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Section 1. INTRODUCTION 

TMX Group Limited (referred to together with its wholly-owned subsidiaries as “TMX”) requires that all 
Employees uphold the highest standards of ethical conduct in all activities.  This includes ensuring that the 
work environment we provide for our Employees adheres to our Values of Excellence, Client focus, 
Innovation, Collaboration, Respect and Integrity. 

Section 2. STATEMENT OF COMMITMENT 

TMX is committed to creating and sustaining a collegial work environment in which all individuals are treated 
with dignity and respect, and can work free from discrimination, violence and harassment.  Violence, 
harassment and discrimination are prohibited by law.  These behaviours also undermine our commitment 
to maintain a Workplace based on mutual respect, tolerance, cooperation and trust.  

Violence, harassment, discrimination and disrespectful behaviour can impact an individual’s dignity, self-
esteem and well being and undermine work relationships, friendships and productivity.  A truly respectful 
Workplace requires cooperation and support from each and every Employee in the organization.  Everyone 
has a responsibility to set a positive example and behave in a manner which will not offend, embarrass or 
humiliate others, whether deliberate or unintentional. 

The principle of fair and respectful treatment is a fundamental one that TMX commits to uphold for our 
Employees.  The position of TMX with respect to disrespectful behaviour, discrimination, violence and 
harassment in the Workplace is straightforward:  every individual has the right to work in a dignified, 
respectful, violence-free and harassment-free environment.  We will not tolerate any behaviour that is 
contrary to this Policy. A breach of this Policy is also considered a breach of the TMX Group Limited 
Employee Code of Conduct (“Code of Conduct”). 

Section 3. PURPOSE OF THIS POLICY 

The purpose of this Policy is to establish TMX’s responsibility for a Respectful Workplace by: 

• creating and sustaining a working environment that is free from disrespectful behaviour, 
discrimination, violence and harassment; 

• alerting all TMX Employees that disrespectful behaviour, discrimination, violence and 
harassment will not be tolerated in any form; 

• setting out the types of behaviours that may be considered offensive; 

• advising Employees what they can do if they believe they have experienced or witnessed 
disrespectful behaviour, discrimination, violence or harassment in the Workplace; and 

• setting out the responsibilities of all parties. 

Section 4. TERMS USED IN THIS DOCUMENT 

When used in this Policy, the following terms have specific meanings: 

• Employee includes permanent, contract, secondment, and temporary agency Employees 
who are on long-term assignments, as well as consultants. 
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• Human Rights Code includes the legislation in force in each Province of Canada that deals 
specifically with human rights matters. 

• Manager is the Employee’s direct supervisor. 

• Policy means this TMX Group Limited Respectful Workplace Policy. 

• TMX means TMX Group Limited and all of its wholly-owned subsidiaries, including, without 
limitation:  TSX Inc., TSX Venture Exchange Inc., Montreal Exchange Inc., Shorcan 
Brokers Limited, Canadian Derivatives Clearing Corporation, The Canadian Depository for 
Securities Limited, Trayport Holdings Limited, TSX Trust Company and each of their 
respective subsidiaries and divisions.  

• Workplace includes all TMX offices and locations visited by Employees while working on 
TMX related business, including, but not limited to: conferences, meetings, vendor/supplier 
or customer sites.  It also includes social gatherings and interactions between Employees 
and clients, customers and the general public. 

Section 5. WHO IS COVERED BY THE RESPECTFUL WORKPLACE POLICY? 

This Policy applies to all TMX Employees.   

Section 6. A RESPECTFUL WORKPLACE 

A respectful Workplace is one in which all individuals are treated with dignity and respect.  A respectful 
Workplace is one where Employees:  

• are polite, courteous and respectful of others; 

• treat others equitably and fairly; 

• are open-minded to others' ideas, comments and suggestions; 

• ensure that decision-making takes into account relevant factors, is fair and is seen to be 
fair; 

• listen to what others have to say; 

• seek input and the active involvement of appropriate people in planning, decision-making 
and implementing initiatives; 

• recognize and value the diversity among workgroup members, the customers and citizens; 
and 

• willingly and sincerely apologize to people when a comment or action may have threatened 
or offended. 
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Section 7. INAPPROPRIATE WORKPLACE BEHAVIOUR 

Inappropriate behaviour is that which is objectionable or unwelcome to an individual.  This behaviour serves 
no valid work related purpose and can create a poisoned work environment. TMX will not tolerate any 
conduct, comments, actions or gestures that breach the Policy.   

