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This policy statement applies to all persons and organizations covered by the Public Service Act. The
policy statement supports the core policy objective that “public service employees exhibit the highest
standards of conduct.” -

Employees will exhibit the highest standards of conduct, Their conduct must instill confidence and trust
and not bring the BC Public Service into disrepute. The honesty and integrity of the BC Public Service
demands the impartiality of employees in the conduct of their duties.

The requirement to comply with these standards of conduct is a condition of employment. Employees
who fail to comply with these standards may be subject to disciplinary action up to and including
dismissal.

Loyalty

Public service employees have a duty of loyalty to the government as their employer. They must act
honestly and in good faith and place the interests of the employer ahead of their own private interests.
The duty committed to in the Qath of Employment requires BC Public Service employees to serve the
government of the day to the best of their ability.

Confidentiality

Confidential information, in any form, that employees receive through their employment must not be
disclosed, released, or transmitted to anyone other than persons who are authorized to receive the
information. Employees with care or cantro} of personal or sensitive information, electronic medis, or
devices must handle and dispose of these appropriately. Employees who are in doubt as to whether
certain information is confidential must ask the appropriate authority before disclosing, releasing, or
transmitting it.

The proper handling and protection of confidential information is applicable both within and outside of
government and continues to apply after the employment relationship ends.

Confidential information that employees receive through their employment must not be used by an
employee for the purpose of furthering any private interest, or as a means of making personal gains.
{(See the Conflicts of Interest section of this policy statement for details.}




Public Comments

BC Public Service employees may comment on public issues but must not engage in any activity or speak
publicly where this could be perceived as an official act or representation (unless authorized to do so).

Employees must not jeopardize the perception of impartiality in the performance of their duties through
making public comments or entering into public debate regarding ministry policies. BC Public Service
employees must not use their position in government to lend weight to the public cxpression of their
personal opinions.

Political Activity

BC Public Service employees may participate In political activities including membership in a political
party, supporting a candidate for elected office, or seeking elected office, Employees’ politicat activities,
however, must be clcarly separated from activities related to their employment.

If engaging in political activities, employees must remain impartial and retain the perception of
impartiality in relation to their duties and responsibilities. Employees must not engage in political
activities during working hours or use government facllities, eguipment, or resources in support of these

activities.

Partisan politics are nat to be introduced into the workplace; however, informal private discussions
among co-workers are acceptable. :

Service to the Public

RC Public Service employees must provide service to the public in a manner that is courteous,
professional, equitable, efficient, and effective. Employees must be sensitive and responsive to the
changing needs, expectations, and rights of a diverse public it the proper performance of their duties.

Workplace Behaviour

Employees are to treat each other with respect and dignity and rmust not engage n discriminatory
conduct prohibited by the Human Rights Code, The prohibited grounds are race, colour, ancestry, place
of origin, religion, family status, marital status, physical disability, mental disability, sex, sexual
orientation, age, political belief or conviction of a criminal or summary offence unrelated to the

individual's employment.




Further, the conduct of BC Public Service employees in the workplace must meet acceptable social
standards and must contribute to a positive work environment. Bullying or any other inappropriate
conduct compromising the integrity of the BC Public Service will not be tolerated.

All employees may expect and have the responsibility to contribute to a safe workplace. Violence in the
workplace is unacceptable. Viclence is any use of physical force on an individual that causes or could
cause injury and includes an attempt or threatened use of force.

Employees must report any incident of violence. Any employee who becomes aware of a threat must
report that threat if there is reasanable cause to believe that the threat poses a risk of injury. Any
incident or threat of violence in the workplace must be addressed immediately.

Employees must report a safety hazard or unsafe condition or act in accordance with the provisions of
the WorkSafeBC Occupational Health and Safety Regulations.

Conflicts of Interest

A conflict of interest occurs when an employee’s private affairs or financial interests are in conflict, or
could result in a perception of conflict, with the employee’s duties or responsihilities in such a way that:

s ihe employee’s ahility to act in the public interest could be impaired; or

» the employee’s actions or conduct could undermine or compromise:
o the public’s confidence in the employee’s ability to discharge work responsibilities; or
o the trust that the public places in the BC Public Service.

While the government recognizes the right of BC Public Service employees to be involved in activities as
citizens of the community, conflict must not exist between employees’ private interests and the
discharge of their BC Public Service duties. Upon appointment to the BC Public Service, employees must
arrange their private affairs in a manner that will prevent conflicts of interest, or the perception of
conflicts of interest, from arising. Employees who find themselves in an actual, perceived, or potential
conflict of interest must disclose the matter to their supervisor, manager, or ethics advisor, Examples of
conflicts of interest include, but are not limited te, the following:

* Anemployee uses government property or equipment or the employee’s position, office, or
government affiiiation to pursue personal interests or the interests of another organization;

