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Mass Casualty Commission Exhibit

2. 7. Identify user system needs and roles, and give access to new users.

3. Delegated Manager for Human Resources

3. 1. Ensure recruiting users receive HRMIS training and are aware of the mandatory
entries.

4, GG, Mational Recruiting Processing Gentre

4. 1. Ensure recruiting users receive HRMIS training and are aware of mandatory entries.

4. 2. Ensure all mandatory information pertaining to an applicant is entered into the system,
either between selection and enroliment, or file closure.

4, 3. Ensure data integrity and timely entries within HRMIS.

4. 4. Perform continuous monitoring of recruiting data at the division level.

Refpronces

Date Modified: 2017-10-30
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2. 1. 2. been convicted of a criminal offence for which you have not received a
pardon/records suspension;

2. 1. 3. participated in any serious criminal activity — whether or not you have been arrested
and/or charged;

2. 1. 3. 1. Examples of serious criminal offences include, but are not limited to:
2.1. 3. 1. 1. murder and manslaughter;

2. 1. 3. 1. 2. sexual assault;

2. 1. 3. 1. 3. production or distribution of child pornography;

2. 1. 3. 1. 4. sexual exploitation, violence, abuse, or neglect towards children or vulnerable

2. 1. 3. 1. 5. terrorist activities;
2. 1. 3. 1. 6. participation with any organized criminal group;

2. 1. 3. 1. 7. benefiting from the trafficking, importing, unlawful manufacturing, or unlawful
cultivating of illegal drugs;

2. 1. 3. 1. 8. arson resulting in loss of life or substantial damage;

2. 1. 3. 1. 9. forcible confinement;

2.1.3.1.10. robbery; or

2.1.3.1. 11, any crime committed with a facial covering or weapon.

2. 1. 4. participated in any criminal behaviour or activity — whether or not you have been
arrested and/or charged - within at least one year of the date of application;

2. 1. 4. 1. Criminal behaviours and activities include, but are not limited to, non-medical
drug or steroid use, theft, prostitution, solicitation for the purpose of prostitution, assault,
and impaired driving.

2. 1. 5. been dishonourably discharged or dismissed, including released for misconduct,
from another police, military, or law-enforcement organization; or

2. 1. 6. any pending or current personal bankruptcies or consumer proposals.
2. 2. During the application process, you must not:

2. 2. 1. participate in any criminal behaviour or activity - whether or not you have been
arrested and/or charged - in Canada or abroad; or
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Armed Forces duties and request for a reassignment to the supplementary reserves before
being engaged as an RCMP member.

Reforenoas

Date Modified: 2014-03-18
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NOTE: Any determination on the need for accommodation is not a determination of
suitability. Whether the condition giving rise to the need for accommodation affects an
applicant’s suitability is a matter that may require further evaluation later in the process.

4, 2. The Centralized Recruiting Officer/delegate will forward the medical documentation as
Protected-B to National Headquarters, ATTN: Director, National Recruiting Program.

4. 3. The Director, National Recruiting Program will forward the medical documentation to
National Occupational Health and Safety Branch to accept or reject the recommendations.

4. 3. 1. The National Health Services will provide full rationale where a person’s request for
accommodation is rejected. The National Recruiting Program will forward correspondence to
the Centralized Recruiting Officer, asking that the person be advised, in writing, of the
decision and reasons why he/she cannot be accommodated for the RPAT.

4. 3. 2. If the request is supported, the National Health Services will forward a report to
Assessment and Research, HR Sector to determine what accommodation, if any, may be
provided to the person when writing the RPAT. The National Recruiting Program will forward
the following to the Centralized Recruiting Officer/delegate:

4, 3. 2. 1. the Test Administrator’s Protocol report, asking that the person be advised, in
writing, of the accommodation, if any, to be provided when writing the RPAT; and

4, 3. 2. 2. any additional RPAT preparation guides.

Raferences

Date Modified: 2014-08-26
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References

Date Modified: 2014-03-05
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Raferences

Date Modified: 2014-02-26
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AM - App. 25-2-1 - JOB/Advertisement Template - Infoweb Page 2 of 2

10. 1. For the section "Who can apply?,"” indicate National or Regional.
11. Citizenship: Canadian

12. Language Proficiency:

12. 1. Clearly demonstrate priority I, IS or II.

13. Education:

14. Experience:

15. Other Merit Criteria and Conditions of Employment:

15. 1. E.g. RCMP special requirements, security clearance requirement, operational requirements,
willing and able to travel for work.

16. Primary Contact Name/Address/E-mail Address:

NOTE: Ensure to provide the JOB/advertisement in English and French.

Date Modified: 2009-04-24

2021-07-30
COMMO0040053_0001
































































































Mass Casualty Commission Exhibit

3. 2. 4. PSE positions provide administrative, technical, and professional support service to
the RCMP, or are engaged in the development, interpretation or application of policies
required for the administrative management of the RCMP.

4. Work Descriptions

4, 1. Ganersl

4. 1. 1. Supervisors/managers describe the work assigned to each position in a work or role
description.

NOTE: Role descriptions form part of the classification standards unigue to the RCMP. They
are based on a classified work description, apply to more than one position, and represent a
level within the classification standard.

4. 1. 2. Work assigned must relate to the organization's mandate and be an integral part in
the delivery of that mandate. Management must ensure that responsibilities assigned to a
position do not overlap with responsibilities assigned to positions in other organizations.

4. 1. 3. Work descriptions for all categories of employee positions are written using the
templates.

4. 1. 3. 1. To obtain a copy of the template, contact your classification advisor.

4. 1. 4. When preparing to write a work description, supervisors/managers should contact
their O&CA for advice and guidance on work flow and group allocation.

4. 1. 5. With the exception of role descriptions, supervisors/managers ensure that each
employee has a current copy of his/her work description and that work descriptions are
reviewed and updated every five years.

4, 2. Generie Work Descoriptions

4. 2. 1. Generic work descriptions are developed for PSE and CM positions classified using
PS classification standards.

4, 2. 2. They record the work assigned to identical positions in the same category of
employee (CM and PS), at the same occupational group/level, and reporting within an
appropriate organizational context.

4, 2. 3. There are national, regional and headquarters generic work descriptions. They
cannot be applied outside the intended organizational structure as different organizational
structures could impact classification levels.

4, 2. 4. Generic work descriptions apply, as written, to two or more identical positions, i.e.,
national generic work descriptions apply, as written, within two or more regions, National
Headquarters generic work descriptions apply, as written, within National Headquarters, and
regional generic work descriptions apply, as written, within a single region.

COMMO0039686_0004
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4. 2. 5. Generic work descriptions are subject to cyclical review, departmental monitoring
and on-site review processes.

4. 3. Program Authorities

4. 3. 1. Lead the development, dedicate appropriate resources, and approve new and
modified generic work descriptions and organization charts within their respective program.

4, 3. 2. Monitor the application and translation of generic work descriptions and related
organization charts within their program areas, and ensure appropriate life-cycle
maintenance plans are in place for each generic work description.

4, 4. Organization and Classification Advisors

4. 4. 1. Chair classification committees established to evaluate generic work descriptions.

4, 4. 2. Request the creation and revision of job codes for the generic work descriptions
developed.

4. 4. 3. Identify classified generic work description information in HRMIS.

4. 4. 4. Post electronic copies of work descriptions and rationale in HRMIS, as an
attachment in the Work Description panel.

4. 4. 5. Upon requests from management, classify positions using established generic work
descriptions.

&, Classificstion BStandards

&, 1. Ganaral

5. 1. 1. Classification standards designed by the Corporate Organization and Classification
Directorate and approved by TBS are used to evaluate work unique to the RCMP, including:

5. 1. 1. 1. Administration and Managerial - Parts A and B (RM);

5. 1. 1. 2. Law Enforcement - Criminal Investigations (RM);

5. 1. 1. 3. Law Enforcement - General Policing (RM);

5. 1. 1. 4. Law Enforcement Support - Telecommunication Operators (CM);
5. 1. 1. 5. Law Enforcement Support - Intercept Monitor (CM);

5. 1. 1. 6. Forensic Laboratory and Identification - Forensic Science Laboratory Specialists
(CM);

COMMO0039686_0005
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5. 1. 1. 7. Forensic Laboratory and Identification - Forensic Science Laboratory
Technologists (CM);

5. 1. 1. 8. Forensic Laboratory and Identification - Forensic Identification Technicians (CM);
5. 1. 1. 9. Law Enforcement Support - Security and Enforcement (5/Cst.); and

NOTE: Members in these positions perform security duties that do not require full working
level police training and experience, e.g., guarding and escorting persons in custody,
providing security and protection to designated areas, persons and property including
preventive policing and the enforcement of regulations and laws.

5.1. 1. 10. Law Enforcement Support - Protective (5/Cst.).

§. 2. Role Desoriptions

5. 2. 1. Exemplify each level determinant in RCMP-specific classification standards, and
replace the need for a work description to classify member positions. Each role description
has a title, summary statement, statement of major responsibilities and specifications
describing the work in terms of the characteristics required for each level.

5. 2. 2. Describe work that meets the inclusion statement of the standard. When the duties
and responsibilities of a position are not described by an existing role description,
management must prepare a work description for evaluation by Organization and
Classification. A supporting role description is then developed by them for inclusion in the
classification standard.

5. 2. 3. A role description is not mandatory for work evaluated using the Administrative &
Managerial standard unless the work applies to more than one position, in which case, a
corresponding role description is developed for publication in the A&M standard, Part B.

5. 3. RCMP work common to federal government departments and agencies is allocated to
either the Special Services Group (CM positions) or one of the PSE groups, and is evaluated
using classification standards developed by TBS for evaluation of work across the Public
Service.

5. 4. A list of classification groups and sub-groups for all work performed in the Public
Service and the RCMP is outlined in App. I-1-2. RCMP mandate and service delivery
programs preclude the applicability of all PSE groups and sub-groups within the RCMP.

5. 5. The group and level of work assigned to all categories of employees is determined by
the:

5. 5. 1. nature, scope and complexity of the duties and responsibilities;
5. 5. 2. reporting relationship of the position; and
5. 5. 3. requirement to supervise the work of subordinates.

&, Position Classification

COMMO0039686_0006
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6. 5. 2. 5. a position is contentious;

6. 5. 2. 6. there are new organizational structures;

6. 5. 2. 7. new occupational groups are introduced in the department/branch;

6. 5. 2. 8. positions are submitted for reclassification, except where the reclassification:
6. 5. 2. 8. 1. is based solely on a change to the supervision factor;

6. 5. 2. 8. 2. relates to incumbent-oriented groups/sub-groups and levels, e.g. SE-RES
positions;

6. 5. 2. 8. 3. is part of a recognized departmental developmental program;
6. 5. 2. 8. 4. stems from a decision made following a classification grievance; or
6. 5. 2. 8. 5. is based on application of a generic work description.

g. &. Reclassiflcation of a Position

6. 6. 1. Reclassification of a position can take place when the work has evolved significantly
over a period of time, usually from six to twelve months.

6. 6. 2. The evolution of work may occur for the following reasons:
6. 6. 2. 1. legislative changes resulting in new program requirements;

6. 6. 2. 2. central agency or departmental policy resulting in changes to existing programs,
or changes to organizational mandates; or

6. 6. 2. 3. reorganization of work in response to conditions that increase or decrease
available resources, to make more efficient and effective use of financial and human
resources, or in response to other changes including technological innovations.

&, 7. Establishmant of 2 New Posilion

6. 7. 1. A new position must be established in lieu of reclassifying an existing position in the
following circumstances:

NOTE: It is not mandatory that these circumstances be applied to member positions as
members do not have incumbent rights.

6. 7. 1. 1. A significant change in work results in an increase of more than one level in the
current occupational group;

6. 7. 1. 2. The position has been reclassified within the last two years, since most work does
not evolve at such a pace to justify an additional change in level;

COMMO0039686_0009
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1. &, Mansgement Responsibiiity

10. 5. 1. The supervisor must immediately acknowledge receipt of a grievance by signing
and dating the grievance form so the time limits for responding to the grievance can be
established. The supervisor must then return a copy of the form to the employee, and
transmit the grievance to the ROCA for submission to Corporate Organization and
Classification, HQ.

10. 5. 2. If the griever withdraws the grievance before the grievance decision is rendered,
the supervisor dates and signs the employee's notice of withdrawal and forwards it to the
Director, Organization and Classification.

18, &, Initis! Examination of Classification Grigvanee

10. 6. 1. The Director, Organization and Classification, determines whether a grievance
should be accepted or rejected.

10. 6. 2. No distinction is made between an employee occupying a position on an acting or
substantive basis, however, the work description forming the basis of the decision being
grieved must be the work assigned to the position occupied by the employee presenting the
grievance.

10. 6. 3. A classification grievance is valid even if the work description is not signed by the
employee as long as the employee is not contesting job content.

10. 6. 4. If a classification grievance is submitted against a position which has a previous
classification grievance decision in effect, the delegated O&CA will determine whether
significant change has occurred to the work description, and may recommend to the
Director, Organization and Classification, that the previous classification grievance be lifted
and the new one accepted.

18, 7. Job Contend Grisvanes

10. 7. 1. When an employee files both a classification grievance and a job-content
grievance, the classification grievance cannot proceed until the job-content dispute has
been resolved.

