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E C H O 
The Ontario Municipal Human Resource Association Newsletter 

PRESIDENT'S MESSAGE 

Rosanne Mantesso, OMHRA President 
 
As I write this message for the Spring Echo, I can’t believe how time flies and how long the winter has 
been!  I’m all for a “white Christmas” but once December 26th rolls around I’d like summer!  It’s mid-
March and there’s still snow on the ground and I’m still wearing winter boots! 
 
Speaking of “boots”, OMHRA and Hicks Morley held three very successful Bill 148 Bootcamp training 
workshops.  Attendees were provided with legal insight, tools and practical resources to both prepare 
and implement the many changes for Bill 148.  A big thank you to Mark Mason from Hicks Morley for 
scheduling the lawyers who presented and thank you to the City of Niagara Falls, Region of Waterloo 
and City of Oshawa for hosting the workshops. 
 
OMHRA and the Ontario Municipal Administrators Association (OMAA) recently joined forces to 
present a seminar on “Leadership and Top Talent Management” which was attended by Human 
Resources Professionals and Chief Administrative Officers from across the Province.  We are hopeful 
this will be the first of many collaborations with OMAA. 
 
OMHRA staff along with the Education Committee have been busy putting the final details together 
for the upcoming Spring Workshop: Stand Tall: Resilience and Well-being 2018.  The Workshop will 
be held from April 11 – 13, 2018 at the Hilton Hotel & Suites – Niagara Falls/Fallsview.  I’m very 
excited to hear Hal Johnson and Joanne McLeod from Body Break as keynote speakers (you may 
remember the T.V. commercials they used to be in).  If you haven’t registered, do so today, we are 
filling up fast! 
 
I’m looking forward to seeing all of you at the Spring Workshop.  Just remember as Human 
Resources Professionals we have the best jobs in the world and make a difference every day! 

 
Rosanne 
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MESSAGE FROM THE EXECUTIVE DIRECTOR 

Kandy Webb, Executive Director, OMHRA 

Winter has been very busy at the OMHRA office.  For the first time in recent memory we offered multiple 
workshops across Ontario.  The sessions, on Bill 148, were offered in this manner to provide as many 
members as possible the opportunity to gain the expertise required to deal with this critical topic.  A 
session on Leadership and Top Talent Management was also developed and presented in collaboration 
with the Ontario Municipal Administrator’s Association (OMAA) and the City of Mississauga. 
 
Preparations for The Spring Workshop April 11 to 13 are well underway.  The agenda promises to have 
something for everyone…please do not miss it! 
 
In determining the agenda, the Education Committee reflected on the significant challenges that 
OMHRA members will face in 2018 such as: ESA and WSIB legislative changes; the requirement to 
appropriately address allegations of violence, discrimination and sexual harassment and providing a 
psychologically healthy workplace.  
 
This Workshop, that has more concurrent sessions than ever before, will provide strategies to: deal 
with these topics with confidence; be resilient and practice self-care and equip you to coach others in 
your organization how to manage difficult conversations with less HR intervention. 
 
This year, we also have introduced a legal panel of our Sponsors entitled, “Everything You Wanted to 
Know, But Didn’t Have the Budget to Ask”.  Come armed with your employment and labour legal 
questions!  This is a session that you will not want to miss. 
 
As your new Executive Director, I welcome ideas you have to assist the Board in enhancing your 
membership experience.  Also, please let me know if you have professional contacts that may be 
interested in OMHRA Sponsorship! 
 
See you in Niagara! 
 
 
Kandy 

OMHRA ECHO CONTRIBUTORS 

Jessica Toldo      Anna Karimian 

Christina Myers     Sophie Mathewson 

Holly Ewing-Murphy    Paul Bailey 

Audie McCarthy     Marnie Downey 
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HARASSMENT IN THE WORKPLACE:  CONSIDERATIONS FOR 

EMPLOYERS 

Jessica Toldo and Anna Karimian, Hicks Morley Hamilton Stewart Storie LLP 
 
With the advent of the #metoo movement and changing workplace laws, harassment has been 
especially prevalent in the news lately. Municipal employers need to be aware of their obligations 
regarding harassment in the workplace. Proper policies and procedures must be in place to adequately 
deal with harassment complaints. 

