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Module 1 - LEGAL REQUIREMENTS 
AND THE ROLE OF WORK PLACE COMMITTEES 
AND HEALTH AND SAFETY REPRESENTATIVES
1. ORGANIZATIONAL CONTEXT

1.1 PUBLIC SERVICE OCCUPATIONAL HEALTH AND SAFETY (OHS) PROGRAMME
All employees working in the Public Service of Canada are offered protection under the Treasury Board's Occupational Health and Safety Programme.  The basis of this programme is the Public Service Occupational Health and Safety Policy which explains the various roles and responsibilities of the key players in the programme.

Part II of the Canada Labour Code (Occupational Health and Safety) puts across the legal provisions of Occupational Health and Safety (OHS) that are applicable to the Public Service of Canada, as well as to the entire federal jurisdiction.  In total, over one million employees are subject to that legislation.

The organization that administers and primarily enforces Part II of the Canada Labour Code (CLC) within the Public Service is Human Resources and Social Development Canada (HRSDC).  This is accomplished through a network of “health and safety officers”.   (This term has replaced "labour affairs officers".)  Transport Canada also employs health and safety officers, administering the CLC on board aircraft, ships and trains.

Another key department with special responsibilities under the Treasury Board's OHS policy is Health Canada.  Health Canada monitors compliance with Treasury Board’s (TB) occupational Health and Safety policy, standards and related directives.  In this regard, occupational physicians provide advisory services to Public Service managers; nurses provide nursing care and services; and Health Canada environmental health officers investigate work locations suspected of presenting a health hazard to employees.

TB's OHS policy also provides for an Employee Assistance Program (EAP), designed to help certain employees whose productivity may be adversely affected, to deal effectively with a variety of personal difficulties including family problems and drug abuse.  Committees can play a useful role in promoting and encouraging the use of this programme by affected employees.

Treasury Board policy, officially known as the "Public Service Occupational Health and Safety Policy" is found in Chapter 1, Treasury Board Manual - Occupational Health and Safety Volume and on the Internet at http://www.tbs-sct.gc.ca/pubs_pol/hrpubs/TBM_119/osh1_e.asp.  Its purpose is to provide protection to employees through the identification of responsibilities and through a number of technical documents known as standards issued in accordance with that policy.

1.2 DEPARTMENTAL PARTNERS

The (Insert organization’s name here)  Safety and Health policy is intended to establish and maintain a safe and healthy work place for all employees, and to reduce the incidence of occupational injuries and illnesses.  The policy sets forth (Insert organization’s name here)  obligation to develop an effective framework for managing OHS by establishing and maintaining OHS programmes in compliance with existing legislation and with policies, standards, procedures and guidelines developed by TB and HRSDC – Labour.  

See handout for (Insert organization’s name here)   policy.
Management holds the primary responsibility for health and safety under Part II of the Canada Labour Code.  These duties are detailed in Section 125 and 125.1 of the Canada Labour Code.  In addition, departmental officers are a key part of the Federal Public Service Occupational Health and Safety Programme.  There is often some confusion surrounding the duties of an OHS Manager / Safety Officer working at the departmental level.  Although some variances may be encountered from department to department, the OHS Manager / Safety Officer generally has a dual role:

· to be an advisor to the line authority with regards to OHS issues; and

· to administer the departmental programme, encompassing the provisions of Part II of the Canada Labour Code, TB policy and (Insert organization’s name here) policies and procedures as a minimum.  

It is not an OHS Manager's / Safety Officer’s role to accept the responsibility for the Health and Safety of employees.  That belongs to the line management and employees.  
The Work Place Committee or Health and Safety Representative is another important component of the health and safety team.  At a glance one could highlight the key involvement of a Work Place Committee or Representative as being to review and act on complaints, participate in accident investigations and promote Health and Safety Programmes.  Though we will look at these shortly, the reader is encouraged to read the provided copies of Part II of the Canada Labour Code in order to review the detailed powers of the Health and Safety Committee (Subsections. 135(7),(8) and (9) of Canada Labour Code Part II) and Representative (Subsections. 136(5),(6) and (7) of Canada Labour Code Part II).
Keep in mind that work place committees and representatives are advisors to management.

1.3  RESPONSIBILITIES IN DEVELOPING SOLUTIONS

Managers are paid to run a specific programme or deliver services of one kind or another.  Committee members don't get paid for committee work over and above their normal salary and we can't all be knowledgeable about everything.  In developing recommendations towards a problem, consult with the experts - those who know.  

