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Interior Health would like to recognize and acknowledge the traditional,ancestral,and unceded

territories of the Dakelh Dené, Ktunaxa, Nlaka'pamux, Secwépemc, St'at'imc, Syilx,and Tsilhgot'in

Nations,where we live, learn, collaborate and work together.

Interior Health recognizesthatdiversity in the workplace shapesvalues, attitudes, expectations,

perception ofselfand othersand inturnimpactsbehaviorsin the workplace. The dimensionsofa

diverse workplaceincludesthe protected characteristics underthe humanrightscode of: race,
color,ancestry, place oforigin, political belief, religion, marital status, family status, physical
disability, mental disability, sex, sexual orientation, genderidentity or expression, age, criminal or
summary conviction unrelated toemployment.

1.0 PURPOSE

To provide standardsof conduct for all employeesofInterior Health (IH).

2.0 DEFINITIONS

TERM

DEFINITION

Cultural Safety

Thedesired outcome and canonly be defined by the
Aboriginal person receiving careinamannerthatissafe
and doesnot profile or discriminateagainstthe person but
is experienced asrespectful, safe and allows meaningful
communication and service. Itisa physically, socially,
emotionally and spiritually safe environment, without
challenge,ignorance ordenial ofanindividual'sidentity. To
be culturally safe requires positive anti-racismstances,
toolsand approachesand the continuous practice of
cultural humility.

Diversity Array of identities, abilities, backgrounds, cultures, skills,
perspectives, and experiencesthatare representative ofan
organization'scurrentand evolving workforce.

Hazard Situations, conditions, orthingswith the potentialto cause
harm.

3.0 POLICY

IH believesthatthe higheststandardsof conductonthe part ofits employeesare
essential tomaintainand enhance the public'strustand confidence,and toensure
superiorservice tothose who we serve.

ThisPolicy describesthe standardsofconductrequired ofall employees. ThisPolicyis
not intendedtoabridge the statutoryrightsof IH or any person, orthe rightsof any
employee underthetermsofa Collective Agreement.
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3.1 Compliance with Standards

Therequirementtocomplywith these standardsofconductisa condition of
employment. Employeeswho fail tocomply with these standards may be subject
to disciplinaryaction up toand including dismissal. Employees should contact
Human Resources (HR) for advice and assistance on the interpretation or
applicationofthisPolicy. Dealswith recurrentissuesand ongoing situations
ratherthan one-timeevents.

3.2 Loyalty

IHemployeeshaveadutyofloyaltyto|H astheiremployer. The duty of loyalty
requiresemployeestoserve IH honestly, faithfullyandtothe best of their
ability.

The conductof IH employeesshouldinstill confidence and trustand notbring
IH intodisrepute.

3.3 Confidentiality

Confidential informationthatemployeesreceive through theiremployment
must not be divulgedtoanyone otherthan personswhoare authorized to
receive the information. Employeeswhoarein doubtasto whethercertain
information isconfidentialmustask the appropriate authority before
disclosingit. Caution and discretionin handling confidential information
extendstodisclosure madeinsideand outside of IH and continuestoapply
after theemploymentrelationshipceases.

Confidential informationthatemployeesreceive through theiremployment
must not be used by an employee for the purpose of furthering any private
interest, oras a meansof making personalgains. See 3.7 Conflicts of Interest
section of this Policy for details.

3.4 Public Comments or Endorsements

IHemployeesare freetocommenton publicissuesbut must exercise caution
to ensure, that by doing so, theydo notjeopardize the perceptionof
impartiality in the performance of theirduties. Forthisreason, care shouldbe
takenin making commentsorenteringinto publicdebate regarding IH
policies.

Employeesmust notuse their position asan employee of IH tolend weightto
the publicexpression oftheir personal opinionsincluding endorsements.

Employees must exercise caution toensure thattheyare not perceived as
speaking on behalfofIH unlesstheyare authorizedtodo so as partof theirjob
duties.

