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SAFE SPORT POLICY 

DefiniCons 
1. The following terms have these meanings in this Policy: 

a) “Organiza(on” – PEI Roadrunners Club 
b) “Individuals” – Individuals employed by, or engaged in ac>vi>es with, the Organiza>on including, 

but not limited to, athletes, volunteers, commi]ee members, parents and guardians and spectators 
at events, and Directors and Officers of the Organiza>on 

c) “Person in Authority” – An Individual who holds a posi>on of authority within the Organiza>on 
including, but not limited to, coaches, managers, support personnel, chaperones, and Directors 

Purpose 
2. This Policy describes how the Organiza>on aims to provide a safe sport environment.  

Commitment to True Sport Principles 
3. The Organiza>on commits to the True Sport Principles which are: 

a) Go for It – Rise to the challenge – always strive for excellence. Discover how good you can be. 
b) Play Fair – Play honestly – obey both the le]er and spirit of the rules. Winning is only meaningful 

when compe>>on is fair. 
c) Respect Others – Show respect for everyone involved in crea>ng your spor>ng experience, both on 

and off the field. Win with dignity and lose with grace. 
d) Keep it Fun – Find the joy of sport. Keep a posi>ve adtude both on and off the field. 
e) Stay Healthy – Place physical and mental health above all other considera>ons – avoid unsafe 

ac>vi>es. Respect your body and keep in shape. 
f) Include Everyone – Share sport with others. Ensure everyone has a place to play. 
g) Give Back – Find ways to show your apprecia>on for the community that supports your sport and 

helps make it possible. 

Pledge 
4. The stakeholders, members, and leaders of the Organiza>on are expected to live the True Sport Principles 

and the Organiza>on pledges to embed the True Sport Principles in its governance and opera>ons in the 
following ways: 

a) Conduct Standards – the Organiza>on will adopt comprehensive conduct standards that are 
expected to be followed by Individuals  

b) Athlete Protec>on – the Organiza>on will provide coaches and other stakeholders with general and 
sport-specific athlete protec>on guidelines 

c) Dispute Resolu>on and Inves>ga>ons – the Organiza>on will have dispute resolu>on processes that 
are confiden>al and procedurally fair and that require independent inves>ga>on for certain alleged 
violates of the conduct standards 

d) Strategy – the Organiza>on will have strategic plans that reflects the organiza>on’s mission, vision, 
and values 

e) Governance – the Organiza>on will have a diverse blend of sport leaders and will adhere to 
principles of good governance 

f) Risk Management – the Organiza>on will inten>onally manage risks to its opera>ons and events 
through the use of risk management plans and/or risk registries 

Conduct Standards 
5. The Organiza>on will adopt a Code of Conduct and Ethics that describes standards of conduct and behaviour 

for all Individuals. General standards of conduct will apply to all Individuals and specific standards will be 
described for posi>ons within the organiza>on. The Code of Conduct and Ethics will have specific sec>ons, 
including but not limited, to: 
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a) Athletes 
b) Race Directors 
c) Directors and Commi]ee Members 
d) Parents and Spectators 

6. The Code of Conduct and Ethics will contain detailed defini>ons of key terms, including: 
a) Harassment 
b) Sexual Harassment 
c) Workplace Harassment 
d) Workplace Violence 
e) Discrimina>on 
f) Hazing 

7. The Code of Conduct and Ethics will include the following defini>on of Hazing: 
a) Hazing is a form of conduct that exhibits a poten>ally humilia>ng, degrading, abusive, or dangerous 

ac>vity expected of a junior-ranking individual by a more senior individual, which does not 
contribute to either individual’s posi>ve development, but is required to be accepted as part of a 
team or group, regardless of the junior-ranking individual’s willingness to par>cipate. This includes, 
but is not limited to, any ac>vity, no ma]er how tradi>onal or seemingly benign, that sets apart or 
alienates any teammate or group member based on class, number of years on the team or with the 
group, or ability 

8. The Organiza>on will adopt an Abuse Policy that will define “vulnerable individuals” and describe the types 
of abuse (e.g., Physical Abuse, Sexual Abuse, Emo>onal Abuse, and Neglect) that vulnerable individuals may 
be subjected to. 

An(-Doping 
9. The Code of Conduct and Ethics will indicate that the Organiza>on adopts and adheres to the Canadian An>-

Doping Program. 

Social Media 
10. The Organiza>on will adopt a Social Media Policy that describes standards of conduct that are expected on 

social media by Individuals. The Social Media Policy will indicate specific conduct standards and risks that are 
common and/or exclusive to social media.  

11. The Social Media Policy will highlight the importance of responsible coach-athlete interac>on on social 
media and will provide examples of viola>ons of conduct standards. 

Athlete ProtecCon 
Screening  
12. The Organiza>on will adopt a comprehensive Screening Policy that requires some Individuals to pass a 

screening process before being permi]ed to interact with athletes. The Screening Policy will: 
a) Categorize posi>ons in the organiza>on as ‘Low Risk’, ‘Medium Risk’, and ‘High Risk’ and require 

progressive screening measures for individuals serving in each category of risk 
b) Describe how frequently some Individuals must obtain a police records check and which type of 

check(s) they must obtain 
c) Describe how frequently some Individuals must submit Screening Disclosure Forms and Screening 

Renewal Forms 
d) Empower a Screening Commi]ee to prohibit Individuals who do not pass screening from 

par>cipa>ng in certain posi>ons  
e) Empower a Screening Commi]ee to a]ach condi>ons to an Individual’s par>cipa>on in certain 

posi>ons 
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13. The Organiza>on will develop general and sport-specific Athlete Protec(on Guidelines that can be used by 
coaches, managers, medical personnel, and other persons in authority. The Organiza>on may provide 
training on the guidelines and take steps to ensure the guidelines are being implemented. The Organiza>on 
will conduct a regular review of the guidelines to add and/or modify new guidelines as appropriate. 

Resources 
14. The Organiza>on will regularly provide informa>on to Individuals about resources and training related to 

athlete protec>on. Resources and training opportuni>es can include: 
a) NCCP modules 
b) Respect in Sport 
c) Commit to Kids 
d) Red Cross – Respect Educa>on Courses 

Athlete Engagement  
15. The Organiza>on will engage with athletes to determine the level of success of their athlete protec>on 

measures as well as to iden>fy any gaps or athlete concerns. This engagement may take the form of: 
a) Anonymous athlete surveys 
b) Athlete involvement in organiza>onal decision-making 
c) Independently-led athlete outreach consulta>ons  

Dispute ResoluCon 
16. The Organiza>on will have a comprehensive suite of dispute resolu>on policies that will include: 

a) Discipline and Complaints Policy 
b) Appeal Policy 
c) Dispute Resolu(on Policy 
d) Inves(ga(ons Policy 
e) Event Discipline Procedure 
f) Whistleblower Policy 

17. Taken together, the suite of dispute resolu>on policies will include the following features: 
a) An independent individual to whom complaints can be submi]ed 
b) Sanc>ons for viola>ons of conduct standards 
c) Mechanism for suspension of individuals pending the conclusion of the process 
d) Non-biased and experienced case managers, decision-makers and/or inves>gators 
e) Protec>on from reprisal for submidng complaints  
f) Anonymity for the complainant in cases of whistleblowers 
g) Independency of appeal procedures (when appeals are permi]ed) 
h) Opportunity for alternate dispute resolu>on 
i) Inves>ga>ons of certain complaints (e.g., when required by law and/or when the complaint involves 

harassment, abuse, or discrimina>on) 
j) In-event discipline procedures (when an event does not have its own disciplinary procedures) 

Obliga(ons – Repor(ng and Third-Party Case Management 
18. The policies of the Organiza>on will include requirements that certain complaints must be reported to 

government en>>es, local police forces, and/or child protec>on agencies. 

19. The policies of the Organiza>on will include requirements that certain complaints (e.g., those related to 
harassment, discrimina>on, and abuse) must be handled by an independent third party that has no 
affilia>on with the Organiza>on. 

Records 
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20. The Organiza>on will retain records of decisions that have been made pursuant to the organiza>on’s policies. 
These records may be shared with other individuals or organiza>ons, including but not limited to, na>onal 
sport organiza>ons, provincial sport organiza>ons, mul>-sport organiza>ons, and government en>>es. 

Governance and OperaCons 
21. The Organiza>on will have a comprehensive Strategic Plan in which athlete protec>on and safe sport are top 

priori>es for the organiza>on. 

22. The Organiza>on will adopt a Risk Management Policy that will describe how the organiza>on will address 
risks ranging from ‘Unlikely’ to ‘Almost Certain’ and from ‘Minor’ to ‘Catastrophic’. The Organiza>on will 
contemplate risk management strategies that retain, reduce, transfer, and/or avoid the risk. Risks can occur 
in the following areas: 

a) Opera>onal/Program 
b) Compliance 
c) Communica>on 
d) External 
e) Governance 
f) Financial 
g) Health and Safety 

23. The Organiza>on will pursue a governance structure that reflects the diversity of the athletes and 
stakeholders within the sport, that adheres to all applicable federal and/or provincial/territorial legisla>on, 
and that moves toward a na>onal alignment strategy for the sport in Canada. 

24. The Organiza>on will con>nually monitor and evaluate its policies, prac>ces, and procedures.  
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CODE OF CONDUCT AND ETHICS 

DefiniCons 
1. The following terms have these meanings in this Code: 

a) “Organiza(on” – PEI RoadRunners Club 
b) “Individuals” – Individuals employed by, or engaged in ac>vi>es with, the Organiza>on including, but 

not limited to, athletes, volunteers, race directors, commi]ee members, parents and guardians and 
spectators at events, and Directors and Officers of the Organiza>on 

c) “Workplace” - Any place where business or work-related ac>vi>es are conducted. Workplaces 
include but are not limited to, the Organiza>on’s events loca>on and mee>ng room. 

d) “Abuse” – As defined in the Organiza>on’s Abuse Policy 
e) “Discrimina(on” – Differen>al treatment of an individual based on one or more prohibited grounds 

which include race, ci>zenship, na>onal or ethnic origin, colour, religion, age, sex, sexual orienta>on, 
gender iden>ty or expression, marital status, family status, gene>c characteris>cs, or disability. 

f) “Harassment” – A course of vexa>ous comment or conduct against an Individual or group, which is 
known or ought to reasonably be known to be unwelcome. Types of behaviour that cons>tute 
Harassment include, but are not limited to: 

i. Wri]en or verbal abuse, threats, or outbursts; 
ii. Persistent unwelcome remarks, jokes, comments, innuendo, or taunts; 
iii. Racial harassment, which is racial slurs, jokes, name calling, or insul>ng behaviour or 

terminology that reinforces stereotypes or discounts abili>es because of racial or ethnic 
origin; 

iv. Leering or other sugges>ve or obscene gestures; 
v. Condescending or patronizing behaviour which is intended to undermine self-esteem, 

diminish performance or adversely affect working condi>ons; 
vi. Prac>cal jokes which endanger a person’s safety, or may nega>vely affect performance; 
vii. Hazing, which is any form of conduct which exhibits any poten>ally humilia>ng, degrading, 

abusive, or dangerous ac>vity expected of a junior-ranking individual by a more senior 
individual, which does not contribute to either individual’s posi>ve development, but is 
required to be accepted as part of a team or group, regardless of the junior-ranking 
individual’s willingness to par>cipate. This includes, but is not limited to, any ac>vity, no 
ma]er how tradi>onal or seemingly benign, that sets apart or alienates any teammate or 
group member based on class, number of years on the team or with the group, or ability; 

viii.Unwanted physical contact including, but not limited to, touching, pedng, pinching, or 
kissing; 

ix. Deliberately excluding or socially isola>ng a person from a group or team; 
x. Persistent sexual flirta>ons, advances, requests, or invita>ons; 
xi. Physical or sexual assault; 
xii. Behaviours such as those described above that are not directed towards a specific person or 

group but have the same effect of crea>ng a nega>ve or hos>le environment; and 
xiii.Retalia>on or threats of retalia>on against a person who reports harassment to the 

Organiza>on. 
g) “Workplace Harassment” – Vexa>ous comment or conduct against a worker in a Workplace that is 

known or ought reasonably to be known to be unwelcome. Workplace Harassment should not be 
confused with legi>mate, reasonable management ac>ons that are part of the normal work/training 
func>on, including measures to correct performance deficiencies, such as placing someone on a 
performance improvement plan, or imposing discipline for workplace infrac>ons. Types of behaviour 
that cons>tute Workplace Harassment include, but are not limited to: 

i. Bullying; 
ii. Workplace pranks, vandalism, bullying or hazing; 
iii. Repeated offensive or in>mida>ng phone calls or emails; 
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iv. Inappropriate sexual touching, advances, sugges>ons or requests; 
v. Displaying or circula>ng offensive pictures, photographs or materials in printed or electronic 

form; 
vi. Psychological abuse; 
vii. Excluding or ignoring someone, including persistent exclusion of a person from work-related 

social gatherings; 
viii.Deliberately withholding informa>on that would enable a person to do his or her job, 

perform or train; 
ix. Sabotaging someone else’s work or performance; 
x. Gossiping or spreading malicious rumours; 
xi. In>mida>ng words or conduct (offensive jokes or innuendos); and 
xii. Words or ac>ons which are known or should reasonably be known to be offensive, 

embarrassing, humilia>ng, or demeaning. 
h) “Sexual Harassment” – A course of vexa>ous comment or conduct against an Individual because of 

sex, sexual orienta>on, gender iden>fy or gender expression, where the course of comment or 
conduct is known or ought reasonably to be known to be unwelcome; or making a sexual solicita>on 
or advance where the person making the solicita>on or advance is in a posi>on to confer, grant or 
deny a benefit or advance to the Individual and the person knows or ought reasonably to know that 
the solicita>on or advance is unwelcome. Types of behaviour that cons>tute Sexual Harassment 
include, but are not limited to: 

i. Sexist jokes; 
ii. Threats, punishment, or denial of a benefit for refusing a sexual advance; 
iii. Offering a benefit in exchange for a sexual favour; 
iv. Demanding hugs; 
v. Bragging about sexual ability; 
vi. Leering (persistent sexual staring); 
vii. Sexual assault; 
viii.Display of sexually offensive material; 
ix. Distribu>ng sexually explicit messages or a]achments such as pictures or video files; 
x. Sexually degrading words used to describe an Individual; 
xi. Unwelcome inquiries into or comments about an Individual’s gender iden>ty or physical 

appearance; 
xii. Inquiries or comments about an Individual’s sex life; 
xiii.Persistent, unwanted a]en>on aoer a consensual rela>onship ends; 
xiv.Persistent unwelcome sexual flirta>ons, advances, or proposi>ons; and 
xv. Persistent unwanted contact. 

i) “Workplace Violence” – the use of or threat of physical force by a person against a worker in a 
Workplace that causes or could cause physical injury to the worker; an a]empt to exercise physical 
force against a worker in a Workplace that could cause physical injury to the worker; or a statement 
or behaviour that it is reasonable for a worker to interpret as a threat to exercise physical force 
against the worker in a Workplace that could cause physical injury to the worker. Types of behaviour 
that cons>tute Workplace Violence include, but are not limited to: 

i. Verbal or wri]en threats to a]ack; 
ii. Sending to or leaving threatening notes or emails; 
iii. Physically threatening behaviour such as shaking a fist at someone, finger poin>ng, 

destroying property, or throwing objects; 
iv. Wielding a weapon in a Workplace; 
v. Hidng, pinching or unwanted touching which is not accidental; 
vi. Dangerous or threatening horseplay; 
vii. Physical restraint or confinement; 
viii.Blatant or inten>onal disregard for the safety or wellbeing of others; 
ix. Blocking normal movement or physical interference, with or without the use of equipment; 
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x. Sexual violence; and 
xi. Any a]empt to engage in the type of conduct outlined above. 