For health and safety issues, contact your Health and Safety Officer, who is there to provide assistance and guidance on these matters.   For health-related issues, the Health and Safety Manager will call Public Service Health of Health Canada; for labour relations, call your personnel office or most certainly discuss these matters with your Regional Health and Safety Manager.

No committee members are expected to be technical specialists unless they sit on the committee for a specific technical purpose.

1.3.1 POLICY HEALTH AND SAFETY COMMITTEES

Departments who employ 300 or more employees are also required to appoint policy committees to serve in an “oversight” role over the entire health and safety program.
Their responsibility is to:

· assist in the development of health and safety policies and programmes;

· deal with matters raised by members and those referred to it by a work place committee or health and safety representative;

· participate in the development and monitoring of a programme for the prevention of work place hazards, according to regulations, that also provides for the health and safety education of employees;

· participate in inquiries, studies, investigations and inspections as it considers necessary;

· monitor data on work accidents, injuries and health hazards;

· participate in the development and monitoring of a programme, if any, for the provision of personal protective equipment, clothing, devices or materials;

· participate in the planning of the implementation, and in the actual implementation, of changes that may affect health and safety, including work processes and procedures. 

The policy committee has access to all government and employer reports, studies and tests relating to the health and safety of employees.  It can request from the employer any information it considers necessary to identify existing or potential hazards with respect to materials, processes, equipment or activities in any of the employer’s work places.

The policy committee addresses issues that, because of their nature, cannot be dealt with by the local work place or (where applicable) regional committees. This strengthens the internal responsibility system, which is a major objective of the Code.  A policy committee can also ensure consistency across work sites. 
Notes:

1. All members are appointed by the employer.

2. As a rule, all members must be employees of the employer except if provided in a collective agreement or other agreement, the members of a policy committee may include persons who are not employees.
3. Neither a policy committee nor a work place committee usurp the employer's responsibility for the management or conduct of the work. They are an advisory body who cannot direct management to carry out its recommendations.
1.3.2 REGIONAL HEALTH AND SAFETY COMMITTEES  

Note For Trainer: There is no legal requirement for OHS committees at the regional level.  However, many organizations have instituted them to ease or improve OHS programme management and administration.  If this does not apply to your department / organization, please delete this section from your presentation & material.  Thank you.

While it is not a legal requirement under the Canada Labour Code to create Regional committees, it is the intent at (Insert organization’s name here) that union and employee input on regional level OHS initiatives as well as to improve coordination of region-wide OHS strategies. The role of the Regional OHS Committee is to: 

· share information and best practices from local OHS activities, promotes standards and policies established at the National OHS Policy Committee decisions and make recommendations.

· identify and resolve situations and issues that are not national but that would benefit from consistency within a region, or issues that are operational in nature and for which the regional manager would be responsible to address.

· refer issues, as appropriate, to the National OHS Policy Committee for consideration and action.
.
1.4 EMPLOYEE RIGHTS

Part II of the Canada Labour Code provides for certain employee rights.  These include:

· the right to know about known and foreseeable hazards in the workplace,

· the right to participate in the resolution of Health and Safety hazards at the workplace through Work Place committees and Health and Safety representatives, and 

· the right to refuse dangerous work.  

These fundamental rights of employees have been fully incorporated into Treasury Board's Occupational Health and Safety Policy.

1.5 DUTIES OF EMPLOYERS
The line management (executives, managers and supervisors) has a legal responsibility to provide for the Health and Safety of employees.  This is an inherent duty in everyone’s position, i.e. everyone in the “chain of command” has a duty to ensure that the workplace is a healthy and safe environment for all.  Forty-five specific duties are identified under sections 124, 125, 125.1, 125.2 and 125.3 of the Canada Labour Code.

1.6  DUTIES OF EMPLOYEES

Similarly, ten specific duties of individual employees are identified under section 126 of the Canada Labour Code. 
1.7 LIABILITY

Having liability means that one is legally responsible for something.  With respect to policy and work place committees and OHS, the Labour Code is clear in that:

No person serving as a member of a committee is personally liable for anything done or not done in good faith.
Once again we see that management has the responsibility; committees can and do assist management in ensuring that due diligence is exercised.  We will see more on this later.
2. LEGAL REQUIREMENTS FOR WORK PLACE COMMITTEES AND HEALTH AND SAFETY REPRESENTATIVES 

2.1 ESTABLISHMENT OF THE COMMITTEE AND NOMINATION OF REPRESENTATIVES

Part II of the Canada Labour Code directs that:

· a work place committee shall be established for each workplace at which twenty or more employees are normally employed; 

· at work places where there are fewer than 20 employees and no committee exists, a Health and Safety representative shall be appointed for that workplace.  

