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AGENCY PROFILE

BC Public Service Agency:

Established by the Public Service Act, the BC Public Service Agency provides human resource
leadership, expertise, services and programs that contribute to better business performance of
ministries and government as a whole.

The BC Public Service is one of the largest corporate workforce in the province, serving all
communities across British Columbia. Public servants provide a wide range of services to British
Columbians such as health care, public safety, education, and environmental management, to
name a few. The Agency supports the work of public servants by providing a wide range of Human
Resource services. In doing so, we help ensure the BC Public Service continues to have the right
people to do that work.

Changing demographics, such as an aging and increasingly diverse population, continue to influence
employers in many ways. An aging workforce is contributing to rising benefits costs through factors
such as higher benefit utilization, increased absenteeism and escalating health premiums. As
benefits costs make up an increasing percentage of the total cost of employment, the BC Public
Service is working to contain these costs through a proactive and preventative approach to
supporting a healthy and productive workforce.

While global economic influences delayed the retirement of many baby boomers, the oldest of this
cohort is now aged 69 and beginning to exit the workforce in growing numbers. This exodus is only
expected to increase, and when combined with fewer entrants to the workforce and greater
demand for skilled workers, will bring about both labour and skill shortages. The increased
competition will require organizations to put greater emphasis on the identification, attraction and
development of talent

With these changes in mind, the three goals from the Agency’s Integrated Strategic Plan are; (1) A
trusted business partner delivering effective human resource services, (2) A Public Service that
attracts, enables, develops and retains a highly skilled and professional workforce, and (3) Strong
people, processes and technology to effectively meet business needs. Our goals and priorities are
closely aligned with the three goals of the Corporate Plan for the BC Public Service: Where Ideas
Work; (1) Building our Internal Capacity, (2) Improving our Competitiveness and (3) Enhancing
Service to Citizens.

Mandate:

The Agency is responsible for ensuring the Public Service has the commitment, capacity and
capability within its workforce to meet the needs of British Columbians now and in the future.

The Agency supports the succession management priority of the Corporate Plan: Where Ideas Work
and through its programs and initiatives will improve the Public Service’s ability to identify, attract

and develop employees.
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Full Time Equivalents (FTEs): 445

Executive Organizational Chart:
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Prepared for: Minister responsible for the BC Public Service Agency
For Information
Issue: Accountabilities of the Head of the BC Public Service Agency
Background:

« The BC Public Service Agency (the Agency) is responsible for leading a strategic government-wide
human resource (HR) agenda and supporting the operational business needs of government
ministries and agencies through the provision of HR services, policies and programs.

e« The Head of the BC Public Service Agency (also referred to as the Agency Head) is a deputy
minister responsible for system-wide human resource management in the BC Public Service
(BCPS), leading the Agency in delivering human resource programs and services that are aligned
with government’s corporate direction and priorities.

¢ The Agency Head also acts as the Province's representative at the Federal Provincial Territorial
Public Service Commissioners’ table and works closely with the Deputy Minister to the Premier and
deputy minister committees in meeting human resource management responsibilities under the
Public Service Act.

Discussion:

The bulk of the Agency Head’s main accountabilities are established by three authorities: the Public
Service Act, the Standards of Conduct for Public Service Employees, and the Accountability Framework
for Human Resource Management.

Public Service Act
Under the Public Service Act, the Agency Head has broad responsibility for personnel management in the
public service including:

s advising the minister, ministries and other government organizations regarding policies, standards,
regulations and procedures;

¢ providing for the recruitment and appointment of persons to the public service;

* acting as bargaining agent for the government;

s developing and establishing training and education programs, occupational health and safety
programs, and other tools, processes and systems;

¢ recommending to the minister that a policy be issued or amended, and performing other duties
assigned by the minister.

Standards of Conduct for Public Service Employees

Under the Standards of Conduct for Public Service Employees, the Agency Head is responsible for
coordinating the development of awareness, training and communication programs in support of the
Standards of Conduct and ethics related issues, and for providing advice to senior executives and others
regarding the application of the Standards.
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Accountability Framework for Human Resource Management

The Accountability Framework for Human Resource Management establishes that deputy ministers,
executives, senior officials, supervisors and human resource professionals are all accountable for
carrying out certain human resource management functions to ensure effective human resource
management in the BC Public Service. Under the Framework, the Agency Head is responsible for:

establishing and maintaining effective human resource management policy;

monitoring and providing corporate and organizational-level reporting on human resources matters;
representing the employer at the corporate wide level;

ensuring that human resource management responsibilities are carried out in a manner consistent
with applicable legislation, collective agreements, terms and conditions of employment and the
corporate human resources policy framework.

Other responsibilities of the Agency Head include overall administrative responsibility for the Terms and
Conditions of Employment for Excluded Employees/Appointees, and making determinations regarding
employee eligibility for indemnity coverage and other matters under the Excluded Employees (Legal
Proceedings) Indemnity Regulation.

Summary:

The Head of the BC Public Service Agency leads the administration of personnel management in the BC
Public Service, including key responsibilities related to corporate HR strategy, policy advice and program
development, recruitment and appointment, service delivery, and representing the employer in collective
bargaining.

Approved By:

Rueben Bronee

Executive Lead, Policy, Innovation and Engagement
250 213-6614
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Appendix A-2

EXECUTIVE MEMBER BIOGRAPHY

Lori Halls
Deputy Minister
BC Public Service Agency

Lori Halls was appointed Deputy Minister of the BC Public Service Agency on September 15, 2015.

Prior to taking on this role Lori was the Assistant Deputy Minister for the Environmental Protection
Branch with the Ministry of Environment and among other responsibilities was the Ministry’s lead on
the response to the Mount Polley breach. During her time with the Ministry of Environment, Lori also
served as the Assistant Deputy Minister for the BC Parks and Conservation Officer Service Division. In
that role, she was responsible for the management of the parks and protected area system that
makes up 14.3% of the landbase in British Columbia and responsible for the enforcement of natural
resource laws.

Lori has also served as the Assistant Deputy Minister for the Talent Management Division with the BC
Public Service Agency and was responsible for transforming recruitment, corporate learning and
performance management within the Public Service.

Lori started her career in government as a coop student in Victoria in 1993 and held many
progressively responsible positions within the Ministry of Health. One of her major accomplishments
was establishing HealthLink BC as an operating entity under the Emergency and Health Services
Commission. Prior to this she was the Lead Negotiator for the alternative service delivery
procurement process, and, ultimately, was appointed Chief Operating Officer at HealthLink BC, a
position she held from 2006 to 2009. As the Chief Operating Officer she was responsible for the
implementation of the province’s 8-1-1 service.

Lori has a Bachelor of Arts in Political Science and History and Master’s of Public Administration from

the University of Victoria. 522
522
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EXECUTIVE MEMBER BIOGRAPHY

Bruce Richmond
Executive Director, Business Performance
BC Public Service Agency

Bruce Richmond currently holds the position of Executive Director, Business Performance and is the
Chief Information Officer for the Agency. In this role, he has responsible for managing the
Government’s Alternate Service Delivery Contract for Payroll Operations and Human Resource
Technology delivery as well as Facilities Management for all Agency locations, Freedom of
Information, Privacy, and the Workforce Environment Survey.

He has been with the BC Public Service for more than 25 years, starting his career in 1990 as a Senior
Budget Manager with the Ministry of Transportation and Highways. Bruce moved to the Ministry of
Attorney General in 1994 and spent 13 years in their Information Technology Services Division,
performing a number of roles, including the Director of Finance and Administration, the Director of
Client Services and as the Director of Operations.

In 2007, Bruce moved to the Natural Resource Sector, supporting the IM/IT needs for the Ministry of
Environment, Ministry of Agriculture and Front Counter BC before pursuing a central agency
opportunity, where he created an IM/IT Audit function within Internal Audit and the Office of the
Comptroller General at the Ministry of Finance. As Director, Professional Practice, IM/IT he oversaw
related audit work under Government's Corporate Audit Plan and was responsible for ensuring that
proper financial and security controls were in place for credit card commerce for the public service as
per payment card industry standards.

Bruce has considerable experience as a senior manager and supervisor, delivering services across
sectors and large complex ministries, with a notable record of negotiation and partnership with the
vendor community. Bruce possesses a bachelor’s degree from the University of Victoria in Economics
and a Masters certificate from Royal Roads University in Leadership.
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EXECUTIVE MEMBER BIOGRAPHY

Joanne Hanson
Assistant Deputy Minister, Hiring and Service Operations Division
BC Public Service Agency

Joanne Hanson was appointed Assistant Deputy Minister of Hiring and Service Operations on
May 24, 2016. Prior to coming to the Agency, Joanne was the Executive Director of the
Northern Region of Court Services Branch, Ministry of Justice where she led her team
through a variety of significant service delivery innovations and transformations.

Joanne began her career with British Columbia Public Service in 1999 in Northern BC, after
leaving the federal Department of Indian Affairs, beginning with Social Development and
Innovation and held a variety of roles and responsibilities contributing to projects and
initiatives both within the Public Service and with external stakeholders. Joanne was the first
regional recipient of the Emerging Leader Premier’s Award. In addition to her career with
the Provincial Government, she is also a Chartered Professional in Human Resources (CPHR)

and was an appointed board member for four years on the Northern HRMA Advisory Council.

Further to this, Joanne is a Certified Provincial Instructor and taught at the College of New
Caledonia in the Human Resources Post Diploma program. With a passion for leadership,
Joanne is also a Certified Insights Practitioner and coaches and delivers training throughout
the Province.
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EXECUTIVE MEMBER BIOGRAPHY

John Davison
Assistant Deputy Minister, Employee Relations & Workplace Health Division
BC Public Service Agency

John Davison was appointed Assistant Deputy Minister, Employee Relations Division of the BC
Public Service Agency on September 26, 2014 after acting in this role since June 2013. Employee
Relations & Workplace Health provides a full range of labour relations, workplace health and safety,
and employee compensation and benefit services.

John has been with the Public Service Agency since 2006, most recently as Director, Labour
Relations. He has extensive collective bargaining experience and represents the Province as the
lead negotiator in bargaining with the public service’s largest union, the BC Government and Service
Employees’ Union.

Before coming to the Agency, John worked for 5 years at the Public Sector Employers’ Council
Secretariat, the last two years of which were as Director, Labour Relations Policy and

Research. While working at the PSEC Secretariat, John was appointed as a trustee of the College
Pension Plan in 2002, not long after the four major BC public sector pension plans moved to the
Joint Trusteeship governance model. He has continued to serve on various public sector pension
boards ever since and has been a trustee of the Public Service Pension Plan since 2007.

John holds a Master of Public Administration degree and a B.A. in Political Science from the
University of Victoria.
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EXECUTIVE MEMBER BIOGRAPHY

Nick Grant
Executive Lead, Strategic Partnerships
BC Public Service Agency

Nick Grant joined the Agency in February 2015 on an assignment to work with the Executive and
Senior Leadership to develop a business plan for the Agency. Upon completion of that work he
remained at the Agency as a member of the Executive team to lead a broader strategic planning,
organizational design and management process review. Following that he transitioned to his
current role as Lead Negotiator/Executive Lead of the Strategic Partnerships Division of the Agency
responsible to procuring a new Human Capital Management service delivery contract for the Public
Service.

Nick spent over 20 years at the BC Ministry of Health and held the was appointed acting Assistant
Deputy Minister of the Health Sector Planning and Innovation Division prior to joining the Agency.
In that role Nick was responsible for articulating and leading the implementation of government’s
strategic direction for the health sector as detailed in the Ministry’s Setting Priorities for the B.C.
Health System document. Other leadership responsibilities he has held at the Ministry of Health
include internal and health sector planning, stakeholder relations, strategic management, business
intelligence, data and information management, research, corporate policy, legislation and
intergovernmental relations.

Nick holds a BA in Political Science from the University of Victoria and has worked in the BC Public
Service for 25 years.
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EXECUTIVE MEMBER BIOGRAPHY

Rueben Bronee
Executive Lead, Policy, Innovation and Engagement

Rueben assumed his current role in May 2016 and is responsible for corporate human
resource policy, corporate employee engagement and communications, corporate innovation
initiatives, and secretariat support for the Deputy Ministers’ Committee on Public Service
Innovation. He joined the BC Public Service Agency in November 2015 as Executive Director,
Corporate Strategy.

Previously, Rueben served as an Executive Director, Strategic Sector Engagement with the
Ministry of Advanced Education and Executive Director, Partner and Intergovernmental
Relations with the Ministry of Education where he was also a member of the executive team.
In both these roles he was the lead on strategic engagement with key sector partners in the
education sector.

From 2008 to 2011, Rueben was the Executive Director for the Public Service Initiative in the
Office of the Deputy Minister to the Premier and then the Ministry of Citizens Services. He was
responsible for corporate human resource planning, employee engagement and employee
communications for the BC Public Service.

Prior to that, Rueben led the writing and editorial services team with the Public Affairs Bureau,
where he was responsible for editing and distribution of all government media materials and
speechwriting for the Office of the Premier. He began is public service career as a co-op
student with the Ministry of Employment and Investment in 1998.
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EXECUTIVE MEMBER BIOGRAPHY

Tara Richards,
ADM, Corporate Services & EFO
Ministry of Finance

Tara was appointed as Assistant Deputy Minister, Corporate Services and EFO on July 17, 2014, with
responsibility for corporate financial and facilities services, strategic human resources, information
management and performance management and corporate priorities. In 2016, Tara took on the
responsibility of Acting Chief Executive Officer of the Financial Institutions Commission (FICOM).
FICOM regulatory responsibility includes credit unions and trust companies, insurance companies,
pension plans, real estate, mortgage brokers and the Credit Union Deposit Corporation.

Over the past 19 years in government, Tara has held progressively responsible positions in various
ministries, most recently as the Executive Director, Property Taxation Branch, Revenue Division at
Finance. Tara’s background includes roles in policy and legislation, operations, intergovernmental
relations, and corporate policy and planning services in the Ministry of Children and Family
Development and the Ministry of Health.

Tara has a Master’s Degree in Public Administration and an undergraduate degree in Political Science
from the University of Victoria.

522
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BUSINESS PERFORMANCE DIVISION

Executive Director Responsible: Bruce Richmond, CIO

Core Business/Program Area Description/Critical Business Processes:

A major focus of the Business Performance Division is to manage the government’s alternate service
delivery contract for payroll operations and all human resource technology delivery for government, in
partnership with TELUS Sourcing Solutions Inc.

In addition, the division is charged with the responsibility for facilities management for the twelve
agency locations, freedom of information, information privacy, emergency preparedness, strategic
planning, portfolio management, project management, performance measurement, reporting and
business intelligence activities.

Another key service provided through the division is business consulting services to senior executives
and their respective organizations across government.

Budget: $22,060,000 (includes Strategic Partnerships budget - $543,900 FY17)
Full Time Equivalents (FTEs): 39 (includes Strategic Partnerships FTEs - 4)
Related Legislation:

e Public Service Act

e Public Service Benefit Plan Act

e Public Service Labour Relations Act

Organizational Chart:

Bruce Richmond

Executive Director

Vacant lan Hennem

A/Director

lan Busby
A/Director

Iris Colyn

Director Director

Performance Partnerships and Strategic Planning Business Consultin
Management and Contract and Portfolio Servi g
o ervices
Reporting Management Management
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EMPLOYEE RELATIONS & WORKPLACE HEALTH DIVISION

ADM Responsible: John Davison
Core Business/ Program Area Description/Critical Business Processes:

This division provides for a full range of employee relations services, including negotiation and
administration of collective agreements, human resource investigations, advice and dispute
resolution. In addition, the division provides leadership for workplace health & safety and employee
compensation & benefits.

Operations Vote Budget: $3,822,000 (includes part of Policy, Innovation and Engagement budget -
$394,000 FY17)

Benefits Vote Budget: for the purposes of Estimates, this budget is combined in the Benefits
Administration budget of $7,322,000 in the Benefits Vote

Full Time Equivalents (FTEs): 121 (includes part of Policy, Innovation and Engagement FTEs - 4)

Related Legislation:

e Public Service Act
e Public Service Benefit Plan Act
e Public Service Labour Relations Act

Organizational Chart:

John Davison

ST Alyson William Lakey
Chrisgian Kimberley Blackstock Medical e ‘
Director Bowman Exec Director Director Seredynski
Employee Divisional Labour Relations Workplace Project
Relations Coordinator & Total Health & Director
Compensation Safety )
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EXECUTIVE AND SUPPORT SERVICES

Deputy Minister Responsible: Lori Halls
Core Business/ Program Area Description/Critical Business Processes:

The BC Public Service Agency is accountable to the Deputy Ministers’ Council to provide cost effective
HR services to our customers and clients in the BC Public Service. The Agency is also the provincial
government’s bargaining agent, responsible for negotiating the public service collective agreements.

In addition, the BC Public Service Agency is called upon to play a central role in delivering the programs
and initiatives necessary to achieve the Corporate Plan goals.

The Agency has seven core business areas that contribute to developing an innovative and responsive
public service, whose employees are motivated and supported to reach their highest potential. The
core businesses include: Hiring and Service Operations; Talent Management; Employee Relations and
Workplace Health; Policy, Innovation and Engagement; Strategic Partnerships; Business Performance;
and, Executive and Support Services.

Operations Vote Budget: $1,832,000

Benefits Vote Budget: for the purposes of Estimates, this budget is combined in the Benefits
Administration budget of $7,322,000 in the Benefits Vote

Full Time Equivalents (FTEs): 25

Related Legislation:

e Public Service Act
e Public Service Benefit Plan Act
e Public Service Labour Relations Act

Organizational Chart:

Lori Halls
Deputy Minister

Chrissy Oliver Sandra Roe

Lead, Strategic Af/Manager
Initiatives Executive Operations

lohn Davison Rueben Bronee Nick Grant Bruce Richmond

Tara Richards

ADM, Corporate
Services and EFO

Vacant Joanne Hanson

ADM, Talent ADM, Hiring and
Management Services Operations

Executive Lead,
Policy, Innovation
and Engagement

ADM, Employee
Relations and
Workplace Health

Executive Lead, Executive Director,
Strategic Business
Partnerships Performance
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FINANCIAL MANAGEMENT OFFICE

Chief Financial Officer: Libby Oulton

Core Business/Program Area Description/Critical Business Processes:
The Financial Management Office is responsible for financial

The Financial Management Office is the central financial team for the BC Public Service Agency,
responsible for financial management strategies and the overall financial management framework,
including ensuring finances are effectively managed and fiscal targets are met. Services include
budgeting and forecasting, corporate activities and reporting, core financial operations, financial
policy advice and contract management.

The Office is also responsible for the financial management of the government-wide Benefits Vote,
the Provincial Employees Community Services Fund and delivery of the leave liability program for
government.

Operations Vote Budget: for the purposes of the Estimates, the budget is combined with Executive
and Corporate Services.

Benefits Vote Budget: for the purposes of Estimates, this budget is combined in the Benefits
Administration budget of $7,322,000 in the Benefits Vote

Full Time Equivalents (FTEs): For the purposes of the Estimates, FTEs are combined with Executive and
Corporate Services.

Related Legislation:

e Public Service Act
e Public Service Benefit Plan Act
e Public Service Labour Relations Act

Organizational Chart:

Libby Oulton
Chief Financial Officer

Financial
Management Office

v

Nina Moore Sandra Winter Derek Cockburn
Director, Beneifts Director, Financial A/Director Financial
Finance Planning & Reporting Services

v
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HIRING AND SERVICE OPERATIONS

Assistant Deputy Minister Responsible: Joanne Hanson

Core Business/ Program Area Description/ Critical Business Processes:

Hiring and Service Operations (HSO) is responsible for the provision of diverse Human Resource
services supporting the entire employee lifecycle across the BC Public Service through a multi-channel,
technology enabled service model. The division’s core business includes the delivery of a wide range
of Human Resource services including payroll, benefits, personnel records, classification, labor
relations advisory and interpretation services as well as recruitment. Hiring services are focused on
leading and implementing strategies that address the shifting demands of recruitment in today’s
labour market, and developing and implementing new marketing and recruitment practices.

The division’s mandate, which must align with the OCIO strategy for IT Infrastructure, includes
governance and stewardship of 6 significant IT platforms — PeopleSoft, Time and Leave, Telephony,
CRM — Customer Relationship Management, RMS — Recruitment Management Services and Web based
tools and Self-Service (MyHr) the MyHR website, the contact center and the internal knowledge base
to support the delivery of consistent and accurate information to customers and staff.

Budget: $12,652,000
Full Time Equivalents (FTEs): 167

Related Legislation:

e Public Service Act
e Public Service Benefit Plan Act
e Public Service Labour Relations Act

Organizational Chart:

Joanne Hanson

ADM

Sandra Sundhu
Exec. Director
Service Delivery and
Technology
Integration

Susan Wood
Director
Employment
Programs and
Corporate Initiatives

Kathy Tokgoz
Director
Classification, HR
Advisory and Records

Management

Herjinder Grewal

Director
Hiring Operations
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POLICY, INNOVATION AND ENGAGEMENT

Executive Lead Responsible: Rueben Bronee

Core Business/Program Area Description/Critical Business Processes:

Policy, Innovation and Engagement is responsible for corporate human resource policy and legislation
for the BC Public Service, including the Standards of Conduct and the Public Service Act. The division
also provides secretariat support for the Deputy Ministers’ Committee on Public Service Innovation,
which includes production of the Corporate Plan for the BC Public Service, Where Ideas Work, and
delivery of corporate initiatives to promote innovation across government.

The division is also responsible for corporate employee communications, including the corporate
intranet site, and corporate engagement and recognition programs, including the Premier’s Innovation
and Excellence Awards and the Long Service Awards.

Operations Vote Budget: for the purposes of the Estimates, the budget is combined with Talent
Management Division, and Employee Relations and Workplace Health Division

Benefits Vote Budget: for the purposes of Estimates, this budget is combined in the Benefits
Administration budget of $7,322,000 in the Benefits Vote

Full Time Equivalents (FTEs): For the purposes of the Estimates, FTEs are combined with Talent
Management Division and Employee Relations Division

Related Legislation:

e Public Service Act
e Public Service Benefit Plan Act
e Public Service Labour Relations Act

Organizational Chart:

Rueben Bronee
Executive Lead

Palicy, Innovation and
Engagement

Zac Kremler

Danielle Burton Heather Devine

Director, DMCPSI
Secretariat

Angela Weltz

Carmen Zabarauckas
Innovation Lead

Director, Engagement
and Corporate
Initiatives

Director, Policy and
Research

Lead, Behavioural
Insights Group
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STRATEGIC PARTNERSHIPS

Executive Lead Responsible: Nick Grant
Core Business/ Program Area Description/Critical Business Processes:

The Strategic Partnerships Division was created to lead the development and execution of a strategy to
procure a new Human Capital Management Alternative Service Contract for the public service. The
Province and TELUS Sourcing Solutions Incorporated (TSSI) entered into a ten year agreement in
November of 2004, and exercised the option within that agreement to extend the term for five years
until 2019. The contract will expire in 2019 and should the Province wish to continue to deliver these
services via a contract with a private sector service provider, a competitive process must be performed
to comply with provincial trade obligations and core policy.

The current contract provides a critical technology and service platform delivering essential functions
including the Province’s human resource core data systems, payroll and benefit administration, and
talent management applications. This project involves both strategic and technical work with ministry
partners (Ministries of Technology and Citizens Services, Finance, and Attorney General) to leverage
changes in the technology (Cloud services) and procurement markets within government regulation
and policy.

NOTE: A number of high priorities have recently put additional pressure and heavy workloads on the
Employee Relations and Workplace Health Division. To assist in managing this pressure, the
Workplace Health & Safety staff are current reporting to the Executive Lead, Strategic Partnerships.

Operations Vote Budget: for the purposes of the Estimates, the Strategic Partnerships budget is
combined with Business Performance Division.

Full Time Equivalents (FTEs): for the purposes of the Estimates, FTEs are combined with Business
Performance Division

Related Legislation:
e Public Service Act
e Public Service Benefit Plan Act

e Public Service Labour Relations Act

Organizational Chart:

Nick Grant

Executive Lead

Tim Owen Brian Dunkley

Director Director

Financial and
Business Analysis

Strategic
Partnerships

v
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TALENT MANAGEMENT DIVISION

ADM Responsible: Rueben Bronee (A/ADM)

Core Business/ Program Area Description/Critical Business Processes:

The Talent Management division’s core business provides for leadership, program delivery and
services in the areas of executive recruitment and development; employee learning and development;
performance management; conflict management (alternative dispute resolution); coaching; corporate
succession management and diversity.

Budget: $10,653,000 (includes part of Policy, Innovation and Engagement budget -5748,000 FY17)
Benefits Vote Budget: (For the purposes of Estimates, this budget is combined in the Benefits
Administration budget of $7,322,000 in the Benefits Vote)

Full Time Equivalents (FTEs): 94 (includes part of Policy, Innovation and Engagement FTEs - 21)

Related Legislation:

e Public Service Act
e Public Service Benefit Plan Act
e Public Service Labour Relations Act

Related Legislation: Organizational Chart:

Vacant
ADM

Trish Sterloff Sasha Hobbs

Marnie Mayhew . Tracy Mandur

Steve Bachop _ y Executive Director d
. Director Director Exec Advisor
Director Executive )
Learning Centre Performance Corporate Develooment Executive

Branch Succession . P . Recruitment

Memt & Diversity
y, y, & Y, Y, J/
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List of Regulations

Regulations under the Public Service Act:

Definition Regulation - 279/98

Employment Insurance Regulation - 401/98

Excluded Employees Indemnity Protection Regulation - 72/2012

Hours of Service Regulation - 154/78

Political Staff Oath Regulation - 66/2014

Public Service Oath Regulation - 228/2007

Resignation Regulation - 132/77

Review of Staffing Decisions Regulation - 443/2003

Standards of Conduct for Political Staff Regulation - 67/2014

Vacation Entitlement for Re-Employed Appointees Regulation - 6/2009

Regulations under the Public Service Benefit Plan Act:

Long Term Disability Fund Interest Regulation - 51/2017

Extended Health Care and Dental Plans Regulation - 403/97

Group Life Insurance Regulation (No. 1) - 408/97

Long Term Disability Plan Regulation - 409/97

Group Life Insurance Regulation (No. 3) - 426/76

Regulations under the Public Service Labour Relations Act:

Public Service Labour Relations Regulations - 22/74
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PUBLIC SERVICE ACT
[RSBC 1996] CHAPTER 385

Contents

Part 1 — Introductory Provisions

1 Definitions

2 Purposes of Act

3 Application of Act

4 Consultation process

Part 2 — Agency Head and Merit Commissioner

5 BC Public Service Agency
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5.01 Appointment of merit commissioner

5.1 Merit commissioner

5.2 Annual report of merit commissioner

5.3 Expenses of merit commissioner

6 Delegation

7 Access to facilities and records

Part 3 — Appointments to the Public Service

8 Appointments on merit

9 Probation

10 Exceptions to section 8

11 Repealed
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12 Deputy ministers

13 Deputy ministers' pensions

14 Declaration of deputy minister status

15 Appointment by Lieutenant Governor in Council

Part 4 — Review of Staffing Decisions

16 Definitions

17 Request for feedback on staffing decision

18 Inquiry into staffing decision

19 Review by merit commissioner

20 Power to compel persons to answer questions and order disclosure

20.01 Contempt proceeding for uncooperative person
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20.02 Immunity protection

20.1 Decision final

Part 5 — Miscellaneous

21 Oaths

22 Dismissal and suspension of employees

23 Repealed

24 Annual report

25 Power to make regulations

26 Transitional — deputy ministers’ pensions

Part 1 — Introductory Provisions

Definitions

1 In this Act:

"agency" means the BC Public Service Agency continued under
section 5 (1);
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"agency head™ means the head of the agency appointed under
section 5 (2);

"auxiliary employee" means an auxiliary employee as defined
in the regulations;

"deputy minister" means

(a) a person appointed as a deputy minister under
section 12, or

(b) subject to section 14, a person who by an Act or by
an order in council under that section is declared to have
the status of a deputy minister;

"employee™ means a person appointed under this Act other
than a person appointed under section 15;

"merit commissioner”" means the merit commissioner
appointed under section 5.01.

Purposes of Act

2 The purposes of this Act are to

(a) facilitate the provision of service to the public in a
manner that is responsive to changing public
requirements,

(b) recruit and develop a well qualified and efficient
public service that is representative of the diversity of the
people of British Columbia,

(c) encourage the training and development of
employees to foster career development and
advancement,

(d) encourage creativity and initiative among employees,
and

(e) promote harmonious relations of the government and
employees and bargaining agents that represent
employees in the public service.
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Application of Act

3 Except as otherwise provided in this Act or in another Act, this Act
applies

(a) to all ministries of the government, and

(b) to any board, commission, agency or organization of
the government and its members or employees, to which
the Lieutenant Governor in Council declares this Act, or a
provision of this Act, to apply.

Consultation process

4 (1) In this section, "consult" means seeking advice or an exchange
of views or concerns prior to the making of a decision respecting

the matters that determine merit under section 8 (2) or the making
of regulations under section 25.

(2) The agency must consult with representatives of the employees’

bargaining agents certified under the Public Service Labour Relations
Act with respect to

(a) the application of the matters that determine merit
under section 8 (2), and

(b) regulations that may affect the employees
represented by the bargaining agents that the minister
intends to recommend to the Lieutenant Governor in
Council under section 25.

(3) In addition, the agency may consult with employees who are not
represented by the bargaining agents referred to in subsection (2)
with respect to the matters referred to in that subsection that affect
members of those groups.

Part 2 — Agency Head and Merit Commissioner

BC Public Service Agency
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5 (1) The division of the government known as the Public Service

Employee Relations Commission is continued as the BC Public
Service Agency under the administration of the minister.

(2) The Lieutenant Governor in Council must appoint, under section
12, an individual to be the agency head.

(2.1) to (2.5) [Repealed 2005-35-36.]

(3) The agency head is responsible for personnel management in the
public service including but not limited to the following:

(a) advising the minister respecting personnel policies,
standards, regulations and procedures;

(b) providing direction, advice or assistance to ministries
in the conduct of personnel policies, standards,
regulations and procedures;

(c) recruiting, selecting and appointing, or providing for
the recruitment, selection and appointment of, persons
to or within the public service;

(d) developing, providing, assisting in or coordinating
staff training, educational and career development
programs;

(e) developing, establishing and maintaining job
evaluation and classification plans;

(f) acting as bargaining agent for the government in
accordance with section 3 of the Public Service Labour
Relations Act;

(g) developing, establishing and maintaining occupational
health and safety programs;

(h) developing and implementing employment equity
policies and programs;

(i) conducting studies and investigations respecting staff
utilization;
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(j) carrying out research on compensation and working
conditions;

(k) developing and implementing mechanisms to ensure
effective human resource planning and organizational
structures;

() developing, implementing and maintaining a process
to monitor, audit and evaluate delegations under
section 6, to ensure compliance with this Act and the
regulations;

(m) establishing and maintaining a personnel
management information system;

(n) performing other duties assigned by the minister
respecting personnel, consistent with this Act and the
regulations.

(4) Subject to this Act and the regulations and on the
recommendation of the agency head, the minister may issue policies
respecting the matters referred to in subsection (3).

Appointment of merit commissioner

5.01 (1) The Lieutenant Governor in Council, on the recommendation of

the Legislative Assembly, must appoint an individual to hold office as
the merit commissioner under this Act.

(2) The merit commissioner is an officer of the Legislature and must

(a) faithfully, honestly and impartially exercise the
powers and perform the duties of the office, and

(b) not divulge any information received under this Act,
except if permitted by this Act.

(3) The Legislative Assembly must not recommend an individual to
be appointed under subsection (1) unless a special committee of the
Legislative Assembly has unanimously recommended to the
Legislative Assembly that the individual be appointed.
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(4) The merit commissioner is to be appointed for a term of 3 years
and may be reappointed in the manner provided in this section for
further 3 year terms.

(5) The merit commissioner is entitled

(a) to be paid, out of the consolidated revenue fund,
compensation as may be fixed by the Lieutenant
Governor in Council, and

(b) to be reimbursed for reasonable travelling and out of
pocket expenses personally incurred in performing the
duties of the office.

(6) The Lieutenant Governor in Council may appoint an acting
commissioner if

(a) the office of commissioner is or becomes vacant when
the Legislative Assembly is not sitting,

(b) the commissioner is suspended when the Legislative
Assembly is not sitting,

(c) the commissioner is removed or suspended or the
office becomes vacant when the Legislative Assembly is
sitting, but no recommendation is made by the
Legislative Assembly under subsection (1) before the end
of the session, or

(d) the commissioner is temporarily absent because of
illness or for another reason.

(7) An acting commissioner holds office until
(a) a person is appointed under subsection (1),
(b) the suspension of the commissioner ends,

(c) the Legislative Assembly has sat for 30 days after the
date of the acting commissioner's appointment, or

(d) the commissioner returns to office after a temporary
absence,

whichever is the case and whichever occurs first.
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Merit commissioner

5.1 (1) The merit commissioner is responsible for monitoring the

application of the merit principle under this Act by

(a) conducting random audits of appointments to and
from within the public service to assess whether

(i) the recruitment and selection processes were
properly applied to result in appointments based
on merit, and

(ii) the individuals when appointed possessed the
required qualifications for the positions to which
they were appointed, and

(b) reporting the audit results to the deputy ministers or
other persons having overall responsibility for the
ministries, boards, commissions, agencies or
organizations, as the case may be, in which the
appointments were made.

(2) In carrying out his or her responsibilities as merit commissioner
under this section he or she must not conduct audits or issue reports
in respect of the period before June 5, 2001.

(3) [Repealed 2005-35-38.]

Annual report of merit commissioner

5.2 (1) The merit commissioner must report annually, no later than

May 31, to the Legislative Assembly concerning the merit
commissioner's activities under this Act since the last report was
made under this section.

(2) The Speaker must lay each annual report before the Legislative
Assembly as soon as practicable, if it is in session.

(3) If the Legislative Assembly is not in session on the date of the
annual report, or within 10 days after that date, the annual report
must be promptly filed with the Clerk of the Legislative Assembly.
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(4) The report of the merit commissioner under this section must not
disclose

(a) personal information, as defined in Schedule 1 of the
Freedom of Information and Protection of Privacy Act,
relating to individuals who applied for or were appointed
to positions in the public service, or

(b) the identity of persons who participated on behalf of
the ministries, boards, commissions, agencies or
organizations, as the case may be, in the selection of the
individuals appointed to positions in the public service.

Expenses of merit commissioner

5.3 The merit commissioner may make a special report to the
Legislative Assembly if the merit commissioner believes that the
amounts and establishment provided for the office of merit
commissioner in the estimates are inadequate for fulfilling the duties
of the office.

Delegation

6 Subject to the regulations, the agency head may

(a) delegate any of his or her powers, duties or functions
under this Act to an employee of the agency,

(b) with respect to employees of a ministry or a board,
commission, agency or organization to which this Act
applies, delegate any of his or her powers, duties or
functions under this Act to

(i) a deputy minister or other employee of the
ministry, or

(ii) a member, officer or employee of the board,
commission, agency or organization,

(c) delegate dismissal authority under section 22 (2)
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(i) to an assistant deputy minister or an employee
who has an equivalent classification level to an
assistant deputy minister, and

(ii) to a member or officer of a board, commission,
agency or organization to which this Act applies,

(d) establish conditions, standards or requirements for
any delegation, and

(e) amend, replace or revoke any delegation made under
this section.
Access to facilities and records

7 For the purposes of carrying out their duties under this Act, the

agency head and merit commissioner are entitled to access to
(a) ministries,

(b) boards, commissions, agencies and organizations that
are declared to be subject to this section under section 3,
and

(¢) records, of ministries or of those boards,
commissions, agencies and organizations, containing
information pertinent to those duties or to personnel
matters.

Part 3 — Appointments to the Public Service

Appointments on merit

8 (1) Subject to section 10, appointments to and from within the

public service must

(a) be based on the principle of merit, and

(b) be the result of a process designed to appraise the
knowledge, skills and abilities of eligible applicants.

(2) The matters to be considered in determining merit must, having
regard to the nature of the duties to be performed, include the
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Probation

applicant's education, skills, knowledge, experience, past work
performance and years of continuous service in the public service.

(3) Regulations, policies and procedures with respect to recruitment,
selection and promotion must facilitate

(a) opportunities for external recruitment and internal
advancement to develop a public service that is
representative of the diversity of the people of British
Columbia, and

(b) the long term career development and advancement
of employees appointed under this Act.

(4) Subject to the regulations, the agency head may direct in respect
of a vacancy or class of vacancies in the public service, that
applicants be

(a) limited or given preference in a manner intended to
achieve employment equity objectives,

(b) limited to employees to encourage career
development and advancement,

(c) limited to employees of a stated occupational group,
position level or organizational unit, or

(d) limited to a stated geographical area or locale.

9 (1) If a person who is not an employee is appointed to a position in

the public service, the person is on probation until he or she has
worked the equivalent of 6 months' full time employment.

(2) If the appointment is made from within the public service, a
probation period in the new position not exceeding the equivalent of
6 months' full time employment may be imposed.

(3) A deputy minister or the agency head may reject an employee
during the probation period if the deputy minister or agency head
considers that the employee is unsuitable for employment in the
position to which he or she was appointed.
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Exceptions to section 8
10 Subject to the regulations
(a) section 8 (1) does not apply to an appointment that
is a lateral transfer or a demotion, and

(b) section 8 (1) (b) does not apply to the following:

(i) a temporary appointment of not more than 7
months in duration;

(ii) an appointment of an auxiliary employee;

(iii) a direct appointment by the agency head in
unusual or exceptional circumstances.

Repealed
11 [Repealed 2003-88-10.]

Deputy ministers

12 (1) The Lieutenant Governor in Council may appoint deputy

ministers, associate deputy ministers and assistant deputy ministers.

(2) An associate deputy minister has all the powers of a deputy
minister.

(3) Sections 5.1, 8 and 18 do not apply to appointments under this
section.

Deputy ministers' pensions

13 (1) Subject to subsection (2), when calculating the amount of a

pension under the Public Service Pension Plan, continued under the
Public Sector Pension Plans Act, each year of service as a deputy
minister must be counted as 1 1/2 years of pensionable service.

(2) Subsection (1) does not apply

(a) to a person appointed as a deputy minister on or
after September 1, 2001, or
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(b) to a person holding the position of acting deputy
minister.

(2.1) Despite subsection (2) (a), subsection (1) continues to apply to
a person who is a deputy minister before September 1, 2001 and is
reappointed as a deputy minister on or after that date as long as
there is no break in service as a deputy minister.

(3) Despite the accrual of 35 years of pensionable service,
contributions to the Public Service Pension Plan must continue for
each additional year of service up to 35 years of contributory service.

Declaration of deputy minister status

14 The Lieutenant Governor in Council may declare that a person has

the status of a deputy minister and may set terms and conditions of
employment, including remuneration, for that person and specify
which sections of this Act or the regulations apply to that person.

Appointment by Lieutenant Governor in Council

15 (1) The Lieutenant Governor in Council may appoint persons the

Lieutenant Governor in Council considers

(a) will be acting in a confidential capacity to the
Lieutenant Governor, Executive Council or a member of
the Executive Council, or

(b) will be appointed to a position that requires special
professional, technical or administrative qualifications.

(2) A person referred to in subsection (1) (a) or (b) may be
appointed by the Lieutenant Governor in Council on terms and
conditions, including remuneration, authorized by the Lieutenant
Governor in Council or set out in the regulations.

(3) This Act, other than subsections (1) and (2) and sections 21 and

25 (3), does not apply to a person appointed under this section.

Part 4 — Review of Staffing Decisions

Page 37 of 289



Definitions

16 In this Part, "deputy minister" means,

(a) with respect to a position in a ministry, the deputy
minister of that ministry, and

(b) with respect to a position with a board, commission,
agency or organization, the person having overall
responsibility for the board, commission, agency or
organization.

Request for feedback on staffing decision

17 (1) An employee who is an unsuccessful applicant for an
appointment to the public service may, within the prescribed time,
request from the individual responsible for the appointment an
explanation of the reasons why he or she was not appointed.

(2) The responsible individual must provide an explanation as soon
as practicable after receiving a request under subsection (1).

Inquiry into staffing decision

18 (1) An employee who has made a request under section 17 may

request an inquiry into the application of section 8 (1) with respect to
the appointment.

(2) A request under subsection (1) must be made within the
prescribed period to the deputy minister responsible for the position
and must include a detailed statement specifying the grounds on
which the request is made.

(3) The deputy minister who receives an application under
subsection (1), or a person designated by the deputy minister, must
inquire into the appointment and confirm the appointment or
proposed appointment or direct that the appointment or proposed
appointment be reconsidered.

Review by merit commissioner
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19 (1) An employee who is an unsuccessful applicant for an

appointment to a position in a bargaining unit under the Public
Service Labour Relations Act who has made a request under section
18 and disagrees with the decision of the deputy minister or
designate under that section may request a review of the
appointment by the merit commissioner on the ground that section 8
(1) has not been complied with.

(2) A request under subsection (1) must be made in writing within
the prescribed period to the merit commissioner and may only be
based upon the grounds submitted to the deputy minister under
section 18 (2).

(3) Subject to the regulations, the merit commissioner must
establish the procedure for the expeditious consideration of requests
for reviews under subsection (1).

(4) If an applicant requests a review under subsection (1), the merit
commissioner must, before undertaking the review, inform the
deputy minister of the review.

(5) The merit commissioner may summarily dismiss a request for a
review under subsection (1) if

(a) the request for review is not made within the time
limit prescribed under subsection (2),

(b) the merit commissioner considers that the request for
review is frivolous, vexatious or trivial or is not made in
good faith,

(c) the request for review does not contain sufficient
information to determine whether section 8 (1) has been
complied with, or

(d) the grounds, even if proven, are not sufficient to
establish that section 8 (1) has not been complied with.

(6) After conducting a review, the merit commissioner may

(a) dismiss the review, or
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(b) direct that the appointment or the proposed
appointment be reconsidered.

(7) This section does not apply with respect to an appointment to the
public service that is referred to in section 10.

Power to compel persons to answer questions and order disclosure

20 (1) For the purposes of a review under section 19, the merit

commissioner may make an order requiring a person to do either or
both of the following:

(a) attend, in person or by electronic means, before the
merit commissioner to answer questions on oath or
affirmation, or in any other manner;

(b) produce for the merit commissioner a record or thing
in the person's possession or control.

(2) The merit commissioner may apply to the Supreme Court for an
order

(a) directing a person to comply with an order made
under subsection (1), or

(b) directing any directors and officers of a person to

cause the person to comply with an order made under
subsection (1).

Contempt proceeding for uncooperative person

20.01 The failure or refusal of a person subject to an order under section

20 to do any of the following makes the person, on application to
the Supreme Court by the merit commissioner, liable to be

committed for contempt as if in breach of an order or judgment of
the Supreme Court:

(a) attend before the merit commissioner;
(b) take an oath or make an affirmation;

(c) answer questions;
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(d) produce records or things in the person's possession
or control.

Immunity protection

20.02 (1) Subject to subsection (2), no legal proceeding for damages lies

or may be commenced or maintained against the merit
commissioner, or a person acting on behalf of or under the direction
of the merit commissioner, because of anything done or omitted

(a) in the performance or intended performance of any
duty under section 19, or

(b) in the exercise or intended exercise of any power
under sections 19 to 20.01.

(2) Subsection (1) does not apply to a person referred to in that
subsection in relation to anything done or omitted by that person in
bad faith.

Decision final

20.1 A decision of the merit commissioner under section 19 is final and

binding.

Part 5 — Miscellaneous

Oaths

21 A person appointed to the public service and a person appointed

under section 15 must swear or affirm an oath in the prescribed
form.

Dismissal and suspension of employees

22 (1) The agency head, a deputy minister or an employee authorized

by a deputy minister may suspend an employee for just cause from
the performance of his or her duties.
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(2) The agency head, a deputy minister or an individual delegated
authority under section 6 (c) may dismiss an employee for just
cause.

Repealed
23 [Repealed 2007-21-6.]

Annual report

24 The minister must lay before the Legislative Assembly as soon as

practicable, a report for the fiscal year ending March 31 respecting
the work of the agency.

Power to make regulations

25 (1) On the recommendation of the minister, the Lieutenant

Governor in Council may make regulations respecting government
personnel management, including regulations respecting the
following:

(a) the definition of "auxiliary employee” in section 1;

(b) recruitment, selection and appointment of staff
including standards and procedures respecting
advertising vacancies and who may apply for those
vacancies;

(c) probation periods for employees who are appointed to
positions in the public service;

(d) health and safety of employees;
(e) terms and conditions of employment;
(f) job evaluation and classification;
(g) standards of employee conduct;

(h) all matters respecting discipline, suspension and
dismissal of employees;

(i) monitoring and auditing of all personnel functions.
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(2) Regulations under subsection (1)

(a) may be different for different categories of
employees, and

(b) may be made retroactive to a date not earlier than
the date this section comes into force, and if made
retroactive are deemed to have come into force on that
date.

(3) The Lieutenant Governor in Council may make regulations
respecting the terms and conditions of employment of persons
appointed under section 15.