Not only has harassment become an increasing topic of conversation, but the Human Rights Tribunal 
of Ontario (“HRTO”) has also awarded significant damages for harassment related claims in recent 
cases. Harassment can occur in many different situations other than the traditional employment 
relationship, and employers should be mindful of potential liability in these situations.  

The below decisions will be of practical interest to municipal employers when understanding the 
implications of harassment. 

AB v Singer Shoes Limited 

In the recent decision of AB v Joe Singer Shoes Limited, the HRTO found the respondents, Joe Singer 
Shoes Limited, Paul Singer and Buy-A-Hammer Investments Inc., jointly and severally liable for 
discrimination with respect to employment and housing due to race, colour, place of origin, ethnic origin, 
disability, sex, sexual solicitation or advances and family and marital status contrary to the Human 
Rights Code (“Code”). The HRTO awarded $200,000 plus interest as compensation for injury to dignity, 
feelings and self-respect. 

In this case, the applicant immigrated to Canada and worked at the respondent shoe store. Following 
her marital separation in 1989, the applicant and her disabled son moved into an apartment above the 
store, where she continued to work at the store. The applicant’s landlord was the corporate respondent 
Buy-A-Hammer Investments Inc., a company owned by Paul Singer. 

Over a course of several years, Paul Singer repeatedly sexually assaulted and harassed the applicant, 
and engaged in other egregious discriminatory conduct based on numerous prohibited grounds while 
she continued to work at the shoe store.  
The HRTO determined that due to the acts and circumstances under which they occurred, damages 
should be awarded jointly and severally. While this case dealt with an egregious set of facts, it is 
important to keep in mind the amount of damages the HRTO may award in harassment cases.  

City of Toronto v Josephs 

As reported in a recent Hicks Morley Case in Point, the Divisional Court in City of Toronto v Josephs, 
reviewed a decision of the HRTO and specifically addressed the question of a service provider’s liability 
for harassment issues arising between customers.  

In this case, the applicant, who was a paralegal trainee, attended the Toronto East Provincial 
Courthouse to conduct business on behalf of his client. While the applicant was being served by an 
intake clerk, an error was discovered and he was informed he would have to speak to a supervisor. 
The applicant was given a number to wait in line. Another customer at the courthouse, who was also 
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waiting in line, started yelling at the applicant to wait his turn. The customer yelled racial slurs at the 
applicant, who identifies as Afro Caribbean, made an inappropriate racial gesture and taunted the 
applicant. 

A witness to the incident approached an intake clerk, a non-managerial employee, who advised that if 
the altercation escalated into something physical, they would call security. Further, the applicant himself 
requested assistance. The team lead for the counter staff was made aware of the altercation and left 
to get assistance from a court officer. 

Both the witness and the applicant reported the incident to a security guard. The security guard 
confronted the aggressive customer and told him that he would have to leave. Shortly after, a court 
officer also spoke to the aggressive customer in the hallway. 

After this incident, the applicant filed an application with the HRTO against the City of Toronto alleging 
discrimination under the Code with respect to services, goods and facilities on the basis of race and 
colour. The HRTO determined that the City had an obligation to take prompt, effectual and proportionate 
action when it became aware of the conduct of the aggressive customer towards the applicant. The 
HRTO further found all of the City staff and security officers at the court house, except for the intake 
clerk, had acted promptly and appropriately. The HRTO held that the intake clerk’s response was not 
appropriate and his conduct alone amounted to discrimination against the applicant for which the City 
was responsible and ordered to pay $1,500 in damages to the applicant. 

In an application for judicial review before the Divisional Court, the City sought to overturn the HRTO’s 
decision. The key issue before the Court was whether it was reasonable for the HRTO to find corporate 
responsibility for the lack of meaningful response by the intake clerk, a non-managerial employee, 
notwithstanding that the HRTO found that other City employees acted reasonably and responded 
adequately in the circumstances. 

The Court quashed the HRTO’s decision and dismissed the human rights application, noting that 
“corporate responsibility cannot reasonably be fixed on the City in these circumstances because of the 
inconsequential conduct of [the intake clerk].” 

Implications for Municipal Employers  

With increasing damage awards at the HRTO, municipal employers should be mindful of their duties 
when responding to harassment. Municipalities should review their policies and provide training to their 
employees. 