Policy Sponsor:

Vice President, Human Resources 20of N

Policy Steward:

Director, Human Resources Operations

Date Approved

March 2004 Date(s) Reviewed-r/Revised-R: March 2023 (R); May 2023 (R)

This is an Interior Health CONTROLLED document. A copy of this document in paper form is not controlled and should be checked against

the electronic file version to ensure accuracy.




Y

Administrative Policy Manual

Interior Health

Code: AU Human Resources

AUO0100 - STANDARDS OF CONDUCT FORINTERIOR HEALTH EMPLOYEES

3.5 Serviceto thePublic

Employees must provideservice tothe publicin a mannerthatisrespectful,

courteous, professional, caring, culturally safe, equitable, efficient and effective

such that thedignity of patients, clientsand the people we serve ismaintained at
all times. Employees must be sensitive, caring and responsive to the changing
needs, expectationsand rightsofa diverse public, while respecting the
framework within which service tothe publicis provided. Employeebehavior that
iscontrary representsa failurein the discharge of servicetothe publicand will
not be tolerated. Use the active voice and present tense, whenever possible.

3.6 Workplace Behavior

e Thebehavior,conductandlanguageoflH employeesinthe workplace must
be consistentwith Provincial and Federal legislation (includingthe Criminal
Code of Canada,the BCHumanRights Code, the BC Worker'sCompensation
Act and the general policiesand regulations of WorkSafeBC [WSBC] Criminal
Code of Canada).

e Employees' conduct, actionsand demeanor must meetacceptable social
standardsand must contribute to a positive work environment. An employee's
conduct must notcompromise the integrity of IH.

e Incommitmenttoasafeand healthyworkplace where diversityiswelcomed
andvalued.Employeesaretotreateach otherwith respectand dignityand
must not engage in behaviorthatcontravenesthe legislation setoutabove or
IH'spolicies (including but not limited tothe Workplace Environment Policy
AUTO00 andthe Theft, Fraud and Corruption Policy AU4000.

3.7 Conflict of Interest

e Aconflictofinterestoccurswhen an employee's privateaffairsorfinancial
interestsarein conflict,or could resultin a perception of conflict, with the
employee'sdutiesorresponsibilitiesin such a way that:

o theemployee'sabilitytoactinthe publicinterestcouldbeimpaired;or

o theemployee'sactionsorconduct could undermine orcompromise the
public'sconfidence in the employee'sability todischarge work
responsibilities, orthe trust thatthe publicplacesin IH.

e Allemployeesare encouragedto participateinafull range ofcommunity
organizationsand services. However, when doing so,employees mustarrange
their private affairsina mannerthatwill prevent conflictsofinterest, orthe
perception of conflictsof interest, from arising.

e Ifemployeeshaveanyquestionsregarding whetherthey maybeina conflict
or perceived conflict, they should contact HRto discussthe matter. Employees
who find themselvesin an actual, perceivedor potential conflict ofinterest
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must disclose the matterto HR and theirsupervisor ormanagerand complete
the Disclosure of Real or Apparent or Potential Conflicts of Interest form.

e Thefollowingemployeesare required tocompletea conflictofinterest
disclosure formonanannual basis.

Senior Executive Team;

Executive Medical Directors;

Medical Health Officers;

Executive DirectorsClinical Operationsand Corporate Directors
DirectorsClinical Operationsand Directors

Network Directors;

Excluded Managers;

Employeeswith significantsigning authority;

Controller.

