
Conduct 101
The path to success begins with the RCMP Code of Conduct

Presenter
Presentation Notes
Public and internal trust is paramount to the organizational success of the RCMP. This requires RCMP employees to undertake and perform their duties and responsibilities with the highest level of integrity.The RCMP aims to foster a professional environment where ethical considerations are routinely embraced and where the RCMP Core Values (Integrity, Honesty, Professionalism, Compassion, Respect and Accountability) are honoured. To maintain the integrity of the RCMP, employees must ensure that all aspects of their roles and responsibilities uphold the:Values and Ethics Code for the Public Sector (RM/CM/PSE)Public Service Employee Code of Conduct (PSE)Conflict of Interest Directive (RM/CM/PSE)These policies help guide employees to make informed and ethical judgments in business dealings and the workplace. 



Today’s Agenda

 Your K Division Conduct Unit.
 Why is there a Code of Conduct? Where can Members find information on 

it? Who is involved in the process?
 Who is the Conduct Authority?
 Interim, Remedial, Corrective, and Serious Measures.
 Demystify myths and rumours.
 Off-Duty vs On-Duty Codes and how to avoid them.
 What is the difference between a meeting and a hearing?
 Member workplace advisors and support.
 Questions?
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Here’s our agenda for the presentation today. We anticipate that the presentation will take 45 minutes to an hour, including questions. We have built in some time for questions at the end; however, if you have questions at any point throughout the presentation, please let us know. We are happy to answer your questions for you. Please note that this presentation will be offered in English; however, if you have any questions in French and wish to pose them, please send them to our unit email address. We will be happy to provide you a response that way in the language of your choice.



K & G Divisions Conduct Unit

Contact us at: RCMP.KConductAdvisorUnit-
Kuniteconseilenconduite.GRC@rcmp-grc.gc.ca

 Sergeant John Lovie, NCO i/c Conduct Advisor Unit 

 Sergeant Luke Baiton, Conduct Advisor

 Sergeant Heidi Van Steelandt, Conduct Advisor

 Allison Higgins, Conduct Advisor

 Stephanie MacLennan, Conduct Advisor

 Grace Petit, Conduct Support
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The K Division Conduct Unit is located in K Division HQ and serves “K” & “G” Divisions.The team is accessible via email at RCMP.KConductAdviorUnit-Kunitedeconseilenconduite.GRC@rcmp-grc.gc.ca What does a Conduct Advisor do?Provides support and advice to the conduct authority throughout the processAssists with problem solving and ensures consistent measures are imposedReview, analyze, and process conduct reportsUpload and manage information in the national databasesDivisional and national levels



Code of Conduct

 Contraventions of provisions of the Code of Conduct will be addressed in a 
manner that is fair, consistent, and at an appropriate level. Where 
appropriate, measures are educative and remedial rather than punitive. 

 The Member Code of Conduct is outlined in the Regulations of the RCMP 
Act, and clearly outlines members’ responsibilities to contribute to and 
ensure a respectful workplace free of harassment, discrimination, and other 
forms of disrespectful behaviour.

 The RCMP Code of Conduct applies to all regular and civilian members, 
whether on– or off-duty, in person, or online. 