¢ Anemployee is in a situation where the employee is under obligation to a person who might
benefit from or seek to gain special consideration or favour;

s Anemployee, in the performance of official duties, gives preferential treatment to an individual,
corporation, or organization, including a nan-profit arganization, in which the employee, or a
relative or friend of the employee, has an interest, financial or otherwise;

s Apemplaoyee benefits from, or is reasonably perceived by the public to have benefited from, the
use of information acquired solely by reason of the employee’s employment;

o Anemployee benefits from, or is reascnably perceived by the public to have benefited from, a
government transaction over which the employee can influence decisions {for example,
investments, sales, purchases, borrowing, grants, contracts, regulatory or discretionary
approvals, appointments);




e Anemployee accepts from an individual, corporation, or organization, directly or indirectly, a
personal gift or benefit that arises out of employment in the BC Public Service, other than:
o the exchange of hospitality between persons doing business together;

o tokens exchanged as part of protocol;
o the normal presentation of gifts to persons participating in public functions; or
o the normal exchange of gifts between friends; or
o Anemployee accepts gifts, donations, or free services for wark-related leisure activities ather
than in situations outlined above.

The following four criteria, when taken together, are intended to guide the judgment of employees who
arc considering the acceptance of & gift:

e The benefit is of nominal vaiue;

e The exchange creates no vbligation;
e Reciprocatfon is easy; and

e |t oceurs infreguently.

Employees will not solicit a gift, benefit, or service on behalf of themselves or other employees.

Allegations of Wrongdoing

Employees have a duty to report any situation relevant to the BC Public Service that they believe
contravenes the law, misuses public funds or assets, or represents a danger to public health and safety
or a significant danger to the environment, Employees can expect such matters to be treated in
confidence, unless disclosure of information is authorized or required by law {for example, the Freedom
of Information and Protection of Privacy Act). Employees will not be subject to discipline or reprisal for
bringing forward to a Deputy Minister, in good faith, alfegations of wrongdoing in accordance with this
palicy statemant.

Employces must report their allegations or concerns as follows:

s Members of the BCGEU must repaort in accordance with Article 32.13;

e PEA members must report in accordance with Article 36,12; or

e Other employees must report in writing to their Beputy Minister or other executive member of
the ministry, who will acknowledge receipt of the submission and have the matter reviewed and
responded to in writing within 30 days of receiving the employee’s submission. Where an
allegation involves a Deputy Minister, the employce must forward the aflegation to the Deputy
Minister to the Premier. '

These reporting requirements are in addition to an employee’s obligation to report to the Comptroller
General as outlined in Section 33.2 of the Financial Administration Act.




Where an employee believes that the matter requires a resolution and it has not been reasonably
resolved by the ministry, the employee may then refer the allegation to the appropriate authority.

If the employee decides to pursue the matter further then:

» Allegations of criminal activity are to be referred to the police;

s Allegations of a misuse of public funds are to be referred to the Auditor General;

s Allegations of a danger to public health must be brought to the attention of health authorities;
and

+« Allegations of a significant danger to the environment must be brought to the attention of the
Deputy Minister, Ministry of Environment.

Legal Proceedings

Employees must not sign affidavits relating to facts that have come to their knowledge in the course of
their duties for use in court proceedings unless the affidavit has been prepared by a lawyer acting for
government in that proceeding or unless it has been approved by a ministry solicitor in the Legal
Services Branch, Ministry of Attorney General, In the case of affidavits required for use in arbitrations or
other proceedings related to employee relations, the Labour Relations Branch of the BC Public Service
Agency will obtain any necessary approvals. Employees are ohliged to cooperate with lawyers defending
the Crown's interest during legal proceedings.

A written apinion prepared on behalf of government by any legal counsel is privileged and is, therefare,
not to be released without prior approval of the Legal Services branch.

Working Relationships

Employees involved in a personal relationship outside work which compromises objectivity, or the
perception of objectivity, should avoid being placed in a direct reporting relationship to one another.
For example, employees who are direct relatives or who permanently reside together may not be
employed in situations where:

s A reporting relationship exists where one employee has influence, input, or decision-making
power over the other employee’s performance evaluation, salary, premiums, special
permissions, conditions of work, and similar matters; or

¢ The working relationship affords an opportunity for coliusion between the two employees that
would have a detrimental effect on the Employer’s interest,

The above restriction on working relationships may be waived provided that the Deputy Minister is
satisfied that sufficient safeguards are in place to ensure that the Employer’s interests are not
compromised,




Human Resource Decisions

Employees are to disqualify themselves as participants in human resource decisions when their
objectivity would be compromised for any reason or a benefit or perceived benefit could accrue to

them.

For example, employces are not to participate in staffing actions involving direct relatives or persons
living in the same household.

Outside Remunerative and Volunteer Work

Employees may hold jobs outside government, carry on a business, reccive remuneration from public
funds for activities outside their position, or engage in volunteer activities provided it does not:

¢ interfere with the performance of their dutics as a BC Public Service employee;

e bring the government into disrepute;

e represent a conflict of interest or create the reasonable perception of a conflict of interest;

s appear to be an official act or to represent government opinion or poficy;

s involve the unauthorized use of work time or government premises, services, equipment, or
supplies; or

e gain an advantage that is derived from their employment with the BC Public Service.

Employees who are appointed as directors or officers of Crown corporations are not to recelve any
additicnal remuneration beyond the reimbursement of appropriale travel expenses except as approved
by the Lieutenant Governor in Council.