10. 7. 2. Once the job-content grievance is resolved and there has been a change to the job
content:

10. 7. 2. 1. a new classification decision is issued based on evaluation of the modified work
description;

10. 7. 2. 2. the griever is informed of the evaluation resuits and asked whether or not
he/she intends to pursue the original classification grievance; and

10. 7. 2. 3. if the employee wishes to continue with the original classification grievance, the
grievance is heard according to the classification grievance procedure.

COMMO0039686_0015
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10. 7. 3. If the job content grievance is resolved and the work description has not changed:

10. 7. 3. 1. the initial classification decision rendered remains valid and a new classification
decision need not be issued; and

10. 7. 3. 2. if the employee wishes to continue with his/her initial classification grievance,
the grievance will be heard according to the classification grievance procedure.

140, 8. Effecthve Date

10. 8. 1. When both the classification and the effective date are contested, the grievance
committee proceeds with the hearing and adopts the effective date assigned by
management and indicated on the work description. The effective date issue may be
resolved at any time during the grievance process.

1. 2, Time Frame for Responding o a Grievanoes

10. 9. 1. A written response must be provided to the employee no later than 80 days from
the date the grievance is presented.

10. 9. 2. If the 80-day limsit cannot be met, Corporate Organization and Classification must
seek written agreement to extend the time limit from either the representative or the
employee (if the employee is not represented).

10. 9. 3. If agreement to extend the time limit cannot be reached, application must be
made to the Public Service Labour Relations Board (PSLRB).

18, 18, Classification Grievancs Commitise

10. 10. 1. The Classification Grievance Committee establishes the appropriate classification
of the grieved position.

10. 10. 2. The employee, his/her representative, if applicable, must be notified in writing of
the Grievance Committee hearing at least 15 working days in advance of the hearing.

10. 10. 3. A Classification Grievance Committee is composed of three members:
10. 10. 3. 1. A chairperson who is an accredited classification officer;
10. 10. 3. 2. A TBS Classification Grievance Analyst; and

10. 10. 3. 3. Another individual selected by the chairperson, e.g., a line manager
knowledgeable in classification techniques and use of relevant classification standards and
not in a conflict situation.

10. 10. 4. The griever and his/her representative can make a presentation in person or in
writing to the Grievance Committee. Once the presentation is completed, the griever must
withdraw from the meeting.

COMMO0039686_0016
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11. 6. The Commr./delegate will make decisions concerning all formal classification redress
requests in accordance with the CSO on Classification Redress Process for Members, this
chapter, and the appropriate classification standard.

11. 7. The authorities for redress and the employee groups for which they are responsible
are:

11. 7. 1. the Commr., for the EX group/equivalent ranks;
11. 7. 2. the Commr.'s delegate for Supt. and Insp. levels; and

11. 7. 3. the Director, Organization and Classification, for S/Sgt., Sgt., Cpl., Cst. and CM
groups/ levels below the EX group.

11. 8. Requests for redress are evaluated by a Classification Redress Committee comprised
of qualified persons not involved in making the initial classification decision that is the
subject of redress.

11. 8. 1. The Director, Organization and Classification is the coordinator of the member
redress process who appoints the chairperson of the Classification Redress Committee. The
chairperson must be designated by the Commr. as an accredited O&C Advisor, and will:

11. 8. 1. 1. acknowledge receipt of the request for formal redress;

11. 8. 1. 2. select two other persons to the committee, trained in the use of the relevant
classification standards;

11. 8. 1. 3. advise the member of the date, time and place of the committee meeting by
letter or e-mail.

11. 8. 1. 4. if necessary, request a review of the job by another accredited O&C Advisor to
clarify or obtain job facts. The O&C Advisor submits his/her report to the Chairperson, the
member, and the manager/supervisor within 15 calendar days of completing the review.
The job review may be done by on-site visits or telephone interviews with the member and
manager/supervisor. The O&CA performing the on-site review will not have been involved in
the original decision giving rise to the redress.

11. 8. 2. The Member may make written representation to the committee.
11. 8. 3. Committee members examine all information presented; evaluate the position
against the appropriate classification standards, review all aspects of the classification

decision being grieved and attempt to reach a consensus.

11. 8. 4. If a consensus cannot be reached, minority and majority reports will be prepared
and forwarded to the Commr./delegate for a decision.

11. 8. 4. 1. The Commr.'s/delegate’'s decision will be final and binding, unless a significant
change occurs that is likely to affect the evaluation or the nature of the position.

11. 8. 5. Classification redress committee hearings will generally be held at National HQ,
Ottawa. The member will assume liability for expenses incurred in the redress process.

COMMO0039686_0018
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11. 9. A member may withdraw the request for review, in writing, to the Director,
Organization and Classification at any time before the decision relating to the request is
rendered.

12, Monitoring

12. 1. Monitoring is the ongoing review and assessment of the organization and
classification program.

12. 2. Monitoring ensures that the classification system establishes the relative value of all
RCMP work in an equitable, consistent, efficient and effective manner, and provides a basis
for employee compensation.

12. 3. It addresses the adequacy of processes, systems, procedures and controls, quality of
decisions, records and documentation, degree of compliance with conditions of delegation,
policies, and regulations, and degree to which the objectives of the classification program
are accomplished.

12. 4. Objectives:

12. 4. 1. Advise senior management of the "health” of the program so improvements are
made and required corrective action taken;

12. 4. 2. Ensure the highest quality of organization and classification work, including work
description writing and analysis and evaluation of work;

12. 4. 3. Ensure managers, employees and unions/association that classification standards
are effectively and equitably applied;

12. 4. 4. Assess how managers are fulfilling their responsibilities regarding the classification
process;

12. 4. 5. Ensure regional Organization and Classification programs are monitored on a
regular basis; and

12. 4. 6. Provide advice and guidance to Regional Organization and Classification Managers
as a result of observations, e.qg., identification of training needs or discussion of specific
problem areas.

13, Training

13. 1. The Organization and Classification Program provides classification training to
managers to promote understanding of the system and application of classification
standards.

13. 2. Work description-writing training is made available to managers and employees by
Organization and Classification.

COMMO0039686_0019
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AM - App. 1-1-1 - Delegated Signing Authorities for Organization and Classification - In...

Page 3 of 8

4. Approve the creation, closure = DPA Contract divisions require
and relocation of concurrence of provincial
satellite/community offices. Attorney General, Solicitor

General or Executive
Member (NWT, YT and
Nunavut).

5. Approve the relocation of a DPA For contract and non-

detachment. contract divisions,
consultation is required with
HQ PA.
Contract divisions also
require concurrence of
provincial Attorney General,
Solicitor General or
Executive Member (NWT,
YT and Nunavut).

6. Initiate organizational NPA Headquarters positions
changes affecting positions in
the Executive Cadre, Regional D/Commr. | Regional and divisional
Insp./Supt. rank. positions

7. Approve organizational Commr.
changes affecting positions in
the Executive Cadre.

8. Approve crganizational Executive/Officer
changes affecting Insp./Supt. = Development and
positions. Resourcing

Authority Subject Lowest Subject Reference
Delegated Level

9. Approve organization charts HQ Functional PA = Consultation with COCA and
for application of national and = (was NPA) ROCA required.
headquarters generic work
descriptions.

10. Approve organization charts RPA (was RDC) Consultation with COCA and
for application of regional ROCA required.
generic work descriptions.

11. Resolve questionsfissues National HQ PA If required, refer to Commr.
related to program mandate. for resolution.

2021-07-29
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AM - App. 1-1-1 - Delegated Signing Authorities for Organization and Classification - In... Page 4 of 8

12. Assign work to subordinate First Line
employees and provide them = Supervisor
with a copy of the position’s
work description.

13. Approve requests to Manager Must have financial signing
classify/delete positions. authority and be two

hierarchical levels above
target position.

14. Approve the creation, HQ PA Consultation required with
revision, deletion and RPA and COCA for national
requests for exclusion from generic work descriptions,
national and headquarters and with COCA only for
generic work descriptions. National Headquarters

generic work descriptions.

15. Approve the creation, RPA Generic work descriptions
revision, deletion and initiated by regional or
requests for exclusion from divisional program authority.
regional generic work Consultation required with
descriptions. ROCA and COCA.

16. Approve requests to create NPA Consultation required with
or reclassify commeon service ROCA and COCA.
jobs outside their normal
program area, e.g. CS/CP,

FI/FIN, PE/PN, IS/LN,
PG/PUR, PS/PSY.

17. Approve classification Commr.
decisions for positions in the
Executive Cadre.

18. Approve administrative CHRO Administrative actions have
classification actions to no impact on the evaluation
Executive Cadre positions. of the position and do not

change its reporting
relationship.

19. Approve classification DO&C Executive/Officer
decisions for Insp./Supt. Development and
positions. Resourcing approval in

principle required.

Authority Subject Lowest Subject Reference

Delegated Level
2021-07-29
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AM - App. 1-1-1 - Delegated Signing Authorities for Organization and Classification - In...

Approve classification
decisions for all
groups/levels/ranks except
positions in the Executive
Cadre, and Insp./Supt. ranks
that are not role described.

Approve classification
decisions for the following
PSE groups and CM
counterparts:

Architecture, Engineering and
Land Survey, NR: ENG1-4;

Audit, Commerce and
Purchasing, AV: PG 1-4;

Computer Systems, CS 1-3;

Economics and Social
Science Services, EC 1-6,
new group;

Education and Library
Science, EB: ED-EDS 1-3,
EU-PEI All Levels, LS 1-4;

Electronics, EL all levels;

Financial Management, Fl
1-3;

Health Services, SH: MD-
MOF 1-3, MD-MSP 1, NU-
CHN 1-4, OP All Levels, PS
1-3, SW-CHA All levels;

Human Resource
Management, HR: PE 1-3
and OM All Levels.

COCA

ROCA

Consultation required with
the Office of the Chief
Human Resources Officer
(OCHRO) at TBS when a
classification decision may
result in significant impact on
interdepartmental relativity,
have collective bargaining
implications or resultin a
significant increase in salary
expenditures.

NOTE:

Approval of classification
decisions for all levels of the
groups identified will be
delegated to ROCAs where
there is a signed MOU
between the Regional and
National Headquarters HRO
and the DO&C stipulating
regional accountability for
these levels.

EXCEPTIONS:

1. Classification decisions for
AS-8, CS-5, MD-MOF 4 and
5 and MD-MSP-3 levels must
be approved by the Commr.

2. Classification decisions for
PE-5 and 6 levels must be
approved by the DO&C.

Consultation required with
DO&C when a classification
decision may resultin a
significant impact on intra- or
interdepartmental relativity,
have collective bargaining
implications such as the
introduction of a new
occupational group to the
department, or resultin a
significant increase in salary
expenditures.

Page S of 8
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AM - App. 1-1-1 - Delegated Signing Authorities for Organization and Classification - In...

Non-Supervisory Printing
Services, PR(Non-S): All
Levels;

Operational Services, SV: All
Sub-groups and Levels;

Program and Administrative

Services, PA: AS 1-5, IS 1-4,
PM 1-5 and all levels of CM,

CR, DA, OE, ST,

Authority

21. (cont'd)

22.

23.

24.

Subject

Ships Officers, SO: MAO
1-10; Ship Repair
Chargehands and Production
Supervisors (SR{C): All
Levels;

Technical Services, TC: DD
All Levels, EG 1-7, GT 1-6,
PY All Levels, Tl 1-7.

Approve classification
decisions for CM positions in
these groups:

Law Enforcement Support
Group: LES-IM, PRO-TO All
Levels;

Forensic Laboratory and
Identification Group: FLI-FIT
All Levels.

Translation Group: SPS-TRL
1-4.

Approve classification
decisions for RM positions
based on role descriptions in
the A&M Group, and LE-CI
and LE-GP sub-groups,

Lowest
Delegated Level

ROCA

ROCA

ROCA

Subject Reference

PS positions allocated to the
TR group must be classified
by PWGSC (Translation
Bureau).

NOTE:

Approval of classification
decisions for Insp. and Supt.
positions based on role
descriptions will be delegated

2021-07-29
COMMO0040054_0005
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AM - App. 1-1-1 - Delegated Signing Authorities for Organization and Classification - In...

Page 7 of 8

except at the rank of Insp. to ROCAs where an MOU

and Supt. exists between the Regional
and National Headquarters
HRO and the DO&C
stipulating regional
accountability for these levels
using existing roles.

25. Approve retroactive effective = HQ PA (was NPA) = National Headquarters
dates of classification positions - HQ PA
decisions beyond 12 months. = RPA (was RDC) Regional positions - RPA

Consultation with ROCA and
COCA required.
26. Request managerial review HQ PA (was NPA)  Level of authority depends
of classification decision. on location of position, i.e.

RPA National Headquarters,
region, division.

DPA
Must be two hierarchical
levels higher than the
position affected.

Authority Subject Lowest Subject Reference
Delegated Level

27. Acknowledge receipt or 1st Line
withdrawal of classification Supervisor
from subordinate PSEs.

28. Acknowledge receipt or DO&C
withdrawal of classification
redress from RMs and CMs.

29. Approve classification redress = HRPS (was
decisions for Insp. and Supt. NDRS)
positions and where
requested corrective action is
reclassification to Insp. or
Supt. except where the
unanimous recommendation
of the classification redress
committee is being rejected.

30. Approve classification DO&C
grievance decisions for PS

2021-07-29
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31.

32.

33.

Mass Casualty Commission Exhibit
AM - App. 1-1-1 - Delegated Signing Authorities for Organization and Classification - In...

positions not in the Executive
Cadre except where the
unanimous recommendation
of the Classification
Grievance Committee is
being rejected.

