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Introduction  

[1] The complainant (“worker”) filed a discriminatory action complaint dated February 
6, 2018, against the respondent (“employer”) with the Workers’ Compensation 
Board, operating as WorkSafeBC.  Under the Workers’ Compensation Act 
(“Act”), discriminatory action occurs if an employer retaliates against a worker for 
engaging in health and safety activities protected under section 151 of the Act. 

[2] The worker was employed as a “team member,” and was hired when the 
workplace opened for business.  She was employed from approximately 
February 28, 20161  to January 31, 2018 with the employer.  She alleges that she 
was sexually harassed on January 9, 2018, reported the matter to her employer 
on January 11, 2018, and was terminated on January 31, 2018, after the Royal 
Canadian Mounted Police (RCMP) visited the workplace on January 29, 2018.  

[3] The employer is a franchise operator of an international fast-food restaurant.  It 
submits that that she was terminated because of her disrespectful and 
uncooperative behavior.   

[4] A WorkSafeBC Prevention Officer (“PO”) investigated the worker’s complaint, 
and gathered information from both parties. The worker is represented.  The 
employer is unrepresented.  The employer provided submissions, to which the 
worker provided a reply.   

Issue 

[5] Did the employer discriminate against the worker within the meaning of 151 of the 
Act?  

The Law  

[6] Section 150 of the Act defines “discriminatory action” as including any act or 
omission by an employer that is taken or threatened to be taken, which adversely 
affects a worker with respect to any term or condition of employment.  
Discriminatory action includes, among other things, intimidation/coercion, 
suspension, demotion, and reduction in wages or a change in working hours.   

                                            
1 Based on the worker’s submissions that by January 31, 2018, she was employed for 23 months 
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[7] Pursuant to section 151 of the Act, an employer must not take discriminatory 
action against a worker in retaliation for the worker engaging in one or more of 
the health and safety activities set out in the Act or the Occupational Health and 
Safety Regulation (“Regulation”). 

[8] Although discriminatory action complaints arise in the context of occupational 
health and safety, it are not about the existence or merits of such issues in the 
employer’s workplace.  Rather, discriminatory action complaints are concerned 
with an employer’s retaliation against a worker because he or she engaged in 
health and safety activities protected under section 151 of the Act.  

[9] Under section 153 of the Act, when WorkSafeBC receives a written complaint of 
discriminatory action, it must provide a written decision to the parties determining 
whether discriminatory action occurred. 

The Adjudication Process 

[10] To decide whether the employer took discriminatory action against the worker 
within the meaning of the Act, I must first determine whether the worker has 
submitted sufficient evidence to establish a basic (prima facie) case of 
discriminatory action.  This is the first stage of adjudication.   

[11] If the worker establishes a basic case of discriminatory action, the employer must 
prove, on a balance of probabilities, that it did not engage in discriminatory 
action. This is the second stage of adjudication. 

[12] In evaluating and weighing the evidence and credibility of the parties, I have 
adopted the approach set out in Faryna v. Chorny, (1952) 2 D.L.R. 354. This 
approach indicates that the real test of the truth of the story of a witness must be 
its “harmony with the preponderance of the probabilities which a practical and 
informed person would readily recognize as reasonable in that place and in those 
conditions.”  

[13] I have reviewed and considered all of the information provided by the worker, 
and employer, including the information it provided to the PO.  Additionally, I 
have reviewed relevant WorkSafeBC records.  I will not comment on all of the 
materials as the parties are familiar with the history and sequence of events 
underlying this complaint, and all of the material has been disclosed to them.  
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Preliminary Matter 

[14] I noticed that the parties completed their submissions, without the benefit of 
receiving the additional documentation provided to the PO by the employer.  
Although the employer’s submissions do include all the documentation that it 
provided to the PO, it did not include a document dated January 31, 2018, which 
summarized events that occurred that day.  Procedural fairness dictates that all 
materials used in the decision making process are disclosed to the parties, and 
that the parties have an opportunity to respond to them.   

[15] The documents were disclosed to the parties, and they were provided with an 
opportunity to comment as they see fit.  The worker disagreed with the 
employer’s characterization of events on January 31, 2018 as was written, and 
submits that she never saw the document dated January 31, 2018.  The 
employer did not comment on any document, but provided an undated letter 
written by Assistant Manager M which is reproduced in part below:  

The termination of [worker’s] employment with [employer] in [city] in my 
opinion was absolutely necessary due to her lack of respect for her fellow 
co-workers, displays of unacceptable behaviours and unsatisfactory 
performance levels.   