 Additional information about the Code of Conduct, as well as the conduct 
process, can be found on the Infoweb in the Employee Services tab under 
Professional Responsibility. 
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Presentation Notes
Public trust is essential for the RCMP to effectively serve and protect Canadians. As a result, RCMP employees must conduct themselves in a manner that exceeds the rightfully high expectations of Canadians.Members are responsible and accountable for the promotion and maintenance of good conduct in the Force. Contraventions of provisions of the Code of Conduct will be addressed in a manner that is:Fair and consistent;Dealt with at the most appropriate level of the Force,Emphasizes the importance of maintaining the public trust; andReinforces the high standard of conduct expected of members.Conduct authorities are responsible for determining if a member's conduct amounts to a contravention of the Code of Conduct and, if a contravention is established:to impose conduct measures that are proportionate to the nature and circumstances of the contraventionwherever possible, measures are educative, and remedial rather than punitive. The conduct authority is typically the person in command of the member alleged to have contravened the Code of Conduct (subject member), and who has the authority to order a Code of Conduct investigation, and impose conduct measures, or initiate a conduct hearing. When information is received that a member is alleged to be in contravention of the Code of Conduct, the conduct authority at the level that is the closest to the incident must receive and consider the information to assess and determine the most appropriate means of addressing the incident. The conduct authority will consult the divisional conduct advisor throughout the process.The first step for the conduct authority will be to determine whether the allegation should be addressed through the conduct process. The conduct process is not to be used to deal with unsatisfactory performance, or for any other administrative purpose.If the conduct authority determines that the conduct process is the appropriate course of action, they will consider whether or not further information is required and how this information may best be obtained. They must also assess whether they have the appropriate level of authority to manage the alleged contravention of the Code of Conduct or if it should be referred to a higher level conduct authority.The Code of Conduct investigation can take a variety of forms. It should be appropriate, proportionate and timely to gather evidence, establish the facts and circumstances of the alleged contravention, and assist in making a determination on the balance of probabilities. 50% + 1 that the contravention more than likely occurred is the test for the code of conduct, which is less than the reasonable doubt test applied to criminal mattersAllison’s football field analogy If the nature of the allegations also requires a statutory investigation, the conduct authority will advise the division's Criminal Operations Branch who will initiate a statutory investigation in accordance with Operation Manual 54.1 and ensure the matter is reported to the police force of jurisdiction.The subject member will be given the opportunity to provide a voluntary statement during the Code of Conduct investigation should they wish to do so. In extremely rare circumstances where the conduct authority determines it is the RCMP's best interests, the subject member may be ordered to provide a statement.Once the investigation report has been received, the conduct authority must determine, on a prima facie basis, whether or not the information supports that the subject member's conduct amounts to a contravention of the Code of Conduct or if a supplemental investigation is required. In cases where it is determined that the allegation(s) appears established, the conduct authority will determine whether the circumstances of the contravention(s) warrant the dismissal of the subject member. If dismissal is not warranted, a conduct meeting between the subject member and the conduct authority will be initiated. If dismissal is warranted, a conduct hearing must be initiated.



Performance vs. Conduct

Misconduct
 Generally seen as “neglect of 

duty”

 An element of willfulness in the 
neglect

 The degree of neglect was serious 
enough to cross from 
performance to misconduct

Performance
 An error or omission which can be 

reasonably explained through
 Lack of experience

 Lack of training

 Lack of education

Presenter
Presentation Notes
During the last slide, we advised that the conduct process is not used to address performance issues or any other administrative purpose. 5 requirements that can be used as a test to determine whether the behaviour was neglect of duty or performance-related:Did the member have a duty to perform?Did the member know that they had a duty to perform?Did the member fail to carry out the duty or give insufficient attention to the duty?Did the member know that they were neglecting to carry out the duty or giving insufficient attention to the duty?Was the neglect of duty the result of something within the control of the member?The answer to all 5 questions must be yes (or believed to be yes) in order to use the conduct process to deal with the matter. If not, it should be handled as a performance issue. The ERC Recommendation (2006) 30A.D. (3rd) 185 can be used as guide in determining if the behaviour is neglect of duty or related to performance. In other words, it is a 5 question test to differentiate a conduct matter from a performance matter (misconduct versus performance).The ERC 5 question test (or 5 requirements) is used to establish that the actions of the member rise to the level where it is appropriate to use the conduct process to deal with the matter. The presumption exists that member knows the law, policy, regulations and duties, etc.  When making a determination of misconduct versus performance, the conduct authority will look at the situation in its totality and from the perspective of what would a reasonable person have done/expected.