(4) The Lieutenant Governor in Council may make regulations
respecting inquiries and reviews under Part 4 including regulations
respecting the manner of applying for an inquiry under section 18 or
a review under section 19 and the time limits for those applications.

(5) [Repealed 2003-88-12.]

Transitional — deputy ministers' pensions

26 (1) Despite section 13, section 4.1 of the Public Service Act, S.B.C.

1985, c. 15, continues to apply with respect to a person who became
a deputy minister before November 5, 1991 and to whom the section
would otherwise have applied.

(2) For greater certainty, a deputy minister appointed on or after
September 1, 2001 has no claim for payment of compensation
because he or she is ineligible for the benefit provided under section
13 (1).

Copyright (c) Queen's Printer, Victoria, British Columbia, Canada
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This Act is current to September 13, 2017

See the Tables of Legislative Changes for this Act’s legislative history, including any changes not
in force.
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Part1

Application of Part 1

1 (1) This Part applies to the following:
(a) the government;

(b) other employers to whom this Part is declared to apply by order of the Lieutenant Governor in
Council;

(c) every employee or group of employees in receipt of a salary as compensation for service rendered to
the government to whom this Part is declared to apply by order of the Lieutenant Governor in Council;

(d) every employee of an employer to whom this Part applies under paragraph (b) and to whom this Part
is declared to apply by order of the Lieutenant Governor in Council;

(e) members of the Legislative Assembly;
(f) [Repealed 2003-62-27.]
(g) persons in receipt of a benefit under the Long Term Disability Plan continued under this Act.

(2) For the purposes of this Part "employee" includes a Provincial judge, the chief coroner and deputy
chief coroner under the Coroners Act, or other person appointed to a position or office to which is
attached a salary payable by the government.

Contracts

2 (1) The minister, on behalf of the government, may insure or cause to be insured any or all employees
to whom this Part applies and members of the Legislative Assembly.
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(2) If, under the Public Service Labour Relations Act, the bargaining agent for the government enters an
agreement with a bargaining unit certified under that Act and the agreement provides for a benefit plan

made effective by contract or contracts with an insurer or insurers, the minister must ensure that the
contract under subsection (1) is consistent with the agreement.

(3) Insurance under subsection (1) may be provided directly or by contracting with an insurer or insurers
authorized to enter such contracts in British Columbia.

(4) A contract under subsection (1) may be a contract under which the insurer or insurers assumes the
risk, or under which the government assumes the risk and under which the insurer disburses benefits
and generally manages a scheme of insurance on the government's behalf.

Terms and conditions

3 (1) Subject to this Part, the Lieutenant Governor in Council, or the persons or committees the
Lieutenant Governor in Council appoints,

(a) must determine the terms and conditions to be included in a contract made under this Part,

(b) must determine whether any contribution toward payment of premium is required to be made by
persons insured directly or under a contract made under this Part and the rates and methods of any
contribution, and

(c) are responsible for the distribution of all proceeds derived from the insurance coverage provided
under this Part.

(2) For the purposes of subsection (1) (b), different rates and methods of contribution may be
determined and established for different groups of persons.

Contributions to be made

4 Every person insured under a contract made under this Part must make the contributions determined
under section 3.

Appropriation

5 If a contract or contracts made under this Part require money to be provided or paid by the Minister
of Finance or otherwise on behalf of the government as employer under this Part, it must be provided or
paid by the Minister of Finance

(a) from money appropriated for that purpose by the Legislature, or

(b) if no appropriation is available for that purpose or the appropriation is not sufficient, from the
consolidated revenue fund.

Fund
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6 (1) The Minister of Finance may establish one or more funds to provide for any financial obligations
assumed by the government under this Part.

(2) and (2.1) [Repealed 2016-3-13.]

(3) Contributions paid under section 4 must be paid directly into the appropriate fund established under
this section.

(4) Money for any payments required under a contract or plan made under this Part and for any costs
incurred for managing, on the government's behalf, a scheme of insurance or a benefit plan under this
Part may be paid from the fund established for that purpose under subsection (1).

(5) A fund established under subsection (1) is a trust fund for purposes of the Financial Administration
Act.

(6) This section does not apply in respect of the Long Term Disability Plan continued under this Act.
Long Term Disability Fund special account
6.1 (1) In this section:

"former fund" means the Long Term Disability Fund that was continued and deemed to be established
under section 6 (2), as that section read before its repeal;

"LTD plan" means the Long Term Disability Plan continued under this Act;

"special account" means the special account, as defined in section 1 of the Financial Administration Act,
established under subsection (2) of this section.

(2) A special account, to be known as the Long Term Disability Fund special account, is established.
(3) The special account consists of the following:

(a) an opening balance, being the closing balance, as determined by the Minister of Finance, of the
former fund immediately before that fund is dissolved;

(b) amounts received by the government as contributions paid under section 4 in respect of the LTD
plan;

(c) amounts received by the government as contributions in respect of the LTD plan from employers,
other than the government, of employees to whom the LTD plan applies;

(d) amounts transferred from a vote, as defined in section 1 of the Financial Administration Act, to the

special account as contributions by the government in respect of the LTD plan;

(e) amounts received by the government as recoveries in respect of amounts paid in respect of the LTD
plan;

Page 47 of 289



(f) interest attributed to the special account in the amount calculated in accordance with the regulations
made under subsection (7).

(4) Despite section 21 (3) of the Financial Administration Act, the minister may pay money out of the

special account for the following purposes:

(a) for any payments required in respect of the LTD plan or under a contract made under this Part in
respect of the LTD plan;

(b) for the administration of the special account or for any costs incurred for the management of the
LTD plan or a contract made under this Part in respect of the LTD plan;

(c) for the return of contributions paid under section 4 of this Act in respect of the LTD plan and any
interest attributable to those contributions;

(d) for the return of contributions paid to the LTD plan from employers, other than the government, of
persons to whom the LTD plan applies and any interest attributable to those contributions.

(5) Section 27 (1) (a) and (b) of the Financial Administration Act does not apply to the appropriation
under subsection (4) of this section.

(6) Treasury Board may direct that the balance of the special account be reduced by an amount equal to
any part of the balance that Treasury Board considers is not required for the purposes of the LTD plan.

(7) For the purposes of subsection (3) (f), Treasury Board may make regulations prescribing the balance
on which interest is calculated, the interest rate and the manner of calculating interest.

Power to make regulations for Part 1

7 (1) To carry out this Part, the Lieutenant Governor in Council may make regulations referred to in
section 41 of the Interpretation Act.

(2) Without limiting subsection (1), the Lieutenant Governor in Council may make regulations as follows:

(a) prescribing conditions to be met by a person who wishes to elect to be excluded from any or all
contracts entered into under this Part;

(b) defining or identifying the composition of groups of persons referred to in section 3 (1) (b);

(c) establishing the terms and conditions of a benefit or a benefit plan in respect of which the risk is not
borne by an insurer or insurers.

Annual report

8 The minister must lay before the Legislative Assembly, within 15 days after the start of each annual
session, a return containing a full and clear statement and accounts of all business done under this Part
during the fiscal year preceding that session.
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Part 2
Definitions for Part 2
9 In this Part and the regulations under it:

"contributor" means an employee who avails himself or herself of the coverage afforded by this Part
and whose premium payments are in good standing;

"employee" means all of the following:
(a) a person in receipt of remuneration for services rendered to the government;

(b) a person who receives remuneration for services rendered to an employer within the meaning of the
pension plan rules made under the Public Service Pension Plan, continued under the Public Sector
Pension Plans Act, and who, with the consent of that employer, elects to have this Part apply to him or
her;

(c) a person appointed to the Executive Council;
(d) members of the Legislative Assembly of British Columbia;

(e) a person who renders service, the remuneration for which is paid by a corporation, board,
commission or authority that is an agent of the government, and to whom the Lieutenant Governor in
Council declares this Part to apply;

"employer" means,

(a) in respect of an employee defined in paragraph (a), (c) or (d) of the definition of employee, the
Minister of Finance,

(b) in respect of an employee defined in paragraph (b) of the definition of employee, the employer
mentioned in that paragraph, and

(c) in respect of an employee defined in paragraph (e) of the definition of employee, the corporation,
board, commission or authority that pays the remuneration.

Application of Part 2

10 (1) This Part applies to the following:

(a) the government;

(b) all persons to whom the Public Services Medical Plan Act, R.S.B.C. 1960, applied on March 31, 1963;

(c) every employee who elects to have this Part made applicable to him or her.
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(2) This Part does not apply to a person or group of persons covered by a contract or plan of group
medical insurance coverage other than under this Part and whose eligibility for coverage under this Part
has been rescinded by order of the Lieutenant Governor in Council.

Contributions and benefits
11 (1) The prescribed monthly premium must be deducted from the following:

(a) the salary of every employee to whom this Part applies, other than members of the Legislative
Assembly;

(b) [Repealed 2003-62-30.]

(c) the sum payable under section 2 of the Members' Remuneration and Pensions Act to a member of
the Legislative Assembly to whom this Part applies.

(2) Despite subsection (1) (a) and (c), every person to whom this Part applies may pay the prescribed
monthly premium during any period in which a deduction cannot be made under subsection (1) (a) and

().

(3) The payments made under subsections (1) (a) and (2) entitle the employee to the benefits of this
Part in respect of medical and other related expenses incurred during the next succeeding calendar
month only.

(4) The payments made under subsection (1) (c) entitle the member of the Legislative Assembly to the
benefits of this Part in respect of medical and other related expenses incurred during the next
succeeding calendar year only.

Lieutenant Governor empowered to enter agreement
12 (1) The Lieutenant Governor in Council may

(a) enter an agreement or contract with any person in respect of a plan of insurance or coverage for
employees and their dependants for medical and other related expenses incurred by the employees and
their dependants to whom this Part applies, or

(b) by regulation establish and administer a plan for that purpose.

(2) Under a plan authorized by the Lieutenant Governor in Council under subsection (1), the employer
must contribute a sum not less than the monthly or annual premiums authorized to be paid by the
employees under section 11.

(3) The employer of a person whose salary or wage is not paid from public money within the meaning of
the Financial Administration Act must reimburse the Minister of Finance in respect of the contributions
required to be made under subsection (2) for that person.

Public Services Medical Plan Account
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13 (1) The Public Services Medical Plan Account is continued.

(2) All receipts under sections 11 and 12 (2) and all disbursements made under plans approved by the
Lieutenant Governor in Council under section 12 (1) must be recorded in the Public Services Medical
Plan Account.

Administration
14 (1) The ministry is charged with the administration of this Part.

(2) The minister must lay before each annual session of the Legislature a return containing a full and
clear statement and accounts of all business done under this Part during the fiscal year preceding that
session.

Audit of accounts

15 (1) At least once in each year the accounts must be audited by an auditor appointed by the
Lieutenant Governor in Council for that purpose.

(2) The salary or remuneration of the auditor must be paid as part of the expenses of the administration
of this Part.

Expenses of administration

16 All salaries and other expenses necessarily incurred in the administration of this Part, together with
the payments required by the Minister of Finance under section 12 (2), must be charged to the
legislative appropriation made for the purpose.

Power to make regulations for Part 2

17 (1) To carry out this Part, the Lieutenant Governor in Council may make regulations referred to in
section 41 of the Interpretation Act.

(2) Without limiting subsection (1), the Lieutenant Governor in Council may make regulations as follows:

(a) prescribing forms to be used for the purposes of this Part or the regulations;

(b) prescribing the method of proving any fact necessary to be proved for the purpose of paying any
claims or for any purpose in the administration of this Part;

(c) prescribing the premium referred to in section 11;
(d) determining the benefits to be paid on behalf of a contributor and his or her dependants;
(e) determining the treatment for which no benefits are to be paid under this Part;

(f) limiting the amount that may be paid for the treatment of any ailment;
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(g) prescribing the method of payment of a claim and the limitation on the amount of the claim to be
paid;

(h) prescribing the method of payment and amount of a claim that may arise from the illness of or
accident to a contributor or dependants while absent from British Columbia;

(i) defining dependants;
(j) appointing an Advisory Board and a director, and defining their duties;
(k) appointing an actuary and medical or other consultants;

(I) defining the notice to be given by an employee who desires to be excluded from the provisions of this
Part, and determining the circumstances under which contributions may be discontinued or refunds
made;

(m) rescinding the eligibility of an employee.

Copyright (c) Queen's Printer, Victoria, British Columbia, Canada
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Definitions
1 (1) In this Act:

"agency of the government" means a board, commission, association or other body, whether
incorporated or unincorporated, all the members of which, or all the members of the board of
management or board of directors of which,

(a) are appointed by an Act or by the Lieutenant Governor in Council, or

(b) if not appointed are, in the discharge of their duties, public officers or servants of the government,
or, for the proper discharge of their duties are directly or indirectly responsible to the government;

"bargaining agent" means
(a) a union certified by the board as an agent to bargain collectively for a bargaining unit, or
(b) the agent designated under section 3 (1) to bargain on behalf of the government;

"bargaining unit" means a unit of employees appropriate for collective bargaining referred to in
section 4;

"board" means the Labour Relations Board under the Labour Relations Code;

"collective agreement" means a duly executed written agreement between the bargaining agent for the
government and a bargaining agent for a bargaining unit containing provisions respecting the terms and

conditions of employment of employees, including rates of wages or salary, hours of work or other
working conditions of employees;
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"collective bargaining" or "bargain collectively” means

(a) negotiating in good faith to conclude a collective agreement, or a renewal or revision of a collective
agreement,

(b) reducing to writing the terms of agreement arrived at respecting matters required to be inserted in a
collective agreement by this Act, and other matters agreed to by the parties, and

(c) negotiating to settle disputes and grievances of employees included in the agreement, or
represented by an employees' bargaining agent;

"Crown corporation" means an agency of the government that is a corporation whose employees

(a) are not employed or appointed under the Public Service Act, or

(b) are not declared by an Act to be public servants within the meaning of the Public Service Act;

"day" means a calendar day;

"division" means the BC Public Service Agency continued under section 5 of the Public Service Act;

"employee" means an employee as defined in the Public Service Act, or a person employed by or
holding office at the pleasure of the government, but does not include any of the following:

(a) a deputy minister, associate deputy minister or assistant deputy minister;

(b) a practising lawyer or articled student as defined in section 1 (1) of the Legal Profession Act, who is

engaged in the practice of law;
(c) a justice;

(d) a person authorized under an enactment to practise as a medical practitioner in British Columbia
who is engaged in and working in the practice of that profession;

(e) a registrar, district registrar, deputy registrar or assistant deputy registrar of a registry of a court;
(f) a sheriff;

(f.1) a person employed as an industrial relations officer or employment standards officer of the
Employment Standards Branch;

(f.2) a person appointed under the Public Service Act to exercise the powers of or perform the duties of

(i) the director under Part 5 of the Residential Tenancy Act, or

(ii) the director under Part 6 of the Manufactured Home Park Tenancy Act;

(f.3) a person appointed under the Public Service Act to perform the duties of a workers' adviser or

employers' adviser under section 94 of the Workers Compensation Act;
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(f.4) a person appointed under section 54 of the Coroners Act or retained under section 55 of that Act to
perform the duties of a coroner;

(f.5) a person appointed to serve as an investigator under section 38.06 (2) [/IO investigators] of
the Police Act;

(g) [Repealed 1998-37-35.]

(h) a person employed as a personnel officer;

(i) [Repealed 1998-37-35.]

(j) a person employed for a period of less than 31 days;
(k) [Repealed 1998-37-35.]

() a person who is not appointed under the Public Service Act and is employed by or in the service of any

of the following:
(i) a Crown corporation;

(ii) the Queen's Printer under the Queen's Printer Act, other than clerical or administrative employees;

(iii) the British Columbia Utilities Commission under the Utilities Commission Act;

(iv) the Insurance Corporation of British Columbia under the Insurance Corporation Act;

(m) a chief court administrator or regional court administrator;
(n) a person employed as a member of the staff of the Auditor General;

(o) a person principally engaged in carrying out duties that protocol requires the government to
perform;

(p) a member of the staff of the Ombudsperson;

(q) a person employed in the Provincial Treasury Division, the Treasury Board Staff Division, the Office of
the Chief Investment Officer, the Economics and Policy Division, the Financial Management Branch and
the Internal Audit Branch of the Ministry of Finance;

(r) a person employed in the division;

(s) a person employed as a trade development officer;

(t) a person employed in the Office of Legislative Counsel;

(u) a person employed in the Legal Services Branch of the Ministry of Justice;

(v) a person employed in the office of Government Communications and Public Engagement;
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(w) an internal auditor in a ministry;
(x) a person employed with the Cabinet Secretariat;

(y) a person employed to provide administrative or clerical support services to a judge of a court in
British Columbia;

(z) and (aa) [Repealed 1998-37-35.]

(bb) a person employed in the Office of the Superintendent of Financial Institutions or by the Financial
Institutions Commission established under the Financial Institutions Act;

(cc) a person employed under section 9 of the Securities Act;

(dd) a person employed by the property assessment appeal board;

(ee) a member of the staff of the Chief Electoral Officer;

(ff) a member of the staff of the Representative for Children and Youth;

(gg) a person employed in the Teacher Regulation Branch of the Ministry of Education;

(hh) a member of the staff of the Auditor General for Local Government under the Auditor General for
Local Government Act;

"government" includes an agency of the government;

"lockout" includes

(a) the closing of a place of employment,

(b) the suspension of work, or

(c) a refusal by the government to continue to employ a number of its employees,

done to compel its employees, or to aid another employer to compel employees, to agree to terms and
conditions of employment;

"minister" includes a person designated in writing by the minister;

"occupational group" means a group of employees in a bargaining unit with a similar occupation, trade,
profession or activity as determined under section 10;

"strike" means "strike" as defined in the Labour Relations Code;

"technological change" means
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(a) the introduction by the government into its work, undertaking or business of equipment or material
of a different nature or kind than that previously used by the government in that work, undertaking or
business, or

(b) a change in the manner, method or procedure in which the government carries on its work,
undertaking or business that is directly related to the introduction of that equipment or material,

that significantly decreases the number of employees, but does not include normal layoffs resulting
from a decrease in the amount of work to be done;

"union" means a local or Provincial organization or association of employees, or a local or Provincial
branch of a national or international organization or association of employees in British Columbia, that
has as one of its purposes the regulation in British Columbia of relations between the government and
its employees through collective bargaining, and includes a council or association of unions.

(2) A person does not cease to be an employee within the meaning of this Act merely because of
(a) ceasing to work as a result of a strike that is not contrary to this Act, or

(b) a lockout or dismissal that is contrary to this Act.

Effect of Labour Relations Code

2 (1) Unless inconsistent with this Act, and for the purposes of this Act, the board has all the powers of

the Labour Relations Board under the Labour Relations Code, and a union under this Act is deemed to be

a trade union within the meaning of the Labour Relations Code.

(2) The board may make orders requiring the government's bargaining agent and an employees'
bargaining agent to bargain collectively.

(3) The board may

(a) examine records and make other inquiries it considers necessary, including holding the hearings it
considers advisable to determine any matter before it, and

(b) specify the nature of the evidence that an applicant must provide with or in support of an application

under this Act, and the manner of application.
Bargaining agent for government

3 The BC Public Service Agency may act, under the direction of the Treasury Board, as the bargaining
agent for the government.

Bargaining units

4 For the purpose of collective bargaining, every employee must be included in
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(a) a nurses' bargaining unit, including all employees authorized under an enactment to practise as a
registered nurse or registered psychiatric nurse, including those employees who are eligible to become
so authorized,

(b) a licensed professional bargaining unit, including all employees in a professional classification in the
public service classification structure who are members of an association that had, before July 1, 1998,
statutory authority to license a person to practise that profession, other than those persons described in
paragraph (a), or

(c) a public service bargaining unit including all employees other than those persons described in
paragraph (a) or (b).

Certification

5 When a union applies to the board to be certified as bargaining agent for employees in a bargaining
unit described in section 4, the following provisions apply:

(a) if the board is satisfied that the union includes as members in good standing a majority of the
employees in the bargaining unit on the date the board receives the application, the board must certify
the union as the employees' bargaining agent;

(b) if the board determines that the union includes as members in good standing more than 35% and
less than 51% of the employees in the appropriate bargaining unit on the date the board receives the
application, the board must order a vote be taken of the employees in the bargaining unit to determine
whether the majority elects the union as the bargaining agent;

(c) if the board orders a vote under paragraph (b),

(i) the board must certify the union as the employees' bargaining agent if a majority of the employees in
the bargaining unit who cast ballots vote to elect the union as the bargaining agent, and

(ii) the board must not certify the union as the employees' bargaining agent if a majority of the
employees in the bargaining unit who cast ballots fail to elect the union as the bargaining agent;

(d) the total number of employees in the bargaining unit must be the number employed on April 1 or
October 1, whichever date immediately precedes the date on which the board receives the application
for certification from the union.

Unfair labour practices
6 (1) A person acting on behalf of the government must not

(a) interfere with the formation or administration of a union, or the representation of employees by that
union, or

(b) in any way discriminate against an employee engaged in the lawful activities of a union.
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(2) An officer or member of a union must not coerce or intimidate an employee to persuade the
employee to become a member of a union.

Change of certification

7 (1) The board may receive an application for certification from another union as bargaining agent for
the employees in a bargaining unit if

(a) no collective agreement is in force, and 12 months have elapsed since the certification of a
bargaining agent for the bargaining unit, or

(b) a collective agreement is in force, and the application is made during the seventh and eighth months
that the agreement is in force, or within a greater period the board otherwise allows.

(2) If the board receives an application for change of certification of a bargaining agent under subsection
(1), the board must determine whether the union applying represents a majority of the employees in
the bargaining unit.

(3) If the board determines that the union applying represents a majority of the employees in the
bargaining unit, the board must certify that union as bargaining agent for those employees, but
otherwise must dismiss the application.

Collective bargaining

8 (1) If an employees' bargaining agent has been certified and no collective agreement respecting a
bargaining unit is in force,

(a) the bargaining agent for the employees may, by written notice, require the government to begin
collective bargaining, or

(b) the bargaining agent for the government may, by written notice, require the bargaining agent for the
employees to begin collective bargaining in respect of the employees in the bargaining unit.

(2) If a bargaining agent has given notice under subsection (1), the employees' bargaining agent and the
government's bargaining agent must, without delay, and in any case within 14 clear days after the notice
was given or a further period that the parties agree on, meet and begin to bargain collectively with one
another and make every reasonable effort to conclude a collective agreement.

Renewal or revision of collective agreement

9 (1) Not more than 90 days and not less than 60 days next preceding the date of the expiry or
termination of a collective agreement, a party to the agreement may, by written notice, require the
other party to begin collective bargaining with a view to renewing or revising the collective agreement
or concluding a new collective agreement.
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(2) Despite subsection (1), if a collective agreement provides for a period of notice to begin collective
bargaining that is longer or shorter than that required under subsection (1), that provision of the
collective agreement has effect and is deemed to be notice under this Act.

(3) If a party to the collective agreement gives notice under subsection (1), the parties must, without
delay and in any case within 14 clear days after the notice was given or a further period the parties
agree on, meet and begin to bargain collectively with one another and make every reasonable effort to
conclude a renewal or revision of the collective agreement or a new collective agreement.

(4) If notice is not given under subsection (1) by either party 60 days or more before the date of expiry
or termination of the collective agreement, both parties are deemed to have been given notice under
this section 60 days before the date of expiry or termination, and then subsection (3) applies.

Form of collective agreements
10 (1) Two collective agreements are to apply to each bargaining unit, as follows:

(a) a master agreement including all the terms and conditions of employment common to all employees
in the bargaining unit or to 2 or more occupational groups in the bargaining unit;

(b) a subsidiary agreement for each occupational group, including the terms and conditions of
employment that apply only to employees in a specific occupational group in the bargaining unit.

(2) Specific occupational groups under subsection (1) (b) must be determined by negotiation between
the parties.

Exclusions from collective agreement

11 (1) A collective agreement concluded under section 8 or 9 may exclude from its application certain
employees or classes of employees.

(2) Employees or classes of employees to be excluded from the collective agreement may be
determined by negotiation between the parties, but if the parties are unable to agree, either party may
refer the matter to the board for a final and binding decision.

(3) In making its decision under subsection (2), the board must exclude those employees or classes of
employees who are employed

(a) to exercise the functions, and do exercise the functions, of a manager or superintendent in the
direction or control of employees,

(b) in a confidential planning or advisory position in the development of management policy for the
government, or

(c) in a confidential capacity in matters relating to labour relations or personnel.

Content of collective agreement
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12 Every collective agreement must include all matters affecting wages or salary, hours of work and
other working conditions, except the following:

(a) the principle of merit and its application in the appointment and promotion of employees, subject to
section 4 (2) of the Public Service Act;

(b) all matters included under the Public Service Pension Plan, continued under the Public Sector Pension

Plans Act, and the pension plan rules made under that plan;

(c) the organization, establishment and administration of the ministries and branches of the
government, except the effect of reductions in establishment of employees, which must be negotiated
by the parties;

(d) the application of the system of classification of positions or job evaluation under the Public Service
Act;

(e) the procedures and methods of training or retraining all employees not affected by section 15, other
than training programs administered with a branch or ministry that apply to one occupational group
only.

Union security

13 (1) Every collective agreement must contain terms that, respecting the persons in the bargaining unit
who are employees on the date the union is certified as bargaining agent for that bargaining unit,
provide that the government must do the following:

(a) deduct from the monthly wages or salary of each employee in the bargaining unit affected by the
collective agreement, whether or not the employee is a member of the union, the amount of the regular
monthly dues payable to the union by a member of the union;

(b) remit monthly to the union the amounts deducted under paragraph (a);

(c) inform the union monthly, or otherwise as provided in the collective agreement, of the names of the
employees from whose monthly wages or salary deductions have been made in the preceding month
and the amount deducted.

(2) This Act must not be construed as requiring a person who is an employee before the date the union
is certified as bargaining agent to become a member of that union, but it is a condition of employment
that a person who becomes an employee after a bargaining agent has been certified for the appropriate
bargaining unit of that employee must become and remain a member of that union on completing

30 days as an employee.

(3) Any arrangement for deduction of dues between the government and a union must continue until
(a) a collective agreement is entered into by the parties, or

(b) that union fails to be certified, or is decertified, as the bargaining agent,
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whichever first occurs.
Settlement of disputes

14 (1) On the written request of either party, the associate chair of the Mediation Division of the board
must appoint a mediator to confer with the parties and assist them in reaching a collective agreement if
the parties are unable to agree on a matter that

(a) is required by this Act to be included in a collective agreement,
(b) either party requires to be included in a collective agreement, or
(c) is required to be negotiated under section 10 or 11.

(2) Within 10 days of the date of the mediator's appointment, or a longer period agreed on by both
parties, the mediator must submit a report to the associate chair of the Mediation Division of the board
setting out the matters on which the parties have agreed and the matters on which the parties are
unable to agree.

(3) If notified by the mediator under subsection (2) that the parties are unable to agree on a matter in
dispute, the associate chair must request each party to advise him or her immediately whether the party
agrees to have that matter submitted to arbitration for a final and binding decision.

(4) If the parties agree that the matter in dispute be referred to arbitrators under subsection (3), the
arbitrators are to consist of 3 persons as follows:

(a) one to be nominated by the employees' bargaining agent;
(b) one to be nominated by the government's bargaining agent;

(c) a chair to be jointly nominated by the government's bargaining agent and the employees' bargaining
agent.

(5) If
(a) either party fails to nominate a person under subsection (4) (a) or (b), or
(b) the parties fail to agree on a joint nomination of a chair under subsection (4) (c),

the associate chair of the Mediation Division of the board must nominate a person under paragraph (a)
or (b) or a chair under paragraph (c).

(6) The decision of the arbitrators on a matter in dispute under this section is final and binding on the
parties.

(7) If neither party makes a written request for a mediator under subsection (1) or if either party notifies
the associate chair of the Mediation Division of the board under subsection (3) that the party does not
agree to have the matter in dispute submitted to arbitrators for a final and binding decision, the
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employees' bargaining agent may conduct a vote, by secret ballot, as to whether or not the employees
will strike.

(8) A person must not declare or authorize a strike and an employee must not strike until

(a) after a vote has been taken by secret ballot of the employees in the bargaining unit as to whether to
strike or not to strike, and

(b) a majority of those employees who vote have voted in favour of a strike.

(9) If the matter in dispute arises in respect of the master collective agreement under section 10 (1) (a),
the vote must be taken of all members of the union certified as the bargaining agent of one of the
bargaining units described under section 4.

(10) If the matter in dispute arises in respect of the subsidiary collective agreement under section 10 (1)
(b), the matter is deemed to be a matter for resolution under the master agreement.

(11) If the members of the union have voted under subsection (7) in favour of a strike,

(a) a person must not declare or authorize a strike and an employee must not strike, except during the
3 months immediately following the date the vote was taken, and

(b) an employee must not strike unless and until

(i) the government's bargaining agent has been notified in writing by the bargaining agent for the
employees that the employees have voted in favour of strike and 3 days have elapsed after the notice
was received, and

(ii) if a mediator has been appointed under subsection (1), the employees' bargaining agent has been
notified by the associate chair of the Mediation Division of the board that the mediator has made a
report to the associate chair of the Mediation Division of the board.

(12) The government has a discretion as to whether or not employees in a bargaining unit will be locked
out.

(13) The government must not lock out an employee unless and until

(a) the employees' bargaining agent has been notified in writing by the government that the
government will lock out the employees and 3 days have elapsed after the notice was received, and

(b) if a mediator has been appointed under subsection (1), the government's bargaining agent has been
notified by the associate chair of the Mediation Division of the board that the mediator has made a
report to the associate chair of the Mediation Division of the board.

Notice of technological change
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15 (1) If the government intends to make a technological change, it must give written notice of the
change to the employees' bargaining agent.

(2) Within 14 days of the date of the notice under subsection (1), the government's bargaining agent and
the employees' bargaining agent must begin collective bargaining to reach agreement as to the effects
of the technological change and the way the collective agreement should be amended, if at all.

(3) If, under subsection (2), an agreement is not reached before the full implementation of the
technological change, the employees' bargaining agent may apply to the board to have the collective
agreement declared terminated.

(4) If the board determines, on application under subsection (3) and after the investigations it considers
necessary, that a technological change has occurred, the board must declare the collective agreement
terminated.

No notice of future technological change

16 (1) If notice is not received under section 15 and an employees' bargaining agent, or an employee, by
written notice to the board, alleges that the government intends to make a technological change, the
board must make

(a) the investigations it considers necessary to determine whether the alleged change would constitute
a technological change, and

(b) an order as to whether the alleged changes, when fully implemented, would constitute a
technological change.

(2) An order under subsection (1) (b) is final and binding on the parties and all persons affected.

(3) If the board determines that the alleged change would constitute a technological change, the board
must notify the government in writing of its decision.

(4) Within 14 days of the date of the notice under subsection (3), the government must begin collective
bargaining with the employees' bargaining agent to reach agreement as to the effects of the
technological change and the way the collective agreement should be amended, if at all.

(5) If an agreement is not reached under subsection (4) before the full implementation of the
technological change, the employees' bargaining agent may apply to the board to have the collective
agreement declared terminated.

(6) If the board determines, on application under subsection (5) and after the investigations it considers
necessary, that a technological change has occurred, the board must declare the collective agreement
terminated.

No notice of current technological change
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17 (1) If notice has not been received under section 15 and the employees' bargaining agent, or an
employee, by written notice to the board, alleges that a technological change has occurred or is
occurring, the board must make

(a) the investigations it considers necessary to determine whether a technological change has occurred
or is occurring, and

(b) an order as to whether a technological change has occurred or is occurring.
(2) An order under subsection (1) (b) is final and binding on the parties and all persons affected.

(3) If the board determines that a technological change has occurred or is occurring, the board must
notify the parties in writing of its decision.

(4) Within 14 days of the date of the notice under subsection (3), the parties must begin collective
bargaining for the purpose of revising the collective agreement.

(5) If an agreement is not reached under subsection (4) within 14 days, the employee's bargaining agent
may apply to the board to have the collective agreement declared terminated.

Report

18 Within 30 days after the start of the first session in each year, the minister must lay before the
Legislative Assembly a report of the minister's administration of this Act during the preceding year.

Power to make regulations

19 (1) Subject to the approval of the Lieutenant Governor in Council, the board may make regulations
referred to in section 41 of the Interpretation Act.

(2) Every regulation is deemed part of this Act.
Offence and penalty

20 (1) A person who refuses or neglects to observe or carry out an order made under this Act commits
an offence.

(2) A person who commits an offence under this Act is liable on conviction
(a) if an individual, to a fine of not more than $1 000, or

(b) if the government or a union, to a fine of not more than $10 000.
Notices

21 For the purposes of this Act and any proceeding taken under it,
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(a) a notice, application, request or nomination required or permitted to be given by the government or
its bargaining agent may be given by the division,

(b) a notice required or permitted to be given to the government or its bargaining agent may be given to
the division, and

(c) a communication given by registered mail or certified mail is presumed, unless the contrary is
proved, to have been received by the addressee in the ordinary course of mail.

Copies to be filed

22 Each party to a collective agreement or amendment to a collective agreement must, promptly on its
execution, file one copy with the minister and the Minister of Labour.

Other Acts

23 Unless otherwise provided in this Act, the Labour Relations Code applies, but, if this Act is contrary

to, in conflict with or inconsistent with that or any other Act, this Act prevails.

Copyright (c) Queen's Printer, Victoria, British Columbia, Canada
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Resource Summary

Operating Expenses ($000)
BC Public Service Agency 50,861 51,019 51,245 51,245
Benefits 1 1 1 1
Long Term Disability Fund Special
Account 0 22,111 23,943 23,943
Total 50,862 73,131 75,189 75,189
Ministry Capital Expenditures (Consolidated Revenue Fund) ($000)
BC Public Service Agency ..., 10 10 10 10
Total 10 10 10 10

'For comparative purposes, amounts shown for 2016/17 have heen restated to be consistent with the presentation of the 2017/18

Estimates.

*Further information on program funding and vote recoveries is available in the Estimates and Supplement to the Estimates.”
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FTE Summary

BC Public Service Agency

Fiscal Year 2016/17

FTE Burn Summary

Core Businesses™

AVERAGE BURN

Business Performance 38.3
Service Operations 166.5
Talent Management 99.8
Employee Relations 117.0
Corporate Services 25.0

Total 446.6

**Note:

Business Performance includes Business Performance and Strategic Partnerships Office
Service Operations includes Hiring and Service Operations
Talent Management includes Talent Management and Policy, Innovation and Engagement
Employee Relations includes Employees Relations and Workplace Health

Corporate Services includes the Deputy Minister's Office and the Financial Management Office

Page 1 of 1
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BC PUBLIC SERVICE AGENCY
Agency Operations Vote (Vote 25)
IMPLICATIONS OF 2017/18 FUNDING

Compared to the 2016/17 budget of $50.861M, the 2017/18 budget for the
BC Public Service Agency (Vote 25) increased by $0.158M or 0.31% to $51.019M (see
Resource Summary per Estimates).

Highlights of changes include:

¢ Increase of $0.543M in salaries & benefits for gross up to provide funding for new
initiatives approved by DMCPSI recovered through the Public Service Innovation
Fund (previously called Corporate HR Fund).

e Increase of $0.113M in salaries & benefits resulting from adjustments to the
Economic Stability Mandate (Appendix 1).

¢ Increase of $0.039M in salaries resulting from negotiated salary increases under the
Economic Stability Dividend (Appendix 1).

¢ Increase of $0.006M in benefits adjusted for the Employee Benefits Chargeback
Rate change from 24.3% to 24.34%.

¢ Increase of $0.261M in operating and other expenses for new initiatives funded
through the Public Service Innovation Fund (fully recovered).

¢ Increase of $0.804M in internal recoveries to fund the new initiatives funded through
the Public Service Innovation Fund.

¢ Realignment of $0.200M from external recoveries to recoveries from the Long Term
Disability Fund Special Account.

CRF Capital Budget

Compared to the 2016/17 budget, the capital budget in 2017/18 remains the same at
$0.010M. The capital budget is for minor capital equipment needs for assistive
technology for people with disabilities under the recently-launched WorkAble program
and audio-video equipment used by the Agency to support the Premier's Awards
ceremonies.

The capital budget in 2016/17 was $0.010M.

Reductions/Increases for 2018/19 and 2019/20

Compared to the 2017/18 budget of $51.019M, the 2018/19 budget will increase by
$0.226M or 0.44% to $51.245M due to the Economic Stability Mandate, and a higher

benefit chargeback rate in the out years.

Compared to the 2018/19 budget of $51.245M, the 2019/20 budget remains the same at
$51.245M.
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BC PUBLIC SERVICE AGENCY
Operations Vote (Vote 25)
Supplement to the Estimates by STOB

2016/17 201718 Increase Increase
Estimates Estimates (Decrease) (Decrease)
$000 $000 $000 $000

Salaries and Benefits 29,618 30,320 702 2.37%
Operating Costs 25,409 25,568 159 0.63%
Government Transfers 0 0 0 0.00%
Other Expenditures 6,267 6,368 101 1.61%
Expenses Sub-Total 61,294 62,256 962 1.57%
Recoveries Internal to CRF -8,693 -9,497 -804 9.25%
Recoveries External to CRF -1,740 -1,540 200 -11.49%
Recoveries from LTD Special Account 0 -200 -200 100.00%
Recoveries Sub-Total -10,433 -11,237 -804 7.72%
Total 50,861 51,019 158 0.31%
Capital 10 10 0 0.00%

Gross Expenditures 17/18

M Salaries and Benefits
W Operating Costs

m Other Expenditures
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Appendix 1 — Economic Stability Mandate and Economic Stability Dividend
Economic Stability Mandate

The Economic Stability Mandate provides for the negotiation of modest general wage
increases to be negotiated within a fixed fiscal envelope, providing stability throughout
the public sector and protecting the Province’s fiscal plan through affordable collective
agreements.

A five-year agreement with the BCGEU was ratified on December 2, 2013. BCGEU
employees received a salary increase of 1.0% effective February 5", 2017.

Economic Stability Dividend

The Economic Stability Dividend provides for a wage increase for union members
covered by agreements under the Economic Stability Mandate for collective bargaining
based on economic growth. If GDP growth for the Province is higher than the Economic
Forecast Council’'s prediction, then half of the difference is used to calculate the
increase.

The BC economy grew 3.3% in 2015/16, exceeding the forecast of 2.6% by 0.70%,
resulting in a 0.35% salary increase for unionized public sector employees effective
February 5, 2017.

Under the terms agreed to by the BCGEU in the last round of collective bargaining,
BCGEU members will receive an equivalent cents per hour increase based on the
average member salary. This results in a $0.1024 per hour increase for BCGEU
members for the 2015 GDP results.

Schedule A Employees
The BCGEU Economic Stability Mandate and Economic Stability Dividend also apply to

Schedule A employees. The Agency has 181 Schedule A employees, 150 of whom are
paid through the Operations Vote.
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Resource Summary per Estimates

BC Public Service Agency

Operations Vote

Operating Expense ($000's)

Budget
Core Businesses** 2016/17 2017/18 2018/19 2019/20

Business Performance 22,056 22,060 22,074 22,074
Service Operations 12,540 12,652 12,779 12,779
Talent Management 10,632 10,653 10,705 10,705
Employee Relations 3,815 3,822 3,840 3,840
Corporate Services 1,818 1,832 1,847 1,847

Total 50,861 51,019 51,245 51,245

**Note:

Business Performance includes Business Performance and Strategic Partnerships Office

Service Operations includes Hiring and Service Operations

Talent Management includes Talent Management and Policy, Innovation and Engagement
Employee Relations includes Employees Relations and Workplace Health
Corporate Services includes the Deputy Minister's Office and the Financial Management Office

Page 1 of 1
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BC Public Service Agency
Operations Vote (Vote 25)
Explanation of Changes in Estimates Budget from FY17 to FY18
in 000's
2016/17 2017/18 .
. . Variance
STOB Estimates Estimates (Under)/Over
Final Final
Business Performance
Salaries S50EA 2,396 2,399 3|Economic Stability Dividend increase $1K & Economic Stability Mandate increase $2K.
Benefits 5298 582 584 2|Due to benefits rate adjustment.
Other Expenses 85EA 15 14 -1|Balancing due to benefits rate adjustment.
Other STOBs 19,063 19,063 0[No change
Business Performance Total 22,056 22,060 4
I
Service Operations
E i ility Divi i 22 E i ili i K fi
Salaries SOEA 9,679 9,765 36 c?nomlc Stability Dividend increase $22K & Economic Stability Mandate increase $65K & benefit rate
adjustment decrease $1K.
Benefits 52908 2352 2377 25 Ec?nomic St:abilitv Dividend increase $4K & Economic Stability Mandate increase $17K & benefit rate
adjustment increase $4K.
Other Expenses 85EA 44 45 1|Balancing due to benefits rate adjustment.
Other STOBs 465 465 0[No change
Service Operations Total 12,540 12,652 112
I
Talent Management
Salaries S0EA 7736 8,187 451 Economic Stability Ij.lelf:ler'{d increase $4K & Economic Stability Mandate increase $12K & Gross up of
PIE for new PSIF activities increase $435K.
Economic Stability Dividend increase $1K & Economic Stability Mandate increase $3K & Gross up of
Benefit 5298 1,880 1,993 113
enetits ! ! PIE for new PSIF activities increase $108K & benefit rate adjustment increase $1K.
Gross up of PIE for new PSIF activities
Other STOB 1,016 473 -543
er s ! ($543K) = operating increase $159K, other exp increase $102K & recoveries increase ($804K).
Talent Management Total 10,632 10,653 21
I
Employee Relations
Salaries SOEA 2789 2794 5 Ec?nomic Stability Dividend increase $2K & Economic Stability Mandate increase $4K & benefit rate
adjustment decrease $1K.
Benefits 5298 678 680 2|Economic Stability Mandate increase S1K & benefit rate adjustment increase S1K.
Other STOBs 348 348 0|No change
Employee Relations Total 3,815 3,822 7
I
Corporate Services
Salaries SOEA 1,056 1,068 12 Ec?nomic St_ability Dividend increase $4K & Economic Stability Mandate increase $7K & benefit rate
adjustment increase $1K.
Benefits 5298 257 260 3|Economic Stability Dividend increase $1K & Economic Stability Mandate increase $2K.
Other Expenses 85EA 123 122 -1{Balancing due to benefits rate adjustment.
Other STOBs 382 382 0|No change
Corporate Services Total 1,818 1,832 14
I
Vote Total 50,861 51,019 158
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Resource Summary per Estimates

BC Public Service Agency
Benefits Vote
Operating Expense ($000's)
Budget
Core Businesses 2016/17 2017118 2018/19 2019/20
Pension Contributions & Retirement
Benefits 289,523 306,052 321,456 321,221
Employee Health Benefits 114,920 120,690 120,690 120,690
Long Term Disability 33,778 34,626 34,626 34,626
Other Benefits 5,198 5,360 5,360 5,360
Benefits Administration 7,277 7,322 7,355 7,355
Recoveries (450,695) (474,049) (489,486) (489,251)
Total 1 1 1 1
Page 1 of 1
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BC Public Service Agency

Benefits Vote (Vote 26)

Explanation of Changes in Estimates Budget from FY17 to FY18

in 000's
2016/17 2017/18 .
STOB Estimates Estimates Variance
) ) (Under)/Over
Final Final
Pension Contrik & Retirement Benefits
Expected increase of $19M in Pension benefits costs offset by 52M decrease in projected Employment Insurance costs
Benefits 52EA 296,100 313,133 17,033 |(see 1.1 below).
Recoveries within CRF 89EA -1,200 -2,062 -862 |Alignment of recoveries to actual levels in recent years.
External Recoveries 9003 -5,377 -5,019 358|Alignment of recoveries to actual levels in recent years.
Pension Contrit & Retirement Benefits Total 289,523 306,052 16,529
1
Employee Health Benefits
|Beneﬂts S2EA 171,239 180,234 8,995 |Increased employee health benefits costs (MSP premiums, EHD trends, Group Life Insurance, Flex Benefits).
|Recweries within CRF 89EA -31,378 -34,515 -3,537|Alignment of recoveries to actual levels in recent years.
|Ea¢terna| Recoveries 9003 -24,941 -24,629 312|Alignment of recoveries to actual levels in recent years.
Employee Health Benefits Total 114,920 120,690 5,770
T
Long Term Disability
Re-alignment of Province's contribution to the Long Term Disability Fund Special Account to STOB 81, Transfer to
Benefits 52EA 34,515 -34,515|Special Account.
Province's contribution to the Long Term Disability Fund Special Account, including an expected increase in
Transfer to Special Account 81EA 0 35,474 35,474 |contribution costs.
Recoveries within CRF 89EA -117 -238 -121|Alignment of recoveries to actual levels in recent years.
|Externa| Recoveries 2003 -620 -610 10|Alignment of recoveries to actual levels in recent years.
Long Term Disability Total 33,778 34,626 848
T
Other Benefits
Benefits 52EA 3,115 3,320 205|Increased severance costs in anticipation of cyclical election year activities.
Legal Services 5901 2,120 2,120 0
Professional Services 60EA 250 250 0
Recoveries from Special Account B6EA -100 -100|Recovery of designated expenditures from LTD Special Account.
Recoveries within CRF B9EA -38 -38|Alignment of recoveries to actual levels in recent years.
External Recoveries 9003 -287 -192 95|Recoveries now coming from internal LTD Special Account (STOB 86) opposed to external LTD Fund.
Other Benefits Total 5,198 5,360 162
T
Benefits Administration
Economic Stability Dividend increase $9K & Economic Stability Mandate increase $30K & allocation for Disabilty
Salaries S0EA 6,171 7,043 872 |Benefits Administration Staff $833K.
Economic Stability Dividend increase $2K & Economic Stability Mandate increase $7K & allocation for Disabilty Benefits
Benefits 5298 1,500 1,714 214|Administration Staff S208K & benefit rate adjustment decrease 53K.
Recoveries from Special Account B6EA -2,267 -2,267 |Recovery of designated expenditures from LTD Special Account
Internal Recoveries 88EA -48 -48 0
Recoveries within CRF 89EA -131 -131 0
External Recoveries 9003 -1,667 -559 1,108 |Recoveries now coming from internal LTD Special Account (STOB 86) opposed to external LTD Fund.
Other STOBs 1,452 1,570 118|Allocation for Disabilty Benefits Administration Operational Costs,
Benefits Administration Total 7,277 7,322 45
T
Charge Back Recoveries
|Interna| Recoveries 8805 -450,695 -474,049 -23,354|Higher recoveries to fund expenditure increases.
Chargeback Recoveries Total -450,695 -474,049 -23,354
T
Vote Total 1 1 0
I
11 |

Provincial Pension Contributions
- Increase in salary base.