Approve classification redress
decisions for non-
commissioned RM and CM
positions not in the Executive

Cadre.

Approve classification redress
and grievance decisions for
delegated positions not in the
Executive Cadre where the
unanimous recommendation
of the Grievance Committee
is rejected by the Commr.’s
nominee for classification or
redress grievances.

Accredit Organization and
Classification Advisors.

Date Modified: 2010-10-15

DO&C

Commr.

Commr.

Page 8 of 8
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AM - App. 1-1-2 - RCMP Categories and Occupational Groups and Subgroups - Infoweb  Page 2 of 7

- Elementary and Secondary -EST
Teaching

- Language Teaching -LAT

Education Support EU -ELT

- Teachers' Aid - TEA

- Language - LAl

- Physical Education - PEI

Instructor

Library Science LS
Economics and Social EC SPS-ESS
Science Services
EL Electronics EL SPS-

ETEC
EX Executive EX SPS-EX RX
Special Services Farrier SPS-
FARR

Fi Financial Management Financial Administration Fi
Forensic Laboratory and Forensic Science Laboratory FL
Identification - ldentification -FIT

- Specialist -FLS

- Technologist -FLT
Foreign Service Foreignh Service FS

Classification Employee Category
Group Sub-Group PS CM RM

Human Resources HM SPS
Management Personnel Administration PE - PN

Organization & Methods oM

{organization and methods)
Law LA SPS-LAW
Law Enforcement LE

Criminal Investigative - Cl

General Policing -GP
Law Enforcement Support LES

Intercept Monitoring -IM

Protective Operations -PRO

2021-07-29
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AM - App. 1-1-2 - RCMP Categories and Occupational Groups and Subgroups - Infoweb  Page 3 of 7
Security Enforcement - SE
Telecommunications -TO
Operations
Architecture, Engineering NR SPS
and Land Survey Architecture and Town AR
Planning
Engineering and Land Survey | EN
- Engineering -ENG -EE
- Land Survey -SUR
Program and Administrative PA SPS
Services Administrative Services AS - ADM
Communications CM
Clerical and Regulatory CR
Data Processing DA
- Data Conversion - CON
- Data Processing -PRO
Information Services IS -LN
Office Equipment OCE
- Bookkeeping Equipment -BEO
Operator
- Calculating Equipment -CEO
Operator -DEO
- Duplicating Equipment
Operator -MEO
- Microphotography
Equipment Operator - MSE
- Mail Service Equipment
Operator OM
Organization and Methods
(forms design) -PM - PDM
- Program Administration -MCO
- Mediation/Conciliation ST
Officer
Secretarial, Stenographic and -COR
Typing - OCE
- Court Reporter
- Office Composing - SCY
Equipment Operator -STN
- Secretarial -TYP
- Stenographer WP
- Typist
Welfare Program
Classification Employee Category
2021-07-29

COMMO0040055_0002



Group

Leadership Programs

Printing Services
(Non-Supervisory)

Research

Radio Operations

Health Services

Ships’ Officers

Mass Casualty Commission Exhibit
AM - App. 1-1-2 - RCMP Categories and Occupational Groups and Subgroups - Infoweb

Sub-Group

Career Assignment
Management Trainee

- Bindery

- Composition

- Pre-Press Preparation

- Press Operations

- Maintenance

- Job Planning and Control

Defence Scientific Service
Historical Research
Mathematics

Scientific Research

- Research Manager

- Research Scientist

Radio Operations

Dentistry

Medicine

- Medical Officer

- Medical Specialist
Nutrition and Dietetics
- Advisory

- Dietitian

- Home Economist
Nursing

- Community Health

- Hospital
Occupational and Physical
Therapy

Pharmacy
Psychology

Social Work

- Chaplain

- Social Welfare
Veterinary Medicine

- Floating Plant
- Instructor

PsS

PL
CA
MM

PR
- BIN
- COM
- OFE
-OFO
- MAI
-PRC

RE

DS

HR

MA

SE
- REM
-RES

RO

SH
DE
MD
- MOF
- MSP
ND
- ADV
-DIT
- HME
NU
- CHN
- HOS
oP

PH

PS

sw
-CHA
- SCW

VM

SO
-FLP
-INS

CM

SPS

-RS

SPS

- CHP

SPS

RM

COMMO0040055_0003
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- Marine Operations -MAO
- Radio -RAD - MA
Applied Science and Patent SP
Examination
Applied Science & Patent SCl
Examination, includes:
- Actual Science -AC
- Agriculture -AG
- Biological Sciences - Bl
- Chemistry -CH
Classification Employee Category
Group Sub-Group PS CM RM
Applied Science and Patent = - Forestry -FO
Examination (cont'd) - Meteorology -MT
- Physical -PC
- Scientific Regulation -8G
- Scientific Examination - SRE
Ship Repair Chargehands SR (C)
and Production
SR (E) Ship Repair - East SR (E)
SR (W) Ship Repair - West SR (W)
NOTE: Ship Repair - SR ( C),
SR (E) & SR (W) includes:
- Management -MGT
- Apprentice - APP
- Elemental -ELE
- Manipulating - MAN
- Machine Tending - MAT
- Machine Driving - MDO
- Operating
- Machine Operating -MOC
- Controlling
- Ship Painting/Surface -SPS
Protecting
- Precision Working - PRW
- Instrument Maintaining - INM
- Machinery Maintaining - MAM

2021-07-29
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Operational Services
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AM - App. 1-1-2 - RCMP Categories and Occupational Groups and Subgroups - Infoweb ~ Page 6 of 7

- Engine and Mechanical
Equipment Maintaining

- Boilermaking -

Blacksmithing

- Electrical and Electronics

- Pipefitting

- Sheet Metal Working

- Woodworking

- Machine and Toolmaking

- Quality Control and

Weapons

Firefighters

General Labour and Trades

- Aircraft Maintaining

- Ammunition Working

- Construction Inspecting

- Electrical Installing and
Maintaining

- Elemental

- Grain Handling and

Weighing

- Instrument Maintaining

- Machinery Maintaining

- Manipulating

- Machine Driving Operating

- EME

-BOB
- EEW
- PIP

- SMW
- WOW
- MAC
- QCW

3V

FR

GL
- AIM
- AMW
- COl
-EIM

-ELE
- GHW
- INM
- MAM
- MAN
- MDO

SPS

Group

Operational Services
(cont'd)

Classification
Sub-Group

- Machine Operating

Controlling

- Metal Machining

- Painting/Construction

- Pipefitting

- Precision Working

- Sheet Metal Working

- Vehicle and Heavy

Equipment
Maintenance

- Woodworking

General Services

- Building Services

- Food Services

- Laundry Services

Employee Category

PS

- MOC

- MST

- PCF

- PIP

- PRW
- SMW
- VHE

- WOW
GS

-BUS

-FOS

-LAS

- MES

- MPS

CM

-MS

RM

2021-07-29
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- Messenger Services
- Miscellaneous Personal -PRC
Services
- Protective and Custodial -8TS
Services HP
- Stores Services
Heating, Power and Ll
Stationary Plant PR
Lightkeepers
Printing Operations - 8ES
(Supervisory) SC
- Senior Supervisor Positions
Ships Crew
Technical Services TC SPS
Drafting and lllustration DD -AD
Engineering and Scientific EG -TC
Support
General Technical GT -GTEC
Primary Products Inspection Pl
- Grain Inspection -CGC
Photography PY -PTEC
Technical Inspection TI
Translation Translation TR SP-TRL
University Teaching University Teaching uT

Date Modified: 2010-10-15
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Will the detachment be staffed by redeploying existing resources within the division?

For a noncontract division only, will the identified resource requirements be met by
redeploying existing resources within the division or be included in the division resource plan?

15. For a contract division only, has concurrence to open the detachment been received from the
Solicitor General/Attorney General/Executive Member (YT/NWT)?

16. Why are other police service delivery options, e.g. satellite office, community services office,
not viable?

Bk to chagter

Date Modified: 2010-10-15
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al Canadian Gendarmerie royale ™y g g o JEE
%ﬂi@d Police du Canada Canada

National Home > RCMP Manuals > Administration Manual > AM - ch. 1.2. Establishment

AM - ch. |.2. Establishment

New Chapter: 2007-01-30
For information regarding this policy, contact the OIC, HR Business Transformation (HRBT).
1. Policy
2. General

3. Full-time Equivalent Management

4. Establishment Positions

5. Establishment Coordinators

6. Establishment Projections

7. Municipal Employees

8. Municipal Billing

App. 1-2-1 Full-time Fauivalent Year Calculation Standard

App. 1-2-2 Full-time Eguivalent Use and Strength Checklist

App. 1-2-3 Authority to Increase, Decrease or Transfer Authorized Positions/Full-time
Fauivalents

1. Policy

1. 1. The number of full-time equivalents (FTE) in the RCMP will normally be determined
through the Annual Reference Level Update (ARLU) process.

1. 2. The opening of a one-member detachment will not be approved unless exceptional
circumstances exist and there are no viable alternatives.

1. 3. All written municipal requests for police services will be referred directly to Public
Safety and Emergency Preparedness Canada with a copy to Community, Contract and

COMMO0039688
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Aboriginal Policing Services and div. Corporate Planning and Client Services/Corporate
Management.

EXCEPTION: In "E" Div., all requests must be submitted to the provincial Solicitor General
for review before they are referred as outlined in sec. 1.3,

1. 4. Adjustments to contract policing positions/FTEs may be initiated at the div. level.

2. General

2. 1. For the purposes of this chapter, the following definitions apply:

2. 1. 1. Redeploy means the action taken by a program manager (director) or CO to move a
position and its accompanying FTEs within his/her responsibility area.

2. 1. 2. Reallocate means the action taken by the Commissioner, through the Senior
Executive Committee (SEC), to move surplus positions and FTEs within the RCMP.

3. Full-time Equivalent Management

3. 1. There are two types of FTEs: separately controlled and controlled.

3. 2. Separately controlied FTEs are RCMP full-time employees hired under the RCI® Act
(members).

3. 3. Controlled FTEs are public service FTEs and are delegated to divisions and directorates.

3. 4. Appendix 1-2-1 outlines the FTE calculation standard.

3. 5. Appendix 1-2-2 contains a checklist for FTE use and strength.

4, Establishment Positions

4. 1. General

4. 1. 1. A position number is a number automatically generated by HRMIS for each
approved position.

4. 1. 2. Unless there are extenuating circumstances approved by the National program
authority or regional D/Commr., no backdating of position numbers will be permitted
beyond one year.

4, 2. Control

4. 2. 1. National Headquarters and "A" Div. requests for redeployment of a position within a
branch or detachment will be sent to the local Organization and Classification office using
Form 1756.

COMMO0039688_0001
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4. 2. 2. Except for National Headquarters and "A" Div., all other requests for changes in
establishment, e.g. increase, decrease, redeployment, within a division, branch, district or
detachment will be sent to the div./regional establishment coordinator as outlined in
div./regional green sheet supplements. For authorities to increase, decrease or transfer
authorized positions/FTEs, see App. 1-2-3.

4. 3. Position Management Implementation

4. 3. 1. To implement changes, Form 1756 must be completed by the manager and
forwarded to the local Qrganization and Classification office.

4. 3. 2. For additional documentation, see the Organization and Classification Intranet site,
and select Bulletins.

5. Establishment Coordinators

5. 1. Excluding National Headquarters and "A" Div., coordinators will ensure:

5. 1. 1. that establishment changes are in accordance with division/regional directives and
that the authority for the requested change has been respected, and the funding source
identified; and

5. 1. 2. the completion of Form 3235 and distribution to the appropriate authorities.
Completion of Form 3235 is not required in the NCR.

6. Establishment Projections

6. 1. Divisions will prepare their establishment projections using HRMIS as a base for
current established/authorized positions and actual strength.

6. 2. The ARLU planned reference levels are provided to all senior financial officers in
February by Corporate Management and Comptrollership Directorate.

6. 3. The division will solicit support directly from the appropriate policy center.

6. 4. The division Planning NCO/Sec. will forward the supported projection, in writing, to the
project leader (Asset/Property Manager) from div. Corporate Management. This information
is used to validate realistically what the NCO IC is identifying when requesting new or
improved accommodation.

7. Municipal Employees

7. 1. Municipal employees are hired and paid by the municipality but work for the RCMP.

8. Municipal Billing

COMMO0039688_0002
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) A DG has the authority to redeploy an FTE/position providing prior consultation has taken
place with the CO of the appropriate div.

®) 1n contract policing, the business practice is not to transfer positions but rather
increase/decrease them.

) 1n B.C. and N.B., written concurrence must be obtained from the provincial Attorney General.

Date Modified: 2007-01-30
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4. 3. Liability/Taxable Benefit

4. 3. a. Private use of police transport is a violation of both the Income Tax Act and
policy. Liability for damages or injury may result in a demand for recovery
against the member.

4. 3. b. Any deviation from a route or delay for other than duty-related purposes, could
result in a ruling that the member was not acting within the scope of his/her duties
and the member could be liable for all damage to public property and monies
paid by the Crown in settlement of all claims against the Crown.

4. 3. c. Notwithstanding an MOU required by a JFO, when an employee of another
police department, provincial government department, or a municipal employee
working for the RCMP is required to use RCMP transport, the RCMP must
notify the respective employer that:

1. As a general rule, the Crown cannot absorb a loss resulting from the negligent
operation of a Crown-owned or -leased transport by a non-federal govern-
ment employee.