Those Involved in the Conduct Process

 Subject Members
 Witnesses
 Conduct Authorities/Conduct Advisors
 Code of Conduct Investigators
 Review Authorities
 Designated Officer & Registrar
 Conduct Boards
 OCGA Case Managers (Appeal)
 Conduct Appeal Adjudicators
 External Review Committee (certain types of appeals)
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Subject Member:Providing submissions / statement (exceptional circumstances) is optionalConsults with RCMP provided assistanceReceives notice and disclosureMust attend conduct meeting/hearingWitnesses:Witness Members who are asked to provide a statement are obligated to provide sameFailing to provide a true and accurate statement in relation to a Code matter could cause the witness to subject to a Code in violation of Sec. 8.3 of the Code of Conduct, which states: “Members, unless exempted by the Commissioner, take appropriate action if the conduct of another Member contravenes the Code and report the contravention as soon as feasible”Members are obligated to act when there has been a contravention to the Code	*if asked about being a witness in relation to a Code matter for a spouse, the latest legal opinion on that is that a spouse would not be exempt under RCMP policy. A witness member spouse can be ordered to provide a statement regarding the actions of their subject member spouse, but not against communications received from the subject member spouseAs previously mentioned, the Conduct Advisor:Provides support and advice to the conduct authority throughout the processAssists with problem solving and ensures consistent measures are imposedReview, analyze, and process conduct reportsUpload and manage information in the national databasesDivisional and national levelsConduct Boards:In serious cases, where dismissal from the Force is a possibility, a board rather than a conduct authority will hear the caseThis will be covered in a bit more detail later on in today’s presentation



Who is the Conduct Authority?

 Accountable for addressing misconduct, following the conduct process, and 
making decisions

 A member in command of a detachment, and a person who reports directly to 
an officer or to a person holding an equivalent managerial position;

 An officer, or person holding equivalent managerial position; and

 An officer in command of a division.
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The Conduct Authorities are assisted by Conduct Advisors up to the point where dismissal is considered, then Conduct Authority Representatives provide advice and representation.Imposition of conduct measures that are proportionate to the nature and circumstances of the contravention and, where appropriate, that are educative.As mentioned, if the conduct authority determines that the conduct process is the appropriate course of action, they will consider whether or not further information is required and how this information may best be obtained. There are instances in which there might be no investigation involved in the process, and the Conduct Authority can go directly to a meeting; however, this is done very rarely, in circumstances where there is not a lot of jeopardy to the Subject Member, and in cases where an investigation will not garner any new or additional information. The Conduct Authority will also assess whether they have the appropriate level of authority to manage the alleged contravention of the Code of Conduct or if it should be referred to a higher level conduct authority.



The Conduct Process

Allegation related to Conduct

Code of Conduct Investigation

Conduct Process 
(Meeting or Hearing)