- Increase of the maximum pensionable earnings by $400 from $54,900. to $55,300.

Employment Insurance

- Decrease in the employer's contribution premium from 1.219 times, to 1.183 times employee

contributions.

- Increase of the maximum annual insurance earnings by $500 per employee ($50,800 up to $51,300).

- Decrease of the employer's maximum contribution by $30 per employee, annually.

Canada Pension Plan
- Increase in salary base.
- Increase of the maximum annual pensionable earnings by $400 per employee ($51,400 up to $51,800).

Cross government economic stability mandate
- A 1% salary increase to BCGEU and Schedule A excluded employees effective February 5, 2017.

Cross government economic stability dividend
- A 0.35% salary increase to BCGEU and Schedule A excluded employees effective February 5, 2017,
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BC PUBLIC SERVICE AGENCY
Benefits Vote (Vote 26)
IMPLICATIONS OF 2017/18 FUNDING

The 2017/18 net budget for the Benefits Vote (Vote 26) increased by $23.354M or 5.18% to
$474.049M compared to the 2016/17 budget of $450.695M (see Resource Summary per
Estimates).

The 2017/18 gross budget for the Benefits Vote (Vote 26) increased by $26.029M or 5.04% to
$542.490M compared to the 2016/17 budget of $516.461M (see Supplement to the Estimates
by STOB below).

Highlights of changes include:

e $17.033M increase in pension contributions and retirement benefits:

= Provincial Pension contributions are projected to increase by 7.4% mainly due to
increases in the salary base and the maximum pensionable earnings amount,
from $54,900 to $55,300.

» CPP contributions are anticipated to be 8.9% higher mainly due to increases in
the salary base and the maximum pensionable earnings amount from, $51,400
to $51,800.

= A reduction of the province’s El contribution rate, from 1.219 times to 1.183 times
the employee contribution, is expected to reduce El costs by 7.4%.

e $8.995M increase in employee health expenses:

= Extended Health and Dental conservatively increased by 3.8% based on Pacific
Blue Cross advice that industry trends show increases of approximately 10.75%
on extended health and 7.5% for dental. The Benefits Vote traditionally sees
lower than predicted Extended Health and Dental costs.

= MSP premiums are anticipated to rise by 4% in January 2018.

= Based on Great-West Life’s annual review of the Group Life plan, and given plan
experience, premiums have been maintained at 18 cents per thousand dollars of
coverage for 2017 with likelihood to increase by January 2018.

e $0.959M increase in Long Term Disability costs as the contribution rate for the Province
increased from 1.88% to 1.92%. Now accounted for as transfer to a Special Account, not
benefits.

¢ Increase of $0.037M in salaries & benefits resulting from negotiated salary increases under
the Economic Stability Mandate (Appendix 2).

e Increase of $0.011M in salaries & benefits resulting from negotiated salary increases under
the Economic Stability Dividend (Appendix 2).

Increase of $0.205M in Severance benefits allocation in anticipation of election activities.
Increase of $23.354M in internal recoveries from the benefits chargeback rate, due to
requirement to balance increase in budgeted expenditures (Appendix 1).

CRF Capital Budget

Compared to the 2016/17 restated budget, there is no change to the capital budget in 2017/18.
There is no capital budget for the Benefits Vote.
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Reductions/Increases for 2018/19 and 2019/20

In terms of net expenditures, the 2018/19 budget for the Benefits Vote (Vote 26) will increase
by $15.437M or 3.26%, to $489.486M, compared to the 2017/18 budget of $474.049M.

In terms of gross expenditures, the 2018/19 budget for the Benefits Vote (Vote 26) will increase
by $15.437M or 2.83%, to $560.295M, compared to the 2017/18 budget of $544.858M.

In terms of net expenditures, the 2019/20 budget for the Benefits Vote (Vote 26) will increase
by $15.202M or 3.21%, to $489.251M, compared to the 2017/18 budget of $474.049M.

In terms of gross expenditures, the 2019/20 budget for the Benefits Vote (Vote 26) will increase
by $15.202M or 2.79%, to $560.060M, compared to the 2017/18 budget of $544.858M.

A transfer to the Long Term Disability Fund special account of $34.626M is expected to
continue through to 2019/20.
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BC PUBLIC SERVICE AGENCY

Benefits Vote (Vote 26)

Supplement to the Estimates by STOB

Salaries and Benefits

Operating Costs

Government Transfers

Other Expenditures

Expenses Sub-Total

Transfer to LTD Special Account
Recoveries from LTD Special Account
Special Account Transfer Sub-Total
Recoveries Internal to CRF
Recoveries External to CRF
Recoveries Sub-Total

Total

Capital

2016/17 2017/18 Increase Increase

Estimates Estimates (Decrease) (Decrease)
$000 $000 $000 %

512,640 505,444 -7,196 -1.40%

3,450 3,568 118 3.42%

350 350 0 0.00%

22 22 0 0.00%

516,462 509,384 -7,078 -1.37%

0 35,474 35,474 100.00%

0 -2,367 -2,367 100.00%

0 33,107 33,107 100.00%

-450,743 -474,097 -23,354 5.18%

-65,718 -68,393 -2,675 4.07%

-516,461 -542,490 -26,029 5.04%

1 1 0 0.00%

0 0 0 0.00%

Gross Expenditures 17/18

1%_ 0%

M Salaries and Benefits

B Operating Costs

m Government Transfers

M Other Expenditures

m Transfer to LTD Special Account
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Appendix 1 — Employee Benefits Chargeback Rate

The Benefits Vote provides for the costs of employee benefits for the public service. In addition
to the direct benefit plan costs there is an administrative component consisting of the costs of
managing and administering the benefit plans on behalf of government.

The Vote is fully recoverable through a chargeback to all ministries, plus recoveries from a
number of external entities participating in the benefits plans (e.g. Royal BC Museum, Pension
Corporation of BC). The 2017/18 employee benefits chargeback rate increased 0.04%, to
24.34% from 24.30% in 2016/17.

The chargeback rate is a function of the estimated benefits costs for a year in relationship to the
salary base for government. The basic process is:

1. Agency gathers data on the estimated costs for provided benefits, including statutory
rate/salary driven benefits (e.g. provincial pension, CPP, El) usage driven benefits (e.g.
extended health, dental, WorkSafe BC, Medical Services Plan) and other benefits (e.g.
group aviation insurance, legal services).

2. Treasury Board Staff compiles information regarding estimated salary budgets for
ministries and agencies receiving benefits.

3. Finally, Treasury Board Staff calculates the chargeback rate for the coming fiscal year
by dividing the estimated total costs into the estimated salaries.

Example:

Estimated benefits cost $400,000,000 (divided by)
Estimated salary base $1,680,000,000 (equals)
Employee benefits chargeback rate 24%

4. The chargeback rate is applied automatically to public service salaries via the
PeopleSoft payroll system, with charges and recoveries flowing through an interface to
the general ledgers of the ministries and Agency respectively.
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Appendix 2 — Economic Stability Mandate and Economic Stability Dividend

Economic Stability Mandate

The Economic Stability Mandate provides for the negotiation of modest general wage increases
to be negotiated within a fixed fiscal envelope, providing stability throughout the public sector
and protecting the Province’s fiscal plan through affordable collective agreements.

A five-year agreement with the BCGEU was ratified on December 2, 2013. BCGEU employees
received a salary increase of 1.0% effective February 5", 2017.

Economic Stability Dividend

The Economic Stability Dividend provides for a wage increase for union members covered by
agreements under the Economic Stability Mandate for collective bargaining based on economic
growth. If GDP growth for the Province is higher than the Economic Forecast Council's
prediction, then half of the difference is used to calculate the increase.

The BC economy grew 3.3% in 2015/16, exceeding the forecast of 2.6% by 0.70%, resulting in
a 0.35% salary increase for unionized public sector employees effective February 5, 2017.

Under the terms agreed to by the BCGEU in the last round of collective bargaining, BCGEU
members will receive an equivalent cents per hour increase based on the average member
salary. This results in a $0.1024 per hour increase for BCGEU members for the 2015 GDP

results.

Schedule A Employees
The BCGEU Economic Stability Mandate and Economic Stability Dividend also apply to

Schedule A employees. The Agency has 181 Schedule A employees, 31 of whom are paid
through the Benefits Vote.
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BC Public Service Agency

May 2017

Prepared for: Minister responsible for the BC Public Service Agency
For Information

Issue: Public Service Innovation Fund

Background:

The Public Service Innovation (PSI) Fund is administered by the BC Public Service Agency (the Agency)
and, for more than a decade, has been used as a mechanism to fund corporate initiatives that support the
goals of the BC Public Service as an employer. All ministries contribute to the fund annually on a per-FTE
basis.

The Deputy Ministers’ Committee on Public Service Innovation (DMCPSI) reviews and approves requests
for PSI Fund support. All initiatives currently funded’ are delivered by the Agency except for the Pacific
Leaders Student Loan Forgiveness program, which is administered by StudentAid BC. Currently funded
Agency programs and initiatives include:

Pacific Leaders Scholarship for Children of Public Service Employees program.
Welcome to the Public Service oath and orientation events.
The Work Environment Survey and related research projects.
Corporate recruitment marketing and advertising.
Corporate communications and engagement initiatives, including:
o Premier’s Innovation and Excellence Awards.
o Long Service Awards.
o Region to Region engagement and learning program.
o @Work corporate intranet and related corporate internal communications resources.
The Innovation Hub.
DMCPSI Secretariat resourcing.

The funding profile over time differs for the various initiatives funded through this corporate recovery
model:

* Funding for some initiatives varies from year to year depending on program demand (e.g. Long
Service Awards, oath and orientation ceremonies).

¢ Funding requirements for some are more stable year over year (e.g. Work Environment Survey,
Pacific Leaders scholarships).

* Some initiatives funded in the early years are no longer operational.

* Some initiatives have been added more recently (e.g. The Innovation Hub and DMCPSI
Secretariat in 2016/17).

!See Appendix A for historical funding amounts for major initiatives.

Page 83 of 289



Discussion:

The forecasted recovery for fiscal year 2017/18 is $6.665 million and is still subject to review and
approval by DMCPSI. The increase from last year's funding of $5.716 million is primarily due to the
proposed funding for the Innovation Hub.

The Innovation Hub was established in fall 2016. DMCPSI approved a preliminary allocation of $250,000
for 2016/17 on the understanding that a more fulsome business model would be developed and
presented to DMCPSI for 2017/18. The business model for the Hub has been completed with a proposed
budget of $985,000.

It is anticipated that the agenda for the next DMCPSI meeting will include consideration of the PSI Fund
allocations for 2017/18 and the Innovation Hub business model.

Approved By:
Rueben Bronee

Executive Lead, Policy, Innovation and Engagement
250 213-6614
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APPENDIX A: Public Service Innovation Fund Amounts by Major Initiative

17/18
INITIATIVE 08/09 09/10 10/11
(forecast)

Pacific Leaders (Loan $3,000,000 $2,877,000 $3,604,898 $2,172,432 $1,723,019 $1,580,455 $1,416,977 $1,461,036 $1,598,464 $1,600,000
forgiveness and children’s
scholarship programs)
Oath/Orientation $780,000 $300,000 $120,000 $164,002 $75,000 $181,665 $246,000 $279,990 $274,395
Ceremonies
Work Environment Survey $650,000 $780,000 $800,000 $800,000 $630,000 $800,000 $600,000 $725,000 $775,000 $800,000
Corporate Recruitment $1,500,000 $635,000 $350,000 $350,000 $83,255 $180,782 $99,244 $185,012 $194,664 $195,000
Advertising
Recruitment Marketing $235,000 $235,000 $235,000 $235,000 $223,781 $282,7054 $297,736 $305,000
(STOB 65) Salaries
Corporate Engagement $3,695,000 $2,255,000 $1,365,000 $1,535,000 $1,399,358 $1,193,488 $1,501,850 $1,665,500 $2,570,060 $3,490,514
and Comms (includes
@Work, Long Service
Awards, Premier's Awards,
Region to Region and other
now decommissioned
corporate initiatives)
Total $9,625,000 $6,847,000 $6,774,898 $5,356,434 $4,070,632 $4,064,715 $4,023,508 $4,565,252 $5,715,914 $6,664,909
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Issue:

Background:

Election Platform Commitments

Transition Briefing Note

BC Public Service Agency

June 2017

Minister responsible for the BC Public Service Agency
For Information

The election platform for the incoming NDP government and its accord with the BC Green Party
include a number of commitments that will impact the operations of the Public Service Agency. It is
anticipated the Agency will lead implementation of some commitments and will play a supporting role
for ministry recruitment and other HR requirements to support other commitments.

The table below identifies those commitments expect to impact the Agency. In many cases, the
commitments lack sufficient detail to determine what, if any, role the Agency might play or the impact
on Agency business. Preliminary assessments are underway to gauge the potential impact of all the

commitments identified.

Platform Commitments

COMMITMENT AGENCY NOTES
LEAD/SUPPORT/
IMPACT

Remove MSP premiums Impact MSP premiums are currently part of the
compensation and benefits package for excluded and
included employees. Elimination of premiums will
impact the collective agreement and related policies
regarding benefits. PSA and unions will need to
negotiate how the savings from MSP fee reductions
will be treated prior to coming into effect in 2018.

Tackle the backlog in courts Support Anticipated need to support significant and expedited
hiring of new staff.

Hire more park rangers and conservation Support Anticipated need to support significant and expedited

officers hiring of new staff.

Create a Ministry of Mental Health and Support May require organizational design support and hiring

Addiction Services

of new staff.

Provide incentives to public sector
employers to hire and train
apprentices

Potential Impact

Assuming this applies to core government, updates to
the existing co-op and intern strategy for the BC
Public Service may be required.

Take immediate action to address the
shortage of court sheriffs

Support

Anticipated need to support significant and expedited
hiring of new staff.

Use BC software firms to deliver major
development projects for government

Potential Impact

Could impact procurement of new systems currently
in early stages of procurement under the Agency's
IM/IT plan.

Make government IT and software
development procurement

work better for companies that hire
locally and have a local supply chain

Potential Impact

Could impact procurement of new systems currently
in early stages of procurement under the Agency's
IM/IT plan.

Expand tech-sector co-op programs
offered through BC's
colleges and universities

Potential Impact

Could require updates to the existing co-op and intern
strategy for the BC Public Service.
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COMMITMENT AGENCY NOTES
LEAD/SUPPORT/
IMPACT
Appoint a Chief Talent Officer who will Support Assuming the Chief Talent Officer is a new role within

bring focus to government’s efforts to
train, repatriate and recruit the talent
necessary for the tech sector to grow.

the BC Public Service, the Agency may be called
upon to support the executive recruitment.

Bring in a cap on the value and the
length of government IT contracts to save
money, increase innovation, improve
competition and help the tech sector
grow

Potential Impact

Could impact procurement of new systems currently
in early stages of procurement under the Agency's
IM/IT plan.

Assess mining applications with an
improved, properly resourced approvals
process

Support

The Agency would support the recruitment of any
new staff required.

Ensure employment laws and standards
match the realities of working today

Potential Impact

Could have potential impacts for BC Public Service
HR policies and practices to comply with any
changes to employment law and standards.

Make workplace safety a priority, and
enforce workplace safety
rules

Potential Impact

Could have potential impacts for BC Public Service
HR and workplace safety policies and practices.

Increase mining industry safety, by Support The Agency may be asked to support the recruitment

establishing an independent of any new staff required.

oversight unit, and providing it with the

resources to do its jobs

thoroughly

Expand the role of the BC Geological Support The Agency would support the recruitment of any

Survey new staff required.

Protect whistleblowers, strengthen Lead/Support Links with the response to the Ombudsperson’s

conflict-of-interest legislation and improve report recommendation #32 that public interest

access to information rules. disclosure legislation be introduced by March 31,
2018.

Ensure government is inclusive to Support Potential to affect hiring and learning and

minority communities, persons with
disabilities, racial groups, immigrants,
and the LGBTQ community

development If this includes hiring practices and
strengthening a culture that embraces diversity within
the BC Public Service. It would impact existing work
on the diversity strategy for the public service.

Accord Commitments

COMMITMENT

AGENCY
LEAD/SUPPORT/
IMPACT

NOTES

Institute a multi-year prohibition on lobbying
for former Senior Public Office Holders

Potential Impact

Could require legislative amendments or
new legislation from the Agency depending
on how Senior Public Office Holders are
defined and depending on whether this is
achieved through amendments to the
existing Lobbyists Registration Act.

Respect the integrity and independence of
a professional public service

Lead

May impact existing HR policies and
practices.

Improve fairness for workers, ensure
balance in workplaces, and improve
measures to protect the safety of workers
at work so that everyone goes home safely
and that workers and families are protected
in cases of death or injury

Potential Impact

Could impact on HR policy and workplace
safety depending on the nature and scope
of the action taken.

Invest over four years to support co-op,
apprenticeship and work experience
programs for high-school and
undergraduate students

Support

Assuming this applies to core government,
this could require updates to the existing
co-op and intern strategy for the BC Public
Service.
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COMMITMENT AGENCY NOTES
LEAD/SUPPORT/
IMPACT
Establish an Innovation Commission to Support Assuming the commission is within
support innovation and business government, the Agency would support
development in the technology sector, and recruitment of new staff and potentially the
appoint an Innovation Commissioner executive recruitment of the proposed
commissioner.
A dedicated Minister responsible for Support If “a dedicated minister" means the same
developing and implementing a Mental as the platform commitments to establish a
Health and Addiction Strategy full ministry, organizational design support
and hiring of new staff may be required.
Hire additional social workers and staff to Support Anticipated need to support significant and

support social workers, and to implement
incentives to attract social workers to rural
and underserved regions.

expedited hiring of new staff, and potential
changes to existing HR policies and
practices to support incentives.

Approved By:
Rueben Bronee

Executive Lead, Policy, Innovation and Engagement

250 213-6614
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Prepared for: Minister responsible for the BC Public Service Agency
For Information

Issue:

+ Effect of proposed changes to the Medical Services Plan (MSP) premium rates and premium
assistance program effective January 1, 2018 on the employer.

Background:

o As part of the proposed 2017/18 provincial budget, the Liberal government announced plans to
change the MSP premium rates and premium assistance program effective January 1, 2018. These
changes include reducing MSP premiums by 50% for all British Columbians with annual combined
family net income up to $120,000. In order to proceed with implementation of these proposed
changes, amendments must first be made to the Medical and Health Care Services Regulation
under the Medicare Protection Act.

«  While the NDP platform in the recent election called for moving forward with the Liberal plan to
reduce MSP fees by 50% for families earning less than $120,000 a year in January 2018, it also
called for the elimination of MSP fees entirely within four years.

e For over 24,000 public service employees and their families covered under the employer's MSP
group plan, the employer pays the full cost of the MSP premiums. The premiums paid on behalf of
an employee by the employer are a taxable benefit to the employee.

¢ The BCGEU collective agreement includes a clause (25.8) that is triggered if a benefit premium “is
reduced as a result of any legislative or other action”. It requires that any savings generated by such
a change should be used to increase other benefits as agreed to by the union. The total annual cost
of MSP premiums for bargaining unit employees in the Public Service is approximately $30 million.

e  Prior to these proposed changes, premium assistance under the MSP group plan for public service
employees has never been administered because the majority of employees do not qualify under the
current rules due to their income levels.

Discussion:

+ To action the NDP election platform commitment, the proposed legislative changes will need to be
introduced in the Fall, 2017. Confirmation of these changes would be needed prior to implementing
the administrative actions that the Public Service, as an employer, will need to take to be aligned
with the planned legislative changes.

+ A significant number of employees would qualify for premium assistance under the proposed
changes. Since these premiums are a taxable benefit for employees, employees who enroll in
premium assistance would pay less tax on the employer paid premiums. The number of eligible
employees cannot be determined because the family net income is unknown and employees must
complete a self-registration process to be eligible.
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s Employees will need to complete a one-time registration process for premium assistance to take
advantage of the tax savings. By registering, Health Insurance BC (HIBC) has the employee’s
authorization to verify income with the Canada Revenue Agency to determine eligibility. TELUS
Sourcing Solutions (TSS), as the Province’s payroll service provider, would then be notified by HIBC
of the amount of premiums for each employee on a monthly basis to ensure the appropriate amount
of tax is taken from the employee’s pay.

¢ The implementation timelines are very aggressive and require TSS to begin the technical work
immediately to ensure that this change is implemented on time and without issues. This project has
some risk because the same technical resources will be involved as the PeopleSoft 9.2 upgrade
project. The project team is currently reviewing if it is possible to implement this change retroactively
in the payroll system.

e The flexible benefits program for excluded employees must be reviewed based on these proposed
changes to determine if it is possible to continue to administer MSP within the scope of the program.

« The BCGEU has contacted the PSA and advised it is of the view that if the changes are
implemented in January 2018 then the savings to the benefit plans would need to be distributed to
employees in accordance with the collective agreement.

e The BCGEU will likely approach the PSA by September 2017 to negotiate how to treat the savings
from the MSP fee reduction in January 2018. The PSA will need to formulate a plan for those
negotiations this summer and finalize the costing of the expected savings.

Summary:

e The PSA should seek confirmation early in the new government’s mandate that the proposed
legislation to significantly reduce MSP premiums in 2018 will proceed.

+ In anticipation of the 2018 MSP changes, weekly project meetings are occurring to ensure the
proposed changes may be implemented, if approved, and to monitor any impacts to the 9.2
PeopleSoft Upgrade project.

¢ The PSA and the Public Service unions will need to negotiate how the savings from the MSP fee
reductions will be treated prior to any changes coming into effect in 2018.

Recommended By Approved By
Alyson Blackstock, Executive Director John Davison, ADM
Labour Relations & Total Compensation Employee Relations & Workplace Health Division
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Prepared for: Minister responsible for the BC Public Service Agency

For Information
Issue: Ombudsperson’s Report - Misfire: the 2012 Ministry of Health Employment

Terminations and Related Matters
Background:

The Ministry of Health's review of allegations of employee misconduct began in March 2012 when
it received a copy of a complaint that had been made to the Auditor General. A subsequent
investigation process led to the dismissal of seven Ministry of Health employees.

One of these employees, Mr. Roderick Maclsaac committed suicide four months later. On
September 30, 2014, his sister, Ms. Linda Kayfish, called on government to apologize and explain
the reasons for her brother’s firing.

On October 3, 2014, government announced that it had asked Ms. Marcia McNeil to conduct a
review of the public service response to the allegations against the Ministry of Health employees
who were fired in 2012. Government and the BC Public Service Agency (the Agency) accepted
accountability for all of the findings in Ms. McNeil's report, received on December 19, 2014. See
Appendix 1 for the Deputy Minister of the PSA’s letter to the Minister on December 14, 2015
outlining all of the steps taken in response to the McNeil Report.

While implementation of the McNeil Report recommendations provided a foundation to improve
how the public service responds to serious allegations of employee misconduct, the government
faced criticisms that the report left many questions unanswered, including who was ultimately
responsible for the termination decisions. Responding to these criticisms, the government called
for the matter to be referred to the BC Ombudsperson in July, 2015.

The terms of reference for the Ombudsperson’s review were approved by the all-party finance
committee of the Legislature provided the Ombudsperson with wide-ranging discretion to review
any matters related to the Health firings that he thought were relevant.

The Ombudsperson’s report, Misfire: the 2012 Ministry of Health Employment Terminations and
Related Matters, was published April 6, 2017.

Discussion:

Upon the release of the report, the Deputy Minister to the Premier and Head of the Public
Service, offered an unqualified and comprehensive apology to all who were adversely affected by
public service conduct, and, on behalf of government, accepted all of the report’s 41
recommendations committed to go further where appropriate “to ensure that nothing like this ever
happens again.”

The Agency is responsible for addressing 17 of the Ombudsperson’s recommendations. See
Appendix 2 for more a detailed list of the recommendations and the response plan for each.

Specific issues to be addressed through changes to the Public Service Act and HR policies
include clarification of corporate accountability for ethics management, roles and responsibilities
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514522

with respect to terminations, conflict of interest, reporting, and public interest disclosure. The
report also called for an independent body to review all just cause terminations in the public
service.

The Deputy Minister responsible for the Agency will be a member of a Project Board, chaired by
the Deputy Minister to the Premier and Head of the Public Service to coordinate government’s
response to the reports.

Policy direction on proposed legislative reforms will be required from the Minister Responsible for
the Agency and Cabinet as early as Summer 2017 to meet the timelines for introducing legislation
by March 31, 2018.
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Related Matters:

HR investigation into a leaked OCG Report

¢ An investigation report prepared by the Office of the Comptroller Genera in the contracting
practices in the Ministry of Health in 2012 was disclosed to the Vancouver Sun without
authorization in February 2016.

¢ Although a privacy breach investigation conducted by the Privacy, Compliance and Training
Branch of the Ministry of Finance was not able to determine the source of the breach to the
Vancouver Sun, the report did conclude in February 2016 that a defined number of individuals
collected and/or disclosed an internal government report that contained personal information in a
manner not authorized under the Freedom of Information and Protection of Privacy Act.

514522

FOI requests related to the 2012 Health Firings

¢ While the Ombudsperson'’s review process was under way S-22
522

¢ The Information Access Office at the Ministry of Finance hired additional resources to process
these and other related requests, but took over a year to begin responding to the requests
because the number of documents that were requested was in the hundreds of thousands.

522
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Appendices:

1. Due Consideration of Investigations
2. Amended Terms of Reference
3. Ombudsperson Recommendations Work Plan

Recommended By
John Davison, ADM
Employee Relations & Workplace Health Division
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BRITISH

h“ COLUMBIA

May 31, 2017
AMENDED TERMS OF REFERENCE

WHEREAS

A. The Ombudsperson’s report invites:

e an appreciation by government and all individuals who were involved in the Ministry
of Health investigations and their aftermath of the full effects of those events on all
persons involved, including in relation to personal feelings, peace of mind and sense
of self-worth, professional or employment prospects, adverse effects on relationships
within and outside government, and interruption of data access;

e acknowledgement by government of its responsibility for those events and the effect
on those persons, and to apologize to them;

e consideration by government of the appropriateness of reparation and also the
possibility of further litigation claims against government, and for processes for
addressing those matters in a constructive and healing way.

The government is already working on how best to implement all of the
Ombudsperson’s recommendations;

In order to achieve a measure of reparation for persons adversely affected during or as a
result of the Ministry of Health investigations and aftermath, but who may not have
legal claims, the government considers it appropriate to authorize a reparation fund
from which ex gratia payments may be made in appropriate amounts, to persons or
classes of persons (the “reparation fund”), including but not limited to those persons
referred to in the Ombudsperson’s recommendations R1-R5 and R14;

As tangible recognition of the pain suffered by the family of Roderick Maclsaac, and in
honour of his memory, the government considers it appropriate to give effect to
Ombudsperson’s recommendation R15, using money from the reparation fund;

As an adjunct to the administration of the reparation fund, and in order to allow prompt
justice and closure for those persons who may have legal claims based on the findings in
the Ombudsperson’s report, but who would prefer to avoid litigation if possible, the
government considers it appropriate to establish a proactive and expeditious process to
facilitate settlement of such claims as meet the requirements of s.14 of the Crown
Proceeding Act;

The government and the BC Government and Services Employee Union have reached
agreements necessary to enabie to government to give effect to the Ombudsperson’s
recommendations with respect to ex-gratia payments and to make additional payments
as contemplated hereinafter.
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NOW THEREFORE, in order to give effect to those initiatives, the government:

1. Appoints the Honourable Thomas Cromwell to serve

a.

b.

C.

as independent monitor of the government’s progress in implementing or giving
effect to the recommendations in the Ombudsperson’s report referred to in recitals
A and B, for a term of one year, with quarterly reports to the government;

as administrator of the reparation fund referred to in recital C, and directs him,
based on the Ombudsperson’s report:

to take such steps as may be necessary for the government to give effect to
payment from the reparation fund and/or other non-monetary relief to the
persons referred to in the Ombudsperson’s recommendations R1-R5, R6 and
R14; and further to identify such of those persons as are in Mr. Cromwell’s
opinion not eligible for the facilitated settlement process under section 1(c),
but whom government could appropriately offer additional ex gratia
payment from the reparation fund, and to make recommendations to the
government in that regard;

to identify such other persons or classes of person, who were adversely
affected during or as a result of the Ministry of Health investigations and
aftermath and who are in Mr. Cromwell’s opinion not eligible for the
facilitated settlement process under section 1(c), but whom government
could appropriately offer ex gratia payments from the reparation fund
and/or other non-monetary relief, and to make recommendations to the
government in that regard;

if arecommendation in subparagraph (i) or (ii) is accepted, to offer payment
to the persons without the requirement of a release, other than as part of a
full and final settlement of a grievance referred to in recommendation R6;

if those offers are accepted, to provide the information necessary for
government to process those payments; and

to take such steps as are necessary for the government to give effect to the
payment from the reparation fund contemplated in recital D;

as facilitator with respect to the settlement process referred to in recital E,

to make recommendations to government as to the design and
implementation of that process; and if those recommendations are accepted
by government, to identify persons who may have legal claims or grievance
or other rights or remedies, based on the findings in the Ombudsperson’s
report and on any additional information he may reasonably require;

Page 2 of 4
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vi.

Vii.

and

to assess, based on information in the Ombudsperson’s report, any
information provided by that person and any additional information he may
reasonably require, a range of damages to which the identified person may
be entitled;

to provide a written opinion on each identified person’s eligibility for
payment of a particular amount, under and in accordance with s. 14 of the
Crown Proceeding Act — and specifically that such person has a claim which,
if pursued, could result in an order for the payment of money by the
government, and that it is in the public interest to settle the claim in that
amount; and for greater certainty, persons are not eligible for payment
under the Crown Proceeding Act if they previously reached a settlement
and/or provided a release in relation to causes of action relating to the
Ministry of Health investigations and their aftermath, the IU report, or
otherwise, or any legal claim or grievance in that regard has now been
extinguished or barred by the effluxion of time under the Limitation Act or a
collective agreement or otherwise, but they may be eligible for an ex gratia
payment or payments under paragraph (b) despite any prior settlement,
release or limitation period.

the amount referred to in subparagraph (iii) will take into consideration
what, if any, set-off should be made for any payment the person has already
received, whether as a result of prior settlement or ex gratia payment or
both;

to make a recommendation to the Deputy Attorney General in that regard;

if the recommendation is accepted, to offer payment by government of that
amount in comprehensive settlement of all their claims in any way related to
the Ministry of Health investigations and their aftermath, the IU report, or
otherwise; and

if offers are accepted, to provide the information necessary for government
to process those payments;

d. to use his best efforts to assist in giving effect to Ombudsperson recommendation

R15.

Directs that Mr. Cromwell will, through the exercise of his independent judgment, help
government to give effect to the objectives set out in these terms of reference in a manner

which:
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a. is consistent with the spirit and intent of the recitals,
b. accords with reasonable expectations,

c. respects the need for confidentiality of all parties’ personal and privileged
information, and

d. therebyenhances public confidence in the process.

Requests Mr. Cromwell to consider and recommend any modifications or additions to these
terms of reference as from time to time that he or the government may consider necessary
and appropriate.

. Commits, in addition to monies paid out under the Crown Proceeding Act to give effect to
facilitated settlements, to recommend that Treasury Board authorize payment from the
contingencies vote or from any other authorized sources to provide for

a. the monitoring function referred to in section 1(a),
b. the ex gratia payments referred to in 1(b), and

c. the costs of administration of these terms of reference, including payments in
relation to Mr. Cromwell’s appointment and performance of his duties as monitor,
administrator and facilitator.

Invites Mr. Cromwell to make recommendations concerning coverage of the cost of legal
advice to persons who may wish to avail themselves of the process described in
subparagraphs 1(b) or (c), in relation to their participation in those processes.

Directs Mr. Cromwell in his capacity as administrator and facilitator to do such things and
execute such documents, including certificates of eligibility, as are necessary to give effect
to the various types of payments referred to in these terms of reference.

Directs Mr. Cromwell to keep an account of the amounts paid out of the reparation fund, by
person or by class as he considers appropriate, as well as such other information as the
government may reasonably require for fiscal accountability, and to provide a report to
government in that regard, together with his final account for the costs referred to in
section 4(c).
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AN BRITISH

May 31, 2017

PROCESSES OF ADMINISTRATOR AND FACILITATOR

Confidentiality

1. In carrying out the roles and responsibilities of administrator and facilitator, it is expected that
the Honourable Thomas Cromwell will obtain or receive information

(a) from persons who may be eligible for payment under the Amended Terms of Reference,
and in doing so treat all such information as confidential as between the person, their
counsel and himself, and in particular but without limitation not disclose any such
information to the Government, except:

(i) to the extent necessary for and as pat of a recommendation or written opinion
on the person’s eligibility for payment of a particular amount, and for payment of
an approved amount,

(ii) disclosure to the BCGEU of amounts paid to bargaining unit employees
(including former employees) under any agreement between the Government
and the BCGEU, and

(iii) as otherwise required by law; or

(b) from other sources as he in his absolute discretion considers desirable, and subject to any
conditions of confidentiality as he may consider appropriate.

As administrator

2. With respect to the persons referred to in recommendations R1, R2, R3a, R4, R5 and R14 of
the Ombudspetson’s report, it is expected the Honourable Thomas Cromwell will proceed
substantially as follows:

(2) Seek from the Ombudsperson ot the Ministry of Health the contact information of each of
those persons and confirmation of each of their consent to be contacted by him for the
putpose of obtaining any necessary information from them, and for the purpose of the
Government making payment to them of the amounts contemplated in those
recommendations;

(b) On receipt of the contact information and confitmation of consents under paragraph (a),
provide the Government, through the office of the Assistant Deputy Attorney General, with
that information and a certificate evidencing the amount of the ex gratia payment(s) payable
to each of them.
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3. After giving effect to the processes in section 2, it is expected the Honourable Thomas J
Cromwell will proceed substantially as follows:

(a) Identify those additional persons or classes of person to whom he considers the
Government should offer ex gratia payments, including any additional amounts for the
persons referred to in the Ombudspetson’s tecommendations;

(b) Provide the Deputy Attorney General with a summary of his rationale for identifying
persons ot classes of person falling within paragraph 3(a), including any specific persons
whom he considers should receive a larger payment than others in their class based on a
material difference between the Government conduct toward or affecting them and the
conduct toward or affecting others in the class, and recommend to the Deputy Attorney
General the amount(s) of such payments to such persons or classes of person;

(c) On receipt of the Deputy Attorney General’s approval of a recommendation under
paragraph 3(b), seek from the Ombudsperson the contact information of the persons who
are eligible for an ex gratia payment under that approved recommendation, and confirmation
of each of their consent to be contacted by Government for purposes of receiving payment;

(d) On receipt of the contact information and confirmation of consents, contact each of the
persons, offer them the proposed ex gratia payment and advise them of the reason for it;

(e) If a person agtees to accept the proposed ex gratia payment, provide the Government,
through the office of the Assistant Deputy Attorney General, with that information and a -
certificate evidencing the amount of recommended ex gratia payment(s) payable to that )
petson;

(f) If a person does not agree to accept the proposed ex gratia payment, invite the person — if
that person wishes — to pursue a claim under the facilitated settlement ptocess contemplated
in section 7;

(@) If a person under paragraph (f) pursues a claim under section 7 but is unsuccessful, that
person may nevertheless then accept and receive payment under paragraph 3(e), in whatevet
amount the Honourable Thomas Cromwell, in his role as the administrator, then
recommends and the Government accepts;

(h) For greater certainty, persons may receive payment under both this section and section 2,
but may not receive payment under both this section and through a facilitated settlement
under section 7.

4. With respect to recommendation R3b, it is expected the Honourable Thomas Cromwell will
proceed substantially as follows:
(2) Identify, for each of the three individuals referred to in that recommendation, what types
and amounts of financial impact each has suffered as a tesult of the discipline, up to the
date of the Ombudsperson’s report as well as for any subsequent period;

(b) Consider whether and to what extent an ex gratia payment to an individual in paragraph
4(2) may setve to reverse that financial impact;
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(c) Provide the Deputy Attorney General with a summary of his findings under paragraphs
4(2) and (b) and recommend to the Deputy Attorney General the amount of an ex gratia
payment for each individual he considets necessary to meet the objective in
recommendation R3b;

(d) On teceipt of the Deputy Attorney General’s approval of a recommendation under
paragtaph 4(c), contact each of the individuals, offer them the proposed ex gratia
payment and advise them of the reason for it;

(¢) If an individual agrees to accept the proposed ex gratia payment, provide the
Government, through the office of the Assistant Deputy Attorney General, with that
individual’s contact information and a certificate evidencing the amount of
recommended ex gratia payment(s) payable to that individual;

(f) If an individual does not agree to accept the proposed ex gratia payment, invite the
individual — if he or she wishes — to putsue a claim under the facilitated settlement
process contemplated in section 7;

(g) If an individual under paragraph 4(f) pursues a claim under section 7 but is unsuccessful,
that individual may nevertheless then accept and receive payment under paragraph 4(€),
in whatever amount the Honourable Thomas Cromwell, in his role as the administratot,
then recommends and the Deputy Attorney General accepts;

(h) In proceeding under this section, it is expected the Honourable Thomas Cromwell will
base his findings and recommendations on the evidence and findings in the
Ombudsperson Repott, any additional information from a record created by or for the
Ombudsperson, or that is in the Ombudspetson’s custody or control, relating to the
Ombudsperson’s investigation which the Honourable Thomas Cromwell, in his role as
the administrator, reasonably requires and the Ombudsperson agrees to provide, and
whatever additional information the Honoutable Thomas Cromwell in his absolute
discretion considets desirable;

(i) For greater certainty, individuals may receive payment under both section 3 and this
section 4, but may not receive payment under both this section and through a facilitated
settlement under section 7.

5. With respect to recommendation R, it is expected the Honourable Thomas Cromwell will
proceed substantially as follows:
(2) Identify, for each of the three individuals referred to in that recommendation, what
claim(s) each of them may have had pursuant to the collective agreement which were the
subject of the June and September 2013 grievance settlements;

(b) Determine based on 2 statement of facts agreed to by the Public Service Agency of the
Government as employer and counsel for the individuals, or by whatever further or
other means the Honourable Thomas Cromwell considers appropriate, whether and to
what extent an ex gratia payment and/or other relief to such an individual may serve as a
fair and appropriate substitute for the grievance settlements refetred to in paragraph 5(a);




(c) Provide counsel for each of the individuals with 2 summary of his findings under
paragraphs 5(2) and (b), and his draft recommendation to the Deputy Attorney General
of the amount of a further, ex gratia, payment and/or other relief for each individual
sufficient to meet the objective in recommendation R6;

(d) Invite counsel for each of the individuals to provide any comments on the draft
recommendation within a specified period of time and make such amendments to the
draft recommendation as he considers appropriate;

(¢) If an individual agrees to accept the proposed ex gratia payment, provide the Deputy
Attorney General with a summary of his findings under paragraph 5(c), including as
amended under paragraph 5(d), and recommend to the Deputy Attorney General the
amount of an ex gratia payment and/or other relief for each individual;

(f) If the recommendation is accepted by the Deputy Attorney General, offer to that
individual payment by Government of that further amount, with the sum of the amount
previously paid plus that further amount plus any other relief to stand in full and final
settlement of all their claims referred to in paragraph 5(a), in return any further
comprehensive release the Government may require, in a form acceptable to
Government;

(9) If the offer is accepted, provide the Government, through the office of the Assistant
Deputy Attorney General, with contact particulars for and a certificate evidencing the
amount payable to that individual under paragraph 5(f);

(h) If an individual does not agtee with his intended recommendation, including as it may be
amended under patagraph 5(d), terminate the process under this section and return or
destroy all information obtained under paragraph 5(i);

@) In proceeding under this section, it is expected the Hon. Thomas Cromwell will base his
findings and recommendations on the agreed statement of facts referred to in paragraph
5(b) and whatever additional information he in his absolute discretion consider desirable
for the purposes of this section;

() Further to paragraph (i), if the Honourable Thomas Cromwell identifies an additional
form of relief (i.e. other than or in addition to an ex gratia payment) which, if
implemented, may have collateral impact on the collective agreement between the
Government and the BCGEU or on matters covered thereunder, it is expected that he
will seck further information from the Public Service Agency and the BCGEU in that
regard as he considers desirable, and include in his recommendation such advice in that
regard as he considers apptopriate;

(k) For greater certainty, individuals may receive payment under both section 3 and this
section 5, but may not receive payment under both this section and through a facilitated
settlement under section 7.
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6. If a payment under section 3 through 5 is proposed to be made to an individual who is o
previously was an employee in the bargaining unit represented by the BCGEU, it is 2 condition
of eligibility for such payment that the employee or former employee consent to disclosute to
the BCGEU of amount paid, and it is expected, as part of the processes contemplated in this
Article, that the Honourable Thomas Cromwell will seek such consent when making any offer
of such payment.

