ROSSMERE GOLF AND COUNTRY CLUB
CELL PHONE POLICY

You are asked to turn your phone to vibrate or silent or off while in the Clubhouse and one the
Rossmere Country Club premises (this includes the golf course). Please use your cell phone in
a manner that will not disturb others. Cell phone or other electronic devices with photo
capabilities are prohibited from use in the locker rooms or washrooms at all times.

POLICY REGARDING THE SERVICE AND CONSUMPTION OF ALCHOHOL

It is the policy of Rossmere Country Club that the responsibility for the conduct of each member
and any guests (including public players) with respect to the consumption of alcoholic
beverages while on the premises of the club and in operating motor vehicles following such
consumption, lies with the individual member and guest. The responsibility is not the Club’s
and shall not be assumed by the Club.

Members and guests are expected to conduct themselves, in respect to such consumption of
alcohol, with due regard for the common good of the Club, the rights, feelings and safety of
other members, their guests, other public players, and the service staff.

In accordance with its legal obligations under the Liquor Control Act of Manitoba, the Club shall
instruct each of its employees who serve alcoholic beverages to refuse to serve these beverages
to any person requesting this service who is in apparent violation of the law.

Whenever a person requesting this service appears to have consumed alcohol to a point of
creating a potential danger or inconvenience to themselves or others within the Club premises
or those outside the Club premises, they shall also be refused service. Disorderly persons shall
be asked to leave the Club premises.

It is imperative that the unrestricted judgement of the Club’s employee must govern. Such
refusal shall at all times be respected and complied with by the members and their guests, and
other persons on the premises without adverse comment or breach of the normal decorum
expected of Club members.

Any person who feels that he or she or a guest has been offended by a refusal of service of
alcohol by an employee of the Club is invited to place that grievance before the Board of
Directors, through the office of the Club’s General Manager, in writing.

HARASSMENT PROTOCOL

Harassment in the workplace is a form of discrimination and therefore an unlawful employment
practice in the Province of Manitoba. Rossmere Country Club believes that each employee has
the right to work in an environment that respects his or her dignity and well-being. Rossmere
Country Club is also accountable for any proven harassment by its employees. Consequently,
harassment is neither acceptable nor tolerable behavior in the organization.



Rossmere Country Club recognizes that harassment and discrimination in its various forms
violate not only the rights of the victim but also the fundamental values of Rossmere Country
Club including the value it places on high standards of personal and professional integrity and
responsibility. Accordingly, all members of Rossmere Country Club have a responsibility to
contribute to promoting an environment in which harassment does not occur.

Harassment is defined as unwelcome and offensive comments, behaviors or actions that offend,
abuse, humiliate, demean or cause loss of dignity. In the workplace, the end result of such
conduct will ultimately be an intimidating, hostile or offensive working environment. Comments
or actions will constitute personal harassment if used to discriminate on the basis of ancestry,
race, ethnic or national origin, nationality, political belief, association or activity, religion or
creed, family status, sex, (including pregnancy), age, marital or parental status, source of
income, sexual orientation, place of residence, physical or mental disability (providing such
disability does not preclude the employee from performing the normal functions of the job), or
membership.

Personal harassment may be defined as repeated unconstructive, intentional and offensive
comments or action designed to offend, abuse or humiliate a person, when such conduct has
the purpose or effect to substantially or unreasonably interfering with an employee’s work
performance or creating an intimidating, hostile or offensive working environment.

Comments or actions which constitute sexual harassment include but are not limited to: verbal
abuse; remarks, jokes, innuendoes or taunting about a person’s body, attire, age, marital
status, etc.; displaying of pornographic, offensive or derogatory pictures; practical jokes which
cause awkwardness or embarrassment; invitations or requests whether indirect, explicit or
intimidating; leering or other gestures; demands for sexual favors; unnecessary physical contact
such as touching, patting, pinching, hugging, punching; physical assault; sexual coercion where
an employee who refuses to submit to a social or sexual demand is penalized by loss of a job,
raise, or other employment benefit.

Management has the dual responsibility of not only preventing harassment in the work place
but also responding immediately to stop any activity that undermines this protocol, regardless
of whether a complaint has been filed. It is also their responsibility to ensure any written
complaint filed by an employee is investigated in an expeditious and confidential manner.

Employees have the right and are encouraged to take direct assertive action should they
experience harassment. Employees are supported to tell the alleged offender that their
behaviour is offensive and unwelcome and that they should immediately stop such behaviour. If
unsuccessful in their attempts to stop the perceived harassment complaints will be submitted to
the General Manager and/or chair of the disciplinary Committee. The General Manager will
inform the alleged offender, that a complaint has been submitted, that they should stop the
behaviour identified as offensive, and that the matter will be immediately investigated.



