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These resources are intended to help you create a 
healthy, harassment-free work environment.  

Tips on Recognizing and 
Preventing Microaggressions

Research on sexual harassment in the workplace shows that in addition to “old-fashioned” blatant sexually explicit behaviours, 

vulnerable individuals such as members of the LBGTQ2S community may also experience more subtle forms of harassment 

referred to as “microaggressions”. This fosters a hostile and stressful “social climate” (known as a poisoned workplace).

Promote supportive work environments.

Identify and remove potential barriers for LGBTQ2S 

individuals in your hiring practices.

Create an external reputation for your company as open 

and inclusive for LGBTQ2S people.

Ensure that employees feel positively connected to 

your organization.

Mitigate the workplace effects of interpersonal ostracism

Include ways to deal with microaggressions in your 

harassment policies.

Use inclusive gender-neutral language.

Implement diversity training.

Promote an overall respectful work environment

Provide appropriate opportunities to voluntarily disclose 

or self-identify at work as LGBTQ2S.

respecting privacy and confidentiality protocols.

Consult and listen to LGBTQ2S people and groups and 

their experiences and recommendations.

Take a trauma-informed approach to addressing 

harassment.

Experiment with recommended small-scale local 

change rather than enforcing top-down management

or HR initiatives.

Educate managers, supervisors, and employees by:

Sharing definitions of different sexual orientations, 

gender identities and gender expressions.

Bringing in a guest speaker to talk about diversity.

Supporting participation of employees with local 

LLGBTQ2S organizations and events.

Encouraging support networks (formal or informal, 

personal and professional)

Sharing LGBTQ2S friendly resources and services.

What actions can you suggest for recognizing and preventing microaggressions
in your workplace?

What does microaggression look like, whether intentional or unintentional?

Creating inclusive, respectful and positive work environments for everyone

Brief but commonplace indignities directed against

LGBTQ2S employees

Stereotyping members of the LGBTQ2S community 

(E.g. “That was such a gay movie”)

Exclusively promoting heteronormative behaviours and 

expectations

Ostracizing, ignoring and excluding LGBTQ2S employees

Stigmatizing LGBTQ2S employees with slights and insults 

(verbal or behavior)

Tips on Recognizing and  
Preventing Microaggressions

SAFER 
PLACES NB

Fact Sheet: Workplace 
Sexual Harassment

What is workplace sexual harassment?  

Section 10(1) of the New Brunswick Human Rights Act defines sexual harassment as “vexatious comment or conduct of a sexual 
nature that is known or ought reasonably to be known to be unwelcome.”  This conduct can range from sexual jokes and inappropriate 
comments or displays to unwanted physical contact to sexual assault.

How prevalent is sexual harassment?1

  It is very prevalent:  Just under half (47%) of Canadian workers witnessed or experienced some sort of inappropriate 
sexualized or discriminatory behaviour in a work-related setting.

  Most often women are targeted:  One-quarter (25%) of women said that they had been personally targeted with sexualized 
behaviours in their workplace in the preceding year, along with 17% of men.

  Vulnerable groups experienced higher prevalence:  Inappropriate sexualized behaviours were more common among people with 
disabilities, and the LGBTQ2S+ community.

Do employers typically have policies and training addressing sexual harassment?

  Many employers are unprepared:  32% of women and 26% of Canadian men said that their employer had not provided them 
with information on how to report sexual harassment and sexual assault.1

What are the legal risks to employers? 

According to the New Brunswick Human Rights Commission: “employers, housing, and service providers are liable for the sexual 
harassment committed by their employees or representatives in the course of their employment, if the employers, housing or service 
providers do not exercise due diligence to address these incidents.”2

  Fines. The N.B. Health and Safety Act authorises fines of up to $250,000 for not complying with the Act or any of its regulations. 
The Criminal Code also authorises a court to impose a fine with no set limit on the amount on both organisations and individuals 
who violate section 217.1 of the criminal code which says everyone who directs or may direct the work of another person must 
take reasonable steps to prevent bodily harm at work.3

  Jail Time. The N.B. Health and Safety Act authorises imposition of a term of imprisonment of up to six months and/or a fine. 
The Criminal Code also authorises a court to sentence individuals who violate section 217.1 to jail time of up to life imprisonment 
for criminal negligence causing death.3