As facilitator

7. With respect to petsons other than those who receive payment as contemplated in section 3
through 5, it is expected the Honourable Thomas Cromwell will proceed substantially as
follows:

(a) Identify the persons he considers may have a legal claim or grievance or other tights, based
on the evidence and findings in the Ombudsperson’s Repotrt and any additional information
from a record created by or for the Ombudsperson, or that is in his custody or control,
relating to the Ombudsperson’s investigation which the Honourable Thomas Cromwell
reasonably requires and the Ombudsperson agrees to provide;

(b) Seek from the Ombudsperson the contact information of the persons identified under
paragraph 7(a), and confirmation of each of their consent to be contacted by him, direct or
through their counsel, for the purposes of engaging in the facilitated settlement process;

(c) Establish 2 means.for making contact and communicating with other persons who may
consider they have a legal claim or grievance or other rights and who may wish to engage in
the facilitated settlement process;

(d) Seek consent of each of the petsons in paragraphs 7(a) ot () for him to obtain such
information as he considers necessaty, from whatever soutce, in order to provide a wtitten
opinion and recommendation to the Deputy Attorney General on the person’s eligibility for
payment of an amount he determines appropriate under and in accordance with s. 14 of the
Crown Proceeding Act, for the purposes of giving effect to a facilitated settlement;

(&) On receipt of a person’s consent, seek from such persons any additional information which
he may reasonably require and which the person agtees to provide, subject to mutually
binding agreement as to privilege and confidentiality, in relation to

(1) the legal claims or grievance or othet rights identified by him

(i) any additional legal claims or grievance or other rights identified by the person ot his
or her counsel

(i) the basis for and quantum of damages in relation to each of the legal claims or
grievance or other rights

(iv) the basis for and nature of any additional or alternative remedies the Honourable
Thomas Cromwell may recommend to government;
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(f) If a person under paragraph () fails or refuses to provide him with information he may
reasonably require, terminate the facilitated settlement process and return or destroy all
information obtained under paragraphs 7(d) or (e);

(g) Obtain whatever additional information he in his absolute discretion considets desirable;

(h) Provide the person with a draft of his intended recommendation as to the person’s eligibility
for payment under and in accordance with s. 14 of the Crown Procecding Act, and specifically
addressing

(i) whether the person has a claim which, if pursued, could result in an order for the
payment of money by the Government, and that it is in the public interest to settle the
claim in that amount; and

(i) the amount of payment recommended, taking into consideration any set off which he
considers should be made for any payment the person has already received, whether as
a result of priot settlement or ex gratia payment recommended by the Ombudsperson
or both;

(i) Invite the person to provide any comments on his draft within a specified petiod of time and
make such amendments to his recommendation as he considers appropriate;

(j) If the person does not agree with his intended recommendation, including as amended,
terminate the facilitated settlement process and return or destroy all information obtained
under paragraphs 7(d), (¢) or (g);

() If the person agrees with his intended recommendation, provide a written opinion and
recommendation to the Deputy Attorney General on the person’s eligibility for payment of
an amount he determines apptopriate under and in accordance with s. 14 of the Crown
Proceeding Act,

(m) If the recommendation is accepted by the Deputy Attorney General, offer to that person
payment by Government of that amount in full and final settlement of all their claims in any
way related to the Ministry of Health investigations and their aftermath, the IU repott, or
otherwise, in return for a comprehensive release in a form acceptable to Government;

(n) If the offer under paragraph 7(l) is accepted and the release is given, provide the name and
contact information to Government, through the office of the Assistant Deputy Attorney
General, together with a certificate evidencing the amount payable , grossed up as necessaty
for any taxes which may be payable on such payment(s);

(0) For greater certainty, persons are not eligible for payment under this section if they
previously reached a settlement and/or provided a release in relation to causes of action
relating to the Ministry of Health investigations and their aftermath, the IU report, or
otherwise, or any legal claim or grievance in that regard has now been extinguished or barred
by the effluxion of time under the Limitation Act or a collective agreement or otherwise, but
they may be eligible for an ex gratia payment or payments under section 2 through 5 despite
any prior settlement, release or limitation period.
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Rec. Recommendation Date Required Lead Government Response to Ombudsperson Key Activities/Milestones
Number Agency (April 7, 2016)
R1 By June 30, 2017, government make an ex gratia June 30, 2017 Finance Government accepts this recommendation. Completed. Ex gratia payments along with personal
payment in the amount of $75,000 to each of Dr. . apologies identified in R8 sent.
Malcolm Maclure, Dr. Rebecca Warburton, Ron !n support of‘the recomr‘nendatmn )
) ' implementation, on April 7, 2017, Government
Mattson, Robert Hart, Ramsay Hamdi, David Scott,
and the estate of Roderick Maclsaac. enga‘g(j:‘d the Hon. Th‘omas Cromwell, to
administer a reparation process for those
adversely affected by public service conduct in
the processes detailed in the Ombudsperson’s
report. Mr. Cromwell will administer the ex
gratia payments and will report quarterly on
progress towards implementation of the
recommendations.
R2 By June 30, 2017, government make an ex gratia June 30, 2017 Finance Government accepts this recommendation. Completed. Ex gratia payments along with personal
payment in the amqunt of $50,000 to each .Of In support of the recommendation’s apologies identified in R8 sent.
Mark Isaacs, Dr. Colin Dormuth and Dr. William . . .
Warburton. implementation, on April 7, 2017, Government
engaged the Hon. Thomas Cromwell, to
administer a reparation process for those
adversely affected by public service conduct in
the processes detailed in the Ombudsperson’s
report. Mr. Cromwell will administer the ex
gratia payments and will report quarterly on
progress towards implementation of the
recommendations.
R3 By June 30, 2017, government make: June 30, 2017 3(a) Government accepts this recommendation. R3(a):
a. an ex gratia payment in the amount of ;rt\)a} nee In support of the recommendation’s acog:c[:I?::?{.jeEn)iiiir::?np:gTeenTs along with personal
$15,000 to each of six public servants who Finance/ implementation, on April 7, 2017, Government polog ’
were also subjects of the investigation; and, PSA engaged the Hon. Thomas Cromwell, to
b. in the case of the three individuals in administer a reparation process for those R3(b):
paragraph (a) who were disciplined, reverse adversely affected by public service conduct in Mr Cromwell agreed with the PSA to facilitate
the financial impact of that discipline and the processes detailed in the Ombudsperson’s agreements with the three individuals identified in
September 20, 2017 1
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Rec. Recommendation Date Required Lead Government Response to Ombudsperson Key Activities/Milestones
Number Agency (April 7, 2016)
remove the disciplinary findings from their report. Mr. Cromwell will administer the ex gratia | R3(b).
employment record. payments and will report quarterly on progress 5.22
towards implementation of the
recommendations.
In reference to paragraph b — government
commits to working with the three individuals to
reverse the financial impact resulting from the
discipline and further to ensure the disciplinary
findings are removed from their employment
records.
. Government accepts this recommendation. .
R4 That government: September 30, 2017 | Finance R4(a)i: — completed.
a. By September 30, 2017: In support of the recommendation’s
Ii.  Establish a compensation fund in an implementation, on April 7, 2017, Government R4aii:
amount not less than $250,000 engaged the Hon. Thomas Cromwell, to o .

ii.  Identify and contact individuals (other administer a reparation process for those By August 31, 2017, identify employees, associates and
than individuals identified in the other ex adversely affected by public service conduct in research subcontractors of Resonate, Blue Thorn
gratia payment recommendations) who the processes detailed in the Ombudsperson’s Research and Analysis Group and the Therapeutics
were employees, associates or research report. Mr. Cromwell will administer the ex gratia initiative who were impacted by the data and contract
subcontractors of: payments and will report quarterly on progress suspensions and cancellations and provide that
1 Resonate towards implementation of the information to Mr. Cromwell, if he requests it.

recommendations. By September 15, 2017, working with Hon. Thomas
2. Blue Thorn Research and Analysis Group E . . . .

Cromwell, identify a process to remunerate individuals
3. the Therapeutics Initiative from the compensation fund.
who were impacted by the data and By September 30, 2017 working with Hon. Thomas
contract suspensions and cancellations Cromwell, provide information to impacted individuals
and invite them to make applications to on the process to apply to the compensation fund.
September 20, 2017 2
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Rec. Recommendation Date Required Lead Government Response to Ombudsperson Key Activities/Milestones
Number Agency (April 7, 2016)
the fund. R4b:
b. By March 31, 2018 make ex gratia payments March 31, 2018 By March 31, 2018 make ex gratia payments, as
to the applicants from the fund on a fair and directed by the Hon. Thomas Cromwell.
equitable basis, taking into account the impact
the data and contract suspensions and
cancellations had on them.
RS By June 30, 2017, government make an additional | June 30, 2017 Finance Government accepts this recommendation. Completed. Ex gratia payments along with personal
ex gratia payment in the amount of $50,000 to In support of the recommendation’s apologies identified in R8 sent.
each of Ron Mattson and Mark Isaacs. implementation, on April 7, 2017, Government
engaged the Hon. Thomas Cromwell, to
administer a reparation process for those
adversely affected by public service conduct in
the processes detailed in the Ombudsperson’s
report. Mr. Cromwell will administer the ex gratia
payments and will report quarterly on progress
towards implementation of the
recommendations.
R6 If by June 30, 2017 the BCGEU, following June 30, 2017 PSA Government accepts this recommendation. Mr. Cromwell has conducted a review of pr.evioys
. . . . . . — settlement agreements and employment histories of
consultation with David Scott, Ramsay Hamdi, and Government is committed to revisiting the N - .
. . - . e the individuals in R6 post 2012 to determine adverse
a representative of the estate of Roderick bargaining unit settlements and negotiating in financial and disciplinary impacts
Maclsaac, approaches government about good faith with the BCGEU while respecting the '
revisiting any or all of the June and September wishes of David Scott, Ramsay Hamdi and a 5.22
2013 grievance settlements, that government: representative of the estate of Roderick Counsel - -
_ _ o _ Maclsaac. .22 will be sending Mr.
a. Enterinto good faith negotiations with the Cromwell a submission to consider before the end of
BCGEU concerning the replacement of the June, 2017.
existing settlements with new settlements,
and
b. If new settlements cannot be reached (or the
parties prefer this option as their primary
option), make its best efforts to work with the
September 20, 2017 3
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Rec. Recommendation Date Required Lead Government Response to Ombudsperson Key Activities/Milestones
Number Agency (April 7, 2016)

BCGEU to develop a Statement of Agreed

Facts concerning the circumstances of the

dismissals, which Statement the parties can

agree to place before a labour arbitrator

pursuant to the collective agreement, in order

to allow for a proper adjudication of damages.

Whether the existing settlements would

terminate upon tendering the Statement of

Agreed Facts, or after the labour arbitrator’s

decision, can be addressed by the parties as a

matter of labour law.

R7 By May 31, 2017, government make a public May 31, 2017 Premier Government accepts this recommendation. Completed. On May 31, 2017, the Head of the Public
statement that acknowledges and apologizes for . , , Service, Kim Henderson offered the following public
the harm caused by the Ministry of Health O.n April 6, 2017, the head of the p.u'bhc SETVICE, statement:
investigation and the decisions that resulted, Kim Henders.on, offered an unqualified and
including the employee suspensions, employee comprehensive apol'ogy to'aII who were adversely | http://www2.gov.bc.ca/gov/content/home/ombu
discipline and terminations, contract suspensions affected by the public service COI’.ld'UCt as part of dspersons-report
and terminations, and unwarranted data government’s statement on receiving the

) Ombudsperson report.

suspensions.
(https://news.gov.bc.ca/releases/2017PREM0046
-001149)
The Terms of Reference of the Hon. Thomas
Cromwell speak to the acknowledgement by
government of its responsibility for these events,
the effect on those persons impacted, and to
apologize to them. The appointment of Mr.
Cromwell and his Terms of Reference confirm
government’s acknowledgement of the harms
caused to those adversely impacted by public
service conduct.

September 20, 2017 4
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Rec. Recommendation Date Required Lead Government Response to Ombudsperson Key Activities/Milestones
Number Agency (April 7, 2016)
R8 By July 31, 2017, government issue a personal July 31, 2017 Premier Government accepts this recommendation. Completed. Letters of apology along with ex gratia
apology to each of Dr. Malcolm Maclure, Dr. The Government will issue a personal apology to | payments identified in R1, R2, R3(a), R5 and R14 along
Rebecca Warburton, Ron Mattson, Robert Hart, each of the individuals identified by July 31, 2017. | with personal apologies have been sent.
Ramsay Hamdi, David Scott, Dr. William
Warburton, the family of Roderick Maclsaac, Mark
Isaacs, Dr. Colin Dormuth, Contractors 1 and 2,
and the six public servants referred to in
recommendation R3.
RO By March 31, 2018, the Ministry of Health issue a | March 31, 2018 Health The Government accepts this recommendation. 513
written apology to each of the individuals to The Ministry of Health will issue a written apology
whom an ex gratia payment is made from the to each of the individuals to whom an ex gratia
compensation fund established in R4. payment is made by March 31, 2018.
R10 By March 31, 2018, the Ministry of Health issue a March 31, 2018 Health The Government accepts this recommendation.
written apology to each person not included in the . o .
above recommendations, to whom it sent a data The Ministry of Health W|.|| issue a written apology
. to each person to whom it sent a demand letter
demand letter in 2012 and 2013 as a consequence .
of the investigation. !n 201? or' 2013 as a consequence of the
investigation by March 31, 2018.
R11 By May 31, 2017, the Ministry of Health make May 31, 2017 Health The Government accepts this recommendation. | ¢ joraq.
arrangements for each of Dr. Malcolm Maclure, The Ministry of Health will make arrangements
Dr. Rebecca Warburton, Ron Mattson, Robert for each of the individuals listed in the
Hart, Ramsay Hamdi, David Scott, Dr. William recommendation to review the contents of the
Warburton and a representative for the estate of materials from their offices and will return their
Roderick Maclsaac to review the contents of the personal belonging by May 31, 2017.
boxes of material packed up from their offices for
September 20, 2017 5
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Rec. Recommendation Date Required Lead Government Response to Ombudsperson Key Activities/Milestones
Number Agency (April 7, 2016)
the purpose of identifying, and having returned to
them, any books, papers, articles or other
personal belongings.
. . . The Government accepts this recommendation. .
R12 By June 30, 2017, government issue a public June 30, 2017 Finance . ) o . Response combined for R12 and R13.
statement confirming that the ministry has Mlnl.str\,;r of Finance officials W|II‘prepare a Iet_ter c eted
withdrawn the final report of the Investigation and of \_Nltl?qrawal to attach to the final repor.t, direct ompleted.
Forensic Unit, and acknowledge that the report allindividuals .who ha‘_"e a record of the final Letters of apology have been issued to the individuals
contains inaccuracies and will not be relied on. report to confirm copies of the report have been | oferenced in the report confirming the ministry has
destroyed, and prepare a public statement withdrawn the report and that the report will not
confirming these actions for release by June 30, | j¢fot the ability of those individuals to work for or
2017. with government in the future should they wish to do
Further, as the Ombudsperson identified, the SO.
Ministry of Financ? will continu.e tc.) implement A copy of the report remains in the Office of the
Fhe re.:tfommendatlons on practice improvements | o, ptroller General for information retention
identified by KPMG. requirements. The copy includes an annotation that
indicates the report includes inaccuracies and will not
be relied on by Government.
The Ministry of Finance has asked parties known to
have copies of the report to confirm the destruction of
any copies that may remain in their possession.
Redacted copies of the report posted on the Open
Information website as part of four FOI response
packages have been removed and replaced with a
notice that the report has been withdrawn and
acknowledging that it contains inaccuracies and will
not be relied on.
Future FOI requests for the report will include the
notice that the report has been withdrawn and that it
contains inaccuracies and will not be relied on. Copies
of the report will not be posted to the Open
September 20, 2017 6
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Rec. Recommendation Date Required Lead Government Response to Ombudsperson Key Activities/Milestones
Number Agency (April 7, 2016)
Information website in response to any future FOI
requests.
R13 By June 30, 2017, the Ministry of Finance send a June 30, 2017 Finance Govemment accepts this recommendation. CompletedoeeRIZIF00vE.
letter of apology to each of the individuals named
. pology . . Ministry of Finance officials will send letters of
in the report of the Investigation and Forensic . i
. . g . . apology to each of the individuals named in the
Unit, who it notified following the unauthorized ) . .
. . final report, confirming the withdrawal of the
disclosure of the report, confirming that the o o
. . report and that it will not affect their ability to
ministry has withdrawn the report and that the , . .
. - work for or with government in the future. This
report will not affect the ability of those K will b leted by | 30, 2017
individuals to work for or with government in the work will be completed by June 35, ’
future should they wish to do so.
R14 By June 30, 2017, government make an additional | June 30, 2017 Finance Government accepts this recommendation. Completed. Ex gratia payments along with personal
ex gratia payment in the amount of: In support of the recommendation’s apologies identified in R8 sent.
a. $25,000 to Dr. Malcolm Maclure mplem;:r:;atl:n, or;:prll 7’C2017’ Glcllv::rnment
b. $25,000 to Dr. Rebecca Warburton enga.g%a € ron. ) omas Lromwel, to
administer a reparation process for those
adversely affected by public service conduct in
the processes detailed in the Ombudsperson’s
report. Mr. Cromwell will administer the ex gratia
payments and will report quarterly on progress
towards implementation of the
recommendations.
R15 By September 30, 2017, government provide September 30, 2017 | Health Government accepts this recommendation. Funding has been secured for the endowment.
funding in the amount of $500,000 to endow a To enact this recommendation, government is . . . ..
. , . . . . . i The University of Victoria is aware of the
scholarship for PhD candidates at the University of committed to working with a representative(s) of recommendation
Victoria. Mr. Maclsaac’s estate and will respect their ’
wishes on the process for the establishment of Mr. Cromwell agreed to act as an intermediary with
September 20, 2017 7
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the scholarship endowment. the representatives of Mr. Maclsaac’s estate.
522
R16 By September 30, 2017, the Ministry of Health September 30,2017 | Healthy | Governmentaccepts this recommendation. By July 31, 2017, MoH and PSA will consult within MoH
establish an annual staff award for excellence in PSA o . . and across the BC public service to create two awards:
. . . The Ministry of Health will establish an annual
training, mentoring and supporting co-op . L . . .
students staff award for excellence in training, mentoring ¢ a MoH staff award for excellence in training,
' and supporting co-op students by September 30, mentoring and supporting co-op students; and
2017. e anannual government-wide award for
In addition, the Public Service Agency will o:lf;]tandlng ccintrlbuthntfor excellence as part
consider the establishment of a similar award for Of the corporate co-op Intern program.
co-op students government-wide. Government By September 30, 2017 MoH will announce details of
will report out on progress of this additional the annual staff award and nomination process.
award by September 30, 2017. MoH will utilize a variety of communications
approaches including DM announcement at the annual
all staff meeting, intranet postings and emails from
executives to ensure wide knowledge and
understanding of the staff award.
By fall 2018, MoH will announce the first recipient of
the annual staff award.
By September 30, 2017, the PSA will launch the
corporate award and identify the nomination process.
By November 30, 2017, the PSA will solicit nominations
for the 2017 calendar year. The award will be
announced by December 15, 2017 prior to the end of
September 20, 2017 8
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Recommendation
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Lead
Agency

Government Response to Ombudsperson
(April 7, 2016)

Key Activities/Milestones

the first Fall term.

Similar awards will be offered after each trimester.

R17

By March 31, 2018, the Public Service Agency
develop and implement a policy framework for
assessing situations to determine whether a real
or perceived conflict of interest exists. The
framework should:

a.

Require employees to disclose circumstances
that may give rise to a real or perceived
conflict of interest, including any outside
remunerative work.
Specifically require issues of conflict of interest
to be addressed at the outset of employment
and on an ongoing basis where the
employee’s job function or less than fulltime
employment necessarily contemplates
external remunerative work or external
affiliation.
Where a disclosure is made by an employee
under paragraph (a), the employer shall
identify the specific work duties of the
employee and the underlying government
interests that are relevant to the
circumstances.
Identify the specific personal interests of
the employee that are relevant to the
circumstances.
Analyze whether those interests conflict,
or could be perceived to conflict, in a way
that impairs the employee’s ability to act
in the public interest, undermines the

March 31, 2018

PSA

Government accepts this recommendation.

The Public Service Agency will develop and
implement a policy framework for determining
conflict of interest. The framework will provide
guidance to employees and supervisors and will
incorporate all of the components identified in
the recommendation. The framework will be
established by March 31, 2018.

s13s5.17

September 20, 2017

9
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public’s confidence in the employee’s
ability to discharge work responsibilities,
or undermines the public’s trust in the
public service.

Decide whether the circumstances give
rise to a perceived or actual conflict of
interest, and, if they do, consider whether
there are steps that government or the
employee must take to address or
mitigate the conflict such that it does not
pose an unacceptable risk to government
or the public interest.

Document, on the employee’s personnel
file, and elsewhere as is required in the
circumstances, the reasons for the
conclusion reached and the directions, if
any, to be followed. A copy of the reasons
should be provided to the employee.

To the extent reasonable and necessary,
be transparent within the organization
about how the conflict of interest has
been addressed so that
misunderstandings are minimized.

R18

By March 31, 2018, every ministry and
government agency whose employees are subject
to the public service Standards of Conduct assign a
senior and fully trained staff member the task of
assessing and providing advice to the employee
and their supervisor about disclosed prospective

conflicts of interest in their organization.

March 31, 2018

PSA

Government accepts this recommendation.

The government commits to assigning a senior

and fully trained staff member to this task in

every government ministry and agency by March

31, 2018.

September 20, 2017

s13s5.17

10
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Rec. Recommendation Date Required Lead Government Response to Ombudsperson
Number Agency (April 7, 2016)
. . Government accepts this recommendation.
R19 By March 31, 2018, the Public Service Agency March 31, 2018 PSA
revise its existing Accountability Framework for The Public Service Agency will ensure the
Human Resource Management to ensure a clear Accountability Framework for Human Resource
allocation of responsibility among senior Management described by the Ombudsperson is
executives of PSA and of line ministries established by March 31, 2018 which builds on
responsible for ensuring that any internal human the work the Ombudsperson identified has been
resource investigations occurring under their done by government since the McNeil report was
leadership: released.
a. are conducted in accordance with the
principles of administrative fairness,
b. have aclearly articulated scope and focus,
both of which are reassessed on a regular
basis, and
c. have appropriate lines of reporting.
September 20, 2017

11
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513,517
R20 By March 31, 2018 the Public Service Agency March 31, 2018 PSA Govemment accepts this recommendation.
undertake, and publish the results of, an The Public Service Agency agrees to undertake an
independent compliance review of its independent compliance review of the
investigatory policies established in response to investigatory policies established in response to
the McNeil Review. the McNeil Review. Results of the review will be
made public by March 31, 2018.
R21 By September 30, 2017, to ensure that the September 30, 2017 | Finance Goverpment accepts Fh's recommendgtlop. R21(a):
. - . . Work in support of this recommendation is
principles of administrative fairness are o _ . .
. - N already underway at the Ministry of Finance as A community of practice has been formed that
appropriately exercised by the Investigation and . . . :
. the Investigation and Forensic Unit implements includes all employees from across government who
Forensic Unit (IU): ) ) ) ) .. . .
the recommendations in the KPMG report have internal investigative functions. These include
a. The U implement a program of ongoing referenced by the Ombudsperson. employees from the OCG, the office of the Chief
professional development on administrative . ) . . Records Officer, the Public Service Agency and the
. . . The Ministry of Finance is mindful additional work . . . .
and procedural fairness for its investigators ) ) Office of the Chief Information Officer.
and any employees leading an investigation will be necessary to meet the full intent of the
. . ) Ombudsperson’s recommendation and commits | Three courses at the Justice Institute of BC have been
b. The IU revise its draft policies and procedures } i ) . op .
. o to implementing the recommendation by identified and all government staff performing
manual to adequately integrate the principles . L. \
- . . . L investigative functions are enrolled over July and
of administrative fairness into its investigative September 30, 2017.
August 2017. The courses are:
approach.
c. The Comptroller General review each e Enhanced Investigative Interview;
investigative plan developed by the |U to ¢ Introduction to Administrative Law; and,
ensure that the plan’s scope is appropriate, e Investigative Report Writing
and within jurisdiction, and the office can " . .
adequately resource the investigation as set In addition, one employee is studying to
(,:Iu y u investigat! receive Certified Fraud Examiners (CFE) accreditation.
out in the plan.
d. The Comptroller General reassess the The community of practice have developed common
investigative plan on a regular basis, in investigative standards and these have been
incorporated into the policies and procedures manuals
September 20, 2017 12
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Number Agency (April 7, 2016)
consultation with the IU, and authorize of all four agencies. These standards include hierarchy
adjustments to investigative scope or f9or incidents and executive accountabilities.

resources as necessary. . . .
¥ The community of practice continue to develop

common principle-based standards over summer 2017
for conclusion by mid-September 2017.

R21(b):

The process to update the Policy and Procedures
Manual at the OCG was initiated following the practice
review by KPMG. The manual incorporates all
recommendations from the KPMG report plus a review
of best practice and CPA recommendations.

The Manual was reviewed and updated through April
and May 2017 to ensure administrative fairness
provisions identified in the Ombudsperson’s report are
included.

R21(c) and (d):

Based on the work done by KPMG, a new process for
investigative oversight is already underway. This
process provides for a clearly identified point at which
the OCG must decide to move from information
assessment to an investigation. This decision point,
and other points along the path from initiation to final
report, will be guided by an oversight committee
comprised of the OCG, the DM of Finance and the
ministry executive team in the implicated ministry.

In developing these procedures, the OCG remains
vigilant about ensuring the integrity of the

September 20, 2017 13
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Number Agency (April 7, 2016)
investigative process is not compromised while, at the
same time, there is appropriate oversight in place.
This plan is evolving and will be reviewed and updated
as necessary.

R22 By September 30, 2017 the Ministry of Finance September 30, 2017 | Finance Government accepts this recommendation. By July 30, 2017 the Ministry of Finance will meet with
provide a report to the Auditor General on the The Ministry of Finance will consult with the the Auditor General to discuss schedule, level of detail
progress of implementing each recommendation Auditor General on the content and schedule of and extent of information the office is interested in
of the KPMG report. Such reporting is to continue the progress reporting. receiving.

Iqounargesrlsy zii?ir;dsfhtﬁth;r ;Fthedgle anc: for as It is recognized and understood the Auditor General is
g P y the Auditor Leneral. an independent Officer of the Legislature and as such
will determine their own interest in receiving the
information provided by government.
Subject to this discussion, material will be provided by
no later than September 30, 2017 and on a schedule
agreed to with the Auditor General thereafter.

R23 By March 31, 2018, the Ministry of Justice March 31, 2018 Justice/ Government accepts this recommendation. Justice has met with the PSA and key internal

develop: PSA? . . ) investigation offices to discuss current authorities and
The Ministry of Justice will develop a procedure, . e .
a. forapproval by the Head of the Public Service, for approval by the Head of the Public Service, on S a.nd identify Issues as well as completing an
. . ) ) initial review of legal issues.
a new procedure regarding reporting reporting non-emergency employee misconduct
employee misconduct in non-emergency to the police. R23(a):
situations to the police, In addition, the Ministry of Justice, working with .13
b. and implement training for public service the Public Service Agency, will develop the
investigators who, as part of their duties, appropriate training materials for both
report potential crimes to the police. This investigators and senior decision makers.
training should focus on: . .
. . . . These actions will be complete by March 31,
i.  the factors to consider in determining 2018
whether to report a potential crime to the '
police, and
ii.  what information is appropriately shared
September 20, 2017 14
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Rec.
Number

Recommendation

Date Required

Lead
Agency

Government Response to Ombudsperson
(April 7, 2016)

with the police, particularly in the absence
of a legal requirement to do so.

September 20, 2017

Key Activities/Milestones

s13s5.17

15
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Rec. Recommendation Date Required Lead Government Response to Ombudsperson Key Activities/Milestones
Number Agency (April 7, 2016)
513,517

R24 By December 31, 2017, following consultation December 31, 2017 Health Government accepts the recommendation. Working in collaboration with the Ministry of Health,
with the Information and Privacy Commissioner, The Ministry of Health, after consulting with the the Ministry of Finance’s Corporate Information and
the Ministry of Health create new guidelines for Information and Privacy Commissioner, will Records Management Office (CIRMO) has taken the
making decisions about suspending access to create new guidelines for making decisions about lead on thi it t and is drafti t

S ) ° " ) o i ead on this commitment and is drafting corporate

administrative health data. The guidelines should suspending access to administrative data by . i
address the flaws in ministry practice that we December 31, 2017. procedures to be shared with MOH for review and
identified in this report including better defining consultation.
the threshold for data suspensions in cases where s13
there is only an unconfirmed suspicion of a data
breach.

Government accepts the recommendation.

R25 By June 30, 2017, the Public Service Agency (PSA) | June 30, 2017 PSA Completed.
and the Head of the Public Service develop and The Public Service Agency will work with the .
) : i . ) ) New policy on steps to take place before a Deputy
implement a policy that requires the following Head of the Public Service to develop and .. — .
o . . : - ) . Minister dismisses an employee for just cause were
steps to take place before a Deputy Minister implement this policy. This process will be in . . .
e - . communicated from the Head of the Public Service to
dismisses an employee for just cause under place by June 30, 2017, and builds on changes to .. , . .
. - . o : ) Deputy Ministers’ Council members and inside the PSA
section 22(2) of the Public Service Act: policies and practices made in response to the
McNeil t on June 28, 2017.
a. Inrelation to excluded employees, the PSA chell report.
obtain a written legal opinion about whether
there are sufficient grounds to support the
termination. The PSA should provide its lawyer
September 20, 2017 16
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Rec. Recommendation Date Required Lead Government Response to Ombudsperson Key Activities/Milestones
Number Agency (April 7, 2016)

with sufficient background and file material
for the lawyer to assess the evidentiary
strength of the government’s just cause
position.

b. Inrelation to included employees, the PSA
obtain written senior labour relations advice
about the strength of government’s just cause
position from one of its senior labour relations
advisors. The PSA should provide its advisor
sufficient background and file material for the
advisor to assess the evidentiary strength of
the government’s just cause position.

c. The Deputy Minister with authority to dismiss
be required to review and consider the PSA’s
advice, and the legal advice, prior to making a
decision about whether to terminate an
employee for cause. Such consideration
should be confirmed in writing.

R26 Effective immediately, government cease its Immediately PSA Government accepts the recommendation. GO\;eLn r‘;\ent cleases thgtﬁraitlce of su;Pendlng
practice of suspending excluded employees The Deputy Minister of the Public Service Agency fexc u .e t.ElTlp oyees.m out pay pen .|ng an
. . . e . investigation on April 7, 2017. The policy change, and
without pay pending an investigation in the wrote to relevant staff on April 7, 2017, to cease . .
o ) ) . . the date it took effect, was communicated by the head
absence of authority in the Public Service Act to do the practice of suspending excluded employees o , )
. . i - of the PSA to Deputy Ministers’ Council members and
SO. without pay pending an investigation. L.
inside the PSA.
$125135.14
September 20, 2017 17
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Recommendations from the Ombudsperson Report: Misfire: the 2012 Ministry of Health Employment Terminations and Related Matters

Rec. Recommendation Date Required Lead Government Response to Ombudsperson Key Activities/Milestones
Number Agency (April 7, 2016)
513,514

R27 By March 31, 2018, government introduce March 31, 2018 PSA Government accepts the recommendation.

legislation for consideration by the Legislative The Public Service Agency and the Head of the

Assembly to amend the Public Service Act to Public Service will prepare for government’s

provide the Merit Commissioner with the consideration a request for legislation to address

authority to: this recommendation. Legislation is subject to

a. Conduct reviews of all public service dismissals EaTsagl;e- by the Legislative Assembly of British

olumbia.

for just cause, to ensure adherence to public
service standards and legal requirements.
Such reviews are to take place following the
completion of all labour relations or litigation
proceedings related to the termination.

b. Publicly report the results of these reviews,
along with whatever recommendations the
Merit Commissioner considers appropriate in
the circumstances.

R28 By June 30, 2017, the Public Service Agency and | June 30, 2017 GCPE Government accepts the recommendation. For R28 and R29
Government Communications and Public Government Communications and Public
Engagement make public their policies regarding Engagement (GCPE) and the Public Service
internal and external communications about Agency will review current policies regarding GCPE has established a working group of
personnel matters. internal and external communications about communications subject matter experts who have
personnel matters with full consideration of the | reviewed current policy and recommended specific
Ombudsperson’s findings and recommendations, | wording to the new policy.
September 20, 2017 18
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Rec. Recommendation Date Required Lead Government Response to Ombudsperson Key Activities/Milestones
Number Agency (April 7, 2016)
and take into consideration the communication The PSA and MolJ have been consulted and approved
policies in use in law enforcement agencies. This | the proposed policy.
.review will inform a renewed r?olir:y regarding the The working group has updated the current policy,
internal and external communication of . . ,
. guidebook and messaging and messaging and
personnel matters for public release by June 30, identified and eneaged appropriate oublic release
2017. iden gaged approp P
channel(s).
GCPE Executive and PSA executive have given final
approval to the policy.
On June 30, 2017 GCPE will post the policies to the
public website.
By Sept. 30, 2017 GCPE will develop a training plan for
all communications staff in government to ensure the
policy and practices are thoroughly understood.
R29 By June 30, 2017, the Public Service Agency and | June 30, 2017 GCPE Government accepts the recommendation. See R28 above.
Government Communications and Public GCPE and the Public Service Agency’s policy
Engagement develop and make public a policy on regarding police referrals will ensure clear
announcing police referrals related to the conduct guidance is provided that government should not
of a public servant. The policy should clearly state publicly announce it has referred the conduct of a
that unless there is an immediate risk to public public servant to the police prior to Crown
health, safety or other similar exceptional Counsel approving charges, unless there is
circumstances, government should not publicly immediate risk to public health, safety, or other
announce that it has referred the conduct of a exceptional circumstances.
public servant to the police prior to Crown Counsel
approving charges.
R30 By September 30, 2017, the Public Service Agency | September 30,2017 | PSA Government accepts the recommendation. .Contra.wctorl hirfat.:l on Ma!y 2‘9, .2917. Wor.k underway
. . : . . - including finalizing the jurisdictional review and the
provide a report to the Head of the Public Service The Public Service Agency will issue a report to L
on ensuring excellence in executive transitions so the Head of the Public Service on ensuring scope/logistics for the focus group.
that senior executives new to their portfolio are excellence in executive transitions. The report will | Contractor will provide an interim report by July 28,
appropriately and effectively supported to be completed by September 30, 2017. 2017.
September 20, 2017 19
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Rec. Recommendation Date Required Lead Government Response to Ombudsperson Key Activities/Milestones
Number Agency (April 7, 2016)
immediately carry out their new responsibilities. By August 30, 2017 the contractor will identify gaps
and make recommendations on what ministries
should undertake to ensure adequate orientation and
transition for executives in a new role.
By September 30, 2017 the contractor will submit a
report to the HoPS that outlines a framework for
excellence in orientating and transitioning senior
executives new to their role.
R31 By March 31, 2018, the Head of the Public Service | March 31, 2018 Premier | GOVernment accepts this recommendation. =13
establish written protocols that address: The Head of the Public Service will work with the
a. Who has the authority to decide that Ministry ofJusthe to establish writ"cen protocols
government will not follow risk-based legal on the appropriate use of legal advice by March
advice; 31, 2018.
b. The process to be used when ministries decide
to act contrary to legal advice, including how
decisions in such situations are to be
escalated, disputes resolved and outcomes
documented; and
c. The process to be followed when limited legal
advice is obtained, including who needs to be
advised that the scope of the advice is limited.
. Government accepts this recommendation. s-12:5.13
R32 By March 31, 2018, government introduce, for March 31, 2018 PSA
consideration by the Legislative Assembly, public The Public Service Agency, Ministry of Justice and
interest disclosure legislation that provides for the the Head of the Public Service will prepare for
reporting, assessment, fair investigation, government’s consideration a request for
resolution and independent oversight of legislation to address this recommendation.
allegations about wrongful conduct within the Legislation is subject to passage by the Legislative
September 20, 2017 20
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Rec. Recommendation Date Required Lead Government Response to Ombudsperson Key Activities/Milestones
Number Agency (April 7, 2016)
government of British Columbia. Assembly of British Columbia. s-128.13
R33 By September 30, 2017, and following September 30, 2017 | Health Government accepts this recommendation. MoH with support from the PSA, has completed a
consultation with the BCGEU and BC Excluded o ) . literature review on best practices in the development
, . . The Ministry of Health, following consultation o e
Employees’ Association, and in a manner . , of organizational reconciliation processes.
consistent with its privacy obligations, the Ministry with the BCGEU, the BC Excluded Employees
. ' Association and the Public Service Agency, will, in | The DM MoH has met with all staff, by Division, the
of Health develop and implement a carefully ) o . o . . , . . .
. o e a manner consistent with its privacy obligations, ministry Employee Advisory Forum (a ministry-wide
designed organizational reconciliation program . i .
. S o develop and implement a carefully designed group of included and excluded employees) and the
with the goal of re-establishing positive, respectful T o . ,
. . N organizational reconciliation program as set out BCGEU. Meetings with the Excluded Employers
professional relationships with staff and ) ) - L. . .
. . in this recommendation. Association and contractors meetings are being set up.
contractors who will productively support the
mandate of the ministry moving forward. This The Public Service Agency will support the MoH senior executive team are designing a
program should: Ministry of Health in implementing this reconciliation program that includes an ongoing
i commitment to consult with groups and MoH staff.
a. build on the recent ministry initiatives to recommendation. el
support employee morale and engagement, By July 31, 2017, DM MoH will approve the
invite the participation of ministry staff and reconciliation program.
f:ontractors, ) o By July 31, 2017, DM MoH will provide a status update
b. involve the active participation of to all stakeholder groups and all MoH staff.
management, ; o
c. include clear objectives and deliverables, and In September 2017, the program will officially launch.
d. be completed within 12-18 months by Communication to staff will be ongoing throughout
providing a final report to all ministry staff and development and rollout.
contractors.
By fall 2018, a final report from the DM MoH to
stakeholders and all MoH staff will be provided on the
outcomes of the reconciliation program.
September 20, 2017 21
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Number Agency (April 7, 2016)

R34 By September 30, 2017, the Ministry of Health September 30, 2017 | Health Government accepts this recommendation. Ministry of Health has begun consultation with BC
review and assess the extent to which the The Ministry of Health will, by September 30, health researchers affiliated with drug therapy
termination of evidence-based programs during 2017, review and assess the extent to which the research to determine how the investigation may have
the internal investigation may have created gaps termination of evidence-based programs during created research gaps.
that now rgmain in providing evidence-informed, Fhe internal investig_atior.\ may have creat.ed gaps By August 30, 2017, MoH will do impact analysis to
safe, effective and affordable drug therapy and in the areas set out in this recommendation.
related health care services to British Columbians. !00k f.o‘r gaps aer develop a draft plan to resolve any

identified gaps in research.
By September 30, 2017, DM MoH will approve a plan
to resolve any identified gaps in research.

R35 By December 31, 2017, to the extent that such December 31, 2017 Health Government accepts this recommendation. =18
gaps are found to exist as a result of the review The Ministry of Health will, by December 31,
under the preceding recommendation, the 2017, publicly release a plan to address any
Ministry of Health publicly release a plan, with a identified gaps as proposed in this
reasonable timeline and transparent objectives recommendation.
and deliverables, to address the gaps.

R36 By March 31, 2018 government establish a new March 31, 2018 PSA Government accepts this recommendation. By December 15, 2017 the PSA will prepare options
category of Premier’s Awards (in addition to the The Public Service Agency and the Head of the for modifications to the Premier’s Awards presented
existing categories of leadership, innovation, Public Service will establish a new category of for consideration by the Head of the Public Service.
legacy and partnership) to recogr)ise.public Premier’s.Award that recogn.izes the. important By February 28, 2017 a new category will be
servants whose work is outstanding in the area of role of evidence-based or evidence-informed . . s,

] } A ] } incorporated into the 2018 Premier’s Awards program
evidence-based or evidence-informed policy or policy or program development for the 2018 launch.
program development. Premier’s Awards.

R37 By March 31, 2018, government grant $200,000 to | March 31, 2018 Health Government accepts this recommendation. By March 31, 2018, MoH will make all necessary
the University of British Columbia (UBC), Faculty of The Ministry of Health will provide a grant of arrangements with UBC for transfer of the grant
Medicine, Department of Anaesthesiology, $200,000 to the University of British Columbia, payment.

Pharmacology & Therapeutics. Faculty of Medicine, Department of
Anaesthesiology, Pharmacology and Therapeutics
by March 31, 2018, to offset the accumulated
September 20, 2017 22
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Number Agency (April 7, 2016)
deficit identified in the Ombudspersons’ report.

R38 By March 31, 2018, UBC and the government meet | March 31, 2018 Health Government accepts this recommendation. 1
to discuss the sufficiency of the 2005 endowment The Ministry of Health will, by March 31, 2018,
regarding patient safety. meet with UBC to discuss the sufficiency of the

2005 endowment regarding patient safety.

R39 By September 30, 2017, the BC Coroners Service September 30, 2017 PSSG Government accepts this recommendation. Coroners Act identifies three documents for which the
develop a policy about disclosure, to a deceased’s The Coroner’s Service is very cognizant of its legal | coroner has discretion to provide information to a
family or personal representative, of documents duty to responsibly manage information, much of | deceased family or personal representative:
discovered on the deceased person’s electronic which is personal and confidential, collected by ,
devices, including password-protected and cloud- coroners during an investigation. Given the ever- e

) . . . e Inquest Report; and,

stored documents. increasing variety of sources where this i

information is found, including digital storage, it is e Death Review Panel Report

important for the Coroner’s Service to continually | All other information, after an investigation has been

review its information management policies. The | completed, must be accessed through a Freedom of

agency has already begun a review to establish a | Information request.

.new and.comprehe.nswe pOIIC.V framew?rk for The Coroner’s Service will update its Investigative

information gathering, retention, and disclosure. . . . .
Policy to ensure all information management practices
are clear.
The Chief Coroner consulted with all Coroners Service
staff on the Investigative Policy for Information
Management at four professional development
meetings held in May and June in Kelowna, Victoria,
Burnaby and Prince George.
A legal opinion in conjunction with the discussions at
the Coroners Service professional development

September 20, 2017 23
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meetings is being used to inform the drafting of a new
Investigative Policy.
In July and August, 2017, the Chief Coroner will seek
legal advice on the updated draft Investigative Policy.
By September 30, 2017, the Chief Coroner will make
public its new Investigative Policy and will concurrently
release a training plan to ensure all Community
Coroners are fully trained in the Policy.
R40 By April 20, 2017, government provide, in a single | April 20, 2017 Premier The cover memo of April _7' 2017, and this . Complete. Government response to the
document, a response to each of the preceding append_ed document fulfill the recommenda!tlon Ombudsperson was sent on April 7, 2016 and posted
recommendations, including stating whether it to provide a re_Sponse to each of the preceding online.
does or does not accept the recommendation. In recommendations. G'overnment has accepted all
. — . of the recommendations.
the event government is of the view it cannot give
due consideration to any particular
recommendation within that time, it may identify
the recommendation, the reason further time is
required and the timeline within which it will
respond.
R41 By April 30, 2018, government provide a written April 30, 2018 Premier Government accepts this recommendation.
status report to the Ombudsperson on the In support of the recommendation’s
implementation of the recommendations made in implementation, on April 7, 2017, Government
this report, and at such other times as required by engaged the Hon. Thomas Cromwell, to
the Ombudsperson. administer a reparation process and report
quarterly on progress towards implementation of
the recommendations. This independent
assessment of progress is intended to be
complementary to your Office’s role in
monitoring government’s implementation of
these recommendations.
September 20, 2017 24
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Borg
BRITISH . Transition Briefing Note
caliviin | Where ideas work 5

BC Public Service Agency

June 2017
Prepared for: Minister responsible for the BC Public Service Agency
For Information
Issue: Auditor General’'s Report on Ethics Management (March 2017)
Background:

* The ethics framework for the BC Public Service (BCPS) includes legislation, policy and collective
agreements administered by the BCPS, the Office of the Comptroller General, the Office of the Chief
Information Officer, and the Office of the Chief Information and Records Management Officer.

¢ The Auditor General published a report assessing the effectiveness of the BCPS’s ethics management
framework on March 9, 2017 (attached). The audit methodology included interviews with senior
executive, a survey of employees and a survey of crown agency boards/CEOs.

¢ The Auditor General found that government has set expectations for ethical behaviour (primarily
through such authorities as the Public Service Oath and Standards of Conduct) and that most
employees perceive the likelihood of unethical conduct in the public service as low.

+ However, the Auditor General concluded government can do more to improve coordination of ethics
management across the BCPS and made eight recommendations for improvement.’ Government
agreed with the recommendations and committed to exploring options to address them.

Discussion:

¢ The Corporate Plan - Where Ideas Work — highlights how integrity defines the work culture and unique
responsibilities of a professional public service. In addition, ethics has been profiled in new corporate
learning programs, website content and communication made available to all members of the BCPS.

e The Agency is conducting preliminary research and policy analysis to respond to the
recommendations of both the Auditor General (ethics management) and the Ombudsperson (2012
Ministry of Health terminations). s-12.s.13.s.14
s.12,5.13

Summary:

 The Deputy Minister responsible for the Agency will be required to report to the Public Accounts
Committee on progress toward implementing the recommendations as early as fall 2017.
$125135.14

Approved By:
Rueben Bronee, Executive Lead, Policy, Innovation and Engagement, 250 213-6614

' See Appendix A for the full text of the Auditor General’s recommendations.
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Appendix A — Auditor General’s Recommendations on Ethics Management in the BCPS
1. Ensure that all public servants regularly review and sign off that they understand both the Oath of
Employment and the Standards of Conduct for public service employees.

2. Implement an ethics training plan to ensure that all levels of staff are receiving appropriate and timely
ethics training.

3. Ensure that ministries clearly formalize and communicate the role of ethics advisors to act as a point
of contact for matters related to standards of conduct.

4. Formally evaluate ethics risks as part of regular risk reviews.

5. Provide employees with a way to report perceived unethical conduct where the process and
protections are transparent and easy to understand, address the barriers to reporting, and where the
individual who comes forward to report is informed of the outcome as far as appropriate.

6. Share with staff information on the types of misconduct raised and action taken to address them.

7. Regularly evaluate the effectiveness of controls to prevent, detect and correct misconduct, and
address any gaps identified.

8. Clearly designate the lead role for coordinated ethics management across the public service.
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BC Public Service Agency

June 2017

Prepared for: Minister responsible for the BC Public Service Agency
For Information

Issue: Office of the Merit Commissioner (OMC)

Background:

e The Deputy Minister, BC Public Service Agency (Agency) is responsible for the application of merit
throughout the hiring process on behalf of the BC Public Service. The relationship between the
Deputy Minister, BC Public Service Agency and the Merit Commissioner was established by a
Memorandum of Understanding dated July 17, 2006.

s The Merit Commissioner, Fiona Spencer, is an independent Officer of the Legislature established
under the authority of the Public Service Act (the Act) with responsibility to monitor the application of
the merit principle in appointments to and within the public service. The focus is on two business
lines: conducting random annual audits and special audits and studies; and, upon request, reviewing
individual staffing decisions (staffing reviews). BC is the only province with a Merit Commissioner,
appointed as per the Act.

¢ The Deputy Minister, BC Public Service Agency and the Merit Commissioner meet several times per
year or as required. Quarterly working group meetings occur between the OMC and Agency staff.