2. Any incident involving a Crown-owned or -leased transport must be reported
and investigated by the RCMP.

3. The Crown's position on liability and negligence will be determined by the
Department of Justice Canada.

4. The Crown may pursue recovery from the municipality, police department or
provincial government department for any loss to the Crown arising out of the
negligent operation of a Crown-owned or -leased transport by its employees.

6091
1999-12-23
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Assurance Program that monitors the internal quality of operational, administra-
tive and financial responsibilities focusing on high-risk activities and ultimately
supporting accountability throughout the RCMP.

E. GENERAL

E. 1. The Audit and Evaluation functions support the overall governance process
within the RCMP by providing management with an independent monitoring
function that helps ensure that the objectives of the RCMP are being effectively
and efficiently accomplished and that the risks to these objectives are adequately
controlled. It supports the RCMP's commitment to continuous management
improvement and accountability for results.

E. 2. The Management Review and Quality Assurance Program also supports the
governance processes with the RCMP by providing regional, divisional or
business line management with risk-based assessments of administrative,
financial and operational practices to support the achievement of RCMP
objectives and priorities.

E. 3. Other reviews are conducted throughout the RCMP. These include, but are
not limited to regional reviews, CPIC audits, Internal Control Unit reviews,
and program reviews. These reviews are an important part of any ongoing
program management cycle and are intended to provide performance infor-
mation regarding regional or business line operations. These types of reviews
are not included in this chapter. The groups initiating and conducting these
reviews are responsible for the quality of the work undertaken.

F. INTERNAL AUDITS
F. 1. General

F. 1. a. Audit and Evaluation conducts audits employing the Standards for the
Professional Practice of Internal Auditing as set forth by the Institute
of Internal Auditors as well as the Treasury Board of Canada Secretariat
policy on Internal Audit. This involves providing assurance and consulting
services on:

1. risk management strategies and practices;
2. management control frameworks, systems and practices; and
3. information for decision-making and reporting.

F. 1. b. Audit and Evaluation ensures its operations comply with the Access to
Information Act, the Privacy Act, and the Official Languages Act
when required to provide information to the public. Internal audits will be
completed in a timely manner and made accessible to the public in both

official languages.

F. 1. c. Audit activities initiated by the Office of the Auditor General (OAG) and
the Commissioner of the Environment and Sustainable Development are

COMMO0039691_0001
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1. 12. If it is deemed necessary for administrative or operational requirements, the member may
be requested by the CO/DG/delegate to increase his/her scheduled number of hours of work, up
to and including full-time employment. If such is the case, a minimum of one month's notice will
be given to the member.

1. 13. If the member requests full-time employment in the future, the request will be considered
only if it is administratively or operationally feasible (among other conditions, a funded position
must be available) and the member is qualified for the full-time position.

1. 14. Should the member's hours of work be increased to full-time employment, the appropriate
NCS Pay Operations manager will provide a detailed written explanation of his/her benefits prior
to the change in status when notified of the change by the member.

1. 15. The member acknowledges that there may be positions requiring a full-time employee
which are not available to a member requesting part-time employment.

1. 16. The contents of this MOA supersede any prior oral or written representations that may
have been made to the member.

1. 17. The member acknowledges that he/she has been offered a reasonable opportunity to seek
financial and legal advice prior to executing this MOA.

1. 18. Any party to this MOA noticing an error or omission in this MOA will, as soon as
practicable, bring that fact to the attention of the other party.

1. 19. Any information attached to this MOA forms part of this MOA.

(Member's Signature) (Date)
(CO's/DG's/delegate's Signature) (Date)
DISTRIBUTION

Original: CO/DG
Copies: Member, NCS Pay Operations, Career Development and Resourcing

Officer and Advisor and Member's Service File

Date Modified: 2012-11-08
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Date Modified: 2016-07-06
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4. 1. 1. 1. treating every person with respect and courtesy; and

NQOTE: While employees share responsibility for understanding and preventing
discrimination in the workplace, it is important to recognize that supervisors and managers
carry more responsibility than other employees.

4. 1. 1. 2. respecting and treating any human rights issue or complaint with confidentiality.

4. 1. 2. All RCMP employees must treat the clients that they serve with respect in the same
manner that they are expected to treat their colleagues, which will foster a work
environment that is free from discriminatory practices.

4. 1. 3. Employees will:

4. 1. 3. 1. ensure that human rights issues and complaints are brought to the attention of a
supervisor or manager;

4. 1. 3. 2. cooperate with attempts to resolve issues at the earliest opportunity and the
lowest level of resolution possible; and

4. 1. 3. 3. cooperate fully in good faith with any resolution and accommodation process.
4. 1. 4. Supervisors and managers will:
4. 1. 4. 1. provide a workplace free of discrimination;

4. 1. 4. 2. ensure that employees are informed of their rights and obligations related to this
policy;

4, 1. 4. 3. ensure that human rights matters brought forward are dealt with in a timely
manner; and

4. 1. 4. 4. make every reasonable effort to resolve issues in good faith and free from
retaliation, at the earliest opportunity and the lowest level of resolution possible.

4. 1. 5. The NHRPC will:
4. 1. 5. 1. be responsible for the human rights program on behalf of the RCMP;

4. 1. 5. 2. prepare submissions for the CHRC on behalf of the RCMP Commissioner, in
collaboration with the Divisional Human Rights Managers (DHRMs), e.g. Employee
Management Relations Officer (EMRO), Administration and Personnel Officer (A&PO), or, if
applicable, OIC, Respectful Workplace (OIC, RW), or delegate.

4, 1. 5. 3. provide advice and guidance regarding discrimination and human rights issues
within the RCMP;

4. 1. 5. 4. collaborate with the CHRC regarding discrimination-prevention initiatives;

4. 1. 5. 5. engage in human rights training and educational activities;
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AM I1.19 -- Occupational Health Services Page 3 of 20

D. 8. d. Assistance will be provided to a member who has no dependency but who requires

treatment because of a dependency within his/her immediate family or workplace.

D. 9. The RCMP will not discriminate against a person with human immunodeficiency virus

(HIV) or AIDS.

D. 9. a. The HIV antibodies test is not a mandatory test in medical examinations of

applicants.

D. 10. Treatment programs will be paired with preventive programs to maximize the efficiency
and effectiveness of RCMP health care strategies. Preventive education must be made
available to members in different areas of concern, including, but not limited to, the
following:

D. 10. a. alcohol/drug abuse,

D. 10. b. stress management,

D. 10. c. smoking cessation,

D. 10. d. cardiovascular disease prevention,

D. 10. e. suicide prevention,

D. 10. f. nutritional education,

D. 10. g. critical incident intervention, and

D. 10. h. preretirement education.

E. GENERAL

F. OCCUPATIONAL HEALTH

F. 1. Periodic Health Assessments

F. 1. a. General

1. Every three years, a periodic health assessment will be scheduled for every RM,
officer and S/Cst. member.

2. The HSO/designated physician will perform the assessment.

3. The assessment is performed at intervals determined by the member's month of
birth and last digit of his/her regimental number.

EXAMPLE: A member with a regimental number ending in an odd number is

scheduled to undergo an assessment in a year ending with an odd number, in the
month of his/her birth.

COMMO0039697_0002
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1. Discuss with the member the matter that you have become aware of or have
been told about and assess whether there may be a problem.

2. If you believe that the member has a health problem, inform the member that you
intend to refer him/her for a health assessment.

3. Report the matter, through confidential channels, to the A&PO.
4. If you believe that the member has acute mental problems:
1. Arrange for immediate medical assistance by the HSO or another physician.

2. Take possession of the member's service revolver, other firearms or weapons
that the member might use to injure himself/herself or others.

5. Inform your A&PO of the action taken.
F. 4. Div. Health Committee

F. 4. a. A health committee is established as an informal body to discuss and review the
status of a member:

1. whose ability to perform his/her duties may be impaired and subject to
occupational restrictions and limitations; and

2. on sick leave in excess of 20 workdays.
F. 4. b. The committee members are:

1. A&PO/S&P representative;

2. HSO/div. nurse, and

3. DSRR.

F. 4. c. Based on the committee's recommendations, Health Services will provide a pro-
fessional assessment in relation to:

1. the limitations and occupational restrictions of the member under review;

2. the likelihood of the member being able to perform alternate duties once apprised
of the requirements of the position;

3. the period of sick leave required for recovery and return to duty; and

4. allowing the purchase/wearing of nonstandard uniform and dress due to a medical
condition.

F. 5. Medical Board

COMMO0039697_0006
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4. There are three levels of referral:
1. Self-referral means a member seeks assistance.

2. Voluntary referral means a member personally seeks assistance after a
coworker or supervisor has encouraged him/her to do so.

3. Mandatory referral means a commander orders a member to have a health
assessment.

5. This program is preventive in that it attempts to offer a member help on a
personal basis at the earliest opportunity.

1. Alcohol/drug use can affect performance on the job and Health Services
can provide early confidential guidance on how this may be overcome.

6. No adverse inference will be drawn from a member's self-referral.
F. 7. b. Member
1. If your supervisor recommends that you contact Health Services following an
interview, or makes a mandatory referral, you are expected to keep appoint-

ments and cooperate.

2. If'you choose, you may voluntarily contact any person approved by Health
Services for information or assessment of your alcohol/drug dependency.

3. Contact Health Services for the implementation and monitoring of the
recommended treatment plan.

F. 7. c. Supervisor

1. Familiarize yourself with the RCMP Health Services programs. You are
expected to use them when needed.

2. During the assessment interview, ensure that the member is aware of the RCMP
position on alcohol/drug use including the resources available from Health
Services.

3. If you encounter difficulties with a subordinate and suspect that alcohol/drug
dependency is a factor, attempt to have the member seek immediate assistance
through a voluntary referral.

4. Do not assume that dependency is the only or the main problem.

5. If possible, use a voluntary referral to the HSO as an option to the mandatory
referral.

6. Document unsatisfactory and unacceptable performance on the job. Where
alcohol/drug dependency may be involved, refer the matter, through the com-
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mander, to the HSO.
F. 7. d. Commander

1. When you receive a supervisor's report on a member whose unsatisfactory or
unacceptable performance on the job may be associated with alcohol/drug use
and he/she declines voluntary referral:

1. Establish and document that the performance on the job is unsatisfactory or
unacceptable.

2. Interview the member and explain the conditions of mandatory referral.
3. Refer the member on a mandatory referral to the HSO for assessment.

4. Have the member acknowledge the conditions of mandatory referral by
signing the letter of mandatory referral.

5. Send the letter of mandatory referral to the HSO, ensuring it contains a
statement that this is a letter of mandatory referral, reasons why the member
is being referred and a statement to the effect that the member will comply
with the HSO's directions.

6. If the member goes on sick leave, follow the special instructions of the HSO

that outline the provisions of sick leave.
5245
1995-03-31

7. If the member is not responding to the HSO's special instructions, report the
noncompliance through channels for appropriate action.

2. When a member enters treatment under a mandatory referral, ensure that strict
guidelines for recovery are adhered to for the overall well-being of the member.

3. Where dependency recurs, review the member's file and consider appropriate
administrative procedures.

F. 7. e. HSO
1. When a member consults you about alcohol/drug dependency, observe medical
confidentiality and do not disclose this information to anyone unless there is non-
compliance with your recommendation for treatment and you consider the member
to be a risk to himself/herself or others.
2. When a member is referred to you by a commander under a mandatory referral:

1. Acknowledge receipt of the letter of mandatory referral.

2. Inform the member of the time, date and location of the appointment for the
assessment.
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3. Conduct the assessment at the RCMP medical center or through a pre-
arranged contracted center.

4. If you establish or confirm the diagnosis of dependency, inform the member,
in writing, of the nature of the treatment and the specific requirements to be
followed.

3. If the member accepts a specific course of treatment:

1. Write the specific course of treatment in a formal letter and have the member
accept and sign the letter.

2. Inform the member that the letter will mention that you will contact his/her
commander regularly to report his/her health status. No personal details will be
revealed.

3. Document the course of treatment outlining the responsibilities of the comman-
der and the supervisor, if any.

4. Update the member's medical profile as required.

5. If the member fails to follow the prescribed treatment/recovery plan, inform
the commander for appropriate action.
5958
19939-()5-()7

F. 8. Overseas and Isolated Postings - Dependents

F. 8. a. If a member is stationed at an isolated post or overseas, the dependents who will
accompany him/her will undergo:

1. pre-posting and post-posting medical examinations;

2. pre-posting psychological assessments of all dependents 16 years of age and
over, with assessments for those under age 16 as deemed necessary by the
division psychologist;

3. laboratory tests; and

4. immunizations against all diseases that are prevalent in the area.

Amended 2010-01-04

G. EMOTIONAL HEALTH SERVICES
G. 1. Psychologically Traumatic Incidents
G. 1. a. General

1. The intent of such services is to identify the situations for which it is mandatory to
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2. identify potential high-risk factors and situations which contribute to suicide
and to take all possible steps to prevent it.

2. To assist management in preventing member suicide, a psychological post-
mortem/assessment will be conducted by the regional psychologist or an
RCMP-designated psychologist following a suicide, suspected or attempted
suicide. The postmortem/assessment will:

1. identify stressors associated with police suicide, and
2. provide data for developing suicide prevention measures.