Responsibilities

Agency Head
e Provide timely advice to managers and designated contacts respecting the application of this
policy statement including guidance on an appropriate employer response to transgressions of
the policy statement; and
s  Coocrdinate the development of awareness, training, and communication programs in support of
this policy statement.

Deputy Ministets
»  Advise employees of the required standards of conduct and the consequences of non-
compliance;

o Designate a ministry contact for matters related to standards of conduct;

Promote a work environment that is free of discrimination;
Deal with breaches of this policy statement in a timely manner, taking the appropriate action
based upaon the facts and circumstances;




e Waive the provision on working relationships under the circumstances indicated; and
¢ Delegate authority and responsibility, where applicable, to apply this policy statement within
their organization.

Line Managets
e Advise staff on standards of conduct issues;
¢ Engage the minlstry-designated contact as may be appropriate in the circumstances; and
e Contribute to a work environment that is free of discrimination.

Employeces

s Objectively and loyally fulfill their assigned duties and responsibilities, regardiess of the party or
persons in power and regardiess of their personal opinions;

e Disclose and resolve conflicts of interest or patential conflict of interest situations in which they
find themselves;

« Maintain appropriate workplace behavior;

e Avoid engaging in discriminatory conduct or comment; and

e Check with their supervisor or manager when they are uncertain abcut any aspect of this policy
statement.

Updated: November 3, 2014
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Employees

This document outlines standards of conduct for employees of the Justice Services Branch, Ministry of
Justice. These standards satisfy the expectations of employees and management for a code of
professional behaviour that is common to all Justice Services Branch employees. For the Justice Services
Branch to provide safe, reliable and consistent service, it is important that employees understand and
uphold these standards.

The published “Standards of Conduct for Public Service Employees” are incorporated throughout the
document. Justice Services Branch employees are entrusted with confidential information related to
clients and matters befare the Courts. To comply with these rasponsibilities, Justice Services Branch
employees adhere to special standards of on and off-duty conduct beyond those expected of regular
government employees. These special standards are set out in bold [green] text.

in addition to the standards in this document, Justice Services Branch employees are expected to be
familiar with information relevant to their responsibilities as documented in the: “Farnily Justice Services
Manual of Operations”; “Management Services Policy Manual”; and “Master and Compenent

Agreements”,

Further, Justice Services Branch employees who are members of o professional organization must
adhere to the code of conduct set by that professional organization. Therefore, Legal Counsel must
abide by the “Cancns of legal Ethics” contained in the Professional Conduct Handbook of the Law
Society of BC and Family Justice Counsellors must abide by the “Code of Professional Conduct”
estabtished by Family Mcdiation Canada.
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General Standards of Conduct
Justice Services Branch Standards:
Qur standing as employees within the justice system requires that we maintain principled and honest

refationships in our dealings with colfeagues in Justice Services, the courts, the legal profession, police,
judliciary, and other agencies, as well as with clients and former clients of the Justice Services Branch,

We conduct our responsibilities according to relevant legislation, directives from the Assisiant Deputy
Minister and other directives related ta our official responsihilities.

We recoghnize aur obligation as Justice Services Branch employees to immediately report to the local
manager or immediate supervisor any breach of rules and guidelines established to ensure the safety of

clients, employees and the public.

We understand that unprofessional behaviour nol speciflied in the Standards of Conduct for Justice
Services Branch enployees does not mean immunity from discipline.

Public Service Standards:

The requirement to comply with these standards of conduct is a condition of employment. Employees
who fail to comply with these standards may be subject to disciplinary action up to and including
dismissal. Employees should contact their Ministry’s Consultant at the Public Service Agency for advice
and assistance on the interpretation or application of this policy directive.

Loyalty
Public Services Standards:

Public service employees have a duty of loyalty to the government as their employer. The duty of
loyalty, committed to in the Oath of Employment, requires public service employees, irrespective of
political preferences or affiliations, to serve the government of the day to the best of their ahility.

The honesty and integrity of the public service demands that the impartiality of employees in the
conduct of their duties be above suspicion. Employees’ canduct should instil confidence and trust and
must not bring the public service into disrepute.

Confidentiality

Justice Services Branch Standards:

We are in a position of trust and recognize our responsibility to protect the privacy of clients, former
clients and others who have provided confidential information by:

o Using information we collect only for intended and authorized purposes;

e Informing them of the reasons for collecting personat information;

e Allowing them Lo correct, within reason, any material they believe to be incorrect or incompiete;
e Using a secure method to dispose of information about clients.
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Public Service Standards:

Confidential information that employees reccive through their employment must not be divulged to
anyone other than persons who are authorized to receive the information. Employees who are in doubt
as to whether certain information is confidential must ask the appropriate authority before disclosing it.
Caution and discretion in handling confidential information extends to disclosure made inside and
outside of government and continues to apply after the employment relationship ceases.

Confidential information that employees receive through their employment must not be used by an
employee for the purpose of furthering any private interest, or as a means of making personal gains. See
the Conflicts of Interest section of this policy directive for details.