First Stage of Adjudication: Has the Worker Established a basic (prima facie) case 
of discriminatory action?  

[16] The first stage of adjudication focuses solely on evidence submitted by the 
worker. The evidence considered may include the worker’s direct evidence, as 
well as documents and other evidence submitted by the worker as part of their 
complaint materials. It may also include information gathered from the worker 
and the employer by WorkSafeBC. 

[17] The worker must meet only a low standard of proof at this stage of adjudication. 
The evidence submitted by the worker is presumed to be true and is usually 
accepted at “face value” at this stage. 

[18] To establish a basic case, the worker must provide evidence which, if believed, 
demonstrates the following three components of a discriminatory action complaint:  
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(i) the employer took prohibited action as defined under section 150 of the 
Act;  

(ii) the worker did something captured by section 151 of the Act; and,  
(iii) there is a causal connection between the first two components, i.e., the 

employer’s actions under section 150 of the Act and the worker’s conduct 
under section 151.  

 
A. Background and Worker Evidence and Submissions  

[19] The worker submits that on January 9, 2018, while making a sandwich during the 
course of her duties, she was approached by her supervisor, Team Leader who 
vulgarly stated that he wanted to have sex with her.  Team Leader has previously 
informed her that he was willing to pay to have sex with her.  

[20] On January 11, 2018, she wrote an incident report concerning the sexual 
harassment she encountered.  She submits “if I had not put in the incident report 
and had witnesses, I think he would have kept on until one day he made good on 
his suggestions and attacked me.”   The incident report is reproduced in part 
below:  

I just want to share and justice for what happen [sic] while I’m inside the 
store of [employer] Tuesday January 9, 2018. Around 9:30 to 10:30 AM, 
while I’m making [a] burger one of the team leader or supervisor his name 
is [TL S] told me that he wants to try to fuck me and I’m shocked and 
upset I feel harass [sic], not comfortable and no security or protection like 
I’m scared… 

[21] On or around January 24, 2018, she met with the employer to discuss the 
incident.  The meeting was in a public area of the restaurant.  During the 
meeting, Owner loudly stated, “this is bullshit.” Owner asked her how this matter 
can be resolved, and she responded that Team Leader should work a different 
shift time.  Owner informed her that she could work the late shift instead.  The 
worker informed the Owner that as he was aware, she could not work that shift 
as she worked another job during that shift time.  She informed him she was the 
more senior employee, the victim in this matter, and felt penalized again.  She 
requested that Owner move Team Leader to the late shift instead.  Owner 
refused because Team Leader works the night shift in another workplace owned 
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by Owner.  She submits that, “the failure of my [January 24, 2018] meeting with 
[Owner] left me feeling completely unprotected and that nothing would be done.”   

[22] On an unknown date after January 24, 2018, she met with a representative of 
Victim’s Services in the presence of an RCMP officer. 

[23] On or around January 29, 2018, she became aware that the RCMP attended the 
workplace on January 29, 2018. 

[24] On January 31, 2018 the worker was called into a meeting with General Manager 
and Owner.  During the meeting Owner asked her if the police attended the 
workplace for a personal matter or because of the sexual harassment report, and 
she replied that it was for both.  Owner then provided her with a cheque 
informing her that it was her last cheque.  When the worker inquired if she was 
being terminated, Owner answered her that she was being terminated as she 
was not performing well.  After her termination, she submits that Owner texted 
her that he wished she could have gotten over the sexual harassment incident.  

[25] She submits that two individuals at the restaurant overheard the conversation, 
and encouraged her to speak with the RCMP and Victim’s Services.   

[26] On February 8, 2018, the worker was contacted by Occupational Safety Officer 
(OSO) A.  In his notes, he writes that on January 31, Owner texted the worker to 
discuss why the RCMP was there, and asked her if she went to WorkSafeBC. 

