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1 STANDARD OF CONDUCT 

The policies outlined in Section 1 of this Human Resources Policy Manual comprise the Standard of 
Conduct, which has been designed to maintain the Commission’s status as a trusted and respected 
regulator. The Standard of Conduct is pursuant to the Standards of Conduct Guidelines for the BC Public 
Sector (July 2014) and applies to all Employees and appointees. For the purposes of this Standard of 
Conduct, “Employee” means any person identified in the Application section of individual policy. It is the 
obligation of any person employed by, retained by or contracted by the Commission to learn and 
understand the Standard of Conduct, just as it is their duty to adhere to it.  

 
 

http://www.newsroom.gov.bc.ca/downloads/SOC%20FINAL%20July%2010.pdf
http://www.newsroom.gov.bc.ca/downloads/SOC%20FINAL%20July%2010.pdf
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Human Resources Policy Manual: Compliance with policy 

Effective Date:   May 2015 

Approval Date: April 23, 2015 

Revision No:  

Revision Approval Date:  

Reference: Government mandated 

 

1.1 Compliance with policy 

Application 

Chair/CEO, Full-Time and Part-Time Commissioners, Directors, Full-Time and Part-Time Employees, 
Auxiliary Employees 

Purpose 

The British Columbia Utilities Commission is committed to internal and external transparency, 
communication and Impartiality. This policy outlines the Commission’s expectation of Employee 
compliance with policy. 

Policy  

The Impartiality of the Commission requires the Impartiality of its Employees; Employees are to instill 
public confidence and trust in the Commission. The requirement to understand and adhere to the 
policies contained within the Human Resources Policy Manual is a condition of employment. 
 
The Director of Human Resources is responsible for administering policy and immediate supervisors are 
accountable for treating the Employee(s) whom they supervise fairly relative to policy, supervising in 
accordance with policy and monitoring and ensuring compliance with policy. 
 
An Employee who fails to comply with this policy may be subject to Disciplinary Action up to and 
including termination. 

Procedures 

1. An Employee who does not understand a policy is to consult with their immediate supervisor for 
clarification. 
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1.2 Compliance with law 

Application 

Chair/CEO, Full-Time and Part-Time Commissioners, Directors, Full-Time and Part-Time Employees, 
Auxiliary Employees 

Purpose 

The British Columbia Utilities Commission upholds lawful operations and practices. This policy outlines 
the Commission’s expectation of Employee compliance with law and provides information on how an 
Employee may report an illegal act or omission.  

Policy  

An Employee is expected to be familiar and comply with the legal requirements in their area(s) of 
accountability. An Employee must never commit or condone an illegal act or counsel another Employee, 
applicant, Contractor, Supplier or stakeholder to do so.  
 
An Employee is to disclose any situation in which they believe a Commission Employee (including the 
discloser) is contravening the law, misusing Commission funds or assets or representing a danger to 
public health and safety or significant danger to the environment. Disclosure is treated in confidence 
unless otherwise required by law.  

Procedures 

1. An Employee who knows of or suspects another Employee’s noncompliance, or who is 
noncompliant, is to disclose pursuant to Policy 1.6 – Reporting a Violation (Whistleblowing). 
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1.3 Conflict of Interest 

Application 

Chair/CEO, Directors, Full-Time and Part-Time Commissioners, Full-Time and Part-Time Employees, 
Auxiliary Employees 

Purpose 

The British Columbia Utilities Commission avoids Real and Perceived Conflicts of Interest. This policy 
safeguards the Commission’s ability to make just regulatory decisions and maintain processes that are 
fair, transparent and inclusive.  

Policy 

1.3.1 Accountability and integrity  

A Commission Employee must actively avoid Real and Perceived Conflicts of Interest. On commencing 
employment with the Commission, an Employee must arrange their private affairs in a manner 
preventing conflict and ensuring public taxpayer accountability and integrity, as defined below. 
 
Taxpayer Accountability Principles: Strengthening Public Sector Governance and Accountability (June 
2014) defines accountability as “transparently [managing] responsibilities according to a set of common 
public sector principles in the best interest of the citizens of the province. By enhancing organizational 
efficiency and effectiveness in the planning, reporting and decision making, public sector organizations 
will ensure actions are aligned with government’s strategic mandate.” 
 