O O O O OO0 O O

o

Areminderwill be sentoutfrom HRwhen the process beginseachyear.
e Examplesofconflictsof interestinclude, butare notlimited to, the following:

o anemployee uses|H property orthe employee's position, office or IH
affiliationto pursue personalinterests;

o anemployeeisinasituation wherethe employeeisunderobligationtoa
person who mightbenefitfrom orseek to gain special consideration or
favor;

o anemployee, inthe performance ofofficial duties, gives preferential
treatmenttoanindividual, corporation or organization,includinga non-
profitorganization,in which the employee, related personsor relationships,
hasaninterest, financial orotherwise;

o anemployee benefitsfrom, oris reasonably perceived by the publicto have
benefited from, the use ofinformation acquired solely by reason of the
employee'semployment;

o anemployee benefitsfrom, oris reasonably perceived by the publicto have
benefited from, an IH transaction over which the employee can influence
decisions (forexample, investments, purchases, borrowing, grants,
contracts, appointments);

o anemployee requestsoracceptsfromanindividual,corporation
organization,directly orindirectly,a personal giftor benefitthatrisesout of
theiremployment (see 3.8 Entertainment, Giftsand Favors).

3.8 Entertainment, Giftsand Favors
Itis essential toefficient business practicesthatall those who associate with IH as
suppliers, contractorsordirectors, have accesstoH on equal terms.
¢ Employeesand related personsorrelationshipsshould notaccept
entertainment, giftsor favors that create or appearto create a favored position
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for doing businesswith IH. Any firm offering such inducement shall be asked
to cease. A sustained businessrelationship will be conditional on compliance
with this Policy;

Similarly,noemployee may offer or solicit giftsor favorsin orderto secure
preferentialtreatmentforthemselvesor IH;

An employeemay accept modestdiscountson a personal purchase of a
supplier'sorcustomer’s productsonlyifsuch discountsdo not affect IH’s
purchaseorselling price and are generally offered toanyemployee of IH;

Under nocircumstances may employees offer or receive cash, preferred loans,
securities, or secretcommissionsin exchangefor preferential treatment. Any
employee experiencing or witnessingsuch an offermustreportthe incident
immediately,

Giftsand entertainment may only be acceptedor offered byanemployeein
the normal hospitality and protocol exchangescommon to established
businessrelationships, persons participatingin publicfunctions, orthe normal
exchange of giftsbetween friends. An exchange of such giftsshall create no
sense of obligation;

Inappropriate giftsreceived by an employee should be returned tothe donor
and may be accompanied by a copy of this Policy.

3.9 Use of Corporate Property

An employeerequires|H’'sapproval to use property owned by IH for personal
purposes, orto purchase property from IH unlessthe purchase is made
through the usual channelsalsoavailable to the public;

Eventhen,anemployee must not purchase property owned by IH iftheyare
involved in an official capacity in some aspect ofthe sale or purchase;

Employeesmay be entrusted with the care, managementand cost-effective
use of IH property and should not make significant use of these resourcesfor
theirown personal benefitor purposes;

Employeesshouldensure allIH property which may be assigned tothem is
maintained in good conditionand should be abletoaccountforsuch property;,

Employees may notdispose of IH property exceptinaccordance with the
guidelinesestablished by IH;

Employeesshall returnall property belonging to IH upon termination of
employment;

IH computersystem andissued mobile phones (aswell asother mobile
devicessuch aslaptops,iPads,and USB keys) are provided to usersfor the
primary purpose of businessfunctions. Alimited amount of personal useis
permitted, on the following understanding:
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o Thecomputer, mobile phonesand other mobile computing devices,andall
data containedonthem includingemail, text messages, photos, etc. are the
property of IH,and assuch are subjecttoauditing, monitoring, Freedom of
Information (FOI) Accessrequestsand may be disclosedas required by law
(e.g.courtorder or reportable conditions) aswell asinternallytoauthorized
IH Employees);

o Employees mustsign up for payroll deductionsofa nominal amountifthey
intend tousetheirIH supplied mobile phone forregular personal
communications. See policy ARO500 Email & Text Messaging.