Decision

Appeal
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This chart provides a quick snap shot of the conduct process in a nutshell. Although there can be many factors that can effect the length of a conduct process, typically, processes are completed within one year.The new conduct process allows misconduct to be addressed in a more responsive, timely and effective manner, while balancing fairness.The majority of conduct matters will be dealt with through a meeting process, giving managers and employees greater flexibility when dealing with conduct issues;More workplace issues can be resolved at the lowest appropriate level, often locally;There is a greater focus on remedial, corrective and educative solutions to conduct issues rather than punishment;Grounds for suspension are based on whether the integrity or operations of the Force would be seriously jeopardized and in consideration of the public interest;Informal and formal discipline sanctions have been replaced by remedial, corrective and serious measures;Conduct hearings are only initiated in cases where dismissal is being sought and a board has broader authority to manage proceedings;Conduct boards will be comprised of one adjudicator rather than three;The RCMP External Review Committee mandate will focus on the most serious cases as it continues to act as an external review body for employees in certain types of cases (e.g., discharge);The Commissioner retains final decision-making authority, and has the ability to delegate that authority; and,There is an expanded ability to appeal decisions.Essentially, in a nutshell, a conduct authority will proceed with the process after determining that there is sufficient evidence to support a prima facie finding that the subject member’s conduct amounts to a contravention of the Code of Conduct. If so, the Conduct Authority will initiate the process, and that typically includes an investigation, but there are rare circumstances in which an investigation is not required.Once the subject member has been advised that a conduct process is moving forward to the conduct meeting phase, the subject member may provide written submissions and documents for consideration by the conduct authority and in rebuttal to the allegations. These submissions must be made at least two days before the scheduled conduct meeting to allow time for the conduct authority to look into legal issues, significant disputes of fact, or unusually complex arguments. In these instances, note that there may be more than one meeting required in order to address everything. Additionally, the subject member may make oral submissions at the conduct meeting. The Subject Member must be provided with at least seven days’ notice of the Conduct Meeting. If the Subject Member prefers to hold the meeting sooner, it may be held at an earlier time. A Subject Member may request an extension of time to prepare for the meeting by making a request in writing to the Conduct Authority, and, if appropriate, the extension will be considered.The purpose of the Conduct Meeting is to provide the Subject Member with an opportunity to make submissions with respect to the alleged contraventions of the Code of Conduct and/or to any conduct measures that may be imposed.Once the meeting is concluded, the Conduct Authority will advise of his or her decision and measures, if there are any, and will follow up with a written decision in terms of the outcome of the meeting and measures.



Interim Administrative Measures

 Temporary reassignment

 Suspension

 Stoppage of pay and allowances
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When the conduct process is initiated, the conduct authority must also consider if interim administrative measures should be implemented given the overall circumstances, and the necessity to protect the integrity of the RCMP and its processes pending the outcome of the Code of Conduct investigation. Interim administrative measures could include:Temporary reassignmentSuspensionStoppage of pay and allowancesThe conduct authority will consult with the conduct advisor when considering the need for interim administrative measures. These measures can only be applied when a decision to initiate the Code of Conduct investigation has been made.The implementation of interim administrative measures is not a disciplinary measure. They are preventative measures created to protect the integrity of the RCMP and its processes pending the outcome of the matter. Temporary ReassignmentThe conduct authority will first contemplate what can be done within their area of responsibility (such as a change in duties within the workplace, a change in work location within the district, a transfer to another watch, etc.). When determining whether alternative duties are available, the conduct authority will:consider the member's knowledge, skills and abilities;consider the availability of appropriate duties or meaningful work in the current or an alternative location;consider whether the provision of alternative duties will address any risks identified with the alleged misconduct if the member remains in the workplace; andtake into account the public interest.Where the Temporary Reassignment is selected, the conduct authority will complete the Order of Temporary Reassignment and serve a copy to the subject member. The subject member may appeal the written decision to temporarily reassign him/her to other duties.SuspensionThe authority to suspend a subject member comes from Section 12 of the RCMP Act in cases where the integrity and operations of the RCMP would be seriously jeopardized if the subject member was not suspended, taking into account the public interest. Additionally a suspension will be ordered once a decision to initiate a conduct hearing has been made. The decision to suspend a subject member will be made by the member with the delegated authority to suspend (typically the Line Officer or the Commanding Officer).The subject member may appeal the written decision to suspend him/her.The member with the authority to suspend must provide updates to the Director, Conduct and Employment Relations Directorate every 90 days for the purposes of monitoring the subject member's suspension statusThe subject member must be reinstated when:No conduct measures will be taken following a Code of Conduct investigation;The conduct board finds that the subject member did not contravene the Code of Conduct; orThe allegation(s) is established, but the conduct measures imposed is not one under section 45(4)(a) dismissal or (b) direction to resign of the Act.Stoppage of Pay and Allowances A subject member's pay and allowances may be stopped under Section 22(2)(b) of the RCMP Act in exceptional circumstances where the subject member is clearly involved in the contravention of any provision of the Code of Conduct or an Act of Parliament or of the legislature of a province, and the conduct has a highly detrimental impact on the integrity or operations of the RCMP or the subject member's ability to perform his/her duties.A stoppage of pay and allowances can only be imposed if a member is under suspension. Generally, the authority to direct the stoppage of pay and allowances resides with the Commanding Officer.The subject member may appeal the written decision to direct the stoppage of pay and allowances.Review process of a stoppage of pay and allowances:within 60 days of making the order, or no later than 60 days after a review by the designated officer, the person with the delegated authority will provide written submissions to the Director and the subject member as to why the stoppage of pay and allowances should continue for another 90 days;every 90 days, the onus is on the person who ordered the stoppage of pay and allowances to explain why this process is still required;the subject member may provide written representations to the Director no later than 90 days after the imposition of the Order or a review of the Order by the Director;the Director will review the Order to Stop the Pay and Allowances and the parties' submissions, and provide findings and recommendations to the subject member and the person who made the Order as to whether the stoppage of pay and allowances should continue for another 90 days;based on the explanation provided, the Director may recommend the revocation or the continuance of the Order.ReinstatementThe conditions for reinstatement are the same as for a suspension and stoppage of pay and allowances. The subject member must be advised in writing when he/she is reinstated. A member or their pay and allowances may not be reinstated if they are the subject of any other investigation or charges for an offence under an Act of Parliament or of the legislature of a province, and there is clear involvement and the conduct has a highly detrimental impact on the integrity or operations of the RCMP or the subject member's ability to perform his/her duties.The reinstatement of pay and allowances is retroactive to the date of suspension.