Taxpayer Accountability Principles: Strengthening Public Sector Governance and Accountability (June 
2014) defines integrity as “[making] decisions and taking actions that are transparent, ethical, and free 
from Conflict of Interest. [Requiring] the establishment of a strong ethical code of conduct for all 
Employees and executives. [Serving] the citizens of British Columbia by respecting the shared public 
trust and acting in accordance with the taxpayer accountability principles.”  

1.3.2 Principles  

An Employee is to: 

 conduct business lawfully and ethically; 

 comply with applicable laws, statutes, regulations, contracts and policies; 

 protect the Commission’s assets and use them responsibly for Commission purposes only; and 

 disclose Confidential Information only when appropriate or lawfully required.  

http://www2.gov.bc.ca/local/myhr/documents/jobs_hiring/standards_of_conduct_printable_version.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www2.gov.bc.ca/myhr/article.page?ContentID=e5f47ecb-23d3-2873-ad1b-072fd896c2ee&PageNumber=1
http://www2.gov.bc.ca/myhr/article.page?ContentID=e5f47ecb-23d3-2873-ad1b-072fd896c2ee&PageNumber=1
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
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An Employee is to consult the following questions to better understand when a Conflict of Interest may 
arise:  

 Could a fellow Commission Employee or member of the public perceive this as influencing the 
Employee’s professional behaviour and decisions? 

 Could someone perceive that the Employee’s work is being used to gain personal benefits? 

 Does the Employee feel an obligation to an Outside Entity which may influence the Employee’s 
responsibilities to the Commission? 

 Would the Employee be embarrassed or ashamed if anyone internal or external to the 
Commission discovered the situation? 

 Would a member of the public question whether the Employee acted fairly?  

If the answer to any of the above questions is “yes” or “possibly,” the Employee may be involved in a 
Conflict of Interest and is to disclose immediately. On Disclosure, the Employee in conjunction with the 
immediate supervisor is to take appropriate action to remove the perception and/or existence of 
conflict and ensure confidentiality.  

1.3.3 Investment activity  

An Employee is to read and understand sections 11 and 12 of the Utilities Commission Act, RSBC Chapter 
473, a copy of which is found in Appendix 2. These Sections outline the types of entities in which an 
Employee is prohibited from holding and/or acquiring securities, or having another beneficial interest. 
On commencing employment, every Employee is required to sign a British Columbia Utilities Commission 
Oath of Employment to acknowledge that they will observe and obey the requirements of these sections 
of the Utilities Commission Act.1 

1.3.4 In-service employment restrictions  

While employed by the Commission, an Employee’s work must not be influenced by prospects for or an 
offer of 

 employment with an Outside Entity, or 

 remuneration or other reward from an Outside Entity for doing anything in a capacity other than 
as an Employee of the Outside Entity. 

The following must be immediately disclosed to the Director of Human Resources: 

 Any offer as described above if the offer does or could place the Employee in a Conflict of 
Interest. 

                                                            
1 The British Columbia Utilities Commission Oath of Employment replaces the former Undertaking of 
Commissioners, Members of the Commission Staff, and Others Having Access to Commission Records. 

http://www2.gov.bc.ca/local/myhr/documents/jobs_hiring/standards_of_conduct_printable_version.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www2.gov.bc.ca/myhr/article.page?ContentID=e5f47ecb-23d3-2873-ad1b-072fd896c2ee&PageNumber=1
http://www2.gov.bc.ca/myhr/article.page?ContentID=e5f47ecb-23d3-2873-ad1b-072fd896c2ee&PageNumber=1
http://www.bclaws.ca/civix/document/id/complete/statreg/96473_01#section11
http://www.bclaws.ca/civix/document/id/complete/statreg/96473_01
http://www.bclaws.ca/civix/document/id/complete/statreg/96473_01
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 Acceptance of any offer as described above. 

After leaving the Commission, Confidential Information obtained through employment must not be 
disclosed. 