Purpose 
2. The purpose of this Code is to ensure a safe and posi>ve environment (within the Organiza>on’s programs, 

ac>vi>es, and events) by making Individuals aware that there is an expecta>on, at all >mes, of appropriate 
behaviour consistent with the Organiza>on’s core values. The Organiza>on supports equal opportunity, 
prohibits discriminatory prac>ces, and is commi]ed to providing an environment in which all individuals are 
treated with respect and fairness.  

ApplicaCon of this Code 
3. This Code applies to Individuals’ conduct during the Organiza>on’s business, ac>vi>es, and events including, 

but not limited to, compe>>ons, prac>ces, tryouts, training camps, travel associated with the Organiza>on’s 
ac>vi>es, the Organiza>on’s office environment, and any mee>ngs. 

4. An Individual who violates this Code may be subject to sanc>ons pursuant to the Organiza>on’s Discipline 
and Complaints Policy. In addi>on to facing possible sanc>on pursuant to the Organiza>on’s Discipline and 
Complaints Policy, an Individual who violates this Code during a compe>>on may be ejected from the 
compe>>on or the playing area, the official may delay the compe>>on un>l the Individual complies with the 
ejec>on, and the Individual may be subject to any addi>onal discipline associated with the compe>>on. 

5. An employee of the Organiza>on found to have engaged in acts of violence or harassment against any other 
employee, worker, contractor, member, customer, supplier, client or other third party during business hours, 
or at any event of the Organiza>on, will be subject to appropriate disciplinary ac>on subject to the terms of 
the Organiza>on’s policies for human resources as well as the employee’s Employment Agreement (if 
applicable). 

6. This Code also applies to Individuals’ conduct outside of the Organiza>on’s business, ac>vi>es, and events 
when such conduct adversely affects rela>onships within the Organiza>on (and its work and sport 
environment) and is detrimental to the image and reputa>on of the Organiza>on. Such applicability will be 
determined by the Organiza>on at its sole discre>on.  

ResponsibiliCes 
7. Individuals have a responsibility to: 

a) Maintain and enhance the dignity and self-esteem of the Organiza>on’s members and other 
individuals by: 

i. Trea>ng each other with the highest standards of respect and integrity; 
ii. Focusing comments or cri>cism appropriately and avoiding public cri>cism of athletes, 

coaches, officials, organizers, volunteers, employees, or members; 
iii. Consistently demonstra>ng the spirit of sportsmanship, sport leadership, and ethical 

conduct; 
iv. Ac>ng, when appropriate, to correct or prevent prac>ces that are unjustly discriminatory; 
v. Consistently trea>ng individuals fairly and reasonably; and 
vi. Ensuring adherence to the rules of the sport and the spirit of those rules. 

b) Refrain from any behaviour that constitutes Harassment, Workplace Harassment, Sexual Harassment, 
Workplace Violence, Abuse, or Discrimination 

c) Abstain from the non-medical use of drugs or the use of performance-enhancing drugs or methods. 
More specifically, the Organiza>on adopts and adheres to the Canadian An>-Doping Program. Any 
infrac>on under this Program shall be considered an infrac>on of this Code and may be subject to 
further disciplinary ac>on, and possible sanc>on, pursuant to the Organiza>on’s Discipline and 
Complaints Policy. the Organiza>on will respect any penalty enacted pursuant to a breach of the 
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Canadian An>-Doping Program, whether imposed by the Organiza>on or any other sport 
organiza>on 

d) Refrain from associa>ng with any person for the purpose of coaching, training, compe>>on, 
instruc>on, administra>on, management, athle>c development, or supervision of the sport, who has 
incurred an an>-doping rule viola>on and is serving a sanc>on involving a period of ineligibility 
imposed pursuant to the Canadian An>-Doping Program and/or the World An>-Doping Code and 
recognized by the Canadian Centre for Ethics in Sport (CCES) 

e) Refrain from the use of power or authority in an attempt to coerce another person to engage in 
inappropriate activities 

f) Refrain from consuming tobacco products, or recrea>onal drugs while par>cipa>ng in the 
Organiza>on’s programs, ac>vi>es, compe>>ons, or events 

g) In the case of minors, not consume alcohol, tobacco, or cannabis at any compe>>on or event; 
h) In the case of adults, not consume cannabis in the Workplace or in any situa>on associated with the 

Organiza>on’s events (subject to any requirements for accommoda>on), not consume alcohol during 
compe>>ons and in situa>ons where minors are present, and take reasonable steps to manage the 
responsible consump>on of alcohol in adult-oriented social situa>ons associated with the 
Organiza>on’s events 

i) Respect the property of others and not wilfully cause damage 
j) Promote the sport in the most constructive and positive manner possible 
k) When driving a vehicle with an Individual: 

i. Not have his or her license suspended; 
ii. Not be under the influence of alcohol or illegal drugs or substances; and 
iii. Have valid car insurance 

l) Adhere to all federal, provincial, municipal and host country laws 
m) Refrain from engaging in deliberate chea>ng which is intended to manipulate the outcome of a 

compe>>on and/or not offer or receive any bribe which is intended to manipulate the outcome of a 
compe>>on 

n) Comply, at all >mes, with the Organization’s bylaws, policies, procedures, and rules and regulations, as 
adopted and amended from time to time 

o) Report any ongoing criminal investigation, conviction, or existing bail conditions involving an Individual 
to the Organization, including, but not limited to, those for violence, child pornography, or possession, 
use, or sale of any illegal substance 

Directors, CommiQee Members 
8. In addi>on to sec>on 7 (above), the Organiza>on’s Directors, Commi]ee Members, and Staff will have 

addi>onal responsibili>es to: 
a) Func>on primarily as a Director or Commi]ee Member or Staff Member of the Organiza>on; not as 

a member of any other member or cons>tuency 
b) Act with honesty and integrity and conduct themselves in a manner consistent with the nature and 

responsibili>es of the Organiza>on’s business and the maintenance of Individuals’ confidence  
c) Ensure that the Organiza>on’s financial affairs are conducted in a responsible and transparent 

manner with due regard for all fiduciary responsibili>es  
d) Conduct themselves transparently, professionally, lawfully and in good faith in the best interests of 

the Organiza>on 
e) Be independent, impar>al, and not be influenced by self-interest, outside pressure, expecta>on of 

reward, or fear of cri>cism 
f) Behave with decorum appropriate to both circumstance and posi>on 
g) Keep informed about the Organiza>on’s ac>vi>es, the sport community, and general trends in the 

sectors in which it operates 
h) Exercise the degree of care, diligence, and skill required in the performance of their du>es pursuant 

to the laws under which the Organiza>on is incorporated 
i) Respect the confiden>ality appropriate to issues of a sensi>ve nature 
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j) Respect the decisions of the majority and resign if unable to do so 
k) Commit the >me to a]end mee>ngs and be diligent in prepara>on for, and par>cipa>on in, 

discussions at such mee>ngs 
l) Have a thorough knowledge and understanding of all the Organiza>on’s governing documents 
m) Conform to the bylaws and policies approved by the Organiza>on 

Athletes 
9. In addi>on to sec>on 7 (above), athletes will have addi>onal responsibili>es to: 

a) Report any medical problems in a >mely fashion, when such problems may limit their ability to 
travel, prac>ce, or compete;  

b) Par>cipate and appear on->me and prepared to par>cipate to their best abili>es in all compe>>ons,  
and events 

c) Properly represent themselves and not a]empt to par>cipate in a compe>>on for which they are 
not eligible by reason of age, classifica>on, or other reason 

d) Adhere to the Organiza>on’s rules and requirements regarding clothing and equipment 
e) Act in a sportsmanlike manner and not display appearances of violence, foul language, or gestures to 

other athletes, or spectators 
f) Dress to represent the sport and themselves well and with professionalism 
g) Act in accordance with the Organiza>on’s policies and procedures and, when applicable, addi>onal 

rules as outlined by Race Directors 

Race Directors 
10. In addi>on to sec>on 7 (above), officials will have addi>onal responsibili>es to: 

a) Maintain and update their knowledge of the rules and rules changes 
b) Work within the boundaries of their posi>on’s descrip>on while suppor>ng the work of other 

officials 
c) Act as an ambassador of the Organiza>on by agreeing to enforce and abide by na>onal and 

provincial rules and regula>ons 
d) Take ownership of ac>ons and decisions made while officia>ng 
e) Respect the rights, dignity, and worth of all Individuals 
f) Not publicly cri>cize other officials or any club or associa>on 
g) Act openly, impar>ally, professionally, lawfully, and in good faith 
h) Be fair, equitable, considerate, independent, honest, and impar>al in all dealings with others 
i) Respect the confiden>ality required by issues of a sensi>ve nature, which may include ejec>ons, 

defaults, forfeits, discipline processes, appeals, and specific informa>on or data about Individuals 
j) Honour all assignments unless unable to do so by virtue of illness or personal emergency, and in 

these cases inform the assignor or associa>on at the earliest possible >me 
k) When wri>ng reports, set out the actual facts 
l) Dress in proper adre for officia>ng  

Parents/Guardians and Spectators 
11. In addi>on to sec>on 7 (above), parents/guardians and spectators at events will: 

a) Encourage athletes to compete within the rules and to resolve conflicts without resor>ng to hos>lity 
or violence 

b) Condemn the use of violence in any form  
c) Never ridicule a par>cipant for making a mistake during a performance or prac>ce 
d) Provide posi>ve comments that mo>vate and encourage par>cipants’ con>nued effort 
e) Respect the decisions and judgments of officials, and encourage athletes to do the same 
f) Never ques>on an official’s or staff member’s judgment or honesty 
g) Support all efforts to remove verbal and physical abuse, coercion, in>mida>on, and sarcasm  
h) Respect and show apprecia>on to all compe>tors, and to the race directors and other volunteers  
i) Not harass compe>tors, race directors, parents/guardians, or other spectators 
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ABUSE POLICY 

DefiniCons 
1. The following terms have these meanings in this Policy: 

a) “Organiza(on” – PEI RoadRunners CLub 
b) “Vulnerable Individuals” – Includes Children / Youth (minors) and Vulnerable Adults (people who, 

because of age, disability or other circumstance, are in a posi>on of dependence on others or are 
otherwise at a greater risk than the general popula>on of being harmed by people in posi>ons of 
trust or authority);  

c) “Individuals” – All categories of membership defined in the Organiza>on’s Bylaws, as well as all 
individuals employed by, or engaged in ac>vi>es with, the Organiza>on including, but not limited to, 
volunteers, commi]ee members, and Directors and Officers of the Organiza>on; and 

d) “Abuse” – Child/Youth Abuse or Vulnerable Adult Abuse as described in this Policy.  

Purpose 
2. The Organiza>on is commi]ed to a sport environment free from abuse. The purpose of this Policy is to stress 

the importance of that commitment by educa>ng Individuals about abuse, outlining how the Organiza>on 
will work to prevent abuse, and how abuse or suspected abuse can be reported to and addressed by the 
Organiza>on.  

Zero Tolerance Statement 
3. The Organiza>on has zero tolerance for any type of abuse. Individuals are required to report instances of 

abuse or suspected abuse to the Organiza>on to be immediately addressed under the terms of the 
applicable policy.  

EducaCon – What is Abuse 
4. Vulnerable Individuals can be abused in different forms.  

5. The following descrip>on of Child / Youth Abuse has been modified and adapted from Ecclesias>cal’s 
Guidelines for Developing a Safety & Protec(on Policy for Children / Youth / Vulnerable Adults [1]: 

Child / Youth Abuse 
6. “Child abuse” refers to the violence, mistreatment or neglect that a child or adolescent may experience 

while in the care of someone they depend on or trust. There are many different forms of abuse and a child 
may be subjected to more than one form: 

a) Physical abuse involves single or repeated instances of deliberately using force against a child in 
such a way that the child is either injured or is at risk of being injured. Physical abuse includes 
bea>ng, hidng, shaking, pushing, choking, bi>ng, burning, kicking or assaul>ng a child with a 
weapon. It also includes holding a child under water, or any other dangerous or harmful use of force 
or restraint. 

b) Sexual abuse and exploita>on involve using a child for sexual purposes. Examples of child sexual 
abuse include fondling, invi>ng a child to touch or be touched sexually, intercourse, rape, incest, 
sodomy, exhibi>onism, or involving a child in pros>tu>on or pornography. 

c) Neglect is ooen chronic, and it usually involves repeated incidents. It involves failing to provide what 
a child needs for his or her physical, psychological or emo>onal development and well-being. For 
example, neglect includes failing to provide a dependent child with food, clothing, shelter, 
cleanliness, medical care, or protec>on from harm. 

d) EmoConal abuse involves harming a child’s sense of self-worth. It includes acts (or omissions) that 
result in, or place a child at risk of, serious behavioral, cogni>ve, emo>onal, or mental health 
problems. For example, emo>onal abuse may include aggressive verbal threats, social isola>on, 
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in>mida>on, exploita>on, or rou>nely making unreasonable demands. It also includes exposing the 
child to violence. 

7. An abuser may use a number of different tac>cs to gain access to children, exert power and control over 
them, and prevent them from telling anyone about the abuse or seeking support. The abuse may happen 
once, or it may occur in a repeated and escala>ng pa]ern over a period of months or years. The abuse may 
change form over >me. 

