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None of us knows when we may receive news from our 
doctor informing us that we have an unexpected change 
to our health status.  When an individual receives news 
that their health is at risk or that a medical condition 
may eventually prevent them from fully participating 
on the job, many questions and employment related 
considerations are to be expected. This is especially 
true if you are HIV positive and when discrimination 
and/or stigmatization are still a strong reality for many 
today both on and off the job. 
 
The following information is for individuals who may 
be experiencing challenges or concerns related to 
HIV/AIDS and employment.  The aim is to provide 
relevant and practical information that can be used as a 
resource for employment planning and/or in making 
critical employment-related decisions.   

 
 
 
The following definitions are provided in order to 
ensure that you are familiar with current terminology 
with respect to episodic disabilities in the workplace.   
 
Protected Grounds/Grounds of Discrimination  
Human Rights law states that every person has a right 
to equal treatment with respect to employment without 
discrimination and every person who is an employee 
has a right to freedom from harassment in the 
workplace by the employer or agent of the employer or 
by another employee because of the following 
protected grounds:  race, ancestry, national or ethnic 
origin, colour, citizenship, religion, age, sex (including 
pregnancy and childbirth), sexual orientation, marital 
or family status, disability or perceived disability or 
conviction for which a pardon has been granted. 
 
Note:  Some protected grounds may differ between 
provinces/territories.  However disability is a protected 
ground in all provinces/territories.   
 
Disability 
 
A basic definition of a disability includes: 

• Conditions that have developed over time 
• Conditions that result from an accident, or  
• Conditions that have been present from birth 
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Disability includes physical, mental and learning 
disabilities and it includes visible, non-visible and 
perceived disabilities.  A disability whether permanent 
or chronic, episodic and/or life threatening is a 
protected ground under Human Rights law.  HIV/AIDS 
is defined as a disability and as such is a protected 
ground from discrimination.   
  
Episodic Disability:  
A person can simultaneously live with both permanent 
and episodic disabilities; however, there are clear 
distinctions. An episodic disability is characterized by 
unpredictable, intermittent and varying degrees of 
illness and wellness.  Specific challenges exist for 
individuals managing an episodic disability including 
for example the need to move in and out of the 
workplace or workforce in an unpredictable manner, 
workload management and/or income replacement 
options that respond to the episodic nature of the 
disability.   
 
Discrimination: 
Discrimination in employment is defined as treating 
people differently, negatively or adversely, in the 
course of their employment, because of a protected 
ground including race, ancestry, place of origin, colour, 
ethnic origin, citizenship, religion, age, sex (including 
pregnancy and childbirth), sexual orientation, marital 
or family status, disability or perceived disability, same 
sex partnership status, record of offences.   
 
Some examples of general discriminatory business 
practices include but are not limited to: 
   

• Directly or indirectly refusing to employ 
someone based on a protected ground. 

• Adopting a rule of not hiring women who may 
wish to start a family.  

• Instructing a receptionist not to take 
applications from applicants who are from a 
particular racial or ethnic background. 

• Terminating someone's employment based on a 
protected ground. 

• Not hiring a job candidate because of their 
disability.  

• Making adverse distinctions between 
employees based on a protected ground. 

 
In addition to those above, there are also other 
discriminatory business practices that relate 
specifically to HIV/AIDS, human rights and 
employment.  These include but are not limited to: 
 

• Asking someone’s HIV status on a job 
application form. 

• Asking someone’s HIV status in a job 
interview. 

• Requesting an employee to provide a specific 
medical diagnosis as part of the 
accommodation process.   

• Refusing reasonable accommodation in the 
workplace for an HIV positive employee. 

• Allowing an employee to suffer discrimination 
and/or harassment as a result of their HIV 
status.   

• Establishing or following any policy or 
practice which deprives an employee of career 
opportunities as a result of HIV status.  