1“Survey on Sexual Misconduct at Work,” Stats Canada (2020).  Retrieved Jan 4, 2022 from https://www150.statcan.gc.ca/n1/pub/85-002-x/2021001/
article/00015-eng.htm
2 “Guidelines on Sexual Harassment,” New Brunswick Human Rights Commission (Sept., 2018).  Retrieved Jan 4, 2022 from https://www2.gnb.ca/content/
dam/gnb/Departments/hrc-cdp/PDF/GuidelinesOnSexualHarassment.pdf.
3 “New N.B. Workplace Anti-Violence & Harassment Obligations April 1, 2019,”  McGinnis Cooper (Feb 27, 2019).  Retrieved Jan 4, 2020 from https://www.
mcinnescooper.com/publications/new-n-b-workplace-anti-violence-harassment-obligations-april-1-2019/.
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New Brunswick’s Occupational 
Health and Safety Act

Occupational Health and Safety Act

“harassment”, in a place of employment, means any objectionable or offensive behaviour that is known or ought reasonably to be 
known to be unwelcome, including bullying or any other conduct, comment or display made on either a one-time or repeated basis 
that threatens the health or safety of an employee, and includes sexual harassment, but does not include reasonable conduct of an 
employer in respect of the management and direction of employees at the place of employment;

“violence”, in a place of employment, means the attempted or actual use of physical force against an employee, or any threatening 
statement or behaviour that gives an employee reasonable cause to believe that physical force will be used against the employee, and 
includes sexual violence, intimate partner violence and domestic violence;

Violence and harassment: Codes of Practice

374.1(1) An employer shall assess the risk of violence at the place of employment.

374.1(2) In assessing the risk of violence, an employer shall consult with

(a) all committees, if any,

(b) all health and safety representatives, if any, or

(c) if there is no committee or representative, employees.

374.1(3) When conducting the assessment referred to in subsection (1), the employer shall consider the following information:

(a) the location and circumstances in which the work is carried on;

(b) the risk that may arise out of or in connection with

(i) an employee’s work, or

(ii) sexual violence, intimate partner violence or domestic violence occurring at the place of employment;

(c) the categories of employees at risk, or the types of work that place employees at risk of experiencing violence;

(d) the possible effects on the health or safety of employees who are exposed to violence at the place of employment;

(e) all previous incidents of violence at the place of employment; and (f ) incidents of violence in similar places of employment.

374.1(4) An employer shall ensure that the assessment referred to in subsection (1) is documented and made available to all 
committees, if any, or all health and safety representatives, if any, and to an officer on request.

374.1(5) The employer shall review the assessment of the risk of violence and update it

(a) when there is a change in conditions at the place of employment, or

(b) when ordered to do so by an officer.
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New Brunswick’s Occupational  
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Name and contact information of worker who is reporting workplace harassment: 

Your name

Your contact information: 

Work Phone

Home Phone

Cell

Address

Cell

Address

Details of the complaint: 
Please describe in as much detail as possible the incident, names of parties involved, names of witnesses, date(s), 

time(s) and location(s) of the incident(s), and any other details. (Attach additional pages if needed)

Contact information of respondent(s): 

Work Phone

Home Phone

A Template for Employees to Report Harassment to their Employer

Respondent is the person against whom the complaint is being made

Reporting Harassment 
(Including Sexual Harassment)

Reporting Harassment:  
Fillable Form

Employers Managers:

 Facilitated Workshop

 Online Training

Employees:

 Facilitated Workshop

 Online Training

A Project of: and

SAFER 
PLACES NB Employer Handout 

PREVENTION AND INTERVENTION 
STRATEGIES TO COMBATTING 
WORKPLACE SEXUAL HARASSMENT

Sexual harassment is a persistent and pervasive workplace problem. Combatting WSH requires 
multiple prevention and intervention strategies designed to be effective at various points.  Primary 
prevention, Secondary intervention and Tertiary intervention.  

PRIMARY PREVENTION 
STRATEGIES 1

Aimed at preventing WSH, and understanding how to respond, these include intentionally 
developing an organizational culture that discourages WSH (including modeling of appropriate 
behaviours by leadership), establishing policies to address WSH, and providing training. 

There are four goals at this point:  to reduce the number of occurrences, to remove factors that cause 
WSH, to prevent the development of risk factors for WSH, and to enhance protective factors against 
WSH. Several success factors for policy and training are outlined below. 