8. Abuse of children or youth in sport can include emo>onal maltreatment, neglect, and physical maltreatment.  

a) EmoConal Maltreatment – Emo>onal abuse is at the founda>on of all other forms of maltreatment 
(sexual, physical and neglect). In sports, this conduct has the poten>al to cause emo>onal or 
psychological harm to an athlete when it is persistent, pervasive or pa]erned acts (i.e., yelling at an 
athlete once does not cons>tute maltreatment). Examples of emo>onal maltreatment include: 

i. Refusal to recognize an athlete’s worth or the legi>macy of an athlete’s needs (including 
complaints of injury/pain, thirst or feeling unwell) 

ii. Crea>ng a culture of fear, or threatening, bullying or frightening an athlete 
iii. Frequent name-calling or sarcasm that con>nually “beats down” an athlete’s self-esteem 
iv. Embarrassing or humilia>ng an athlete in front of peers 
v. Excluding or isola>ng an athlete from the group 
vi. Withholding a]en>on 
vii. Encouraging an athlete to engage in destruc>ve and an>social behaviour, reinforcing 

deviance, or impairing an athlete’s ability to behave in socially appropriate ways 
viii. Over-pressuring; whereby the coach imposes extreme pressure upon the athlete to behave 

and achieve in ways that are far beyond the athlete’s capabili>es 
ix. Verbally a]acking an athlete personally (e.g., beli]ling them or calling them worthless, lazy, 

useless, fat or disgus>ng). 
x. Rou>nely or arbitrarily excluding athletes from prac>ce 
xi. Using condi>oning as punishment 
xii. Throwing sports equipment, water bo]les or chairs at, or in the presence of, athletes 
xiii. Body shaming – making disrespecsul, hursul or embarrassing comments about an athlete’s 

physique 
b) Neglect - acts of omission (i.e., the coach should act to protect the health/well-being of an athlete 

but does not). Examples of neglect include: 
i. Isola>ng an athlete in a confined space or stranded on equipment, with no supervision, for 

an extended period 
ii. Withholding, recommending against, or denying adequate hydra>on, nutri>on, medical 

a]en>on or sleep 
iii. Ignoring an injury  
iv. Knowing about sexual abuse of an athlete but failing to report it 

c) Physical Maltreatment - involves contact or non-contact behaviour that can cause physical harm to 
an athlete. It also includes any act or conduct described as physical abuse or misconduct (e.g., child 
abuse, child neglect and assault). Almost all sport involves strenuous physical ac>vity. Athletes 
regularly push themselves to the point of exhaus>on. However, any ac>vity that physically harms an 
athlete—such as extreme disciplinary ac>ons or punishment—is unacceptable. Physical 
maltreatment can extend to seemingly unrelated areas including inadequate recovery >mes for 
injuries and restricted diet. Examples of physical maltreatment include: 

i. Punching, bea>ng, bi>ng, striking, choking or slapping an athlete 
ii. Inten>onally hidng an athlete with objects or spor>ng equipment 
iii. Providing alcohol to an athlete under the legal drinking age 
iv. Providing illegal drugs or non-prescribed medica>ons to any athlete 
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v. Encouraging or permidng an athlete to return to play prematurely or without the clearance 
of a medical professional, following a serious injury (e.g., a concussion) 

vi. Prescribed die>ng or other weight-control methods without regard for the nutri>onal well-
being and health of an athlete 

vii. Forcing an athlete to assume a painful stance or posi>on for no athle>c purpose, or 
excessive repe>>on of a skill to the point of injury 

viii. Using excessive exercise as punishment (e.g., stretching to the point of causing the athlete to 
cry, endurance condi>oning un>l the athlete vomits) 

d) Grooming - a slow gradual and escala>ng process of building comfort and trust with an athlete and/
or their parents/guardian that is ooen very difficult to recognize. The process allows for 
inappropriate conduct to become normalized. It is ooen preceded by building confidence and 
comfort that an individual can be trusted with the care of the athlete.  Examples of grooming 
include: 
i. Nudity or exposure of genitals in the presence of an athlete;  
ii. Sexually oriented conversa>on or discussions about personal sexual ac>vi>es; 
iii. Excessive discussions about a coach’s personal life outside of coaching (i.e., family, work, medical 

challenges)  
iv. Spending >me with an individual athlete and/or their family outside of team ac>vi>es;  
v. Excessive gio-giving to an individual athlete;  
vi. Socially isola>ng an athlete;  
vii. Restric>ng an athlete’s privacy;  
viii.Providing drugs, alcohol or tobacco to an athlete;  
ix. Becoming overly-involved in an athlete’s personal life;  
x. Making sexual or discriminatory jokes or comments to an athlete;  
xi. Displaying material of a sexual nature in the presence of an athlete;  
xii. Mocking or threatening an athlete 
xiii.Pudng coach’s needs above needs of athlete and/or going to athlete to have coach’s needs met 

9. Importantly, emo>onal and physical maltreatment does not include professionally-accepted coaching 
methods (per the NCCP) of skill enhancement, physical condi>oning, team building, discipline, or improving 
athle>c performance. 

10. Poten>al warning signs of abuse of children or youth can include[2][3]: 
a) Recurrent unexplained injuries 
b) Alert behavior; child seems to always be expec>ng something bad to happen 
c) Ooen wears clothing that covers up their skin, even in warm weather 
d) Child startles easily, shies away from touch or shows other skidsh behavior 
e) Constantly seems fearful or anxious about doing something wrong 
f) Withdrawn from peers and adults 
g) Behavior fluctuates between extremes (e.g., extremely coopera>ve or extremely demanding) 
h) Ac>ng either inappropriately beyond their age (like an adult; taking care of other children) or 

inappropriately younger than their age (like an infant; throwing tantrums) 
i) Ac>ng out in an inappropriate sexual way with toys or objects 
j) New adult words for body parts and no obvious source 
k) Self-harm (e.g., cudng, burning or other harmful ac>vi>es) 
l) Not wan>ng to be alone with a par>cular child or young person 

Vulnerable Adult Abuse 
11. Although individuals may be abused at virtually any life stage – childhood, adolescence, young adulthood, 

middle age, or old age – the nature and consequences of abuse may differ depending on an individual’s 
situa>on, disability, or circumstance. 
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12. The following descrip>on of Vulnerable Adult Abuse has been modified and adapted from Ecclesias>cal’s 
Guidelines for Developing a Safety & Protec(on Policy for Children / Youth / Vulnerable Adults [1]. 

13. Abuse of vulnerable adults is ooen described as a misuse of power and a viola>on of trust. Abusers may use 
a number of different tac>cs to exert power and control over their vic>ms. Abuse may happen once, or it 
may occur in a repeated and escala>ng pa]ern over months or years. The abuse may take many different 
forms, which may change over >me: 

a) Psychological abuse includes a]empts to dehumanize or in>midate vulnerable adults. Any verbal or 
non-verbal act that reduces their sense of self-worth or dignity and threatens their psychological 
and emo>onal integrity is abuse. This type of abuse may include, for example 

i. Threatening to use violence 
ii. Threatening to abandon them 
iii. Inten>onally frightening them 
iv. Making them fear that they will not receive the food or care they need 
v. Lying to them 
vi. Failing to check allega>ons of abuse against them 

b) Financial abuse encompasses financial manipula>on or exploita>on, including theo, fraud, forgery, 
or extor>on. It includes using a vulnerable adult’s money or property in a dishonest manner or 
failing to use a vulnerable adult’s assets for their welfare. Abuse occurs any >me someone acts 
without consent in a way that financially or personally benefits one person at the expense of 
another. This type of abuse against a vulnerable adult may include, for example: 

i. Stealing their money, disability cheques, or other possessions 
ii. Wrongfully using a Power of A]orney 
iii. Failing to pay back borrowed money when asked 

c) Physical abuse includes any act of violence – whether or not it results in physical injury. 
Inten>onally inflic>ng pain or injury that results in either bodily harm or mental distress is abuse. 
Physical abuse may include, for example: 

i. Bea>ng 
ii. Burning or scalding 
iii. Pushing or shoving 
iv. Hidng or slapping 
v. Rough handling 
vi. Tripping 
vii. Spidng 

d) All forms of sexual abuse are also applicable to vulnerable adults 

14. Poten>al warning signs of abuse of vulnerable adults can include: 
a) Depression, fear, anxiety, passivity 
b) Unexplained physical injuries 
c) Dehydra>on, malnutri>on, or lack of food 
d) Poor hygiene, rashes, pressure sores 
e) Over-seda>on 

PrevenCng Abuse 
15. The Organiza>on will enact measures aimed at preven>ng abuse. These measures include screening, 

orienta>on, training, prac>ce, and monitoring. 

Screening 
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16. Individuals who coach, volunteer, officiate, deliver developmental programs, are affiliated with provincial 
teams, accompany a team to an event or compe>>on, are paid staff, or otherwise engage with Vulnerable 
Individuals involved with the Organiza>on will be screened according to the organiza>on’s Screening Policy. 

17. The Organiza>on will use the Screening Policy to determine the level of trust, authority, and access that each 
Individual has with Vulnerable Individuals. Each level of risk will be accompanied by increased screening 
procedures which may include the following, singularly or in combina>on: 

a) Comple>ng an Applica>on Form for the posi>on sought (which includes aler>ng Individuals that 
they must agree to adhere with the organiza>on’s policies and procedures (including this Abuse 
Policy)) 

b) Comple>ng a Screening Declara>on Form 
c) Providing le]ers of reference 
d) Providing a Criminal Record Check (“CRC”) and/or Vulnerable Sector Check (“VSC”) 
e) Providing a driver’s abstract (for Individuals who transport Vulnerable Individuals) 
f) Other screening procedures, as required 

18. An Individual’s failure to par>cipate in the screening process or pass the screening requirements as 
determined by a Screening Commi]ee, will result in the Individual’s ineligibility for the posi>on sought. 

Orienta(on and Training 
19. The Organiza>on will deliver orienta>on and training to those Individuals who have access to, or interact 

with, Vulnerable Individuals. The orienta>on and training, and their frequency, will be based on the level of 
risk, as described in the Screening Policy. 

20. Orienta>on may include, but is not limited to: introductory presenta>ons, facility tours, equipment 
demonstra>ons, parent/athlete mee>ngs, mee>ngs with colleagues and supervisors, orienta>on manuals, 
orienta>on sessions, and increased supervision during ini>al tasks or period of engagement. 

21. Training may include, but is not limited to: cer>fica>on courses, online learning, mentoring, workshop 
sessions, webinars, on-site demonstra>ons, and peer feedback. 

22. At the conclusion of the orienta>on and training, Individuals will be required to acknowledge, in wri]en 
form, that they have received and completed the training. 

Prac(ce 
23. When Individuals interact with Vulnerable Individuals, they are required to enact certain prac>cal 

approaches to these interac>ons. These include, but are not limited to: 
a) Limi>ng physical interac>ons to non-threatening or non-sexual touching (e.g., high-fives, pats on the 

back or shoulder, handshakes, specific skill instruc>on, etc.) 
b) Ensuring that Vulnerable Individuals are always supervised by more than one adult 
c) Ensuring that more than one person is responsible for team selec>on (thereby limi>ng the 

consolida>on of power onto one Individual) 
d) Including parents/guardians in all communica>on (e.g., electronic, telephonic) with Vulnerable 

Individuals 
e) Ensuring that parents/guardians are aware that some non-personal communica>on between 

Individuals and Vulnerable Individuals (e.g., coaches and athletes) may take place electronically 
(e.g., by tex>ng) and that this type of communica>on is now considered to be commonplace, 
especially with older Vulnerable Individuals (e.g., teenagers).  Individuals are aware that such 
communica>on is subject to the Organiza>on’s Code of Conduct and Ethics and Social Media Policy. 

f) When traveling with Vulnerable Individuals, the Individual will not transport Vulnerable Individuals 
without another adult present and will not stay in the same overnight accommoda>on loca>on 
without addi>onal adult supervision. 
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Monitoring 
24. The Organiza>on will regularly monitor those Individuals who have access to, or interact with, Vulnerable 

Individuals. The monitoring will be based on the level of risk, as described in the Screening Policy. 

25. Monitoring may include, but is not limited to: regular status reports, logs, supervisor mee>ngs, supervisor 
on-site check-ins, feedback provided directly to the organiza>on (from peers and parents/athletes), and 
regular evalua>ons. 

ReporCng Abuse 
26. Reports of abuse that are shared confiden>ally with an Individual by a Vulnerable Individual may require the 

Individual to report the incident to parents/guardians, the Organiza>on or police. Individuals must respond 
to such reports in a non-judgemental, suppor>ve and comfor>ng manner but must also explain that the 
report may need to be escalated to the proper authority or to the Vulnerable Individual’s parent/guardian. 

27. Complaints or reports that describe an element of abuse will be addressed by the process(es) described in 
the Organiza>on’s Discipline and Complaints Policy and the Inves(ga(ons Policy - Discrimina(on, Harassment 
and Abuse.  

---------------- 
[1] Retrieved from: h]ps://www.ecclesias>cal.ca/guidelines_developsafetyprotec>onpolicy_children-youths-
vulnerableadults_faith/ 

[2] Adapted from: h]ps://www.all4kids.org/2014/03/04/warning-signs-child-abuse-neglect/ 

[3] Adapted from: h]ps://www.parentsprotect.co.uk/warning_signs.htm 
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 INVESTIGATIONS POLICY – DISCRIMINATION, HARASSMENT, AND ABUSE 

DefiniCons 
1. The following terms have these meanings in this Policy: 

a) “Organiza(on” – PEI RoadRunners Club 
b) “Discipline Chair” – An individual or individuals appointed to be the first point-of-contact for all 

discipline and complaint ma]ers reported to the Organiza>on, per the Discipline and Complaints 
Policy  

c) “Individuals” – All categories of membership defined in the Organiza>on’s Bylaws, as well as all 
individuals employed by, or engaged in ac>vi>es with, the Organiza>on including, but not limited to, 
volunteers, commi]ee members, and Directors and Officers of the Organiza>on 

2. The following terms have the meanings as defined in the Organiza>on’s Code of Conduct and Ethics: 
a) Harassment 
b) Discrimina>on 
c) Workplace Harassment 
d) Sexual Harassment 
e) Workplace Violence 

3. The following terms have the meanings as defined in the Organiza>on’s Abuse Policy: 
a) Abuse 

Purpose 
4. The Organiza>on is commi]ed to elimina>ng all instances of Discrimina>on, Harassment, Workplace 

Harassment, Workplace Violence, Sexual Harassment, and Abuse within its opera>ons and ac>vi>es. This 
Policy describes how Individuals can report instances of Discrimina>on, Harassment, Workplace Harassment, 
Workplace Violence, Sexual Harassment, and Abuse and how the Organiza>on will inves>gate those reports. 

DeterminaCon and Disclosure 
5. When a complaint is submi]ed per the Organiza>on’s Discipline and Complaints Policy, the Discipline Chair 

will determine if such complaint is related to an instance of Discrimina>on, Harassment, Workplace 
Harassment, Workplace Violence, Sexual Harassment, or Abuse. 

6. The Organiza>on will adhere to all disclosure and repor>ng responsibili>es required any government en>ty, 
local police service, or child protec>on agency. 

InvesCgaCon 
7. Complaints that are determined to contain an element of Discrimina>on, Harassment, Workplace 

Harassment, Workplace Violence, Sexual Harassment, and Abuse will con>nue to be addressed by the 
process(es) described in the Discipline and Complaints Policy. However, the Discipline Chair may also appoint 
an Inves>gator to inves>gate the allega>ons. 

8. The Inves>gator may be a representa>ve of the Organiza>on or a Director or may be an independent third-
party skilled in inves>ga>ng claims of harassment. The Inves>gator must not be in a conflict of interest 
situa>on and should have no connec>on to either party. 

9. Federal and/or Provincial legisla>on related to Workplace Harassment may apply to the inves>ga>on if 
Harassment was directed toward a worker in a Workplace. The Inves>gator should review workplace safety 
legisla>on and/or consult independent experts to determine whether legisla>on applies to the complaint. 
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10. The inves>ga>on may take any form as decided by the Inves>gator, guided by any applicable Federal and/or 
Provincial legisla>on. The inves>ga>on may include: 

a) Complainant interviewed; 
b) Witnesses interviewed; 
c) Statement of facts (complainant’s perspec>ve) prepared by Inves>gator and acknowledged by 

Complainant; 
d) Statement delivered to Respondent; 
e) Respondent interviewed; 
f) Witnesses interviewed; and 
g) Statement of facts (respondent’s perspec>ve) prepared by Inves>gator and acknowledged by 

Respondent. 

InvesCgator’s Report 
11. Per >melines determined by the Discipline Chair, who may modify the >melines as described in the Discipline 

and Complaints Policy, the Inves>gator will prepare and submit a Report. 

12. The Inves>gator’s Report should include a summary of evidence from the par>es (including both statements 
of facts, if applicable) and recommenda>ons from the Inves>gator of whether or not, on a balance of 
probabili>es, an incident occurred that could be considered Discrimina>on, Harassment, Workplace 
Harassment, Workplace Violence, Sexual Harassment, or Abuse, or a breach of the Organiza>on’s governing 
documents. 

13. Should the Inves>gator find that there are possible instances of offence under the Criminal Code, par>cularly 
related to Criminal Harassment (or Stalking), U]ering Threats, Assault, Sexual Interference, or Sexual 
Exploita>on, the Inves>gator shall advise the Complainant to refer the ma]er to police. The Inves>gator will 
further inform the Organiza>on that the ma]er should be directed to the police. 