B. First Stage of Adjudication: Analysis 

[27] For the reasons that follow, I find that the worker has established a basic case of 
discriminatory action against her employer: 
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(i) On January 31, 2018, she was dismissed by the employer. Dismissal is 
defined as a discriminatory action under section 150(2)(a) of the Act; 

(ii) On January 11, and January 24, she reported sexual harassment to her 
employer.  As she did not believe the employer took her concern 
seriously, she requested police assistance, and on January 29, 2018 the 
RCMP attended the workplace.  Under section 116(1)(a) of the Act, 
workers have a duty to take reasonable care to protect their own health 
and safety in the workplace. A worker’s obligation under section 116 
includes reporting bullying and harassment if it is observed or experienced 
in the workplace (Policy Item D3-116-1, WorkSafeBC’s Prevention 
Manual); and 

(iii) Less than seven days after her last reporting of her concern of sexual 
harassment at the workplace which also included a workplace visit by the 
RCMP, she was terminated on January 31, 2018.  This supports a basic 
case of discriminatory action.  

[28] I find that the worker has made out a basic case of discriminatory action. 

Second Stage of Adjudication: Has the Employer Rebutted the Worker’s Basic 
Case? 

[29] I must now determine whether the employer has proven it did not take 
discriminatory action against the worker, by demonstrating it was in no way 
motivated by an anti-health and safety attitude in its actions towards the worker. If 
any part of the employer’s actions against the worker was motivated by an anti-
health and safety attitude, the worker’s complaint must succeed. This is called the 
“taint” principle.  

A. Employer Evidence and Submissions  

[30] On January 10, 2018, Owner asked Team Leader if he said, “I want to fuck you” 
to the worker, and Team Leader confirmed he did.  

[31] At an unknown date, Owner met with the worker and offered her the opportunity 
to work the afternoon shift so that she does not have to interact with Team 
Leader, however she declined as she was working another part time job during 
those hours. 
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[32] The employer submits that she was terminated entirely due to her disrespectful 
and uncooperative behaviour.  I have reproduced the employer’s statement in 
part: 

…On [January 23, 2018], [the worker] had a very public and inappropriate 
outburst ….  She shouted at me to “Shut up!” infront [sic] of staff and 
customers…At that instant, she should have been immediately terminated 
online.  I asked her to clock out as her behavior was wildly inappropriate…  
She refused and I once again told her to calm herself or she would need 
to leave.  She seemed to pull herself together at that moment, and 
continued to do her job, yet she was very hostile and angry. 

My only regret is that I should have terminated [the worker] when she 
shouted at me January 23rd... I believe that I mismanaged the situation, 
and that I failed in my position by allowing her to continue poisoning the 
workplace with her negativity and insubordination… 

… The final meeting with her, at which she was terminated, was overdue.  
… The [January 31, 2018] meeting should have never needed to take 
place because I as General Manager, should have done my due diligence 
and fired her on the spot for her unacceptable behavior on the 23rd.  

[33] The January 23, 2018 incident was documented by the employer, and 
reproduced in part below:  

At this point, I felt that her behavior was inappropriate and causing a 
scene.  I told her to go clock out.  She replied no. …I felt that she was not 
in a state to pleasantly continue working.  She seemed to calm then, and 
continue working.  While she continued, she kept muttering things under 
her breath.  She kept saying “Deal with my complaint.” 

[34] The employer’s bullying and harassment policy was provided, and reproduced in 
part below:  

3. Roles and responsibilities  
… 
[General Manager] is responsible for ensuring workplace investigation 
procedures are followed. 
… 
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[General Manager] will conduct investigations and provide a written report 
with conclusions to [Owner].  
 
4. Follow-up 
The alleged bully and alleged target will be advised of the investigation 
findings by [the General Manager or Owner]. 
… 
In appropriate circumstances, workers may be referred to the employee 
assistance program or be encouraged to seek medical advice.  

[35] The employer provided a summary of the January 31, 2018 meeting to the PO, 
but did not include it in their submissions. I have reproduced it in part below:  

This afternoon, [Owner] and [General Manager] decided to follow up with 
[worker] on her current state since our last meeting regarding the sexual 
harassment complaint.   
… 
We told her that her dark, uncooperative mood cannot continue … 
[worker] did not seem willing to change her attitude within the restaurant, 
and she once again brought up the fact she felt she was the victim, and 
that [Team Leader] had not been sufficiently punished.  She stated that 
she felt that we didn’t care about her, and that we were “protecting” [Team 
Leader].  She was very hostile. 
 