Committees and representatives carry certain duties and obligations and in the case of committees, composition requirements are important.
2.2 COMMITTEE’S COMPOSITION 
The intent behind the establishment of a work place committee is to provide a forum for opinion and discussion by line management and employees through their bargaining agent representatives.  The law requires a balance of management and employee members with at least one-half of the members being representatives of the employees.  

Although there are no legal specifications in regards to the actual size of the committee beyond a minimum of two, a general rule of thumb to follow is that the smaller the committee the more effective it can be.  Large committees have a tendency to be less effective.  Depending upon the organization and work place involved, committees normally have between 4 and 8 members, which can be considered an ideal working group size.
2.2.1 NOMINATION OF MEMBERS
The legislation is clear that it is the employer’s responsibility to set up the committee and to select and appoint its members. (See Section 135(1))
Senior management appoints committee members to represent their views.  In some cases, senior management may sit as members of the committee themselves. 
Members of the committee who represent the views of employees are normally selected by the applicable bargaining agent.  But their appointment to the committee is done by management.
In cases where a bargaining agent does not exist, or employees are not represented by a bargaining agent (e.g. excluded positions such as PE classification) the employee representative(s) must be selected by the unrepresented employees, through a vote.

At locations where there are less than twenty employees and no committee exists, the Health and Safety representative is selected or nominated by the employees and appointed by the employer.

Management representatives select the management co-chair, while employee representatives select the employee co-chair.
Notes:

1. All members are appointed by the employer.

2. As a rule, all members must be employees of the employer. (exception - Policy committee)

2.2.2 DUTIES AND RESPONSIBILITIES
The legislation confers certain duties and obligations upon committees and representatives.  These are found under sections 135, 135.1 and 136 of the Canada Labour Code, Part II.  The Safety and Health Committees and Representatives Regulations made pursuant to the Code provide administrative requirements for committees and representatives, such as selection of members, quorum and reporting requirements.

For example, they are charged with:

· receiving, considering and disposing of health and safety related complaints;

· taking part in all inquiries and investigations related to occupational Health and Safety;

· monitoring on a regular basis all aspects of the local Health and Safety programme;

· keeping records on accidents, injuries and hazards and monitoring these records on a regular basis;

· requesting information from the employer to assist in the identification of existing or potential hazards;

· having full access to all correspondence / reports relating to Health and Safety in the workplace.
3.  COMMITTEE OPERATIONS PROTOCOL

3.1 TERMS OF REFERENCE

Each work place committee, early during its tenure, must develop rules of procedure or "terms of reference" which will govern how the committee is to operate and be administered.  The terms of reference should be worked out and agreed to by both the management and employee representative sides before disseminating, through posting or other means, to employees.  A sample Terms of Reference can be found on page ___ of this module. 

(NOTE to Trainer: Insert departmental examples.) 
The terms of reference should include matters such as:

· a statement of committee purpose;

· a statement to the effect that meetings will be co-chaired;

· the duration of the term of office for each member (not exceeding two years);

· A statement of the frequency of meetings (a minimum of 12, per TB 2-20.10);

· a calendar of meetings pre-scheduled as to date, time, place, other;

· committee composition and size with or without provisions for ad-hoc members, ex-officio members, advisors, consultants, etc.;

· guidelines concerning posting of minutes of meetings or other special notices;

· other matters specific to the operations of the committee that it considers appropriate and advisable;

· the person or persons to whom the committee formally reports.  In cases where senior management, that is, with the authority and resources to implement recommendations of the committee, either co-chairs or sits as a member on the management side, this may not be necessary;

· identifying the group or groups of employees that the committee represents.  This might be particularly important in work locations involving joint tenancies.
· how the committee will participate in inspections, investigations and inquiries (this includes hazardous occurrence investigations and complaints related to OHS);

· who will participate - one or more representatives of the committee or someone delegated by the committee;

· how will participation be carried out when long distances are involved - (possibility of delegating the investigative responsibility to a qualified person who is on site and who will act on behalf of the Committee). 