IH vehiclesare intended for work related businessonly. Unauthorized or
personal use ofa fleet vehicle constitutesa breach ofthis policy and could
resultindisciplinaryaction up toandincludingtermination. Exceptionsfor
limited personal use are for:

o Incidentaluse while ontravel status;
o Travelduring off-duty hoursauthorized by collective agreements; or

o Travel betweenandemployee'shome andworkplace whenthisisa
condition ofemployment. See Policy AQ1101Responsibility Code For Use of
Interior Health Fleet Vehicles.

3.10 Allegations of Wrongdoing

Employeeshave a dutytoreportanysituation thatthey believe contravenes
thelaw, misusespublicfundsorassets, or representsa dangerto public health
and safety or a significantdangertothe environment.

Employeescan expectsuch mattersto betreatedin confidence, unless
disclosure ofinformationisauthorizedorrequired by law (forexample, the FOI
and Protection of Privacy Act). Employeeswill not be subjecttodisciplineor
reprisal for bringingforward to Managementand/or HR, in good faith,
allegationsofwrongdoing in accordance with this Policy.

Employees mustreporttheirallegationsor concernsinwriting totheir
manageror HRwhowill investigate the matterand will respond in writing,
advising howthe matterisbeing, orwill be dealt with.

Where anallegationinvolvesthe employee'simmediate manager, the
employee mustforward the allegation tothe nextlevel of managementand/or
HR.

Employees mustreporta safety hazard orunsafe condition oractin
accordance with the provisionsof Division 3, Section 116 and Part 3, Section 3.12
of the WSBC Occupational Health and Safety (OHS) Regulation.

Where anemployeebelievesthatthe matter hasnot been resolved by
management, the employee maythenreferthe allegation tothe Board which
may addressthe allegation atitsdiscretion.
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NOTE: anemployeecanreportanallegation of wrongdoing underthispolicyto

anauthorityindependent of managementin special circumstances
wherethe employee hassound reasonto believethatthe existing
processesare not appropriate or have failedtodeal with the concerns
expressed asset outinthe Board Policy section 3.15- Safe Reporting.

3.11 Employment Disputes
Employeesare reminded thatdisputesoveremployment-related mattersareto
be addressed through the dispute resolution processesavailable through their
Collective Agreementsand/or Termsand Conditions of Employment for Excluded
Employees, asthe case may be.
3.12 Legal Proceedings
Thissection hasbeenreplaced by the Legal Court Documentsand Proceedings
Policy ALO500.
3.13 Personal Relationships in the Workplace
e Conflictsofinterestarising out of close personal relationshipsin the workplace
must be avoided. Close personal relationshipsinclude but may not be limited
to:
o Spouses
o Otherintimaterelationships
o Parent/guardian/caregiverand child
o Siblings
o Mothers, fathers, brothersand sisters-in-law
o Cousins,aunts,uncles, nephewsand nieces
o Close personalfriends
¢ Employeesmustneverhaveinfluence, inputordecision-making over: the
hiring, salary, premiums, special permissions, conditions of work, evaluation of
performance or promotion ofanyone with whom they have a close personal
relationship. Thisincludesinfluence overthe hiring,evaluationor retention of
contractors.

e Employeesaretodisqualify themselvesasparticipantsin personnel decisions
when theirobjectivity iscompromised (or may be perceived to be
compromised) foranyreason;orifa benefitor perceived benefitcouldaccrue
to them by notifying theirimmediate manager.

e Sometimes, aclose personal relationship develops between twoemployeesin
a reportingline,orin othercircumstancesthatmayresultinanactualor
apparentconflictofinterest. When that happens, both employees mustreport
the existence ofthe relationshipimmediately totheirmanager. Failure to
reportthe relationshippromptly may resultin corrective actionthat could
include termination ofemployment.
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When advised ofa close personal relationshipthatcould giverise toan actual
or apparentconflictofinterest, IH will work with the individualstoaddressthe
conflict.

Restrictionson Personal Relationshipsin the Workplace may be waived
providedthe Vice President (VP) HRand the portfolio VP are satisfied thatthe
interestsof IH are not compromised because ofany real, perceived oractual
conflictof interest.