Further, as many municipalities act as service providers in a variety of capacities, the City of Toronto 
decision is helpful. Municipal employers should keep in mind that service providers have an obligation 
to take prompt, effectual and proportionate action when they become aware of client-on-client 
harassment in a services environment. While they are not required to provide a perfect response, the 
response does need to be “reasonable” in the circumstances and the context. Although employers are 
not responsible for inappropriate outbursts made by clients, they are responsible for how their 

employees respond. An inappropriate response when advised of harassment could 
amount to discrimination under the Code. 

Jessica Toldo and Anna Karimian specialize in labour and employment matters 
facing municipalities. If you have any questions about this or any other employment 
matter, do not hesitate to contact Jessica at 416-864-7529 or Anna at 416-864-
7034. They may also be reached by email at: jessica-toldo@hicksmorley.com and 
anna-karimian@hicksmorley.com. 

mailto:jessica-toldo@hicksmorley.com
mailto:anna-karimian@hicksmorley.com
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WHY OUTSOURCE DISABILITY MANAGEMENT TO A THIRD PARTY? 

Cristina Myers, B.A., B.Ed., Director of Communications and Resource 

Development, TRAC Group 
 

What is Disability Management? 

 A proactive workplace process that allows employers to better support employees with physical and 
mental health issues while they are at work. 

 A facilitator for early and safe return to work for employees recovering from illness or injury. 

 A tailored service to facilitate a leave of absence, if necessary, with the primary focus on minimizing 
the impact of injuries or illnesses on employees, employers taking into account individual needs, 
the work environment, enterprise needs and legal responsibilities. 

-National Institute of Disability Management and Research 
 

Why Outsource? 

 Expertise – often companies who offer Disability Management services are staffed by a variety of 
rehabilitation professionals, including Certified Disability Management Professionals, Vocational 
Consultants, Return-to-Work Coordinators, Registered Nurses, Case Managers, Mental Health 
Practitioners, Medical Specialists, and Rehabilitation Therapists. 

 Safe Return To Work – in the absence of a Disability Management Program, according to the 
National Institute of Disability Management and Research: only 50% of employees successfully 
return to work after a six-month absence; only 20% successfully return to work after an absence of 
one year; and less than 10% return to work after an absence of two years or more. 

 Employee Health & Wellness – demonstrates an investment in employee health and wellness; 
fosters a workplace culture of health and wellness; promotes proactive disability management; and 
it is an opportunity to quickly target prevention initiatives. 

 Employee Benefits – a consistent, objective application of benefits; return to meaningful, gainful 
employment; reduced physical impact of injury or illness; reduced emotional impact of injury or 
illness; reduced disruption to personal, financial, social and employment circumstances; access to 
healthcare navigation services to promote health, wellness and recovery from illness or injury. 

 
Outsourcing Disability Management allows employers to better support employees with physical, 
cognitive and mental health issues while they are at work; facilitate a medical leave of absence; and to 
facilitate early and safe return to work for employees recovering from illness or injury. 
 

TRAC Group Inc. is experienced in managing disability claims in all employment sectors; in unionized 
and non-unionized environments; for police personnel; involving complex injuries; and related to mental 
health diagnoses or issues.  We provide claims adjudication and management, including immediate 
and ongoing employee contact, communication with health practitioner, and utilization of standardized 
healing guidelines to support recovery. TRAC Group Inc. also provides proactive case management, 
including health care navigation, early intervention with employees, and LTD and WSIB application 
assistance. 
 
Disability Management includes facilitating safe and timely return to work through: obtaining medical 
clearance for returning to work; coordination of independent medical evaluations, as required; 
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negotiation of workplace accommodations; modified hours and/or duties; employer or employee 
education; gradual return to work schedules; and return to work follow-up and support. 
 
Employees receive the benefits of remaining at work through health and wellness initiatives; health 
care navigation (facilitating access to employee assistance programs and extended health benefits 
services); facilitating access to public and private health care resources; ergonomics; workplace 
accommodations; modified work; and attendance management. 
 

TRAC Group Inc. is committed to respecting the dignity and privacy of all employees; supporting the 
health and wellness of all employees; and encouraging communication, collaboration and feedback. 
 

 
cmyers@tracgroup.ca 
www.tracgroup.ca  

 
 
 
 
 
 
 

 

mailto:cmyers@tracgroup.ca
http://www.tracgroup.ca/
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MANAGER AS COACH:  SHIFT STAFF BRAINS OUT OF NEUTRAL 

Sophie Mathewson, PCC - Prism Group Int’l 
 

As a manager, you likely have little time to spare.  When an employee comes to you looking for a 
solution, what to do?  Like many managers, you may choose to simply provide the answer - after all - 
it’s quicker and gets things done they way you want – right?. 
 