1.3.5 Future employment restrictions for the CEO and directors 

A Director or the Chief Executive Officer who had the discretion to make decisions or recommendations 
that materially affect the business interests of an Outside Entity in the year before the date of the end of 
the Director or the Chief Executive Officer’s employment with the Commission must not, for the year 
following that date, 

 accept a position with, or a board appointment to, or enter a service contract with that private 
sector employer that could lead to a material Conflict of Interest or situation materially 
prejudicial to the Commission; or 

 advise or otherwise assist that private sector employer in connection with any Commission 
application, investigation, proceeding or negotiation in which the Director of Chief Executive 
Officer was involved. 

Directors must inform the Chair/Chief Executive Officer and the Chair/Chief Executive Officer in 
consultation with the Director of Human Resources and Counsel will determine potential conflicts. The 
Chair/Chief Executive Officer must inform the Ministry responsible for the Commission.  
 
The Head of the BC Public Service Agency in consultation with the Deputy Minister to the Premier may 
reduce or eliminate the one-year restriction, on application and in consideration of the following:  

 the circumstances under which employment ended; 

 general employment prospects; 

 the significance to the government of information possessed by virtue of employment with the 
Commission; 

 the desirability of a rapid transfer of skills to a new employer; 

 the degree to which the new employer might gain unfair commercial advantage; 

 the authority and influence possessed by the Employee while employed by the Commission; and 

 the disposition of other cases. 

1.3.6 Acceptance of gifts, entertainment, benefits and favours  

For the purposes of this policy, “gift” means gift, entertainment, benefit or similar favour. 
 

http://www2.gov.bc.ca/local/myhr/documents/jobs_hiring/standards_of_conduct_printable_version.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www2.gov.bc.ca/myhr/article.page?ContentID=e5f47ecb-23d3-2873-ad1b-072fd896c2ee&PageNumber=1
http://www2.gov.bc.ca/myhr/article.page?ContentID=e5f47ecb-23d3-2873-ad1b-072fd896c2ee&PageNumber=1
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To promote Impartiality with Outside Entities, and to avoid creating implied obligations, an Employee 
may not accept a gift from or offer a gift to an Outside Entity unless the gift is less than $50 in value and 
is normal and customary given the business circumstances.  
An Employee who is unsure of what is “normal and customary” is to consult with their immediate 
supervisor. The exchange of nominally valued gifts and hospitality such as pens, mugs, coffee, lunch and 
outside presentations is generally deemed to be normal and customary.  
 
The onus is on every Employee to act with integrity, use good judgment and consider all implications 
before accepting or offering a gift. Gifts should be of a nature and value that avoid embarrassment, do 
not constitute a real personal enrichment of the recipient and would not reflect unfavourably on the 
Commission, if subjected to public scrutiny.  
 
Unacceptable gifts should be declined with thanks and explanation of this policy. This policy does not 
change during traditional gift-giving seasons.  

1.3.7 Outside interests  

Every Employee has a right to personal freedom outside of working hours; however, the following 
outside activities may constitute a Conflict of Interest. An Employee may not: 

 Serve on the Board of Directors of any Commission-regulated entity, nor any Competing 
Organizations.  

 Apply for, keep or renew memberships with organizations or associations which jeopardize the 
Commission’s Impartiality.  

 Engage in business relationships with Suppliers and Contractors to the Commission – past, 
present, and prospective – unless through Commission duties.2  

 Contribute to non-profit societies and charities if contributions interfere with their professional 
duties to the Commission. 

 Perform services on Commission time and/or use Commission assets for a non-profit or charity.  

In keeping with the BC Public Service Agency Standards of Conduct, an Employee may hold outside 
employment, carry on a business, receive remuneration from public funds for activities outside their 
position, or engage in volunteer activities, provided these activities do not 

 interfere with the Employee’s duties to the Commission; 

 bring the Commission into disrepute; 

 represent a Real or Perceived Conflict of Interest; 

                                                            
2 For example, an employee who establishes a business relationship with a stationary provider through 
employment with the Commission may not leverage the relationship to purchase discounted stationary for an 
Outside Entity. 

http://www2.gov.bc.ca/local/myhr/documents/jobs_hiring/standards_of_conduct_printable_version.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www2.gov.bc.ca/myhr/article.page?ContentID=e5f47ecb-23d3-2873-ad1b-072fd896c2ee&PageNumber=1
http://www2.gov.bc.ca/myhr/article.page?ContentID=e5f47ecb-23d3-2873-ad1b-072fd896c2ee&PageNumber=1
http://www2.gov.bc.ca/local/myhr/documents/jobs_hiring/standards_of_conduct_printable_version.pdf
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 appear to represent Commission opinion or policy; 

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

 leverage an advantage derived from employment with the Commission. 