3.14 Outside Employment and Volunteer Work

3.15

Employees may engage in remunerativeemployment with anotheremployer,
carryon a private business, receive remuneration from publicfundsforactivities
outside their position orengage in volunteer activities provided itdoesnot:

interfere with the performance oftheirdutiesasan IH employee

bring IH intodisrepute

representa conflictof interest or create the reasonable perception ofa conflict
ofinterest

appeartobean official actor to representIH opinion or Policy

involve the unauthorized use of work time or IH premises, services, equipment
or supplies (towhich they have access by virtue of theiremployment);in
pursuitor promotion of those outside employment or volunteer activities
involve soliciting clientsfor a businessor partnership theyare personally
involved with, orfora businessoperated by afamily member, close friend,
associate, a corporation in which they orafamily member hascontrolling
interest, orfor a person or a person’s business towhom they owe an obligation
gainanadvantagethatisderived from theiremployment

Political Involvement

EmployeesofH may participate in political activitiesincluding membership in
a political party, supporting a candidate for elected office, or seeking elected
office. Employees’ political activities must be clearly separated from activities
related totheiremployment.

If engagingin political activities,employees mustremainimpartialand retain
the perception ofimpartiality in relationto theirdutiesand responsibilities.
Employees must notengagein politicalactivitiesduring working hoursor use
IH facilities, equipmentorresourcesin support ofthese activities.

Partisan politicsare notto beintroduced intothe workplace; however,
informal private discussionsamong co-workersare acceptable.

4.0 POST-EMPLOYEE RESTRICTIONS

Post-employmentrestrictionsfor the ChiefExecutive Officer (CEO), senior executives
and otheremployees (hereinafterreferred toas“These Individuals') with the authority
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to issue contractsor influence the outcome of contractualarrangements between |H
anditsvendors, service providersor contractorsfollow:

4.1

4.2

Before leaving employment with IH the following conditions ofemployment
apply:

a. These Individualsmust notallowthemselvestobe influenced in carrying out
theiremploymentresponsibilities by prospectsfor or an offer of:

¢ employmentasan employeeofan outside entity, or

e remuneration orotherreward from an outside entity fordoing anything for
itinacapacityotherthanasanemployee ofthe outside entity;

b. These individuals mustimmediately disclose totheirdirectsupervisor, orinthe
case of the CEO the Board Chair:

e anyoffer describedin paragraph (a.)above, ifthe offer doesor could place
These Individualsin a conflict ofinterestsituation; or

e These Individuals personalacceptance ofany offerdescribed in paragraph
above.

After leaving employment with IH, the following conditions of employment
apply:

a. Aftertheemploymentrelationship ends, These Individuals must not disclose
confidential informationthatwasobtainedthroughthe employment
relationship;

b. If These Individuals had substantial involvementin dealingswith an outside
entityatanytimeduringtheyearimmediately preceding the end ofthe
employmentrelationship; then, fora period of no lessthan one-year afterthe
end of theemploymentrelationship, These Individuals must not:

e acceptan offer of employment,anappointmenttoa board ofdirectorsor
enterintoa contractto provide service tothat outside entity;

e |obbyorotherwise make representationsforthatoutside entityto|H; or

e givecounseltothatoutside entity, forits commercial purposes, concerning
the programsor policiesof IH; or any publicsectororganization asdefined
by Section1of the Public Sector Act for which These Individualswould have
had specialized knowledgeofor previousdealingswith in their capacity
with [H.

c. Until nolessthan one-yearaftertheemploymentrelationship endsThese
Individuals:

¢ must not lobbyorotherwise makerepresentationsforanyoutside entity to
any IH Department, Program or Service; or
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e actfor anoutside entityin connectionwith any ongoing proceedings,
transactions, negotiationorcase in which the outside entityand IH are
involved;

i. ifTheselndividualsintheirformeremploymentwith IH,acted foror
advised IH concerning the proceedings, transactions, negotiation or
case;and

ii. actingfortheoutsideentityinthatconnectionwould resultinthe
receiptbythe outside entity ofa private orcommercialbenefitorof any
benefit notfor general application.