* The Merit Commissioner has three central responsibilities under the Act:
o to monitor the application of merit by conducting random audits of appointments to, and from
within, the public service;
o to provide a review of the application of merit as the final step in a staffing review process for
positions in the bargaining unit; and
o to report annually to the Legislative Assembly on the application of the merit principle in BC Public
Service appointments.

Discussion:

Annual Merit Performance Audit Report

« Areport on merit performance in the BC Public Service is published by the Office of the Merit
Commissioner in the fall of each year. The Deputy Minister, BC Public Service Agency prepares a
written response which is included in the Annual Merit Performance Report. At the time of publication
the report is tabled at the Select Standing Committee on Finance. Concurrently, the Agency consults
with the Government Communications and Public Engagement (GCPE) Communications Director to
prepare advice to the Minister of Finance in the event of media inquiries.

Audit Process

e Using random sampling, the OMC conducts quarterly audits of permanent appointments and
temporary appointments over seven months. Each quarter, 67 competition files are selected for
audit, for a total of 268 files annually. These audits are compiled and reported out to the Legislative
Assembly and publicly reported through the OMC website annually. For competitions audited during
the 2016/17 cycle, the OMC has adjusted how they report their audit findings and the definitions they
apply during the audit.
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The OMC has not yet officially notified the deputy ministers of this change. Due to the shift in
reporting audit findings, it will make it difficult for the Agency to compare year over year audit results.

Audit Findings

Audit findings are categorized under four definitions:

o Merit — The recruitment and selection process was properly designed and applied to result in an
appointment based on merit.

o Merit With Exception — The recruitment and selection process contained one or more errors in
design or application: there was no identifiable negative impact on the outcome.

o Merit Not Applied — The recruitment and selection process contained one or more errors in
design or application: the impact on the outcome was known to be negative and as a result, the
appointment was not based on merit.

o Did Not Demonstrate — Situations where the evidence provided was insufficient to determine
whether the process was based on merit.

The overall audit results demonstrate improvement in total merit. However, Merit with Exception
year over year results demonstrate an ongoing focus on process deficiencies. The Agency will
continue to provide tools and supports for hiring managers to be supported in the consistent
application of merit in hiring across the BC Public Service.

Summary of Merit Audit Results:

Appointments Audited 2010 to 2016
Overall Merit | Merit with | Combined | Merit Did not Total
Findings | Applied | Exception | Merit/Merit not Demonstrate | Audited
with Applied Appts
Exception
2010* | 78.10% 17.50% 95.60% | 4.40% - 183
2011 | 65.77% 24.77% 90.54% | 8.56% 0.90% 222
2012 | 55.70% 36.40% 92.10% | 6.14% 1.75% 228
2013/2014** | 52.67% 38.00% 90.67% | 9.33% 150
2014/2015 | 60.08% 32.10% 92.18% | 7.82% 243
2015/2016 | 42.50% 51.56% 94.06% | 5.94% 0.31% 320

*2010 - focused only on appointments made between September 1, 2010 and December 31, 2010
**2013/2014 - focused only on appointments made between September 1, 2013 and March 31, 2014

Deputy Minister Inquiries

The BCGEU Master Agreement includes a provision that allows unsuccessful employee applicants
to request an inquiry of a staffing decision. Deputy Minister Inquiries are first conducted as a
requirement prior to proceeding to the OMC for a staffing review.

In the past, staffing inquiries were conducted by Deputy Ministers or their delegate, commonly their
respective Strategic Human Resources branch. In January 2011, the Agency committed to
conducting staffing inquiries on behalf of Deputy Ministers. These inquiries include a
recommendation to the Deputy Minister whether to support a proposed appointment decision. The
Deputy Minister retains accountability for the final decision.

The inquiry process mirrors the approach used by the Merit Commissioner to respond to staffing
reviews at the final stage, Step 3, with the expectation that the Agency's findings would be the same
as those of the Merit Commissioner. The inquiry is based on a comprehensive investigation of the
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competition to determine whether hiring processes were based on merit, that assessments were
based on job-related factors and that the process used was fair, consistent and transparent.

Since 2011, the percentage of inquiries that proceed to the OMC has decreased significantly from
68% to 28%. This translates to 72% of unsuccessful applicants who receive a review completed by
the Agency are satisfied with the content of the report they receive, resulting in fewer requests for
review conducted by the OMC.

Conducting Deputy Minister staffing inquiries requires a comprehensive review of the full competition
package and is required to be completed within 30 days as per the relevant Collective Agreements.
Inquiries are currently performed by two, full-time staff within the Hiring Branch, Hiring and Service
Operations Division. At present, inquiries are completed on an average of 25 days.

Proposed Changes to the Public Service Act and Staffing Review Regulations

The Ombudsperson Report, “Misfire: The 2012 Ministry of Health Employment Terminations and
Related Matters”, included Recommendation #27 (R27):

By March 31, 2018, government introduce legislation for consideration by the Legislative Assembly to
amend the Public Service Act to provide the Merit Commissioner with the authority to:

= Conduct reviews of all public service dismissals for just cause, to ensure adherence to
public service standards and legal requirements. Such reviews are to take place following
the completion of all labour relations or litigation proceedings related to the
termination.

= Publicly report the results of these reviews, along with whatever recommendations the
Merit Commissioner considers appropriate in the circumstances.

512513514

Summary:

There is an established relationship between the Deputy Minister, BC Public Service Agency and
Merit Commissioner to maintain merit based hiring practices in the BC Public Service. The Agency
conducts an internal analysis of the OMC audit findings to inform hiring practices and continuous
improvement.

The Agency conducts internal inquiries on behalf of Deputy Ministers and provides recommendations
to fully support the rights to review of public servants.

The Deputy Minister, as Head of BC Public Service Agency, is responsible for the application of
merit throughout the hiring process on behalf of the BC Public Service.

Next Steps: Within 30 Days

+ The Merit Commissioner has requested a draft response by June 30, 2017. The Agency is
preparing a general response to the Merit Commissioner to be provided by this date.

+ The Merit Commissioner is expected to publish annual Report on Staffing Reviews July 2017. No
action from the Agency is required, however, report may draw conclusions of Deputy Minister
Staffing inquiries conducted over the 2016/17 fiscal.
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Next Steps: Within 90 Days

512513514
Recommended By Approved By
Susan Wood Joanne Hanson
Director, Hiring Operations ADM, Hiring & Service Operations

Appendix 1: Merit Performance Audit - Changes Related to Process Findings
Appendix 2: Merit Commissioner - Annual Report 2015/16
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\\ Office of the
Merit Commissioner

The Honourable Linda Reid

Speaker of the Legislative Assembly
Province of British Columbia
Parliament Buildings, Room 207
Victoria, British Columbia V8V 1X4

Dear Madam Speaker:

It is my honour to present the 2015/16 Annual Report of the Merit Commissioner.
This report is submitted pursuant to section 5.2 of the Public Service Act, Chapter 385
of the Revised Statutes of British Columbia.

As an Officer of the Legislative Assembly, I would be pleased to appear and report
further on these matters at the request of the Members of the Legislative Assembly.

Respectfully submitted,

Fiona Spencer
Merit Commissioner

Victoria, British Columbia
May 2016

Suite 502 — 947 Fort Street
PO Box 9037 Stn Prov Govt
Victoria, BC VBW 9A3

Phone: 250.953.4208
Fax: 250.953.4160
www.meritcomm.bc.ca
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Message from

the Merit Commissioner

| am pleased to present this 2015/16 Annual Report.
As my current term comes to an end, | remain
confident in the value of the work of the Office and
look forward to continuing in this important role as |
begin a new term.

This past year, we have maintained focus on our core
lines of business: completing employee-requested
reviews of staffing decisions and undertaking audits
of randomly selected appointments to and from
within the BC Public Service. | strongly believe that,
if acknowledged and adopted, the findings and
recommendations resulting from our audit of hiring
processes can produce positive change and improve
the ability of the organization to succeed.

Our annual audits are conducted to determine if
hiring processes are reasonable, fair and consistent,
and result in appointments based on the principle
of merit. In addition to providing deputy ministers
and heads of organizations with an individual audit
report for each appointment audited within their
organization, we also report the collective audit
results to them, to the Legislative Assembly, and to
the BC Public Service Agency.

Our audits are designed to provide positive assurance
where appropriate. However, given that hiring
processes change from year to year, competition

to competition, and even hiring manager to hiring
manager, we often find some aspects of the hiring
process that could be improved. The hiring process
is not static — change is essential if the process is
to adapt to a myriad of evolving circumstances in
the work environment. Audits can assess newly
introduced practices or provide a safeguard by
detecting problems early and preventing those
problems from being incorporated into subsequent
hiring processes. As it may be difficult to anticipate
the implications of new approaches until they are
put into practice, audits provide a valuable means

Merit Commissioner | Annual Report 2015/16

of identifying weaknesses or problem areas. Audits
also identify areas where improvements to systems
or processes are needed to help ensure that the
principle of merit-based hiring is respected.

Taken as a whole, our audits allow us to draw
conclusions about the extent to which appointments
during the period audited were the result of a merit-
based recruitment and selection process. They
provide an independent third-party perspective

on the state of merit-based hiring in the BC Public
Service.

Details of our audit results, which are summarized

in this Annual Report, can be found on our website,
along with information related to staffing reviews. |
continue to be encouraged that the work of the Office
of the Merit Commissioner is used by individuals and
organizations for learning and to enhance their merit-
based hiring practices.

Fiona Spencer, Merit Commissioner
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The Office of the Merit Commissioner

The Office of the
Merit Commissioner

The Merit Commissioner is appointed by the Legislative Assembly on a part-time basis for a three-year term. The
Office of the Merit Commissioner (the Office) consists of a small team of core staff supplemented by contract
auditors.

Merit Commissioner
Fiona Spencer

Director, Audit & Review
Catherine Arber

Audit Advisory Committee
Errol Price, FCPA, FCA
Thea Vakil, PhD

Program Manager Arn van lersel, FCPA, FCGA
Lynn Kingham E

Program Manager
Cathy Leahy

Research Analyst
Zehra Pirani LeRoy

Administrative Assistant
Lorina Miklenic

Our Audit Advisory Committee provides a forum for discussion, consultation, advice and guidance with
respect to our audit program and process. Members are selected for their professional qualifications, relevant
knowledge about the public service and expertise related to performance audits. The Committee meets
periodically with the Merit Commissioner and her staff to provide audit advice, contribute to audit planning
and examine issues of interest.

The Office is guided by the principles of fairness and impartiality. We apply to ourselves the same standards of
integrity in performance and accountability that we apply to others and we make certain all those who contact
the Office are treated with respect. We are passionate about our work and understand that a vital part of being
independent is to have the courage to deliver facts and recommendations about where improvements are
needed, as well as to report on progress and accomplishments.
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Vision A professional and non-partisan public service that is
hired and promoted on the principle of merit.

Mission To serve the people of British Columbia through their
elected representatives of the Legislative Assembly, by
monitoring public service appointments to ensure the
application of the merit principle in hiring and promotions
in the BC Public Service.
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The Office of the Merit Commissioner

Stakeholders

The Office provides oversight of provincial government organizations that have employees appointed under the
Public Service Act (the Act), including: ministries, tribunals, agencies, boards, commissions, independent offices
of the Legislature, and the offices of the Courts. The Office broadly shares responsibility for upholding merit-based
hiring and promotions in the BC Public Service with key stakeholders as illustrated in Table 1.

|
Deputy Minister, Sets staffing policy and the accountability framework for human resource
BC Public Service Agency  management with the Deputy Ministers” Council

Provides staffing support and training to client groups

Delegates responsibilities for staffing activities to deputy ministers and
heads of organizations

Authorizes direct appointments

Receives and takes action as appropriate on the Merit Commissioner’s audit

and study findings

Deputy Ministers and As a Council, carry out the corporate human resource plan
Organization Heads Create and lead a culture supportive of merit-based hiring
Sub-delegate staffing activities to line managers and supervisors
Hold hiring managers accountable for hiring decisions
Respond to requests at the second step in the staffing review process

Receive and take action as appropriate on the Merit Commissioner’s audit
and staffing review decisions

I ————

Hiring Managers Acquire and maintain the knowledge and skills required to conduct
merit-based hiring processes
Make fair and unbiased hiring decisions

Respond to requests at the first step in the staffing review process by
providing feedback
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Fair hiring practices are of significant interest to employees and are key to their engagement and retention.
Employees can have a positive impact on hiring practices when they raise issues and concerns, as that helps us
gauge the state of merit-based hiring within the BC Public Service, and may contribute to informing the Office’s
work related to future audits and special studies.

The bargaining units that represent most BC Public Service employees (BC Government and Service Employees’
Union [BCGEU], the Professional Employees Association [PEA], and the nurses’ unions), as well as the BC
Excluded Employees’ Association, have long records of encouraging and supporting merit-based hiring in the
public service.

Our Work

The Office has two main lines of business: conducting merit performance audits and, upon request, reviewing
individual staffing decisions. The following sections include synopses of work completed during 2015/16 and
work in progress. Detailed reports related to the work we completed in 2015/16 and past years can be found at
www.meritcomm.bc.ca.

Merit Performance Audits
Overview

The Office monitors the application of the principle of merit in the BC Public Service by conducting
random audits of permanent appointments and temporary appointments greater than seven months. Any

organization to which section 8 of the Act applies may be audited by the Office.
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Our Work

We conduct audits in accordance with generally accepted professional audit standards and methodology, work
with independent statisticians to ensure rigour and objectivity in obtaining random and representative samples,
and incorporate quality assurance reviews into the audit process.

In accordance with section 5.1(a) of the Act, the purpose of a merit performance audit is to determine:
(a) whether the recruitment and selection processes were properly applied to result in appointments
based on merit, and
(b) whether the individuals when appointed possessed the required qualifications for the positions to
which they were appointed.

Recruitment and Selection Process

In accordance with an established audit program, we determine whether the design and conduct of a hiring
process led to a merit-based appointment. As part of this determination, we consider the application of
relevant legislation, policy, and provisions of collective agreements, such as whether the factors of merit were
appropriately assessed, and whether the hiring decisions were properly communicated to employee applicants.
The overall approach (i.e., process) employed to recruit and select applicants is examined, as well as specific
aspects of the process, which we categorize as assessment (e.g., short-listing, testing, and interviewing), past
work performance, years of continuous service and notification. In addition, consideration is given to whether
there was sufficient supporting documentation (i.e., evidence) of the actions taken and decisions made. The
detailed audit program can be viewed at www.meritcomm.bc.ca.

For each recruitment and selection process audited, one of the findings described in Table 2 is made.

Individual Appointed

We also determine, in accordance with the established audit program and based on the evidence provided,
whether the individual appointed possessed the education and experience specified as required for the position
and met the minimum criteria established for the other factors assessed during the process. With respect to the
individual whose appointment is being audited, this determination leads to one of the findings described in
Table 3.
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Merit The appointment was the result of a process designed to assess the factors
of merit based on the duties to be performed. The process was applied in an
objective and transparent manner, and assessment decisions were fair and
reasonable.

Merit with exception Overall, the appointment was the result of a merit-based process; however,
one or more issues were found with the design or application of the process,
none of which had an identifiable negative impact on the outcome.

Merit not applied The appointment was not the result of a merit-based process. A critical flaw
or error was found in the design or application of the process, which
resulted in an identifiable negative impact on the outcome.

Did not demonstrate There was insufficient evidence provided to demonstrate that the design or
application of the process was based on merit.

Qualified The individual, when appointed, possessed the qualifications specified as
required for the position.

Not qualified The individual, when appointed, did not possess the qualifications specified
as required for the position.

Did not demonstrate There was insufficient evidence provided to demonstrate that the individual, when
appointed, possessed the qualifications specified as required for the position.
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Our Work

Audit findings for each appointment are reported to the respective deputy minister or organization head. A
report of overall results is provided to the Deputy Minister of the BC Public Service Agency (Agency Head)
and presented to the Legislative Assembly before being posted on our website. The audit findings and report
acknowledge and support good hiring practices throughout the BC Public Service and also hold managers
accountable for hiring decisions. The merit performance audit is a means of bringing issues and opportunities
for improvement to the attention of the Agency Head, deputy ministers and organization heads.

Work Completed

2014/15 Merit Performance Audit

The Office moved from a calendar year to a fiscal year audit cycle during 2013/14, and in 2014/15 we
conducted our first full fiscal year audit. A graphic representation of the timeline for the 2014/15 Merit
Performance Audit is shown in Chart 1.

2014 2015

July August September October November December January February

Random Sampling

Sample #1 Sample #2 Sample #3

Competition Competition Competition
files received files received files received

Auditing

Audits conducted
Audits reviewed for quality and consistency
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The appointments audited in the 2014/15 Merit Performance Audit were randomly selected by BC Stats

from a population of 4,045 appointments made between April 1, 2014 and March 31, 2015. To ensure these
appointments were representative of the overall appointment population, the data was stratified by organization
size (up to 1,000 employees or more than 1,000 employees) and appointment type (permanent, temporary
exceeding seven months, or direct appointment). An overall sampling rate of six per cent ensured that audit
results would be generalizable to the same types of appointments across the BC Public Service. A total of 252
appointments were selected, of which nine were determined to be outside the scope of the audit and removed
from consideration. The Office conducted audits of the remaining 243 hiring processes.

Where preliminary findings of “merit not applied” were made, we provided the responsible deputy minister
or organization head with the draft results and the opportunity to provide additional or clarifying information.
They also received a final report for each appointment audited within their organization. At the conclusion

of the audit, we completed a comprehensive analysis of the overall findings. Our findings and analysis were
reported to the Legislative Assembly in November 2015, were published on our website, and are summarized
as follows.

Individual Appointed

The 2014/15 Merit Performance Audit found that all individuals whose appointments were selected for audit
possessed the education and experience specified as required for the position to which they were appointed
and met the minimum criteria established for the other factors which were assessed during the selection
process.

March April May June July August September October November
Sample #4
Competition

files received

Preliminary findings sent for comment Preliminary findings sent for comment
Individual reports finalized and distributed Individual reports finalized and distributed

Analyzing and Final Report

Results and findings analyzed
Final overall report issued and published
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Our Work

Recruitment and Selection Process

The audit found that 60 per cent of appointments were the result of a merit-based recruitment and selection
process with no issues or flaws. An additional 32 per cent of appointments were found to be in the “merit
with exception” category: this determination indicates one or more issues with the recruitment and selection
process, ranging from minor to serious, that did not have an identifiable negative impact on the outcome.
The “merit not applied” findings show that flaws in the process affected the outcome in eight per cent of the
audited appointments. Based on the extrapolations provided by BC Stats, this means that an estimated 1,280
appointments made throughout the BC Public Service in 2014/15 had issues which were considered to be
exceptions to merit-based hiring and 2,306 did not. As well, a total of 329 appointments made throughout the
BC Public Service in 2014/15 were estimated to have been the result of a flawed process (i.e., they were not
merit-based).

The issues and flaws identified with the design and application of the recruitment and selection process were
grouped into the following categories: process, assessment, past work performance, years of continuous service,
notification and documentation. These categories are described in Table 4.

Category Audit Considerations

Process Was the overall approach to recruit and select applicants fair, reasonable
and transparent, given the job and its requirements?

Assessment Were applicants consistently and appropriately evaluated in accordance with
the following factors of merit: education, skills, knowledge and experience?

Past work performance Was this factor properly assessed, including at least one reference from a
supervisor or equivalent?

Years of continuous service Was this factor properly considered, and assessed where applicable?

Notification Were employee applicants notified of the final outcome of the
hiring process?

Documentation Was there sufficient documentation to show that process, actions and decisions
were transparent, consistent, relevant and reasonable?
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The frequency of the identified issues and flaws that led to “merit with exception” or “merit not applied”
findings are indicated in Chart 2. While many appointments had more than one issue or flaw identified, there
was only one overall finding reported for each audit.

|ssues and Flaws Identified in Audit Findings
the Hiring Process

20% Assessment 32%
S
o . Merit with
14% Documentation exception

11% Years of continuous service
[BCGEU appointments)

9% Notification

7% Process

7% Past work performance :
not applied

The 2014/15 audit found an overall improvement from 2013/14 in the percentage of hiring processes free

of issues or flaws. Similar to 2013/14, the highest number of problematic findings related to the areas of
assessment or documentation. It was also noted that errors in calculating years of continuous service markedly
increased in 2014/15. This may have resulted from the introduction of a new formula for this calculation and
will be monitored going forward.
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Our Work

2014/15 Merit Performance Audit Recommendations

Based on the analysis of the 2014/15 Merit Performance Audit findings, the Merit Commissioner made a
number of recommendations to deputy ministers and organization heads to strengthen merit-based hiring.
These recommendations, which follow, highlight areas for improvement related to process, assessment, and
notification. It is recognized that the BC Public Service Agency's action and assistance may be necessary to
support their implementation.

e Ensure appointments are made using a competitive process which, at a minimum, allows for the possibility of
a reasonable applicant pool and evaluation of applicants, rather than using an approach which has only one
possible outcome.

¢ When using the results of a previous competitive process, confirm that the position to be filled is similar
enough to the initial vacancy to legitimately use the results; and give consideration to the continued validity
of the results when circumstances, such as time elapsed since the initial competition, are taken into account.

e Ensure the qualifications advertised as minimum requirements are accurate and are not reduced at the short-
listing stage.

e Establish meaningful and sufficient assessment standards for each element of the selection process.

e Ensure final notification of the competition outcome to employee applicants includes those eliminated during
screening or early stages of the process.

Work Underway

2015/16 Merit Performance Audit

The 2015/16 Merit Performance Audit of appointments made from April 1, 2015, through March 31, 2016,

is currently underway. Random samples of appointments were drawn each quarter, and in March 2016 audit
reports for 166 appointments from the first two quarters were provided to deputy ministers and organization
heads. In the fall of 2016 the audit reports for appointments identified in the last two quarters of the fiscal year
are expected to be distributed. The final comprehensive report, including the analysis and summary of the
overall audit results, is targeted for publication in November 2016.
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Staffing Reviews
Overview

The Act provides employee applicants who are unsuccessful in competitions for permanent appointments
or temporary appointments exceeding seven months with the right to request a review of the appointment
decision. There is a three-step staffing review process which an employee may initiate when notified of a
competition outcome.

éStep 1 Step 2 Step 3

from the hiring manager by the deputy minister by the Merit Commissioner
© ororganization head :

The third step in the process, a review by the Merit Commissioner, is available to employees who are applicants
for bargaining unit positions. Should the employee proceed to this step, the Merit Commissioner conducts an
independent review and determines whether the aspects of the selection process related to the employee’s
grounds comply with the requirements of section 8(1) of the Act. If the appointment is determined to comply, the
Merit Commissioner upholds the appointment decision; if not, she directs a reconsideration of the appointment
decision. The Merit Commissioner’s decisions are final and binding. In general, decisions are issued within 30
days following receipt of the documents necessary to conduct the review.

Work Completed

2014/15 Report on Staffing Reviews

An analysis of the 15 eligible staffing reviews conducted during 2014/15 was completed in the spring of 2015
and a final report was published on our website in June 2015. Given the relatively small number of reviews,
broad conclusions were not drawn; however, the report discussed several common grounds put forward

by the employees who requested this final level of examination of appointment decisions. These grounds,
representative of employee concerns, included: the improper consideration or weight given to a factor of merit
(typically experience); the unfair use of behavioural interviewing and/or the incorrect assessment of behavioural
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Our Work

competencies; the assessment of past work performance based on a sole and/or inappropriate referee or an
assessment inconsistent with previous evaluations; and the incorrect calculation of years of continuous service.

In 10 of the cases, the Merit Commissioner dismissed the review and upheld the original appointment
decision. In the other five cases, she found that in relation to one or more aspects of the employee’s grounds,
the process was not in compliance with section 8(1) of the Act and she directed a reconsideration of the
appointment decision. In 2014/15, although reconsiderations were directed in a record high 33 per cent of the
reviews conducted, flaws found in the competitions were unique to the particular circumstances and were not
considered indicative of any major shifts in merit-based hiring practices.

The Merit Commissioner did identify a significant area of concern with respect to the provision of feedback to
unsuccessful employee applicants, which is the first step in the staffing review process. As in previous years,
there were several instances where unsuccessful applicants were not provided with a sufficient explanation
as to why they were not successful. Complete, clear and timely feedback is essential to ensuring unsuccessful
employee applicants understand how they were assessed in a selection process and have the best information
available should they choose to exercise their right to a staffing review.

2015/16 Staffing Reviews

In 2015/16, the Merit Commissioner received eight requests for review of appointments within five different
ministries or organizations. The majority of these requests requests involved in-service competitions for
permanent appointments. One request was deemed ineligible, as no internal inquiry had been conducted.
Reviews of the remaining seven appointments were undertaken.

The conduct of each review included a detailed analysis of the documented evidence contained within the
competition file, supplemented by information obtained through discussions with the employee requesting the
review, the hiring manager and, where necessary, with other relevant individuals such as hiring panel members.
Each review was guided by the requirements of legislation, collective agreement provisions, and hiring policies.
Consideration was given as to whether the hiring process was fair and transparent, the assessment conducted
was relevant to the job, and the decisions made were reasonable.
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8 Requests 7 Eligible 7 Decisions

B8 requests for a staffing 7 requests were eligible
review were received to be reviewed u p h e l'd

e
w
(

A

0 Reconsiderations
directed

The Merit Commissioner issued seven decisions in 2015/16. Each decision was rendered after thoughtful
consideration of the employee’s concerns and a thorough examination of the hiring process. In each case, the
appointment was found to be merit-based.

The reviews were concluded, on average, within 29 days and the detailed reports shared with the employee
and responsible deputy minister or organization head.

Work Underway

2015/16 Report on Staffing Reviews

An analysis of the staffing reviews conducted in 2015/16 is being undertaken and a final report will be
published in the summer of 2016. Recurring themes in employees’ grounds provide the Office with insight
into areas where future audits or studies of specific aspects of the hiring process may be warranted.
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Our Work

Special Studies

Study of Self-Assessment Questionnaires

In conducting audits and reviews of BC Public Service appointments, the frequent use of self-assessment
questionnaires as a short-listing tool was observed. As short-listing is generally the first step in a selection
process, and the inappropriate or incorrect use of self-assessment questionnaires could potentially have a
significant impact on merit-based hiring processes, we concluded that an examination of this practice was
warranted.

We conducted a special study of this recruitment and selection tool and found that self-assessment
questionnaires are effective where they are well-designed, applied thoughtfully and used in the appropriate
circumstances. Further, it was apparent that the BC Public Service Agency had identified the limitations of using
self-assessment questionnaires and had taken steps to mitigate these shortcomings. We are aware of the ongoing
improvements being made in this regard and will continue to observe on the use of this tool as part of our
regular random audit of appointments. A summary report of the study’s findings was posted on our website in
the fall of 2015.

Merit-based hiring is an important part of:

e building a qualified and professional public service;

e sustaining an engaged and productive workforce;
e demonstrating credible leadership; and
e maintaining public trust.
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Budget

The Office’s operating budget and expenditures for the 2015/16 fiscal year are shown by expenditure type in
Table 5.

In November 2015, the Merit Commissioner met with the Select Standing Committee on Finance and
Government Services to review results of the work of the Office over the previous year, establish priorities for
the year ahead and review budget requirements for the next three fiscal years. The Committee acknowledged
the work of the Office and endorsed the Service Plan as it was presented. Subsequently, the Office was
allocated a budget of $1,054,000 for fiscal 2016/17. Details of this budget allocation are also shown in Table 5.

Approved Actual Approved

Budget Expenditures Budget

2015/16 2015/16 2016/17

Salaries & Benefits $611,000 $579,950 $637,000
Travel Expenses $15,000 $17,000 $15,000
Office Expenses $328,000 $302,370 $302,000
Professional Services $100,000 $148,178 $100,000
Total $1,054,000 $1,047,498 $1,054,000

Note: As of April 1, 2015, shared services costs previously reported as salaries & benefits are reported as office expenses.
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Appendix A

Organizations Subject to Oversight by the

Merit Commissioner
(as of March 31, 2016)

Ministries

Aboriginal Relations and Reconciliation
Advanced Education

Agriculture

Children and Family Development
Community, Sport and Cultural Development
Education

Energy and Mines

Environment

Finance

Forests, Lands and Natural Resource Operations

Health

International Trade

Jobs, Tourism and Skills Training

Justice

Natural Gas Development

Public Safety and Solicitor General

Small Business and Red Tape Reduction
Social Development and Social Innovation
Technology, Innovation and Citizens’ Services
Transportation and Infrastructure

Independent Offices

Auditor General

Elections BC

Information and Privacy Commissioner
Merit Commissioner

Ombudsperson

Police Complaint Commissioner
Representative for Children and Youth

Courts of British Columbia
Provincial Court of BC

Supreme Court of BC

BC Court of Appeal

Other Public Sector Organizations
Agricultural Land Commission

Auditor General for Local Government

BC Human Rights Tribunal

BC Pension Corporation

BC Public Service Agency

BC Review Board

Community Care and Assisted Living Appeal Board
Destination BC

Employment and Assistance Appeal Tribunal
Environmental Appeal Board

Financial Institutions Commission

Financial Services Tribunal

Forest Appeals Commission

Forest Practices Board

Health Professions Review Board

Hospital Appeal Board

Independent Investigations Office

Islands Trust

Office of the Premier

Oil and Gas Appeal Tribunal

Property Assessment Appeal Board

Public Guardian and Trustee

Public Sector Employers’ Council Secretariat
Royal BC Museum

Safety Standards Appeal Board

Surface Rights Board
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Prepared for: Minister responsible for the BC Public Service Agency
For Information

Issue: Potential Amendments to the Public Service Act

Background:

« The BC Public Service Agency (Agency) is responsible for administering the Public Service Act, and
related corporate human resource policies that govern public service ethics in the BC Public Service
BCPS).

e« Two recent independent reviews by the Office of the Auditor General and the Office of the
Ombudsperson include recommendations that highlight a number of opportunities to strengthen the
legislative and human resource policy framework for public service ethics.

¢ Implementing these recommendations will require changes to the Public Service Act and to corporate

HR policies.
e 512513
Discussion:

Potential Amendments Arising from the Reports
*» The recommendations from the Ombudsperson, accepted in March 2017, require that legislation
be introduced for consideration by the Legislative Assembly by March 31, 2018.

The Agency is conducting preliminary research and policy analysis to review and respond to the

recommendations of both reports. s.12,s.13,s.14
$125135.14

The Deputy Minister responsible for the Agency will also be required to report on the progress
related to implementing the Office of the Auditor General's recommendations as early as fall

2017 (Public Accounts Committee related to ethics audit).
$125135.14
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Decision required by Minister:

512513514

Approved By:
Rueben Bronee

Executive Lead, Policy, Innovation and Engagement
250 213-6614
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BRITISH . Transition Briefing Note
i | Where ideas work &
BC Public Service Agency
July 2017
Prepared for: Minister responsible for the BC Public Service Agency

For Information
Issue: Public Service Collective Bargaining

¢ The BC Public Service Agency (BCPSA) is the bargaining agent for the government in negotiations
with Public Service unions. Bargaining is currently underway between the BCPSA and the BC
Nurses' Union (BCNU) to renew the collective agreement for 116 public service nurses.

Background:

« The BCPSA receives its authority to act as the government’s bargaining agent under s. 3 of the
Public Service Labour Relations Act (PSLRA).

s There are three bargaining units defined by s. 4 of the PSLRA: Nurses, the Professional Employees
Association (PEA) and the British Columbia Government and Service Employees’ Union (BCGEU).
Two other bargaining units exist outside of the PSLRA: the BC Crown Counsel Association
(BCCCA) and Unifor (Queen’s Printer).

¢ As can be seen below, the vast majority of bargaining unit employees in the Public Service are
represented by the BCGEU. With the exception of Nurses, all Public Service agreements expire on
or after March 31, 2019.

Union/Association Employees Expiry Date
BCGEU 25,000 March 31, 2019
PEA 1135 March 31, 2019
Nurses (BCNU) 116 March 31, 2014
Unifor (Queen'’s Printer) 15 June 30, 2019
Crown Counsel Association 500 March 31, 2019*

¢ The majority of the 116 public service nurses are within the Ministry of Children and Family
Development, with 3 nurses working in the Ministry of Health and 7 nurses in the Ministry of Public
Safety &Solicitor General (Road Safety BC).

+ The public sector bargaining mandate is established by the Public Sector Employers™ Council
Secretariat (PSEC) which is responsible for overseeing overall public sector bargaining on behalf of
the Minister of Finance. PSEC receives its authority under the Public Sector Employers Act.
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The BCPSA must operate within the mandates established by PSEC and works closely with PSEC
during bargaining to ensure we comply with the mandate and that any sensitive issues that surface
during bargaining are addressed in co-operative fashion.

Currently, there are about 310,000 public-sector employees covered by tentative and ratified
agreements negotiated under the Economic Stability Mandate that was established by PSEC. This
represents 99.9 per cent of all unionized employees in BC.

The Economic Stability Dividend Mandate allowed for general wage increases of 5.5% over the 5
year term of the collective agreements, with the potential for annual “Economic Stability Dividend”
increases in the last four years if the Province’s real GDP exceeds forecasts.

Discussion:

Nurses’ Bargaining under the Economic Stability Dividend Mandate

s 17

The Nurses' table is the only Public Service table covered by the Economic Stability Mandate that
has yet to reach an agreement under the mandate.

Bargaining with the BCNU began on January 30, 2017 and reached impasse on March 14 2017. The
BCNU conducted a strike vote in early April 2017 and received a positive mandate.

An Essential Services agreement between the BCPSA and the BCNU was signed on April 28, 2017
which sets out that, with the exception of 5 nurses, all nurses are deemed essential and therefore
must continue working in the event of a strike.

The BCPSA reached essential services agreements with the BCGEU and the PEA which will see
100% of the employees belonging to those unions being considered essential in the event a Nurses’
strike impacts those employees.

Bargaining on a new contract between the BCPSA and the BCNU resumed on June 6, 2017. The
parties remain hopeful that an agreement can be reached prior to the BCNU taking any formal strike
action.

Preparation for the 2019 Round of Collective Bargaining

The collective agreements for bargaining unit employees within the BC Public Service will begin to
expire in March 2019. The 2019 round of bargaining will occur under a new provincial mandate set
by PSEC as the Economic Stability Mandate will have expired.
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¢ In preparation for the 2019 round of bargaining, the BCPSA is planning to engage in a cross-
government consultation process to ensure that the unique needs of ministries and employees have

been heard and incorporated into the bargaining strategy.

s As part of our preparations for bargaining in 2019, the BCPSA will also work closely with PSEC to
ensure that the mandate established for the broader public sector is reflective of the Public Service’s

needs.

Summary:

o The BCPSA is continuing to work towards a negotiated settlement with the BCNU and will soon
begin consultations with ministries in preparation for the 2019 round of bargaining.

Recommended By Approved By
Alyson Blackstock, Executive Director John Davison, ADM
Labour Relations & Total Compensation Employee Relations & Workplace Health Division
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BC Public Service Agency

June 2017

Prepared for: Minister responsible for the BC Public Service Agency
For Information

Issue:
¢ Ongoing union-management issues.

Background:

+ The collective agreements in the public service are the BC Government and Service Employees’
Union (BCGEU), Professional Employees Association (PEA), BC Nurses Union (BCNU), Queens
Printer (Unifor), and Crown Counsel Association.

e The Public Service Agency (PSA) represents the employer in managing the relationships with the
applicable unions.

e The Public Sector Employers’ Council (PSEC) is responsible for the strategic coordination of labour
relations for the broader public sector.

Discussion:

+ The following are some of the more pressing issues between the unions and the employer that are
currently being managed by the employer.
5.22
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522

Chiron Health Services Inc. Bargaining

s 14517

s13s.

Health care services in correctional facilities are currently delivered by a private provider (Chiron
Health Services), which has been under contract with the Ministry of Public Safety and Solicitor
General (PSSG) since 2015, expiring September 2017.

On March 6, 2017, PSSG and Ministry of Health issued a news release stating that the Provincial
Health Services Authority (PHSA) would be taking on the responsibility for Corrections Health
Services effective October 1, 2017.

There are more than 200 Chiron employees at BC Corrections Centres that are represented by the
BCNU.

The BCNU's collective agreement with Chiron expired April 1, 2017. Chiron and the BCNU are
currently in collective bargaining.

The BCNU has conducted a successful strike vote at Chiron, but has not given strike notice. PHSA
and the BCNU share negotiating issues related to the transfer of services, including priority hiring,
seniority, sick and vacation banks, and other issues of interest for nurses.

17
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 Executive and senior management within the ministry has had ongoing discussions with both the
union and PSA to attempt to work through the issues.

Summary:

+ The management and union issues described above are being managed and/or closely monitored by
the PSA and, where appropriate, PSEC.

Approved By
John Davison
ADM, Employee Relations and Total Compensation
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July 2017

Prepared for: Minister responsible for the BC Public Service Agency
For Information

Issue: Payroll and HR Shared Services Contract

Background:

In 1993 the Province initiated an RFP to select a software product to support HR and payroll transaction
services. PeopleSoft was selected as the winning vendor. The Province purchased 40,000 user licenses
(one license is consumed for every active employee in the system). During this timeframe, human
resource transactional and payroll services were delivered within each government ministry.

A new payroll vision to centralize, standardize and streamline payroll, leave management and time
reporting services was created in the early 2000’s. The Province decided to centralize these services and
then to outsource to a vendor. Using the joint solution procurement process, the Province and TELUS
Sourcing Solutions Incorporated (TSSI) entered into a ten year agreement in November of 2004. The
term of the Master Services Agreement (MSA) provided for an option to extend for up to five years, which
was exercised by the Province in 2014 creating a new end of term of November 2019. Under the MSA,
BCGEU members transferred to TSSI continue to be represented under a collective agreement of the
BCGEU with TSSI.

The Province has delivered stable and reliable payroll services through the entirety of this partnership
agreement, which has also helped enable other advances in human resource service delivery and
technology. This stands in contrast to the significant challenges currently faced by the Federal
Government in implementing a consolidated pay system (PHOENIX), which has been plagued with
inaccuracy in payment processing, negative impacts on employee morale, significant additional project
costs and substantial pressure on senior government leadership.

The following sections of this document highlight major milestones in the Province's relationship with the
vendor (TSSI) and with the main supporting technology licensor (Oracle).

Discussion:

PeopleSoft License Change

In 2004, to align with the Master Services Agreement, and to support a long-term vision of encouraging
other Broader Public Sector (BPS) entities to use its licenses and on-board to its PeopleSoft instance(s),
the Province amended its agreement with PeopleSoft, increasing the license count to 140,000. In
addition, the range of useable modules within PeopleSoft was enhanced to include the ‘Gold Disc’
(essentially all modules available within PeopleSoft). Shortly after this amended agreement was made,
PeopleSoft was purchased by Oracle Corporation.

Change Orders

Over the course of the relationship with TSSI, a number of change orders have been implemented,
broadening the range of HR and technology services provided to the Province. Highlights include the
introduction of flexible benefits services; implementation of recruitment and contact centre technologies;
business intelligence expertise and services; development of Time & Leave / Absence Management
functionality (retiring of Time On Line); and onboarding of broader public sector clients.
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Renewal: Benefits Realized

As mentioned above, following significant internal due-diligence as well as third-party benchmarking
analysis, the Province opted to exercise its right to extend the term of the MSA and negotiated a five-year
renewal term with TSSI. The three principal outcomes of the renewal include: financial gains; streamlining
and improving service levels to support customer satisfaction; and realignment of contact centre activities
and payroll transaction services to support service delivery.

Financial Gains:

Value gained from the extension include a five year cost reduction of $12M; an additional $7M value
realized in the form of reinvestment funds aimed at supporting the replacement of TOL; an agreement to
automate forms to support self-service; and improvement in transaction timeliness. In total, $19.55M of
value was realized by the Province through the MSA Renewal and Amendment extension.

Improved Service Level Agreement (SLA):

SLA's were streamlined from over 50 measures to 12. The new measures focus equally on technology
reliability; business processing accuracy and timeliness; and policy and legislative compliance. An
additional 4 key performance indicators were implemented to support internal operational activities.

Realignment of contact centre and payroll transaction service:

To improve customer experience, and glean operational efficiencies, all contact centre services moved
from TSSI to the Agency. Conversely, all payroll transaction services migrated from the Agency to TSSI.
The model in summary is to have customer-facing services managed through the Agency, and back-
office activities managed by TSSI.

Benchmarking

Per the Agreement, the Province has the right to initiate a benchmarking exercise every five years. In the
fall of 2016, Deloitte completed the final benchmarking exercise for the Province. The purpose of the
benchmarking exercise was to re-affirm the Province is receiving service and price value from its vendor.
Had the benchmarking exercise determined TSSI fees and services were not within the top quartile of
comparable providers, a joint executive review of fees and services would have taken place. However,
the results of the benchmarking indicated the Province is receiving good value in the current contract.

Contract Ends / New Contract Commences

A Strategic Partnerships team has been formed in the Agency to prepare for the end of the current
contract and the procurement of a new contract that best meets the Agency’s business needs. In
general, the procurement process phases (of preparation, initiation, negotiation, selection, and
implementation) will take approximately 2 years. With that timeline in mind, and given the MSA 2019 end
date, re-procurement activities were initiated in 2017. Unless government chooses to bring services back
in-house, the Province intends to have selected a successful proponent to provide HR information
systems and payroll transaction services by the end of November, 2018, allowing a year for transition.

The recent benchmarking exercise has assisted the Agency in positioning itself as an informed consumer
prepared for end-of-term activities, negotiations and selection of a future vendor.

Summary:

Since 2004, the Province has utilized, successfully, a contracted agreement to deliver essential functions
including the Province’s human resource core data systems, payroll and benefit administration, as well as
talent management applications. Changes implemented in the 2014 contract renewal and a subsequent
third-party benchmarking review indicate the contract is delivering good value to the Province. The
current contract expires in 2019 and planning is underway to determine the best avenue to deliver these
core services in the future.

Approved By
Nick Grant, Executive Lead
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Message from the
Head of the BC Public Service

We all come to careers in the BC Public Service with talents, aspirations
and ideas as diverse as the communities in which we work. Today, there are
more than 26,000 individuals serving the government and people of B.C. -

each with our own story and having followed our own path to get here.

We do hundreds of different jobs, some with broad skill sets that allow us to move across the organization
and others drawing on focused and highly specialized expertise. But despite all those varied ambitions,
talents and roles, every one of us shares a unique and remarkable responsibility. Wherever we work in the
BC Public Service and whatever our work, we are united by a shared commitment, not just to deliver the
services and programs and policies of government but to do so in ways that maintain and enhance the
trust and confidence of British Columbians.

No other employer offers that blend of purpose, impact and ethical commitment. It is what makes our
careers so rewarding and so challenging. It is woven into the very fabric of who we are as an organization
and how we work. It is embedded in the Oath sworn by every one of us when we begin our career, and in
the corporate values we bring to our jobs every day. That same responsibility is what also motivates us to
evolve and adapt as an organization. The public service has never been able to stand still. It must always be
responsive to the world around it - to the priorities of the democratically elected government we serve, to
the changing expectations and needs of B.C’s citizens, and to the broader forces that shape and reshape our
communities and world.

That need to adapt is what led to the first-ever corporate human resource plan for the BC Public Service -
Being the Best — a decade ago. In 2006, we began to anticipate the impact of the intersecting challenges
of an aging workforce, an increasingly competitive labour market and rapidly evolving citizen expectations.
We recognized that we could be a better, more competitive, more successful organization if we
approached that challenge as a single employer. And we knew that we needed to act or we'd risk being
unable to meet our obligations to citizens and their government. A number of factors over the years
delayed some of the challenges we anticipated in 2006. But they have not gone away. In fact, in some
ways, those challenges are now more acute and urgent. That is why our corporate approach is more
valuable than ever, and why our commitment to that approach is renewed in this plan.

A decade ago, the idea of adopting a corporate human resource plan for the province’s largest employer
was a ground-breaking concept. Other public service jurisdictions have followed our lead, but none have
sustained it for this long. Our willingness to take a different approach is something we now need to
embrace more broadly and more eagerly than ever before - not just in how we chart our course as an
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employer but in every aspect of how we do our work as a public service. Like public service jurisdictions
around the world, we need to become more innovative in how we design, develop and deliver
policies, programs and services. The change demanded of us is accelerating and expanding at an
exponential rate. You will see more on this need for innovation set out in this plan, but it is reflected
in two significant changes from the corporate human resource plans we have produced since 2006.

First, you will see a change in the goals of this plan. Our original and enduring goals remain: Building
Our Internal Capacity and Improving Our Competitiveness. But the third updated goal in this plan is
Enhancing Service to Citizens. The commitments under this goal embrace many of the elements in
2010’ Citizens @ the Centre, which was released as a companion to Being the Best and set out a bold
vision for transforming the operations of the BC Public Service. With this new goal, we are effectively
merging Citizens @ the Centre and Being the Best in this new plan - a natural evolution. We increasingly
recognize the deep-rooted connection between empowering and unleashing the ideas of our
workforce, and transforming services to citizens through technology.