There are six categories of inappropriate behaviour addressed in the Policy. They are: 

1. Disrespectful Behaviour  

2. Discrimination 

3. Harassment  

4. Violent Behaviour in the Workplace 

5. Damage to Property  

6. Substance Abuse 

7.1 Disrespectful Behaviour 

Disrespectful behaviour is: 

• conduct, comments, actions or gestures which are humiliating, offensive, hurtful or 
belittling;  

• conduct, comments, actions, or gestures which, when taken in isolation seem minor, but 
when repeated can lead to a conclusion of harassment OR a single incident of sufficient 
seriousness to have a significant impact on the recipient or the work environment; 

• behaviour which is hostile or unwelcome; 

• behaviour which affects the Employee’s dignity, self-esteem, wellbeing, psychological or 
physical integrity; or 

• behaviour which may result in a harmful or poisoned work environment.  

Examples of unacceptable and disrespectful behaviour include, but are not limited to: 

• written or verbal comments, actions, gestures or other behaviours or 'jokes' which are 
humiliating, offensive, hurtful or belittling; 

• bullying or intimidation; 

• abuse of authority, forcing an Employee to routinely perform tasks that are belittling or 
inconsistent with the tasks usually performed in that person’s position;  

• preventing an Employee from expressing an opinion, threatening, constantly interrupting 
or prohibiting someone from speaking to others; 

• deliberate exclusion of an Employee from relevant work activities or decision making for 
reasons which have no work-related purpose; 
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• decision-making which is influenced by factors which have no work-related purpose; 

• reprimanding an Employee in the presence of others; 

• aggressive or patronizing behaviour; 

• discrediting an Employee; spreading rumours, ridiculing, humiliating or calling into question 
an Employee’s convictions or private life; 

• sarcastic or derogatory comments or actions which undermine, demean, belittle or 
humiliate an Employee or group or their ability or their intelligence; and 

• swearing or similar behaviour aimed or that is objectively determined to be intimidating, 
frightening, coercing or offending those at whom it is directed. 

7.2 Discrimination 

Discrimination means treating someone differently because they belong to a certain group.  
Discrimination can be intentional or unintentional, direct or indirect, but results in having an adverse 
impact on a person or group of persons identified by one of the prohibited grounds under the Human 
Rights Code.  These grounds are: race, ancestry, place of origin, colour, ethnic origin, citizenship, 
creed, sex (including pregnancy), sexual orientation, gender identity, gender expression, age, 
record of offences, marital status, family status or disability.  

Examples of discrimination in the Workplace include: 

• denying an Employee a promotion because they have an ongoing medical condition or 
accommodation requirement which does not impact their ability to perform the job; 

• not considering an Employee for an upcoming vacancy because he or she is a person with 
a disability; 

• not considering an Employee for an upcoming vacancy because she is pregnant; and 

• not wanting to work with another Employee because of that Employee’s sexual orientation, 
race, ethnic origin, religion, disability or any other ground covered under the Human Rights 
Code. 

7.3 Harassment 

Harassment can be similar to discrimination.  Behaviour that constitutes discrimination may also 
constitute harassment.  Harassment does not, however, depend upon whether the comment or 
action violates the Human Rights Code – it is much broader.  For the purposes of this Policy, 
“harassment” means engaging in a course of vexatious comment or conduct that: 

• is known or ought to reasonably be known to be unwelcome; or  

• has a negative affect on an Employee’s dignity or psychological or physical integrity; or 

• has a negative affect on work or the work environment. 