When asked again if she would return to the happy, bubbly staff person 
she was before this incident began, it became clear she would not.  We 
told [worker] that unfortunately, this had gone on long enough, and that we 
could not tolerate her hostility and insubordination within the restaurant.  
We told her that she was being released, and that she could collect her 
severance pay immediately. 

[36] The RCMP workplace visit on January 29, 2018 was not mentioned.  
 
B. Worker Reply Evidence and Submissions  

[37] The worker disputes the employer’s reply, and reiterates that she was dismissed 
on January 31, 2018 for reporting sexual harassment at the workplace.  
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[38] The worker claims the employer did not follow through with their own workplace 
bullying and harassment policy.  She was not advised of the investigations 
findings, and was not referred to the employee assistance program or 
encouraged to seek medical advice.  

[39] Team member T, the worker’s co-worker, wrote a letter on behalf of the worker 
which I have reproduced in part below: 

I worked with [the worker] for two year [sic].  She was an exemplary 
worker. 
… 
Any task that was asked of her was done, most times didn’t need to be 
told what to do because [worker] is the kind of worker that actually works 
rather than plays… I was shocked and mad when I learned the news that 
[worker] was fired, and reasons were because of her performance.  I still 
don’t believe it.  
… 
Co-workers have not shown up for shifts with no reasoning or quit on the 
spot during or before their shift started have still managed to keep their 
jobs or even been hired back.  How [worker] was let go and the reasons 
they say, [worker] didn’t deserve by any means.  She worked hard, really 
hard, every day for two years.  

[40] Assistant Manager A at the workplace, wrote a letter dated April 13, 2018 
concerning the worker’s performance.  Assistant Manager A had worked with the 
worker since the opening of the restaurant on March 31, 2016 until the worker 
was terminated.  Assistant Manager A notes that the worker’s performance is 
consistent, exceeds expectations, and that she is a good team player.  

[41] On the morning of January 31, 2018, Owner and the worker had the following 
text exchange.   

- Owner: Good morning, The RCMP came on Monday to speak with 
you.  Is this a personal issue, or is it in regards to [the workplace] and 
your complaint. 

- Worker:  Good morning, Yes its both personal and the issue of sexual 
harassment. 
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- Owner: I’ll be in this afternoon for a meeting with you. 

Later that day, after she was terminated, Owner and the worker had another text 
exchange:  

- Owner: I didn’t want that to go down that way.  I wanted you to be okay 
with things, and move forward.  The Police being involved tells me that 
you can not move forward from this incident.  It breaks my heart as you 
were always one of my faves… 

- Worker: Yes I can’t move on because its sexual harassment that 
happen. And the management did not do anything about that person. 
And you know the law. I know you need [Team Leader] at your 2 
business.  It doesn’t mean you have to protect him even he is doing 
the bad thing…  

C. Second Stage of Adjudication: Analysis  

[42] The employer does not dispute the worker’s claims that she was dismissed, or 
that she reported bullying and harassment at the workplace.  It disputes that she 
was dismissed for reporting health and safety matters.   

[43] It submits that she was dismissed because of her disrespectful and cooperative 
behaviour, and her performance, and that her dismissal was long overdue.  The 
employer has not produced any evidence warning the worker that her behaviour 
and performance was a concern, and would lead to her dismissal. I infer that the 
employer has not provided the worker with any warning that she may be 
dismissed due to her behaviour or performance.     

[44] The employer says that it should have terminated her immediately on January 
23, 2018.  The evidence however is, it first asked her to go home for the day, but 
then it changed its mind and allowed her to continue working.  I infer that the 
employer did not intend on dismissing her on January 23, 2018.  

[45] The employer says that on January 31, 2018, it asked her if she could change 
her behaviour, but it didn’t wait for a response from her as it arrived at the 
conclusion that “it became clear she would not... We told her that she was being 
released, and that she could collect her severance pay immediately.”  The 
evidence is that at the January 31, 2018 meeting, the worker’s last pay cheque 
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was already prepared.  I infer that the January 31, 2018 meeting was for the 
purpose of dismissing the worker, rather than changing the worker’s behaviour.  

[46] The employer has not demonstrated how it complied with its own bullying and 
harassment policy.  There is no evidence of a written report with conclusion, of 
the employer advising the worker of the investigations’ findings, or advising the 
worker at any point in time that after she experienced a sexual harassment 
incident from her supervisor, Team Leader, to contact the employee assistance 
program or seek medical advice.  I infer that the employer did not take the 
worker’s sexual harassment complaint seriously.  