Resources & Websites:
WorkSafe NB: www.worksafenb.ca

Sexual Violence NB: www.svnb.ca

SaferPlaces NB: www.saferplacesnb.ca

This resource is published by:
Public Legal Education and Information Service 
of New Brunswick (PLEIS-NB)
P.O. Box 6000
Fredericton, New Brunswick, E3B 5H1
(506) 453-5369 | pleisnb@web.net | www.legal-info-legale.nb.ca

Workplace Sexual Harassment 
Prevention & Intervention Strategies 
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SPECTRUM OF SEXUAL MISCONDUCT AT WORK

Professor Kathleen Kelly Reardon
University of Southern California

Knowing where a behaviour falls depends on the situation, history of the relationship, tone of delivery, 
and nonverbal actions.

Generally not offensive - Common remarks on things such as hairstyle and dress1

Awkward/mildly offensive - Comments involving or implying gender distinctions   
unfavourable to a person’s gender2

Offensive - Gender-insensitive or superior manner

Highly Offensive - Intentionally denigrating comments or behaviours

Evident Sexual Misconduct - Behaviours that are crude or physically intrusive

Egregious Sexual Misconduct - Behaviours involving coercion, sexual abuse, or assault

3

4

5

6

Resources & Websites:
WorkSafe NB: www.worksafenb.ca

Sexual Violence NB: www.svnb.ca

SaferPlaces NB: www.saferplacesnb.ca

This resource is published by:
Public Legal Education and Information Service 
of New Brunswick (PLEIS-NB)
P.O. Box 6000
Fredericton, New Brunswick, E3B 5H1
(506) 453-5369 | pleisnb@web.net | www.legal-info-legale.nb.ca

Spectrum of Sexual  
Misconduct at Work

Addressing Workplace  
Sexual Harassment Training:

https://saferplacesnb.ca/wp-content/uploads/2021/10/Policy-Form-E-Fillable-2021-5.pdf
https://saferplacesnb.ca/wp-content/uploads/2021/10/Policy-Form-E-Fillable-2021-5.pdf
https://saferplacesnb.ca/wp-content/uploads/2021/04/Safer-Places_Employer-Checklist-Guidelines_ENG_Web-Ready.pdf
https://saferplacesnb.ca/wp-content/uploads/2021/04/Safer-Places_Employer-Checklist-Guidelines_ENG_Web-Ready.pdf
https://www2.gnb.ca/content/gnb/biling/hrc-cdp.html
http://www.legal-info-legale.nb.ca
https://saferplacesnb.ca/wp-content/uploads/2021/02/PLEIS_Employees-Experiencing-Sexual-Harassment_Handout-ENG_Web.pdf
https://saferplacesnb.ca/wp-content/uploads/2021/02/Safer-Places_General-Resources-Microaggressions_ENG_Web.pdf
https://saferplacesnb.ca/wp-content/uploads/2022/01/Workplace-Sexual-Harassment-Facts-EN.pdf
https://saferplacesnb.ca/wp-content/uploads/2022/01/Workplace-Sexual-Harassment-Facts-EN.pdf
https://saferplacesnb.ca/wp-content/uploads/2022/02/NBOHS-Act.pdf
https://saferplacesnb.ca/wp-content/uploads/2022/02/NBOHS-Act.pdf
https://saferplacesnb.ca/wp-content/uploads/2021/05/PLEIS_Reporting-Harassment-Form_ENG_Web.pdf
https://saferplacesnb.ca/wp-content/uploads/2021/05/PLEIS_Reporting-Harassment-Form_ENG_Web.pdf
https://saferplacesnb.ca/en/register/
https://saferplacesnb.ca/en/take-the-training/
https://saferplacesnb.ca/en/register/
https://saferplacesnb.ca/en/take-the-training/
https://saferplacesnb.ca/wp-content/uploads/Prevention-and-intervention-strategies-to-combatting-workplace-sexual-harassment-E.pdf
https://saferplacesnb.ca/wp-content/uploads/Prevention-and-intervention-strategies-to-combatting-workplace-sexual-harassment-E.pdf
https://saferplacesnb.ca/wp-content/uploads/Training-EN-Employer-Handout-Spectrum-of-WSH-1.pdf
https://saferplacesnb.ca/wp-content/uploads/Training-EN-Employer-Handout-Spectrum-of-WSH-1.pdf