3. While conducting a psychological postmortem/assessment, the regional
psychologist may also provide psychological counseling to the member's
immediate family, supervisor and coworkers.

4. Psychological postmortem/assessment and follow-up reports will become part
of the appropriate confidential medical file.

G. 3. b. Psychological Interview in an Attempted Suicide

1. It is essential that the member who attempts suicide be given a psychological
assessment and counseling or therapy.

2. After an assessment, the psychologist will make recommendations to
management on the member's suitability to be armed and have access to
firearms.

3. Psychological counseling is provided, as required, to the member's immediate
family, supervisor and coworkers.

4. A follow-up assessment will be conducted within three months of an attempted
suicide and a copy of the assessment report will be forwarded to National
Headquarters, ATTN: Chief, Emotional Health Programs, National Health

Services Policy Centre.
Amended 2003-02-05

G. 4. Reserved
G. 5. Assessment of Operational Communications Centre Operators
G. 5. a. Emotional Health Services will:

1. identify and recommend rejection of OCC operator candidates with psycho-
pathology,

2. provide biennial psychological assessment and debriefing for OCC operators
and supervisors, and

3. provide psychological debriefing to OCC operators and their supervisors when
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in concert, if indicated, with the division psychologist. For other police
departments, contact the appropriate personnel.

J. 5. Major Family Incident
J. 5. a. Division MEAP Coordinator

1. Notify the division psychologist for local support if needed.

2. Notify the Peacekeeping MEAP Coordinator for further action as required.
J. 5. b. International Peacekeeping MEAP Coordinator

1. Notity the OIC Peacekeeping Health Services.

2. Notify the contingent commander and Mission Project Coordinator for the
development of a coordinated action plan as dictated by the circumstances.

Amended 2007-05-22
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3. 1. 2. 1. provide GDPRM national training and ongoing support to Divisional users;
3. 1. 2. 2. maintain and update the current resourcing model, associated modules, and tools;

3. 1. 2. 3. conduct quality assurance reviews to ensure that the model is being used correctly
and consistently; and

3. 1. 2. 4. collaborate with outside agencies to share research, training, and best practices.
3. 1. 3. Modifications to the GDPRM will only be approved by PRMSU.

3. 1. 4. GDPRM time standard validations will be reviewed on a periodic basis to ensure that the
GDPRM is current.

3. 1. 5. The GDPRM is the intellectual property of the RCMP and a copyrighted product.

3. 1. 6. The GDPRM must not, under any circumstances, be disseminated without prior consent
and permission from PRMSU.

3. 2. Divigional Clisnt Services, Operations Strategy Branches, and Planning Sections

3. 2. 1. Divisional Client Services, Operations Strategy Branches, and Planning Sections will
normally complete the GDPRM studies within their own areas.

3. 2. 2. All GDPRM studies will be done in adherence with the General Duty Police Resourcing
Model User Manual.

3. 2. 3. GDPRM activities and studies can be subject to national quality assurance reviews by
PRMSU at any time.

3. 2. 4. GDPRM studies and reports must be classified and identified as “Protected B”.

3. 2. 5. GDPRM studies and reports require review and approval by PRMSU prior to being shared
with external partners, agencies and stakeholders.

3. 2. 6. Divisional Client Services, Operations Strategy Branches, and Planning Sections will,
upon the request of PRMSU, submit any GDPRM study requested, including all raw data and
associated information.

3. 2. 7. No attempt to modify the GDPRM internal components or the associated record
management systems and computer aided dispatch modules will be made.

NOTE: This does not include model output, e.qg. charts and graphs.
4. Training and Data
4. 1. GDPRM training will only be provided to employees:

4. 1. 1. within the Divisional Client Services, Operations Strategy Branches, and Planning
Sections; or

4. 1. 2. who have been pre-approved by PRMSU.

4, 2. Use of the GDPRM is restricted to employees who have successfully completed the GDPRM
Phase I in-class, Phase II field training exercise, and final accreditation.
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(d) the purpose of the gift or sponsorship;
(e) the conditions, if any, attaching to the gift or sponsorship; and
(f) instructions on what to do with a residual, if there is any, from the gift or sponsorship.

5679
1997-09-22
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seized.
9. All submissions and reports to the classification review committee shall be in writing.

10. (1) The classification review committee may obtain any additional documentation
relevant
to a request for review.

(2) The coordinator shall provide the member who requested the review an opportunity to
review
any additional documentation obtained by the committee in respect of the request.

Report of the Classification Review Committee

11. (1) The classification review committee shall prepare a written report on its review
and
shall submit the report to the decision maker.

(2) The report shall contain the findings and recommendations, with reasons, of the
persons on the
committee, including

(a) the group to which the position should be allocated, when the request for review is
based on
a decision, act or omission in respect of the group to which a position has been allocated;

(b) the rating, level or rank that should be attributed to the position, when the request for
review

is based on a decision, act or omission in respect of the rating, level or rank attributed to a
position;

and

(c) the effective date that should be attributed to the classification, when the request for
review

is based on a decision, act or omission in respect of the effective date of the classification
of a position.

Decision

12. The decision maker shall consider the request for review and the report of the
classification
review committee and shall

(a) determine the group to which the position should be allocated, when the request is
based on a
decision, act or omission in respect of the group to which a position has been allocated;

(b) determine the rating, level or rank of the position, when the request is based on a

decision, act
or omission in respect of the rating, level or rank attributed to a position; and
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K.

K.

K.

K.

Confidential, Secret or Top Secret levels or, if applicable, in accordance with an
agreement between the RCMP and the government or institution concerned.

7. If sensitive information is received unmarked, use due diligence and contact the originator

to determine the security category of the information received. Written permission of the
originator is required in order to mark the document on their behalf to ensure the shared
information is appropriately safeguarded.

. 7. a. The written permission of the originator is required to release or downgrade Classified

information.

8. Information marked Restricted must be safeguarded in accordance with the appropriate

agreement between the RCMP and the originator.

8. a. The security marking Restricted is not part of the Canadian security classification

system, but is used by NATO countries and the Organization for Economic
Cooperation and Development (OECD) sources.

9. When information marked Protected is received from another federal institution or

agency, it is considered as being Protected-A unless a written agreement is in effect to
treat it otherwise.

INJURY TESTING

1. An injury test must be conducted before assigning a security classification or protection
to sensitive information.

N

. National interest information is Classified as:

. 2. a. Confidential: when its unauthorized disclosure, destruction, removal, modification,

or interruption could reasonably be expected to cause injury to the national interest.
Most Classified information will be at the Confidential level.

. 2. b. Secrct: when its unauthorized disclosure, destruction, removal, modification, or

interruption could reasonably be expected to cause serious injury to the national
interest.

. 2. c. Top Secret: when its unauthorized disclosure, destruction, removal, modification,

or interruption could reasonably be expected to cause exceptionally grave injury
to the national interest. This classification applies to a very limited amount of
information.

. 3. Other sensitive information must be Protected when its unauthorized disclosure,

destruction, removal, modification, or interruption could reasonably be expected to:
3. a. cause harm to an ongoing or anticipated law-enforcement investigation;
3. b. reveal the identity of a confidential source or cause harm to any individual; or

3. c. hinder effective law enforcement by detailing sensitive protective, operational or
administrative strategics and procedures.
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P. 1. Part 1.3 (7) of the Air Carrier Security Measures provides authority for air carriers to
"... exempt from search a security-sensitive document or item not of a diplomatic or
consular nature which is transported in the possession of a representative of a govern-
ment department or agency..." This exemption is dependent upon specific conditions,
one of which is the production of a Courier Certificate, form 3262.

P. 2. Form 3262 must be used to assist employees in carrying security-sensitive documents/
assets through security-screening stations in Canadian airports. The documents/assets
must be maintained in personal possession as carry-on luggage and should be placed in
a container, e.g. briefcase, which may be opened for inspection.

P. 3. Form 3262 must be approved by the NCO IC Covert Operations Program/delegate.
The NCO IC Covert Operations Program and the unit commander will retain a copy of
form 3262.

P. 4. Form 3262 must contain the following:

P. 4. a. full name and regimental/employee number;

P. 4. b. traveling itinerary/routing including all intermediate stops which may include another
security check;

P. 4. c. detailed description of the contents of the sealed parcel;

P. 4. d. number of parcels for which you request an exemption from physical examination;

P. 4. e. seal number, if applicable; and

P. 4. f. anticipated date and time of arrival.

P. 5. The NCO IC Covert Operations Program will review each request, ensure that the
documentation/asset requires the protection of this certificate and forward approved
requests to the originator.

Q. SECURITY REQUIREMENTS CHECKLIST FOR CONTRACTING

Q. 1. Form TBS 350-103 must be used to identify security requirements for contractors

and subcontractors, and their employees, at the beginning of any contractual/
precontractual process with the private sector and PWGSC for construction or building
services, and goods and services. The form must be used even though there are no
security requirements, to ensure that security has been addressed.

Q. 2. For contracts between the RCMP and the private sector, the division Corporate

Services Officer/FSSO will ensure that all applicable security requirements listed on the

approved form TBS 350-103 are included in the contract and will forward as required.

Q. 3. Atleast one week before any work is started, the division Corporate Services Officer/
FSSO will provide the Regional Departmental Security Sec. with the following:

Q. 3. a. the duration of the contract;
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~

~ 7 7 7 7

. 3. b. the name of the contractor/subcontractor;
. 3. c. where the work will be performed; and

. 3. d. the full names, addresses and dates of birth of the contractor's/subcontractor's
employees and the security level to which they have been screened.

NOTE: Failure to provide this information could result in the people being refused
access.

FACILITY SECURITY CLEARANCES

1. Facility Security Clearances (FSC) may be carried out for suppliers in anticipation of
opportunities to bid on future contracts involving security requirements. This may be
done provided there is a strong possibility that the contractor and his/her personnel will

require future access to sensitive information, materials or valuable assets.

2. Requests for FSC will be submitted to the Regional Departmental Security Sec. for
processing and must include the following information:

2. a. the location, address and telephone number of the contractor's Canadian head office,
2. b. the name of the company president or CEO,

2. c. the requirements for establishing an FSC,

2. d. the level of reliability or security screening required for personnel,

2. e. the level of the Document Safeguarding Capability which will be required at an
identified contractor's facility, and

2. f. any EDP or COMSEC requirements.

. RESERVED

TESTING SECURITY SYSTEMS

1. The commander should test and evaluate security procedures, plans and equipment
periodically. This may include entering an alarmed area to test an electronic detection
device.

. 2. Supervisory personnel must be advised prior to planned tests.

3. The Regional Departmental Security Sec. should be advised of the appraisal and of

improvements suggested.
Amended 2004-12-03
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1. Describe threats against personnel and assets in detail, using the standard questions who, what, when,
where, why, and how. Pay close attention to situations when personnel or the asset is most vuinerable,
e.g. when in close contact with an accused/prisoner, during silent hours or when in transit. Indicate
whether the threat is accidental or deliberate.

2. Inany TRA, ensure the threat of personnel being infected with a life-threatening or debilitating disease,
either intentionally or inadvertently, is considered.

b. Class of Threat
1. Identify the perceived threat against each asset as being in the destruction, disclosure, removal (theft or
058) modification, or interruption category.
NOTE: Only include threats against Classified information when the mandatory safeguards for such
information
are found to be inadequate or have been breached, or a specific threat situation has been identified.
c. Likelihood
1. When the threat is identified, evaluate the likelihood of the threat occurring in terms of:
1. Low: no history of threats, and considered that a threat is not likely to occur.
2. Medium: history of threats, or assessment that a threat may occur.
3. High: significant history of threats, or assessment that a threat is likely to occur.
d. Consequence of an Occurrence
1. In the case of classified information, express the consequences of the threat occurring in terms of injury
and the level of classification affected:
1. Top Secret, exceptionally grave injury to the national interest;
2. Secret, serious injury to the national interest; or
3. Confidential, injury to the national interest.
2. For Protected information and assets, personnel and services, express consequences in terms such as
0s¢ of trust, loss of privacy, loss of asset, or loss of service.
e. Impact
1. Express the impact of each injury on the organization as exceptionally grave, very serious, serious, or
not too .
serious.
3. Risk Assessment
a. Existing Safeguards
1. Evaluate existing safeguards against identified threats.
2. ldentify vulnerabilities or weaknesses by assessing existing safeguards.

b. Vulnerabilities

1. Describe what vulnerabilities exist, e.g. information can easily be copied by employees, the lock on an

2021-07-30
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detection, prevention or suppression of subversive or hostile activities. Subversive or hostile
activities include but are
not restricted to:

1. espionage against Canada or any state allied with or associated with Canada;
2. sabotage;

3. activities directed toward the commission of terrorist acts, including hijacking, in or against
Canada or a foreign
state;

4. activities directed toward accomplishing government change within Canada or foreign
states by using force or
encouraging the use of force, violence or any criminal means;

5. activities directed toward gathering information used for intelligence purposes that relates to
Canada or any state
allied or associated with Canada; and

6. activities directed toward threatening the safety of Canadians, employees of the
Government of Canada or property
of the Government of Canada outside Canada.
c. Federal-Provincial Affairs
1. This category of information deals with how the Government of Canada conducts federal-
provincial affairs, including
information on:
1. federal-provincial consultations or deliberations; and
2. strategy or tactics adopted, or to be adopted, by the Government of Canada relating to the
conduct of
federal-provincial affairs.
d. Economic Interests of Canada
1. This category of information contains trade secrets or financial, commercial, scientific, or
technical information that
has substantial value or is likely to have substantial value, and belongs to the Government of
Canada or a government
institution. It also includes information relating to:
1. the currency, coinage or other legal tender of Canada;