 
Equal Treatment With Respect to Employment: 
 
The right to equal treatment with respect to 
employment covers every aspect of the workplace 
environment and employment relationship including 
job applications, recruitment and hiring, training, 
transfers, promotion, terms of apprenticeship, dismissal 
and layoffs, rate of pay, overtime, hours of work, 
holidays, benefits, shift-work, disciplinary action and 
performance evaluations and/or other terms and 
conditions of employment as may be applicable in each 
individual circumstance.  It is against the law to 
discriminate against someone on the basis of HIV 
status.   
 
Disclose:  Webster’s Dictionary:  To make known, 
public. 
 
In an employment setting, at no time is an employee 
obligated to disclose their specific medical condition. 
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With respect to accommodation, only relevant and 
appropriate information, explaining the limitations 
and/or requirements that the employee may have with 
respect to their ability to fulfill the essential duties of 
their job, need be provided.  
 
Accommodation in the Workplace: 
 
A means of removing barriers that prevent persons with 
disabilities from fully participating in the workplace.  
Accommodation must be responsive to the individual 
circumstances of the employee.  Some examples of 
accommodation include: 
 

• Physical modification of a work site. 

• Purchase of assistive equipment or technology.  

• Modifying performance objectives and/or 
productivity targets. 

• If available, and if desired, transfer to another 
job to reduce stress. 

• Leaves of absence as available and/or required. 

• Flexible work hours. 

• Implementing frequent breaks throughout the 
day. 

 
Stigmatization is to describe or identify an individual 
in disrespectful terms or as a mark of shame or 
discredit. 
 
Harassment means any improper behaviour that is 
directed at and is offensive to an individual and which 
the person knew or ought reasonably to have known 
would be unwelcome. Harassment comprises 
objectionable conduct, comment or display made on 
either a one-time or continuous basis that demeans, 
belittles, or causes personal humiliation or 
embarrassment to an employee based on a prohibited 
ground of discrimination.   
 
 
 
 
 
 

 
 
 
Many workplaces in Canada have comprehensive 
policies and/or collective agreements in place and 
personnel who are responsible for implementing and 
upholding human rights in the workplace.   Many 
others do not.   In some situations, individuals may be 
left on their own to navigate through the sometimes 
daunting task of obtaining information and resources 
related to employment and the new reality of 
HIV/AIDS and the workplace.   
 
Understanding your human rights is important, as it 
will provide you with a foundation to build from in 
terms of making critical employment-related decisions 
reflecting what you legally have the right to expect and 
request.  
 
3.1 Some Human Rights in the Workplace  

• Health, safety and dignity.  

• Privacy and confidentiality (In an employment 
setting, the right not to disclose your HIV 
status in the workplace, including but not 
limited to:  senior officials, supervisors, human 
resources managers, union representative, 
and/or any other employees). 

• Be free from discrimination, stigmatization 
and/or harassment on any grounds enumerated 
by Human Rights law. 

• Be free from discrimination, stigmatization 
and/or harassment on the grounds of 
association with one or more individuals who 
themselves are members of groups protected 
by Human Rights law. 

• Receive the same insurance benefits coverage 
provided to other employees subject to any 
lawful exclusions and/or limitations of the 
insurer. 

• Be provided reasonable accommodation, up to 
the point of undue hardship as warranted, 
based on medical confirmation(s) of your 
ability to continue working and any special 
workplace facilities or needs that are required. 

Section 3:  Human Rights in the Workplace 
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• Provide only information that relates to any 
limitations that you may have in performing 
the essential duties of your job. 

• The right to have the private nature of your 
health condition and medical file respected. 

 
 
 
 
 
 
Even today with comprehensive information available 
about HIV and AIDS, many in our society continue to 
discriminate against individuals who are/or who are 
suspected to be HIV positive.  As a result, a heavy 
burden can be placed on individuals who are HIV 
positive and any number of fears or concerns may at 
times become overwhelming.    
 
It is normal to experience any or all of these concerns, 
as well as others that may be specific to each individual 
circumstance.   