• Examples of harassment may include but are not limited to one or a combination of the 
following: 
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• comments or actions which are unwelcome OR which may result in a negative or poisoned 
work environment; 

• disrespectful or vexatious behaviour that manifests itself in the form of conduct, verbal 
comments, actions or gestures that are repetitive, hostile or unwanted; 

• unwelcome remarks, jokes, taunts, suggestions or speculations about a person's body, 
attire, sex life, etc.; 

• display or distribution of pornographic or other sexual materials (including by email) in the 
form of pictures, electronic mail, graffiti, cartoons or sayings; 

• display or distribution of derogatory materials (including by email); and 

• insulting gestures or jokes. 

Harassment also includes sexual harassment.  Sexual harassment occurs when an Employee 
receives unwelcome sexual attention from another Employee and such comment or behaviour is 
known or should be known to be unwelcome.  It includes one event or a series of incidents involving 
sexual advances, requests for sexual favours or other verbal or physical conduct of a sexual nature.  
It can also include reprisal or threats of reprisal for the refusal of a sexual solicitation or advance.  
Examples include, but are not limited to: 

• sexist jokes causing embarrassment or offense; 

• insulting comments or conduct regarding one’s sexual orientation; 

• display of sexually explicit, suggestive or offensive material; 

• rating a person’s attractiveness on a scale; 

• sexually suggestive or obscene comments or gestures; 

• unwelcome inquiries about a person’s sex life; 

• unwelcome sexual flirtations, advances, propositions; 

• requests for sexual favours; 

• unwanted touching; 

• verbal abuse or threats; and 

• sexual assault. 

TMX will not tolerate harassment towards TMX Employees, clients, customers or members of the 
public.  Incidents of harassment must be reported immediately to Human Resources.  If you are 
not comfortable reporting incidences of harassment to Human Resources, please refer to the 
section of this Policy entitled “Procedure for Making a Complaint” for other methods of reporting. 

Violations of this Policy may lead to disciplinary action up to and including termination.  Non-TMX 
Employees may be removed from the Workplace. 
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7.4 Violent Behaviour in the Workplace  

TMX believes in the prevention of violence and promotes a violence-free Workplace in which all 
people respect one another and work together to achieve common goals.  Any act of violence 
committed by or against any Employee or member of our Workplace, client, customers or members 
of the public is unacceptable and will not be tolerated. 

Violent behaviour in the Workplace is: 

• the exercise of physical force by an individual against an individual, in the Workplace, that 
causes or could cause physical injury to the individual; 

• an attempt to exercise physical force against an individual, in the Workplace, that could 
cause physical injury to the individual; 

• a statement of behaviour that it is reasonable for an individual to interpret as a threat to 
exercise physical force against an individual, in the Workplace, that could cause physical 
injury to the individual; or 

• violent or threatening physical or verbal outburst or abuse. 

No Employee or any other individual affiliated with this organization will subject any other person 
to Workplace violence or allow or create conditions that support Workplace violence.  Behaviours 
that are threatening to personal safety or are violent require immediate action to prevent escalation 
and to ensure the safety of others. Incidents of threats or violence must be reported immediately to 
Human Resources and Security.  If you are not comfortable reporting incidences of violence to 
Human Resources and Security, please refer to the section of this Policy entitled “Procedure for 
Making a Complaint” for other methods of reporting. 

Violations of this Policy may lead to disciplinary action up to and including termination.  Non-TMX 
Employees may be removed from the Workplace. 

7.5 Damage to Property 

Damage to property includes: 

• vandalism or deliberate destruction of TMX property; 

• threats – any act, gesture or statement that gives  an individual reasonable cause to believe 
that there is risk of damage to TMX property; and 

• Behaviours that may lead to damage to TMX property require immediate action to prevent 
escalation and to ensure the safety of others. Incidents of damage to TMX property must 
be reported immediately to Human Resources and Security.  If you are not comfortable 
reporting incidences of damage to TMX property to Human Resources and Security, please 
refer to the section of this Policy entitled “Procedure for Making a Complaint” for other 
methods of reporting. 