14. The Inves>gator must also inform the Organiza>on of any findings of criminal ac>vity. The Organiza>on may 
decide whether to report such findings to police but is required to inform police if there are findings related 
to the trafficking of doping drugs or materials, any sexual crime involving minors, fraud against the 
Organiza>on, or other offences where the lack of repor>ng would bring the Organiza>on into disrepute. 

Reprisal and RetaliaCon 
15. An individual who submits a complaint to the Organiza>on, or who gives evidence in an inves>ga>on, may 

not be subject to reprisal or retalia>on from any individual or group. Should anyone who par>cipates in the 
process face reprisal or retalia>on, that individual will have cause to submit a complaint. 

False AllegaCons 
16. An individual who submits allega>ons that the Inves>gator determines to be false or without merit may be 

subject to a complaint under the terms of the Organiza>on’s Discipline and Complaints Policy with the 
Organiza>on, or the individual against whom the false allega>ons were submi]ed, ac>ng as the 
Complainant. 

ConfidenCality 
17. The informa>on obtained about an incident or complaint (including iden>fying informa>on about any 

individuals involved) will remain confiden>al, unless disclosure is necessary for the purpose of inves>ga>ng 
or taking correc>ve ac>on or is otherwise required by law. 

18. The Inves>gator will make every effort to preserve the confiden>ality of the complainant, respondent, and 
any other party. However, the Organiza>on recognizes that maintaining anonymity of any party may be 
difficult for the Inves>gator during the inves>ga>on. 
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DISCIPLINE AND COMPLAINTS POLICY 

DefiniCons 
1. The following terms have these meanings in this Policy: 

a) “Organiza(on” – PEI RoadRunners Club 
b) “Case Manager” – An individual appointed by the Discipline Chair to administer certain complaints 

under this Discipline and Complaints Policy. The Case Manager does not need to be a member of, or 
affiliated with, the Organiza>on 

c) “Complainant” – The Party making a complaint 
d) “Days” – Days including weekends and holidays 
e) “Discipline Chair” – An individual or individuals appointed to be the first point-of-contact for all 

discipline and complaint ma]ers reported to the Organiza>on 
f) “Individuals” – All categories of membership defined in the Organiza>on’s Bylaws, as well as all 

individuals employed by, or engaged in ac>vi>es with, the Organiza>on including, but not limited to, 
athletes, race directors, volunteers, commi]ee members, Directors and Officers of the Organiza>on, 
spectators, and parents/guardians of athletes 

g) “Respondent” – The Party responding to the complaint 

Purpose 
2. Individuals are expected to fulfill certain responsibili>es and obliga>ons including, but not limited to, 

complying with the Organiza>on’s policies, Bylaws, rules and regula>ons, and the Code of Conduct and 
Ethics. Non-compliance may result in sanc>ons pursuant to this Policy.  

Discipline Chair 
3. The Discipline Chair will be a Director of the Board, or an individual appointed to handle the du>es of the 

Discipline Chair. The Board may choose to appoint three (3) individuals to serve as Discipline Chair and, in 
this case, decisions of the Discipline Chair will be by majority vote. 

4. The Discipline Chair appointed to handle a complaint or incident must be unbiased and not in a conflict of 
interest situa>on. 

ApplicaCon of this Policy 
5. This Policy applies to all Individuals. 

6. This Policy applies to ma]ers that may arise during the Organiza>on’s business, ac>vi>es, and events 
including, but not limited to, compe>>ons, travel associated with the Organiza>on’s ac>vi>es, and any 
mee>ngs. 

7. This Policy also applies to Individuals’ conduct outside of the Organiza>on’s business, ac>vi>es, and events 
when such conduct adversely affects rela>onships within the Organiza>on (and its work and sport 
environment), is detrimental to the image and reputa>on of the Organiza>on, or upon the acceptance of the 
Organiza>on. Applicability will be determined by the Organiza>on at its sole discre>on. 

8. This Policy does not prevent immediate discipline or sanc>on from being applied as reasonably required. 
Further discipline may be applied according to this Policy. Any infrac>ons or complaints occurring within 
compe>>on will be dealt with by the procedures specific to the compe>>on, if applicable. In such situa>ons, 
disciplinary sanc>ons will be for the dura>on of the compe>>on, training, ac>vity, or event only.  

9. An employee of the Organiza>on who is a Respondent will be subject to appropriate disciplinary ac>on per 
the Organiza>on’s policies for human resources, as well as the employee’s Employment Agreement, if 
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applicable. Viola>ons may result in a warning, reprimand, restric>ons, suspension, or other disciplinary 
ac>ons up to and including termina>on of employment.  

Adult RepresentaCve 
10. Complaints may be brought for or against an Individual who is a minor. Minors must have a parent/guardian 

or other adult serve as their representa>ve during this process.  

11. Communica>on from the Discipline Chair or Case Manager, as applicable, must be directed to the minor’s 
representa>ve. 

12. A minor is not required to a]end an oral hearing, if held. 

ReporCng a Complaint 
13. Any Individual may report an incident or complaint in wri>ng, within fourteen (14) days of the alleged 

incident, although this >meline can be waived or extended at the Organiza>on’s discre>on.  

14. At the Organiza>on’s discre>on, the Organiza>on may act as the Complainant and ini>ate the complaint 
process under the terms of this Policy. In such cases, the Organiza>on will iden>fy an individual to represent 
the Organiza>on. 

15. The Board will appoint a Discipline Chair, as described in this Policy. 

Third-Party Management and InvesCgaCon – Abuse and Harassment Complaints 
16. The Discipline Chair may determine that the alleged incident may contain an element of discrimina>on, 

harassment, workplace harassment, workplace violence, sexual harassment, or abuse. In this case, the 
Discipline Chair may appoint an Inves>gator in accordance with the Organiza>on’s Inves(ga(ons Policy - 
Discrimina(on, Harassment, and Abuse and the Organiza>on, and the Inves>gator, will have addi>onal 
responsibili>es as described in that Policy. 

17. Upon receipt of a complaint, the Discipline Chair has discre>on to choose which process should be followed, 
and may use the following examples as a general guideline:  

a) Process #1 - the Complaint alleges the following incidents: 
i. Disrespecsul, abusive, racist, or sexist comments or behaviour 
ii. Disrespecsul conduct 
iii. Minor incidents of violence (e.g., tripping, pushing, elbowing) 
iv. Conduct contrary to the values of the Organiza>on 
v. Non-compliance with the Organiza>on’s policies, procedures, rules, or regula>ons 
vi. Minor viola>ons of the Organiza>on’s Code of Conduct and Ethics 

b) Process #2 - the Complaint alleges the following incidents: 
i. Repeated minor incidents 
ii. Any incident of hazing  
iii. Behaviour that cons>tutes harassment, sexual harassment, or sexual misconduct 
iv. Major incidents of violence (e.g., figh>ng, a]acking, sucker punching) 
v. Pranks, jokes, or other ac>vi>es that endanger the safety of others 
vi. Conduct that inten>onally interferes with a compe>>on or with any athlete’s prepara>on 

for a compe>>on  
vii. Conduct that inten>onally damages the Organiza>on’s image, credibility, or reputa>on  
viii. Consistent disregard for the Organiza>on’s bylaws, policies, rules, and regula>ons  
ix. Major or repeated viola>ons of the Organiza>on’s Code of Conduct and Ethics 
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x. Inten>onally damaging the Organiza>on’s property or improperly handling the 
Organiza>on’s monies 

xi. Abusive use of alcohol, any use or possession of alcohol by minors, or use or possession of 
illicit drugs and narco>cs 

xii. A convic>on for any Criminal Code offense 
xiii. Any possession or use of banned performance enhancing drugs or methods 

Process #1:  Handled by Discipline Chair 
Sanc(ons 
18. Following the determina>on that the complaint or incident should be handled under Process #1, the 

Discipline Chair will review the submissions related to the complaint or incident and determine one or more 
of the following sanc>ons: 

a) Verbal or wri]en reprimand  
b) Verbal or wri]en apology  
c) Service or other contribu>on to the Organiza>on  
d) Removal of certain privileges  
e) Suspension from certain teams, events, and/or ac>vi>es 
f) Suspension from all the Organiza>on’s ac>vi>es for a designated period 
g) Any other sanc>on considered appropriate for the offense 

19. The Discipline Chair will inform the Respondent of the sanc>on, which will take effect immediately.  

20. Records of all sanc>ons will be maintained by the Organiza>on. 

Request for Reconsidera(on 
21. The sanc>on may not be appealed un>l the comple>on of a request for reconsidera>on. However, the 

Respondent may contest the sanc>on by submidng a Request for Reconsidera>on within four (4) days of 
receiving the sanc>on. In the Request for Reconsidera>on, the Respondent must indicate: 

a) Why the sanc>on is inappropriate;  
b) All evidence to support the Respondent’s posi>on; and 
c) What penalty or sanc>on (if any) would be appropriate 

22. Upon receiving a Request for Reconsidera>on, the Discipline Chair may decide to accept or reject the 
Respondent’s sugges>on for an appropriate sanc>on. 

23. Should the Discipline Chair accept the Respondent’s sugges>on for an appropriate sanc>on, that sanc>on 
will take effect immediately. 

24. Should the Discipline Chair not accept the Respondent’s sugges>on for an appropriate sanc>on, the ini>al 
complaint or incident will be handled under Process #2 of this Policy. 

Process #2:  Handled by Case Manager 
Case Manager 
25. Following the determina>on that the complaint or incident should be handled under Process #2, the 

Organiza>on will appoint a Case Manager to oversee management and administra>on of the complaint or 
incident. The Case Manager should not be in a conflict of interest and should have exper>se in dispute 
resolu>on ma]ers. Such appointment is not appealable. 

26. The Case Manager has a responsibility to: 
a) Determine whether the complaint is frivolous and/or within the jurisdic>on of this Policy 
b) Propose the use of the Organiza>on’s Dispute Resolu(on Policy 
c) Appoint the Discipline Panel, if necessary 
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d) Coordinate all administra>ve aspects and set >melines 
e) Provide administra>ve assistance and logis>cal support to the Discipline Panel as required 
f) Provide any other service or support that may be necessary to ensure a fair and >mely proceeding 

Procedures  
27. If the Case Manager determines the complaint is: 

a) Frivolous or outside the jurisdic>on of this Policy, the complaint will be dismissed immediately 
b) Not frivolous and within the jurisdic>on of this Policy, the Case Manager will no>fy the Par>es that 

the complaint is accepted and of the applicable next steps 

28. The Case Manager’s decision to accept or dismiss the complaint may not be appealed.   

29. The Case Manager will establish and adhere to >melines that ensure procedural fairness and that the ma]er 
is heard in a >mely fashion.  

30. Aoer no>fying the Par>es that the complaint has been accepted, the Case Manager may propose using the 
Organiza>on’s Dispute Resolu(on Policy with the objec>ve of resolving the dispute. If applicable, and if the 
dispute is not resolved, or if the par>es refuse to use the Dispute Resolu(on Policy, the Case Manager will 
appoint a Discipline Panel, which shall consist of a single Arbitrator, to hear the complaint. In extraordinary 
circumstances, and at the discre>on of the Case Manager, a Discipline Panel of three persons may be 
appointed to hear the complaint. In this event, the Case Manager will appoint one of the Discipline Panel’s 
members to serve as the Chair. 

31. The Case Manager, in coopera>on with the Discipline Panel, will then decide the format under which the 
complaint will be heard. This decision may not be appealed. The format of the hearing may be an oral in-
person hearing, an oral hearing by telephone or other communica>on medium, a hearing based on a review 
of documentary evidence submi]ed in advance of the hearing, or a combina>on of these methods. The 
hearing will be governed by the procedures that the Case Manager and the Discipline Panel deem 
appropriate in the circumstances, provided that: 

a) The Par>es will be given appropriate no>ce of the day, >me, and place of the hearing, in the case of 
an oral in-person hearing or an oral hearing by telephone or other communica>on medium 

b) Copies of any wri]en documents which the par>es wish to have the Discipline Panel consider will be 
provided to all Par>es, through the Case Manager, in advance of the hearing  

c) The Par>es may engage a representa>ve, advisor, or legal counsel at their own expense 
d) The Discipline Panel may request that any other individual par>cipate and give evidence at the 

hearing 
e) The Discipline Panel may allow as evidence at the hearing any oral evidence and document or thing 

relevant to the subject ma]er of the complaint, but may exclude such evidence that is unduly 
repe>>ous, and shall place such weight on the evidence as it deems appropriate 

f) The decision will be by a majority vote of the Discipline Panel  

32. If the Respondent acknowledges the facts of the incident, the Respondent may waive the hearing, in which 
case the Discipline Panel will determine the appropriate sanc>on. The Discipline Panel may s>ll hold a 
hearing for the purpose of determining an appropriate sanc>on.  

33. The hearing will proceed in any event, even if a Party chooses not to par>cipate in the hearing. 

34. If a decision may affect another party to the extent that the other party would have recourse to a complaint 
or an appeal in their own right, that party will become a Party to the current complaint and will be bound by 
the decision. 

35. In fulfilling its du>es, the Discipline Panel may obtain independent advice. 
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Decision 
36. Aoer hearing and/or reviewing the ma]er, the Discipline Panel will determine whether an infrac>on has 

occurred and, if so, the sanc>ons to be imposed. Within fourteen (14) days of the hearing’s conclusion, the 
Discipline Panel's wri]en decision, with reasons, will be distributed to all Par>es, the Case Manager, and the 
Organiza>on. In extraordinary circumstances, the Discipline Panel may first issue a verbal or summary 
decision soon aoer the hearing’s conclusion, with the full wri]en decision to be issued before the end of the 
fourteen (14) day period. The decision will be considered a ma]er of public record unless decided otherwise 
by the Discipline Panel. 

Sanc(ons 
37. The Discipline Panel may apply the following disciplinary sanc>ons, singularly or in combina>on: 

a) Verbal or wri]en reprimand  
b) Verbal or wri]en apology  
c) Service or other contribu>on to the Organiza>on  
d) Removal of certain privileges  
e) Suspension from certain teams, events, and/or ac>vi>es 
f) Suspension from all the Organiza>on’s ac>vi>es for a designated period 
g) Payment of the cost of repairs for property damage 
h) Suspension of funding from the Organiza>on or from other sources 
i) Expulsion from the Organiza>on 
j) Any other sanc>on considered appropriate for the offense 

38. Unless the Discipline Panel decides otherwise, any disciplinary sanc>ons will begin immediately, 
notwithstanding an appeal. Failure to comply with a sanc>on as determined by the Discipline Panel will 
result in an automa>c suspension un>l such >me as compliance occurs. 

39. Records of all decisions will be maintained by the Organiza>on. 

Appeals 
40. The decision of the Discipline Panel may be appealed in accordance with the Organiza>on’s Appeal Policy. 

Suspension Pending a Hearing 
41. The Organiza>on may determine that an alleged incident is of such seriousness as to warrant suspension of 

an Individual pending comple>on of a criminal process, inves>ga>on, the hearing, or a decision of the 
Discipline Panel. 

Criminal ConvicCons 

42. An Individual’s convic>on for a Criminal Code offense, as determined by the Organiza>on, will be deemed an 
infrac>on under this Policy and will result in expulsion from the Organiza>on. Criminal Code offences may 
include, but are not limited to:  

a) Any child pornography offences 
b) Any sexual offences 
c) Any offence of physical violence 
d) Any offence of assault 
e) Any offence involving trafficking of illegal drugs 

ConfidenCality 
43. The discipline and complaints process is confiden>al and involves only the Par>es, the Case Manager, the 

Discipline Panel, and any independent advisors to the Discipline Panel. Once ini>ated and un>l a decision is 
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released, none of the Par>es will disclose confiden>al informa>on rela>ng to the discipline or complaint to 
any person not involved in the proceedings.  

