Disrespectful behaviour, also known as "personal" harassment, is also covered in
this policy. While it also involves unwelcome behaviour that demeans or
embarrasses an employee, the behaviour is not based on one of the prohibited
grounds named above.
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Examples of harassment

Harassment is any action that makes a colleague, employee, or client feel
degraded, humiliated, or embarrassed.

Some examples of harassment include:

¶ Unwelcome remarks, slurs, jokes, taunts, or suggestions about a person's
body, clothing, race, national or ethnic origin, colour, religion, age, sex,
marital status, family status, physical or mental disability, sexual
orientation, pardoned conviction, or other personal characteristics;

¶ Unwelcome sexual remarks, invitations, or requests (including persistent,
unwanted contact after the end of a relationship);

¶ Displays of sexually explicit, sexist, racist, or other offensive or derogatory
material;

¶ Written or verbal abuse or threats;
¶ Practical jokes that embarrass or insult someone;
¶ Leering (suggestive staring) or other offensive gestures;
¶ Unwelcome physical contact, such as patting, touching, pinching, hitting;
¶ Patronizing or condescending behaviour;
¶ Humiliating an employee in front of co-workers;
¶ Abuse of authority that undermines someone's performance or threatens

her or his career;
¶ Vandalism of personal property; and
¶ Physical or sexual assault.

Sexual harassment

Sexual harassment includes offensive or humiliating behaviour that is related to a
person's sex, as well as behaviour of a sexual nature that creates an intimidating,
hostile, or "poisoned" work environment, or that could reasonably be thought to
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put sexual conditions on a person's job or employment opportunities. A few
examples are: questions and discussions about a person's sexual life; touching a
person in a sexual way; commenting on someone's sexual attractiveness or
sexual unattractiveness; persisting in asking for a date after having been refused;
telling a woman she belongs at home or is not suited for a particular job; eyeing
someone in a suggestive way; displaying cartoons or posters of a sexual nature;
writing sexually suggestive letters or notes.

Sexual harassment is frequently more about power than about sex. It often
occurs in situations where there is unequal power between the people involved,
and is an attempt by one person to assert power over the other. The harassment
can also occur when an individual is in a vulnerable position because he or she is
in the minority - the only woman, member of a visible minority, aboriginal person
or person with a disability - and is, for example, ostracized by colleagues.

Abuse of authority

Abuse of authority occurs when a person uses authority unreasonably to interfere
with an employee or the employee's job. It includes humiliation, intimidation,
threats, and coercion. It does not include normal managerial activities, such as
coaching, counseling, performance appraisals, and discipline, as long as these
are not being done in a discriminatory manner.

It's a matter of being reasonable

If the person who is accused of harassment should have known that the
behaviour was unwelcome, he or she may be considered responsible, even for
unintentional harassment. If an employer or manager knew or should have
known that an inappropriate situation existed, and did nothing about it, the courts
may impose penalties on that organization or person.
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Where harassment happens

Any place or event related to employment
Harassment can take place in the workplace itself, or outside of the workplace in
a situation that is in some way connected to work. For example, during delivery
trips, off-site meetings, business trips, and any other event or place related to
employment or when the employee is present in the course of employment.
Harassment will not be tolerated in any work-related place or at any work-related
event.

Work-related harassment may also take place completely outside of the
workplace or any work-related event.  The harassment of a co-worker, manager,
subordinate or any other workplace acquaintance will not be tolerated and will be
considered a workplace issue if the harassment has an effect on the work
environment or stems from a work-related issue.

What is not harassment?

Consensual banter or relationships
Two or more employees bantering back and forth is not harassment if everyone
involved is in agreement. But if any employee feels uncomfortable with this
behaviour, and the behaviour continues even after that person has expressed
their discomfort, or if the others involved should have known the person was
uncomfortable, then it is harassment. This type of harassment can create what is
known as a "poisoned work environment," where employees do not feel safe and
feel constantly humiliated.