• Fear of a negative reaction and/or rejection. 

• Uncertainty about who to contact for support in 
the workplace. 

• Lack of clarity about what information you are 
obligated to provide to your employer. 

• No policy in place that communicates the 
employer’s position on HIV or AIDS at your 
place of work. 

• Uncertainty about the wording to use when 
speaking with your employer. 

• Uncertainty about your human rights and/or 
where to go to inform yourself. 

• Fear that the information you discuss and/or 
provide will not remain private or confidential. 

• Fear that the insurance provider may not keep 
your information confidential. 

• Fear that the physician may disclose 
information to your employer. 

• Fear that disclosure in the workplace may lead 
to disclosure to the broader community.   

• Fear of experiencing discrimination in the 
workplace, including but not limited to:  losing 
your job, being pressured to resign, a reduction 
in hours, loss of independence, loss of 
credibility, loss of opportunity for promotions 
and/or advancement, health and safety 
concerns. 

• Fears about income security including having 
no insurance coverage and/or being denied 
insurance coverage. 

• Fear about loss of control over the 
employer/employee relationship. 

• Concern about having to potentially involve 
your colleagues in assisting with workload re-
distribution. 

• Marginalizing behavior from colleagues 
leading to discomfort with participating in 
regular/routine office events for example:  staff 
meetings, conferences, training and/or social 
events. 

• Conflicting priorities between balancing the 
demands at work with changing and/or 
fluctuating energy levels and health 
requirements. 

 
The more informed you are when meeting with your 
employer, the better equipped you will be to remain in 
control over this critical aspect of your life.   
 
The following information is provided to assist you 
when speaking to your employer.   
 
 
 
 
 
Before approaching your employer to discuss your 
situation, it is important to take some time to review 
and assess your options.  This can be done either on 
your own, or with someone that you trust who can help 
you to work through the information and/or questions 
you may have.  
 
 
 

Section 4: Common Fears that may be 
Experienced in the Workplace by Individuals 
with HIV or AIDS 

Section 5:  Considerations in the 
Workplace and Reviewing Your Options 
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5.1 General considerations in your workplace:  

• Is there is a Human Resources department? 

• What is the level of support available in the 
workplace? 

• Is the workplace a union or non-unionized 
environment? 

• What policies and/or programs may be 
available? 

• Is there an environment of trust that respects 
and upholds privacy and confidentiality? 

 
5.2 Some specific questions to ask yourself initially: 

• What are the main concerns and fears that I am 
currently experiencing? 

• Am I ready to speak to someone at my 
workplace about this?    

• Is it necessary to speak to my employer 
immediately, or is this something that can wait 
until the future? 

• Who would be the most appropriate/best 
person to talk to at work (supervisor, manager, 
union representative, human resources, other)? 

• What information do I currently have available 
to provide to my employer? 

• Do I have any immediate limitations that need 
to be discussed and/or accommodated? 

• Are there any health & safety issues that I need 
to take into consideration? 

• Are there any policies from a regulatory body 
governing health and safety at my workplace 
that I must take into consideration? 

• What is the human rights environment like at 
work? 

• What workplace policies are available for me 
to review and refer to? 

• Are there any workplace policies I might 
require clarification and/or further information 
about? 

• How do I gain access to critical information 
that will assist me with my employment 
planning options? 

• Am I aware of the respective responsibilities 
and my employee rights and the employer 
obligations in this specific situation? 

• Do I fully understand my group benefits plan 
and if applicable, what options are available for 
income replacement?  

• Do I have any cause for concern about the 
employee-employer relationship? 

• What is my most immediate need? 

• What are my remaining needs in order of 
priority? 

• What action will I take if I do speak to 
someone in the workplace and my needs are 
not respected?  (See section 9.2.3) 

 
Absorbing the information from your doctor and 
understanding what it will mean to you in your 
personal life and the activities that you are involved in 
outside of work and/or on the job, will likely take some 
time.  Trying to absorb the medical information you 
have received, while at the same time feeling the need 
to talk to your employer can create some pressure, 
confusion and/or conflict for you.   
 