Now imagine yourself as Coach-Manager.  By the way, this isn't a hat you put on occassionally, it 
should be the hat you wear all of the time.  Yes, you can even be a coach-manager and do performance 
management.  In fact, it will be more effective. 
 

No back to telling people what to do versus coaching them to come up with their own solutions. 
Someone that has has mastered the competency of coach-maanger, knows that responding with 
questions rather than answers helps your employees develop their own skills.  Their own “muscle of 
achievement” as I like to call it.  True, it takes longer but ultimately, your employees will begin to 
increase their competency in skills like personal accountability, decision making, and problem-solving 
to name a few.  With persistence and practice on your part to resist blurting out the solution, you will 
have more time to focus on what you need to be doing. 
 

Did you know that giving advice detracts from the coachee’s autonomy.  When a coach gives advice, 
the coachee owns less of the solution.  Without this ownership, there is less personal accountability.  
 

And here is a reason why!  A 2009 research on the relationship between financial advice and decision-
making by Jan B. Engelmann, C. Monica Capra, Charles Noussair and Gregory S. Berns illustrates, 
the brain ”offloads” while it is taking in advice. The brain goes into neutral and the actual advice does 
not embed in the neocortex while the advice is being given. As a consequence, ownership might 
happen later or not happen at all. As coaches, we want our coachee’s brains to be fully engaged!  By 
giving advice, we appeal mostly to the rational parts of the brain. However, to fully engage the coachee, 
the emotive and sensory parts of the brain should also be involved in the decision-making process.1 
 

Next time you’re approached for a solution, consider asking questions not giving answers.  Here’s a 
few questions you can try depending on the situation: 
 

 What have you tried so far?  What did you learn from trying that? 

 What is the decision you’ve been avoiding? 

 What would be an ideal outcome? 

 How do you suppose you can find out more about that? 
 

We are happy to discuss your staff & team development,and selection needs with you in order to 
provide you with a customized solution that results in the outcome you are looking for. 

  

Prism Group Int'l 
sophie@prismgroup.ca 
Toll Free:  866.554.5547 
Direct:  705.331.3756            
“HR Manager's Guide to Coaching” published by Thomson Reuters 

                                                           
1 
 1 www.coachfederation.org 

mailto:sophie@prismgroup.ca
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TIME TO DO A BIT OF SPRING CLEANING?  HERE ARE SOME 

SUGGESTIONS… 

Holly Ewing-Murphy, Vice President Retiree Benefits, ENCON Group Inc 
 

There are few customs of spring more satisfying than the annual clean. But the arrival of warmer 
weather on the heels of Jack Frost’s exit shouldn’t be limited to household chores; it’s a great time to 
get personal matters in order too, including legal and medical ones.  Although it’s something many of 
us would rather not talk about, putting a plan in place for your current and future personal care, as well 
as your end of life wishes, will bring you and your loved ones a certain peace of mind.   
 
Here is a short list to help you be ready for personal emergencies:  
 

1. Create or update your will. (This is a good opportunity to update your lawyer’s contact information 
or to get one for this purpose.) 

2. Designate a person or persons who will act on your behalf if you become mentally incapacitated 
using a Power of Attorney.  Your lawyer can help you with this.  You might want to have two versions:   

 A Continuing Power of Attorney for Property to manage your finances and property decisions.  

 Power of Attorney for Personal Care to manage your living arrangements and daily care and to 
act on your behalf to enact your end of life wishes for medical care and intervention.  

3. Create a file or list that includes details of important documents:  bank accounts, investments, life 
insurance plans, employer group insurance information, and any other financial documents your 
family might need in case of a death in the family. 

4. Something more accessible, leave a list of important numbers such as your doctor(s) and 
emergency contact names and numbers that can be easily found if there is a medical emergency in 
your home.  
 

Maybe you want to go one step further and start thinking about your financial planning for retirement… 
you and your employees can enroll in the MROO Health insurance plan when your group benefits end.  
Included in the MROO Health Care plan is a caregiver service that that the whole family can use.  
YourNurse will provide you and your family with personalized nursing services to guide and coach you 
through any caregiving situation. Licensed nurses offer personal consultation and map-of-care reports 
customized for your needs including support and planning for your health condition and managing your 
personal care goals. They can help you create a plan to address your immediate living situation and 
your future wishes for personal care including your legal and financial concerns.    
 