Public Comments

Public Service Siandards:

Public service employees are free to comment on public issues but must exercisc caution to ensure that
by doing so they do not jeopardize the perception of impartiality in the performance of their duties. For
this reason, care should be taken in making comments or cntering into public debate regarding their
ministey’s polices. Public service employees must not use their position in government ic lend weight to
the public expression of their personal opinions.

Political Activity

Public Service Standards:

public service employees are free to participate in political activitics including belonging to a political
party, supporting a candidate for elected office and actively seeking clected office. Employees’ political
activities, however, must be clearly separated from actlvities related to their employment.

If engaging in political activities, employees must be able to retain the perception of impartiality in
relation to their duties and responsibilitics. Employees must not engage in political activities during
working hours or use government factlities, equipment or resources in suppott of these activities.

Partisan politics at the local, provincial or national levels are not to be introduced into the workplace.
This does not apply to informal private discussion among co-workers.

Service to the Public
Fublic Service Standards:

Public service employees must provide service to the public in @ manner that is courteous, professional,
equitable, efficient and effective. Employees must be sensitive and responsible to the changing needs,
expactations and rights of a diverse public while respecting the legisfative framework within which

service to the public is provided.
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Workplace Behaviour

Justice Services Branch Standards:

Our behaviour, on and off duty, must instil confidence and trust and should reflect positively on the
Justice Services Branch and the public service. At work, we conduct ourselves in a manner that promotes
a professional image through our words and actions. Qur dress and appearance while at work must
reflect our professionalism while complying with any paolicies.

We do not report for duty while under the influence of alcoho! or drugs, nor with the odour of alcohol
present. We understand that the abuse of alcohel or use of any illegal substances during off-duty hours
may compromise our professional credibility and the reputation of the Justice Services Branch,

it is understood that supervisors will take prompt action when they become aware of discrimination,
harassment or disrespectful treatment of any statf member by other employees.

We shall use government cellular telephones or other communication devices only as authorized, and
do not use abusive ot profane language during transmission. We use government eleclronic mail and
office equipment according to Minisiry and government policies.

Public Service Standards:

The conduct and language of public service employees in the workplace must meet acceptable sociai
standards and must contribute to a positive worle environment. An employec’s conduct must not
compromise the integrity of the public service.

All public service employees have the right to expect, and the responsibility to create, a workplace
where all employees are safe.

Violence in the workplace is unacceptable and will not be tolerated. Violence includes any attempted or
actual exercise by any person, including another worker, of any physica! force so as to cause injury to a
worker and includes any express threat of violence. Employees must report any incident of violence
directed toward themselves or their co-workers, Any employee hearing a threat, including a threat to a
co-worker, must report that threat if he or she has reasonable cause to believe that the threat is serious.
Any incident or threat of violence in the workplace must be addressed immediately.

Employees are to treat each other in the workplace with respect and dignity and must not engage in
discrimination or harassment based on any of the prohibited grounds covered by the "Human Rights
Code”. The prohibited grounds are race, colour, ancestry, place of origin, religion, family status, marital
status, physical disability, mental disability, sex, sexual orientation, age, political belief or conviction of a
criminal or summary offence unrelated to the individual’s employment. Employees and supervisors
should refer to Personnel Management Policy Directive 3.1, Human Rights in the Workplace -
Discrimination and Harassment, for additional information on appropriate workpiace behaviour.
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Conflicts of Interesi / Professional Conduct with Clients or Former
Clients

Justice Services Branch Standards:

We use authority to promote honesty, fairness and trust.

We do not allow off duty activities and conduct ta interfere with our work obligatians as employees of
the Justice Services Branch,

We immediately advise our supervisors if we are arrested or charged with a Criminal Code or Controlled
Drug and Substances Act offence.

if employed in a capacity that requires us to maintain a valid driver’s licence, we immediately advise our
supervisors if our driving privileges are suspended.

o protect the Branch and ourselves, we will he cautious about relationships or associations with clients,
former clients and other individuals who may seek infonmation or influence over our decisions,

NOTE: For the purposes of this section, the following definitions apply:

For the staff of a family justice centre or a justice access centre, a “client” is defined as a person who is
part of a service offered by Family lustice Services Division (FISD) in a centre and a “former client” is
defined as a person who was part of a service offered by FISD in a centre,

For staff of Maintenance Enforcement & lLocate Services, “individuals who may seek information ar
influence” may include payors and recipients of the Family Maintenance Enforcement Program,
individuals who either request or are the subject of searches, and applicants for interjurisdictional

suppart services.

i, To safeguard our familics and ourselves, we avoid circimstances where our relationships with
clients, former clients and other individuals might result in the possibility or the perception of
becoming:

o Subject to a conflict of interest;

o Subject to hlackmail or bribery;

o Vulnerable o exploitation;

o Impticated in the commission of an offense,

2. To safeguard the lustice Services Branch we do not engage in personal relationships with clients,
former clients and other individuals that might compromise:

o Qurintegrity or effeciiveness as justice Services Rranch employees;
o  The safety and security of eo-workers and Justice Services Branch employees;
@ The reputation of the lustice Services Branch.