7.6 Substance Abuse 

Substance abuse includes: 

• excessive drinking of alcohol whether at work or otherwise so as to cause deterioration in 
work performance and relationships; 
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• taking any illegal drugs whether at work or otherwise so as to cause deterioration in work 
performance and relationships; 

• possession of illegal drugs at work; and 

• actively encouraging colleagues who are either Employees of TMX or clients of TMX to 
participate in drinking alcohol or taking drugs in the Workplace. 

To maintain a safe, productive and respectful working environment, the following rules apply: 

Fitness for duty: Employees must be fit for duty at all times at work and during working hours; 
they may not be unfit due to the use or consumption of drugs (including cannabis) or alcohol. If an 
Employee is unfit at work due to drug or alcohol use, the Employee may, among other things, be 
suspended from work and be subject to discipline up to and including dismissal for cause, subject 
to applicable law. Employees must promptly advise their Manager or Human Resources whenever 
they have reasonable cause to be concerned about either their own fitness for duty or a co-worker’s 
fitness for duty, including (but not limited to) as a result of taking prescription or over-the-counter 
drugs. 

No use at the Workplace: Employees must not use or consume drugs (including cannabis) at any 
time at the Workplace. 

Permissable use: Notwithstanding the above, Employees may possess and use a prescription 
drug (including cannabis) or an over-the-counter drug at the Workplace if: 

• the use is legally permitted; 

• the Employee is using the drug for its intended purpose and as directed in writing by a 
physician, pharmacist or the manufacturer of the drug; 

• the Employee has sought advice from a physician or pharmacist about the effect the drug 
may have on the Employee's fitness for duty; and 

• if the drug has the potential to render the Employee unfit for for duty, the Employee has (i) 
notified his/her  Manager and Human Resources beforehand; (ii) discussed with his/her 
Manager and Human Resources the potential impacts on the Employee's fitness for duty, 
the Workplace and accommodations that may be required; and (iii) complied with all agreed 
accommodations.  

TMX will accommodate Employees on the basis of disability in accordance with applicable human 
rights laws, provided the Employee has promptly reported the disability and need for 
accommodation to TMX. Employees with such a disability or requiring accommodation are 
encouraged to promptly seek professional care and notify TMX. 

Employees who refuse to co-operate reasonably in their accommodation (including failing to report 
to TMX a drug or alcohol addiction that requires accommodation), or report for work unfit for duty 
and fail to promptly advise their Manager that they are unfit, may be subject to discipline, up to and 
including dismissal for cause. 

For Employees based in North America Only - Claims under TMX’s benefit plans: Any claim 
for benefits or reimbursement made by an Employee in respect of his or her use of medical 
cannabis shall be governed solely by TMX’s health and welfare benefit plan applicable to the 
Employee. If you have any questions regarding your benefits, please consult Human Resources. 
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Section 8. RESPONSIBILITIES UNDER THE POLICY 

Every Employee has the right to be treated in a fair, reasonable and respectful manner. For this to be a 
normal part of our environment, we must find strategies which prevent our differences from escalating and 
resolve them quickly when they do occur.  We must also be aware of our responsibilities under the Policy. 

8.1 As an Employee: 

You are responsible for creating a respectful Workplace environment by: 

• ensuring your behaviour is respectful and appropriate at all times; 

• accepting responsibility for your own actions, reactions, and behaviours and your impact 
on others; 

• making your concerns known promptly if something is troubling you; 

• being a part of the solution; and 

• immediately informing a supervisor and Corporate Security if there is an imminent threat 
or risk of violence that could compromise an individual's safety, including any risk of 
physical injury to yourself or another worker as a result of domestic violence. 