Legitimate management intervention
Appropriate performance reviews, coaching, counseling, and discipline are not
harassment.
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Who can be harassed?  Who harasses others?
Just as with the people being harassed, anyone can harass another person.
Men, women, managers, colleagues, contractors, suppliers, customers, and
competitors can all behave in a harassing manner. Someone may harass
another person because he or she does not realize that the behaviour in question
is offensive. Or the harassment may be intentional. Either way, it is
unacceptable. If you knew, or if it should reasonably have been known that your
behaviour was offensive or degrading, you may be held responsible for the
harassment.

EMPLOYEES' RIGHTS AND RESPONSIBILITIES

This section will tell employees how they can expect to be treated at work, and
what employees' responsibilities are toward co-workers, supervisors, contractors
and the public.

Respect others
Each employee has the right to be treated fairly and respectfully in the
workplace. This right also extends to all contractors, contract employees,
suppliers, customers and visitors to our site.

Each employee also has the responsibility to treat co-workers in a way that
respects individual differences. This responsibility also extends to all contractors,
contract employees, suppliers, customers and visitors to our site.

No matter what your position, or that of the people with whom you interact at
work, showing mutual respect and consideration will make work easier for all of
us. If you have doubts about whether a joke, comment, or other behaviour will
embarrass, humiliate, degrade, or otherwise bother someone, then don't say or
do it.
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Speak up
If someone behaves in a way that offends, harms, humiliates, or degrades you,
do not put up with it. First, if you feel that you can speak to that person directly,
do so. Let them know how you feel. Tell them the behaviour is inappropriate. If
they continue the behaviour, or if you do not feel you can speak directly to the
person, you have several options.  You can raise your concern with a Supervisor,
Employee Assistance Coordinator, Human Resources department
representative, any member of management, a local union representative, or you
may make use of the company’s “Ethics & Compliance Reporting Line.”

These same options are open to all contractors, contract employees, suppliers,
customers and visitors to our site.

Report harassment
If you observe a co-worker or other person behaving in a way that seems to be
embarrassing or harassing someone else, you can and should speak up. You
can let them know in a respectful way that you think the behaviour is
inappropriate. If you think someone is being harassed, you can let him or her
know you support him or her in ending the situation. Depending on the
circumstances, you may want to say something as the behaviour is happening,
or you may decide to speak privately with either of the people involved. You can
also speak to a Supervisor, Employee Assistance Coordinator, Human
Resources department representative, any member of management, a local
union representative, or you may make use of the company’s “Ethics &
Compliance Reporting Line,” although you may want to check first with the
person whom you believe is being harassed as to how they wish to address the
issue.

All employees have a responsibility to cooperate in the investigation of a
harassment complaint. Anyone who gives evidence in an investigation, or who is
otherwise involved in the process, shall keep this information confidential, except
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as is necessary to deal effectively with the complaint. These are serious issues,
and people's privacy must be respected. Even once a complaint is resolved,
confidentiality and respect are important.

EMPLOYERS' AND MANAGERS' RESPONSIBILITIES
For managers, this section contains an outline of how you should conduct
yourself in relation to employment and how to handle cases of harassment.

Put a stop to harassment
Vale Inco Limited has full responsibility for making sure our work environment is
free from harassment. All members of the management team at Vale Inco also
have a responsibility to stop harassment. If you become aware of harassment in
your work area, or elsewhere in the company, you must do everything you can to
stop it, whether or not a complaint has been made. Not knowing is not an
excuse. If it should have reasonably been known that harassment was going on,
you will still be held responsible if you let the situation continue.

Be aware
Being aware of the following things can help alert you to problem situations:

¶ An unexplained change in an employee's performance;
¶ Someone suddenly taking more sick leave;
¶ An employee isolating her or himself, seeming distracted, not participating

in workplace socializing;
¶ Rumours; or,
¶ Awkwardness or discomfort between two or more employees.

Listen to employees
If something doesn't seem right, talk to the employee you are worried about.
Often, having someone listen to them can help a person talk about a problem. Of
course, managers must be sensitive to employees' rights and dignity, and to
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keep these discussions and any ensuing discussions confidential, except as is
absolutely necessary to deal effectively with the complaint.

ANTI-HARASSMENT POLICY PROCEDURES

IF YOU ARE BEING HARASSED…

Speak up

The first thing to do if you are being harassed is to tell the person harassing you
to stop, if possible. Let them know that you are embarrassed, humiliated,
demeaned, or otherwise bothered by what they are doing or saying. Often, a
person may not be aware that her or his behaviour is bothersome, and will
change the behaviour once they realize this.