1.3.8 Political engagement 

An Employee is permitted to take part in the democratic process at any level during non-working hours. 
If leave is required to participate, prior written Approval is required from the Chair/CEO and 
participation must be distinct from association with the Commission. The Employee must remain 
impartial in relation to duties and responsibilities with the Commission. Partisan politics may not be 
introduced into the workplace; however, informal private discussions between co-workers are 
acceptable. The Commission does not make donations of any kind to political parties, elected 
representatives, or candidates for election.  

1.3.9 Personal conduct  

An Employee is to conduct him or herself in an unbiased and professional manner when carrying out 
work-related duties and responsibilities. Respect, defined by Taxpayer Accountability Principles: 
Strengthening Public Sector Governance and Accountability (June 2014) as “[engaging] in equitable, 
compassionate, respectful and effective communications that ensure all parties are properly informed or 
consulted on actions, decisions, and public communications in a timely manner,” is to be employed in 
internal and external interactions.  
 
An Employee involved in a personal relationship with another Employee outside of work should avoid 
being placed in a direct reporting relationship to the other Employee. For example, Employees who are 
direct relatives or who permanently reside together may not be employed in situations where 

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

 the working relationship affords an opportunity for collusion between the two Employees that 
would have a detrimental effect on the Commission. 

A Commission Employee is typically also a customer of Commission-regulated entities. To avoid conflict 
between these roles, employment must not be leveraged to gain undue advantage for oneself, one’s 
family or one’s friends.   

1.3.10 Use of corporate property 

All Intellectual Property conceived or made in the course of employment, or which is derived from 
Commission knowledge, is the exclusive property of the Commission. Any storage devices used by an 

http://www2.gov.bc.ca/local/myhr/documents/jobs_hiring/standards_of_conduct_printable_version.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www2.gov.bc.ca/myhr/article.page?ContentID=e5f47ecb-23d3-2873-ad1b-072fd896c2ee&PageNumber=1
http://www2.gov.bc.ca/myhr/article.page?ContentID=e5f47ecb-23d3-2873-ad1b-072fd896c2ee&PageNumber=1
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
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Employee, as well as their contents, are the exclusive property of the Commission. Corporate 
Information obtained through employment must not be disclosed, used for personal gain or used to 
further an Outside Entity (see Policy 1.5 – Protection of corporate information during and after 
employment). 
 

Physical Property of the Commission may not be removed from Commission premises without an 
immediate supervisor’s Approval. No Outside Entity may use Commission property without advance 
Approval. 
 
Commission information remains the property of the Commission throughout and beyond the 
employment relationship. An Employee is expected to safeguard any mobile devices, laptops or portable 
memory sticks or drives carrying Commission information. Such devices should never be left unattended 
in public locations. All losses of devices that may contain Commission information are to be disclosed. All 
records created or received by the Commission are under the custody of the Commission and must be 
managed, retained and disposed of in accordance with Commission records management policy. 

1.3.11 Membership in Professional Organizations 

An Employee is permitted to be a member of a Professional Organization that enhances the 
Commission’s professional standing, advances the Employee’s education and facilitates favourable 
public relations. An Employee is to disclose all professional memberships on commencing employment 
with the Commission. 

Procedures  

The procedures below pertain to subsections 1.3.1 through 1.3.11. All procedures may not apply to each 
individual subsection, but apply to the collective policy.  

1. An Employee is to sign the Standard of Conduct Acknowledgment (Appendix 3) on commencing 
employment. 

2. An Employee is to annually review their obligations to mitigate newly arising Conflicts of 
Interest. A Conflict of Interest Declaration (Appendix 4) is to be annually distributed by the 
Human Resources division for each Employee to complete and return for Acceptance.  

3. An Employee who suspects a Real or Perceived Conflict of Interest is to inform the Director of 
Human Resources immediately.  

4. An Employee must disclose to the Director of Human Resources any personal relationship(s) 
which may compromise their reporting relationships at the Commission; complete Impartiality is 
required when providing input or making decisions regarding another Employee. 