3.2 MINUTES

As required under law, committees are required to produce minutes of meetings and post these minutes where they can be easily seen by all employees.  It is important that minutes of meetings receive wide visibility.  In this light, it would be appropriate to give serious consideration to the style and format under which the minutes will be prepared.  Although this is a committee decision, examples are provided on pages __ of the module. 
(NOTE to Trainer: Insert departmental examples.) 
3.3 EDUCATION AND TRAINING
Committees and representatives address and discuss a wide variety of OHS issues, and almost invariably, their role in education and training, and in the provision of advice on certain matters, arises.  Committees and representatives are encouraged to actively promote the goals and objectives of a departmental OHS programme through education and training.  This might involve arranging for speakers, panel discussions or seminars.  However, if these special events should require employees to be away from their work station, management approval is required.  
3.4 DUTIES AND RESPONSIBILITIES

The specific duties and responsibilities of committees and representatives are laid out in Part II of the Canada Labour Code.

Apart from this however, it is fundamentally important to understand that as a member of the Health and Safety Committee or representative your prime responsibility is to represent the best interests of your members to ensure a healthy and safe work environment.
3.5 REPORTING PROCEDURES

It is required by the legislation that committees report their activities to the employees they represent through posting minutes of meetings at locations easily accessible by all employees.  

It is also required that minutes of meetings be kept on file, should a Human Resources and Social Development Canada (HRSDC) Health and Safety Officer (HSO) ask to see them.  It is not required that minutes of meetings be forwarded to the Regional Office of HRSDC.  HRSDC does require, however, that an Annual Report of Committee Activities be forwarded to them by March 1 of each year, outlining activities relating to the previous full calendar year.  This form can be found at the end of this module.

To facilitate prompt completion and reporting, it is recommended that the form be updated monthly, following each committee meeting.

As you have seen, responsibility (hence liability) for OHS rest with management.  Therefore, a key function of a committee (work place or policy) is to act as an advisory body to the line authority.  A committee makes recommendations, not policies.

This is clearly shown in the HRSDC Labour Programme 907-1/Operations Program Directives (OPDs)/Interpretation, Policies and Guidelines (IPGs) where it states: 

…neither a policy committee nor a work place committee usurp the employer's responsibility for the management or conduct of the work.  They are an advisory body who cannot direct management to carry out its recommendations.

4
DUE CARE AND DILIGENCE

NOTE to Trainer: 

This section is optional.

The question of “Due Diligence” has often arisen; this section, with its associated exercise, provides clarification of the issue(s) involved.  However, as it pertains mostly to management and supervisory levels, it may be better to present this at the manager’s and supervisor’s orientation briefing.

It is your department’s / agency’s decision whether to include it here or not.

4.1 THE COMMITTEE AND DUE DILIGENCE

Since the committee members do not have legal responsibilities but instead have powers and duties, committee members are free from personal liability in relation to acts or omissions carried out in good faith in the performance of their activities.   Similarly, the committee cannot do someone's due diligence for them. They can, however, do certain work to reduce risk and probability of accident.

4.2 WHAT IS MEANT BY DUE DILIGENCE? 

Simply put, it means doing all that you can, at your level in the organizational hierarchy, to prevent accidents and injuries from occurring.   Due diligence must be developed, taking into account the occupational risks that are specific to your unique work processes, activities and work environment.
Due diligence is about managing risk. In determining due diligence, the courts will assess whether an attitude of safety existed in the workplace. They will consider whether: 
· there was an established and functioning occupational health and safety program in place to identify and assess real and potential workplace hazards.  
· it provided for appropriate corrective actions that eliminate or control hazards.  
· the employer has an occupational health and safety policy and if it is communicated throughout the organization so that all are aware of senior management's commitment to health and safety.  
· managers, supervisors and employees are aware of their responsibilities regarding OHS and are properly trained.

· there is a system to monitor and evaluate the OHS program. 
· there is a discipline policy and do supervisors know how to correct poor health and safety behaviours. 
· there is documentation of training and disciplinary actions.
Due diligence is the level of judgement, care, prudence, determination, and activity that a person would reasonably be expected to do under particular circumstances. 

As applied to OHS, due diligence means that employers shall take all reasonable precautions, under the particular circumstances, to prevent injuries or accidents in the workplace.  This applies to situations that are not addressed elsewhere in the OHS legislation. 