Timelines 
44. If the circumstances of the complaint are such that adhering to the >melines outlined by this Policy will not 

allow a >mely resolu>on to the complaint, the Discipline Panel may direct that these >melines be revised. 

Records and DistribuCon of Decisions 
45. Other individuals or organiza>ons, including but not limited to, na>onal sport organiza>ons, provincial sport 

organiza>ons, sport clubs, etc., may be advised of any decisions rendered in accordance with this Policy. 
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DISPUTE RESOLUTION POLICY 

DefiniCons 
1. The following term has this meaning in this Policy: 

a) “Organiza(on” – PEI RoadRunners Club 
b) “Individuals” – All categories of membership defined in the Organiza>on’s Bylaws, as well as all 

individuals engaged in ac>vi>es with, the Organiza>on including, but not limited to, athletes, race 
directors, volunteers and commi]ee members.  

Purpose 
2. The Organiza>on supports the principles of Alternate Dispute Resolu>on (ADR) and is commi]ed to the 

techniques of nego>a>on, facilita>on, and media>on as effec>ve ways to resolve disputes. Alternate Dispute 
Resolu>on also avoids the uncertainty, costs, and other nega>ve effects associated with lengthy appeals or 
complaints, or with li>ga>on. 

3. The Organiza>on encourages all Individuals to communicate openly, collaborate, and use problem-solving 
and nego>a>on techniques to resolve their differences. The Organiza>on believes that nego>ated 
se]lements are usually preferable to outcomes resolved through other dispute resolu>on techniques. 
Nego>ated resolu>ons to disputes with and among Individuals are strongly encouraged. 

ApplicaCon of this Policy 
4. This Policy applies to all Individuals. 

5. Opportuni>es for Alternate Dispute Resolu>on may be pursued at any point in a dispute when all par>es to 
the dispute agree that such a course of ac>on would be mutually beneficial. 

FacilitaCon and MediaCon 
6. If all par>es to a dispute agree to Alternate Dispute Resolu>on, a mediator or facilitator, acceptable to all 

par>es, shall be appointed to mediate or facilitate the dispute. 

7. The mediator or facilitator shall decide the format under which the dispute shall be mediated or facilitated 
and shall specify a deadline before which the par>es must reach a nego>ated decision. 

8. Should a nego>ated decision be reached, the decision shall be reported to, and approved by, the 
Organiza>on. Any ac>ons that are to take place as a result of the decision shall be enacted on the >melines 
specified by the nego>ated decision, pending the Organiza>on’s approval. 

9. Should a nego>ated decision not be reached by the deadline specified by the mediator or facilitator at the 
start of the process, or if the par>es to the dispute do not agree to Alternate Dispute Resolu>on, the dispute 
shall be considered under the appropriate sec>on of the Organiza>on’s Discipline and Complaints Policy or 
Appeal Policy, as applicable. 

Final and Binding 
10. Any nego>ated decision will be binding on the par>es. Nego>ated decisions may not be appealed. 
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PEI ROADRUNNERS CLUB APPEAL POLICY 

DefiniCons 
1. The following terms have these meanings in this Policy: 

a) “Organiza(on” – PEI RoadRunners Club 
b) “Appellant” – The Party appealing a decision 
c) “Case Manager” – An individual appointed by the Organiza>on who may be any staff member, 

commi]ee member, volunteer, Director, or an independent third party, to oversee this Appeal Policy. 
The Case Manager will have responsibili>es that include, but are not limited to: 

i. Ensuring procedural fairness; 
ii. Respec>ng the applicable >melines; and 
iii. Using decision making authority empowered by this Policy. 

d) “Respondent” – The body whose decision is being appealed 
e) “Par(es” – The Appellant, Respondent, and any other Individuals affected by the appeal 
f) “Days” – Days including weekends and holidays 
g) “Individuals” – All categories of membership defined in the Organiza>on’s Bylaws, as well as all 

individuals employed by, or engaged in ac>vi>es with, the Organiza>on including, but not limited to, 
athletes, race directors, volunteers, commi]ee members, Directors and Officers of the Organiza>on, 
spectators at events, and parents/guardians of athletes 

Purpose 
2. The Organiza>on is commi]ed to providing an environment in which all Individuals involved with the 

Organiza>on are treated with respect and fairness. The Organiza>on provides Individuals with this Appeal 
Policy to enable fair, affordable, and expedient appeals of certain decisions made by the Organiza>on. 
Further, some decisions made by the process outlined in the Organiza>on’s Discipline and Complaints Policy 
may be appealed under this Policy.  

Scope and ApplicaCon of this Policy 
3. This Policy applies to all Individuals. Any Individual who is directly affected by a decision by the Organiza>on 

shall have the right to appeal that decision provided there are sufficient grounds for the appeal under the 
‘Grounds for Appeal’ sec>on of this Policy. 

4. This Policy will apply to decisions rela>ng to: 
a) Eligibility 
b) Selec>on 
c) Conflict of Interest 
d) Discipline 
e) Membership 

5. This Policy will not apply to decisions rela>ng to: 
a) Employment 
b) Infrac>ons for doping offenses  
c) The rules of the sport 
d) Selec>on criteria, quotas, policies, and procedures established by en>>es other than the 

Organiza>on 
e) Substance, content and establishment of team selec>on criteria  
f) Volunteer appointments and the withdrawal or termina>on of those appointments 
g) Budge>ng and budget implementa>on 
h) The Organiza>on’s opera>onal structure and commi]ee appointments 
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i) Decisions or discipline arising within the business, ac>vi>es, or events organized by en>>es other 
than the Organiza>on (appeals of these decisions shall be dealt with pursuant to the policies of 
those other en>>es unless requested and accepted by the Organiza>on at its sole discre>on) 

j) Commercial ma]ers for which another appeals process exists under a contract or applicable law 
k) Decisions made under this Policy 

Timing of Appeal 
6. Individuals who wish to appeal a decision have seven (7) days from the date on which they received no>ce of 

the decision to submit, in wri>ng to the Organiza>on, the following: 
a) No>ce of the inten>on to appeal 
b) Contact informa>on and status of the appellant 
c) Name of the respondent and any affected par>es, when known to the Appellant 
d) Date the appellant was advised of the decision being appealed 
e) A copy of the decision being appealed, or descrip>on of decision if wri]en document is not available 
f) Grounds for the appeal 
g) Detailed reasons for the appeal 
h) All evidence that supports these grounds 
i) Requested remedy or remedies  

7. An Individual who wishes to ini>ate an appeal beyond the seven (7) day period must provide a wri]en 
request sta>ng the reasons for an exemp>on. The decision to allow, or not allow, an appeal outside of the 
seven (7) day period will be at the sole discre>on of the Case Manager and may not be appealed. 

Grounds for Appeal 
8. A decision cannot be appealed on its merits alone. An appeal may only be heard if there are sufficient 

grounds for appeal. Sufficient grounds include the Respondent: 
a) Made a decision that it did not have the authority or jurisdic>on (as set out in the Respondent’s 

governing documents) to make  
b) Failed to follow its own procedures (as set out in the Respondent’s governing documents) 
c) Made a decision that was influenced by bias (where bias is defined as a lack of neutrality to such an 

extent that the decision-maker appears not to have considered other views)  
d) Failed to consider relevant informa>on or took into account irrelevant informa>on in making the 

decision 
e) Made a decision that was patently unreasonable 

9. The Appellant must demonstrate, on a balance of probabili>es, that the Respondent has made a procedural 
error as described in the ‘Grounds for Appeal’ sec>on of this Policy and that this error had, or may 
reasonably have had, a material effect on the decision or decision-maker. 

Screening of Appeal 
10. Upon receiving the no>ce of the appeal, the fee, and all other informa>on (outlined in the ‘Timing of Appeal’ 

sec>on of this Policy), the Organiza>on and the Appellant may first determine the appeal to be considered 
under the Organiza>on’s Dispute Resolu(on Policy. 

11. Appeals resolved by media>on under the Organiza>on’s Dispute Resolu(on Policy will cause the 
administra>on fee to be refunded to the Appellant.    

12. Should the appeal not be resolved by using the Dispute Resolu(on Policy, the Organiza>on will appoint an 
independent Case Manager (who must not be in a conflict of interest) who has the following responsibili>es: 

a) Determine if the appeal falls under the scope of this Policy 
b) Determine if the appeal was submi]ed in a >mely manner 
c) Decide whether there are sufficient grounds for the appeal 
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13. If the appeal is denied on the basis of insufficient grounds, because it was not submi]ed in a >mely manner, 
or because it did not fall under the scope of this Policy, the Appellant will be no>fied, in wri>ng, of the 
reasons for this decision. This decision may not be appealed. 

14. If the Case Manager is sa>sfied there are sufficient grounds for an appeal, the Case Manager will appoint an 
Appeals Panel which shall consist of a single Arbitrator, to hear the appeal. In extraordinary circumstances, 
and at the discre>on of the Case Manager, a Panel of three persons may be appointed to hear the appeal. In 
this event, the Case Manager will appoint one of the Panel’s members to serve as the Chair.  

Procedure for Appeal Hearing 
15. The Case Manager shall no>fy the Par>es that the appeal will be heard. The Case Manager shall then decide 

the format under which the appeal will be heard. This decision is at the sole discre>on of the Case Manager 
and may not be appealed.  

16. If a Party chooses not to par>cipate in the hearing, the hearing will proceed in any event. 

17. The format of the hearing may involve an oral in-person hearing, an oral hearing by telephone or other 
electronic means, a hearing based on a review of documentary evidence submi]ed in advance of the 
hearing, or a combina>on of these methods. The hearing will be governed by the procedures that the Case 
Manager and the Panel deem appropriate in the circumstances, provided that: 

a) The hearing will be held within a >meline determined by the Case Manager 
b) The Par>es will be given reasonable no>ce of the day, >me and place of the hearing 
c) Copies of any wri]en documents which the par>es wish to have the Panel consider will be provided 

to all Par>es in advance of the hearing 
d) The Par>es may be accompanied by a representa>ve, advisor, or legal counsel at their own expense 
e) The Panel may request that any other individual par>cipate and give evidence at the hearing 
f) The Panel may allow as evidence at the hearing any oral evidence and document or thing relevant 

to the subject ma]er of the appeal, but may exclude such evidence that is unduly repe>>ous and 
shall place such weight on the evidence as it deems appropriate 

g) If a decision in the appeal may affect another party to the extent that the other party would have 
recourse to an appeal in their own right under this Policy, that party will become a party to the 
appeal in ques>on and will be bound by its outcome 

h) The decision to uphold or reject the appeal will be by a majority vote of Panel members 

18. In fulfilling its du>es, the Panel may obtain independent advice. 

Appeal Decision 
19. The Panel shall issue its decision, in wri>ng and with reasons, within fourteen (14) days aoer the hearing’s 

conclusion. In making its decision, the Panel will have no greater authority than that of the original decision-
maker. The Panel may decide to: 

a) Reject the appeal and confirm the decision being appealed 
b) Uphold the appeal and refer the ma]er back to the ini>al decision-maker for a new decision 
c) Uphold the appeal and vary the decision  

20. The Panel's wri]en decision, with reasons, will be distributed to all Par>es, the Case Manager, and the 
Organiza>on. In extraordinary circumstances, the Panel may first issue a verbal or summary decision soon 
aoer the hearing’s conclusion, with the full wri]en decision to be issued thereaoer. The decision will be 
considered a ma]er of public record unless decided otherwise by the Panel. 

Timelines 
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21. If the circumstances of the appeal are such that adhering to the >melines outlined by this Policy will not 
allow a >mely resolu>on to the appeal, the Case Manager and/or Panel may direct that these >melines be 
revised. 

ConfidenCality 
22. The appeals process is confiden>al and involves only the Par>es, the Case Manager, the Panel, and any 

independent advisors to the Panel. Once ini>ated and un>l a decision is released, none of the Par>es will 
disclose confiden>al informa>on to any person not involved in the proceedings. 

Final and Binding 

23. No ac>on or legal proceeding will be commenced against the Organiza>on or Individuals in respect of a 
dispute, unless the Organiza>on has refused or failed to provide or abide by the dispute resolu>on process 
and/or appeal process as set out in the Organiza>on’s governing documents. 
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EVENT DISCIPLINE PROCEDURE 

** This Event Discipline Procedure does not supersede or replace the Organiza(on’s Discipline and Complaints Policy ** 

DefiniCons 
1. The following terms have these meanings in this Policy:  

a) “Organiza(on” – PEI RoadRunners Club 
b) “Event” – An event sanc>oned by the Organiza>on 
c) “Individuals” – All categories of membership defined in the Organiza>on’s Bylaws, as well as all 

individuals employed by, or engaged in ac>vi>es with, the Organiza>on including, but not limited to, 
athletes, race directors, volunteers, commi]ee members, Directors and Officers of the Organiza>on, 
spectators at events, and parents/guardians of athletes 

Purpose 
2. The Organiza>on is commi]ed to providing a compe>>on environment in which all Individuals are treated 

with respect. This Procedure outlines how alleged misconduct during an Event will be handled. 

Scope and ApplicaCon of this Policy 
3. This Procedure will be applied to all the Organiza>on-sanc>oned Events unless the Event host states any 

modifica>ons to this Procedure (and the reasons for those modifica>ons) in the Event’s registra>on or 
invita>on package. Changes to this Procedure must also be outlined in the event host’s sanc>oning request, 
when applicable. 

4. If the Event is being sanc>oned by the Na>onal Sport Organiza>on (such as in the case of a Na>onal 
Championships), a na>onal or regional Games federa>on, or an interna>onal federa>on, the Event Discipline 
Procedure of the sanc>oning organiza>on will replace this procedure. Incidents involving Individuals 
connected with the Organiza>on (such as athletes, members, and Directors and Officers) must s>ll be 
reported to the Organiza>on to be addressed under the Organiza>on’s Discipline and Complaints Policy, if 
necessary.  

5. This Procedure does not replace or supersede the Organiza>on’s Discipline and Complaints Policy. Instead, 
this Procedure works in concert with the Discipline and Complaints Policy by outlining, for a designated 
person with authority at an event sanc>oned by the Organiza>on, the procedure for taking immediate, 
informal, or correc>ve ac>on in the event of a possible viola>on of the Organiza>on’s Code of Conduct and 
Ethics.  

Misconduct During Events 
6. Incidents that violate or poten>ally violate the Organiza>on’s Code of Conduct and Ethics, which can occur 

during a compe>>on, away from the area of compe>>on, or between par>es connected to the Event, shall 
be reported to a designated person (usually the head official or on-site convenor) responsible at the Event. 