Reflecting this convergence of our human resource, operational and technology goals for the

BC Public Service, we have also changed the title of the plan. We remain committed to being the
very best employer and public service in Canada. But to do so, we must become more open to
applying new ideas and approaches to established practices and policies. To reflect that priority,
we have adopted the brand of the BC Public Service as the new title of this plan: Where Ideas Work.
Because our greatest opportunity to maintain and enhance public trust and confidence in our work
rests in our ability to develop and apply our ideas.

Innovation is not new to the public service, but we need to more fully embrace a mindset of
creativity, experimentation, taking thoughtful risks, trying new concepts and learning from the
results. You will see some actions to encourage that shift outlined in the pages of this plan, and you
can expect to hear more about them from me and the corporate executive in the months ahead.
But, as important as leadership is, we also fully appreciate that innovation is not something that can
be delivered by senior leaders alone. We know that often the most compelling and successful ideas
for how we can do our work better come from you — from all levels and corners of the public service.
As executive, our biggest task is to provide the conditions, the space and the opportunity for you to
bring forward, test, adapt and implement your ideas.

Over the next two years, you can expect us to do some new things that significantly change the
experience of working in the BC Public Service, and others that significantly improve how we serve
citizens. You can expect the leadership of the BC Public Service to challenge you to think differently
about your work. And we will expect you to challenge us in return. | look forward to those exchanges.

Kim Henderson

Deputy Minister to the Premier,
Cabinet Secretary and

Head of the BC Public Service
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Deputy Ministers’ Council

As the executive leaders of the BC Public Service, we share a unique opportunity and obligation to
shape both the citizen experience of government and the employee experience of all those who
choose a career in the public service. It is our great honour to work alongside the 26,000+ members
of the most committed, creative and ethical public service in Canada, all of whom work with such
dedication to maintain and enhance the public’s trust and confidence every day. The actions set out
in this plan are fully endorsed by each of us, and reflect the commitment of the senior leadership
teams in every ministry to ensure the BC Public Service is a place where ideas work for the betterment
of our province, its citizens, and the people who work with such integrity on their behalf.

Front (left to right): John Jacobson (Technology, Innovation and Citizens’ Services), Wes Shoemaker (Environment), Dave Byng (Education),
Stephen Brown (Health), Kim Henderson (Deputy Minister to the Premier, Cabinet Secretary and Head of the BC Public Service), Athana Mentzelopoulos (Finance),
Becky Denlinger (Emergency Management), Shannon Baskerville (Jobs, Tourism and Skills Training), Derek Sturko (Agriculture)

Middle (left to right): Tim Sheldan (Forests, Lands and Natural Resource Operations), Bobbi Plecas (Corporate Initiatives, Office of the Premier),
Doug Caul (Aboriginal Relations and Reconciliation), Tim McEwan (Small Business and Red Tape Reduction), Mark Sieben (Public Safety and Solicitor General),
Lori Halls (BC Public Service Agency) Sheila Taylor (Social Development and Social Innovation), Dave Nikolejsin (Natural Gas Development),
Sandra Carroll {Advanced Education), Richard Fyfe (Justice and Attorney General), Fazil Mihlar (Climate Leadership)

Back (left to right): Grant Main (Transportation and Infrastructure), Jacquie Dawes (Community, Sport and Cultural Development),
Elaine McKnight (Energy and Mines), Sarf Ahmed (Technology, Innovation and Citizens' Services), Christina Zacharuk
(Public Sector Employers” Council), Clark Roberts (International Trade)

Missing: John Paul Fraser (Government Communications and Public Engagement), Neil Sweeney (Corporate Policy, Office of the Premier
and Intergovernmental Relations Secretariat), Lori Wanamaker (Children and Family Development)
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Introduction: A Decade of Being the Best

This year is the 10th anniversary of the first corporate human resource
plan for the BC Public Service, Being the Best. This year’s plan, under the
title Where Ideas Work, continues the corporate approach to setting out

actions to improve the employee experience in the BC Public Service to

! HR transformation

to a shared services
model

help us better serve the people of B.C.

BC Public Service
values released

Citizens @ the Centre
launched

First edition of
Being the Best

Aboriginal Youth
Internship Program
launched

Work Environment First B.C/s Top First Canada’s Top

Survey launched - Pacific Leaders Employers award O- Workforce adjustment.  Employers award
launched (09/10)

@Work site Spark site First Canada'’s Top

launched Premier's Awards launched Flexible Benefits Family Friendly
regional events implemented Employers award

All job postings added E-Performance

opened to launched ()~ First Canada’s

external candidates .— Where |deas Work
brand launched

Greenest Employers
award

Corporate Oath
and Orientation
sessions launched

@®-Ongoing and active (= One time launch

Many of the actions taken since 2006 are now deeply embedded in the public service experience.
Over the last decade, the Pacific Leaders program has continued to support ongoing learning and
career development for employees and their families. More than 3,330 public service employees
have been approved for scholarships through the Pacific Leaders Scholarships for Public Servants
program. Over 600 children have been awarded scholarships in the Pacific Leaders Scholarships for
Children of Public Servants program and over 2,000 employees have had the B.C. portion of their
outstanding student loans forgiven through the Pacific Leaders B.C. Loan Forgiveness program.
The Leading Workplace Strategies initiative allows thousands of employees to work in more flexible
and collaborative ways, taking advantage of mobile technology. In 2015, 79 per cent of employees
completed the Work Environment Survey, which helps shape corporate and ministry-level actions to
improve employee engagement.
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The @Work corporate intranet provides opportunities to communicate with and collaborate between
employees that did not exist until it was launched a decade ago. This year we welcomed our 10th
cohort of Aboriginal Youth Interns across the public service. Our corporate values are now integrated
into the culture of the organization. And we have been named one of Canada'’s top employers every
year since 2010.

During that same decade, we have also seen significant changes in how the BC Public Service
approaches its work. It is sometimes easy to forget how much our context has changed in recent years.
Social media is now so much a part of our daily lives, but just a handful of years ago we became the
first public service jurisdiction in Canada to provide guidelines for the use of social media in our
workplace. We adopted a whole new mindset and approach to citizen engagement, now giving the

MyHR launched Leading Workplace Workstation Refresh Region to Region Work-Able Graduate
to support Strategies launched program launched Internship Program
self-service launched
Managed staffing O~ Accessibility 2024
Open Government strategy launched released New Time and
initiative launched Leave application
Lean initiative @- New Learning launched
O Leading the Best launched Management
executive System Modest exit from
recruitment and (O~ Reflecting Our managed staffing
development Communities diversity ()_ First Top Employers
strategy published strategy launched for Canadians Over
40 award
(0 Developing the Best @)= MyPerformance
corporate learning launched
strategy launched
10 Best Places to
T- Work in the BC Public

Service launched

public a more active, accessible and transparent role in helping to shape major government policy
decisions. There are now more than 3,600 data sets in the DataBC portal, giving citizens, and private
and public-sector agencies access to a wealth of opportunities to generate new value and insights
from the data we share. And across the public service, innovative minds are applying new approaches
like agile development and Lean to rethink how we serve the government and people of B.C.

Where do we go from here in our continued efforts to be not just a better employer but also a better
organization that can better fulfil our obligations to the province? This year we invited members of
the BC Public Service to help answer that question and provide direct input into this plan through
our Region to Region events. Many of the commitments you will read about are a direct result of

the ideas shared by hundreds of employees in those sessions and in online discussions. Some
commitments continue to build upon the progress made in past years, and others reflect new steps
in our continued evolution as an employer and as an organization.
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WHO WE ARE

9.3% @ 60andover
313% @ 50-59
20.2% @ 40-49
223% @ 30-39

7.8% @ under3o

The impetus for our continued evolution is more
compelling and more urgent than ever before.
In the early years of Being the Best, detailed
actuarial forecasts looked at our workforce and
trends in the broader labour force. Those
forecasts indicated that by 2016 the BC Public
Service would become a significantly smaller
organization — not by choice, but because of
increased retirements and a more competitive
labour market. The economic downturn that
began in late 2008, combined with other factors,
resulted in those forecasts not coming to
fruition. But the factors at play have not gone
away. They have only been delayed and, in some
ways, amplified.

The size of the BC Public Service workforce

has remained relatively the same over the

last decade, and it remains one of the leanest
public service jurisdictions in Canada, based on
the ratio of employees to citizens. But we are
an older workforce than we were a decade ago.
Today, the average BC Public Service employee
is over 46 years old. Approximately 70 per cent
of our employees are age 40 or older -

a significantly higher proportion than the
population we serve. And we have almost three
times as many employees over age 60 as there
were in 2006.

We benefit greatly from the experience that so
many of our long-serving employees offer, but
as more and more of them approach well-earned
retirement we are significantly at risk if we do
not do more to identify, attract and develop the
next generation of the public service. Right now,
one out of every four members of the BC Public

46.2 61%

average female
age

;rleaqr.s o3f 39?/0

Service is eligible to retire, including one in three
members of our executive leadership cohort. At
the same time, less than eight per cent of our
employees are under 30, even though under-30s
make up a quarter of the B.C. labour force. This
imbalance was amplified by the global economic
downturn and its impact on hiring over several
years. But, with the province’s stronger economic
and fiscal position, hiring has returned as an
important focus.

This plan includes a number of actions designed
to develop and retain current employees, while
also increasing our recruitment of younger
candidates with the skills and commitment the
public service needs. It also includes actions

to help transform the operations of the public
service, recognizing that traditional approaches
are often inadequate to meeting the challenges
we face. We must empower all our employees —
wherever they stand in their public service
careers — with the opportunities and environment
to take innovative approaches to work that is

26,000+ WHERE WE WORK
employees @ Vancouversland/Coast
@ Lower Mainland
@ @ Interior
@ North

e®
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4%

14%
visible
minorities

3.1%

Aboriginal
peoples

people
with disabilities

% of workforce identifying themselves as belonging to diversity groups

often as complex and challenging as it is
important and rewarding. The steps we take and
decisions we make as an employer and as an
organization have lasting impacts on our ability
to meet the needs of British Columbians. That is
why, despite challenges, the BC Public Service has
remained committed to the original intent and
goals of this corporate plan for the past decade.

This new edition retains the first two goals from
Being the Best and introduces an important
updated third goal:

1. Building Our Internal Capacity: Actions
focused on developing and retaining the
talented people we have across the
province.

2. Improving Our Competitiveness: Actions
focused on ensuring the BC Public Service
is the kind of employer that attracts and
recruits new employees at all stages of their
careers.

3. Enhancing Service to Citizens: Actions
focused on enhancing innovation in the
BC Public Service to meet the changing
expectations of citizens.

WHAT WE'VE ACCOMPLISHED

PACIFIC LEADERS PROGRAM

3,300+ 600+ 2,000+
employees children of employees
approved for employees = participated in
scholarships participated in loan forgiveness
scholarship program program

PROVINCIAL EMPLOYEES COMMUNITY SERVICES FUND

e

1 /4 of the workforce is eligible for retirement

The commitments outlined in this plan are not
necessarily an exhaustive list of every corporate
initiative anticipated in the next two years. Other
opportunities will arise and, where it makes sense,
they will be vigorously pursued. Some of the
commitments here are specific and work on them
is already underway. Others are broader and will
take more time to fully design and implement.
But all the actions committed to are fully
endorsed by the Deputy Ministers’ Council,

which is accountable for realizing the guiding
vision and goals for the future of the BC Public
Service. And all of these actions are steps toward
ensuring the BC Public Service, with its ongoing
commitment to the people and government of
B.C., continues to be a place where ideas work,
thanks to the exceptional people who make
those ideas possible.

LEADING WORKPLACE STRATEGIES

22 42% 2,393
projects = mobile = employees
workers participated

WORK ENVIRONMENT SURVEY 2015 TOP DRIVERS

Score of Score of Score of
77 - 77 L 74
Teamwork Job Suitability Respectful

Environment

ABORIGINAL YOUTH INTERNSHIP

PROGRAM

$45M+ || 6,000+ || 900+ |
raised employees charities
donated supported

192

participants

1,000+ 9

volunteers years
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NTEGRITY

INTHE BC PUBLIC SERVICE

In the rotunda of the provincial Parliament Buildings in Victoria, alongside
a copy of the Canadian Charter of Rights and Freedoms, hangs a framed
copy of the BC Public Service Oath of Employment. Its placement at the
heart of our provincial parliamentary democracy reflects the importance

of the Oath, and of the role and values of the professional public service.

Within the first 90 days of their careers, every member of the BC Public
Service is required to swear the Oath. It’s a unique requirement of the job
that highlights how different a public service career is from working with
any other employer. The Oath reinforces the significance and special trust
placed in public service employees by the citizens of British Columbia.

It also highlights the importance of ethics, impartiality and integrity

in all that we do as members of the BC Public Service.
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By taking the Oath, we each promise to:

» Be loyal to the government as our employer.

» Give service to the government of the day.

» Perform our work duties in a way that will
not bring the public service into disrepute.

» Respect confidential information that we
receive through our employment.

» Faithfully abide by the Standards of Conduct.

Alongside the Oath, the Standards of Conduct
define how we go about fulfilling our obligations
to citizens and government. These guiding
documents help all of us understand the
intersection between our lives as private citizens
and our responsibilities as public servants,
setting out expectations on issues such as
conflict of interest, loyalty, confidentiality,
political involvement and other aspects of our
ethical approach to our work.

The idea of professional integrity contained in
the Oath and Standards of Conduct is embraced
by all BC Public Service employees. In fact, when
we asked them to help define the values of the
BC Public Service, integrity was the single word
most often put forward by employees to define
their work. Today courage, passion, service,
accountability, teamwork and curiosity are the
accepted values of the BC Public Service, and
above them all is the belief that true public
service cannot exist without an individual and
shared commitment to integrity.

OUR CORPORATE VALUES

SERVICE

PASSION

ACCOUNTABILITY

CURIOSITY

INTEGRITY

The values and integrity of the public service
are not just something we bring to our jobs. The
values are also reflected in how employees see
themselves in their communities. This is evident
in our individual and collective support for
initiatives like the annual Public Service Blood
Donor Drive, which sees hundreds of employees
donate blood each summer. Another example

is the BC Public Service's partnership with

BC Transplant to actively encourage employees
to register as organ donors. Or our commitment
to unique opportunities like our partnership
with CUSO International, which allows employees
to take on overseas volunteer assignments for
up to two years while maintaining their benefits
coverage and a job on their return.

But nowhere is the integrity and community
commitment of the BC Public Service and its
employees more evident than in the annual
Provincial Employees Community Services Fund
(PECSF) campaign. Started by a group of
employees over 50 years ago, each year more
than 1,000 employees volunteer their time to
help PECSF coordinate donations from more
than 6,000 of their colleagues. The BC Public
Service absorbs the administrative costs so that
100 per cent of employee donations go directly
to more than 900 charitable organizations in
communities across the province. To date,
employees have donated more than $45 million
through PECSF, including $1.7 million last year
alone.

The BC Public Service attracts people who
believe deeply in work that matters and rewards
them with an opportunity to do work defined
by our duties to the citizens of B.C., and to
maintaining their trust and confidence. We are
people who care about our work and care about
how we do it. We believe in keeping our
commitments and in the values of courage,
passion, service, accountability, teamwork,
curiosity and, above all, integrity - and we
believe in applying these values to make our
province and our communities better.
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R

INTHE BC PUBLIC SERVICE

The context in which we work continues to shift at a more rapid pace than
at any period in the history of the public service. Social, economic and
technological changes present a new set of complex problems to which

we must respond. Like many organizations and public service jurisdictions
around the world, the BC Public Service has made significant changes

to adapt to these dynamics. Pockets of innovative practice and policy are
emerging across government, but there is a clear and compelling need

to embed the spirit and practice of innovation more consistently in the
culture of the BC Public Service.
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THE CULTURE WE HAVE

RISK AVERSION EXPERIMENTATION
PREDICTABILITY ADAPTABILITY
COMPLEXITY CLARITY

PROCESS CENTRIC PEOPLE CENTRIC

SILOED COLLABORATIVE

Traditional ways of working are inadequate to solving today’s complex public policy challenges.
Itis the role of the public service to solve those challenges, and so we must adopt and apply new
approaches to tackle them. In recent years, the BC Public Service found success in adopting Lean
practices, with hundreds of skilled practitioners now applying the practice and philosophy of
continuous improvement across government. But Lean is only one example of the kind of different
approaches that can be brought to bear in a more innovative public service.

Emerging practices like agile development, behavioural insights, design thinking and advanced
data analytics have the potential to help the public service tackle public policy, service and program
development and design in ways that yield significantly better results for citizens - often faster and
more efficiently than traditional solutions.

THE CULTURE WE NEED
RISK AVERSION EXPERIMENTATION

PREDICTABILITY ADAPTABILITY

COMPLEXITY CLARITY
PROCESS CENTRIC PEOPLE CENTRIC

SILOED COLLABORATIVE
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Shifting to a more innovative culture means rebalancing how we work. We need to become less risk
averse and more experimental while also respecting our obligation to be accountable and prudent.
We need to be more responsive and adaptable while ensuring stability and continuity of service.
We need to deliver a simpler experience for citizens despite the often deeply complex nature of our
work. We need to deliver services that are shaped more by the needs of citizens than by our own
administrative priorities. We need to work more collaboratively despite our traditionally siloed
accountability models. We need to be more open even as we maintain our obligation to security
and privacy protection.

On the surface, these dynamics may seem incompatible. But they are not. It is entirely possible for
the public service to uphold its responsibilities to the public while also changing how we deliver on
our obligations to citizens and government. In fact, it would be irresponsible and unethical not to seek
a more effective balance.

To do so, we need to also apply the same perspective to our internal processes. We cannot deliver
better, simpler, more secure and more relevant public services if we are operating under outdated
processes, policies and practices. In part that may require new tools, but more than anything it
requires a new mindset — one in which all members of the BC Public Service feel both the confidence
and the expectation to rethink how we do our work.

To help encourage the adoption and advancement of a more innovative mindset across the public
service, a renewed focus on innovation is underway, built around a number of core elements:
leadership, communication, resources, networks, removing barriers and building capacity.

LEADERSHIP

A corporate leadership that is
accountable for actively, deliberately
and visibly supporting and encouraging
new approaches to solving problems.

COMMUNICATION

Ongoing, active and transparent
communication that elevates
examples of innovation, celebrates
successes and explores lessons

to be learned from failures.

RESOURCES NETWORKS

ELEMENTS OF - ; y

rts to reach across an
INNOVATION outside the public service
to empower those willing and
able to pursue and enable
innovative work.

New corporate resources through
an Innovation Hub dedicated

to helping move ideas from
concept to execution.

REMOVING BARRIERS BUILDING CAPACITY

Providing permission, space, opportunity and Creating opportunities for members of the
time to test new ideas through experimental BC Public Service to learn and develop their
approaches, and act on reducing or eliminating own capability and our corporate capacity
barriers to implementing what works. for solving problems in new ways.
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This renewed innovation agenda will not be driven by mandate but by harnessing the capacity,
capability and commitment of employees already pursuing new ideas and ways of working.
You can expect to see it emerge in new corporately supported initiatives, including:

1. The CENTRE FOR DATA INNOVATION, which is working to harness and access data in new ways
to support evidence-based policy, program and service design.

2. The CONTINUOUS SERVICE IMPROVEMENT LAB, which is joining with internal and external
partners to support accelerated solutions to service improvement.

3. The BEHAVIOURAL INSIGHTS GROUP, which is drawing on the experience of other
jurisdictions to demonstrate and develop the potential for applying behavioural insights to
policy and service design.

These and other initiatives across government will provide new opportunities for BC Public Service
employees to explore innovation and expand the range of skills they can apply in their own work.

Like everything we do, these efforts are motivated by an overriding commitment to doing the work
of the BC Public Service better through innovation that enhances the employee experience and
simplifies, modernizes and streamlines the citizen experience.




GOAL

The BC Public Service is and always will be

an organization dependent on the capacity,
capability and commitment of the people who
bring their talents, skills and passion to work

for government every day in hundreds of
communities across the province. There are
approximately as many people working in the
public service today as there were in the 1970s,
even though the provincial population has grown
significantly in the last four decades. Technology
and other advances have allowed us to keep
pace with the ever-growing range of services

we provide to citizens. But our continued
evolution requires us to redouble our efforts as
an employer both to develop our employees
and ensure they can be successful in our modern
context. At the same time, an increasingly
competitive labour market and our aging
workforce requires us to better prepare and

BUILDING OUR
INTERNAL CAPACITY

support employees in building lasting careers
in the public service.

We know from our own data that the most
important factor for many employees in
deciding whether to continue their career with
us is the extent to which they see a career future
and opportunities in the public service. With
more than 200 different types of jobs, we offer

a range of experiences no other employer can
match. Our challenge is to ensure every
employee with the talent and commitment

to grow a career with us has the opportunity

to do so. Moreover, as our work changes and
the needs of citizens and government change,
we need to provide support for employees to
shift their careers, taking on the new roles and
opportunities that exist in today’s public service.




TO CONTINUE BUILDING OUR INTERNAL CAPACITY, OVER THE NEXT TWO YEARS WE WILL:

1. INTRODUCE A NEW AND CONSISTENT APPROACH TO SUCCESSION MANAGEMENT, INCLUDING:

» New mechanisms to promote mobility and experiential learning opportunities.

« A new career advisor model to help employees map their future with the public service.

« Aninitial focus on key streams like IM/IT, finance and senior leadership where we face our most urgent pressures,
but with a commitment to implement succession management in all corners, at all levels of the organization.

« A new knowledge transfer strategy with tools and resources to ensure continuity as more of our workforce
approaches retirement.

« Potential new flexible work arrangements targeted at employees approaching retirement.

« A new retention strategy that draws on exit and new employee survey data to identify critical actions we can take
to retain new hires.

2.ENABLE NEW OPPORTUNITIES TO SUPPORT EMPLOYEE PROFESSIONAL DEVELOPMENT, INCLUDING:

- Encouraging greater supervisor support for temporary assignments with clearly defined criteria under which
supervisors can deny a temporary assignment opportunity.

- Developing potential employee exchange partnerships with the broader public sector and other public service
jurisdictions.

« Fully implementing the Aboriginal Relationship Behavioural Competencies to help BC Public Service employees
better understand working with Indigenous people and increase awareness to improve opportunities for Aboriginal
recruitment in the BC Public Service.

- Improving e-learning resources, better mobile access to e-learning, and introduction of a new Managing in the
BC Public Service workshop to better support excluded managers and improve their knowledge on the fundamentals
of government and its operations.

- Continuing enhancements to the Region to Region program to provide valuable professional development
opportunities to employees across the province.

-« Reviewing the Pacific Leaders employee scholarship program to identify potential enhancements that better
support employee professional development and alignment with the current and future needs of the BC Public
Service.

3. EXPLORE MORE OPTIONS TO SUPPORT FLEXIBILITY, REFLECTING THE INTERTWINED RELATIONSHIP
BETWEEN WORK AND LIFE, INCLUDING:

« The potential for elder care leave support and the creation of a new elder care advisor within the BC Public Service
Agency to help employees access supports to care for aging family members.

« Re-establishment of a parental advisor within the BC Public Service Agency as a dedicated resource to help new
parents prepare for parental leave or return to work when they are ready.

4. DEVELOP NEW WAYS TO SUPPORT INCREASED WORKPLACE MOBILITY, INCLUDING:

« Improving resources and training for supervisors to help them successfully lead mobile and distributed teams.

-« Establishing Leading Workplace Strategies as the default approach for workspaces to support mobility and flexibility.

-« Shifting to a"mobile first” approach for technology provisioning wherever possible and appropriate for the nature of
the work.

5.TAKE STEPS TO ENSURE NEW EMPLOYEES HAVE THE BEST START IN THEIR PUBLIC SERVICE CAREERS
THROUGH A NEW CORPORATE ONBOARDING PROCESS TO ENSURE A CONSISTENT AND POSITIVE
EXPERIENCE FOR EVERY EMPLOYEE IN THEIR FIRST YEAR.

6. IMPROVE OUR MANAGEMENT CLASSIFICATION AND COMPENSATION APPROACH SO IT BETTER
DIFFERENTIATES EXCLUDED MANAGER ROLES, ALLOWS FOR COMPENSATION RANGES MORE IN-LINE
WITH THE MARKET AND PUTS US ON A MORE SOLID FOOTING FOR ANNUALLY ASSESSING
COMPENSATION IN THE CONTEXT OF PERFORMANCE.

7.TAKE FURTHER STEPS TO ENSURE GREATER ALIGNMENT OF HUMAN RESOURCE PRACTICES ACROSS THE
PUBLIC SERVICE TO DELIVER A MORE CONSISTENT EMPLOYEE EXPERIENCE AND LEVEL OF SERVICE.
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GOAL

Developing the talented people already in the
public service isn't enough to meet our current
and future needs. As our workforce continues to
age and more and more experienced employees
move to retirement, and as the expectations of
the public service continue to shift, we need to
be able to compete for new talent. While this is
not solely an issue of demographics, attracting
younger and more diverse new employees is an
essential component. The BC Public Service lags
behind other employers in attracting and retaining
younger talent, in part due to our response to
the economic pressures in recent years. But with
a more positive fiscal outlook, we are now able
to redouble our efforts to recruit more of those
early career candidates in search of an employer
that offers a wide range of options, increasing
flexibility and meaningful work that has the kind
of impact no other employer can offer. We know
that more and more people look for a career that
takes its corporate social responsibility seriously,
and no other employer can compare with the
BC Public Service in terms of our commitment

IMPROVING OUR
COMPETITIVENESS

and contribution to improving our communities
and our province.

We also continue our commitment to becoming
a truly inclusive employer that reflects the
diversity of the communities we serve. This is
not only motivated by our workforce needs.

The BC Public Service has a unique responsibility
both to be more inclusive as the largest employer
in the province and also to set an example

for other employers. It is an opportunity and
responsibility we take seriously. Real progress
depends on consistently demonstrating our
commitment to inclusiveness and embracing

all our differences, including sexual orientation,
gender identity, ability, ethnicity or religion.
This pledge is fully aligned with the values we
uphold as a public service, and it is also an
important part of how we can ensure we have
the people we need to meet the expectations

of the people we serve. As a public service that
takes its ethical commitment to government
and citizens seriously, we must make this shift or
risk failing in our obligations to them.




TO CONTINUE IMPROVING OUR COMPETITIVENESS, OVER THE NEXT TWO YEARS WE WILL:

1. EXPAND OPPORTUNITIES TO RECRUIT NEW TALENT INTO THE BC PUBLIC SERVICE, INCLUDING:

+ Re-opening all job postings to external applicants, as we committed to do when government returned to a positive
fiscal footing.

+ A new corporate co-op and intern strategy to promote recruitment of young employees through experiential
opportunities.

- Exploring the potential to become the first provincial public service to introduce the Science Policy Fellowship
program in partnership with Mitacs.

- Targeted recruitment for key talent communities, including a northern recruitment strategy.

+ A new Ambassador Program to give employees the opportunity to actively support recruitment by representing the
BC Public Service as an employer.

+ Making job opportunities open to working from any part of the province by default, unless there is a clear necessity
for a position to be located in a particular community.

- Arenewed emphasis on supporting flexible work options, including the potential for job-sharing and other part-time
options for individuals returning to the workforce.

2. ENHANCE OUR EFFORTS TO EMBRACE AND EXPAND THE INCLUSIVENESS OF THE BC PUBLIC SERVICE AS
A DIVERSE EMPLOYER, INCLUDING:

« Launch of a new Being Accessible Strategy to position the BC Public Service as a leading employer in alignment with
the Accessibility 2024 strategy.

+ Enhancements to the Work-Able Graduate Internship Program, which provides 12-month paid work experience
opportunities for recent graduates with disabilities.

+ Enhancements to the Aboriginal Youth Internship Program, which provides 12-month paid internships for up to 25
Aboriginal youth residing in British Columbia, ages 19 to 29.

- Steps to ensure the BC Public Service is a leader in inclusion of LGBTQ2S (lesbian, gay, bisexual, transgender, queer,
two-spirited) employees.

3.SIMPLIFY THE FLEXIBLE BENEFITS PROGRAM FOR EXCLUDED EMPLOYEES TO MAKE IT EASIER TO
UNDERSTAND WHILE STILL MAINTAINING CHOICE AND FLEXIBILITY.

4. ENHANCE THE PROVINCIAL EMPLOYEES COMMUNITY SERVICES FUND (PECSF) PROGRAM TO FURTHER
DEMONSTRATE THE CORPORATE SOCIAL RESPONSIBILITY COMMITMENT OF THE BC PUBLIC SERVICE AS
AN EMPLOYER.

5.IMPLEMENT THE HEALTH 2.0 STRATEGY, BUILDING ON OUR ESTABLISHED REPUTATION AS A LEADER
IN SUPPORTING EMPLOYEE HEALTH AS A KEY BUSINESS DRIVER, INCLUDING A FOCUS ON
MUSCULOSKELETAL AND MENTAL HEALTH.

6. INITIATE A REVIEW OF BC PUBLIC SERVICE HUMAN RESOURCE POLICIES AND LEGISLATION TO ENSURE
THEY FULLY SUPPORT EMPLOYEE AND EMPLOYER EXPECTATIONS IN OUR MODERN CONTEXT.

7.USE WORK ENVIRONMENT SURVEY RESULTS AND OTHER SOURCES OF EMPLOYEE DATA TO BETTER
INFORM OUR WORKFORCE PLANNING, INCLUDING TARGETED SURVEYS TO INFORM SUCCESSION
MANAGEMENT EFFORTS.
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GOAL

The public’s expectations of their experience
when they interact with public services continue
to shift. The opportunities for us to dramatically
improve those services are changing even faster.
In 2010, we released Citizens @ the Centre, which
set out a series of actions to ensure the BC Public
Service could keep pace with the technological
and societal shifts then at play. When Citizens @
the Centre was released, the first iPad had only
been on the market for a few months. We are all
conscious of the rapid advances in technology
in the years since and how those advances have
changed our daily lives. But for the BC Public
Service it is not just a matter of applying new
technology for technology’s sake. Our approach
has become more sophisticated, with a focus
that is more citizen-centric than technology-
centric. In our approach to enhancing service

to citizens, we will start by understanding what
people need, including directly engaging citizens
in sharing their ideas for improvement through
avenues like government’s red tape reduction
initiative. We will take a design-based approach

ENHANCING SERVICE
TO CITIZENS

that uses the most suitable technology to

deliver a service that is accessible, consistent

and relevant. We will make better use of the data
and resources we have to develop and test new
services, learn from the results and feedback, and
improve - all with the goal of providing services
that are easier to access, simpler to use and
relevant to citizens' needs.

This more nimble and open mindset can be

a challenge for public sector organizations.

We have a vital ethical and legal obligation to
respect and maintain the security and privacy of
citizens’data and information. At the same time,
citizens have an expectation that also drives us to
provide better, more convenient, more accessible
and more reliable services in a modern context.
We recognize that it is our job to respond to

and balance these dynamics so we can simplify,
modernize and streamline the citizen experience.
Drawing on the talents of the members of the

BC Public Service, we're doing that more creatively
and successfully than ever before.




TO CONTINUE TO ENHANCE SERVICE TO CITIZENS, IN THE NEXT TWO YEARS WE WILL:

1.IMPLEMENT A NEW PERSONALIZED DIGITAL SERVICES STRATEGY TO MODERNIZE AND SIMPLIFY
CITIZEN ACCESS TO EXPANDED ONLINE SERVICES, THAT WILL CONSIDER:

- Enabling citizens to conveniently authenticate their identity online.

» Adopting the Service Design Playbook and other citizen-centred service design principles and practices consistently
in the development and delivery of public services.

- Giving citizens the option of their preferred choice of service channel and offering accessible services (e.g. mobile,
onling, call centre, in person).

- Ensuring we maintain citizen trust by adopting new ways of securely handling citizen information in the digital age.

2. CREATE A NEW INNOVATION HUB TO PROVIDE ACCESS TO THE RESOURCES AND EXPERTISE NEEDED
TO SUPPORT A CULTURE OF INNOVATION ACROSS THE BC PUBLIC SERVICE, INCLUDING:

- Experiential development assignments to contribute to innovative policy and program development.

- New learning resources and opportunities to increase capacity for innovative approaches to problem solving such as
agile development, behavioural insights and design thinking.

» Network and collaboration opportunities with other public, private and academic sector partners to foster
innovative solutions.

« Co-locate multi-disciplinary teams on suitable projects to improve innovation, engagement, productivity,
collaboration and delivery of value.

3.DEVELOP A CENTRE FOR DATA INNOVATION THAT ESTABLISHES AN UNCOMPLICATED ENVIRONMENT
FOR CROSS-GOVERNMENT DATA DISCOVERY AND, IN THE PROCESS, DRIVES EVIDENCE-BASED
DECISIONS THAT IMPROVE THE POLICIES, PROGRAMS AND SERVICES WE PROVIDE TO CITIZENS.

4, IMPROVE COLLABORATION WITH THE PRIVATE AND PUBLIC SECTOR TO TAKE ADVANTAGE OF SHARED
EXPERTISE AND PARTNERSHIPS, INCLUDING THE PREMIER’S TECHNOLOGY COUNCIL AND THE FEDERAL,
PROVINCIAL AND TERRITORIAL VIRTUAL INNOVATION NETWORK.

5. MOVE TO RUN SERVICES ON A FLEXIBLE INFRASTRUCTURE, LIKE CLOUD COMPUTING, SO MINISTRIES
CAN QUICKLY AND EASILY PURCHASE RESOURCES ON DEMAND, ONLY PAY FOR WHAT THEY ACTUALLY
USE, SCALE UP OR DOWN DEPENDING ON NEEDS AND IMPROVE OVERALL RESILIENCY WHILE
MAINTAINING APPROPRIATE PRIVACY PROTECTION.
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Conclusion: Integrity and Innovation

The last decade has seen some profound changes in the culture of the

BC Public Service. For employees who have joined us in that time, those
changes may be less apparent. And even for those who have been here for
longer than a decade, it can sometimes be easy to lose sight of how much
has changed. The next decade will only see and demand further change at
a faster pace. We cannot always predict what lies ahead. The goal for the
BC Public Service is to become more nimble and adaptable, so we can be
more responsive. Our ability to do that relies heavily on the talent of the

people who make up our organization.

In the midst of this dynamic environment, our obligations to citizens and their government remain
constant. How we approach our work is, and always will be, driven by the expectation that we will
meet those obligations with the utmost professionalism, always striving to maintain and enhance
the public’s trust and confidence in all that we do. There is an inherent tension between our
traditional responsibilities and the need for innovation. But our integrity is not at odds with
innovation. Our integrity is what compels us to innovate. And that is what makes a career in the
public service both more challenging and more exciting than ever.




We will need new people with new skills to choose that career path, and recruiting and retaining
them requires us to make some different choices when it comes to our human resource policies and
practices. At the same time, our responsibility as an employer that embraces the strength of our
employees’ diversity is to ensure all those who work with us — long-standing employees and new
recruits — have the opportunities and resources to be successful in our modern context. It is not
enough that we be an attractive employer, but also that we be an organization that enables our
employees to fully deliver on the expectations we and the public have of them. That is what this
plan is all about.

Nobody in the BC Public Service has a monopoly on the solutions for how we continue to evolve and
adapt. Every member of the BC Public Service should have the opportunity and the confidence to
contribute their ideas, expertise and insight to make us better. Through the consultations that helped
inform the commitments in this plan, we can see the value of those contributions. Over the next

two years, the commitments here will be acted on. At the same time, we will seek further ideas from
within and outside the public service to help shape where we go next.
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Message from the Deputy Minister

| am pleased to present the BC Public Service Agency’s Integrated Strategic Plan for 2016/17-
2018/19.

This plan builds on our previous business plan and outlines our priorities in delivering Human
Resource services to the BC Public Service. It focuses on providing a clear understanding of the
Agency’s core services and the specific corporate initiatives we will pursue to refine and
improve our services to meet the needs of our clients.

Meeting the needs of those we serve begins with the efficient and effective delivery of our core
functions. Core functions are the day to day delivery of services for which an organization is
responsible. They encompass both the services we deliver to clients as well as enabling
functions such as information technology, business intelligence and financial management.

Along with delivering our core functions we have identified a number of areas in this plan
where we will concentrate our efforts to change or develop new services to meet evolving
needs in the workforce. Leading these initiatives is an ongoing focus on refining hiring services,
building and implementing a robust succession management program, and launching our
conflict management service.

Our Executive recognizes we need the right balance between managing our core functions and
pursuing change initiatives —and we make this part of our individual executive accountability
agreements. Some of you will be almost entirely focused on core service delivery and some will
have a mix of core services and corporate initiatives. Both are highly valued in our organization.

We will also be focusing on developing and supporting our own staff to ensure we have the
commitment, capacity and capability in our organization to successfully meet business needs.
The Agency will adopt corporate succession management framework initiatives internally, and
implement an Agency Learning Plan to support developing the skills we need to deliver our
business now and in the future. Aligned with that work, we will continue to support and enable
staff to identify and make improvements in their workplaces, and also focus on developing key
lag and lead measures for our core services to assist us in understanding, assessing and
improving our performance.

I look forward to implementing this plan with all of you, and to an energetic and successful year
for the Agency.

Sincerely,

Lori Halls
Deputy Minister
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Purpose of the Agency

The Agency, formed in 2003, provides leadership and services in people management.
Established by the Public Service Act, the Agency provides human resource leadership,
expertise, services and programs that contribute to better business performance of ministries
and government as a whole.

Agency Context: A Diverse and Changing Workforce

The BC Public Service is the largest corporate workforce in the province, serving all
communities across British Columbia. From frontline workers to accountants and architects,
researchers and analysts, information technology professionals and others, there is virtually no
area of expertise unrepresented. Public servants provide a wide range of services to British
Columbians such as health care, public safety, education, and environmental management, to
name a few.

The Agency supports the work of public servants by providing a wide range of Human Resource
services. In doing so, we help ensure the BC Public Service continues to have the right people to
do that work.

The economy and shifting demographics

The Canadian economy continues to improve, and while not all regions are expected to
experience growth, many are forecasting positive economic performance over the next couple
of years. In particular, British Columbia is expected to lead Canada in economic growth. As the
economy improves, so does the possibility for a tightening of the labour market, where
organizations can expect increased competition for skilled workers.

Changing demographics, such as an aging and increasingly
diverse population, continue to influence employers in many
ways. An aging workforce is contributing to rising benefits
costs through factors such as higher benefit utilization,
Retirement eligibility in increased absenteeism and escalating health premiums. As
the BC Public Service sits  benefits costs make up an increasing percentage of the total
at over 20% and by cost 0_f employment, the B.C. Public Slervice is working.to
contain these costs through a proactive and preventative
2030%, net population approach to supporting a healthy and productive workforce.
growth will be due to
While global economic influences delayed the retirement of

immigration — resulting many baby boomers, the oldest of this cohort is now aged 69

in a diverse workforce and beginning to exit the workforce in growing numbers. This
and citizenry. exodus is only expected to increase, and when combined with
*Statistics Canada fewer entrants to the workforce and greater demand for

skilled workers, will bring about both labour and skill
shortages. The increased competition will require
organizations to put greater emphasis on recruitment and
retention.
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Statistics Canada predicts that by 2030, net population growth in Canada will be due to
immigration, which will partially offset the effects of our aging population, but will not be
enough to prevent the tightening of the labour market. At the same time, the expected growth
in immigration indicates the Canadian public sector can expect increased diversity in both their
workforce, as well as the citizens they serve.

Recognizing this changing dynamic, the Agency is responsible for ensuring the Public Service
has the commitment, capacity and capability within its workforce to meet the needs of British
Columbians now and in the future.

Our Landscape: corporate strategic context and direction

The inter-related nature of the social, economic and environmental issues that face the BC
Public Service, and British Columbians, require government to plan and act in a holistic manner
that includes workforce training and engagement, improved problem solving and process
design, and e-services. Three corporate strategies exist to effectively support people, process
and technology:

e Being the Best,
e lean BC, and
e (itizens @ the Centre

There are significant linkages between these initiatives and they highlight the need for
increased cross-Ministry and sector-based planning and collaboration to ensure whole system
thinking. This extends to partners, such as education and health care providers, as well as
crown corporations as they have a critical service delivery role. We must also consider our
customers or clients — whether they are businesses, citizens, jurisdictions or colleagues.

In addition to the complexity of our mandates, the
public service remains committed to a balanced budget A key tenet of the Lean
and fiscal restraint, requiring innovative service delivery

philosophy is that the right

that keeps pace with citizen demands and expectations.

As an organization, we must focus on what our process supports the right

customers, clients and businesses need and on outcomes for our customers
eliminating non-value add activities (waste). To that and clients.

end, the BC Public Service has adopted Lean Six Sigma, a

proven process improvement philosophy and

methodology, to guide us in changing our business processes to eliminate steps that don’t
benefit our customers. The commitment to reducing red-tape guides many of our decisions and
is supported by our corporate strategies and the goals and objectives within this plan.
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The aging population, immigration and a recovering economy will all lead to increased or
changing service demands. Meeting these expectations requires we create efficient
standardized processes and transfer knowledge; as well as support, engage and retain a
diverse, multigenerational workforce and build organizational capacity at all levels. This
includes strategies for cohorts with high turnover such as new and mid-tenure employees.

With increasingly rapid advances in technology, citizens now expect easy on-line access to
seamless government services. Meeting these expectations requires a shift to nimble and
responsive information architecture or procurement with a solid business case. This may
involve migration to new cloud-based services where viable, or the consolidation of existing
technologies to support multiple business lines. All of which must be supported by early
identification of business needs and understanding of cross-government systems and capacity.

Delivering high-quality on-line services requires technologically astute workers. This shift, along
with demographics means attracting and retaining staff experienced in flat team-based
environments that challenge hierarchical norms. The public service must engage teams and
provide opportunities for career mobility.

Public sector data is a key asset, and when unlocked, supports

research, program development, performance measurement,

economic growth, and social program opportunities. With new
Big data and predictive business intelligence capabilities, ministries can identify and
collect sufficient information to simplify, streamline and

analytics supports data-

. L. . manage processes using both leading and lagging indicators
driven decision making .
where possible.

and enable the public
service to create To Citizen’s, the BC Public Service is perceived as a single
organization, and they expect connected systems, policies and

services that meet the

. a high-level of professionalism. We must meet the needs of
changing needs of " o _ .
citizens in a timely and seamless manner, remain engaged in

clients and citizens. our work and recognize the contribution we make to our
communities. Our corporate strategies, and a focus on enabling
staff to contribute their best across the wide spectrum of
services we provide, support a strong and vibrant British

Columbia.
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Organizational Structure

The organizational chart below shows the major business lines across the Agency.

]
Deputy Minister
BC Public Service Agency
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o |
Assistant Deputy Minister Assistant Deputy Minister
Hiring & Service Operations Talent Management

Executive Director Executive Director
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L |

Assistant Deputy Minister & Executive Financial
Executive Lead Officer

Lean BC Office

Finance

) D
Assistant Deputy Minister Executive Director
Employee Relations & Workplace Health and Safety _ Business Performance
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Business Functions

As an organization, the Agency has refined its service delivery model over the past decade and

has developed new products, services, and expertise to meet the growing expectations and

changing needs of our workforce and clients. Our functions span from direct customer services

to policy development to managing the financial, human resource and physical infrastructure of

the Agency itself. Delivery of these functions is the core business of the Agency and the key to

meeting our goals.

BC Public Service Agency Core Functions

Public Service Human Resource Planning, Legislation and Governance

- Public Service, LR & Benefit Plan Acts
- Workplace Safety Services
- Bargaining and Agreements

- Hiring Program

- Pay and Benefits

- Organization design and classification
- Payroll Services

- Employee Relations

Employee Development Programs

- Succession Management
- Leadership Development
- Learning

Corporate Initiatives

- Communication, events and publications
- @Work information and engagement site

- PECSF

Agency Operations Support

- Strategic Planning

- People and Workplace Initiatives

- Financial Management

- Information Management & Technology
- Vendor Management

- Project Management

Page |9

Human Resource Strategy Development
Corporate Policy

Occupational Health & Return to Work Programs
Corporate Systems (PeopleSoft, MyHR etc.)
Executive Advisory & Organizational
Development

Performance Management
Coaching
Conflict Management

Health Promotion Programs
Lean BC

Business Intelligence

Knowledge Management

Agency Lean

Agency Marketing & Communications
Records Management

Facilities Management
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2016/2017 Priority Improvement Opportunities

Business Improvement Methodology/approach Expected Benefit
Function Project
Hiring Hiring process Lean improvement of services Reduced time for Agency
Services optimization identified through time and motion | hiring processes.
analysis. Increased quality in
Implement technology (updates recruitment.
and/or a new system) which
supports modern hiring practices.
Succession Service Line Design Lean process design used to create | High quality standards
Management | for Succession new service lines identified by the | for new service and
Management Succession Management Project effective system to
Board and implementation of an support identification
integrated system to align talent and placement of the
with organizational needs. right person in the right
role at the right time.
Conflict Pilot efficiency Lean review of pilot process in The conflict program
Management | review advance of full program roll-out. incorporates learnings

from the pilot and
realizes efficiency and
effectiveness in delivery
of the full program.
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Agency Goals, Objectives, Initiatives and Performance Measures

Goal 1: A trusted business partner delivering effective human resource
services.