2. a contemplated change in the rate of bank interest or in government borrowing;

3. acontemplated change in tariff rates, taxes, duties, or any other revenue sources;

2021-07-30
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4. a contemplated change in the conditions of operation of financial institutions; and
5. acontemplated sale or purchase of securities, foreign or Canadian currency.
c. Identity of a Security Clearance Source
1. This category of information is obtained from or has been prepared by an investigative body for
the purpose of
determining whether to grant security clearances that would reveal the identity of the individual
who furnished the
information to the investigative body.
f. Cabinet Confidences
1. This category of information constitutes a confidence of the Queen's Privy Council for Canada.
g. Advice and Recommendations
1. This category of information contains:
1. advice and recommendations developed by or for a government institution,
2. accounts of consultations or deliberations involving employees of a government institution,
3. positions or plans developed for the purpose of negotiations carried on or to be carried on by
or on behalf of the
Government of Canada, and
4. plans relating to the management of personnel or the administration of a government
institution that have not yet
been put in operation.

h. Statutory Prohibitions

1. This category of information is information whose disclosure is restricted by, or pursuant to, a
statute.

2. Other Sensitive Information Must be Designated Protected. The following are examples:
a. Law Enforcement
1. This category of information:
1. has been obtained or prepared by a federal investigative body in the course of lawful
investigations pertaining to
the detection, prevention or suppression of crime, or enforcement of any law of Canada or a

provinee;

2. relates to investigative techniques or plans for specific lawful investigations;

2021-07-30
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D. 1. h. deliver prompt, courteous and responsive service that is sensitive to the needs and

concerns of the public and respectful of their rights and values;

D. 1. i. encourage business line managers and employees to communicate openly about their

policies, procedures, programs, services and initiatives;

D. 1. j. safeguard the public's confidence and trust in the RCMP; and

D. 1. k. ensure that the RCMP works collaboratively with its government and public partners

to achieve coherent, comprehensive and consistent communications to its audiences.

E. GENERAL

E. 1. Communication is central to the work and management of the RCMP and GoC, ensur-
ing that audiences receive accurate information. Effective communication ensures that
the views and interests of the public are reflected in the planning, implementation and
evaluation of RCMP programs, policies, services and initiatives.

E. 2. The RCMP's communications team is made up of representatives at the national,
regional, divisional and detachment levels. National Communication Services
Directorate (NCSD) 1s made up of four operational groups: Strategic Communi-
cations, Media Relations, Corporate Communications, and Administration.

E. 3. The Director General (DG), National Communication Services Directorate is the
head of communications for the RCMP and is responsible for the management of:

E. 3. a. communications advice and strategic planning;

E. 3. b. corporate identity;

E. 3. c. advertising, publishing, and marketing;

E. 3. d. media relations and event participation;

E. 3. e. RCMP web content; and

E. 3. f. horizontal communication issues and priorities that involve a number of government

institutions as identified and coordinated by the Privy Council Office, and other
communication activities such as public announcements.

E. 4. In concert with Strategic Policy and Planning, the DG, NCSD also manages environ-
ment analysis and public opinion research using a number of communication practices.

E. 5. Activities of the RCMP's communications staff, at National Headquarters and in
regional offices, must conform to the requirements of the GoC Communications
Policy regardless of reporting relationships or placement within organizational struc-
tures.

F. SERVICES AND PRODUCTS

F. 1. National Communication Services Directorate
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F. 1. a. General
1. At National Headquarters, NCSD staff provide valuable advice and assistance in
the development of policies and programs that enhance and promote RCMP ser-
vices to the public, its roles and responsibilities and its commitment to strengthen-
ing partnerships.

F. 1. b. Communications Advice and Strategic Planning

1. Provide advice and direction on how management, business lines and employees
can tell the RCMP story.

2. Issue management communications planning, tracking and media analyses.
3. Develop corporate marketing and strategic plans.
4. Provide advice on publishing and communication issues, trends and requirements.

5. Ensure all standards comply with GoC and RCMP identity, graphics, technical,
content and language standards.

F. 1. c¢. Communications Products and Services
1. Provide communication plans and strategies, media-oriented products, including
news releases, media advisories and backgrounders, media lines, questions and
answers (Q&A), and media monitoring and analysis.
F. 1. d. Corporate Publications and Multi-media Presentations
1. Provide exhibits, web-based publishing, corporate brochures, and presentations,
fact sheets, RCMP Gazette, and project management for business line/program
print products.

F. 1. e. Internal RCMP Communications

1. Responsible for the Fast Facts, ePony, Pony Express, Commissioner's Broadcasts,
Communications Resource Centre (CRC), and graphic and design services.

F. 1. f Communications Events and Activities

1. Provide promotional efforts in public relations, marketing, special events, and
news conferences.

F. 2. Regional/Division Communication Advisors
F. 2. a. Provide advice and assistance in the development of policies, programs and
projects that enhance and promote RCMP services to the public, its roles and

responsibilities and its commitment to strengthening partnerships.

F. 2. b. Provide many of the same services and products available from NCSD, ¢.g. news
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been evaluated by Health Canada, Therapeutic Products Directorate (TPD) and approved for sale
in Canada.

Elective exclusions means conditions that do not impair biting or chewing significantly, e.g.
missing teeth, asymptomatic malocclusion, orthodontia and treatment that could eventually be
done but does not preclude dental fithess for engagement.

Eligible member means an regular member or special constable member. It may include a
civilian member who has been approved for treatment under Occupational Health Care following
an injury or iliness that is confirmed to be as a result of a work-related accident or incident.

Emergency treatment means health services given in connection with an acute, unexpected
condition, iliness, disease or injury that requires immediate attention.

Esthetic treatment means a treatment that is not to cure or prevent an illness, but is for a
cosmetic reason.

Evidence-based means the process of systematically reviewing, appraising and using clinical
research findings to aid the delivery of optimum clinical care to patients.

Extreme circumstances means cases where:

1. Classified information might be divulged, members will not be entitled to choose their
physician or treatment facility.

2. A member may not be able to obtain treatment from the health professional of his/her choice
during: a state of war or imminent hostilities; events involving mobilization of a large number of
members, e.qg. international summit conference, riot, rebellion; and events causing a severe
disruption of normal health services, e.qg. earthquake, flood.

Family counseling means counseling that is limited to the immediate family, i.e. spouse and
dependants.

Fit for duty means a determination made by a member's medical practitioner or by the HSO
that finds a member capable of performing specific modified duties. A determination made by the
member's medical practitioner may require endorsement by the HSO.

Fixed bridge means a prosthetic (false) tooth or row of teeth that spans between two natural
teeth to replace missing or lost teeth.

Fixed prosthodontics means fixed artificial appliances designed to restore and maintain oral
function by replacing missing teeth.

Gold foil restorations means a tooth restoration material made of gold.

Health Claims Administrator means an external organization that is responsible for processing
claims and transactions on behalf of the Health Benefit Program, e.g. Medavie Blue Cross. The
claims administrator may also perform Drug Use Evaluation (analyses) activities under the
direction of, or on behalf of, the Federal Drug Benefit Programs approved by Health Canada.

Health Services Officer (HS0O) means a licenced physician who reports to the Commanding
Officer/delegate and is responsible for supervising and coordinating the delivery of professional
opinions and recommendations by the Health Services Program, and overseeing the appropriate
application of professional health standards in one or more RCMP divisions.

2021-07-30
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6. 2. If an eligible member, other than an officer, chooses to have a private room, he/she is
responsible for the additional costs.

7. Madical Sarvices

7. 1. The following medical services are eligible for coverage under SHC benefits, to the extent
that the treatment is not covered through the member's provincial/territorial health care plan:

7. 1. 1. medically-assisted procreation male/female;
7. 1. 2. reversal of vasectomy/tubal ligation; and

7. 1. 3. midwife services, in the provinces where midwifery is legislated, and where the provider
is registered with their province's regulating body.

NOTE: The services must conform to the limitations and conditions outlined in the RCMP
Benefits Grid.

7. 2. The services of a licensed physician are also allowed under OHC for the following:

7. 2. 1. travel clinic consultation and immunization required for both personal and business
travel; and

7. 2. 2. treatment for cosmetic purposes, if required as a result of a work-related injury.
#. Medical Suppliss

8. 1. When prescribed by a licensed practitioner, an eligible member is covered for the cost of
various medical supplies outlined in the RCMP Benefits Grid, such as:

8. 1. 1. ostomy supplies;

8. 1. 2. nerve stimulators/TENS units;
8. 1. 3. glucometers, diabetic supplies;
8. 1. 4. support stockings; and

8. 1. 5. wound dressings.

8. 2. Upon recommendation of an HSO and with pre-authorization, a standard stainless steel
medic alert bracelet/necklace will be provided at RCMP expense, along with registration and
annual membership in the Canadian Medic Alert Foundation.

8. 2. 1. The member is responsible for notifying the Canadian Medic Alert Foundation of any
change to his/her personal or medical information by calling 1-800-668-1507.

NOTE: Physical fitness equipment and membership to fitness facilities are not deemed to be
medical expenses, and are not covered.

%, NMursing Sarvices

9. 1. When referred by a licensed physician, the services of a licensed nurse may be covered.
Pre-authorization is required.
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NOTE: Requests for coverage under OHC may be considered when the member is
participating in a comprehensive rehabilitation program, if the program includes active
physiotherapy dispensed at a minimum frequency of twice per week.

13, 2. 5. Physiotherapy

13. 2. 5. 1. The service must be performed by a licensed physiotherapist. A referral is not
required.

NOTES:

1. The RCMP does not recognize athletic therapists or kinesiologists as physiotherapy
providers.

2. Additional treatments may be covered with a licensed physician's referral. Upon the
recommendation of the HS0, the CO may approve these treatments as OHC benefits.

13, 3 Naturopathy

13. 3. 1. Eligible services include consultation and assessment, to a maximum of $1,200 in a
calendar year, when provided by a licensed naturopath, in a province/territory where the
profession is regulated. A licensed physician's referral is required.

L3, 4. Gooupstions! Therapy

13. 4. 1. Services may be covered when pre-authorized by the divisional HSO and provided by a
licensed occupational therapist, in a province/territory where the profession is regulated. A
licensed physician's referral is required.

13 5. Osteopsathy

13. 5. 1. Treatment to a maximum of $1,200 in a calendar year is covered, when provided by a
licensed osteopath, in a province/territory where the profession is regulated. A licensed
physician's referral is required.

13, &, Podiatry /Chiropody

13. 6. 1. Treatment to a maximum of $1,200 per calendar year is covered, when provided by a
licensed podiatrist or chiropodist, in a province/territory where the profession is regulated. A
licensed physician's referral is required.

13 7. Spesch Therapy

13. 7. 1. Services to a maximum of $1,200 per calendar year are covered, when provided by a
licensed speech therapist, in a province/territory where the profession is regulated. A licensed
physician's referral is required.

14. Special Madical Eqguipment

14. 1. When prescribed by a licensed physician and pre-authorized, an eligible member is
covered for the cost of various special medical equipment as outlined in the RCMP Benefits Grid,
e.g. wheelchairs and accessories, hospital beds, home traction units, blood pressure units and
their maintenance.

2021-07-30
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15. 3. 1. 1. prescription photo-chromic or dark-tinted lenses, including frames; or
15. 3. 1. 2. non-prescription sunglasses.

NOTE: Photo-chromic lenses and sunglasses that are not impact-resistant or are more
than shade #3 must not be worn when performing operational duties.

Date Modified: 2015-07-30
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BMI > 30 kg/m2 or, in the presence of other risk factors, e.g. hypertension, type 2 diabetes,
dyslipedemia, excess visceral fat, a BMI > 27kg/m2.

4. 2. The program must include diet and must be administered by a qualified medical
professional, e.g. physician, nurse, psychologist, or registered dietician.

4, 3. Unless medically contraindicated, the weight-reduction program will include an exercise
prescription component administered by the Division Fitness Lifestyle Advisorz(DFLA) or a

delegate who is a Certified Exercise Specialist from the Canadian Society of Exercise Physiology
or a fitness professional with a university degree in the fields of fitness, exercise physiclogy,
kinesiology or physical activity.

4. 4. As part of a weight reduction program, the RCMP will not reimburse the following
treatments:

4. 4. 1. food substitutes; dietary additives; hormone therapy, oral or injected; acupuncture, and
vitamins; oral or injected.

4. 5. The RCMP will not pay for a weight control program that consists of visits for periodic
weighing or diet counseling or membership to fitness facilities.

Date Modified: 2019-08-20
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MODULE 11
TEACHING OBJECTIVE TEACHING
The student will be able to: POINTS/METHODS
3. Describe the legal requirements for A non-restricted firearm may be
firearms display. displayad only under the

following conditions:

1. ltis unloaded, and

« rendered inoperable by
using a secure locking
device (Figures 83 and
84); or

« stored in a secursly
tocked container,
receptacie or room that
cannot be easily broken
open or info.

2. 1t is not displayed with and
Figure 83. Security Cable and Trigger Locks not within easy access to
ammunition that can be
- discharged from it.

Figure 84. Display

1563

GOCO0DEBE7A 153
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MODULE 13

TEACHING OBJECTIVE
The student will be able 1o;

TEACHING POINTS/METHODS

4. List the type of information that
is located on a head stamp and
name one type of cartridge that
may not display a name stamp.