Visit http://yournurse.ca. 
 
Talk about “spring cleaning” with your parents as well!  This is a good opportunity to motivate them to 
get their personal affairs in order.  Should they be looking at health or life insurance in their retirement?  
Is this something they need or want?  Start the conversation… 
 

For information or questions about life and health insurance and MROO services such 
as YourNurse under the Health and Dental Plan, please visit www.encon.ca/mroo or 
call ENCON Group Inc. at 1-800-363-7861. You can also email us at mroo@encon.ca 
 
 

http://yournurse.ca/
http://www.encon.ca/
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WORKPLACE WELL-BEING:  SOURCE OF WORKPLACE STRESS 

Paul Bailey, BA, MA, CTDP 
 

Everybody Has Stress 
 

The stress is killing me. Thats how I felt a number of years ago while in a highly toxic and stressful work 
environment for a long period of time. At the time I didn’t understand a lot about stress, other than what 
it felt like, or how to manage it. Stress is increasingly becoming a major focus of employee well-being 
within the workplace as it contributes to many other health issues. 
 

We need a certain amount of stress to be engaged and motivated in our work but too much stress can 
be devastating. Too often we don’t recognize the problem until its too late and we are dealing with the 
negative impact of stress overload. 
 

When facilitating workshops across Canada on conflict which has a module on stress management I 
always ask participants, “how many of you know someone who has been off on stress leave?” Without 
exception the response is about 80% affirmative. 
 

Workplace stress results in… 
• 70% of Visits to doctor 
• 78% of Employees report stress as a top concern. 
• 22% of Employees felt they needed help with tress. 
• BUT… Only15% of employers are doing anything to help. 
There is some debate over whether or not the primary source of stress stems from our personal life or 
work life. The reality is, it depends on what is happening. Most research indicates our primary source 
of stress is experienced in our place of work. 
 

The first step in managing stress is to identify the source. According TTI Success Insights there are 
seven sources of workplace stress which can be assessed to determine which is having the most 
negative impact on employees. They are as follows… 
 

7 SOURCES OF WORKPLACE STRESS 
 

1. Demand - Being challenged at work can escalate into having a highly demanding job. Often a result 
of poorly designed jobs, stress resulting from excessive demand happens when workloads become 
overwhelming or skills or talents don’t match the position. 
 

2. Effort/reward balance - When high levels of output and effort are met with minimal rewards – 
whether that be compensation, a promotion or simple recognition for a job well done – an individual’s 
stress can skyrocket. Without an effort/reward balance, an employee can feel disconnected, 
unmotivated and even angry. 
 

3. Control - Feeling powerless is a universal cause of job stress. Lack of control comes from high 
responsibility paired with low authority, not being heard, not being involved and others not 
understanding your work. 
 
4. Organizational change - Changes within the organization– from management restructuring to new 
policies and procedures – impact individuals differently. For some, it brings apprehension, insecurity 
and confusion – all which can raise stress levels when changes are not properly communicated or 
understood. 
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5. Manager/supervisor - Reasonable directives from your boss should be expected.  It’s when he or 
she creates enormous pressure or challenges, to the point of it hindering your workload, that cause 
stress to increase. 
 

6. Social support - An unsupportive social environment can cause workplace stress.  Managers who 
don’t provide clear and consistent information and co-workers who fail to assist one another leaves 
employees feeling unengaged and unproductive. 
 

7. Job security - Fearing for your job is extremely stressful. However, stress can also be caused by 
lack of advancement, being promoted too slowly or being promoted too quickly to be successful in the 
job.   
 

Based on the overall responses to the workplace stress assessment the manager tends to be the 
number one source of stress for staff. 
 

The challenge in most organizations is the leadership/management have not been trained to minimize 
workplace nor do staff have the tools to manage it. 
 

 
paul.bailey@3c-coaching.com 
(705) 607-1058 
 
 

 

mailto:paul.bailey@3c-coaching.com


 
 

SPRING 2018 
 
 

 

  

11 
 
 

CREATING DIVERSE WORKPLACES 

Audie McCarthy, CEO and President of Mohawk College Enterprise  
 

Canada has always proudly identified as a “mosaic,” respecting and welcoming different cultures, 
religions, disabilities, genders, and more. And while there is always room for improvement, this is 
especially true for our workplaces. As a country with such a rich tapestry of diversity, fighting for and 
welcoming inclusion provides a competitive edge to our workplaces.  
 