[47] The worker has provided evidence that the January 31, 2018 meeting was called 
because the RCMP attended the workplace on January 29, 2018, and has 
provided evidence that the involvement of the RCMP on this matter, was a 
reason for her dismissal.  The employer has provided no comment on the 
RCMP’s involvement in this health and safety manner.  As such, I find the 
worker’s evidence on this point is undisputed. 

[48] The facts before me lead to the conclusion that the employer’s motivations for 
terminating the worker on January 31, 2018, has a causal connection to her 
reporting bullying and harassment on January 11, 2018.  As noted above, the 
taint principle requires the employer to prove, on a balance of probabilities, that 
no part of its actions against the worker was motivated by the worker’s 
engagement in protected health and safety activities.  Given the temporal 
connection between the worker reporting health and safety concerns seven days 
prior to her dismissal on January 31, 2018, the absence of contemporaneously 
prepared evidence from the employer documenting their concern with the 
worker’s performance or behaviour, the employer’s failure to follow their own 
bullying and harassment policy, and finally their decision on January 31, 2018 to 
dismiss her, I find that the employer has failed to prove, on a balance of 
probabilities, that the worker being dismissed, was in any way not related to his 
health and safety activities.   

Decision 

[49] I accept the worker’s complaint. I find the employer took prohibited discriminatory 
action under the Act in terminating the worker on January 31, 2018.  
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Remedy 

[50] Since the worker’s complaint has been accepted, the next issue to be addressed 
is whether the worker is entitled to a remedy. I will write to the worker and the 
employer to outline the process for receiving their evidence and submissions on 
the issue of remedy. Once that process is complete, I will issue a decision on 
remedy.   

 
 
 
Abudi Awaysheh 
Barrister & Solicitor  
Investigations Legal Officer  
Compliance Section, Legal Services 

 
/ms 
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	[28] I find that the worker has made out a basic case of discriminatory action.


	Second Stage of Adjudication: Has the Employer Rebutted the Worker’s Basic Case?
	[29] I must now determine whether the employer has proven it did not take discriminatory action against the worker, by demonstrating it was in no way motivated by an anti-health and safety attitude in its actions towards the worker. If any part of the...
	A. Employer Evidence and Submissions
	[30] On January 10, 2018, Owner asked Team Leader if he said, “I want to fuck you” to the worker, and Team Leader confirmed he did.
	[31] At an unknown date, Owner met with the worker and offered her the opportunity to work the afternoon shift so that she does not have to interact with Team Leader, however she declined as she was working another part time job during those hours.
	[32] The employer submits that she was terminated entirely due to her disrespectful and uncooperative behaviour.  I have reproduced the employer’s statement in part:
	…On [January 23, 2018], [the worker] had a very public and inappropriate outburst ….  She shouted at me to “Shut up!” infront [sic] of staff and customers…At that instant, she should have been immediately terminated online.  I asked her to clock out a...
	My only regret is that I should have terminated [the worker] when she shouted at me January 23rd... I believe that I mismanaged the situation, and that I failed in my position by allowing her to continue poisoning the workplace with her negativity and...
	… The final meeting with her, at which she was terminated, was overdue.  … The [January 31, 2018] meeting should have never needed to take place because I as General Manager, should have done my due diligence and fired her on the spot for her unaccept...
	[33] The January 23, 2018 incident was documented by the employer, and reproduced in part below:
	At this point, I felt that her behavior was inappropriate and causing a scene.  I told her to go clock out.  She replied no. …I felt that she was not in a state to pleasantly continue working.  She seemed to calm then, and continue working.  While she...
	[34] The employer’s bullying and harassment policy was provided, and reproduced in part below:
	3. Roles and responsibilities
	…
	[General Manager] is responsible for ensuring workplace investigation procedures are followed.
	…
	[General Manager] will conduct investigations and provide a written report with conclusions to [Owner].
	4. Follow-up
	The alleged bully and alleged target will be advised of the investigation findings by [the General Manager or Owner].
	…
	In appropriate circumstances, workers may be referred to the employee assistance program or be encouraged to seek medical advice.
	[35] The employer provided a summary of the January 31, 2018 meeting to the PO, but did not include it in their submissions. I have reproduced it in part below:
	This afternoon, [Owner] and [General Manager] decided to follow up with [worker] on her current state since our last meeting regarding the sexual harassment complaint.
	…
	We told her that her dark, uncooperative mood cannot continue … [worker] did not seem willing to change her attitude within the restaurant, and she once again brought up the fact she felt she was the victim, and that [Team Leader] had not been suffici...
	When asked again if she would return to the happy, bubbly staff person she was before this incident began, it became clear she would not.  We told [worker] that unfortunately, this had gone on long enough, and that we could not tolerate her hostility ...
	[36] The RCMP workplace visit on January 29, 2018 was not mentioned.