Tty St o Ruvtesr Saiel

PRt

Figure 97. Cartridge Head Stamp, Data
Stamp and Ammunition Box Label

Figure 88. Chambered Ammunition Gut-
away

Highlight the importance of looking at the
entire cartridge name on the barrel data
stamp as well as on the cartridge head
stamp.

Note to studenis

Some ammunition may not have a
cartridge name stamp, such as rim-fire
cartridges. Stress that there is limited
interchangeability with some carlridges.
Emphasize that they should consult a
qualified expert if they are not sure.

201
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COMMO0053779_0200


























































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































Mass Casualty Commission Exhibit

E. 5. Although career planning can take place throughout the year, the annual performance
appraisal affords an opportune time for the member and the supervisor to focus on the
member's performance and training needs.

F. Carger Streaming Framework - BiMs

F. 1. A junior Cst.'s first five years of service are spent in training/apprenticeship to acquire
basic policing skills and experience.

F. 2. Usually after five years the member decides if he/she would like to pursue:
F. 2. a. contract policing,

1. This stream is the largest and employs the majority of members.

F. 2. b. federal enforcement,

F. 2. c. law enforcement services,

F. 2. d. protective policing,

F. 2. e. corporate management, or

F. 2. f. administration.

F. 3. Exposure to several streams is recommended as confining oneself to a single stream
could cause career plateauing.

F. 3. a. A varied background is desirable for a8 member aspiring to commissioned rank; a
commissioned member aspiring to C/Supt. rank and above, will be required to gain
experience in more than one management area.

F. 3. b. A varied background may be easier to attain on a lateral transfer rather than a
promotional basis.

F. 4. A newly appointed Insp. will normally relocate to a management function
commensurate with his/her background and experience.

Date Modified: 2011-12-06
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representing operational, administrative and policy center interests. With representation from all
divisions, the field, DSRRs, PSAC, and each human resource function, participants ranged in rank
from Constable to Deputy Commissioner. All met the challenge of ensuring the consistency of the
RCMP Core Competencies with the strategic direction of the RCMP, as expressed in the RCMP
mission, vision, values and commitments to our employees and our communities, (i.e. the RCMP
Shared Leadership Vision).

Clearly, the RCMP Core Competencies flow from the organization's core values, as it is these core
values which provide the foundation for all endeavors undertaken by the RCMP.

There are six RCMP Core Values:

Integrity
Honesty
Professionalism
Compassion
Respect

Accountability

As presented in this document, each of the eight RCMP Core Competencies includes a definition
followed by a list of behavioral indicators reflecting four levels of organizational responsibility:

e performs job function (individual contributor)
e supervises a unit of work
e manages multiple units of work

e corporate responsibilities

As such, the core competency definitions are "generic" in the sense that they apply to all
positions, ranks, functions, and levels of responsibility in the organization. The behavioral
indicators following each definition serve to reflect differences in the behavioral expression of
each core competency, at four different levels of organizational responsibility within the RCMP.

Moreover, it is recognized that the expression of the RCMP Core Competencies evolves as one
takes on greater responsibility within the organization. This development occurs because
behaviors required for effective performance change with the demands being placed on the
individual. Behaviors associated with the competency at one level are generally developed or
acquired before those at the next level.

It is important to note that the behavioral expressions of a competency developed at previous
levels are present at successive levels. These earlier behaviors serve as "prerequisites” or
building blocks for the next level. Thus, as you read down the page, (moving to successively
higher levels of organizational responsibility), earlier expressions are subsumed within the
broader expression of the competency. This development is crucial for one to succeed in handling
the challenges of a higher level of organizational responsibility.

2. Leadership

Attracts and mobilizes energies and talents to work toward shared objectives that are in the best
interests of the organization, the people comprising it, and the people it serves. Encourages
partnerships. Inspires others, by example, to perform to the highest standards in accordance

2021-07-30
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with the RCMP mission, vision, values and commitments. Sets, and/or involves others in setting,
goals that are challenging, realistic and measurable. Actively participates with and/or empowers
other individuals and teams to accomplish goals and objectives. Assesses and manages risk.
Makes, and/or inspires others to make, innovative and responsible decisions. Accepts
responsibility for outcomes and is accountable. Promotes the ongoing review of policies and
practices to ensure continued consistency with the RCMP mission, vision, values and
commitments. Establishes and maintains relationships and atmospheres of trust and respect.
Recognizes contributions and successes. Proactively seeks to improve the work environment and
the quality of service delivery.

Parforms Iob Function {(Individua! Contributor)

¢ exemplifies the highest standards of integrity, honesty, professionalism, compassion,
respect and accountability

e supports, promotes and models the RCMP mission, vision, values and commitments

¢ conducts self to the highest standards of excellence and seeks ways to continuously
improve

e enlists willing partners from within and outside the RCMP

e recognizes the contributions and accomplishments of others

¢ sets challenging goals and objectives for self and strives to achieve them

e assesses risk, considers alternative strategies and takes appropriate actions
¢ makes innovative, informed and responsible decisions

¢ establishes and maintains relationships of trust and respect

e takes initiative in identifying and solving problems proactively

e continuously seeks to improve service delivery
Supervises s Unit of Work

e exemplifies, recognizes and promotes the highest standards of integrity, honesty,
professionalism, compassion, respect and accountability

e establishes an atmosphere in which relationships of trust can develop
¢ builds and leads teams; equips teams and team members with necessary resources
e effectively coordinates and allocates resources (human, financial and material)

e contributes to, conveys, and promotes team member commitment to the RCMP mission,
vision, values and commitments

e inspires others to excellence by "walking the talk", leading by example, promoting,
fostering and demonstrating the RCMP mission, vision, values and commitments

o works with team members to set realistic individual and team performance goals
e inspires individuals and teams to assume responsibility for work and products

e provides feedbhack and development opportunities, creating an environment which
promotes and encourages continuous learning

¢ recognizes the contributions and accomplishments of the team and individual employees

¢ takes appropriate action with employees who consistently fail to meet minimum
performance standards

2021-07-30
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e fosters and promotes risk taking, ensuring a common understanding of risk taking and
risk assessment approaches

e designs and develops opportunities to challenge, motivate and empower the team and
individual employees

Manages Multiple Units of Work

e develops a shared understanding among teams and builds on common purposes

e facilitates a clear understanding and the appropriate application of empowerment and
delegation

e facilitates the setting of integrated goals for multiple units and involves others in decision
making, where appropriate

e establishes risk management and quality assurance systems

e encourages supervisors to create a collaborative and cooperative atmosphere and to
break down barriers where they exist

e contributes to, conveys, and promotes unit commitment to the RCMP mission, vision,
values and commitments, in order to ensure the integration and alignment of initiatives
with corporate direction and organizational goals

Corporate Responsibilities

e collaborates with external agencies (e.g. government departments, police departments,
private agencies) in providing for the health, security and safety of Canada's citizens

e in accordance with the RCMP mission, vision, values and commitments, maintains
traditions and esprit de corps that foster pride and commitment to the RCMP

e facilitates organizational culture changes to ensure both a positive working envircnment
and a professional image

¢ |eads and conducts highly sensitive consultations, builds strategic support, partnerships
and alliances, both internally and externally

e sets broad strategic goals and clear accountabilities; establishes a working environment
that promotes and recognizes excellence

e ensures that the organization has a learning and development strategy to meet short and
long-term organizational needs and objectives

e determines and promotes a strategic risk management framework that incorporates
appropriate delegation, rewards and recognition

¢ shows willingness to become directly and personally involved, where appropriate

e creates and maintains an environment that fosters a high standard of ethics and
facilitates acceptance of the RCMP mission, vision, values and commitments by involving
employees in its development and implementation

¢ establishes and conveys the principles of shared leadership, openness and trust to foster
adaptation and change throughout the RCMP engages in client-driven decision making
and business approaches while serving as a competent steward of the public resources
with which he/she has been entrusted

¢ establishes, champions and exemplifies the highest corporate standards of integrity,
honesty, professionalism, compassion, respect and accountability

2021-07-30
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3. Planning and Organizing [Action Management]

Analyzes, plans, implements, evaluates and adjusts goals, objectives and/or courses of action to
meet needs in a changing envircnment. Practices responsible risk management. Sets priorities,
makes decisions and takes necessary courses of action, based on multiple demands and available
human, financial and material resources. Evaluates processes and ocutcomes to ensure
continuous improvement in service delivery

Parforms Job Function {Individual Contributor}

e sets personal objectives and goals

e organizes self and manages use of time

¢ makes sound decisions and takes necessary action within area of responsibility
¢ deals effectively with multiple demands; plans and sets priorities

e provides products and/or service delivery in a timely manner; does his/her best to meet
commitments

e uses available resources responsibly
e identifies problems and issues, in consultation, as appropriate
e anticipates consequences; negotiates solutions to address various concerns and feelings

¢ |earns from mistakes, adjusts goals, objectives and/or courses of action to meet changing
needs

¢ requests assistance or advice as required

e keeps appropriate records
Supervises a Unit of Work

e leads the planning process for the team/unit; translates organizational strategies into
concrete action plans

e sets objectives, in consultation with employees and/or clients, as appropriate
¢ establishes a course of action for self and others; assigns and delegates work
e empowers employees as appropriate

e defines frameworks to guide individual and team/unit initiatives

e monitors work and provides performance feedback to employees

¢ allocates resources to achieve goals; manages human, financial and material resources
effectively

¢ creates a supportive work environment
e plans for and responds to contingencies, balancing conflicting demands on individuals

¢ in consultation with employees and/or clients, adjusts plans as required to ensure
productivity

e keeps activities and programs on track by clarifying objectives and feedback
e ensures timeliness of products/service delivery
¢ ensures appropriate records are kept

¢ maximizes productivity and the efficient use of human, financial and materiel resources

2021-07-30
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Manages Multipls Units of Work

e manages situations and activities to avoid crises

¢ participates in the development and implementation of strategic plans and performance
agreements which link programs and services to broad policy objectives

¢ translates organizational strategies into coordinated action plans
¢ assembles cross-functional teams to achieve cross-unit objectives

¢ links the RCMP mandate, its mission, vision, values, and commitments to other
departments, central agencies, and to the mandate and priorities of government

e establishes effective organizational processes and structures to achieve strategic goals

¢ balances conflicting demands on individuals/units in order to meet emerging trends and
to achieve organizational and governmental objectives

Corporate Responsibilities

e anticipates emerging issues and engages in long-term, proactive strategic planning
¢ directs RCMP activities so that they do not conflict with government plans and priorities

e provides a forward-looking perspective that contributes to future policy and strategic
planning decisions and sustains RCMP momentum towards accomplishing goals

¢ ensures all resources and technologies are employed effectively and redeployed as
necessary

¢ establishes and maintains effective accountability systems in support of the RCMP's
strategic direction and its mission, vision, values and commitments

4. Personal effectivensss and flexibility

Adjusts behavior to the demands of the work environment in order to remain productive through
periods of transition, ambiguity, uncertainty and stress. Persistently strives for excellence even in
difficult situations. Adapts behavior to changing circumstances in order to reach a goal or to
address diverse and changing client/community needs. Demonstrates perseverance and a
willingness to perform beyond the normal range of job expectations and requirements, when
necessary. Takes initiative and enthusiastically strives to do an outstanding job.

Parforms Job Function {(Individus] Contributor}

e effectively adapts behavior to changing circumstances in order to reach a goal or to
address diverse and changing client/community needs

e tolerates ambiguity and responds with new approaches to changing priorities and
conditions

e acts calmly and suitably in uncertain or stressful situations

e maintains the required level and consistency of performance under pressures including,
but not limited to: time constraints, conflicting demands, opposition, inadequate
resources, unpleasant working conditions, and perhaps danger

¢ mediates workplace problems and stressful situations
e perseveres, is resilient, composed and patient
e is realistic about own limits

¢ handles failures and criticism constructively; learns from both mistakes and successes

2021-07-30
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e has a flexible working style; is open to and initiates change

e works well both independently and in teams; develops partnerships and relationships to
maintain productivity and effectiveness

e is self confident, expresses opinions and personal views when required but gets on side
once decisions are made

¢ takes initiative beyond the normal range of job requirements when necessary
Supearvises a Unit of Work

e recognizes and responds to early signs of burnout in self and others
e supports change and continuous learning; encourages adaptability and flexibility in others
e creates a risk-free environment that supports testing new ideas

e promotes the health, safety and well-being of employees
Manages Multipls Units of Work

e models an appropriate life/work balance that is responsive to changing personal and
organizational needs

e builds strategic support, partnerships and alliances
Corporate Responsibiitiss

e demonstrates stamina/stress resistance in the face of difficult and demanding challenges

e works effectively with a broad range of organizations, people, situations, and groups at all
levels of responsibility, both internal and external to the organization

e champions and exemplifies credibility and personal effectiveness through personal
integrity and demonstrated flexibility in response to demands

e ensures support systems are in place to assist others in handling and adapting to change
e anticipates changes or difficult circumstances and puts systems in place to minimize or
manage their impact on individuals and the organization

5. Continuous Learning

Continuously identifies areas that need improvement in terms of self- and organizational
development in order to enhance service delivery and accomplish personal and organizational
goals. Develops and maintains awareness of internal and external trends, programs and issues as
they relate to service delivery and personal and organizational goals. Addresses learning
requirements by: independently keeping abreast of research and new directions, reading,
seeking appropriate experiences, training, course work, community involvement, and other
means. Shares information and techniques and applies them to daily work.