It is normal to feel a degree of urgency and/or pressure 
to speak to your employer.  For some, this pressure 
comes mainly from the desire to be honest and 
forthcoming about the situation in the hope that your 
employer will understand your commitment to the job 
and the workplace.  
 
Not coming forward may feel like you are keeping 
something from your employer and you may worry that 
this may have detrimental effects for you in the future.  
It is normal to feel this way and important to remember 
that you do have human rights in the workplace.   
 
You should not feel pressured to speak to your 
employer immediately.  If it is possible, try to give 
yourself some time away from your job during the 
initial stages of your diagnosis or if you are reaching a 
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stage where you may need to request accommodation, 
in order to think through the following: 
 

• What information you want to convey 

• What you need, and; 

• What you are legally entitled to request of your 
employer in terms of accommodation in the 
workplace and support that may be available.  

 
 
 
 
Ensuring that you have an appropriate level of support 
as well as open communication about your needs will 
reduce overall stress levels on the job and ensure that 
you have access to the optimum time available to 
adjust to any medication and/or to respond to lower 
energy levels that you may be experiencing throughout 
the day.   
 
It may be that there is no immediate need for you to 
discuss your situation with your employer.  You will be 
in the best position to make the determination about 
when to approach your employer and whom to speak 
to.   
 
It is important to remember that trying to maintain a 
productive routine while you are also in the process of 
coming to terms with serious medical information may 
be difficult.   Trying to accomplish everything and 
maintain the same level of activity and schedules may 
be manageable for some, but for others it may quickly 
take its toll away from work as well as on the job.   
 
Employment related planning is aimed at finding an 
appropriate balance between sustaining your energy 
and productivity.   The schedule that you develop with 
your employer is one part of the continuum of care 
where a number of pieces will come together to support 
you during times away from work and on the job.   
 
6.1 Considerations prior to meeting with your 
employer: 

• At no time are you required to provide the 
specific medical diagnosis to your employer.  

Information is limited to your ability to 
perform the essential duties of your job.  

• If you do speak to your employer, you can feel 
confident and within your rights in 
communicating that you have a disability.  This 
term is linked specifically to the terminology 
used in human rights law.  For consistency use 
this term with the understanding that you are 
not a disabled person, but rather, a person with 
a disability as defined by human rights law.   

• If you are asked for more specific information 
about your medical status, you can respond 
with:  “This is something that I prefer to keep 
private”.  Or, “I appreciate your concern, 
however I do not wish to discuss the specifics” 
or “I have all of the information required from 
my doctor here for your review”, it talks 
specifically about the limitations and the 
requirements that I have at this time”   

• Think through your approach with respect to 
your employer.   

• Rehearse what you want to say.  This will help 
you to anticipate any questions that you may 
receive and will also provide you with an 
opportunity to test out your comfort level in 
conveying this information prior to a face-to-
face meeting with your employer.   

• Write down any specific points that you want 
to convey.   

• Do not feel pressured to respond to any 
questions you are either not certain about or 
not comfortable with.  Write them down and 
confirm that you would like some time to think 
about these and that you will respond in a 
follow-up meeting. 

• Be confident in establishing boundaries for 
yourself in the meeting.  Know ahead of time 
what you will and will not say, have an answer 
or response ready for a number of different 
scenarios.   

• Be prepared to maintain control over the 
information that you will convey.   

Section 6: Considerations and Planning for 
Meeting with Your Employer 
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• Attend the meeting with a clear understanding 
of what the desired outcome is.  In other 
words, establish beforehand what the purpose 
of the meeting is.  Some examples:  to request 
a specific workplace policy, to seek 
clarification about a policy that you have read, 
to enquire about the insurance benefits 
program and how it may apply in your 
situation, to request accommodation in the 
workplace, other or all of the above.   