3. We understand that certain relationships or associations with clients or former clients may be
appropriate or incvitable for employees of the Justice Services Branch. Examples include but
may not be limited to the following circumstances:

17 of 3




s Incidental or unplanned contacts;

s While engaged in volunteer work, church groups or school functions;

o With members of cur family involved in a family justice case;

e As part ol our regular job responsibilities or as authorized by management.

4, Woe understand that certain relationships or associations with clients, former clients and other
individuals who may seek information or influence over our decisions are inappropriate for
employees of the Justice Servicas Branch. We alsc understand that our on and ofl-duly conduct
will be subject 1o disciplinary review by the Justice Services Branch if we engage in the following
activities with a client or former client:

e Financial agreemenls, personal or business transactions that result in a perceived or real
conflict of interest;

o  Sharing accommodations;

e Sexual relations;

e Using a client’s services or contacts for personal gain;

e Concealing or failing to report a clicnt’s illegal activities;

e Receiving or giving gifts, gratuitics, henefits or favours,

5. Woe have a duty 1o report to our supervisor, in writing, a relationship or association, past or
present with a client, former client or other individual who may seek information or influence
over our decision making that may be subject to a Justice Services Branch review, as noted in
section {5} above.

6, When we require clarification or direction to protect the Justice Services Branch and oursclves
from relationships or associations with clients and former clients, we will discuss the matter
with aur supervisor,

7. Supervisors and managers are required o advise their immediate supervisor if they helieve an
unprofessional relationship exists or appears to be developing between a Justice Services
Branch employee and a client, former client or people who may have an association with these
clients or other individual who may scck information cor influence over our decision making.

Public Services Standards:

A conflict of interest occurs when an employce’s private affairs or financial interest are in conflict, or
could result in a perception or conflict, with the employee’s duties or responsibilities in such a way that:

s+ The employee’s ability to act in the public interest couid be impaired or;
e The emplayee’s actions or conduct could undermine or compromise:
¢ The public's confidence in the employee’s ability to discharge work responsibilities;
or
¢ The trust that the public places in the public service.

Whife the government recognizes the right of public service employees to be involved in activities as
citizens of the community, conflict must not exist between employees’ private interests and the
discharge of their public scrvice duties. Upon appointment to the public service, employees must
arrange their private affairs in a manner that will prevent conflicts of interest, or the perception of
conflicts of interest, from arising.
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Employecs with questions regarding interpretation of the policy may discuss them with the designated
ministry contact. Employees who find themselves in an actual, perceived or potential conflict of interest
must disclose the matter to the designated ministry contact, their supervisor or manager. Employees
who fail to disclase may be subject to disciplinary action up to and including dismissal.

Examples of conflicts of interest include, but are nat limited to, the following:

e An employee uses government property or the employee’s position, office or
government affiliation to pursue persanal interests;

s An employee is in a situation where the employee is under obligation to a person who
might benefit from or seek to gain special consideration or favour;

e An employee, in the performance of official duties, gives preferential treatment to an
individual, corporation or organization, including a non-profit organization, in which the
employee, or a relative or friend of the employee, has an interest, financial or
otherwise;

e An employee benefits from, or is reasonably perceived by the public to have benefiled
from, the use of information acquired solely by reason of the employee’s employment;

e An employee benefits fram a government fransaction over which the employee can
influence decisions (for example investments, sales, purchases, borrowing, grants,
contracts, regulatory or discretionary approvals, appointments});

» An employee rcquests or accepts from an individual, corporation or organization,
directly or indirectly, a personal gift or benefits that arises out of their employment in
the public service, other than:

e The exchange of hospitality between perscns doing business together;

s Tokens exchanged as pait of protocol;

o The normal presentation of gifts to persons participating in public functions; or

+ The normal exchange of gifts between friends. :

* An employee solicits or accepts gifts, danations or free services for work-related
leisure activities other than in situations outlined above,

Allegations of Wrongdoing

Public Service Standards:

Employees have a duly to report any situation that they believe contravenes the law, misuses public
funds or assets, or represents a danger to public health and safety or a significant danger to the
environment. Employees can expect such matters to be treated in confidence, unless disclosure of
information is authorized or required by law (for example, the “Freedom of Information and Protection
of Privacy Act”}). Employees will not be subject to discipline or reprisa! for bringing forward to a deputy
minister, in good faith, allegations of wrongdoing in accordance with this policy directive.

Employees must report their allegations or concerns as foilows:

e Meambers of the BCGEU must repert in accordance with Article 32.13 of the Sixteenth

Master Agreement;
e PEA members must report in accordance with Article 36.12 of the Thirteenth PEA

Master and Subsidiary Agreements.

10
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Other employees must report, in writing, te their deputy minister who will acknowledge receipt of the
submission, investigate the matter and respond in writing within 30 days after receiving the employees’
submission. When an allegation involves the Deputy Minister, the employee must forward the allegation
to the Deputy Minister to the Premier.