7. The designated person at the Event shall use the following procedure to address the incident that violated or 
poten>ally violated the Organiza>on’s Code of Conduct and Ethics: 

a) No>fy the involved par>es that there has been an incident that violated or poten>ally violated the 
Organiza>on’s Code of Conduct and Ethics 

b) Convene a jury of either one person or three people (one of whom shall be designated the 
Chairperson), who shall not be in a conflict of interest or involved in the original incident, to 
determine whether the Organiza>on’s Code of Conduct and Ethics has been violated. The designated 
person at the Event may serve on the jury 

c) The jury will interview and secure statements from any witnesses to the alleged viola>on 
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d) If the viola>on occurred during a compe>>on, interviews will be held with the officials who 
officiated or observed the compe>>on 

e) The jury will secure a statement from the person(s) accused of the viola>on 
f) The jury will render a decision and determine a possible penalty 
g) The Chairperson of the jury will inform all par>es of the jury’s decision 

8. The penalty determined by the jury may include any of the following, singularly or in combina>on: 
a) Oral or wri]en warning 
b) Oral or wri]en reprimand 
c) Suspension from future compe>>ons at the Event 
d) Ejec>on from the Event 
e) Other appropriate penalty as determined by the jury 

9. The jury does not have the authority to determine a penalty that exceeds the dura>on of the Event. A full 
wri]en report of the incident and the jury’s decision shall be submi]ed to the Organiza>on following the 
conclusion of the Event. Further discipline may then be applied per the Organiza>on’s Discipline and 
Complaints Policy if necessary. 

10. Decisions made in the scope of this Procedure may not be appealed. 

11. This Procedure does not prohibit other Individuals from repor>ng the same incident to the Organiza>on to 
be addressed as a formal complaint under the Organiza>on’s Discipline and Complaints Policy. 

12. The Organiza>on shall record and track all reported incidents. 
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SOCIAL MEDIA POLICY 

DefiniCons 
1. The following terms have these meanings in this Policy: 

a) “Organiza(on” – PEI RoadRunners Club 
b) “Social media” – The catch-all term that is applied broadly to new computer-mediated 

communica>on media such as blogs, YouTube, Facebook, Instagram, Tumblr, Snapchat, and Twi]er. 
c) “Individuals” – Individuals engaged in ac>vi>es with, the Organiza>on including, but not limited to, 

athletes, race directors, volunteers, commi]ee members, medical and paramedical personnel, and 
Directors and Officers of the Organiza>on 

d) “Discipline Chair or Case Manager” – The person or organiza>on appointed by the Organiza>on to 
oversee management and administra>on of complaints, as applicable. 

Preamble 
2. The Organiza>on is aware that Individual interac>on and communica>on occurs frequently on social media. 

The Organiza>on cau>ons Individuals that any conduct falling short of the standard of behaviour required by 
the Organiza>on’s Code of Conduct and Ethics will be subject to the disciplinary sanc>ons iden>fied within 
the Organiza>on’s Discipline and Complaints Policy. 

ApplicaCon of this Policy 
3. This Policy applies to all Individuals. 

Conduct and Behaviour 
4. Per the Organiza>on’s Discipline and Complaints Policy and Code of Conduct and Ethics, the following social 

media conduct may be considered minor or major infrac>ons at the discre>on of the Discipline Chair or Case 
Manager: 

a) Pos>ng a disrespecsul, hateful, harmful, disparaging, insul>ng, or otherwise nega>ve comment on a 
social medium that is directed at an Individual, at the Organiza>on, or at other individuals connected 
with the Organiza>on 

b) Pos>ng a picture, altered picture, or video on a social medium that is harmful, disrespecsul, 
insul>ng, or otherwise offensive, and that is directed at an Individual, at the Organiza>on, or at other 
individuals connected with the Organiza>on 

c) Crea>ng or contribu>ng to a Facebook group, webpage, Instagram account, Twi]er feed, blog, or 
online forum devoted solely or in part to promo>ng nega>ve or disparaging remarks or commentary 
about the Organiza>on, its stakeholders, or its reputa>on 

d) Inappropriate personal or sexual rela>onships between Individuals who have a power imbalance in 
their interac>ons, such as between athletes and coaches, Directors and staff, officials and athletes, 
etc. 

e) Any instance of cyber-bullying or cyber-harassment between one Individual and another Individual 
(including a teammate, coach, opponent, volunteer, or official), where incidents of cyber-bullying 
and cyber-harassment can include but are not limited to the following conduct on any social 
medium, via text-message, or via email: regular insults, nega>ve comments, vexa>ous behaviour, 
pranks or jokes, threats, posing as another person, spreading rumours or lies, or other harmful 
behaviour. 

5. All conduct and behaviour occurring on social media may be subject to the Organiza>on’s Discipline and 
Complaints Policy at the discre>on of the Discipline Chair or Case Manager. 

Individuals ResponsibiliCes 
6. Individuals acknowledge that their social media ac>vity may be viewed by anyone; including the 

Organiza>on. 
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7. If the Organiza>on unofficially engages with an Individual in social media (such as by retwee>ng a tweet or 
sharing a photo on Facebook) the Individual may, at any >me, ask the Organiza>on to cease this 
engagement. 

8. When using social media, an Individual must model appropriate behaviour befidng the Individual’s role and 
status in connec>on with the Organiza>on. 

9. Removing content from social media aoer it has been posted (either publicly or privately) does not excuse 
the Individual from being subject to the Organiza>on’s Discipline and Complaints Policy.  

10. An individual who believes that an Individual’s social media ac>vity is inappropriate or may violate the 
Organiza>on’s policies and procedures should report the ma]er to the Organiza>on in the manner outlined 
by the Organiza>on’s Discipline and Complaints Policy.  
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Social Media Guidelines 

DefiniCons 
1. The following term has this meaning in these Guidelines: 

a) “Organiza(on” – PEI RoadRunners Club 
b) “Social media” – The catch-all term that is applied broadly to new computer-mediated 

communica>on media such as blogs, YouTube, Facebook, Instagram, Tumblr, Snapchat, and Twi]er 

Purpose 
2. These Guidelines provide athletes with >ps and sugges>ons for social media use. Athletes are strongly 

encouraged to develop their own strategy for social media use (either wri]en down or not) and ensure that 
their strategy for social media use is acceptable pursuant to the Organiza>on’s Code of Conduct and Ethics 
and Social Media Policy. 

3. Given the nature of social media as a con>nually developing communica>on sphere, the Organiza>on trusts 
its athletes to use their best judgment when interac>ng with social media. These Guidelines are not hard and 
fast rules or behavioural laws; but rather recommenda>ons that will inform athletes’ best judgment. 

Social Media Guidelines for Athletes/members 
4. The following >ps should be used by athletes to inform their own strategy for social media use: 

a) Set your privacy sedngs to restrict who can search for you and what private informa>on other 
people can see 

b) Coaches, teammates, officials, or opposing compe>tors may all add you to Facebook or follow you 
on Instagram or Twi]er. You are not required to follow anyone or be Facebook friends with anyone 

c) If you feel harassed by someone in a social medium, report it to your to the Organiza>on 
d) Do not feel pressure to join a fan page on Facebook or follow a Twi]er feed or Instagram account 
e) Content posted on a social medium, rela>ve to your privacy sedngs, is considered public. In most 

cases, you do not have a reasonable expecta>on of privacy for any material that you post 
f) Content posted to a social medium is almost always permanent – consider that other individuals 

may take screencaps of your content (even snapchats) before you can delete them 
g) Avoid pos>ng pictures of, or alluding to, par>cipa>on in illegal ac>vity such as: speeding, physical 

assault, harassment, drinking alcohol (if underage), and smoking marijuana 
h) Model appropriate behaviour in social media befidng your status as a) an elite athlete, and b) a 

member of your club and of the Organiza>on. As a representa>ve of the Organiza>on, you have 
agreed to the Organiza>on’s Code of Conduct and Ethics and must follow that Code when you post 
material and interact with other people through social media 

i) Be aware that your public Facebook page, Instagram account, or Twi]er feed may be monitored by 
the Organiza>on and content or behaviour demonstrated in social media may be subject to sanc>on 
under the Organiza>on’s Discipline and Complaints Policy 

Club ResponsibiliCes 
5. Clubs should not a]empt to impose social media restric>ons onto athletes. There are many situa>ons where 

social media contact is desirable and necessary; yet many situa>ons where social media contact is unwanted 
and risky. Athletes should be trusted, pursuant to the Organiza>on’s Code of Conduct and Ethics, to navigate 
social media using their best judgment. 

6. Clubs should monitor social media use by its athletes and should consider regular surveys and reviews to 
understand how athletes are using social media. Athletes may need to be reminded that behaviour in social 
media is s>ll subject to the Organiza>on’s Code of Conduct and Ethics and Social Media Policy. 
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7. Complaints and concerns about an athlete’s or a coach’s conduct or behaviour in social media can be 
addressed under the Organiza>on’s Discipline and Complaints Policy. 
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SCREENING POLICY 

DefiniCons 
1. The following terms have these meanings in this Policy: 

a) “Organiza(on” – PEI RoadRunners Club  
b) “Criminal Record Check (CRC)” – A search of the RCMP Canadian Police Informa>on Centre (CPIC) 

system for adult convic>ons 
c) “Local Police Informa(on (LPI)” – addi>onal convic>on and selected non-convic>on informa>on in 

na>onal and local police data sources which may be relevant to the posi>on sought 
d) “Enhanced Police Informa(on Check (E-PIC)” – a Criminal Record Check plus a search of local police 

informa>on. 
e) “Vulnerable Sector Check (VSC)” – a detailed check that includes a search of the RCMP Canadian 

Police Informa>on Centre (CPIC) system, local police informa>on, and the Pardoned Sex Offender 
database 

f) “Vulnerable Individuals” – A person under the age of 18 years old and/or a person who, because of 
age, disability or other circumstance, is in a posi>on of dependence on others or is otherwise at a 
greater risk than the general popula>on of being harmed by people in posi>ons of trust or authority 

Preamble 
2. The Organiza>on understands that screening commi]ee members and volunteers is a vital part of providing 

a safe spor>ng environment and has become a common prac>ce among sport organiza>ons that provide 
programs and services to the community. 

ApplicaCon of this Policy 
3. This Policy applies to all individuals whose posi>on with the Organiza>on is one of trust or authority which 

may relate to, at a minimum, finances, supervision, or Vulnerable Individuals.  

4. Not all individuals associated with the Organiza>on will be required to obtain a criminal record check or 
submit screening documents because not all posi>ons pose a risk of harm to the Organiza>on or to its 
par>cipants. The Organiza>on will determine which individuals will be subject to screening using the 
following guidelines (the Organiza>on may vary the guidelines at its discre>on): 

Level 1 – Low Risk - Individuals involved in low risk assignments who are not in a supervisory role, not 
direc>ng others, not involved with finances, and/or do not have unsupervised access to Vulnerable 
Individuals. Examples: 

a) Parents, youth, or volunteers who are helping out on a non-regular or informal basis 
b) Race Directors 
c) Commi]ee members 

Level 2 – Medium Risk – Individuals involved in medium risk assignments who may be in a supervisory 
role, may direct others, may be involved with finances, and/or who may have limited access to 
Vulnerable Individuals. Examples: 

a) President of the organiza>on 
b) Treasurer 

Level 3 – High Risk – Individuals involved in high risk assignments who occupy posi>ons of trust and/or 
authority, have a supervisory role, direct others, are involved with finances, and who have frequent or 
unsupervised access to Vulnerable Individuals. Examples: 

a) N/A 

Screening CommiQee 
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5. The implementa>on of this policy is the responsibility of the Organiza>on’s Screening Commi]ee which is a 
commi]ee of either one (1) or three (3) members appointed by the Organiza>on. The Organiza>on will 
ensure that the members appointed to the Screening Commi]ee possess the requisite skills, knowledge and 
abili>es to accurately screening documents and render decisions under this Policy.  

6. The Screening Commi]ee will carry out its du>es, in accordance with the terms of this policy, independent 
of the Board. 

7. The Screening Commi]ee is responsible for reviewing all documents submi]ed and, based on the review, 
making decisions regarding the appropriateness of individuals filling posi>ons within the Organiza>on. In 
carrying out its du>es, the Screening Commi]ee may consult with independent experts including lawyers, 
police, risk management consultants, volunteer screening specialists, or any other person.  

Screening Requirements 
8. It is the Organiza>on’s policy that when an individual is first engaged by the Organiza>on: 

a) Level 1 individuals will: 
i. Complete an Applica>on Form (Appendix A) 
ii. Complete a Screening Disclosure Form (Appendix B) 
iii. Par>cipate in training, orienta>on, and monitoring as determined by the Organiza>on 

b) Level 2 individuals will: 
i. Complete an Applica>on Form 
ii. Complete a Screening Disclosure Form 
iii. Complete and provide an E-PIC 
iv. Provide one le]er of reference related to the posi>on  
v. Par>cipate in training, orienta>on, and monitoring as determined by the Organiza>on 

c) Level 3 individuals will: 
i. Complete an Applica>on Form 
ii. Complete a Screening Disclosure Form 
iii. Complete and provide an E-PIC and a VSC 
iv. Provide one le]er of reference related to the posi>on 
v. Par>cipate in training, orienta>on, and monitoring as determined by the Organiza>on 

d) If an individual subsequently receives a charge, convic>on for, or is found guilty of, an offense they 
will report this circumstance immediately to the Organiza>on. Addi>onally, the individual will inform 
the Organiza>on of any changes in their circumstance that would alter their original responses in 
their Screening Disclosure Form. 

e) If the Organiza>on learns that an individual has provided false, inaccurate, or misleading 
informa>on, the individual will immediately be removed from their posi>on and may be subject to 
further discipline in accordance with the Organiza>on’s Discipline and Complaints Policy. 

Young People 
9. The Organiza>on defines a young person as someone who is younger than 18 years old. When screening 

young people, the Organiza>on will: 
a) Not require the young person to obtain a VSC or E-PIC; and 
b) In lieu of obtaining a VSC or E-PIC, require the young person to submit up to two (2) addi>onal 

le]ers of reference. 

10. Notwithstanding the above, the Organiza>on may ask a young person to obtain a VSC or E-PIC if the 
Organiza>on suspects the young person has an adult convic>on and therefore has a criminal record. In these 

 39



circumstances, the Organiza>on will be clear in its request that it is not asking for the young person’s youth 
record. The Organiza>on understands that it may not request to see a young person’s youth record. 

Renewal 
11. Unless the Screening Commi]ee determines, on a case-by-case basis, to modify the submission 

requirements, individuals who are required to submit an E-PIC, Screening Disclosure Form, VSC, or Screening 
Renewal Form, are required to submit the documents as follows: 

a) An E-PIC every three years 
b) A Screening Disclosure Form every three years 
c) A Screening Renewal Form (Appendix C) every year 
d) A Vulnerable Sector Check once 

12. The Screening Commi]ee may request that an individual provide any of the above documents at any >me. 
Such request will be in wri>ng and reasons will be provided for the request. 

OrientaCon, Training, and Monitoring 
13. The type and amount of orienta>on, training, and monitoring will be based on the individual’s level of risk, at 

the Organiza>on’s discre>on. 

14. Orienta>on may include, but is not limited to: introductory presenta>ons, facility tours, equipment 
demonstra>ons, parent/athlete mee>ngs, mee>ngs with colleagues and supervisors, orienta>on manuals, 
orienta>on sessions, and increased supervision during ini>al tasks or ini>al period of engagement. 

15. Training may include, but is not limited to: cer>fica>on courses, online learning, mentoring, workshop 
sessions, webinars, on-site demonstra>ons, and peer feedback. 

16. At the conclusion of orienta>on and training, the individual will be required to acknowledge, in wri]en form, 
that they have received and completed the orienta>on and training. 

17. Monitoring may include but is not limited to: wri]en or oral reports, observa>ons, tracking, electronic 
surveillance (e.g., facility security cameras), and site visits. 