	B. Worker Reply Evidence and Submissions
	[37] The worker disputes the employer’s reply, and reiterates that she was dismissed on January 31, 2018 for reporting sexual harassment at the workplace.
	[38] The worker claims the employer did not follow through with their own workplace bullying and harassment policy.  She was not advised of the investigations findings, and was not referred to the employee assistance program or encouraged to seek medi...
	[39] Team member T, the worker’s co-worker, wrote a letter on behalf of the worker which I have reproduced in part below:
	I worked with [the worker] for two year [sic].  She was an exemplary worker.
	…
	Any task that was asked of her was done, most times didn’t need to be told what to do because [worker] is the kind of worker that actually works rather than plays… I was shocked and mad when I learned the news that [worker] was fired, and reasons were...
	…
	Co-workers have not shown up for shifts with no reasoning or quit on the spot during or before their shift started have still managed to keep their jobs or even been hired back.  How [worker] was let go and the reasons they say, [worker] didn’t deserv...

	[40] Assistant Manager A at the workplace, wrote a letter dated April 13, 2018 concerning the worker’s performance.  Assistant Manager A had worked with the worker since the opening of the restaurant on March 31, 2016 until the worker was terminated. ...
	[41] On the morning of January 31, 2018, Owner and the worker had the following text exchange.
	- Owner: Good morning, The RCMP came on Monday to speak with you.  Is this a personal issue, or is it in regards to [the workplace] and your complaint.
	- Worker:  Good morning, Yes its both personal and the issue of sexual harassment.
	- Owner: I’ll be in this afternoon for a meeting with you.
	Later that day, after she was terminated, Owner and the worker had another text exchange:
	- Owner: I didn’t want that to go down that way.  I wanted you to be okay with things, and move forward.  The Police being involved tells me that you can not move forward from this incident.  It breaks my heart as you were always one of my faves…
	- Worker: Yes I can’t move on because its sexual harassment that happen. And the management did not do anything about that person. And you know the law. I know you need [Team Leader] at your 2 business.  It doesn’t mean you have to protect him even he...

	C. Second Stage of Adjudication: Analysis
	[42] The employer does not dispute the worker’s claims that she was dismissed, or that she reported bullying and harassment at the workplace.  It disputes that she was dismissed for reporting health and safety matters.
	[43] It submits that she was dismissed because of her disrespectful and cooperative behaviour, and her performance, and that her dismissal was long overdue.  The employer has not produced any evidence warning the worker that her behaviour and performa...
	[44] The employer says that it should have terminated her immediately on January 23, 2018.  The evidence however is, it first asked her to go home for the day, but then it changed its mind and allowed her to continue working.  I infer that the employe...
	[45] The employer says that on January 31, 2018, it asked her if she could change her behaviour, but it didn’t wait for a response from her as it arrived at the conclusion that “it became clear she would not... We told her that she was being released,...
	[46] The employer has not demonstrated how it complied with its own bullying and harassment policy.  There is no evidence of a written report with conclusion, of the employer advising the worker of the investigations’ findings, or advising the worker ...
	[47] The worker has provided evidence that the January 31, 2018 meeting was called because the RCMP attended the workplace on January 29, 2018, and has provided evidence that the involvement of the RCMP on this matter, was a reason for her dismissal. ...
	[48] The facts before me lead to the conclusion that the employer’s motivations for terminating the worker on January 31, 2018, has a causal connection to her reporting bullying and harassment on January 11, 2018.  As noted above, the taint principle ...


	Decision
	[49] I accept the worker’s complaint. I find the employer took prohibited discriminatory action under the Act in terminating the worker on January 31, 2018.

	Remedy
	[50] Since the worker’s complaint has been accepted, the next issue to be addressed is whether the worker is entitled to a remedy. I will write to the worker and the employer to outline the process for receiving their evidence and submissions on the i...