5. Failing the ability of the Director of Human Resources to receive Disclosure due to illness, leave 
or other obligation, the Employee is to disclose to another Director and/or the Chair/CEO. 

http://www2.gov.bc.ca/local/myhr/documents/jobs_hiring/standards_of_conduct_printable_version.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www2.gov.bc.ca/myhr/article.page?ContentID=e5f47ecb-23d3-2873-ad1b-072fd896c2ee&PageNumber=1
http://www2.gov.bc.ca/myhr/article.page?ContentID=e5f47ecb-23d3-2873-ad1b-072fd896c2ee&PageNumber=1
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6. The Director of Human Resources in conjunction with the Chair/CEO identifies if a real or 
perceived conflict exists, and, if so, immediately implements steps to resolve the conflict or 
remove the perception that it could exist. 

7. If it is determined that the Employee is not engaged in a Conflict of Interest or is not likely to be 
perceived as conflicted, the Employee’s Disclosure will be acknowledged and recorded by the 
Director of Human Resources.  

8. When a conflict involves a decision-maker, the conflicted Employee must disclose the conflict to 
other decision-makers and may not be involved in the decision of actions to be taken, but may 
serve as a resource to provide other decision-makers with necessary information. The conflicted 
Employee may be recused from sensitive discussions. 

9. If an Employee is in consideration for appointment to the Board of Directors of an Outside 
Entity, the Employee must seek the Chair/CEO’s written Approval prior to accepting an 
appointment, if offered. If the Chair/CEO finds that a Board appointment could result in a Real 
or Perceived Conflict of Interest, the Employee must decline appointment.  

10. An Employee may not participate in any employment decisions involving direct relatives or 
persons living in their household.  

11. As needed, the Director of Human Resources in conjunction with the Chair/CEO will adjust an 
Employee’s responsibilities and/or reporting structure to ensure Impartiality.  

12. An immediate supervisor will recommend Acceptance/rejection of proposed professional 
memberships to the Chair/CEO. The Chair/CEO has final Approval for Employee memberships. 

13. An Employee who fails to disclose a Real or Perceived Conflict of Interest may be subject to 
Disciplinary Action up to and including termination.  

14. Non-compliance with this policy on the part of appointees will be forwarded to the Board 
Resourcing and Development Office. 

15. In the event that BC Public Service Agency Human Resources Policy 13 updates, resulting in a 
discrepancy between this policy and the updated policy, the updated policy will prevail.  

 

http://www2.gov.bc.ca/local/myhr/documents/jobs_hiring/standards_of_conduct_printable_version.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www.fraserhealth.ca/media/Taxpayer%20Accountability%20Principles%20Report.pdf
http://www2.gov.bc.ca/myhr/article.page?ContentID=e5f47ecb-23d3-2873-ad1b-072fd896c2ee&PageNumber=1
http://www2.gov.bc.ca/myhr/article.page?ContentID=e5f47ecb-23d3-2873-ad1b-072fd896c2ee&PageNumber=1
http://www.brdo.gov.bc.ca/
http://www.brdo.gov.bc.ca/
http://www2.gov.bc.ca/myhr/article.page?ContentID=e5f47ecb-23d3-2873-ad1b-072fd896c2ee&PageNumber=1
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1.4 Protection of privacy for Applicants, Stakeholders, Contractors and Suppliers 

Application 

Chair/CEO, Full-Time and Part-Time Commissioners, Directors, Full-Time and Part-Time Employees, 
Auxiliary Employees 

Purpose 

The British Columbia Utilities Commission protects the privacy of its applicants, stakeholders 
Contractors, and Suppliers. This policy outlines guidelines and procedures relating to freedom of 
information and protection of privacy, in accordance with the Freedom of Information and Protection of 
Privacy Act (FIPPA). For the purposes of this policy: 
 
“Applicant” means a Utility, Pipeline, ICBC or Gas Marketer who submits an application to be reviewed 
by way of the Commission’s public process.  
 
“Stakeholder” means a person or organization with an interest or concern in the Commission’s business, 
including but not limited to interveners, complainants and interested parties.  