The studies, surveys, and research papers that prove diverse workplaces not only have higher 
revenues, but are more innovative, successful, and have higher employee retention rates, are endless. 
According to Bessma Momani and Jillian Stirk, authors of Diversity Dividend: Canada’s Global 
Advantage, “for every 1 per cent increase in ethnocultural diversity, on average companies saw a 2.4 
percent bump in revenue and a 0.5 per cent increase in productivity.” When our organizations are 
diverse, it brings along diversity of experiences, perspectives and ideas. 
 
So how do you encourage diversity in your workplace? First, start from the top by encouraging a 
leadership culture of respect and inclusivity. Equipping your leaders with the tools necessary to lead 
diverse teams will encourage your culture to shift. Second, provide inclusivity and awareness training 
within your organization. This training will also create a cultural shift by answering difficult questions 
and creating an inclusive language and understanding amongst employees. Lastly, but arguably most 
important, revamp your recruitment process to maximize the potential for diversity in hiring. This can 
come in the form of blind recruitment, expanding distribution of job postings to different groups, and 
enhancing referral programs to include values of diversity and inclusion. These are just a few options, 
there are numerous ways organizations can welcome diversity into their offices.  
 
McKinsey, a global management consulting firm, believes diverse companies “are better able to win 
top talent and improve their customer orientation, employee satisfaction, and decision making, and all 
that leads to a virtuous cycle of increasing returns.” Now is the time to continue to drive diversity in our 
workplaces and embrace our Canadian mosaic identity.  
 

 
 
amccarthy@mcecor.com 

 

 
 
 
 
 
 
 
 
 
 
 

http://www.cbc.ca/news/canada/kitchener-waterloo/diversity-good-business-cigi-waterloo-report-1.4084341
http://www.cbc.ca/news/canada/kitchener-waterloo/diversity-good-business-cigi-waterloo-report-1.4084341
https://www.mckinsey.com/business-functions/organization/our-insights/why-diversity-matters
mailto:amccarthy@mcecor.com
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THE WSIB CHRONIC MENTAL HEALTH POLICY:  WHAT 

MUNICIPAL EMPLOYERS NEED TO KNOW AND HOW IT WILL 

IMPACT THEM 

Anna Karimian and Jessica Toldo, Hicks Morley Hamilton Stewart Storie LLP 
 
Recent amendments to the Workplace Safety and Insurance Act (“WSIA”) allowing for benefits for 
chronic mental stress arising out of and in the course of employment came into force on January 1, 
2018. Previously, only traumatic workplace mental stress was compensable for WSIB purposes. 
However, the Workplace Safety and Insurance Appeals Tribunal (WSIAT) found that the exclusion of 
workplace chronic mental stress injuries from entitlement was unconstitutional. As a result, the Ontario 
Legislature passed Bill 127, which amended the legislation to allow benefits to be granted for chronic 
mental stress injuries arising out of or in the course of employment.  

It is important to note that the new WSIB Policy Document 15-03-14 Chronic Mental Stress (Accidents 
on or After January 1, 2018) (“Policy”) is a stand-alone document and is separate from the Traumatic 
Mental Stress Policy (Document 15-03-02). Differences between the two mental stress entitlements 
are outlined in the latter Traumatic Mental Stress Policy. Both the new Policy and the amended 
Traumatic Mental Stress Policy came into force on January 1, 2018. The change impacts all workplaces 
that fall under mandatory WSIB coverage or have obtained optional coverage from the WSIB. 