To exercise due diligence, an employer must implement a plan to identify possible workplace hazards and carry out the appropriate corrective action to prevent accidents or injuries arising from these hazards. 

4.3 WHY DOES DUE DILIGENCE HAVE SPECIAL SIGNIFICANCE? 

Section 148.(4) of Part II of the CLC states: “On a prosecution of a person for a contravention of any provision of this Part, except paragraphs 125(1)(c) and (z.10) and (z.11), it is a defence for the person to prove that the person exercised due care and diligence to avoid the contravention.  However, no person is liable to imprisonment on conviction for an offence under any of paragraphs 125(1)(c) and (z.10) and (z.11). “

What this means is that the three duties, "investigate all accidents"; "respond in writing to committee recommendations" and "provide any hazard or assessment report to committees" as referred to in this Subsection, are the only 'absolute liability' offences under Part II of the Code.  Fines, rather than prison terms, are the penalties assessed on conviction. 

All other offences are now 'strict liability' for which a defence of "due care and diligence" is available as an argument before a Court. 

If charged, a defendant may be found not guilty if he or she can prove that due diligence was exercised.  In other words, the defendant must be able to prove that all precautions, reasonable under the circumstances, were taken to protect the health and safety of workers. 

Supervisors must be able to prove that they did everything that a reasonable person could have done to prevent the contravention or incident.  The supervisor must be able to demonstrate to the satisfaction of the court that the due diligence components were in place before the incident.  If employers have questions about due diligence, they should seek legal advice for their jurisdiction to ensure that all appropriate due diligence requirements are in place.
The prosecution is not required to prove that the accused failed to take all reasonable care.  The burden of proof is upon the accused to show that all reasonable care was taken to prevent the incident, even though the offence or incident took place.

4.4 HOW DOES AN EMPLOYER ESTABLISH A DUE DILIGENCE PROGRAM? 

The conditions for establishing due diligence include several criteria: 

· The employer must have in place written OH&S policies, practices, and procedures. These would demonstrate that the employer identified hazardous practices and hazardous conditions and made necessary changes to correct these conditions, and provided employees with information to enable them to work safely. 

· The employer must provide the appropriate training and education to the employees so that they understand and carry out their work according to the established policies, practices, and procedures. 

· The employer must train the supervisors to ensure they are competent persons, as defined in legislation. 

· The employer must monitor the workplace and ensure that employees are following the policies, practices and procedures. Written documentation of progressive disciplining for breaches of safety rules is considered due diligence. 

· There are obviously many requirements for the employer but workers also have responsibilities. They have a duty to take reasonable care to ensure the safety of themselves and their coworkers - this includes following safe work practices and complying with regulations. 

· The employer should have an accident investigation and reporting system in place.

· Employees should be encouraged to report "near misses" and these should be investigated also.  Incorporating information from these investigations into revised, improved policies, practices and procedures will also establish that the employer is practising due diligence. 

· The employer should document, in writing, all of the above measures: this will give the employer a history of how the organization’s OHS programme has progressed over time. Second, it will provide up-to-date documentation that can be used as a defence to charges in case an accident occurs despite an employer's due diligence efforts. 

Managers and supervisors can delegate responsibility and accountability so long as the delegation is clearly demonstrated and the delegation carried out and confirmed.

The closer to the incident that the accused is in the chain of command, the more detailed the reasonable care requirements will be.

Senior management must:

· Be aware of their responsibilities and have written policies and directions in place; 

· Ensure that system-wide programs are in place; 

· Require regular reports and conduct periodic spot checks; and,

· Act immediately when made aware of potentially serious situations.

Senior managers are entitled to rely on their health and safety programme unless made aware that the system is defective, in which case they need to take steps to fix it.
Middle management must:

· Be aware of responsibilities and issues; 

· Ensure that the appropriate prevention programmes are in place; 

· Where necessary, give specific direction; 

· Report upward and manage downwards; 

· Ensure that supervisors who report to them receive adequate training in health and safety in accordance with the Code specifications.

· Exercise supervision and control over those whom they are normally expected to influence or control.

Middle managers have a responsibility not only to give instructions but also to verify that those instructions are carried out.
Line management must:

· Ensure that prevention programme components are implemented; 

· Ensure that supervisors and employees are trained and that training is confirmed and recorded; and,

· Ensure that incidents are investigated and reported, corrective action is implemented and that follow-up is done.