How to Obtain an E-PIC or VSC 
18. An E-PIC may be obtained online via h]p://www.backcheck.net/e-pic.htm 

OR, IF APPLICABLE 

19. The Organiza>on has joined the Coaching Associa>on of Canada’s Responsible Coaching Movement and 
therefore has access to the E-PIC at a discounted rate. Individuals can obtain an E-PIC via h]ps://
www.sterlingtalentsolu>ons.ca/landing-pages/c/cac_ace/  

20. Individuals may only obtain a VSC by visi>ng an RCMP office or police sta>on, submidng two pieces of 
government-issued iden>fica>on (one of which must have a photo), and comple>ng any required 
paperwork. Fees may also be required. 

21. Fingerprin>ng may be required if there is a posi>ve match with the individual’s gender and birth date. 

22. The Organiza>on understands that it may be required to assist an individual with obtaining a VSC. The 
Organiza>on may need to submit a Request for VSC (Appendix D) or complete other documenta>on 
describing the nature of the organiza>on and the individual’s role with vulnerable individuals.  

Procedure 
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23. Screening documents must be submi]ed to the following individual: 

[ organizaCon to insert name and email address of screening commiQee chair ] 

24. An individual who refuses or fails to provide the necessary screening documents will be ineligible to 
volunteer or apply for the posi>on sought. The individual will be informed that their applica>on and/or 
posi>on will not proceed un>l such >me as the screening documents are submi]ed.   

25. The Organiza>on understands that there may be delays in receiving the results of an E-PIC or a VSC. At its 
discre>on, the Organiza>on may permit the individual to par>cipate in the role during the delay. The 
Organiza>on may withdraw this permission at any >me and for any reason. 

26. The Organiza>on recognizes that different informa>on will be available depending on the type of screening 
document that the individual has submi]ed. For example, an E-PIC may show details of a specific offense, or 
not, and/or a VSC may be returned with specific informa>on or simply a no>fica>on indica>ng ‘cleared’ or 
‘not cleared’. The Screening Commi]ee will use its exper>se and discre>on when making decisions based on 
the screening documents that have been submi]ed. 

27. Following the review of the screening documents, the Screening Commi]ee will decide: 
a) The individual has passed screening and may par>cipate in the desired posi>on; 
b) The individual has passed screening and may par>cipate in the desired posi>on with condi>ons; 
c) The individual has not passed screening and may not par>cipate in the desired posi>on; or 
d) More informa>on is required from the individual. 

28. In making its decision, the Screening Commi]ee will consider the type of offense, date of offense, and 
relevance of the offense to the posi>on sought.  

29. The Screening Commi]ee must decide that an individual has not passed screening if the screening 
documenta>on reveals any of the following: 

a) If imposed in the last three years:  
i. Any offense involving the use of a motor vehicle, including but not limited to impaired driving 
ii. Any offense for trafficking and/or possession of drugs and/or narco>cs 
iii. Any offense involving conduct against public morals 

b) If imposed in the last ten years:  
i. Any crime of violence including but not limited to, all forms of assault 
ii. Any offense involving a minor or minors 

c) If imposed at any >me:  
i. An individual’s convic>on for any of the following Criminal Code offenses: 

a. Any offense of physical or psychological violence 
b. Any crime of violence including but not limited to, all forms of assault  
c. Any offense involving trafficking of illegal drugs 
d. Any offense involving the possession, distribu>on, or sale of any child-related 

pornography 
e. Any sexual offense 
f. Any offense involving theo or fraud 

CondiCons and Monitoring 
30. Excluding the incidents above which, if revealed, would cause the individual to not pass screening, the 

Screening Commi]ee may determine that incidents revealed on an individual’s screening documents may 
allow the individual to pass the screening process and par>cipate in a desired posi>on with condi(ons 
imposed. The Screening Commi]ee may apply and remove condi>ons at its discre>on and will determine 
the means by which adherence to condi>ons may be monitored. 
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Records 
31. All records will be maintained in a confiden>al manner and will not be disclosed to others except as required 

by law, or for use in legal, quasi-legal, or disciplinary proceedings. 

32. The records kept by the Organiza>on as part of the screening process include but are not limited to: 
a) An individual’s Vulnerable Sector Check 
b) An individual’s E-PIC (for a period of three years) 
c) An individual’s Screening Disclosure Form (for a period of three years) 
d) An individual’s Screening Renewal Form (for a period of one year) 
e) Records of any condi>ons a]ached to an individual’s registra>on by the Screening Commi]ee 
f) Records of any discipline applied to any individual by the Organiza>on or by another sport 

organiza>on 
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Appendix A – ApplicaCon Form 

Note: Individuals who are applying to volunteer or work within certain posi(ons with the Organiza(on must 
complete this Applica(on Form. Individuals need to complete an Applica(on Form once for the posi(on sought. If 
the individual is applying for a new posi(on within the Organiza(on, a new Applica(on Form must be submi_ed. 

NAME: __________________________________________________________________________________ 
 First      Middle      Last  

CURRENT PERMANENT ADDRESS:  

____________________________________________________________________________________ 
Street    City   Province   Postal 

DATE OF BIRTH: _______________________ GENDER IDENTITY: ________________ 
       Month/Day/Year 

EMAIL:  _________________________  PHONE: __________________________ 

POSITION SOUGHT: ______________________________________________ 

By signing this document below, I agree to adhere to the Organiza>on’s policies and procedures, including but 
not limited to the Code of Conduct and Ethics, Conflict of Interest Policy, Privacy Policy, and Screening Policy. The 
Organiza>on’s policies are located at the following link: [organizaCon to insert website link to policies] 

I recognize that I must pass certain screening requirements depending on the posi>on sought, as outlined in the 
Screening Policy, and that the Screening Commi]ee will determine my eligibility to volunteer or work in the 
posi>on. 

NAME (print):  ________________________  DATE: __________________________ 

SIGNATURE:  _________________________   
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Appendix B – Screening Disclosure Form 

NAME: __________________________________________________________________________________ 
 First      Middle      Last  

OTHER NAMES YOU HAVE USED: ____________________________________________ 

CURRENT PERMANENT ADDRESS:  

_________________________________________________________________________________ 
Street    City   Province   Postal 

DATE OF BIRTH: ________________________________ GENDER IDENTITY: ________________ 
           Month/Day/Year 

CLUB (if applicable): ____________________________ EMAIL:  _________________________ 

Note: Failure to disclose truthful informa(on below may be considered an inten(onal omission and the loss of 
volunteer responsibili(es or other privileges 

1. Do you have a criminal record? If so, please complete the following informaCon for each convic*on. AQach 
addiConal pages as necessary. 

Name or Type of Offense: ________________________________________________________ 

Name and Jurisdic>on of Court/Tribunal: ___________________________________________ 

Year Convicted: _______________________________________________________________ 

Penalty or Punishment Imposed: ________________________________________________ 

Further Explana>on: ________________________________________________________ 

2. Have you ever been disciplined or sancConed by a sport governing body or by an independent body 
(e.g., private tribunal, government agency, etc.) or dismissed from a coaching or volunteer posiCon? If 
so, please complete the following informaCon for each disciplinary acCon or sancCon. AQach 
addiConal pages as necessary. 

Name of disciplining or sanc>oning body: _________________________________________________ 

Date of discipline, sanc>on or dismissal: __________________________________________________ 

Reasons for discipline, sanc>on or dismissal: ______________________________________________ 

Penalty or Punishment Imposed: ________________________________________________________ 

Further Explana>on: _________________________________________________________________ 

3. Are criminal charges or any other sancCons, including those from a sport body, private tribunal or 
government agency, currently pending or threatened against you?  If so, please complete the following 
informaCon for each pending charge or sancCon. AQach addiConal pages as necessary. 
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Name or Type of Offense: __________________________________________________________ 

Name and Jurisdic>on of Court/Tribunal: ______________________________________________ 

Name of disciplining or sanc>oning body: _________________________________________________ 
  
Further Explana>on: _______________________________________________________________ 
  
PRIVACY STATEMENT 

By comple>ng and submidng this Screening Disclosure Form, I consent and authorize the Organiza>on to 
collect, use and disclose my personal informa>on, including all informa>on provided on the Screening Disclosure 
Form as well as my Enhanced Police Informa>on Check and/or Vulnerable Sector Check (when permi]ed by law) 
for the purposes of screening, implementa>on of the Organiza>on’s Screening Policy, administering membership 
services, and communica>ng with Na>onal Sport Organiza>ons, Provincial Sport Organiza>ons, Sport Clubs, and 
other organiza>ons involved in the governance of sport. The Organiza>on does not distribute personal 
informa>on for commercial purposes. 

CERTIFICATION 

I hereby cer>fy that the informa>on contained in this Screening Disclosure Form is accurate, correct, truthful and 
complete.  

I further cer>fy that I will immediately inform the Organiza>on of any changes in circumstances that would alter 
my original responses to this Screening Disclosure Form. Failure to do so may result in the withdrawal of 
volunteer responsibili>es or other privileges and/or disciplinary ac>on. 

NAME (print):  ________________________  DATE: __________________________ 

SIGNATURE:  _________________________   
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Appendix C – Screening Renewal Form 

NAME: __________________________________________________________________________________ 
 First      Middle      Last  

CURRENT PERMANENT ADDRESS:  

____________________________________________________________________________________ 
Street    City   Province   Postal 

DATE OF BIRTH: _______________________ GENDER IDENTITY: ________________ 
       Month/Day/Year 

EMAIL:  _________________________  PHONE: __________________________ 

By signing this document below, I cer>fy that there have been no changes to my criminal record since I last 
submi]ed an Enhanced Police Informa>on Check and/or Vulnerable Sector Check and/or Screening Disclosure 
Form to the Organiza>on. I further cer>fy that there are no outstanding charges and warrants, judicial orders, 
peace bonds, proba>on or prohibi>on orders, or applicable non-convic>on informa>on, and there have been no 
absolute and condi>onal discharges.  

I agree that any Enhanced Police Informa>on Check and/or Vulnerable Sector Check and/or Screening Disclosure 
Form that I would obtain or submit on the date indicated below would be no different than the last Enhanced 
Police Informa>on Check and/or Vulnerable Sector Check and/or Screening Disclosure Form that I submi]ed to 
the Organiza>on. I understand that if there have been any changes, or if I suspect that there have been any 
changes, it is my responsibility to obtain and submit a new Enhanced Police Informa>on Check and/or Vulnerable 
Sector Check and/or Screening Disclosure Form to the Organiza>on’s Screening Commi]ee instead of this form. 

I recognize that if there have been changes to the results available from the Enhanced Police InformaCon 
Check and/or Vulnerable Sector Check and/or Screening Disclosure Form, and that if I submit this form 
improperly, then I am subject to disciplinary acCon and/or the removal of volunteer responsibiliCes or other 
privileges at the discreCon of the Screening CommiQee.  

NAME (print):  ________________________  DATE: __________________________ 

SIGNATURE:  _________________________   
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Appendix D – Request for Vulnerable Sector Check 

Note: The Organiza(on will be required to modify this le_er to adhere to any requirements from the VSC provider 

INTRODUCTION 

The Organiza>on is reques>ng a Vulnerable Sector Check for _____________ [insert individual’s full name] who 
iden>fies as a _____________ [insert gender iden>ty] and who was born on ______________ [insert birthdate]. 

DESCRIPTION OF ORGANIZATION 

The Organiza>on is a not-for-profit [na>onal, provincial, local] organiza>on for the sport of [insert sport] located 
in [loca>on]. 

[Insert addi>onal descrip>on] 

DESCRIPTION OF ROLE 

_____________ [insert individual’s name] will be ac>ng as a _____________ [insert individual’s role]. In this role, 
the individual will have access to vulnerable individuals. 

[Insert addi>onal informa>on re: type and number of vulnerable individuals, frequency of access, etc.] 

CONTACT INFORMATION 

If more informa>on is required from the Organiza>on, please contact the Screening Commi]ee Chair: 

[Insert informa>on for Screening Commi]ee Chair] 

Signed:  ____________________________     Date: ____________________________ 
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RISK MANAGEMENT POLICY 

DefiniCons 
1. The following terms have these meanings in this Policy: 

a) “Organiza(on” – PEI RoadRunners 
b) “Individuals” – refers to all categories of members and/or registrants defined in the Bylaws of the 

Organiza>on, as well as all people employed by, contracted by, or engaged in ac>vi>es with the 
Organiza>on including, but not limited to, athletes, race directors, volunteers, commi]ee members, 
parents or guardians, spectators, and Directors and Officers 

c) “Risk” – The effect of uncertainty on achieving desired outcomes. 
d) “Risk Management” – An integrated, documented and system-wide process used to iden>fy, assess 

and treat risks so as to be]er achieve desired outcomes and reflect the organiza>on’s values 

Preamble 
2. The Organiza>on is commi]ed to managing risks by ensuring its decisions and ac>ons reflect established 

standards and organiza>onal values. 

Purpose 
3. The purpose of this Policy is to provide a guiding statement on how risks will be managed within the 

Organiza>on. In general, the Organiza>on views risk management as a comprehensive approach to 
improving organiza>onal performance.  

4. This policy has other purposes, namely: 
a) Reinforcing an understanding of risk management as having a broad focus, beyond merely 

preven>ng lawsuits and financial losses 
b) Performing an educa>onal func>on for staff and the Board 
c) Over the longer term, contribu>ng to enhancing a ‘risk management culture’ within the 

Organiza>on 

5. Ul>mately, successful risk management has the following benefits: 
a) Prevents or limits injury or losses to par>cipants, volunteers and staff 
b) Helps to protects the Organiza>on and its members against unnecessary li>ga>on 
c) Ensures that the Organiza>on is compliant with all applicable laws, regula>ons and standards 
d) Improves the quality and relevance of the programs and services that the Organiza>on provides to 

its members, partners and sponsors 
e) Promotes improved business management and human resource management prac>ces 
f) Enhances the Organiza>on’s brand, reputa>on and image in the community 
g) Overall, enhances the Organiza>on’s ability to achieve its strategic objec>ves 

Principles 
6. The Interna>onal Standard Organiza>on (ISO 31000:2009E) risk management principles are: 

a) Risk management creates and protects value 
b) Risk management is an integral part of all organiza>onal processes 
c) Risk management is part of decision making 
d) Risk management explicitly addresses uncertainty 
e) Risk management is systema>c, structures and >mely 
f) Risk management is based on the best available informa>on 
g) Risk management is tailored 
h) Risk management considers human and cultural factors into account 
i) Risk management is transparent and inclusive 
j) Risk management is dynamic, itera>ve and responsive to change 
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k) Risk management facilitates con>nual improvement of the organiza>on 

Scope and Authority – Risk Manager 
7. The [insert individual] is the designated Risk Manager for the Organiza>on and is responsible for the 

implementa>on, maintenance, and communica>on of this policy. This policy applies to all decision and 
ac>vi>es undertaken on behalf of the Organiza>on. 

Policy 
8. The Organiza>on makes the following commitments: 

a) Ac>vi>es and events undertaken by the Organiza>on will incorporate the principles of risk 
management 

b) Systema>c and explicit steps will be taken to iden>fy, assess, manage and communicate risks facing 
the Organiza>on in a >mely fashion 

c) Risk mi>ga>on strategies will be reasonable and will reflect the reasonable standard of care in any 
circumstance (where standard of care is determined by wri]en/published standards, industry 
prac>ces, established case law precedent, and common sense) 

9. The Organiza>on acknowledges that risk management is a broad ac>vity and a shared responsibility. All 
Directors, Officers, staff, and volunteers have an ongoing responsibility to take appropriate measures within 
their scope of authority and responsibility to iden>fy, assess, manage and communicate risks to those that 
they report to including but not limited to, the Risk Manager.   

Risk Tolerance 
10. The ‘significance of a risk’ refers to the combined ranking of the possibility/likelihood of a risk occurring and 

the consequence should it occur. 