Key Takeaway Points of the Chronic Mental Stress Policy for Municipal Employers: 

Municipal Employers should be aware of the following key provisions in the Policy: 

 Entitlement for benefits to chronic mental stress will be granted to workers where there is an 
appropriate diagnosis and the injury is shown to be caused by a substantial work-related stressor 
arising out of and in the course of employment; 

 What is considered to be an “appropriate diagnosis” must be made by a qualified regulated 
health care professional and in accordance with the Diagnostic and Statistical Manual of Mental 
Disorders (DSM). The Policy will also permit nurse practitioners, in addition to general 
physicians, psychologists and psychiatrists, to provide the appropriate diagnosis. This gives rise 
to concerns that general physicians and nurse practitioners may not have the qualifying 
expertise to provide a DSM diagnosis. However, the Policy states that in complex cases, a 
further assessment from a psychologist or psychiatrist may be required; 

 A “substantial” workplace stressor means stressors that are “excessive in intensity and/or 
duration in comparison to the normal pressures and tensions experienced by workers in similar 
circumstances”; 

 However, it is important to note that claims will not be denied simply because all workers in an 
occupation are exposed to high levels of stress; 

 Interpersonal conflicts generally will not give rise to entitlement for chronic mental stress 
benefits, unless there is evidence to suggest that the conflict amounts to workplace harassment 
as defined by the Occupational Health and Safety Act or results in egregious or abusive conduct; 

http://www.wsib.on.ca/WSIBPortal/faces/WSIBDetailPage?cGUID=WSIB070670&rDef=WSIB_RD_ARTICLE&_adf.ctrl-state=a8l5421bx_29&_afrLoop=1107800262829000&_afrWindowMode=0&_afrWindowId=null#%40%3FcGUID%3DWSIB070670%26_afrWindowId%3Dnull%26_afrLoop%3D11078002628290
http://www.wsib.on.ca/WSIBPortal/faces/WSIBDetailPage?cGUID=WSIB070670&rDef=WSIB_RD_ARTICLE&_adf.ctrl-state=a8l5421bx_29&_afrLoop=1107800262829000&_afrWindowMode=0&_afrWindowId=null#%40%3FcGUID%3DWSIB070670%26_afrWindowId%3Dnull%26_afrLoop%3D11078002628290
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 The substantial work-related stressor(s) must be shown to be the predominant cause of an 
appropriately diagnosed mental stress injury, meaning that the substantial work-related stressor 
is the primary or main cause of the mental stress injury, rather than a “significant contributing 
factor”; 

 There is no entitlement to benefits for chronic mental stress which is caused by decisions or 
actions that are part of the employment function, such as disciplinary action, modification of 
working hours, demotions or terminations. 

 The new Policy only applies to chronic mental stress injuries that occur on January 1, 2018 or 
later. This means that chronic mental stress claims that arose prior to that date will continue to 
be denied by the WSIB at the Operational and Appeals Branch levels. There are no transitional 
provisions. 

Implications of the New Policy for Municipal Employers 

The Policy will have a significant impact on all municipal employers covered by the WSIA. A significantly 
expanded scope of entitlement for mental stress under WSIA may impact WSIB rates. It will also put 
increased pressure and focus on municipalities to limit and address stressors in the workplace and to 
create modified work opportunities that take into account psychological restrictions, as opposed to 
purely physical restrictions.  

Municipal employers that have ongoing mental stress cases should ensure that the events giving rise 
to these cases have been, and continue to be, well-documented. More generally, they should be 
reviewing their practices, policies and procedures in order to ensure that they are protecting themselves 
to the extent possible from potential mental stress claims. 

Municipal employers will need to take additional steps to reduce workplace stress and minimize the 
existence of substantial workplace stressors in order to limit costly and complicated stress-related lost 
time claims, particularly in departments with stressful workplaces. Some ways in which municipal 
employers can prepare themselves for potential chronic mental stress claims is by developing 
cognitive/psychological demands analyses for key roles that are exposed to high routine stress and 
ensuring effective systems and processes are in place to investigate and remedy workplace 
harassment or other workplace stressors. Finally, municipal employers would do well to think creatively 
about possible suitable modified work in chronic mental stress claims situations in order to minimize 
exposure to loss of earnings benefits, which can be a very costly part of such claims.  

Anna Karimian and Jessica Toldo specialize in labour and employment matters 
facing municipalities. If you have any questions about this or any other employment 
matter, do not hesitate to contact Anna at 416-864-7034 or Jessica at 416-864-
7529. They may also be reached by email at: anna-karimian@hicksmorley.com and 
jessica-toldo@hicksmorley.com. 
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ERGONOMIC TIPS FOR MUNICIPAL FIELD WORKERS 

Marnie Downey, R.Kin., M.Sc., CCPE, President, ERGO Inc.  