8.2 As a Manager: 

You have additional responsibilities to create and sustain a respectful Workplace environment. 
They include: 

• being a role model for TMX behaviour standards such as those outlined in this Policy and 
the Code of Conduct;  

• ensuring awareness of and compliance with the Policy in your area of responsibility; 

• taking appropriate action in a prompt, impartial and confidential manner when Policy issues 
come to your attention including but not limited to Workplace harassment, Workplace 
violence and domestic violence; 

• reporting to Human Resources perceived or actual incidents of discrimination, harassment 
or violence; 

• supporting all parties involved in resolving issues under the Policy; 

• recognizing and addressing actions that offend, embarrass or humiliate others, whether 
deliberate or unintentional; 

• treating each situation as a serious matter; 

• managing the situation towards a resolution between the parties if possible, with a view to 
correcting behaviour and preserving long-term working relationships; 

• safeguarding against further incidents; 

• ensuring there are no reprisals against Employees making a complaint or participating in 
an investigation; and 
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• providing support to Employees who are experiencing the effects of disrespectful 
behaviour. 

8.3 Human Resources: 

Human Resources has the following responsibilities: 

• promoting awareness of this Policy; 

• assisting management in the consistent application of this Policy; 

• consulting with and providing advice to management; 

• counselling Employees on their rights and options; 

• receiving complaints and ensuring appropriate action is initiated; 

• keeping Employees aware of potentially dangerous situations, including possible exposure 
to an individual with a violent history; 

• conducting investigations as required; and 

• working collaboratively with others involved. 

Section 9. MAKING A COMPLAINT  

9.1 No Reprisal or Retaliation 

Everyone has the right to report, in good faith, incidents of disrespectful behaviour, discrimination, 
harassment, violence, damage to property or substance abuse without fear of retaliation or reprisal. 

Retaliation by any person against anyone involved in informal or internal or external formal 
complaint processes will not be tolerated and will be subject to discipline, up to and including 
dismissal from employment.  

Complaints that are found to be false, frivolous or made in bad faith will not be tolerated and will be 
subject to appropriate disciplinary action. 

9.2 Confidentiality 

Confidentiality during the complaint process will be maintained at all times as practicable and 
appropriate under the circumstances of each case, except where disclosure of names is necessary 
for purposes of investigating the complaint, taking any action in relation to the complaint or where 
legal procedures require disclosure. 

All records of complaints, including notes from meetings, interviews, results of inquiries and other 
relevant material will be kept confidential by Human Resources, except where disclosure is required 
by a disciplinary process, required by law or as a consequence of contemplated or actual litigation.  

It is the expectation that all parties to a complaint under this Policy act in good faith throughout the 
process and maintain confidentiality at all times.  It is a serious breach of this Policy to break 
confidentiality unless disclosure of information relating to the complaint is required by law or is 
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necessary in order for the proper investigation and resolution of the matter.  We will treat any such 
breach in the same manner as harassment. 

Section 10. PROCEDURE FOR MAKING A COMPLAINT 

Every situation is unique, but whenever possible, informal resolution of an issue as soon as possible is 
preferable. Based on the severity of the behaviour at issue, your personal comfort and the dynamics of the 
Workplace, you may choose a course of action from the following options:  

• If comfortable doing so, you may inform the person you believe is violating this Policy that 
his or her actions are not welcome;  

• Contact someone in authority to make it stop: your supervisor, Manager, director, Senior 
Management Team member or Human Resources;  

• File a complaint - verbally or in writing - with a person in authority; 

• Contact Clearview, TMX’s confidential third party whistleblower service, either online, by 
phone, or by mail; or, in cases of violence, Employees may wish to contact the police.  

This Policy outlines both informal and formal options available to any Employee who believes that he or 
she or another person has been discriminated against or harassed by any other Employee. 

While we are committed to resolving violations of this Policy internally, nothing in the Policy precludes you 
from filing a complaint under legislation or having criminal charges laid in appropriate cases.   

The person making a complaint has the right to withdraw from any further action in connection with a 
complaint at any stage during the informal or formal process.  Human Resources, however, remains 
obligated to pursue the matter if the continued investigation is appropriate to ensure that TMX is free from 
harassment, violence or discrimination. 

You are encouraged to follow the process as outlined to try to resolve a problem under this Policy.   