• Attend the meeting as prepared as possible, 
having any notes, documents and/or 
information available as may be required. 

• Keep an open mind when meeting with your 
employer.  It is important to understand that 
both you and your employer will have needs 
that must be met.  Working together to 
understand and meet these needs will result in 
a successful outcome for all concerned.   

 
 
 
 
 
 
If you are employed at a workplace that has 
implemented a variety of Human Resources policies, 
there may be a number of policies that may apply to 
your situation.   These policies may be available in a 
Human Resources Manual or an Employee Handbook, 
or possibly on a shared intranet site on the computer 
system.  They may have been provided to you at the 
time of hiring or during the orientation process.    
 
Look for the following policies and review these prior 
to meeting with your employer.   Note:  This list is not 
exhaustive.   
 
7.1 Workplace  Policies: 

• HIV/AIDS in the Workplace 

• Life Threatening, Chronic and/or Episodic 
Disabilities 

• Code of Conduct 

• The Duty to Accommodate 

• Privacy and Confidentiality 

• Records Management 

• Discrimination and/or Harassment  

• Flexible Work Arrangements 

• Health & Safety 

• Leave policies 

• Insurance benefits and/or other income 
replacement benefits 

• Gradual back to work programs 

• Employee Assistance Program  

Ask yourself: 

• How would I go about making an enquiry 
about a workplace policy?   

• If I do not have a copy of the policy, or if I do 
not know how to access it, whom can I 
approach to request a copy?   

 

7.2 Leave Entitlements and Income Replacement 
 
The issue of income replacement and the relationship 
to HIV/AIDS as an episodic disability is inextricably 
linked to the well being of individuals striving to 
balance active participation in the workplace with 
eligibility requirements for disability insurance or other 
income replacement programs.   
 
It is understood that for many, issues of income 
security will become of primary concern when 
managing the employee/employer relationship and the 
continued work arrangement with your employer.   
 
Some considerations: 

• Are you aware of what leave benefits are 
available? 

• Do you qualify for any emergency leave at 
your workplace? 

• Are you aware of and do you qualify for the 
sickness benefit provided by the Federal 
Employment Insurance benefit plan?  

Section 7:  Gathering Relevant Workplace 
Policies and Related Information 
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• Are you covered by a group insurance benefit 
by your employer? 

• Are you aware of the policy provisions for 
health and drug benefits, and if applicable, 
short-term and/or long-term disability?   

• Does your benefit plan have provisions in 
place to respond to episodic illness?  What are 
the guidelines around this benefit in terms of 
making claims? 

• Does your workplace have a self-insured 
benefit available for disability coverage? 

• Are you aware of the disability benefit payable 
under the Federal Canada Pension Plan?   

• Are there any provincial disability programs 
that you may qualify for?   

• Are you aware of any other sources of financial 
assistance to cover the cost of drug treatment 
options and/or income replacement? 

 
 

 
 

You may require a follow-up appointment with your 
doctor to discuss more specifically the implications to 
you on the job.  Considerations for discussion include 
but are not limited to:   
 

• Provide a letter to your doctor to confirm your 
expectations and understanding about the 
confidential nature of your medical 
information.  Advise that you do not consent to 
this information being provided to any third 
party without your written consent.   

• Any immediate limitations there may be.  This 
will provide you with a guideline in terms of 
understanding what the work-related priority is 
and if applicable, any immediate 
accommodation needs.   

• What the short-term effects are with respect to 
your ability to perform the essential duties of 
your job.   

• Potential side effects from any medication and 
what that might mean for you on the job.   

• If you will need time away from the job or 
perhaps a modified schedule in order to adjust 
to any new medication, further tests and/or 
counselling and support.   

• If there are any complementary practices, 
therapies and/or routines that will help you in 
your efforts to remain productive and to reduce 
stress both away from your job and while at 
work.   

• To the best of your ability try to establish what 
the medical appointment schedule might look 
like over the course of the next 6 months.  
Planning in stages, based on factual 
information, will assist you when approaching 
your employer to discuss your requirements.   