Employees who work outside the walls of a traditional building face unique challenges in their work. 
Not only do they have to contend with the weather, but also uneven ground surfaces, unpredictable 
work, unpredictable loads, awkward work positions, and sometimes tasks that are harder to modify 
and/or control. Driving, landscaping and snow removal can present some ergonomic risk to workers. 
Here are some of our Ergonomists tips and techniques to reduce these worker’s injury risk:  
 

Driving  
 

One of the simplest ways to reduce the risk of driving discomfort is quite simple: take the time to adjust 
your car seat.  
• adjust the height so the knees are at the same height as the hips  

• incline the backrest slightly to 100-100   

• adjust the seat distance so you are not stretching to operate the pedals  

• position the seat so you are close enough to the steering wheel to optimize your arm postures – 
you should not be reaching  

• remove your wallet from your back pocket  
 

 
 

If you are required to lift or carry something from your vehicle after a prolonged period of driving, give 
you back time to adjust and stabilize itself. Walk around for a couple of minutes and lightly stretch your 
back to prepare for handling.  
 

Landscaping & Snow Removal  
 

Cutting and trimming grass and gardening are common tasks performed by municipal workers. These 
tasks can require awkward postures, forceful exertions while bending to the ground and exposure to 
whole body vibration when riding lawn machines. In the colder months, snow removal is a physically 
demanding task. The types of tools, equipment and machinery workers are provided to complete these 
tasks can impact how they feel at the end of a workday. Also, how a worker interacts with their 
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equipment and the body mechanics they use, contribute to their risk of injury. Below are some 
ergonomic tips and techniques to reduce risk of injury while landscaping and removing snow:  
 

• Limit the weight; make multiple trips or order materials in smaller/lighter bags  

• Use a cart or drag a tarp of garden waste rather than lifting and carrying  

• Use form-fitting gloves to optimize grip strength  

• Be conscious of your posture, avoid rounding your back, and alternate arms  

• Choose your tools carefully, select long handled tools, and try secondary handles to improve 
leverage. Ensure tools are sharp and well maintained.  

• Consider using both a “pushing shovel” and a “lifting shovel”  

• Avoid shoveling snow or mulch above shoulder height  

• Use a 4-wheel wheelbarrow vs. a 2-wheeled one  
 

Here are some additional guidelines from ERGO Inc. on back safety and safe manual handling in the 
workplace.  

 

 
www.ergoconsulting.ca   
Email:  
info@ergoconsulting.ca   
Head Office: 
705.436.4504 
 
Contact ERGO Inc. for 
your workplace 
ergonomic assessment 
and training needs.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Image is ©ERGO 2018 
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SAVE THE DATE 

 

WELCOME TO OUR NEWEST OMHRA MEMBERS 

Franca Dominicis, Labour Relations Manager, York Region 

Christiane Raycraft, Human Resources Coordinator, Town of Collingwood 

Leslie Morton, Human Resources Assistant, Owen Sound 

Rizwana Khan, Human Resources Consultant, Town of Oakville 

Doug Payne, Human Resources Manager, Township of Strathroy-Caradoc 

Valerie Lockhart, Human Resources Coordinator, Municipality of Meaford 

Danielle Halliday, Compensation Specialist, Regional Municipality of Niagara 

Sarah Stevens, Human Resource Generalist, Town of Niagara-on-the-Lake 

Anna Larsen, Human Resources Assistant, City of St. Thomas 

Heather Boston, Treasurer, Township of Mulmur 

Candace Keller, Human Resource Generalist, County of Frontenac 

Sophia Latchmana, Human Resources Consultant, City of Oshawa 

Denise Holmes, CAO / Clerk, Township of Melancthon 
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OMHRA FALL CONFERENCE PICTURES 

OMHRA ECHO  

The OMHRA ECHO is currently published four times a year in the spring, summer, fall and winter, by the Ontario 
Municipal Human Resources Association.  Mail to the ECHO should be addressed to the co-ordinator at the e-
mail address below.  Members receive this publication as part of their membership dues. 
CO-ORDINATOR  
Jennifer Di Martino   
(519) 941-2816 Ext. 2522 
Email:  jdimartino@dufferincounty.ca 

The OMHRA ECHO is meant to be a forum for the exchange of information and opinions.  Contributors are fully 
responsible for their texts and the opinions expressed do not necessarily reflect the views of OMHRA.  However, 
the editors reserve the right to refuse submissions or to edit for brevity or clarity, or gender neutrality.  Texts may 
be reproduced without authorization, provided the source is acknowledged.  
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