Employees must report a safety hazard or unsafe condition, or act in accordance with the provisions of
the Workers Compensation Board

QOccupational Health and Safety Regulations

When an employee believes that the matter has not been resolved by the Deputy Minister, the
employee may refer the allegation to the appropriate authority. If the employee decides to pursue the
matter further then:

¢« Allegations of illegal activity must be referred to the police;

o Allegations of a misuse of public funds must be referred to the Auditor General;

s Allegations of a danger to public health must be brought to the attention of health
authorities; and

+ Allegations of a significant danger to the environment must be brought to the attention
of the Deputy Minister, Ministry of Environment, Lands and Parks.

Legal Proceedings
Justice Services Branch Standards:

Legal Counsel employed by the Justice Services Branch are the ONLY emplovees allowed to provide legal
advice. All other employees of the justice Services Branch will not provide legal advice to our clienls or
members of the public, but will rather suggest that they discuss problems with the lawyer of their
choice.

Public Service Standards:

Employeas must not sign affidavits relating to facts that have come to their knowledge in the course of
their duties for use in court proceedings, unless the affidavit has been prepared by a lawyer acting for
the government in that proceeding or unless it has been approved by a ministry solicitor in the Legal
Services Branch of the Ministry of Justice. In the case of affidavits required for use in arbitrations or
other proceedings related to employee relations, the Labour Relations Branch, PSERC, will obtain
necessary approvals. Employees are obliged to cooperate with lawyers defending the Crown’s interest
during legal proceedings.

A written opinion prepared on behalf of government by any legal counsel is to be treated as subject to
solicttor/ client privilege and is, therefore, confidential. Such an cpinion is not to be released to persons
outside the public service without prior written approval by the Legal Services Branch and/or the
Criminal Justice Branch, Ministry of Justice.

11
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Working Relations

Public Service Standards:

Employees who are direct relatives or who permanently reside together may not be employed in
situations when;

* A reporting relationship exists when one employec has influence, input or decision-
making power over the other employec’s performance evaluation, salary, premiums,
special permissions, conditions of work and similar matters; or

o The working relationship affords an opporiunity for coBusion between the two
employces that would have a detrimental effect on the employer’s interest.

The above restriction on working relationships may be waived provided that the Deputy Minister is
satisfiad that sufficient safeguards are in place to ensure that the employer’s interests are not

compramised.

Personnel Decisions

Public Servico Standards:

Employees are to disqualify themselves as participants in personnel decisions when their objectivity
would be compromised for any reason or a benefit or perceived benefit could accrue to them. For
example, employers are not to participate in staffing actions involving direct relatives or persons living in
the same household.

Qutside Remunerative and Volunteer Work

Public Service Standards:

Employees may engage in remunerative employment with another employer, carry on a business,
recoive remuneration from public funds for activities outside of Ltheir position, or engage in volunteer
activities, provided it does not:

o Interfere with the performance of their duties as a public service employee;
e Bring the government into disrepute;
e Represent a conflict of interest or create the reasonable perception of a conflict of

interest; .

s Appear to be an official act or to represent government opinion or policy;

e Involve the unauthorized use of work timec or govermment premises, services,
eguipment or supplies to which they have access by virtue of their public service
amployment; and

e Gain an advantage that is derived from their employment as a public service employee,

Employces who are appointed as directors or officers of Crown corporations are not to receive
additional remuneration beyond the reimbursement of appropriate travel expenses except as approved

by the Lieutenant Governor in Council.
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Use of Government Resources and Employee Benefits

Justice Services Branch Standards:

We exercise care when responsible for government resources and property, and onby use them when
conducting duties that are authorized by management.

We do not use governmemt vehicles witholt management approval for purposes other than direct
governmenl business, and we operate asccording to the rules of the road,

We acknowiedge that involvement in stealing government property will result in an immediate
discharge from our duties and priviteges.

We also understand that the fraudulent use of an employee benefit will lead to diseiplinary action up to
and including dismissal,

Responsihilities
Public Service Siandards:

Deputy Ministers are responsible for:

¢ Ensuring that the provisions of this policy directive are met;

» Ensuring that employees are advised of the required standards of conduct and understand the
consequences of non-compliance;

e Designating a ministry contact for matters related to standards of conduct;

s Ensuring that all possible breaches of the policy directive are thoroughly investigated;
Based on the results of an investigation, ensuring that appropriate action is taken;

& Ensuring that confidential information is handled with caution and discretion;

«  Waiving the provision on working relationships under the circumstances indicated; and

+ Delegating authority and responsibility, where applicable, to apply this policy directive within
their arganization,

Supervisors and managers are responsible for:

s Advising employees cn standards of conduct issues;
« Ensuring that confidential information is handled with caution and discretion; and
s Assisting employees in the resolution of conflicts of interest.

Employees are responsible for:

+ Fuifilling their assigned duties and responsibilities, objectively and loyally, regardiess of the party
or persons in power, and regardless of their personal opinions;

+ Disclosing and resolving conflicts of interest situations in which they find themselves;

s Maintaining appropriate workplace behaviour; and

o Checking with their designated ministry contact, supervisor, manager or personnel advisor,
when they are uncertain about any aspect of this policy directive, including:
o The appropriateness of receiving outside remuneraticn;
s Potential, perceived or actual conflicts of interest; and

13
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o Releasing any information that may be confidential.