4.3 TheCEO inconsultationwith the Board Chair mayreduce the one-year
restriction upon application. Ifthe request comesfrom a Senior Executiveor
otheremployeeswith the authority toissue contractsor influence the outcome
of contractual arrangements between IH and itsvendors, service providersor

C

ontractorsthe CEO will make the determination. Ifthe request comesfrom the

CEOQ, the Board Chairwill make the determination.

In making the determination consideration will be given tothe following:

Circumstancesunderwhich employmentended,

General employment prospects;

Significance to IH of information possessed by the individual by virtue oftheir
position with the organization;

The desirability ofa rapid transfer ofskillsto an employerotherthan IH;

The degree to whichthe newemployer might gain unfaircommercial
advantage by hiring the individual;

The authorityand influence possessed while employed atIH;and

The disposition ofother cases.

5.0 PROCEDURES

5.1 Executive Management personnel are responsible for:

ensuring thatthe provisionsofthis Policy directive are met;

ensuring thatemployeesare advised of the required standards of conductand
understand the consequencesof non-compliance;

designating contactsfor mattersrelated tostandardsof conduct;

ensuring thatall possiblebreachesofthe Policy directive are thoroughly
investigated;

based ontheresultsof an investigation, ensuring thatappropriate actionis
taken;

ensuring thatconfidentialinformation ishandled with caution and discretion;
waiving the provision on working relationships under the circumstances
indicated; and

delegating authority and responsibility, where applicable, to apply this Policy
within theirorganization.

Policy Sponsor:

Vice President, Human Resources 10 of 11

Policy Steward:

Director, Human Resources Operations

Date Approved

: March 2004 Date(s) Reviewed-r/Revised-R: March 2023 (R); May 2023 (R)

This is an Interior Health CONTROLLED document. A copy of this document in paper form is not controlled and should be checked against

the electronic file version to ensure accuracy.




)

Administrative Policy Manual

Interior Health

Code: AU Human Resources

AUO0100 - STANDARDS OF CONDUCT FORINTERIOR HEALTH EMPLOYEES

5.2 Supervisors and managers are responsible for:

applying this Policy within their portfolios;

advising Employeeson standardsof conductissues;

ensuring thatconfidentialinformation ishandled with caution and discretion;
and

assisting Employeesin the resolution of conflictsof interest.

5.3 Employees areresponsible for:

fulfilling theirassigned duties and responsibilitiesunderthis Policy;
disclosing and resolving conflicts ofinterest situationsin which theyfind
themselves;

maintainingappropriate workplace behavior;and

checking with theirsupervisor,manageror HRwhentheyare uncertain about
anyaspectofthisPolicy,including: the appropriatenessofreceiving outside
remuneration, potential, perceived oractual conflictsofinterest, and releasing
anyinformationthat may be confidential.

6.0 REFERENCES

6.1 Legislative Authorities

1.

2.
3.
4.

Human RightsCode

Freedom of Information and Protectionof Privacy Act
WorkersCompensationAct

Occupational Health and Safety Regulations

6.2 Other Authorities and References

I NYOEN IS

N

Health Servicesand Support (Facilities Subsector Agreement) 2022-2025
Health Servicesand Support (Community Subsector Agreement) 2022-2025
Provincial Nurse's Collective Agreement 2019 — 2022

Health Science Professional Bargaining Association Collective Agreement
2022-2025

BC Government Public Service Employee Relations Commission: Standards of
Conduct for PublicService Employees Policy Directive 5.4.

Interior Health Board Manual-Section 3.15: Safe Reporting

Policy AU4000 - Theft, Fraud,and Corruption

Policy AUT1000 - Workplace Environment
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