Remedial Measures

 Admonishment
 Reprimand
 Close Supervision 
 Training
 HSO Referral
 Counselling/Rehabilitation
 Specific Program or Activity
 Removal, restriction, or modification of duties
 Reassignment
 Financial Penalty
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This slide provides examples of measures that could be imposed in relation to many infractions of the Code of Conduct.



Corrective Measures

 Ineligibility for promotion

 Deferment of pay increment

 Suspension without pay

 Financial Penalty

 Forfeiture of annual leave

 Combination of above
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There are instances in which a corrective approach is required in response to contraventions of the Code of Conduct that are found established on a balance of probabilities. This slides contains examples of the measures that may be imposed under those circumstances.



Serious Measures

 Ineligibility for promotion

 Removal, restriction, or modification of duties

 Deferment of pay increment

 Reduction to lower rate of pay

 Demotion

 Transfer to another work location

 Suspension from duty without pay

 Forfeiture of annual leave
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The primary purpose of the discipline action is not necessarily punitive; however, disciplinary action is progressive.Subject members are made aware that any previous discipline action can be considered when making a determination on future discipline sanctions. Additionally, some contraventions of the Code of Conduct are more serious than others. In those instances, serious measures are relied upon in order to appropriately address the matter.



The Three Most Common Allegations

 In K Division
 8.1 – Reporting

 7.1 – Discreditable conduct

 4.2 – Duties and responsibilities

 Nationally
 7.1 – Discreditable conduct

 4.6 – Use of government 
equipment

 2.1 – Respect and courtesy
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Most common contraventions by RCMP regular and civilian members between 2015 and 20177.1. Discreditable conduct4.6. Use of government equipment (ex: misuse of CPIC/police databases)2.1. Respect and courtesy (ex: discourtesy-behaviour or language that is inappropriate, profane, racial, rude or an improper use of humour)Since NCMS could not provide us with our 2018 stats, I went through the Mandate Letters and Records of Decision and came up with this: Total Codes = 90 7.1 = 46 Allegations4.2 = 278.1 = 244.6 = 202.1 = 205.1 = 113.2 = 63.3 = 69.1 = 56.1 = 44.3 = 24.4 = 28.3 = 1 Total Allegations = 174 Codes gone to Meetings / Hearings to Date = 31 4.2 = 15 Allegations		Established = 147.1 = 13			Established = 64.6 = 9			Established = 42.1 = 5			Established = 28.1 = 5			Established = 33.3 = 4			Established = 29.1 = 4			Established = 23.2 = 3			Established = 04.3 = 2			Established = 24.4 = 2			Established = 15.1 = 1			Established = 06.1 = 1			Established = 0 Total Allegations = 64	Established = 36	56% As of February 28, 2019 