Policy  

1.4.1 Access to information  

An Employee may only access Applicant, Stakeholder, Contractor or Supplier Confidential Information 
when and to the extent that it is required by their position with the Commission. The Commission may 
conduct random audits of Employee access to Confidential Information. Where warranted, the 
Commission may engage in proactive data monitoring designed to detect fraudulent or inappropriate 
access.  

1.4.2 Disclosure of information 

An Employee may not disclose Confidential Information related to an Applicant, Stakeholder, Contractor 
or Supplier without advance Approval from their immediate supervisor. An Employee who believes that 
Confidential Information may have been improperly disclosed or used are to report the improper 
Disclosure or use pursuant to Policy 1.6 – Reporting a Violation (Whistleblowing).  

1.4.3 Information acquisition  

The Commission acquires Confidential Information concerning Applicants, Stakeholders, Contractors and 
Suppliers as part of its required operations. Provided that Confidential Information is used only for 
legitimate purposes, its acquisition constitutes ethical business activity. If Confidential Information is 

http://www.bclaws.ca/EPLibraries/bclaws_new/document/ID/freeside/96165_00
http://www.bclaws.ca/EPLibraries/bclaws_new/document/ID/freeside/96165_00
http://www.bclaws.ca/EPLibraries/bclaws_new/document/ID/freeside/96165_00
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obtained by mistake, in an illegal manner, or if an Employee has questions regarding legal versus illegal 
information acquisition, the Employee is to consult with their immediate supervisor.  

Procedures 

1. An Employee is to abide by the above, FIPPA, and Commission policy when acquiring, using, 
disclosing, and disposing of Confidential Information. 

 
 

http://www.bclaws.ca/EPLibraries/bclaws_new/document/ID/freeside/96165_00
http://www.bclaws.ca/EPLibraries/bclaws_new/document/ID/freeside/96165_00
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1.5 Protection of corporate information during and after employment 

Application 

Chair/CEO, Full-Time and Part-Time Commissioners, Directors, Full-Time and Part-Time Employees, 
Auxiliary Employees 

Purpose 

The British Columbia Utilities Commission maintains the confidentiality of Corporate Information. This 
policy outlines the Commission’s practices to protect Corporate Information during and after 
employment. For the purposes of this policy: 
 
“Corporate Information” means confidential data/information held by the Commission. 

Policy  

An Employee is obliged to protect Corporate Information. Corporate Information must not be used for 
any personal benefit or in any way that could be detrimental to the Commission. 
 
An Employee must not disclose Corporate Information to anyone internal or external to the Commission 
unless required by their position responsibilities. If an Employee is required to share Corporate 
Information with an Outside Entity, the Employee must ensure that the appropriate legally-enforceable 
documentation is in place (e.g. a non-Disclosure agreement).  
 
Corporate Information must not be used to further a private interest, or as a means of making personal 
gains (see Policy 1.3.10 – Conflict of Interest – Use of corporate property). This policy continues to apply 
after the employment relationship ends.  
 
An Employee who fails to protect the confidentiality of Corporate Information may be subject to 
Disciplinary Action up to and including termination.  
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1.6 Reporting a Violation (Whistleblowing) 

Application 

Chair/CEO, Directors, Full-Time and Part-Time Commissioners, Full-Time and Part-Time Employees, 
Auxiliary Employees 

Purpose 

The British Columbia Utilities Commission facilitates a fair, transparent and inclusive process for the 
entities it regulates and licences, and extends this accessibility to its Employees. This policy is designed 
to encourage ethical behaviour, protect Employees and outline procedures for reporting a Violation.  

Policy  

1.6.1 Avenues for Disclosure 

In order to preserve the Commission’s integrity, it is incumbent on an Employee to disclose a known or 
suspected Violation. The Commission provides a safe avenue for Disclosure and is committed to 
preserving disclosers’ anonymity. An Employee is encouraged to disclose to their immediate supervisor, 
but may bring their concern directly to the Chair/CEO or the Director of Human Resources in situations 
where: 

 The Employee is uncomfortable speaking with their immediate supervisor. 

 There is a potential Conflict of Interest in reporting to their immediate supervisor. 

 Reporting to their immediate supervisor has not resulted in the resolution of the concern. 

1.6.2 Responsibilities  

The Director of Human Resources is responsible for ensuring that: 

 Avenues for Disclosure are established and maintained. 