To achieve all of the above, managers and supervisors must know and put into practice the legislation, regulations, policies and procedures relevant to their place of work and position within the organisation.   

Penalties

CLC, Article 149.(2) – If a corporation or a department or other portion of the public service of Canada to which this Part applies commits an offence under this Part, any of the following persons who directed, authorized, assented to, acquiesced in or participated in the commission of the offence is a party to and guilty of the offence and is liable on conviction to the punishment provided for the offence, whether or not the corporation, department or portion of the public service has been prosecuted or convicted:

1. any officer, director, agent or mandatory or the corporation;

2. any senior official in the department or portion of the public service; or

3. any other person exercising managerial or supervisory function in that corporation, department or portion of the public service.

EXERCISE - Failure to Act with Due Diligence – Part I

The Accident

In 1997, a tragic accident occurred on the premises of an Airport Authority.  An employee of the Airport Authority suffered fatal injuries when a sweeper attached to a snowplow, which he had left running, was driven over him.  

The victim’s supervisor had instructed his crew to hook sweepers to the back of the trucks and clean snow from the runway.  The victim hooked up his equipment, left the garage area and pulled up in front of the repair portion of the garage building, blocking access to bay number 3.  He left his truck with the motor running and went to the rear sweeper, possibly to check a gauge, since the control panel with the gauges is located in front of the rear tires.

About the time that he left his truck, other workers needed to use bay number 3 to repair a vehicle.  A mechanical supervisor went out to ask the victim to move his truck.  He did not see anyone in the cab of the truck and assumed that the driver had joined some co-workers at the pumps, a short distance away.  In fact, the victim was standing close to the rear wheels of the sweeper.  

The mechanic climbed into the truck, released the brake, checked both sideview mirrors, put the truck into the “drive” position and moved the vehicle ahead. It was later established that the rear wheel of the sweeper rolled over the victim, crushing him.
The Charge

The HRDC-Labour Program Safety Officer who investigated the accident noted that safe work procedures were lacking:  

There is no safe work procedure, such as a visual circle check, to be followed prior to moving a motorized piece of equipment.

The employer was charged under Part II of the Canada Labour Code with not taking all reasonable precautions to prevent the accident from occurring. 

The employer appealed on the grounds that the Code could not “impose a positive duty on an employer to do something which can only be carried out by employees.” 

As a group, discuss and answer the following questions.  Be prepared to present your answers.

Why is the employer appealing the decision?

	

	

	

	

	

	

	


Did the employer act with due diligence?  Explain.

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	

	


	Policy committee
	Work Place Committee/Representative

	Shall:
	Shall:

	consider and expeditiously dispose of matters raised by members of the committee or referred by a work place committee or representative
	consider and expeditiously dispose of complaints

	cooperate with health and safety officers
	cooperate with health and safety officers

	
	assist the employer in investigating and assessing the exposure of employees to hazardous substances

	
	inspect each month all or part of the work place, so that every part of the work place is inspected at least once each year

	monitor data on work accidents, injuries and health hazards
	ensure adequate records are maintained on work accidents, injuries and health hazards related to the health and safety of employees and regularly monitor data relating to those accidents, injuries and hazards

	Shall participate:
	Shall participate:

	in the development and monitoring of a program for the prevention of hazards in the work place, that also provides for the education of employees (134.1(4)(c))
	in the implementation and monitoring of the program referred to in paragraph 134.1(4)(c)

	
	where there is no policy committee, in the development, implementation and monitoring of a program for the prevention of hazards in the work place that also provides for the education of employees in health and safety matters related to those hazards

	
	in the development, implementation and monitoring of a program for the prevention of hazards unique to their work place, that also provides for the education of employees

	in the development of health and safety policies and programs
	where there is no policy committee, in the development of health and safety policies and programs

	to the extent it considers necessary in inquiries, investigations, studies and inspections pertaining to occupational health and safety
	in all of the inquiries, investigations, studies and inspections pertaining to the health and safety of employees, including consultations necessary with persons professionally or technically qualified to advise

	in the development and monitoring of a PPE program
	in the implementation and monitoring of a PPE program and, where there is no policy committee, in the development of the program

	in the planning of the implementation and in the implementation of changes that may affect occupational health and safety, including work processes and procedures
	in the implementation of changes that may affect occupational health and safety, including work processes and procedures; and where there is no policy committee, shall participate in the planning of the implementation of those changes

	
	Representative only:

	
	Meet with the employer as necessary
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