File Status Overview 2016 - 2018

K Division

2016 2017 2018

Total # of files 91 74 87

Established 55 22 18

Not Established 26 28 15

1733 7 12 5

Timed Out 1 1 0

Still Ongoing 2 11 49

All Divisions

2016 2017 2018

Total # of files 464 474 481

Established 262 249 154

Not Established 133 131 90

1733 52 54 19

Timed Out 7 1 1

Still Ongoing 10 37 217

Presenter
Presentation Notes
In K Division in 2016, there was a total of 91 Codes, with 55 of them being established. In 2017, those numbers were 74 Codes, with 22 established, and in 2018, there were 87 Codes and 18 were established.



Myths and Rumours

 Is the Subject Member required to participate in the conduct process? 

 Is the Subject Member obligated to provide a statement?

 Is a witness to an allegation of a code violation required to participate?

 Is each and every code of conduct established?

 Members at all ranks are subject to the Code.
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As discussed earlier in our presentation, the subject member will be given the opportunity to provide a voluntary statement during the Code of Conduct investigation should they wish to do so. In certain circumstances where the conduct authority determines it is the RCMP's best interests, the subject member may be ordered to provide a statement. This is extremely rare.In some cases, the subject member may decide not to provide a statement; however, it’s important to note that providing vast amounts of material at the conduct meeting itself does not provide the conduct authority with the opportunity to review the material in advance of the meeting. As discussed earlier in this presentation, providing a written submission in advance of the meeting provides the conduct authority with the time to look into legal issues, disputes, or complex arguments. Failure to provide a written submission in advance could result in a delay of the Code of Conduct process. Regardless of whether or not submissions were made in advance, a subject member will still have the opportunity to provide oral submissions during the conduct meeting.As previously mentioned, a witness member is obligated to provide a statement. Failure to do so could result in an allegation of a violation of section 8.3 of the Code against the witness.  It’s important to note that the percentage or members alleged to have contravened the Code of Conduct is less than 1% of the population in K Division. The vast majority of members are doing tremendous work.Not all Codes are established. In 2016, 60% of the Codes brought forward in K Division were established, 30% in 2017, and 21% in 2018.We also want to point out that should you be involved in a Code of Conduct, it’s typically just a small blip in your career. Remember that, yes, you are held to higher standard as police officers, but you’re also human.



On-Duty versus Off-Duty Offences 

On-Duty
 Disrespectfulness 

 Appropriate behaviour in relation 
to laws, Force equipment, and 
reporting

 Excessive force

Off-Duty
 Discreditable conduct

 Abuse of authority
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The Code of Conduct applies to members both on-duty and off-duty.As a member of the RCMP, you have chosen to enter a unique profession that has expectations of a higher standard of behaviour, a responsibility that is not intermittent, but consistent. The relationship between a member and the Force is not the same as between a citizen and the government. Your conduct, whether on or off duty, will be scrutinized based on your status as a police officer.Any conduct which places in doubt your integrity, honesty, or moral character may weaken your effectiveness to perform your duties and cause the public to lose confidence in the Force. The responsibilities contained within the Code of Conduct are meant to promote sound ethical decision making that goes beyond the boundary of the work environment. By fulfilling these responsibilities you will meet the professional expectations of the Force and Canadians.While the Code applies to all members, if you are a commissioned officer or senior NCO you have greater expectations placed on you to provide leadership, direction, and guidance.Behaviours that fall below the expectations of the Code of Conduct can have a negative impact on the reputation of the Force and the legitimacy of policing. You must consider whether your behaviour, at or away from work, is likely to reflect well on yourself, the Force, and on policing. “Strong Ethics, Strong Organization” is the strategic objective, and members have a crucial role in ensuring their conduct is consistent with the responsibilities we hold.