 
When you meet with your doctor to discuss the above 
information, be prepared to discuss the essential duties 
of your job and those elements that may require 
modification and/or adjustment.  Understand that you 
will be working with the medical information you have 
received to date.   
 
There are likely to be many unknowns and it is likely 
that your situation will change over time.  Flexibility 
on the part of you and your employer will become a 
critical component to a successful working 
relationship.   
 
It may be that during the initial period you will require 
a short-term leave away from your job or, a reduced 
and/or flexible work schedule.  Talk to your doctor to 
determine what is recommended during this time and in 
consultation with your employer determine if this can 
be accommodated for example via a sick leave benefit, 
a flexible work arrangement or sick leave benefits 
through the employment insurance program.   
 
 
 
 
 
 

Section 8: Information from your Physician 
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When you meet with your employer, the more 
information that you have on hand, the more 
productive the meeting will be both for yourself and 
the employer. Allowing for some time to collect as 
much relevant information as you can before the 
meeting will demonstrate your commitment to the 
workplace and signal that you intend on being an active 
part of the discussions, decisions and any 
accommodation process that will be carried out.  It is 
important that you work together with your employer 
to find the best possible solution to your 
accommodation needs and at the same time ensure that 
the needs in the workplace are being discussed, are 
understood and are met.     

 
9.1 Accommodation in the Workplace: 
 
Under Human Rights law, persons with disabilities 
have the right to full integration and participation in 
society.  Respect for the dignity of persons with 
disabilities is the key to preventing and removing 
barriers.  This includes respect for the self-worth, 
individuality, privacy, confidentiality and autonomy of 
persons with disabilities. 
 
Accommodation will vary according to a person’s 
unique needs.  These needs must be considered, 
assessed, and accommodated individually.  An 
employer may request independent medical 
confirmation when receiving a request for reasonable 
accommodation. 
 
Accommodation may include, but is not limited to:  
physical modification of a work site, job modifications, 
flexible work schedules, extra breaks during the day or 
altering break schedules, job sharing, ergonomic 
assessment, equipment or modification to existing 
equipment to assist an employee in fulfilling the 
essential job duties, transfer to a different job to reduce 
stress and/or leaves of absence as defined within 
existing leave policies.   
 

For comprehensive accommodation considerations and 
suggestions for HIV or AIDS and other disabilities, 
please access the Job Accommodation Network 
website:    http://www.jan.wvu.edu/media/HIV.html. 
 
9.2 Respective Employee and Employer 
Responsibilities in the Accommodation Process: 
Employers and persons with disabilities have a shared 
responsibility in making the accommodation process a 
success.  Nothing forces a person to reveal their 
medical condition.  However, when an accommodation 
is requested, everyone involved should cooperatively 
share information and actively seek solutions together.    
 
9.2.1.  Employee Responsibilities: 

• Make any request for accommodation to the 
employer in writing (communicating the need). 

• Inform the employer of the needs and relevant 
restrictions or limitations. 

• Cooperate in obtaining necessary information, 
including medical and/or other expert opinions. 

• Actively participate in discussions about 
solutions. 

• To act reasonably and try to minimize any 
disruptive effect on the workplace. 

• As applicable and/or appropriate, assist with 
workload planning and/or workload re-
distribution. 

• Meet agreed upon performance objectives and 
measurements once accommodation is 
provided. 

• In collaboration with the employer, develop an 
accommodation agreement, and; 

• Work with the employer on an ongoing basis to 
manage and monitor the accommodation 
process to ensure the policy and procedure is 
being applied correctly.  

 
9.2.2.  Employer Responsibilities: 

• Maintain the confidentiality of a person with a 
disability.  

Section 9:  Being Prepared to Discuss 
Accommodation Requirements with your 
Employer 
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• Accept requests for accommodation in good 
faith and deal with accommodation requests in 
a timely manner. 