Objectives

1.

Improve human resource service delivery processes to meet customer expectations for
timeliness and quality.

2. Focus service delivery on priority business needs identified through analytics and workforce
planning.

3. Improve customer trust and satisfaction with the reliability of core HR services.

Initiatives

Continue to review processes and implement projects to improve hiring services to
efficiently and effectively meet customer and client needs.

Actively create, monitor and update information available in the Customer Relationship
Management system to enable improved service and efficiency, and enhance the client
experience.

Develop and implement a plan to improve customer self-service options and resources.

Implement new processes for employee relations services and investigations to improve
efficiency and effectiveness.

Implement policies, tools and practices within the Agency that support accountability,
security and privacy best-practices in records stewardship.
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Performance Measures

Description Baseline 2016/17 2017/18 2018/19
2015/16

Hiring Services Customer Rating:
Staff provided sufficient support

74 280 290 290
throughout.
| was satisfied with this service 68 >75 =90 =90
experience.
| was satisfied with the total amount
of time taken to complete my 1 275 290 290
request.
| was confident in the PSA's ability to 75 >80 >90 >90
handle my request.
| view the staff | dealt with as experts. 77 280 290 290
Total Compensation Customer
Rating:
Staff provided sufficient support 20 575 590 590
throughout.
| was satisfied with this service 69 >75 >90 >90
experience.
| was satisfied with the total amount 590 590
of time taken to complete my 66 275 - -
request.
| was confident in the PSA's ability to 70 >80 >90 >90
handle my request.
| view the staff | dealt with as experts. 74 280 290 290

Data Source: B.C. Public Service Agency. Survey results are collected continuously at the time the service is
completed, with results aggregated and reported on a quarterly basis.
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Goal 2: A Public Service that attracts, enables, develops and retains a

highly skilled and professional workforce.

Objectives

1.

2.

Support clients to develop the commitment, capacity and capability in the workforce to
meet business needs.
Support public service workplaces to be healthy, inclusive and productive.

Initiatives

Develop a revitalized corporate human resource strategy with an increased emphasis on
succession management, employee development and knowledge transfer to ensure the BC
Public Service is able to meet citizen expectations and maintain public trust and confidence
in government.

Design and implement a comprehensive succession management program focused on
leadership development and critical operational roles to ensure essential talent pipelines
are built and the depth of talent is improved across the public service.

Update existing and implement new learning programs in line with recommendations from
the Learning Needs Assessment.

Develop and implement a Health Strategy 2.0 that takes a proactive and preventative
approach in supporting a healthy and productive workforce.

Implement and refine conflict management services, including providing direct support and
tools, to assist ministries in increasing their capacity to effectively manage disputes and
conflict in the workplace.

Build on the success of the Lean B.C. initiative and continue to emphasize ongoing
improvement in the daily work of the Public Service.

Begin to prepare for 2019 bargaining through consultation, identification of issues and
development of policy positions.

In partnership with MARR, develop a framework and supporting initiatives to build Public
Service capacity in Aboriginal reconciliation.
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Performance Measures
Description Baseline 2016/17 2017/18 2018/19
Absences related to illness and injury 9 days 9 days 8.9 days 8.8 days
per FTE* (across the public service) (2012/13)
Succession Management Framework N/A Implement TBD TBD
Framework**
and at least 3
supporting
initiatives
Conflict Management Services N/A Develop TBD TBD
measurement
model

Data Source: B.C. Public Service Agency

“For the purpose of this performance measure, absences refer to short term illness and non-occupational injuries.
**The Succession Management Framework will include a measurement model and specific measures (e.g. % of
identified critical roles in government with succession management plans in place) for reporting progress in future
years.

Goal 3: Strong people, processes and technology to effectively meet
business needs.

This goal and its related objectives support the BC Public Service’s corporate strategies of
Workforce Planning, Lean BC, and Citizens @ the Centre. These corporate strategies have been
directly imbedded within the Agency’s plan to ensure integration into our business priorities
and align our contribution to the Public Service meeting the expectations of citizens overall.

People Strategies and Workforce Planning

The Agency attracts, develops, enables and retains a professional workforce that is skilled,
engaged and delivers the services British Columbians expect.

Objectives

1. Workforce planning is based on best practice and grounded in analysis of metrics.
2. The Agency’s workforce has the commitment, capacity and capability and to deliver its
mandate.
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Initiatives

e |dentify, through analytics, mission-critical positions and key stream priorities to meet
medium- to long-term business priorities.
e Provide clarity of priorities and accountability for staff through performance plans aligned

from the Agency level through to division, branch and individual accountabilities.

e Ensure Agency staff are trained in and practicing best practice standards in records

management.

¢ Implement a Learning Plan that will support Agency staff to develop or expand capabilities

to achieve BC Public Service, Agency, business unit and personal goals.

Performance Measures

Description

2016/17

2017/18

2018/19

% of FTEs within the Agency where National
Occupation Classification (NOC) codes have
been assigned.

100%

100%

100%

Completion of workforce analysis to identify

To be completed

To be completed

To be completed

mission-critical positions and key stream using Stage 1 data | using Stage 2 data | using Stage 3 data
priorities within the Agency. and to establish

baselines
Agency Learning Plan. To be confirmed TBC TBC

in first quarter of
2015/16
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Lean BC — Process and Daily Management Improvement

The BC Public Service will embed a fully mature Lean culture within every ministry by 2018/19.

Objectives

1. The Agency continually implements a spectrum of improvements that support the delivery
of human resource services and achieve benefits in time, cost or quality.

2. The Agency has capacity to practice Lean daily management and lead a spectrum of

continuous improvement events.

3. Agency staff is engaged, empowered, supported and accountable to continually improve
process to deliver value to British Columbians.

Initiatives

e Provide ongoing engagement, communication and training to all Agency staff to foster the

culture of Lean.

e |dentify and conduct Lean projects that are aligned to Agency strategic priorities, and

prioritize Lean projects that support the KPI's and provide opportunities to stop doing or

redirect work to create capacity to manage workloads.

e Empower staff to make Lean part of everyday work including providing training and support

for Lean tools such as Huddle boards, Kanban, Standard Work, Gemba walks and

Performance dashboards; and encourage reporting of Lean Where You Work events.

e Complete Standard Lean Projects (On Boarding, Accounts Payable, Account Processing).

Performance Measures

Description 2016/17 2017/18 2018/19

Staff effort saved. redirect 0.50% redirect 0.75% redirect 0.90%
staff hours (3,864 | staff hours (5,796 | staff hours (6,955
hrs / $145,000) hrs / $220,000) hrs / $262,000)

# of active advanced lean practitioners per 100 | 1.5 Advanced 1.75 Advanced 2 Advanced

FTE. Practitioners/ 100 | Practitioners per Practitioners per
FTE’s 100 FTE’s 100 FTE’s

# of implemented and reported Lean Where
You Work improvements

Implement 60

Implement 100

Implement 100

improvement s improvement s improvements
Freedom of Information Requests: % of 100% 100% 100%
responses to Information Access Operations
within the established timeframe (14 days)
Freedom of Information Requests: % of 100% 100% 100%

responses receiving Executive sign off within
the established timeframe (6 days) following
Information Access Operations review.
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Citizens @ the Centre — Technology Investment

The BC Public Service Agency has made a concerted effort to transform Human Resource

processes and systems, with a focus on improved self-service. Technology supports our pursuit

of quality in two significant ways: through direct improvements to service delivery via new or

improved systems; and through understanding the value of measurement and utilizing the

information contained in our operational systems to make better business decisions.

Objectives

1.

Improve the usability, efficiency, and effectiveness of government services by:

e Streamlining: improving the integration, standardization and sharing of services and
systems within and across ministries.

e Modernizing: providing the services citizens want, when and how they want them, using
digital tools and collaborative design and delivery.

e Simplifying: making it easier to do business with government and improving the citizen
experience of public services.

Adopt enabling technologies that:

e Improve the availability, accessibility, and adoption of digital government services;
e Encourage opportunities for service co-design and co-delivery;

e Increase access to, and the value of, public data;

e Enhance digital connectivity across the province; and

e Leverage flexible infrastructure options, including cloud.

Initiatives

PeopleSoft Human Capital Management (HCM) - An upgrade will be performed on the
current PeopleSoft Human Capital Management (HCM), Time and Labour, Enterprise
Learning Management and PeopleTools applications. This will provide additional innovative
self-service features including mobility, and allows for a new way to manage PeopleSoft
upgrade paths that will help adopt new functionality more easily and at a reduce cost.
Customer Relationship Management (CRM) - Upgrading CRM to a current version will
provide the foundation to build a more robust self-service model, including guided
assistance, segmented audience information, and enhanced survey capabilities.

Hiring System - Implement technology (updates and/or a new system) which supports
modern hiring practices, including the ability to identify, develop and mobilize talent.

Succession Management — A comprehensive corporate succession management framework
is being developed in the Agency that will encompass better understanding supply and
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demand and require advancement in measurement and technology. Once the framework
has been approved the Agency will be completing a due diligence exercise and
requirements gathering to determine the best technology.

e Time and Leave Mobility — This modernization project will be implementing a software
solution that will enable managers and supervisors to approve time and leave requests from
mobile devices on the new Time and Leave system while adhering to the current Device
Strategy and Architecture and Standards policy.

e Encourage the broader public sector to leverage the investment in the human resource,
payroll and technology services platform to create economies of scale and enable
reinvestment in workforce initiatives.

Performance Measures

Description 2016/17 2017/18 2018/19
# of services delivered digitally Establish baseline | TBD TBD

# of data sets available through open data Establish baseline | TBD TBD
platforms (Data BC) or through other access

channels.

Note: Baselines to be established by Ministry of Technology, Innovation and Citizens’ Services.
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Appendix

Resource Summary

BC Public Service Agency 50,957 50,861 51,090 51,206

Benefits 1 1 1 1

Long Term Disability Fund special

account 0 0 22,844 24,476
Total 50,958 51,063 73,935 75,883

BC Public Service Agency 0 10 10 10
Total 0 10 10 10
Page 1 19
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BRITISH . Transition Briefing Note
i | Where ideas work &
BC Public Service Agency
June 2017
Prepared for: Minister responsible for the BC Public Service Agency
For Information
Issue:

e Representation of Diverse Groups
Background:

e The BC Public Service (BCPS) supports Diversity and Inclusion with the goal of reflecting the
communities we serve. We have a Corporate Diversity Strategy: Reflecting Our Communities to
support this important goal.

o The 2017 Corporate Plan Where Ideas Work outlines many of the corporate diversity and inclusion
initiatives we are committed to as an organization

s Accessibility 2024 is a 10 year action plan to make BC more accessible for people with disabilities.

CURRENT STATISTICS: BASED ON MOST RECENT AVAILABLE STATISTICS 2015, WITH WES
2017 MORE RECENT STATS WILL BE AVAILABLE

+ ABORIGINAL: We employ 786 Aboriginal people, representing 3.1% of our workforce. BC
Aboriginal population 5.4%.

e PERSONS WITH DISABILITIES: We employ 976 persons with disabilities, representing 3.9% of
our workforce. BC population 5.6%

« VISIBLE MINORITIES: We employ 3,471 people who are visible minorities, representing 13.9%
of our workforce. BC population 27.3%

«  WOMEN: We employ 15,410 women in the BCPS, representing 61.6% of our workforce. BC
population 50.8%

+ Leshian, Gay, Bi, Trans, Queer, 2 Spirit (LGBTQ2S): We do not currently gather statistics for this
group, but are exploring ways of capturing this information. (Estimated statistically at approx. 10%
of population)

Discussion:

¢ The BCPS has not yet reached the goal of reflecting the citizens we serve, and we have many
corporate initiatives underway to support this goal, provide visionary and change leadership, and are
developing more corporate resources (see current statistics below)

Summary:

¢ The Executive Development and Diversity Branch in the BC Public Service Agency (Agency) takes a
lead or supporting role in many diversity initiatives, and works with many other Agency business
areas and other ministries to support the goals outlined in our corporate plans.

+ We have updated our Human Resources policies to reflect the recent inclusion of “gender identity
and expression” in the BC Human Rights Code, including support for gender neutral washrooms for
Trans and Transitioning employees.

Page 221 of 289



¢« We have developed a new guide to support Transitioning and Gender Diverse Employees and are
developing a new guide to Inclusive Language for use across the BCPS to support a diverse and
inclusive workplace.

e The branch also houses the Aboriginal Youth Internship Program (AYIP) going into its 11" year in
September 2017 (217 Aboriginal Youth have completed the program) and the Work-Able Graduate
Internship Program (Work-Able) going into its 3" year in 2017 (9 interns first year, 13 interns second
year, 15 interns 3" year).

+ Ongoing development of Marketing and Outreach activities to increase engagement with Aboriginal
People including establishing partnerships and targeted marketing for job opportunities. Current
efforts include BCPS representation at Aboriginal community events and partnerships with
Friendship Centres to directly market job opportunities.

e Building Capacity in Aboriginal Reconciliation in the Public Service (BCARPS) is working on
initiatives to support the recruitment, retention and development of Aboriginal People in the BCPS.

¢ Under the BCARPS initiative, we are working in partnership with the Ministry of Aboriginal Relations
and Reconciliation to support the Innovative Young Indigenous Leaders Symposium June 24-27 in
Vancouver to promote Executive attendance at this reconciliation engagement.

» British Columbia has led the development of Aboriginal Relations Behavioral Competencies in
partnership with Aboriginal communities, which support the hiring of more Aboriginal People at all
levels in government. We are focusing on full implementation of the competencies.

* We have a new workshop in Managing in the BC Public Service on Inclusive Leadership Practice
that includes information on unconscious bias and developing indigenous competency.

Recommended By Approved By
Sasha Hobbs, Director Alison Paine, ADM
Executive Development and Diversity Talent Management Division

Page 222 of 289



BC Public Service Human Resources Statistics

Current Headcount (March, 2017): The BC Public Service composition has

remained stable in the last decade. Specifically,

26,763 employees _ o

* The regional distribution of our

In the last decade, the peak workforce has been largely the same

headcount was 27,423 in 2009 over time.

The Jowest was in 23,942 in 2007 * The ratio of excluded to included has
remained stable with only ~1% variance
over the past five years.

25%

Excluded .

Our job classification groupings and
size relative to one another has also
remained stable.

75% Included In 2006, forecasts told us the BC Public Service
could be as much as 30% smaller by 2016, an
impact of an aging workforce. That dramatic
outcome has not materialized, but the gradual
aging of our workforce has.

Changing size of the BC Public Service

I Hires
Resignations

s Retirements

e Net Hires

Headcount 23,942 25,726 27,423 26,619 25,968 25,985 25,698 25,497 25,353 26,167 26,763

2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017
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Employee Regions

BC Public Service employees are
located throughout the
Province in the proportions
shown on the map. The largest
two regions are the Capital
Region District, with 10,954
employees, making up 41%, and
Greater Vancouver Regional
District, with 6,521 employees
making up 24% of the total.

Classification Groups

A breakdown of the classification groups of BC Public Service employees

every few years over the last decade is shown below.

The majority of BC Public Service positions are within administrative

support, even though this

decrease. The two groups Health, Education and Social Work, and Senior

classification has undergone the largest net

Admin & Research have undergone steady increases over the decade.

Classification Group o7 02| 2017

Admin Support

Management (business leaders)
Health, Education & Social Work
Senior Admin & Research
Science & Technical Officers
Enforcement & Corrections
Information Technology
Finance & Economics

Legal Counsel

Assistant Deputy Minister
Trades & Operations

Deputy Minister

Grand Total 23,942 25,985 26,763

5156 4974 4632
4004 4458 4609
3911 4566 4530
2522 3392 3811
3256 3187 3310
2060 2378 2594
1044 1152 1175
975 876 1066
690 756 791
126 112 111
158 99 94
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BC Public Service Demographics

Age composition

The average age in the BC Public Service is currently over 45.8 years old
with more than 13.8 years of service (as of March, 2017). The gradual
increase in both average age of our workforce and years of service from
2009-2015 began to reverse in 2015-16 with increased hiring and growth.

The BC Public Service average age is consistent with other Canadian public

service jurisdictions, where the average employee age has been 45-46 years

of age for the past five years, increasing slightly each year.

FY 2016-17 AGE GROUP COMPOSITION OF WORKFORCE

FY 2016-17 8.9%
AVERAGE
years of age: 30.1%
45.8
years of service: 28.9%
13.8

23.6%

8.5%

60 and over

50-59

40-49

30-39

Under 30

Two age groups have grown in the last decade. There is a larger proportion
of under 30’s than any other fiscal year except in 2008/2009. During this
time there was a target focus on hiring under 30’s, which increased this
segment from 4.8% in 2007 to 8.9% in 2009. The percentage has remained
at around 7% since then with a slight increase last fiscal.

The BC Public Service now has a bigger proportion of over 60s than any
other time in the past decade, likely due in part to the abolishment of
mandatory retirement and to the 2008/2009 economic downturn (and lack

of financial readiness to retire).
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Diversity groups

Diversity information is collected through the BC Public Service Work
Environment Survey (WES). Therefore, statistics shown only include those
who responded to the biennial survey, and to the self-identification
guestions.

% WORKFORCE IDENTIFYING THEMSELVES
AS BELONGING TO DIVERSITY GROUPS

FY 2016-17 ®2011 =2013 2015
GENDER

61%

Female

14

39%
male

Visible minorities Aboriginal peoples People with disabilities

AVAILABLE WORKFORCE 27.3% 5.4% 5.6% |

In 2015, 14% of those who answered the WES, self-identified as a visible
minority, an increase over 2013. Across all categories, the available
workforce is higher than representation in the BC Public Service.

The BC Public Service Agency’s Aboriginal Youth Internship and the Work-
Able Graduate Internship Programs aim to increase representation in both
the aboriginal and persons with disabilities categories.
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Employee Engagement in the BCPS

The Work Environment Survey is the corporate employee engagement
survey that measures a range of workplace topics and fields every two
years. High level results of the most recent survey (October, 2015) are
shown below. Aggregated employee responses are represented as average
scores out of 100.

BC PU b [ | C S@FV!CE‘ Understand your challenges
(54 paints or iower)

House Model Results e e

{55 to 64 points)

20 1 5 Leverage your strengths
{65 Lo 74 points)

Celebrate your successes
1) {75 to 84 points)

Mode! your achievements

ENGAGEMENT (85 paints or higher

BC Public Service
Commitment

— ~ armason Overall em pl?yee
¥ 62 engagement in the
BC Public Service
— has seen a slight
e e e increase over the
last few years (see
Visian, Mis;;on&ﬁoah Tear;\;mrl: Tools&\::rkspa:e graph bGlOW).
Ministry and work
Racognion Sevdapmen unit level results
provide more detail
Poy &Benefis Stffing Practices P i and variation across
workplace topics.
R e The next fielding of
the survey is
Executive Level Management Supervisory Level Management
57 72 October, 2017

Employee Engagement Since 2010 66

65 =i Avg Score

” . /100

2010 2011 2013 2015
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PROVINCE OF BRITISH COLUMBIA
FORTIETH ANNUAL REPORT
pursuant to the
PUBLIC SERVICE BENEFIT PLAN ACT.

YEAR ENDED MARCH 31, 2016

Clerk Legisiative Assembly

RECEIVED

MAR 13 2017

VICTORIA, B.C.
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Honourable Michael de Jong
Minister of Finance

Dear Minister de Jong:

| am pleased to submit the Annual Report of the business done by the BC Public
Service Agency pursuant to the Public Service Benefit Plan Act during the fiscal year
ended March 31, 2016.

Respectfully submitted,

Lori Halls

Deputy Minister

February 2, 2017
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To: The Honourable Judith Guichon
Lieutenant-Governor of the Province of British Columbia

YOUR HONOUR:

The undersigned respectfully submits the Annual Report of the business done pursuant
to the Public Service Benefit Plan Act during the fiscal year ended March 31, 2016.

)
|
Michael de Jong\ k

Minister of Finance

February 2, 2017
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INTRODUCTION

This annual report represents business completed under the Public Service Benefit Plan
Act during the 2015/2016 fiscal year.

The Public Service Benefit Plan Act was introduced in 1976. The Act was designed to
allow contracts to be made with insurers in providing a variety of health benefits, dental
benefits and long term disability benefits programs to employees in the public service.

The BC public service and other participating employers receive benefits under the Act.
Details of the insurance arrangements of each benefit plan and the participating
employers are set out in the Public Service Benefit Plan Act regulations. The benefit
plans are funded through a Benefits Vote that recovers the costs from ministries (and
some participating employers) in the form of a charge back as a percentage of payroll.
Other participating employers pay the actual costs or premiums for the benefits provided
to their employees, plus a 3% management fee.

This annual report includes the Flexible Benefits Program for excluded employees which
allow employees to choose benefit coverage that best fits their needs. There are
approximately 6,700 employees covered under the Flexible Benefits Program. The
Flexible Benefits Program provides employer funded level of coverage for basic medical,
extended health, dental, and employee basic life insurance. Optional coverage includes:
Health Spending Account; Optional Family Funeral Benefit, Optional Life Insurance and
Optional Accidental Death and Dismemberment (AD&D) Insurance for employees and
their families.

Public Service Benefit Plan Act Annual Report Page 4
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PARTICIPATING EMPLOYERS

Employers participating in some, or all, of the employee benefits plans include:

Province of British Columbia

Members of the Legislative Assembly

BC Freshwater Fisheries Society

BC Innovation Council

BC Investment Management Corporation

BC Qil and Gas Commission

BC Securities Commission

BC Utilities Commission

British Columbia Excluded Employees’ Association
British Columbia Ferry Services Inc.

British Columbia Government and Service Employees’ Union
British Columbia Pension Corporation

British Columbia Treaty Commission

Broadmead Care Society

Business Practices and Consumer Protection Authority
Community Living BC

Constituency Assistants

First Peoples’ Heritage, Language and Culture Council
Forest Practices Board

Government House

Habitat Conservation Trust Foundation

Islands Trust

Labour Relations Board

Partnerships British Columbia

Professional Employees Association

Public Sector Employers’ Council

Royal BC Museum

Transportation Investment Corporation

Workers’ Compensation Appeal Tribunal

e & ¢ o & & & & @ © ©o & ® ® © © ©& © © O © © © © @ ° ° o °
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PART |

PART Il

PART I

PART IV

PART V

PUBLIC SERVICE BENEFIT PLAN ACT

TABLE OF CONTENTS

For the Year
April 1, 2015 to March 31, 2016

MEDICAL SERVICES PLAN OF BRITISH COLUMBIA
Summary

Schedule 1 - Participation Analysis

Schedule 2 - Expenditure Analysis

Schedule 3 - 5 Year Comparative Analysis

EXTENDED HEALTH CARE PLAN
Summary

Schedule 1 - Participation Analysis
Schedule 2 - Claims Analysis

Schedule 3 - 5 Year Comparative Analysis

DENTAL PLAN

Summary

Schedule 1 - Participation Analysis
Schedule 2 - Claims Analysis

Schedule 3 - 5 Year Comparative Analysis

GROUP LIFE INSURANCE PLAN
Summary

Schedule 1 - Claims Analysis

Schedule 2 - Financial Summary
Schedule 3 - 5 Year Comparative Analysis

LONG TERM DISABILITY PLAN

Summary

Schedule 1 - Claims Analysis

Schedule 2 - Statement of Financial Position

Schedule 3 — Statement of Operations and changes in Net
Financial position

Schedule 4 - 5 Year Comparative Analysis
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PUBLIC SERVICE BENEFIT PLAN ACT

PART |

MEDICAL SERVICES PLAN OF BRITISH COLUMBIA

For the Year
April 1, 2015 to March 31, 2016

Public Service Benefit Plan Act Annual Report Page 7
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PUBLIC SERVICE BENEFIT PLAN ACT
MEDICAL SERVICES PLAN OF BRITISH COLUMBIA
SUMMARY OF BENEFITS AND PREMIUMS

For the Year
April 1, 2015 to March 31, 2016

Benefits:
The Medical Services Plan provides medically required services of physicians or
surgeons. Other Ministry of Health benefits include coverage for hospital

accommodations, hospital services and expenses such as laboratory tests, and partial
reimbursement of specific medications.

Enrolment:

Enrolment numbers on March 31, 2016 totaled 24,820 which include active employees
and those on long term disability.

Financial Arrangement:

The Medical Services Plan expense is based on a monthly premium arrangement. This
benefit is 100% employer paid. The monthly premiums for the reporting period were:

Single Couple Family
Effective January 1, 2015  $72.00 $130.50 $144.00
Effective January 1, 2016  $75.00 $136.00 $150.00

Carrier:

Medical Services Plan of British Columbia

Public Service Benefit Plan Act Annual Report Page 8
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PUBLIC SERVICE BENEFIT PLAN ACT
MEDICAL SERVICES PLAN
SCHEDULE NO. 1
PARTICIPATION ANALYSIS
As At March 31, 2016

Single Couple Family Total
BC Public Service Active Efnployees 7,349 7,303 8,568 23,220
Long Term Disability (LTD) Recipients 727 615 258 1,600
Total 8,076 7,918 8,826 24,820

mSingle 32.5%
B Couple 31.9%
m Family 35.6%

Public Service Benefit Plan Act Annual Report Page 9
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PUBLIC SERVICE BENEFIT PLAN ACT
MEDICAL SERVICES PLAN
SCHEDULE NO. 2
GROSS EXPENDITURES ANALYSIS
For the Year April 1, 2015 to March 31, 2016

Total Expense $35,071,542
BC Public Service Active Employees $33,001,401 94.1%
Long Term Disability (LTD) Recipients $2,070,141 5.9%
Total $35,071,542 100.0%

W LTD 5.9%
B Active 94.1%

Public Service Benefit Plan Act Annual Report Page 10

Page 237 of 289



PUBLIC SERVICE BENEFIT PLAN ACT
MEDICAL SERVICES PLAN
SCHEDULE NO. 3
GROSS EXPENDITURE
5 YEAR COMPARATIVE ANALYSIS

Cost Factors:

Medical Services Plan costs are premium based and change according to the number of members covered,
and by the status of those members. Costs are affected by the total number of employees and dependents
enrolled in the plan and the mix of single, couple and family coverage.

Percentage
Change

2011/2012 2012/2013 2013/2014 2014/2015 2015/2016 2015 to 2016

Active  $28,272,768 $31,299,269  $30,748,603 $31,609,943 $33,001,401 4.4%
LTD $1,721,921 $1,867,615 $1,924,822 $1,986,247 $2,070,141 4.2%

Total $29,994,689 $33,166,884 $32,673,425 $33,596,190 $35,071,542 4.4%
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PUBLIC SERVICE BENEFIT PLAN ACT

PARTII

EXTENDED HEALTH CARE

For the Year
April 1, 2015 to March 31, 2016
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- PUBLIC SERVICE BENEFIT PLAN ACT
EXTENDED HEALTH CARE PLAN
SUMMARY OF BENEFITS AND CLAIMS

For the Year
April 1, 2015 to March 31, 2016

Benefits:

The Extended Health Care Plan partially reimburses specified medical expenses which
are not covered by the Medical Services Plan or the Pharmacare program. Eligible
expenses include: charges for prescription drugs, the cost of emergency ambulance
services, fees of a Physiotherapist, Chiropractor, Naturopathic Physician or Registered
Psychologist. The benefit also provides partial reimbursement of eyeglasses, hearing
aids, and reasonable charges for physicians in emergency cases while traveling outside
British Columbia.

Excluded employees under the flexible benefits program may choose from five extended
health options along with the opportunity to contribute to a Health Spending Account.

Enrolment:

Enrolment numbers on March 31, 2016 totaled 37,761, which includes public service
employees (active and on Long Term Disability), and employees from other participating
employer groups.

Financial Arrangement:

The Extended Health Care Plan is financed on a “cost-plus” basis, consisting of an
administration charge (based on a percentage of claims paid), plus time, materials,
postage, and interest costs. Effective April 1, 2015, the extended health administration
charge is 2.81% of paid claims and 5% for the Health Spending Account.

Claims Administrator:

Pacific Blue Cross
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PUBLIC SERVICE BENEFIT PLAN ACT
EXTENDED HEALTH CARE PLAN
SCHEDULE NO. 1

PARTICIPATION ANALYSIS
As At March 31, 2016

Single  Couple Family Waived Total

BC Public Service Active Employees 8,607 10,446 11,665 30 30,748
Other Participating Employers 1,443 1,778 1,970 2 5,193
Long Term Disability Recipients 644 828 347 1 1,820
Total 10,694 13,052 13,982 33 37,761

@ Single 28.3%

@ Couple 34.6%

T Family 37.0%

® Waived 0.1%
Public Service Benefit Plan Act Annual Report Page 14
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PUBLIC SERVICE BENEFIT PLAN ACT
EXTENDED HEALTH CARE PLAN

SCHEDULE NO. 2
CLAIMS ANALYSIS

For the Year April 1, 2015 to March 31, 2016

Total Expense $35,929,968

Claims _ $34,947,931
Administration $982,037
Total $35,929,968

® Admin 2.8%

B Claims 97.2%
BC Public Service Active Employees $27,219,580
Other Participating Employers 3,781,458
Long Term Disability (LTD) Recipients 4,928,930
Total $35,929,968

o Active 75.8%
B Other 10.5%
HLTD 13.7%
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PUBLIC SERVICE BENEFIT PLAN ACT
EXTENDED HEALTH CARE PLAN
SCHEDULE NO. 3
GROSS EXPENDITURE
5 YEAR COMPARATIVE ANALYSIS

Cost Factors:

Extended Health Care costs such as drugs, medical equipment, eyeglasses, hearing aids,
diabetic supplies, physiotherapy and other expenses are increasingly used as the population
ages. These costs are being impacted by the increased use, and frequency of use of the services.
Costs are impacted by the number of employees and dependents covered under the plan. Drugs
not reimbursed under other programs and new drugs including significant medical breakthroughs

are much more expensive.

Percentage
Change
2015to
2011/2012 2012/2013  2013/2014 2014/2015 2015/2016 2016
Active $26,118,440 $25,620,067 $24,247,425 $26,878,242 $27,219,580 1.3%
Other 3,548,006 3,018,271 3,268,044 3,517,319 3,781,458 7.5%
LTD 4,604,656 4,541,849 4,770,010 4,550,252 4,928,930 8.3%
Total $34,271,102 $33,180,187 $32,285,479 34,945,813 $35,929,968 2.8%
Page 16
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PUBLIC SERVICE BENEFIT PLAN ACT

PART Ill

DENTAL PLAN

For the Year
April 1, 2015 to March 31, 2016
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PUBLIC SERVICE BENEFIT PLAN ACT
DENTAL PLAN
SUMMARY OF BENEFITS AND CLAIMS

For the Year
April 1, 2015 to March 31, 2016

Benefits:

The Dental Plan provides financial assistance for basic dental expenses incurred by
eligible employees as follows:

Basic Services — 100% Major Services — 65% Orthodontics — 55%
Diagnostic services Crowns Orthodontics
Preventive services Bridges

Endodontics Dentures

Periodontic services

Oral surgery

Restorative services
Prosthetic repair services and relines

The percentage of expenses covered, based on the Pacific Blue Cross fee schedule and
fee guide, are Basic Services 100%, Major Services 65% and Orthodontics 55%.
Excluded employees in the flexible benefits program may choose from 6 options for
dental coverage.

Enrolment:

Enrolment numbers on March 31, 2016 totaled 37,065, which includes public service
employees (active and on Long Term Disability), and employees from other participating
employer groups.

Financial Arrangement:

The Dental Plan is financed on a “cost-plus” basis, consisting of an administration
charge (based on a percentage of claims paid), plus time, postage, materials, and
interest costs. Effective April 1, 2015, the dental administration charge is 2.24% of paid
claims.

Claims Administrator:

Pacific Blue Cross
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PUBLIC SERVICE BENEFIT PLAN ACT
DENTAL PLAN
SCHEDULE NO. 1
PARTICIPATION ANALYSIS
As At March 31, 2016

Single Couple Family Waived Total

BC Public Service Active Employees 7,935 10,428 11,648 46 30,057
Other Participating Employers 1,443 1,778 1,968 0 5,189
Long Term Disability Recipients 645 825 346 3 1,819
Total 10,023 13,031 13,962 49 37,065

@ Single 27.0%

M Couple 35.2%
= Family 37.7%
@ Waived 0.1%
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PUBLIC SERVICE BENEFIT PLAN ACT
DENTAL PLAN
SCHEDULE NO. 2
PARTICIPATION ANALYSIS
As At March 31, 2016

Total Expense $40,154,447
Claims $39,274,694
Administration 879,753
Total $40,154,447

@ Claims 97.8%
W Admin 2.2%
BC Public Service Active Employees $31,784,219
Other Participating Employers 6,310,323
Long Term Disability (LTD) Recipients 2,059,905
Total $40,154,447
@ Active 79.2%

@ Other 15.7%

MLTD 5.1%
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PUBLIC SERVICE BENEFIT PLAN ACT
DENTAL PLAN
SCHEDULE NO. 3
GROSS EXPENDITURE
5 YEAR COMPARATIVE ANALYSIS

Cost Factors:

Dental Plan costs are affected by the number of employees and dependents enrolled in the plan
and the amount the plan is used. The utilization rates are affected by the demographics of the
plan members. Reimbursement is made in accordance with the Pacific Blue Cross Dental Fee
Schedule which is adjusted annually. Changes to the Plan coverage are reflected in the costs.

Percentage

Change
2015 to
2011/2012 2012/2013 2013/2014 2014/2015 2015/2016 2016

Active  $32,936,875 $34,064,991 $33,303,860 $31,662,376 $31,784,219 0.4%
Other $6,632,582 5,638,401 6,436,834 5,327,638 6,310,323 18.4%
LTD $2,045,148 2,068,362 2,159,144 2,037,738 2,059,905 (1.1%)

Total $41,614,605 $41,771,753 $41,899,838 $39,027,752 $40,154,447 (2.9%)
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PUBLIC SERVICE BENEFIT PLAN ACT

PART IV

GROUP LIFE INSURANCE PLAN

For the Year
April 1, 2015 to March 31, 2016

Public Service Benefit Plan Act Annual Report Page 22

Page 249 of 289



PUBLIC SERVICE BENEFIT PLAN ACT
GROUP LIFE INSURANCE PLAN
SUMMARY OF PREMIUMS AND BENEFITS

For the Year
April 1, 2015 to March 31, 2016

Benefits:

Upon the death of an insured employee, the Group Life Insurance Plan provides a
payment to that employee’s designated beneficiary or estate.

For employees in the traditional benefit program, the basic life insurance coverage is a
multiple of the employee’s annual salary computed at either two or three times the
annual salary, which is determined by their employment category. Minimum coverage
levels are $40,000 (Nurses), $65,000 (BC Ferry Services Inc.) or $80,000 (all others).
This group is also able to purchase optional spouse and dependent life insurance.

For employees under the flexible benefits program, three levels of basic employee life
insurance coverage are available: $25,000, $80,000 or 3 times annual salary with a
minimum of $80,000 of coverage. The flexible benefits program also offers additional
optional insurance including employee/spouse/child life insurance, family funeral benefit,
and employee/spouse/child Accidental Death and Dismemberment insurance.

Claims Experience:

There were 80 life claims and 31 optional spouse and dependent claims during the fiscal
year ending March 31, 2016. The total cost of claims including terminally ill advances
was $14,747,935. Enrolment is mandatory for all eligible public service employees and
employees of other participating employer groups.

Financial Arrangement:

The Group Life Insurance Plan is financed on a premium basis. The cost of this benefit
is shared between the employee and the employer, with the employer paying the
premium for the minimum coverage level and the employee paying the premium for
coverage in excess of the minimum.

The premium rate for the plan is reviewed annually by Great-West Life to determine
whether the premiums are at a sufficient level to cover future life insurance claims. On
January 1, 2016, the monthly premium paid by both the employer and employees
increased from 17¢ per $1,000 to 18¢ per $1,000 of insurance.

The carrier retention fee includes a general expense of 0.25% of billed premiums, profit
of 0.25% of billed premiums, plus $178 per life claim.

Carrier:

The Great-West Life Assurance Company
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PUBLIC SERVICE BENEFIT PLAN ACT
GROUP LIFE INSURANCE PLAN
SCHEDULE NO. 1
CLAIMS ANALYSIS
For the Year April 1, 2015 to March 31, 2016

Cost
Amount of Claims: $13,494,000
Amount of Advances: $1.253,934

Total $14,747,934

Gender Analysis

Male 34 75
Female 46 -
Total 80

Male Female
Age at Death
80
Under 30 years 2 70
30-39 years 3 60 O Under 30 years
40-49 years 6 50 I 30-39 years
40 [040-49 years
50-59 years 29 301 - [150-59 years
60 years plus 40 20 B 60 and over
Total 80 101
04
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PUBLIC SERVICE BENEFIT PLAN ACT
GROUP LIFE INSURANCE PLAN
SCHEDULE NO. 2
FINANCIAL SUMMARY
For the Year Ending March 31, 2016

FUNDING
Premiums $ 15,766,980
Surplus Funds used for Partial Premium Holiday (849,998)
Interest Received on Surplus 87,272
Interest on Cash Flow 201,825
Interest on Segregated Funds 60,286
Total $ 15,266,365
EXPENDITURES
Employee Death Claims $13,494,000
Disabled Life Death Claims 0
Dependent Death Claims 283,000
Advance Payments 1,253,934
Dismemberment Claims 0
Conversion Charges 144,768
Interest on Claim Payments 13,014
Assurance Company Retention 98,525
Benefit Premium Tax 307,866
Total $15,595,107
Fund Balance at Beginning of Year $15,932,539
Net Gain/(Loss) (328,742)
Fund Balance at End of Year $15,603,797
RESERVES
Advanced Callable
Death Claim Refund Fund
Reserve Deposits Surplus Balance
Beginning Balance $1,701,000 $3,046,606 $11,184,934 $15,932,539
Increase/(Decrease) 206,786 895,139 (1,430,667) (328,742)
Ending Balance $1,907,786 $3,941,745 $9,754,267 $15,603,797
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PUBLIC SERVICE BENEFIT PLAN ACT
GROUP LIFE INSURANCE PLAN
SCHEDULE NO. 3
TOTAL CLAIMS
5 YEAR COMPARATIVE ANALYSIS

Cost Factors:

The total cost is determined by the number of employee death and advance payment claims and
the amount of each claim. The benefit formula is based on salary, therefore as salaries increase,
the cost of the claims increases.

Percentage
Total Change to
Number Amount of to Total Amount of
Year of Claims Claims Claims
2011/2012 107 $15,999,016 19.7%
2012/2013 89 $14,218,618 (11.1%)
2013/2014 93 $15,415,380 8.4%
2014/2015 85 $14,375,116 (6.7%)
2015/2016 80 $14,747,935 2.6%
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PUBLIC SERVICE BENEFIT PLAN ACT

PARTV

LONG TERM DISABILITY PLAN

For the Year
April 1, 2015 to March 31, 2016
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PUBLIC SERVICE BENEFIT PLAN ACT
LONG TERM DISABILITY PLAN
SUMMARY OF BENEFITS AND CLAIMS

For the Year
April 1, 2015 to March 31, 2016

Benefits:
The Long Term Disability Plan provides income to employees who become totally

disabled due to illness or injury. Benefits are payable after the employee has been
totally disabled for at least six months.

Employee Group Monthly Benefit (on average)

Bargaining unit employees 70% of the first $2,300 of monthly earnings and 50%
of the monthly earnings above $2,300.

Excluded employees 70% of the first $2,600 of monthly earnings and 50%
of the monthly earnings above $2,600.

BC Ferry Services Inc. 68.3% of the first $2,200 of monthly earnings and

(bargaining unit employees 50% of the monthly earnings above $2,200.

only)

Judges 70% of the regular gross monthly earnings.

Employees on long term disability continue to accrue pensionable service and are
covered by the Group Life Insurance Plan, Dental Plan, Extended Health Care Plan and
Medical Services Plan. All are covered by the LTD Fund.

Claims Experience:

Open claims on March 31, 2016 totaled 1,860. This benefit is extended to eligible public
service employees and to employees of other participating employer groups. There is
no enrolment process prior to receipt of a long term disability claim for adjudication.
Financial Arrangement:

The Long Term Disability Plan is funded through employer contributions based on a
percentage of payrolls using an independent actuarial review of experience. This
benefit is 100% employer paid.

The Long Term Disability Plan pays any required contributions to continue the employee
coverage under the Group Life Insurance Plan, Dental Plan, Extended Health Care Plan
and Medical Services Plan.

Service Provider:

The Great-West Life Assurance Company
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PUBLIC SERVICE BENEFIT PLAN ACT

LONG TERM DISABILITY PLAN
SCHEDULE NO. 1

4 YEAR COMPARATIVE CLAIMS ANALYSIS

For the Year April 1, 2015 to March 31, 2016

2012/2013 2013/2014  2014/2015  2015/2016
Active Claims as at April 1 1,878 1,944 1,923 1,889
Approved/Re-opened claims 498 453 508 493
Resolved claims 432 474 542 522
Active Claims as at March 31 1,944 1,923 1,889 1,860
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PUBLIC SERVICE BENEFIT PLAN ACT
LONG TERM DISABILITY PLAN
SCHEDULE NO. 2
STATEMENT OF FINANCIAL POSITION
AVAILABLE FOR BENEFITS
AS AT MARCH 31, 2016

($ thousands)
ASSETS
Cash 1,400
Accounts Receivable 541
Prepaid expenses 9
Dues From Other Government Organizations & /4
Dues from Province 9,009
Investments 588,845
Assets 600,516
LIABILITIES
Accounts Payable 2,123
Actuarial value of accrued LTD benefits 360,378
Liabilities 362,501
ACCUMULATED SURPLUS (DEFICIT 238,015

The LTD Plan is funded through employer contributions. The contributions are deposited in the
LTD fund operating account and invested by BC Investment Management Corporation. Reserves

are established and maintained based on actuarial valuation.
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PUBLIC SERVICE BENEFIT PLAN ACT

LONG TERM DISABILITY PLAN

SCHEDULE NO. 3

STATEMENT OF OPERATIONS AND CHANGES IN
NET FINANCIAL POSITION

FOR THE YEAR ENDED MARCH 31, 2016

INCREASE IN ASSETS

Net Investment Income
Employers' Contributions

Total Increase in Assets

DECREASE IN ASSETS

Disability Benefits

Contributions to Other Employee Benefit Plans™*
Net Change in Actuarial Liability for Plan Benefits
Program Administration Expenses

Rehabilitation Program Expenses

Claims Administration Expenses

Fund Management Fees

Bad Debt Expense

Claims Review Committee Expenses

Total Decrease in Assets

EXCESS (DEFICIENCY) OF INCOME OVER
DISBURSEMENTS

Province of
BC*

(% thousands)

$ (6,644)
36,412

$ 29,768

$ 40,112
8,806

2,594

2,284

64

1,375

421

45

329

$ 56,030

$ (26,262)

Other
Participating
Organizations

($ thousands)

$ (482)
3,804

$ 3,322

$ 4,601
1,008

(451)

270

0

153

33

1

47

$ 5,662

$ (2,340)

Total

($ thousands)

$ (7.126)
40,216

$ 33,090

$ 44712
9,815
2,143
2,554

64
1,528
454
46
376

$ 61,692

$ (28,602)

*Includes Liguor Distribution Branch and B.C. Mental Health Society Forensic Psychiatric Services

**As reflected in other benefit sections of this report
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PUBLIC SERVICE BENEFIT PLAN ACT
LONG TERM DISABILITY PLAN
SCHEDULE NO. 4
GROSS EXPENDITURE
5 YEAR COMPARATIVE ANALYSIS

Cost Factors:

Gross Percentage
Year Expenditure Change
2011/2012* $48,680,000 (20.7%)
2012/2013 $65,700,000 35.0%
2013/2014 $63,500,000 (3.4%)
2014/2015 $62,805,000 (1.1%)
2015/2016 $61,692,000 (1.8%)

*There were decreases in Long Term Disability expenditures in 2011/2012 due to a reduction in
the value of the actuarial liability of LTD claims of the Plan.
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Prepared for: Minister responsible for the BC Public Service Agency
For Information

Issue: BC Public Service Workplace Health Strategy

Background:

« The BC Public Service Agency has aligned health, safety and disability teams in the Workplace
Health and Safety (WHS) Branch which offer an integrated approach to health and safety
programming. This arrangement eliminates siloed solutions that achieve success by passing
costs onto other programs, and also focuses programming on the core issues driving health or
safety outcomes to deliver more sustained benefits for the workforce. The promotion of this
approach has been advocated by the Center for Disease Control (US), National Institutes for
Safety and Health and the American College of Occupational and Environmental Medicine. It is
seen as a key strategy in managing associated safety and health risks of an ageing workforce.

 Marketing, education and promotional efforts for WHS branch services and programs focus on
three themes:

o Prevent —raising awareness of individual health risks and encourage healthy choices to
keep employees healthy.

o Support - assisting individuals struggling with a health condition and help them connect to
available services, supports and programs.

o Return - engaging employees on work-disability early in the absence, keeping them
connected to the employer and identifying intervention opportunities early with a focus on
functional ability to support reintegration back to work.