Best Practices in Order to Avoid a 
Code
 Keep accurate and timely notes – this has proven to be extremely helpful 

when on-duty;

 Submit up-to-date and detailed reports in a timely fashion;

 Exercise good judgement during social events;

 Stay healthy – physically and mentally – and maintain healthy relationships;

 Find something meaningful in your work;

 Follow-up diligently;

 Build a support system of positive colleagues and friends; and

 Reach out for help if you need it.
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There are many challenges that come with working in a policing organization. These challenges can lead to feelings of frustration and disappointment at various times during a member’s career.The disillusion phase for regular membersRCMP regular members can be vulnerable to contraventions of the Code of Conduct at various times in their career. Research shows that it is most common with those between 5-9 years of service. The RCMP refers to this period in a police officer’s career as the “Disillusion Phase”. During this time, police officers may begin to feel less motivated, more resentful and more dissatisfied with their careers. How to avoid disillusionmentStay healthy - physically and mentally - and maintain healthy relationships. Find something meaningful in your work – such as, joining a committee, helping out a colleague, supporting a charitable cause. Build a support system of positive colleagues and friends.Reach out for help if you need it. Be a good backup - check in on your peers and reach out to them if you feel they are experiencing low job satisfaction.Follow-up on calls for serviceIncomplete investigations, insufficient note-taking, inadequate file documentation, and lack of supervision all constitute neglect of duty. One of the most common actions that results in a public complaint of neglect of duty is a lack of follow-up with the public after a call for service.Follow-up is important because it can mean the difference between a frustrated client and a satisfied client. It provides recognition to the complainant that their concerns are important to the police and that the attention a file deserves is being provided. Remember that just because it may seem like a minor issue to you does not mean it is for the complainant!



What’s the difference between a 
meeting and a hearing?
 This is a relatively new process and has demonstrated benefits to the Force 

and its Members. 

 Conduct Authority levels could be subject to change between the time 
that a code is initially reported and the time that the investigation is 
completed.

 With the change of an authority level comes increased jeopardy.

 If you are subject to a hearing rather than a meeting, there is a possibility 
that you could be dismissed from the Force.
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A new Member Code of Conduct came into effect on November 28, 2014. This is the first time the Member Code of Conduct was updated in nearly 30 years. The Member Code of Conduct and supporting processes allows conduct issues to be addressed in a more responsive, timely and effective manner, and at the lowest appropriate level. Emphasis is placed on identifying remedial, corrective and educative solutions, rather than being limited to applying punitive sanctions. Conduct Meeting (non dismissal) In cases where dismissal is not being considered, a conduct meeting will take place.The subject member will have the opportunity to make representations (written and/or oral) with respect to the allegation(s) and conduct measure(s) at the conduct meeting.Once the conduct authority has reviewed all relevant information (investigation report, supplementary report, submissions by the subject member), he/she will determine, on a balance of probabilities, whether the subject member has contravened a provision of the Code of Conduct.They will inform the subject member of the decision on each allegation, setting out the reasons.If the allegation(s) is established, the conduct authority may impose one or more of the conduct measures provided under the Commissioner's Standing Orders (Conduct).The subject member must be served with a Record of Decision within 7 days of the conduct meeting.The subject member has the right to appeal the decision made by a conduct authority. Conduct Hearing (dismissal)After consultation with conduct authority representative, the conduct authority can initiate a conduct hearing where the dismissal of a subject member is sought based on the overall circumstances of the allegation(s).Conduct hearings can be initiated by the Commanding Officer or another person designated by the Commissioner.A conduct hearing must be initiated by a conduct authority within one year from the time the contravention and the identity of that member became known to the conduct authority. The conduct board will make every reasonable effort to hold a hearing within 90 days of being appointed.The subject member will have the opportunity to present their case to the board and may obtain representation from the Member Representative Directorate.After hearing all representations, the board must determine whether or not each allegation(s) is established on a balance of probabilities. If it is determined that one or more contraventions have been established, the board must impose the appropriate conduct measure(s) that is proportionate to the gravity of the misconduct, considering all aggravating and mitigating The conduct board must impose any one or more of the following conduct measures:recommendation for dismissal from the Force if the member is a Deputy Commissioner, or dismissal from the force if the member is not a Deputy Commissioner; ordirection to resign from the Force; orone or more of the conduct measures provided in the Commissioner's Standing Orders (Conduct)A subject member or conduct authority may appeal the decision of the conduct board to the Commissioner. 