 All reports and allegations of Violations received are subject to appropriate investigation. 

 Appropriate outcomes and corrective actions are taken when a report of Violation is founded in 
fact.  

 
The Director of Human Resources in conjunction with the Chair/CEO is responsible for: 

 Receiving and reviewing reports of Violations, and establishing if there are grounds for further 
investigation. 

 Overseeing investigations, reviewing and reporting results. 

http://www.tbs-sct.gc.ca/pubs_pol/hrpubs/tb_851/idicww-diicaft01-eng.asp
http://www.tbs-sct.gc.ca/pubs_pol/hrpubs/tb_851/idicww-diicaft01-eng.asp
http://www.tbs-sct.gc.ca/pol/doc-eng.aspx?id=25049
http://laws-lois.justice.gc.ca/eng/acts/P-31.9/
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 Ensuring the confidentiality of the Employee(s) making the report, the Employee(s) implicated in 
the report and the Employee(s) participating in the investigation. 

 Ensuring the confidential retention of documentation related to Disclosure in accordance with 
Commission policies and the Freedom of Information and Protection of Privacy Act.  

 Providing notice of any serious reports of Violations to the appropriate third parties. 

 
An immediate supervisor is responsible for: 

 Promoting a culture of communication. 

 Informing the Employee(s) whom they supervise of this policy and its implications. 

 Promptly following the appropriate procedures on receiving Disclosure. 

 Ensuring that a safe environment exists for an Employee who reports a Violation.  

 
An Employee is responsible for: 

 Contributing to the Commission’s ethical operations and helping to resolve suspected conflicts 
of interest. 

 Trusting in the Commission’s confidential Disclosure process. 

 Keeping details and results of investigations confidential. 

1.6.3 Anonymous Disclosure 

Disclosure may be made anonymously; however, identification is encouraged, as investigation may not 
be possible unless the source of the information is identifiable.  

Procedures 

1. An Employee, who becomes aware or suspects that a Violation has been committed or will be 
committed, is encouraged to disclose in accordance with subsection 1.6.1. 

2. Disclosure should include the following information: 

 the nature of the Violation 

 the name of the person(s) alleged to have committed the Violation 

 the date and description of the wrong doing 

 other pertinent information  

3. Disclosure may not be subject to further investigation if it is determined to be trivial, fails to 
provide adequate detail or was not given in good faith or on the basis of reasonable belief.  

4. Most Disclosures are addressed by discussing the matter with the Employee(s) involved, 
identifying methods of resolution and taking appropriate action towards resolution. 

http://www.tbs-sct.gc.ca/pubs_pol/hrpubs/tb_851/idicww-diicaft01-eng.asp
http://www.tbs-sct.gc.ca/pubs_pol/hrpubs/tb_851/idicww-diicaft01-eng.asp
http://www.tbs-sct.gc.ca/pol/doc-eng.aspx?id=25049
http://laws-lois.justice.gc.ca/eng/acts/P-31.9/
http://www.bclaws.ca/EPLibraries/bclaws_new/document/ID/freeside/96165_00
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5. If the matter cannot be resolved, or if the Disclosure pertains to a criminal activity, the 
Chair/CEO and/or Director of Human Resources may use third party services for investigation.  

6. An Employee may be subject to Disciplinary Action up to and including termination if they: 

 Retaliate against an Employee who has made a report of information or who is 
cooperating in an investigation of Violation. 

 Knowingly make a false statement when making a report, seeking advice about a report 
or being questioned in regards to a report. 

 Wilfully obstruct an investigation under this policy. 

 Knowingly conceal, destroy, mutilate, alter or falsify a document or object that is 
relevant or potentially relevant to an investigation under this policy. 

 Breach confidentiality in regards to any report or investigation under this policy. 

 Instruct a person to do any of the above. 

 

http://www.tbs-sct.gc.ca/pubs_pol/hrpubs/tb_851/idicww-diicaft01-eng.asp
http://www.tbs-sct.gc.ca/pubs_pol/hrpubs/tb_851/idicww-diicaft01-eng.asp
http://www.tbs-sct.gc.ca/pol/doc-eng.aspx?id=25049
http://laws-lois.justice.gc.ca/eng/acts/P-31.9/