* A key focus currently is delivering helpful, actionable information to managers and leaders to
intervene early; engaging the workforce in future health planning; and understanding more fully
the current risks and impacts of existing programing.

» Workforces that support employee health practices build individual health, improve safety
performance and enjoy greater operating efficiency. The BC Public Service has been building a
corporate health strategy through projects that demonstrate a positive outcome and a return on
investment.

Discussion:

e The Health Strategy 2.0: Building Safety and Health Practice is included in the 2016 Corporate
Plan. It reflects that organizational leadership, attention, services, skill development and
measurement lead to positive health and safety results and outcomes.

+ The strategy addresses risks arising from an aging workforce and a high prevalence of chronic
disease (primary issues are mental health and musculoskeletal issues). This health strategy
focus will assist in improving health and safety performance that has resulted in disability benefit
savings between $19 and $24 million annually when compared to benchmarks. Sick days per
FTE for the BC Public Service are significantly lower than other Canadian public administrations.
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+ The strategy emphasizes that managers have responsibilities for employee performance and
support including employee attendance, disability management, modified duties opportunities and
connecting employees to a wide range of prevention-oriented health resources. They are
supported with training, tools and services to build their skills and effectiveness.

+ Corporate-wide services focus on early intervention and support and triage of disability cases to
identify appropriate clinical, workplace or other supports. For complex cases, managers and
employees are supported with a multidisciplinary team of workplace health professionals to
provide rehabilitation support and to build safe, timely and sustainable return to work.

« The BC Public Service’s broad range of proactive and targeted health programming has led to
positive outcomes and caught the attention of a number of other public sector employers.

Summary:

« The BC Public Service health strategy has achieved significant results as compared to other
jurisdictions and is seen as a leader. Continued focus at engaging leaders in creating a safety and
health focused culture will maintain the health and safety performance to date and will position the
public service to better respond to emerging health issues in the future.

Nick Grant, Executive Lead
Recommended By Approved By
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Introduction

Health and safety performance is becoming recognized as a foundational driver of effective and
top performing organizations. The Conference Board of Canada in 2013 reported that short term
and long term absences from work cost Canadian businesses approximately $16.6 billion per
year. Costs of this magnitude have a direct impact on business’ viability, effectiveness, and
ability to meet customer demands both in the short and long terms.

The BC Public Service, one of BC’s largest employers, is not immune to the trends that are being
witnessed across the country. The annual cost of health issues to the BC Public Service averages
nearly $150 million in benefits and time away from work each year. Additionally,
approximately $50 million of at work productivith loss is experienced by individuals who are at
work but impacted by either an injury or illness.”

The BC Public Service workforce is aging. Currently the average age of a public service
employee is 45. In five years, it is projected that 41% of our workforce will be over the age of
50. Considering that older employees tend to use short term disability benefits more than
younger employees, we can expect to see increased financial pressure on disability plans in the
magnitude of 1716 additional days lost per year for this age group alone at a cost of
approximately $500,000 annually.

Chronic disease is on the rise in both the general population and in public service. This is
especially of concern when considering the trend that older people report more chronic disease as
well. Currently 49% of employees in the BC Public Service report dealing with a least one
chronic disease. Based on demographic projections, the rate of employees with chronic
conditions is expected to climb, contributing to the fact that people with chronic conditions are
also at greater risk of a workplace accident. Conference Board of Canada (2013) report
mental/behavioural health and Musculoskeletal/back issues as the two most frequent chronic
conditions leading to short term and long term disability. These results are mirrored in the BC
Public service disability results.

Meanwhile, new employee safety legislation and regulations are recognising the impact of the
work environment on the mental health in addition to the physical health of employees. It is
becoming more and more socially acceptable to have greater expectations of employers to safe
guard the psychological environment in which employees work. Additionally, it is becoming
more acceptable for employees to make claims related to mental and psychological health. In the
BC Public Service context, approximately 33% of employees in a voluntary sample self-reported
having, or having had, a diagnosis of anxiety; 25% reported having, or having had, a diagnosis of
depression; and 25% having, or having had, a diagnosis of sleep disorders.”
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What We Have Done to Date

In 2010, the BC Public Service took a first step in improving health and safety performance
when a Health and Productivity Strategy was introduced and endorsed by the Deputy Minister’s
Council." This Strategy outlined both the direct and indirect cost to the employer when
employees are ill, injured, or at risk of future illness. These costs can be potentially very high for
certain health concerns, such as mental health issues, where direct costs are combined with even
higher productivity loss costs for those employees who remain at work.

The 2010 strategy capitalized on the evidence-based concept that prevention and early
intervention efforts have the potential to create the most impactful return-on-investment over the
long term. It focused on reducing employee risk factors, keeping healthy employees safe and
healthy, intervening early to support symptomatic employees at work, as well as assisting those
off work to return in a safe and sustainable way. Developing and providing tools and services to
assist employees was central to the strategy. There were challenges however. In particular,
uptake of services was inconsistent and sporadic, often influenced by external factors that were
unforeseen such as collective bargaining, fiscal restraint, and general employee distrust of the
employer.

Despite the challenge of limited uptake, much work was done to promote and provide services
and supports that encourage positive health and safety behaviour in the BC Public Service and
includes:

e Increased access to and range of options of EAP services

e Just in time e-Learning for managers on disability management

e An at-work depression care option for EAP services

e Comprehensive health issues marketing campaigns and service promotions

e Avoluntary health risk assessment and health management tool

e On-site biometric screening clinics

e Mindfulness training for employees to belter cope with stress

e New learning courses for employees and managers on health and safety environments

The 2010 strategy and resulting actions gave birth to a climate where the dialogue on safety and
health began to be more mainstream throughout the public service. However, it’s clear that
there’s a further opportunity to nurture the development of awareness and buy-in around the
critical role of workplace health and safety in achieving individual, organizational and business
success.
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Why the continued focus on workplace
health and safety?

There is considerable evidence that paying attention to employee health and safety makes good
business sense, and that failure to do so results in multiple losses to organizations. Much
research in this realm has looked at quantifiable dollar losses, particularly as they relate to:
absenteeism, benefits/ drug costs, and other productivity concerns, including when employees
are at work but performing at sub-optimum levels due to health-related conditions
(presenteeism).'"'*'"'® In a similar vein, evidence in support of Health and Productivity 1.0
calculated annual BC Public Service-incurred benefits and productivity-loss costs, due to
common health conditions, to be in the neighbourhood of $150 million.'

But the benefits of healthy employees, including those in the BC Public Service, extend far
beyond the savings gained when absenteeism and health benefits costs are avoided. Employee
engagement is of great interest and there is a strong and multifaceted relationship between
engagement and employee health. Research suggests that these states are involved in a two-way,
possibly self-reinforcing relationship: healthy employees are more committed and committed
employees are healthier." Flowing from strong engagement and employee satisfaction come
other benefits to organizations, including increased customer satisfaction and related
organizational profitability‘Iﬁ Sears U.S. established a strong link between employee and
customer satisfaction, which then leads to positive business outcomes (profitability), as
represented in its compelling service-profit chain theory/model.**'

An employer focus on employee health and safety can also be an important recruitment tool " and,
for current employees, it’s an influential factor in retaining those employees and preventing
unnecessary turnover.>’ Efforts to support employee health, and particularly mental health and
psychological safety, can also: enhance creativity and innovation; positively impact employee
adaptability and resilience in the face of change and other stressors; facilitate learning potential,
focus, and initiative, and decrease the likelihood of unproductive conflict, >3 Also, given that
mental health issues are relatively common, and costly in terms of lost productivity, there is a
strong case for facilitating positive workplace mental health. ILITI8 At a broader level, there are
additional social benefits that can accrue from healthier workplaces and employees, including less
use of the health care system; improved health and quality of life within communities, and
potcntially more employee energy to contribute to family, volunteerism, and other societal
concerns.”® This serves to establish an organization’s reputation as a contributing corporate
citizen, which can further enhance employee engagement, recruitment, and retention efforts.

The Culture Connection

The workplace plays an integral role in the system that connects individual employees, their health
and organizational business performance.

The workplace can influence and make a difference in the health outcomes of employees which in
turn impacts performance and organizational outcomes. In fact, the workplace is viewed as an
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ideal and influential setting in which to positively impact employee health.”* Increasingly, well-
designed evidence-based health and safety-focused programming, education and supports is being
provided and promoted to employees, including those in the BC Public Service.

The workplace can also have a positive impact on the health behaviours of individual. Employee
attendance for employees with higher degrees of acute or chronic disease symptoms tends to be
better in supportive environments versus unsupportive environments. Additionally, employee
performance is also better for employees experiencing higher degrees of mental health symptoms
when they work in supportive environments versus unsupportive environments.*

Employers have the ability to limit employee exposure to harmful stimuli that can negatively
affect both health and performance. In addition to the psychosocial elements contained in the
work climate, issues such as the job structure provided to employees and the management
practices in which employees work impact their work experience. Increasing employee supports
focused on individual health have a limited impact if the job structure and management practices
do not follow suit.

These are important components regarding efforts to positively impact workplace health, safety
and performance. A consensus is emerging that a more foundational transformation of beliefs and
attitudes is also needed to change behaviours that inadvertently create an environment prone to
health and safety risks. Such a transformation is commonly referenced within the context of an
organization’s “culture” and involves: emphasizing the importance of employee health, creating
sustained leadership support at multiple levels, and offering motivational programming to reduce
major health risks.® It also entails creating a vision for workplace health and safety, articulating
this throughout the organization, and aligning organizational/workplace systems (e.g. job structure
and management practices) with this vision in order to “effect the way employees [at all levels]
think, feel, and behave related to matters of personal and group health.”’
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The culture of an organization serves to facilitate and maintain a common and engrained system
of belief and understanding about the importance of health and safety to the individual, the
workforce, and the overall organization. This shared understanding helps promote broader and
more sustainable health and safety-focused practice, and maximize the potential of existing
health and safety-focused programming and resources. While it can sometimes be hard to wrap
one’s mind around the somewhat esoteric concept of culture its benefits to an organization are

very tangible:9

e Ashared understanding and expectation that health and safety is an organizational

priority
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Management ownership and support of health as an organizational priority and value
Improved employee loyalty

Improved employee job and life satisfaction
Improved labour-management relationships
Improved retention of key employees




e Optimized performance [of all stakeholders]
e Appropriate levels of absenteeism (and other productivity losses)
e Appropriate levels of benefits/health-related costs

How does culture change happen?

Culture, which is supported by shared values, assumptions, definitions, and expectations, can be
difficult to shift. It is not changed by the mere communication of a new set of values or
expectations. Instead, it involves a more incremental process that typically begins with an
influential person or group who sees the need for change in the way things are being done. Armed
with a vision for change, the influencer(s) starts to act differently and enlist others to do the same.
If these actions create better results, and those results are communicated and celebrated, new
norms will form and shared values will grow. '’

In the BC Public Service culture, health and safety is beginning to grow in pockets, often spurred
on by the practice of enthusiastic local champions or leaders. There is opportunity, however, for
a broader infusion of such a culture throughout the whole of the BC Public Service. For this to
happen, a considered long term strategic approach and plan is needed.
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The Next Ten Years (2016 — 2026)

Building a culture within the BC Public Service that reflects a belief and value of safety and health
practice is a long term commitment. This plan is intended to set the direction for the next ten
years and to be an evolving document that builds on short term successes. It outlines a safety and
health vision for the BC Public Service as an employer which is hoped will encourage and lead
other employers to do the same. Long range strategic objectives as well as initial short term
activities are provided to shape the actions that will be evident to employees throughout the
organization and will shape how employees experience the workforce culture.

Safety and Health Vision for the Public Service

By 2026, the BC Public Service will have a thriving, high performing, and sustainable
workforce culture where safety and health are managed as strategic assets, ensuring
individual quality of life, well-being and engagement.

A thriving workforce is one where individual members and groups are able to grow, flourish and
experience positive health and social outcomes in all aspects of their lives including work, family,
and community. The interplay between health, safety, social connections, the work environment,
and organizational factors cannot be ignored and is related directly to how well a workforce
performs.

This vision recognizes the strategic yet practical value of workforce safety and health and how
individual, management and organizational investments of time, effort and resources will result in
better individual outcomes for the workforce and services to the people of British Columbia.

Long Term Strategic Objectives

1. Use an evidence base to target existing and new health and safety risks faced by
employees across the BC Public Service.

There is a great value in taking an early intervention approach to risks that already exist
and identifying those emerging risks whose prevalence is on the rise. We already know
through our metrics and confirmed through the experience of other employers that the
issues of mental health and musculoskeletal injury are two risks that need priority
attention through evidence-based mitigation strategies and action plans. While these
two issues are current threats to the health and safety of the workforce, continued
research and analysis of workforce demographics and risk will allow the BC Public
Service to intervene early and address issues as they arise over time.

Actions will include:
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e Evaluating population health trends and comparing to BC Public Service to
identify emerging issues needing intervention

e Developing and launching a comprehensive musculoskeletal injury prevention,
support and rehabilitation system of services

e Enhancing the current range of mental health supports and services that are
available to employees and managers

2. Identify and eliminate systemic organizational barriers and enhance the opportunity for
proactive and effective health and safety practices across the BC Public Service

An organization can have exceptional health and safety-focused programs and services,
but it is all too easy for there to exist organizational barriers to proactive safety and
health practices. Initiatives that are designed to increase the cost-effectiveness and
efficiency of an organization can often have unintended consequences that negatively
affect health and safety practice. Unintended consequences may take the form of a
supervisor who does not allow an employee access/time to take a health and safety
course(s); unmanageable work demands that makes it difficult for employees to take
breaks or results in long working hours; hiring processes that do not adequately
consider psychological job fit; performance management systems that reward leaders
for reaching business goals but fail to incent/acknowledge safe and healthy people
practices. Through identifying and addressing these barriers organizations and
individuals within them can be stimulated to make safety and health practices a priority.

Actions will include:

e Initiating a corporate forum with Agency, Central Agency and Ministry
representation to identify and coordinate initiatives to address systemic barriers
to safety and health practice

¢ |dentifying and resolving business processes that inadvertently interfere with
effective and proactive health and safety practice

e I|dentifying effective processes that reinforce health and safety practice and
evaluate characteristics that can be used to inform other process improvement
actions

3. Build the capacity of all public service employees to prioritize, maintain and improve
their own health and safety practices and those of their peers

Health and safety is a shared responsibility, and individual employees have the power
and some responsibility to act in the service of their own health, and ideally that of their
peers. The employer can facilitate this though: building awareness, skills & self-efficacy;
encouraging health & safety-focused leadership practices; creating opportunities and
permission for employees to participate in health-focused events/initiatives; relaying
relevant ongoing messaging (using social marketing principles) about the importance of
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health and safety; and visibly recognizing efforts in the area of workplace health and
safety efforts, mutual support, and leadership.

Actions will include:

e Establishing a network of health ambassadors across the public service that are
provided resources to engage with fellow employees regarding safety and health
supports and services in their own environments

e Increasing accessibility to employee and supervisor tools and resources to build
and sustain individual and group safety and health practices

e Launching systematic marketing campaigns to engage employees to participate
in programming and address key health and safety risks

e Developing and launching an online health planning tool for ministries and
workgroups to respond to localized safety and health needs

4. Build and maintain a robust measurement, evaluation and performance system to
monitor and direct health programming and workforce health and safety outcomes.

Presently, our measurement systems are dated and exist in silos that are not inter-
connected. This can make it difficult to get an accurate overall picture of the health &
safety outcomes for the BC Public Service workforce, and its many segmentations. A
more robust, integrated system, focused on measuring the total health and safety
outcome for the workforce will provide a fuller picture of the health and safety status of
various sub-populations; detect trends and changes in health and safety status and
performance; and provide evidence to help inform targeted health and safety initiatives
and monitor the success of those interventions.

Actions will include:

e Introducing a system of metrics that accurately report workforce heath,
productivity and organizational effectiveness.

e Regularly evaluating current and new health and safety programming to ensure
effectiveness in achieving desired health and safety outcomes

5. Embed corporate and organizational commitment to safety and health by integrating
health and safety into management and leadership practices across the BC Public Service

Both management and leadership roles (at all levels) are central to influencing the
quality of the employee experience at work. Specifically, leadership and management
actions set the tone for the health and safety practices of an organization. Enhancing
these practices can be accomplished through multiple mechanisms: manager training,
orientation, and developmental activities; performance management; accountabilities
articulated through policy/guidelines; and compelling business cases that speak to what
is important to managers.
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Actions will include:

e Delivering awareness campaigns for all employees demonstrating the
relationship between individual safety, health and organizational performance

e Maintaining executive engagement, awareness and development that
emphasizes safety and health as a key business driver and input to organizational
performance

e Developing and deploying an integrated safety and health training program for
supervisors, managers and executives.
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Issue: Mental Health Strategy for the BC Public Service

Background:

+ There is considerable focus currently on the impacts of mental health issues in the workplace. Many
reputable studies, spanning over a decade, speak to the costs (both direct and indirect) to
organizations of unaddressed mental health problems, as well as the significant opportunities for
cost mitigation when these issues are addressed or ideally avoided in the first place.

e« The BC Public Service is no exception. When benefits costs and productivity losses are added
together, mental health represents the highest cost illness/injury category, and the second most
common cause of work disability. Up to 22% of health benefits costs are attributed to mental health
issues. In dollar figures this translates into at least $14 million in benefits costs annually, with an
estimated added $35 million in productivity losses.

e Acknowledging the high degree of knowledge work required of the BC Public Service—with the
cognitive, creativity and adaptability demands that entails—mental health problems create further
productivity loss risks.

s Broader influences further highlight the issue of workplace mental health. Changes to BC's Workers
Compensation Act extend workers’ compensation coverage to include a broader range of stress-
related conditions/diagnoses and further recognize the impact of the work environment on the mental
health (not just the physical health) of employees. The increased profile of workplace bullying
dovetails with such changes, and psychological injury claims are likely to increase.

+ A Canadian voluntary standard for psychological health and safety in the workplace, released in
2013, serves to heighten the priority and profile of workplace mental health, and creates greater
expectations that employers will safeguard the psychological work environment.

* In addition, the issue of workplace stress, which is a risk factor for mental health problems in certain
vulnerable employees, continues to be a BC Public Service concern. Only 41% of respondents of the
2014 Stress and Health Survey (BC Stats) assessed their work-related stress as manageable.

¢ Given these clear impacts and trends, Health Strategy 2.0: Building Safety and Health Practice
identified mental health as an emerging health and safety risk within the BC Public Service, and an
issue needing further focus.

s As aresult, the strategy document Mental Health in the Public Service: Minding our Future (2017-
2020) (the Mental Health Strategy) was developed and finalized. This document will guide multi-
faceted work over the next three years, with the aim of improving the mental health status of BC
Public Service employees.
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Discussion:

¢ In creating the three-year Mental Health Strategy, an inventory of current mental health-focused
programs and services was created. The list was extensive and reinforced the fact that there is
already a robust range of existing resources.

e Health Strategy 2.0 used a seven-element framework to help guide its strategy and a similar
framework was used in developing the Mental Health Strategy. This framework focuses on: 1)
Governance context, 2) Evolving research and practice, 3) Emerging health and safety risks, 4)
Systemic barriers, 5) Health and safety prioritization, 6) Monitoring performance, and 7) Leadership
practices.

e Applying this framework helped highlight the gaps and opportunities in terms of our current mental
health-focused programs and services, the knowledge and skills of employees and managers/
supervisors, as well as broader workplace factors and practices related to workplace mental health.

s Better understanding how the Canadian voluntary standard for psychological health and safety in the
workplace can be further implemented in our large and diverse BC Public Service workforce is a
significant piece of work flowing out of the Mental Health Strategy. This work will involve prioritization
of actions and a staged approach, facilitated by consultation with experts.

s Another focus of the Mental Health Strategy will be the implementation of enhanced services for

targeted mental health concerns including trauma, depression, and substance use disorder recovery.

These represent areas needing greater attention, based on evidence and stakeholder feedback.

e Arming leaders with further resources, knowledge and skill-building opportunities related to
workplace mental health is another priority of the Mental Health Strategy. The manager/supervisor
can play a critical role in early identification and intervention of mental health issues, as well as in
creating a work environment that supports employee resilience and psychological health/safety.

* Given that stigma can be a significant barrier to employees seeking assistance for mental health
issues, the Mental Health Strategy also puts forward several actions aimed at breaking down stigma.
These include educating employees about mental health basics, including skill-building to support
positive mental health, as well as creating multiple opportunities for employees at all levels to
communicate about mental health, including their lived experience, in safe and respectful forums.

e The Agency is in the early months of implementing this three-year strategy.

Summary:

s Health Strategy 2.0 identified mental health as an emerging health and safety risk within the BC
Public Service workforce, and as an issue needing further focus.

* Inresponse, the mental health strategy: Mental Health in the Public Service: Minding our Future
(2017-2020) was developed.

* Inthat development process, current mental health-focused resources and capacity were identified,
as well as gaps and opportunities to build upon those existing resources.

¢ Some areas for particular focus and action over the next three years include:

o Implementing the Canadian voluntary standard for workplace psychological health/safety;
o Enhancing services for targeted mental health concerns, such as trauma and depression;
o Arming leaders with further resources, knowledge, and skill-building opportunities, and

o Increasing mental health-focused awareness, skills, and conversations among employees.

Nick Grant, Executive Lead
Recommended By Approved
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Mental Health in the BC Public Service
Minding our Future (2017-2020)

Background

There is considerable and undeniable focus these days on the impacts of mental health issues in the
workplace. Many reputable studies, spanning over a decade, speak to the costs (both direct and
indirect) to organizations of unaddressed mental health problems, as well as the significant
opportunities for cost mitigation when these issues are addressed or ideally avoided in the first place.*’”
A recent report by the Conference Board of Canada found that mental health conditions among
working-aged Canadians cost employers $20.7 billion annually due to losses in labour force participation
and that this cost was forecast to approach $30 billion by 2030.?

The BC Public Service is no exception. When benefits costs and productivity losses are added together,
mental health represents the highest cost illness/injury category, and the second most common cause of
work disability. Up to 22% of health benefits costs are attributed to mental health issues. In dollar figures
this translates into at least $14 million in benefits costs annually, with an estimated added $35 million in
productivity losses.” In addition, 17% of respondents in the BC Public Service Stress and Health Survey
2014 reported a diagnosis of mental illness. Of those, almost 30% also reported some form of
musculoskeletal disease: another major health-related cost driver.? In another, smaller employee
questionnaire, 25% of 4000 respondents reported having/having had a sleep disorder diagnosis.” And,
given the high degree of knowledge work required of the BC Public Service—with the cognitive, creativity
and adaptability demands that entails—mental health problems create further productivity loss risks.

Broader influences further highlight the issue of workplace mental health. Changes to BC's Workers
Compensation Act extend workers’ compensation coverage to include a broader range of stress-related
conditions/diagnoses and further recognize the impact of the work environment on the mental health
(not just the physical health) of employees. The increased profile of workplace bullying dovetails with
such changes, and psychological injury claims are likely to increase. A Canadian voluntary standard for
psychological health and safety in the workplace °, released in 2013, serves to heighten the priority and
profile of workplace mental health, and creates greater expectations that employers will safeguard the
psychological work environment. In addition, the issue of workplace stress, which is a risk factor for
mental health problems in certain vulnerable employees, continues to be a BC Public Service concern.
Only 41% of Stress and Health Survey * respondents assessed their work-related stress as manageable.

Given these clear impacts and trends, Health Strategy 2.0: Building Safety and Health Practice *°
identified mental health as an emerging health and safety risk within the BC Public Service, and an issue
needing further focus.

Current Programming/Resources

At a corporate level, the BC Public Service Agency’s Workplace Health & Safety Branch (WHS), provides
health and safety programs and services across a spectrum: from prevention-focused resources to more
complex return to work supports. This is no less the case in the area of workplace mental health, where
employees can benefit from different types/levels of programming at different periods throughout their
employment.

What follows is a survey of the mental health-related resources currently offered:
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Mental Health in the BC Public Service
Minding our Future (2017-2020)

Prevention Focus

Health Issues Awareness Program

A communication program designed to increase employee health (including mental health) literacy, and
provide a platform for discussion of these topics. The Health-bent blog: a cornerstone of this program is
typically published bi-weekly, as are blogs or articles on a newer online community group: Health Where
You Work. Corporate promotional or social marketing campaigns are also offered throughout the year
(typically three to four) that focus on health topics or programs such as Healthy Workplace Month. As
well, MyHR hosts Mental Health Matters, a web-based toolkit of mental health-focused information.

LifeSpeak video subscription

An externally produced video collection (500+ videos), offering a further health/mental health literacy
resource that touches on a broad range of topics including mental health, relationships, and personal
growth. Employees view over 20,000 minutes of video material annually.

Healthy Minds and related educational workshops

Offer face to face, Lync-delivered, and e-courses (in-house & external content) to employee and
manager/supervisor audiences. Healthy Minds workshops are typically delivered at three points during
the year, providing approximately 40 learning events annually.

Lifestyle management phone-based services

Morneau Shepell (Employee and Family Assistance Services [EFAS] contractor) delivers a range of
phone-based services concerned with common life management issues that employees encounter.
Some issues include: legal matters, financial concerns, relationships, and family-focused issues
(parenting, elder care). Service use continues to be strong, with 2031 cases recorded in 2015/16.

Manager Advice Line

A phone service that connects managers/supervisors with Morneau Shepell (EFAS contractor) clinical
professionals who provide just in time advice around a range of workplace issues, including having
difficult conversations, suspected mental health issues, and understanding difficult or perplexing
behaviour. Uptake on this service is low relative to the potential utility but is growing with more
promotion (76 cases in 2015/16 versus 45 in 2014/15).

Health Risk Assessment (HRA) tool

In the past we have employed a multi-faceted health management system, which included a health risk
assessment (HRA) tool, with mental health-related components and high-quality resource information.
Low uptake of this resource meant that its benefit were not optimized. As HRA data can be a valuable
source of information for program planning and evaluations, launch of an updated HRA is anticipated.

Support for ministry-specific promotional initiatives, wellness committees, etc.

Involves a program (Health Bound) of enhanced promotion of resources, done for four ministries in the
last year, as well as all-services presentations/orientations, and assistance at health/mental health fairs.
Volume varies with demand but can amount to 25-30 presentations/health fair attendances per year.

Mindfulness meditation-based programming

Programming has included 2 pilots of an 8-week stress-focused course for at-risk employee groups: one
in 2014 and another in 2015. Both pilots found positive results overall for participants. Ongoing
mindfulness-related resources include a new web page of audio/video support materials, in addition to
ongoing short-term workshops offered under the Healthy Minds banner (20-25 per year).
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Mental Health in the BC Public Service
Minding our Future (2017-2020)

Critical Incident Response services

A specialized professional on-site response to a workplace crisis or traumatic event. Service is provided
through Morenau Shepell (EFAS contractor) on a fee-for-service basis. This service was used 29 times in
2015/16, 33 times in 2014/15, and 25 the previous year. As of April 1, 2016, Ministry of Children and
Family Development began receiving these services via the Corpoate EFAS contract. This has significantly
increased the number of critical incident response cases seen annually.

Stay at Work Support

Counselling services/support

Maorneau Shepell (EFAS contactor) delivers a short-term counselling service primarily in person, but also
by phone, and online methods. Last year there were approximately 5100 cases, which is above average
for this work sector. In addition, employees have access to extended health benefits for psychological
services (registered psychologist or counsellor). In 2014/15, $656,874.41 was claimed for this benefit,
which represented an increase of approximately $45,000 over the previous year.

Enhanced “Depression Care”

A specialized service through the EFAS contractor that offers a more in-depth cognitive behavioural
therapy-focused intervention to self-referred employees who are at work but experiencing depression
and/or anxiety symptoms. Two pilots of this service have been offered to: 50 employees in pilot one and
approximately the same number in pilot two. Results of both pilots were inconclusive, due to low overall
completion rates; however, there does appear to be a need for moderate-length mental health support
in well selected cases.

Managing Employee Health Issues at Work service

This in-house service through supports supervisors who have employees at work with health conditions
that are negatively impacting their work. In such cases, a supervisor and employee work together with
an occupational health nurse to identify options to help the employee better manager his/her health
condition. The service sees approximately 72 cases per year, and a good portion of these involve mental
health issues in whole or in part.

Learning Supports for Managers/Leaders

On an ad hoc basis, work groups can request dedicated (fee-for-service) mental health-focused course
such as Mental Health Fundamentals. Also, in the past a branch return-to-work specialist/occupational
health nurse team have delivered manager-focused sessions on supporting mental health issues in the
workplace. This happens infrequently, and the latter service lacks capacity given other work priorities.

Workplace Health Planning Service

A relatively new service that provides workplace health planning assistance in several ways. The service
may: 1) offer health resource-focused recommendations as part of a broader workplace intervention
plan; 2) work with a business area to recommend and help roll out a single tactic intervention, or 3)
consult with a workplace to create a more extensive plan to address identified health-related issues.
An anticipated service focus is helping workplaces create plans to better deal with workplace stressors.
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Mental Health in the BC Public Service
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Trauma Support pilot

Provided regular onsite specialized clinical support, through the EFAS contractor, for a work group at risk
of experiencing secondary/vicarious trauma. This pilot began in spring of 2015 and wrapped up in early
2016. Results of the pilot, included employee survey feedback, although the response rate was low.
However, other indicators suggested a positive response to the program, including: full uptake of
available counsellor appointment times, strong referral rate to subsequent EFAS-delivered counselling,
and endorsement by worksite manager. This specialized service could be appropriate for other work sites
with similar challenges, given the right workplace climate and strong support by worksite managers.

Return to Work

Early Intervention and Return to Work Program

An integrated case management program designed to assist supervisors manage their employees’
health-related absences. A supervisor works with an early intervention & return to work specialist, their
employee, often an occupational health nurse, and other practitioners as needed, to develop an
appropriate and sustainable return to work plan. This Program saw approximately 466 mental health-
related complex cases in the 2014/15 fiscal year; this represents about 42% of total complex cases.

Cognitive Behavioural Therapy (CBT)

In a return-to-work case, where mental health issues are involved, an occupational health nurse may
recommend a course of CBT (typically up to 10 sessions) to be delivered by a contracted practitioner.
Often several sessions would occur before return to work, then the balance upon return to work as a
support during this period. There is no easy way to calculate how many cases occur annually.

E-Learning Series/Skill-building E-course: “Early Intervention & Return to Work”

This resource for supervisors focuses on multiple aspects of disability plans, the benefits of early
intervention, and the return to work process. It includes nine modules, developed with in-house
expertise, including an introductory module that sets the foundation for the series. Uptake of the
modules is at approximately 250 views in total per month. A new e-course has recently been developed,
which creates opportunities for skill-building with a range of employee health issue scenarios.

Substance Abuse Treatment Funding program

Provides an interest-free loan and a grant to support the funding of recommended abstinence-based
residential treatment for employees. The loan is up to a maximum of $3000, and a grant of up to $3000
is also available after the employee finances the first $3000 (through the loan or other financial
sources). On average, this program receives approximately 20 applications for funding per year,
although demand appears to be on the rise.

Recovery Management Program

A specialized, structured continuing care program for employees in safety sensitive positions who are in
substance dependence recovery. This program typically includes third party biological monitoring of
employees, as well as an agreement that sets out a schedule of other recovery-related activities with
which the employee must comply. Such agreements typically span two years (sometimes longer). There
is no current mechanism to count how many employees are involved in this program at any one time. A
recovery support service for non-safety sensitive positions is slated to be introduced in 2017.
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Are We Minding the Gap?

A Mental Health Framework

As outlined in the previous section, there is a spectrum of mental health-focused programs and services
currently in place to support BC Public Service employees. In addition, highly endorsed initiatives such as
the Work Environment Survey (WES) and respectful workplace-related policies and resources further
support employee mental health in the workplace. That being said, there remain opportunities to
expand current programs, services, and other supportive initiatives in this realm.

To guide thoughtful identification of opportunities for moving forward, the following mental health
framework is helpful. This framework is aligned with strategic objectives set out in the endorsed Health
Strategy 2.0. 10

Use an evidence base to target existing and Identify and eliminate systemic organizational
new mental health risks faced by barriers and enhance the opportunity for proactive
employees across the BC Public Service mental health practices across the BC Public Service
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and leadership practices across the BC Public
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External Elements

The BC Public Service exists in a broader context, where legal, legislative, and societal influences; as well
as evolving research and best practices, inevitably impact the direction and priorities of its workplace
mental health-focused strategic planning.

Governance Context

The governance context of this framework includes the laws, policies, standards, and even societal
expectations that direct and promote mentally healthy and protective environments, including those in
the workplace. An example of this were changes to the (BC) Workers’ Compensation Act in 2012, which
expanded the scope of mental disorder compensation to include the impact of cumulative work-related
stressors, in addition to acute traumatic events. Another current influencer in the governance context is

Page 282 of 289



Mental Health in the BC Public Service
Minding our Future (2017-2020)

a growing focus on psychological safety in the workplace. The Canadian Standard for Psychological
Safety in the Workplace (the Standard) ® was released in 2013. While this Standard is still voluntary,
there’s an increasing expectation that employers will be familiar with it, and implement its elements in
whole or in part.

The Opportunity

As an employer, we are in the early days of fully understanding the Standard’s multiple aspects,
assessing the gaps relative to the supports we currently have in place, and creating a realistic
implementation plan that takes into account the complexity of the BC Public Service and the potential
levels of implementation responsibilities. As well, the issue of trauma awareness, prevention and
mitigation is on the radar of this employer, particularly among certain high-risk occupational groups.
There is a demand from these groups for more supports in this area. We have delivered some
awareness sessions related to this issue, but there is potential to make further resources available.

To close the gap we will:

v" Establish how Standard elements relate to our broader health strategies (as well as other
relevant corporate initiatives). What is currently being addressed and where are there gaps?

v Design a Canadian Standard for Psychological Safety in the Workplace awareness session.

v Explore policy-focused mechanisms for facilitating/supporting a culture of workplace health and
safety. This could involve creation of a new health-focused policy and or amendments to
existing human resource policies.

v Include Standard-related implementation expertise in the next EFAP Request for Proposal (RFP).

v" Work with EFAP contractor to co-develop standard and tailored trauma-related educational
workshops for employee and manager/supervisor audiences (and continue to evaluate these).

v" Complete onsite trauma counselling support pilot with Victoria Court Services, and wrap up the
evaluation, including an assessment of cost-benefit, lessons learned, and possible broader
applications. This will guide decisions on future offerings of this tailored, higher touch service.

v Continue to work with Ministry of Children and Family Development and our current Critical
Incident Response (CIR) provider to ensure ministry-specific needs are met, including continuity
of care for post-CIR counselling that is relevant to employees’ tailored needs.

v Explore other trauma supports, which could include offering specialized trauma-focused
counselling/psychological support or expanded counselling cases with counsellors who have
expertise in dealing with trauma. In addition, such service options need to be included in the
EFAP RFP that is currently under development.

Evolving Research and Practice

This external contextual component also informs and influences the direction and priorities of
workplace mental health programs and initiatives. It includes research into mental health risk factors
and issues, as well as academic study that examines the efficacy of mental health-focused programs and
interventions. Industry best practices, as well as trends in programming as reported by industry experts
in workplace mental health, also need to be taken into account when developing and implementing new
mental health programming. Research and best practice may intersect with the governance context. For
example, an increased research focus on workplace trauma/stressors and the increasing emphasis on
workforce psychological protection is both in response to—and has informed—regulations around
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mental disorders compensation, as well as the Standard.

The Opportunity

The research and practice around workplace mental health is plentiful and multi-focused. Some of this
work includes a focus on psychological safety in the workplace, as well as the prevention and treatment
of multiple levels of trauma: issues addressed above. In addition, other current issues of research
interest, investigation, and application include: stress management, building resilience, mindfulness
meditation, and the significant role of such factors as work environment characteristics and manager
knowledge/skills in promoting and protecting employee mental health. Our current resource offerings
address each of these issues to some degree, but there is scope for more work to be done.

To close the gap we will:

v" Learn more about what other organizations are doing around employee resilience, including
how supports related to resilience (and or stress management) are being offered through
mobile applications. Also, include inquiry about such resources in the upcoming EFAP RFP.

v Continue to explore high quality external/academic research in the realm of workplace mental
health, looking both at risks related to mental health and the prevalence of particular employee
issues. Ideally this will alert us to possible risks for further investigation and or inform us where
we sit relative to other comparable workplaces or sectors. An example of a potential emerging
research area would be the mental health and social well-being impacts of Leading Workplace
Strategies, * mobile work or working alone.

Internal Elements

Sitting within these external contexts are several areas of focus that need to be attended to in order to
create a comprehensive, integrated, and strategic response to workplace mental health-focused
initiatives and supports.

Emerging Health & Safety Risks

As was put forward in Health Strategy 2.0,'° a range of BC Public Service metrics has identified mental
health as a top health risk. Deeper-dive internal evidence, including the Work Environment Survey, the
Stress & Health Sur\.!e\,r,3 EFAP data, customer/client feedback, as well as relevant external research
point to more specific mental health risks and issues to be addressed.

The Opportunity

Some of these risks and issues include: stress management, use of alcohol as a stress management tool,
anxiety, and trauma prevention and support for targeted occupational groups. Again, current resource
offerings address most of these issues to some degree, but there is room for further work.

To close the gap we will:

v Use evaluation results from the two pilot offerings of the eight-week Mindfulness-Based Stress
Reduction (MBSR) program to inform recommendations regarding future offerings of this or
relating programming.
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v" Explore and offer further workshops and presentations in the area of resilience, and stress
management/hardiness, potentially including the related topic of more effectively navigating and
leading change. This would include sessions for managers/supervisors around better
understanding workplace stressors and how leaders can help mitigate some of these.

v"In the upcoming RFP for EFAP services, include inquiry around clinician-lead support groups and
or addiction-specific post-treatment case supports.

v'  See also trauma-intervention-related actions in the “Governance Context” section above.

Systemic Barriers

Identifying and addressing systemic organizational barriers to mental health promotion and protection is
another important element of focus. Initiatives that are designed to increase the cost-effectiveness and
efficiency of an organization can have unintended consequences that negatively affect employee mental
health. This may result in a supervisor who does not allow an employee access/time to take health-
related course(s) due to time constraints; unmanageable work demands that make it difficult for
employees to take breaks or result in long working hours; hiring processes that do not adequately
consider psychological job fit; performance management systems that reward leaders for reaching
business goals but fail to incent/acknowledge practices and knowledge acquisition that facilitate a
mentally healthy work environment.

The Opportunity

Health Strategy 2.0"° challenges us as an employer to think in a different way about how policies, work
practices, initiatives, and priorities in one area can impact those in another, and possibly lead to
negative health and safety implications. Taking a broader, systems view and considering these potential
impacts—often unintended—represents a new lens and way of thinking for many of us.

To close the gap we will:

v’ Establish a cross-government ADM-level advisory committee that would provide strategic advice
to the Medical Director re applying workplace health and safety practices within the BC Public
Service. This would include practices that support employee mental health, and iliness recovery.

v" Work with the Learning Centre, and the health and safety training framework, to identify
opportunities to integrate relevant mental health-related information and supportive practices
into standard supervisor-specific learning.

v" Engage in cross-Employee Relations Division discussions (adding other players as needed) to
create an agreed upon framewaork/approach/philosophy for addressing employee substance
abuse cases that come to the attention of the employer.

v See also exploring policy-focused mechanisms in the previous “Governance Context” section.

Health & Safety Prioritization

There is a strong business case to be made that workforce mental health, and the conditions that reduce
risk and optimize health, are of interest to the employer. However, there is also the need for BC Public
Service employees to share in that responsibility and act in the service of their own mental health, and
ideally that of their peers. The employer can facilitate employee mental health capacity-building
through: building awareness, skills, and self-efficacy; encouraging mental health-promoting leadership
practices; creating opportunities and permission for employees to participate in mental health-focused
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programs/initiatives; creating/shaping programs and initiatives that are responsive to employee needs;
relaying relevant ongoing messaging (using social marketing principles) about the nature and
importance of mental health, and recognizing individual and manager/supervisor promotional efforts in
this realm.

The Opportunity

Through the Workplace Health Consultations done in 2014 and regular feedback from employees, we
learned that mental health is an important issue for employees. Employees are looking for information
about mental health and related resources, including resources that support upstream management of
mental health, such as skills for coping effectively with stress. Identified barriers to employee mental
health-related self-care and help-seeking include pockets of stigma and a culture of silence around this
issue (as well as that of substance abuse). In addition, systemic barriers and leadership practices impact
the degree to which employees feel able to, or supported in, supporting their own mental health.

To close the gap we will:

v" Work with the EFAP contractor to create e-course related to mental health (first aid) basics, and
or include this requirement in future RFP for EFAP services.

v" Continue to engage employees in conversations about mental health through corporate
communication tools and supported campaigns, as well as through increasing presentations
about health and mental health-related programs and services.

v Launch a multi-year campaign to address the individual and workplace impacts of alcohol use
and misuse (with alcohol being a potential health threat and most common substance of abuse).

v' Review the Substance Abuse Treatment Funding program in terms of: scope, eligibility, and
benefits offered.

Monitor Performance

Monitoring performance is another key element of the mental health framework. As outlined in Health
Strategy 2.0,'° there is work to be done in terms of creating an updated, integrated system for
measuring the total health and safety outcomes for the workforce, as well as its subpopulations.
Workplace mental health outcomes represent one component of this larger health and safety-related
measurement system. As well, performance measurement and evaluation is also an important aspect of
any individual program or service offering and mental health-focused programs need to be regularly
evaluated in terms of output and outcome.

The Opportunity

Recognizing the importance of a more integrated approach to health and safety performance
measurement and monitoring, Health Strategy 2.0 outlines several key initiatives in this area. This will
be enabled by new research and data analysis expertise in the Workplace Health & Safety branch.
Measuring mental health-related outcomes will be an important aspect of these initiatives.

To close the gap we will:

v" Assist with mental health-related aspects of planned program/service review schedule of
existing WHS resources to assess output and outcome achievement and effectiveness.

v Explore practical measurement tools to assist managers/supervisors in assessing their efforts in
creating psychologically safe and healthy workplaces.
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Leadership Practices

At the centre of the centre of the Mental Health Framework’s integrated and inter-related elements is a
focus on embedding corporate and organizational commitment to employee mental health into
management and leadership practices across the BC Public Service. Both management and leadership
roles (at all levels) are central to influencing the quality of the employee experience at work. Specifically,
leadership and management actions set the tone for the mental health-impacting practices of an organi-
zation. Enhancing these practices can be accomplished through multiple mechanisms: manager training,
orientation, and developmental activities; performance management; accountabilities articulated
through policy/guidelines; and compelling business cases that speak to what is important to managers.

The Opportunity

Supervising/managing people and team is an important and challenging function. Doing so in a manner
that promotes and protects the mental health of employees adds a further layer of challenge. In
addition, the ability to notice when an employee may be struggling with a mental health issue, or life
challenges that may compromise his/her mental health, and have an effective conversation around this,
involves knowledge, awareness, and some level of confidence and skill. Through various channels,
including health consultations, we have heard that managers/supervisors are looking for resources to
develop or boost their competence in this area. In addition, our current EFAP contractor identifies this
as the top request among their customers.

With respect to a broader level of leadership there remain opportunities to create conditions and
incentives that encourage and reinforce a culture of safety and health, and send a strong signal that
psychologically safe and healthy workplaces are a priority.

To close the gap we will:

v" Create and include health-focused behavioural leadership competencies for leadership roles, wit
a lens on behaviours that promote psychological safety and health.

v" Propose that Mental Health Fundamentals or other course focused on mental health basics/first
aid be part of the Supervisor Development Certificate Program. [The issue of stigma, early
intervention, barriers to return to work, and how to support an employee are important topics]

v Explore capacity of WHS to offer short, practical in-house developed information sessions, led by
WHS specialists (this has been offered on an ad hoc basis and feedback was very favorable).

v" Review Mental Health Matters (and other mental health-focused MyHR material) with an eye to
enhancing the relevance, usability, and promotion of content for managers/ supervisors. For
example, there is potential to address accommodations related to mental health and or noticing
behaviour that might signal a mental health or impairment issue and guidance around response.

v" Continue to promote the Manager Advice Line, as well as educating about other support
services for managers and employees.

v" Include a workplace mental health-related component in leadership awareness sessions related
to Health Strategy 2.0."°

v See activity establishing a high-level cross-government advisory committee in the previous
“Systemic Barriers” section.

h
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Concluding Comments

As was outlined in the opening section of this paper, the case for focusing on workplace mental health
as a health and safety risk is clear. Currently there is a solid spectrum of programs and services in place
to support employee mental health; however, there are also opportunities to take action to improve
workplace mental health-related practice and outcomes. As set out above, our mental health
framework—aligned with the strategic objectives of Health Strategy 2.0 °—represents a comprehensive
guiding structure for systematically thinking through/planning workplace mental health direction and
priorities for the next several years. The accompanying tactics for moving forward and “closing the gap”
reflect a mix of approaches, ranging from enhancing existing resources to tackling the more complex
issues of barriers and culture as they pertain to supporting psychologically safe and healthy workplaces.

11
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