Member Workplace Advisor and 
Support Persons
 Staff Sergeant Michelle Boutin, Member Workplace Advisor Supervisor for 

Depot, and K, F, and D Divisions

 Sergeant Kevin Halwa, Red Deer

 Sergeant Jeff McGowan, Edmonton

 Sergeant Tim Croft, Airdrie
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What we doThe Member Workplace Services Program (MWSP) has been created to ensure members receive individual advice, support, guidance and workplace representation to resolve workplace issues.The Supreme Court of Canada's ruling on January 16, 2015, provides members with the right to choose whether or not they become represented by a certified bargaining agent. This ruling came into effect on May 17, 2016, and resulted in the dissolution of the longstanding Staff Relations Representative (SRR) Program. In an effort to provide continuous support to members, it was important for management to establish the MWSP to ensure members continue to receive the advice, support and guidance they may require to address workplace issues if they wish to use the new program.For regular members, if or when you choose to become unionized and a bargaining agent is certified, the certified bargaining agent becomes your recognized official and exclusive representative for workplace issues with the Employer. As a result, when that occurs, the MWSP will no longer be accessible to those members who are represented by a bargaining agent.For civilian members, the MWSP will remain accessible until such a time as a bargaining agent is certified or deeming occurs.The MWSP consists of an OIC, Member Workplace Services, four Member Workplace Advisor Supervisors and 32 Member Workplace Advisors who have been selected by their peers. The MWAs are allocated by division (or as in E Division, by district). In addition to the MWSP, other RCMP resources are currently available to assist you with workplace issues.Member Workplace Advisor functionsThe role of an advisor is to provide individual advice, support and guidance. This means MWAs will give information or advice, lend administrative support, and provide workplace representation to individual members in the resolution of workplace issues. Advisors are able to attend meetings with members and are able to attend meetings on behalf of members. Advisors will be exempt from reporting a breach of the Code of Conduct where they have obtained the knowledge of the contravention in their professional capacity (except where there exists a belief of imminent risk of serious bodily harm or death as per Administration Manual 12.1.15.3.6.1). The new program seeks to resolve workplace issues at the lowest possible level by empowering members and managers.Applicable services available to membersApplicable to all Professional Responsibilities Services (PRS) processesBe fully knowledgeable of all PRS processesInitial contact with member to provide information such as description of process, forms, other sources of basic assistanceAdvise and support member throughout all PRS processesAdvise and support member in preparation of documentation and/or review of documentationReferral of member to other support services such as Peer to Peer, Employee Assistance Services, Informal Conflict Management Program, etc.Note: Advise and support means to give information, provide advice, guidance, recommendations in administrative processes as well as provide workplace representation to individual members in the resolution of workplace issues.



Important Final Thoughts and 
Reminders!
 Remember that maintaining the confidence of Canadians in the RCMP is 

essential. Members represent the Force even while off-duty, and are held to 
a higher standard than the average Canadian because of the additional 
powers that Members have. Any activities a Member is involved in could be 
subject to scrutiny.

 Also remember that privacy is required in relation to Code of Conduct 
matters.

 Especially in smaller communities, you’re known even if you’re out of 
uniform.



Any questions?

Presenter
Presentation Notes
A reminder that if you wish to pose questions in French, please send them to our unit’s email address so that we may respond to you in the language of your choice.
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