• Discuss with the employee the purpose and 
essential functions of the employee’s job, the 
accommodation required, whether or not there 
are alternatives and take an active role in 
ensuring that possible solutions are examined. 

• Request only information that is required to 
make the accommodation. 

• Following discussion with and agreement by 
the employee, obtain expert advice or opinion 
where necessary.  

• Ensure that any medical opinion(s) required 
will be restricted to:  the employee’s capability 
to continue working, special workplace 
facilities or needs necessary to accommodate 
the employee’s medical condition or as 
applicable protect the health of the employee, 
co-workers or other individuals with whom the 
employee has contact. 

• Identify potential accommodation options and 
assess the effectiveness each would have in 
allowing an individual to perform the job 
optimally.  

• Identify any costs, benefits or detriments. 

• Bear the cost of any required medical 
information or documentation. 

• Develop an accommodation agreement, 
manage and monitor to ensure the policy and 
procedure is being applied correctly.  

 

The success of the accommodation process will in part 
be the result of the collaboration between you, the 
employer and all parties involved.  Further information 
about human rights and the accommodation process 
can be obtained at www.icad-cisd.com or from your 
local human rights office.   
 
9.2.3. Human Rights Complaints and Recourse: 
 
Increasingly, collective agreements and workplace 
policies include clauses specifically related to 

preventing and resolving incidents of discrimination 
and harassment in the workplace.  Employers, labour 
representatives and employees recognize the 
responsibilities they share for maintaining workplace 
environments free of discrimination and harassment.   
 
If you believe you have been discriminated against and 
you have a workplace policy or a collective agreement 
that provides information about your recourse rights, 
as well as the internal procedures for grievances or 
complaints, the recommend practice is to utilize the 
internal procedures that have been established first. 
 
If the workplace does not have a policy providing this 
information, consider contacting the human resources 
manager or the person responsible for human resources 
at your workplace to discuss the situation further.   
 
Note:  A person who wishes to complain directly to the 
human rights office has the right to do so, whether they 
have used, or have chosen not to use workplace 
internal procedures.  
  
The Human Rights Commission is neutral and does 
not take sides in the complaint.  Commission staff will 
provide information to both parties about human rights 
laws and the complaint procedures.   Commission staff 
will work with both parties to try to settle the dispute if 
possible.  Voluntary and confidential mediation 
services are offered to both parties.    
 
Note:  If either party requires legal advice, they should 
contact a lawyer.  
 
It is important to note that human rights legislation is 
designed to prevent and alleviate discrimination, not to 
find fault and assign blame.  Human rights remedies 
depend on the particular case.   
 
For example, an organization may be required to: 

• Change its policies; 

• Implement training initiatives; 

• Establish a way of resolving internal human 
rights complaints; or 
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• Introduce anti-discrimination and harassment 
policies. 

 
For further information about the complaint process, 
please consult the workplace policy and/or contact 
your local human rights office.  
 
Community Support: 
 
You may want to talk to other people living with HIV 
in your community, and learn about how they have 
handled workplace issues. This can be very helpful in 
giving you emotional support and also in learning from 
experience how others in your situation are coping.  If 
your community has an AIDS Service Organization, 
you may want to contact them to find out if there are 
support groups or services that would be appropriate 
for you. Please refer to our website at www.icad-
cisd.com for contact details or consult your local 
listings.   
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

In Conclusion: 
 
Understanding your human rights will assist you when 
making critical employment related decisions.  You are 
in the best position to determine the human rights 
culture and practices at your workplace.  You may 
receive a variety of advice about what you should do, 
whom you should talk to and when.  In the end, use 
your instinct and best judgement, take some time to 
consider your options and exercise your human rights.   
 
Taking these steps will ensure that you retain control 
over this important aspect of your life and that you will 
be engaged in the decision making process at your 
workplace.   
 
For more information please visit our web-site at: 
www.icad-cisd.com. 
 
 
 

 