11. Possibility (P) 
a) Unlikely – less likely to happen than not; occurs every 5 years 
b) Possible – just as likely to happen as not; occurs once every year 
c) Probably – more likely to happen than not; occurs once a month 
d) Almost certain – sure to happen; occurs once a week 

12. Consequence (C) 
a) Minor – will have an impact on the achievement of the objec>ve that can be dealt with through 

small internal adjustments 
b) Moderate – will have an impact on some aspect of the achievement of the objec>ve that will 

require changes to strategy or program delivery that may require a delay or increase in cost 
c) Serious – will significantly impact the achievement of the objec>ve and require addi>onal >me, 

resources, costs, and thought 
d) Catastrophic – will have a debilita>ng impact on the achievement of the objec>ve; staff and board 

need to devote full >me resources to managing the situa>on 

Commitment  
13. Risks are iden>fied by both Directors and staff on an ongoing basis. All Low-to-Medium risks are managed by 

the Risk Manager and captured within program documents.  

14. Risks that arise and considered to be High to Very High are treated as follows: 
a) If a High is iden>fied, it must be communicated to the President or senior staff person within 48 of 

the risk being iden>fied. The individual will take all reasonable measures to manage the risk 
including, but not limited to, seeking the advice from other Board members, consul>ng external 
experts, etc. Once the individual feels that the risk has been managed or is in the process of being 
resolved, the Board will be advised using the most appropriate communica>ons, which depending 
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on the nature of the risk, may include an issue document, sharing at the next mee>ng, or calling a 
separate Board mee>ng to keep the Board informed. 

b) If a Very High risk has been iden>fied, the President must be contacted immediately. The President 
and senior staff person will determine the most appropriate ac>on and if appropriate, may organize 
a Board mee>ng within 48 of the risk arising. It is understood that factors may arise that prevent 
this from happening including >me zone, availability, nature of the risk, etc. All reasonable efforts 
will be made to manage the risk as it occurs, taking the necessary measures including, not to limited 
to, seeking the advice from internal partners, other Board members and external experts.  

Procedures 
15. Managing risks involves three steps: 

a) Iden>fying poten>al risks using an informed, environmental scan approach 
b) Assessing the significance of a risk by considering its likelihood and consequences 
c) Developing and implemen>ng measures to address those risks deemed significant by reducing 

likelihood, consequences or both 

16. Risks arise from a number of categories of the opera>ons of the Organiza>on. The following categories will 
be used when iden>fying risks: 

a) OperaConal / Program Risks 

Risks related to the development, sanc>oning, and implementa>on of programs; management of 
human resources, including staff and volunteers; organiza>onal capacity to meet member and 
stakeholder expecta>ons. 

Technology and intellectual property risks related to the purchase, leasing, use, and storage of all 
hardware and sooware, programs, data, records, informa>on including the protec>on of all 
intellectual property assets. 

b) Compliance Risks 

Risks related to failure to comply with exis>ng laws and regula>ons governing employment, privacy, 
and workplace safety. Also includes complying with an>-doping policies, Sport Canada, other agency 
standards for funding and accountability, and the fulfillment of contractual obliga>ons. 

c) CommunicaCon Risks 

Risks related to internal and external communica>ons, informa>on management systems, crisis and 
issues management, media rela>ons, image and reputa>on management, missed opportuni>es to 
promote and exploit successful outcomes, management of intellectual property, social media 
opportuni>es and pisalls, confiden>ality. 

d) External Risks 

Risks that are not in direct control of the organiza>on such as funding frameworks from government 
and other agencies; rela>ons with governments, games organiza>ons and interna>onal federa>ons; 
security threats/risks, involvement in other sport partnerships; hos>ng decisions and requirements; 
changing poli>cal priori>es. 

e) Governance Risks 
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Risks related to clarity of roles and responsibili>es, decision-making and oversight, organiza>onal 
structure and performance; management of disputes and conflict of interest, planning for diversity 
and succession of the Board and commi]ees, reten>on of corporate knowledge, staying current with 
trends affec>ng the Organiza>on. 

f) Financial Risks 

Risks related to financial monitoring and repor>ng, flexibility to control and direct funds, sponsorship 
a]rac>on and reten>on, currency exchange rates, investment and management of reserve funds, 
protec>on of revenue streams, long-term financial sustainability. 

g) Health and Safety of Athletes 

Risks related to the safety of athletes, abuse and/or harassment of athletes, prac>ce or compe>>on 
environment, equipment, and progressive training of athletes.  

17. All risks faced by the Organiza>on can be addressed by one or more of the following four general strategies: 
a) Retain the risk – no ac>on is taken because the possibility and consequence of the risk is low. It may 

also be that the risk is inherent in the ac>vity itself and thus can be accepted in its present form. 
b) Reduce the risk – steps are taken to reduce the possibility of the risk, and/or its poten>al 

consequences, through efforts such as improved planning, policies, delivery, supervision, 
monitoring, or educa>on. 

c) Transfer the risk – accept the level of risk but transfer some or all of it to others through the use of 
insurance, waiver of liability agreements or other business contracts. 

d) Avoid the risk – eliminate the risk by avoiding the ac>vity giving rise to the risk – in other words, 
simply decide NOT to do something, or to eliminate some ac>vity or ini>a>ve. 

18. The above general strategies translate into a variety of risk control measures, which for the Organiza>on may 
include, but are not limited to: 

a) Development of policies, procedures, standards and rules 
b) Effec>ve communica>on 
c) Educa>on, instruc>on, professional development and specialized training 
d) Ensuring a core set of organiza>onal values have been iden>fied, defined and communicated 

throughout the organiza>on 
e) Adherence to minimum, mandatory qualifica>ons and/or cer>fica>ons for key staff and leaders 
f) Use of robust and legally sound contracts (i.e., employment agreements, contractor agreements, 

partnership agreements) 
g) Improving role clarity through use of wri]en posi>on descrip>ons and commi]ee terms of 

reference 
h) Supervision and monitoring of staff, volunteers, par>cipants and ac>vi>es 
i) Establishing and communica>ng procedures to handle concerns, complaints and disputes 
j) Implemen>ng schedules for regular review, maintenance, repair and replacement of equipment 
k) Preparing procedures and protocols for emergency response and crisis management 
l) Use of warnings, signage, par>cipa>on agreements and waiver of liability agreements where 

warranted 
m) Purchasing appropriate insurance coverage for all ac>vi>es and reviewing regularly 

ReporCng and CommunicaCon 
19. To ensure that risk management remains a high priority within the Organiza>on and to promote an 

organiza>onal culture that embraces a risk management perspec>ve, risk management will be a standing 
item on the agenda of every regular Board mee>ng, so that staff (if applicable) and Execu>ves can provide 
updates as required. 
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20. The Organiza>on recognizes that communica>on is an essen>al part of risk management. This policy will be 
communicated to the execu>ve, commi]ee members and volunteers and the Organiza>on will encourage all 
members to communicate their risk management issues and concerns. 

Insurance 
21. The Organiza>on maintains a comprehensive insurance program that provides General Liability, Accident and 

Directors and Officers Errors and Omissions coverage to the directors, officers, staff, members, volunteers 
and sponsors of the Organiza>on. On every review of this policy, the Organiza>on will consult with the 
insurance provider to determine if there are any emerging gaps, issues, or deficiencies to be addressed 
through insurance renewal. Not all risks are insurable. However, as part of its commitment to risk 
management, the Organiza>on will take all reasonable steps to ensure that insurance coverage is available 
for essen>al ac>vi>es. 
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ATHLETE PROTECTION GUIDELINES 

DefiniCons 
1. The following terms have these meanings in these Guidelines: 

a) “Organiza(on” – PEI RoadRunners CLub 
b) “Person in Authority” – An Individual who holds a posi>on of authority within the Organiza>on 

including, but not limited to, support personnel, chaperones, and Directors 

Purpose 
2. These athlete protec>on guidelines describe how Persons in Authority can maintain a safe sport environment 

for athletes. 

Rule of Two 
3. The Organiza>on will strongly recommend the ‘Rule of Two’ for all Persons in Authority who interact with 

athletes. The Coaching Associa>on of Canada defines the ‘Rule of Two’ as: 
a) The ‘Rule of Two’ means that no one from this organisa>on is never alone or out of sight with a 

minor athlete. All one-on-one interac>ons between a someone from this organisa>on and an 
athlete must take place within earshot and in view of the other people except for medical 
emergencies.  

4. To ensure adherence to the ‘Rule of Two’, the Organiza>on will ensure: 
a) Teams or groups of athletes will always have at least two Persons in Authority with them  
b) Screened parents or other volunteers will be available in situa>ons when two Persons in Authority 

cannot be present 
c) For teams consis>ng of athletes of just one gender iden>ty, a Person in Authority of the same 

gender iden>ty should be available to par>cipate or a]end every interac>on and for teams 
consis>ng of athletes of more than one gender iden>ty (e.g., co-ed teams), a Person in Authority of 
each gender iden>fy should be available to par>cipate or a]end every interac>on 

d) These guidelines with parents and guardians and them to help iden>fy situa>ons, and acknowledge 
instances, when the club or team was not following the Rule of Two 

CommunicaCons 
5. The Organiza>on will strongly recommend the following communica>on guidelines for all adults in a posi>on 

of authority who interact with athletes: 
a) Group messages, group emails or team pages are to be used as the regular method of 

communica>on between Persons in Authority and athletes 
b) Persons in Authority may only send personal texts, direct messages on social media or emails to 

individual athletes when necessary and only for the purpose of communica>ng informa>on related 
to team issues and ac>vi>es (e.g., non-personal informa>on) 

c) Parents and guardians have the right to request that their child not be contacted by Persons in 
Authority using any form of electronic communica>on and/or to request that certain informa>on 
about their child may not be distributed in any form of electronic communica>ons 

d) The content of all electronic communica>on between Persons in Authority and athletes must be 
professional in tone and for the purpose of communica>ng informa>on related to team issues or 
ac>vi>es 

e) All communica>on between Persons in Authority and athletes must be between the hours of 
6:00am and midnight unless extenua>ng circumstances exist 

f) No communica>on concerning drugs or alcohol use (unless regarding its prohibi>on) is permi]ed  
g) No sexually explicit language or imagery or sexually oriented conversa>on is permi]ed  
h) Persons in Authority are not permi]ed to ask athletes to keep a secret for them 
i) A Person in Authority should not become overly-involved in an athlete’s personal life 
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Travel 
6. The Organiza>on will strongly recommend the following travel guidelines for all coaches and other adults in a 

posi>on of authority who travel with athletes: 
a) A Person in Authority may not be alone in a car with an athlete unless the Person in Authority is the 

athlete’s parent or guardian 
b) A Person in Authority may not share a room or be alone in a hotel room with an athlete unless the 

Person in Authority is the athlete’s parent or guardian 
c) Room or bed checks during overnight stays must be done by two Persons in Authority 
d) For overnight travel when athletes share a hotel room, roommates will be age-appropriate (e.g., 

within 2 years of age) and of the same gender iden>ty 

Locker Room / Changing Area / MeeCng Room 
7. The Organiza>on will strongly recommend the following guidelines for the locker room, changing area, and 

mee>ng rooms: 
a) Interac>ons between a Person in Authority and an individual athlete should not occur in any room 

where there is a reasonable expecta>on of privacy such as the locker room, mee>ng room, 
restroom, or changing area. A second Person in Authority should be present for any necessary 
interac>on in any such room 

b) If Persons in Authority are not present in the locker room or changing area, or if they are not 
permi]ed to be present, they should s>ll be available outside the locker room or changing area and 
be able to enter the room or area if required 

Photography / Video 
8. The Organiza>on will strongly recommend the following photography / video guidelines: 

a) Parents/guardians should sign a photo release form (i.e., as part of the registra>on process) that 
describes how an athlete’s image may be used by the Organiza>on 

b) Photographs and video may only be taken in public view, must observe generally accepted 
standards of decency, and be both appropriate for and in the best interest of the athlete. 

c) The use of recording devices of any kind in rooms where there is a reasonable expecta>on of privacy 
is strictly prohibited.  

d) Examples of photos that should be edited or deleted include: 
i. Images with misplaced apparel or where undergarments are showing 
ii. Sugges>ve or provoca>ve poses  
iii. Embarrassing images 

e) Without parent or legal guardian’s consent, in the case of a Minor athlete, or an adult athlete’s 
consent (a) athletes may not be photographed or filmed; and (b) no images of athletes may be 
posted publicly or privately. If consent is given, it may be revoked at any >me 

Physical Contact 
9. The Organiza>on understands that some physical contact between Persons in Authority and athletes may be 

necessary for various reasons including, but not limited to, teaching a skill or tending to an injury. The 
Organiza>on will strongly recommend the following touch guidelines: 

a) Unless it is not possible because of serious injury or other circumstance, a Person in Authority 
should always clarify with an athlete where and why any touch will occur. The Person in Authority 
must make clear that he or she is reques(ng to touch the athlete and not requiring the physical 
contact 

b) Infrequent, non-inten>onal physical contact, par>cularly contact that arises out of an error or a 
misjudgment on the part of the athlete during a training session, is permi]ed 

c) Making amends, such as an apology or explana>on, is encouraged to further help educate athletes 
on the difference between appropriate and inappropriate contact 

d) Hugging, cuddling, physical horseplay, and physical contact ini>ated by the Person in Authority is not 
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permi]ed. The Organiza>on is aware that some younger athletes may ini>ate hugging or other 
physical contact with a Person in Authority for various reasons (e.g., such as crying aoer a poor 
performance) but this physical contact should always be limited. 

Sport-Specific Guidelines 
10.The Organiza>on strongly recommend the following sport-specific guidelines: 

a) A Person in Authority should never be alone with an athlete prior to or following a compe>>on or 
prac>ce, unless the Person in Authority is the athlete’s parent or guardian. If the athlete is the first 
athlete to arrive, the athlete’s parent should remain un>l another athlete or Person in Authority 
arrives. Similarly, if an athlete would poten>ally be alone with a Person in Authority following a 
compe>>on or prac>ce, the Person in Authority should ask another Person in Authority (or a parent 
or guardian of another athlete) to stay un>l all the athletes have been picked up. If an adult is not 
available then another athlete should be present in order to avoid the Person in Authority being 
alone with a single athlete 

b) Persons in Authority giving instruc>ons, demonstra>ng skills, or facilita>ng drills or lessons to an 
individual athlete should always be doing so within earshot and eyesight of another Person in 
Authority 
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VOLUNTEER TRAINING 

DefiniCons 

1.  The following terms have these meanings in these Guidelines: 
a) “Organiza(on” – PEI RoadRunners Club 

2. Purpose 
Provide guidance and direc>on to the Board members, Race Directors and volunteers. This volunteer training 
outline is to be complete within one month of the AGM and one more during the year as new volunteers are 
registering to support the organiza>on. The execu>ve are responsible to oversee the training and ensure all 
volunteers are in a]endance. 

3. Outline 
a. Historical informa>on of the organiza>on 
b. Posi>on are their responsibili>es 
c. Board mee>ng/ Communica>on principals 
d. Race day equipment setup/custody of equipment 
e. Safe Sport policies review 

a. Code of Conduct and Ethics 
b. Abuse 
c. Inves>ga>ons - Discrimina>on, Harassment and Abuse 
d. Discipline and Complaints 
e. Dispute Resolu>on 
f. Appeal 
g. Event Discipline 
h. Social Media  
i. Screening  
j. Risk Management  
k. Athlete Protec>on Guidelines 
l. Ini>al and ongoing Training for Volunteers 
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