Legislative Authorities
justice Services Branch

Criminal Code

Correction Act

Family Law Act

Famibly Maintenance Enforcement Act

Divorce Act

Public Service Act

Human Kiehts Code

Freedom of Information and Protection of Privacy Act

Workers Compensation Act

Occupational Heakth and Safety Regulations

Youth Criminal Justice Act

Family Orders and Agreements Enforcement Assistance Act

Oither Anthorities ard References

Justice Services Branch

Family Justice Services Manual of Operations

Management Services Policy Manual

Directives

FISD Service Delivery Standards, Maintenance Enforcement and Locate Services

Palicy Marnuals {Locate Services, Interjurisdictional Support Services, FMEP)

14
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Public Service

¢ B.C. Government and Service Employees” Union Master and Componeant Agreements

¢ Terms of Employment for Excluded Managers

» Personnel Management Policy, Human Rights in the Workplace - Discrimination and
Harassment,

Employees are encouraged o write to their supervisor or Director if they believe changes are needed to
the “Standards of Conduct for Justice Services Branch Employees”. Questions or concerns regarding
particular situations should be brought to the attention of a supervisor or the Public Service Agency.
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PROVINCE OF BRITISH COLUMBIA
ORDER OF THE LIEUTENAN) GOVERNOR IN COUNCIL

Order in Councii No, 8 5 2 s Approved and Ordored SEP 2 5 200‘

Ligutenant Governor

Executive CouncHl Chambers, Victeria '

On the recommendation of the undersigned, the Licutenant Governor, by and with the advice and consent of the
Executive Council, orders that the public service employee, Christopher Beresford, is
designated as enforcement officer for the purposes of Part 7 of the
Family Relations Act.

ﬁqwk'\FW

Attorne} Generiﬁ and Minister
Responsible for Treaty
Negotiations

{(This purt is for adminisiralive purposes only and is vet part of the Qrder,)

Authorlly under which Order is mude:
Actond section: Family Relations Act, section 98, .. . ... o

Cithier {sjrecilyl:
Wi &k

D112

lm\aoo*\l 3.
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PROVINCE OF BRITISH COLUMBIA

ORDER OF THE LIEUTENANT GOVERNOR IN COUNCIL

Order in Councit-No. (J§ 5% . Acproved and Ordered MAY = 2 2003

L
Bit-GOVBIROr

Executive Council Chamhers, Victoria

On the recommnendation of ¢he undersigned, the Lieutenant Governor, by and with the advice and consent of
the Bxecntive Couneil, orders that

on the recommendation of the Attorney General, Christopher Beresford is
appointed Clerk of the Supreme Court of British Columbia for the purpose of
the Bankruptcy and Insolvency Act (Canada).

|
Attorney General and Minister

Responsible for Treaty Negotiations

{Thix part is for administrative purposes only and is not pari of the Order.)
Authority under which Order is made:
Act and section! Debtor Assistance Act - s.3

Other (spscify}: Bankruptcy and Insolvency Act (Canada) /
April 16, 2003 9.!2%:&‘5 A ( 544 2603/0‘3
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PROVINCE OF BRITISH COLUMBIA
ORDER OF THE LIEUTENANT GOVERNOR IN COUNCIL

Order in Councif No. 3 3 0 , Approved and Ordered MAY i 1 Zﬂﬁﬁ

Execunfive Council Chambers, Victoria

On the recommendation of the undersigned, the Lientenanl Govemor, by and with the advice and consont of the Executive
Council, orders that

the public service employee, Ringo Karanbir Singh Dosanjh, is designated as an enforcement
officer for the purposes of Part 7 of the Family Relations Act.

[ /ﬁ’%%%//

Attorney General and Minister Pre;:;’?{g Member of % Executive Coundil

Responsible for Multiculturalism

7
(This pari is for administrative prrpozes only ond Is nof pari of the Order.}

Authority under whick Order is made:

Act and section; Family Relations Act - 5, 98
Qther (specify):

April 12, 2006 349/2006/13
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FROVINCE OF BRITISH COLUMBIA

ORDER QF THE LIEUTENANT GOVERNOR iN COUNCIL

onderincounctio. Q04T . Approvedand Ordered iy 25,1985

L nant Governor

Exocutive Counclt Chambers, Vistorla ¥N.26986 ¢ Res. S9047, 2067/88

On the recommendation of the undersignied, the Lisutonent Qovernor, by and with the adviee and
consent of the Executive Council, orders that the publls sarvice amployees Sandra Bdelnsan, Cindy
Brar and"Erie Davios are sach deeignated ov enforcement officer for the purposes of Part 4 of the
Family Relationa Act,

Attoroey Goneral /4. , Presiding Member of the Excutive Council

Authoriiyunder which Orderlsmadun
At ned sactionr-.............Famlly. Relationa Act, BECHONBEL ... convcicr i sirarsss esssaernssnectsar e ms reveseanemmaratmssen

Dibarispae¥l=......ovciivimsenninne 4/
Eranilngdby ...coonieen (LB, Macaylay..... A LM,.,?
1A yGiaeml ezamingr)
October 28, 1088 J¢-8Y B8k
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PROVINCE OF BRITISH COLUMBIA

ORDER OF THE LIEUTENANT GOVERNOR IN COUNCIL

Order in Council Na. 4 d 2 . Approt?ed anei Qrderedi® 31,1989

7Y

Lreutenant Gaverngr

Executive Caunclt Chambers, VictorialiR 27, 1959

{in the recommendatias of the underalgned, the [deulenanl Qovernar, by and with the gdvize and
tonsent of the Execulive Council, erdarsibat  the publlic service employee, Judith
Anh Reykdal, is designated an enforcement officer for the purposes
of Part 4 of the Family Relatione Act for the periced April 16, 198¢

to October 6, 198%.