Whether a formal or informal process is used, you are encouraged to take notes which reflect, as much as 
possible, the dates, times, nature of the behaviour, any witnesses, and what was done. These notes will be 
useful for anyone assisting in resolving the problem. In addition, you may be asked to file a formal written 
report or complaint with a person in authority. 

If you experience harassment you can also take advantage of the Employee Assistance Program (EAP) for 
counseling.  

10.1 Informal Resolution Options 

(a) In many situations, simply informing the person that his or her comment or conduct is 
unwelcome will resolve the issue.  Telling the person to “stop” may be difficult to do, but 
frequently it is the most effective means of eliminating the problem. Often, an Employee 
may not be aware that her or his behaviour is offensive, and most will change the behaviour 
once they are aware of the problem.  Do not wait until a recurrence or assume the problem 
will go away.  

(b) If you have attempted to resolve the problem without success or if you are not comfortable 
addressing the problem on your own, discuss the problem and possible solutions with your 
immediate supervisor or Human Resources, who will identify appropriate counseling or 
support services (if applicable) and facilitate and assist in the informal resolution process.  
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(c) If for any reason you are unable to discuss the problem with your immediate supervisor, 
other avenues are available to help you resolve the problem. You may contact another 
appropriate level of management up to and including Senior Management Team members 
or Human Resources if you did not originally request their assistance. If you approach your 
Manager, the Manager must confidentially report the matter to Human Resources.  The 
importance of confidentiality will be addressed. 

(d) In every case where the Manager (or someone else chosen by you) addresses the matter 
informally with the person whose behaviour is in question, the Manager will keep you 
apprised of how the matter is being addressed and of any proposed resolution initiatives.  
The Manager will confer with Human Resources on a “no names” basis prior to attempting 
to resolve the matter.  A confidential record of any informal resolution will be kept by Human 
Resources.   

(e) The Manager will complete this informal procedure as soon as possible, normally within 15 
days of your speaking to the Manager, unless a longer period is necessary.  In this case, 
the Manager will notify you of the proposed time frame. 

10.2 Formal Resolution Process 

(a) Human Resources will initiate a formal investigation whenever it receives a verbal or written 
complaint and in other circumstances where an investigation would be appropriate to 
ensure that TMX maintains a respectful Workplace.  An investigation may be appropriate 
where Human Resources becomes aware of a serious allegation or incident, or where a 
Manager has been approached by a person who does not wish to make a complaint, but 
describes a serious allegation or incident. 

(b) The investigation will be conducted by an investigative team.  This team will include a 
Director or Vice President in Human Resources and one other person designated by that 
person.  In certain compelling circumstances, Human Resources may designate someone 
external to TMX to conduct the investigation. 

(c) An investigation generally includes the following: 

(i) interviewing the Employee who has raised the concern;  

(ii) interviewing witnesses; 

(iii) meeting with the Employee alleged to have acted disrespectfully to present the 
complaint and hear the response and provide him or her with an opportunity to 
respond; 

(iv) determining the facts; 

(v) maintaining confidentiality amongst the individuals involved and within 
management; 

(vi) providing findings to senior management; and 

(vii) recommending an appropriate response to the employing authority, which may 
include disciplinary action. 

(d) Where a complaint is substantiated, the investigative team will (i) recommend appropriate 
disciplinary or rehabilitative action; (ii) file a confidential record of the proceedings and the 
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result with Human Resources; and (iii) give a summary of the findings to both the 
complainant and the respondent. 

(e) Where a complaint is unsubstantiated, the investigative team will (i) take no further action 
against the respondent, but (ii) file a confidential record of the proceedings and the result 
with Human Resources; and (iii) give a summary of the findings to both the complainant 
and the respondent. 

Section 11. POLICY VIOLATIONS 

Any Employee who violates this Policy will be subject to appropriate disciplinary action, which may include 
termination of employment. Human Resources will be consulted in all matters of discipline arising from a 
violation of this Policy.  

Where behaviour may constitute a criminal offence, TMX will refer these matters to the local Police Service 
for further investigation.  
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