Make notes

You could speak to the person directly, or write them a letter. If you write a letter,
date it and keep a copy. If you speak to them, you may want to tell a trusted
friend what you have done and why. You should also make a note of what the
bothersome behaviour was, the date it happened, how you felt, what you did
about it, and who else was present, if there were witnesses. Ideally, the
harassment will stop. If it does not, continue to keep notes. These will be useful
later, if there is an investigation.

Informal procedures

Speak to a Supervisor, Employee Assistance Coordinator, Human
Resources department representative, any member of management or a
local union representative

It may be that communicating directly with the person will not be enough, or that
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you feel unable to deal with the individual directly. In that case, you can speak to
your supervisor, another manager, the Employee Assistance Coordinator, a

Human Resources department representative or a local union representative.

The person you speak to will ask you for details of what happened, will make
sure you understand the policy and any other options you have (such as a
grievance or human rights complaint), and will ask how you want to proceed. You
may ask them to help you write a letter or to speak to the harasser on your
behalf. You may ask them to arrange for mediation between you and the person
whose behaviour offends you (Mediation is provided by the Human Resources
Department).  Mediation may be appropriate in cases involving a single harasser
and a single victim.  Cases involving multiple harassers and/or victims will require
a more comprehensive investigation.

Formal complaints

If the informal route for resolving a harassing situation does not succeed or is not
appropriate, Vale Inco supports its employees in filing a formal complaint.

Where the complaint involves an hourly employee as either the victim or the
accused, a joint investigation will be initiated.  A local union representative and a
representative of the Human Resources department will conduct joint
investigations.

Complaints involving only staff employees will normally be investigated by a
representative of the Human Resources department.

All complaints will be investigated thoroughly. In all cases, the investigators will
interview the complainant, the alleged harasser, and any witnesses. All
employees have a responsibility to cooperate in the investigation.
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The investigator(s) will need to know and you will need to provide the following
information:

¶ Your (the complainant's) name and position;
¶ The name and position of the alleged harasser;
¶ Details of what happened;
¶ Dates, times, and how often these things occurred;
¶ Where they happened; and
¶ The names of any witnesses.

If you are the complainant, you have the right:
¶ To file a complaint and have it dealt with promptly, without fear of

embarrassment or reprisal
¶ To have a person of your choice accompany you during the process
¶ To make sure that no record of the complaint is placed on your

personnel file, as long as it was made in good faith
¶ To be informed about the progress of your complaint
¶ To be informed of the type of corrective measures that will result from

the complaint
¶ To receive fair treatment

Separation of the complainant and alleged harasser
If the complainant and the alleged harasser are in a subordinate/supervisor
relationship, the Human Resources Superintendent may decide to assign one or
both of them to a different work area during the investigation. Co-workers may
also be separated during an investigation, if necessary.
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IF YOU ARE ACCUSED OF HARASSMENT…

Informal procedures
If someone complains to you informally about your behaviour, take a good look at
it. It may be that without intending to you have spoken or acted in a way that has
offended, humiliated, or degraded another person or group of people. It is your
responsibility to change your behaviour if it is harassing or offensive to others.
You may also want to consider apologizing.

Keep written notes of any conversation you have where someone suggests you
have harassed them or another person. Make note of the conversation and the
date it happened, how you felt, and what you did, if anything. Also make notes of
your interpretation of the alleged harassment, the date it occurred, and who else
was present, if there were any witnesses.

If you and the person who is complaining to you are unable to resolve the
situation, you can turn to a supervisor, a manager, the Employee Assistance
Coordinator, a member of the Human Resources department or a local union
representative for advice.

Formal complaints
If someone files a formal complaint about your behaviour, you will have to
participate in the investigation. You can ask a Supervisor, the Employee
Assistance Coordinator, a Human Resources department representative, any
member of management, or a local union representative for advice. You will be
expected to cooperate, give your perspective on what happened, and, if the
investigation shows that you did harass another person or group of people, you
will be expected to change your behaviour. You may also be subject to
disciplinary action.