Presiding er o¢f the Executive Counecil

1T AL partis for admtasirabice parposed ondy gad 1 nof parfof the Orelir,)
Autharily undor which Order i made:

Actand seclign:.

Oibertapecilyh: e e

Wy 0m
QP 40001

W

. Family Relations Act, section 63.1 = =

K
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PROVINCE OF BRITISH COLUMRIA

ORDER OF THE LIEUTENANT GOVERNOR IN COUNCIL

Order in Countif No. 2 U 8 7 , Appraved and Ordared KOV, 17 1968

G

Lisutenant Governor

Executive Couneil Chambers, Victorla K0, 161968 ﬁo . l‘f?/‘io
O the recormmaondation of the undersigned, the lieutenant Governoe, by and with the sdviee and
coimant of the Bxecutive Council, erdors that

{1} ¢the public service employees, Louise Riley and Marjorie Hunter
are dosignated as anforcement officers for tha purposes of
Part 4 of the FPamily Relations Act; and

{2} the designatione of Anthonius Heemekerk, Helen Miller, Cindy Brar
and Renma Landuccl are rescinded.

Zn Atforney General
-

)

Pragidi emboer of the Executive Council

iThis part 1s for odrtintsiratice purposes enly and 1o anf parfof the Gedee y
Autharily under which Order s made:
Adadusctions: ... FAMily Relations Act, sectiom 63.1 .. ... 5
Utheelipectty- . Q1@ 591/9??.913/33 J Lo

W

(0P 4030) g ‘? ¢2 /svg //J
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PROVINCE OF RRITISH COLUMBIA
ORDER OF THE LIEUTENANT GOVERNOR IN COUNCIL

NV

Listlenanl Goveragr

Order in Councit No. 23 . Approved and Oroerad N -31992

Executive Counclt Chambers, Vicloria ~. M {992
On the recommendation of the undersigned. the Lieutenant Gevernor, by and with the advice and consent of the

Executive Councl, ordersthal the publie service emplovee, Roy Dungey, is
designated as an enforcament offfcer for the purpeses of Part 4 of the

Family Relations Act.

j e ‘k..( Z ,.J
era Presiding Mgmber of the Executive

Attorney Gen
Council

1 ThEs past s oo adoinngeative pusprses oody and 0ot pars of the Onder.g
r ]

Authorlty under whith Qrder s made

Agt and sechion:; Family Relations Act, ssction 63.1

an 2 05%” |

[= 2174
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PROVINCE OF BRITISH COLUMBIA
ORDER OF THE LIEUTENANY GOVERNOR IN COUNCIL

Orerin CouncitNo, 1231, appromd snd Orctere 1 1295

Lisulenant Bovemor
Executlve Councll Chambers, Victoria
On the revommendation of the undersigned, the Lieutensnt Gavermos, by and with the advice and consent af the
Exceative Council, onders thet
a}  the publlc service employes, Michael Edward Redding, Is desgignated as an
enforcement officer for the purposes of Part 4 of the Family Rslatlona
Act, and;

b} the designaetion of Roy Dungey as an enforcament officer for the purposes
of Part 4 of the Famlly Relations Act is rescinded.

Atterney General Presiding Merﬁber of Execuiive Council

Hhis pure By for cadministetive purpesen orly ubid is wd pars of the der,

Authorily under which Order Is made: Faml]y Relatigns Aol, ssction 63.1
Ak and seoliog OIC 23/92

{iher ety )

A in
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PROVINCE OF BRITISH COLUMBIA
ORDER OF THE LIEUTENANT GOVERNOR IN COUNCIL

Ordear in Council No, 8 5 1 » Approved and Orderad SEP 25 mm

Lisutenant Governor

Executive Council Chambers, Victoria

On the recommendation of the undersigned, the Lieutenant Governor, by and with the advice and consent of the
Executive Council, ordets (hat the designations as enforcement officers of the following
be rescinded:

Michael Redding, made by Order in Council 1231/95
Susan Mintz, made by Order in Council 0545/96
Corinne Alexander, made by Order in Council 0657/98

¢ e, Ploni™

Attorne‘y Ge‘nmlal and Minister
Responsible for Treaty
Negotiations

t Fitts part is for administeative purposes ool and is vot pact of the Queer.}

Authorlty under which Ordér Is mude:
Act and section Famlly REIationSACt’ SGCtion 98

W 3

DH-t112
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