Parforms Job Function {Individual Contributor)

e takes responsibility for self-improvement and expands own knowledge and abilities
e keeps current with organizational developments

e develops a personal learning plan/strategy; tracks own progress

e identifies and selects appropriate resources and methods for learning

e learns from mistakes; seeks feedback on developmental needs and efforts

2021-07-30
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e shares learning with others
Supervises s Unit of Work

e models the principles and practices of continuous learning

e develops and shares organizational awareness and best practices with team/unit
members

e puts mechanisms in place for sharing information between team/unit members

e provides regular, ongoing feedback to team/unit members concerning developmental
requirements and means of addressing same

e provides developmental opportunities for team/unit members
e recognizes team/unit members efforts and achievements

e participates in and influences RCMP processes

e encourages and contributes to organizational improvement

e facilitates and promotes individual and team learning

e coaches and mentors team/unit members

e creates a suitable environment for testing new ideas
Manages Multipls Units of Work

e ensures developmental opportunities are available to all units and individuals

e responds to emerging needs to ensure that appropriate training and resources are applied
in a proactive and optimal fashion

e develops internal/external links and networks to enhance continuous learning

e sponsors pilot initiatives for continuous learning
Corporate Responsibilities

e champions continuous learning at all levels of the organization
e builds support, partnerships and strategic alliances to enhance continuous learning

e develops and maintains strategic alliances and networks of clients, partners and interest
groups, inside and outside the RCMP, to accomplish results

e establishes effective organizational processes and structures to achieve strategic goals

&. Communication

Presents issues and information, orally and in writing, in a clear and credible manner. Tailors
communication to intended audience and uses appropriate tools and strategies to convey
information. Listens to, understands and values other perspectives and modifies approach to
ensure understanding and/or achieve results. Responds to and uses appropriate non-verbal
communication. Exercises open, honest and bilateral communication and projects a professional
image.

Parforms Job Function {Individual Contributor}

e writes and/or orally conveys information and ideas effectively, understandably and at the
appropriate level of detail for various and diverse internal and/or external audiences

2021-07-30
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e engages in active listening practices, verifying that communications are understood and
clarifying as required

e consults with others, seeking their opinions and ensuring that their views have been
taken into consideration

e demonstrates awareness of, and sensitivity to, cross-cultural and interpersonal style
differences

e responds to and uses appropriate non-verbal communication

e creates an atmosphere that is conducive to effective and open communication
e organizes material and information to facilitate understanding

e ensures information is conveyed in a timely manner

e briefs diverse clients, partners and stakeholders on relevant issues

e provides immediate/timely answers regarding local/unit issues that reflect an awareness
of the sensitivities and interests of diverse individuals and groups including media, senior
public officials and interest groups

Supervises s Unit of Work

e optimizes the use of communications and information technology to gather and share
information

e communicates effectively with other units (representative role)
¢ |eads consultations and negotiations with diverse individuals and groups

¢ provides immediate/timely answers regarding complex and/or organizational issues that
reflect an awareness of the sensitivities and interests of diverse individuals and groups
including media, senior public officials and interest groups

Manages Multiple Units of Work

e presents complex issues with clarity, credibility and impact in widely varied forums

e capitalizes on existing communications tool and strategies and creates new, innovative
ones to ensure effective internal and external communications

¢ promotes organizational awareness by disseminating information to appropriate levels
Corporate Responsibilities

e represents the organization with tact and diplomacy
e fosters commitment by promoting and effectively communicating corporate messages
¢ articulates and promotes the corporate interests of the RCMP

¢ clarifies and communicates the expectations of other government departments and
central agencies, (e.g. Solicitor General's Office; Treasury Board)

e based on the principles of community policing and modern management, articulates and
clarifies the RCMP mission, vision, values and commitments -- in the spirit of shared
leadership -- in response to needs, demands, and expectations of RCMP employees and
communities

e supports opportunities to use technology to develop and improve communication
processes

2021-07-30
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7. Interpersonal Skills

Interacts sensitively and respectfully with all individuals and groups to develop mutual
understanding and productive relationships to enhance quality service delivery. Demonstrates
compassion. Coaches, mentors and/or works effectively in teams and in partnerships. Identifies
and resolves issues through consultation, negotiation and consensus building and other
appropriate processes.

Parforms Job Function {Individual Contributor)

e develops and maintains positive working relationships and contacts

e serves as a coach, mentor, and/or facilitator

e participates in identifying and resolving issues

e keeps an open mind in discussing and responding to differing points of view

¢ acknowledges, understands and respects that others may have different values and
beliefs when dealing with diverse individuals and issues

e contributes to a positive work environment by using courtesy, tact and diplomacy, and by
demonstrating interest in others

e contributes to a harassment-free work environment
e anticipates and takes steps to minimize or prevent conflicts

¢ serves as a role-model within own circle of influence; gains esteem and respect for the
organization from people of differing backgrounds and viewpoints

Supervises o Unit of Work

¢ establishes and maintains a harassment-free work environment

¢ builds internal, inter-agency and inter-disciplinary teams, demonstrating sensitivity and
respect for diversity

¢ establishes and maintains an environment conducive to the identification of problems,
diverse points of view, open problem-solving discussions, and consensus building

¢ manages a diverse workforce with sensitivity and respect

¢ develops and maintains positive working relationships with team/unit members, even in
highly stressful situations

¢ seeks ways to appropriately resolve conflicts between and among individuals
Manages Multiple Units of Work

e promotes cooperation, coordination and consistency in approach, purpose and direction
between and within teams

¢ minimizes and manages stress in the work environment
e makes tough interpersonal/organizational decisions with sensitivity, care and diplomacy

e seeks ways to appropriately resolve conflicts between and within units and teams

Corporats Responsibilitias

2021-07-30
COMMO0040100_0009



Mass Casualty Commission Exhibit
CMM - App. 1-1 RCMP Core Competencies - Infoweb Page 11 of 13

e adapts interpersonal style to build relationships with diverse clients, citizens, and
communities, senior executives in other organizations, elected officials, and employees at
all levels of the RCMP

e recognizes inter-dependencies between internal and external groups; seeks common
ground and develops meaningful long-term relationships and strategic alliances

e champions and models corporate values to all employees of the RCMP and external
contacts

¢ handles delicate negotiations skillfully in order to advance the RCMPs objective of
providing for the health, security and safety of Canada's citizens

B, Thinking Skills

Works with others to identify needs and conceptualize issues in diverse, dynamic or complex
circumstances, giving consideration to client/community, organization, and employee interests.
Acquires and analyzes appropriate information and considers alternative strategies to achieve
objectives. Assesses risk, develops innovative solutions, and evaluates potential outcomes of
various actions before making decisions. Establishes priorities, makes decisions and takes actions
that are consistent with the RCMP mission, vision, values and commitments. Assesses outcomes
in consultation with client/community. Applies sound, ethical reasoning in all situations.

Parforms Iob Function {(Individua! Contributor)

e applies the principles and processes of the CAPRA problem solving model (Clients -
direct/indirect; Acquiring & Analyzing information; Partnerships; Response; Assessment)

¢ works with diverse clients and partners (internal and/or external) to identify needs and
develop shared priorities and practical solutions

e extracts information from a variety of sources to assist in problem identification and
solving

¢ identifies patterns, trends, barriers, and their underlying root causes to anticipate
problems and generate creative solutions

e evaluates risk and develops risk management strategies

e quickly and simultaneously assesses the implications and effects of various strategies
before taking action

¢ identifies core issues and responds to them appropriately
Supsarvises a Unit of Work

e keeps track of multiple problems and developments ranging from day to day activities to
broader issues

e switches from one type of problem to another with ease, distinguishing between essential
and non-essential details

e makes decisions in consideration of unit needs, priorities, and resources

e works with employees to solve problems, giving assistance and guidance as necessary
practices risk management

¢ coordinates, integrates and appropriately disseminates information gathered from others

Manages Multiple Units of Work
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e brings together large amounts of information and creates a coherent picture to integrate
new information and identify implications for policy

e integrates activities of various units to ensure efforts are consistent with organizational
initiatives and strategic directions

e identifies contradictions between policies and practice within own areas of responsibility,
and seeks ways to align them with each other and with the corporate strategy

Corporate Responsibiities

e groups the meaning of trends and relationships between the organization and its
environment, and makes accurate prognoses of expected developments

e adds meaning to complex events and patterns of information by reducing them to
fundamental concepts and basic objectives

e balances and synthesizes conflicting demands on the RCMP's resources, priorities, policies
and practices

¢ identifies threats to the organization, evaluates their potential impact on the RCMP's
ability to deliver service and develops innovative solutions

¢ conceives models to guide the development of practical long-term directions for policies,
programs and services

e extracts - from diverse sources of information - vital principles that serve to enrich
understanding and provide a focus for the organization's activities

e ensures that initiatives within various areas of accountability in the organization are in
alignment

e identifies and reconciles actual or potential contradictions in organizational policy,
priorities, practices with the RCMP mission, vision, values and commitments

9., Clleant-Centered Service

Identifies clients and their needs. Establishes and maintains partnerships. Provides clients with
opportunities for active participation and consultation on decisions that are relevant to their
needs and concerns, while balancing competing interests. Accepts responsibility for quality
service delivery. Seeks innovative approaches for improvement based on client feedback.
Responds to client/community needs in a manner consistent with the RCMP mission, vision,
values and commitments, RCMP service standards, and the philosophy of community policing.

Parforms Job Function {Individual Contributor}

e responds to client and community needs in a manner consistent with the RCMP mission,
vision, values and commitments, its service standards, and the philosophy of community
policing

e identifies and understands the needs and expectations of direct and indirect clients in
general, and with respect to specific cases, issues and problems

e balances competing interests for time and attention; provides products and/or service
delivery in a timely manner

e serves as a coach, mentor, facilitator, both internally and externally, as needs demand

¢ establishes and maintains partnerships, both within and outside the RCMP

2021-07-30
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e solicits client feedback on service delivery; acts upon constructive feedback regarding
personal and organizational effectiveness

e proactively interacts with clients to gather information that will assist in identifying actual
and potential problems, issues and concerns, and to maintain an optimum level of client
service

Supervisses a Unit of Work

e balances multiple and competing interests for time, resources and attention

e solicits and incorporates feedback on service delivery provided by the team/unit members
in order to ensure that service delivery objectives are met

e establishes performance measures for quality, time, and cost of services provided by the
team/unit

¢ recognizes excellence in those providing client service
e manages and coordinates public consultations, both at the individual and unit levels

¢ develops and manages additional community resources and enhances service delivery by
encouraging community involvement

Manages Multipls Units of Work

e designs and implements client-feedback systems on the service delivery of various work
units

e ensures client feedback is incorporated in order to continuously improve service delivery
Corporate Responsibiitiss

e reviews and enhances the RCMP service-delivery model at all levels, both naticnally and
internationally

¢ establishes strategic partnerships with government and nongovernment agencies at
municipal, provincial, federal, national and international levels

e establishes organization-wide accountability structures
e establishes advisory and public consultation strategies and processes

e establishes RCMP policies, priorities and strategies and ensures that they serve to support
and facilitate client-centered service

e champions the principles and practice of client-centered service

tn chapter |

Date Modified: 2014-05-06
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2, Competency Proficlency Levels

8. 1. When the organizational and functional competencies are identified for a profile, each
competency is assigned a minimum and a desired level of competence.

8. 1. 1. Minimum level is the proficiency level required to do the work day-to-day. This is
normally the entry level for selection.

8. 1. 2. Desired level is the proficiency level which reflects superior performance.

8. 2. Functional competencies in the profile are also identified as bring or learn. Bring
means competencies that an employee is expected to possess at the time of selection.
Learn means competencies that the employee is expected to develop within a reasonable
period of time after starting a job.

8. 3. The bring and learn aspects of the profile allow employees to know what is necessary
to start a job. Just as important, a learning adjustment period (learning curve) can be
accommodated with clear expectations and developmental objectives set out once the
employee begins a job. In either case, the selected competencies are critical to perform the
work whether they are developed before or after starting a job. By definition, organizational
competencies are considered to be all bring competencies.

4. Operational Groups

4. 1. Gansral

8. 1. 1. To facilitate the development of competency profiles, the RCMP has been subdivided
into the following Operational Groups:

9. 1. 1. 1. Senior Management and Senior Executive,
S. 1. 1. 2. Criminal Intelligence Directorate,

8. 1. 1. 3. Criminal Intelligence Service Canada,

8. 1. 1. 4. Contract Policing,

8. 1. 1. 5. Federal and International Operations,

9. 1. 1. 6. National Policing Services,

8. 1. 1. 7. Protective Operations,

8. 1. 1. 8. Technical Operations, and

8. 1. 1. 8. Operational Support groups.

8. 1. 2. The priority for developing competency profiles is established by NSP, HR Sector
and the respective operational group program managers. Scheduling priority is determined

COMMO0039760_0005


















Mass Casualty Commission Exhibit

CMM - App. 12-2 Context-Specific Competencies - Infoweb Page 2 of 4

3.

3.

3.

3.

1.

2.

2.

2.

. 8.

. 9.

. 10.

.11,

.12,

. 13,

. 14.

. 15.

. 16,

. 17.

18.

undercover operations,

kidnapping/extortions,

financial crime - general (no specific context),
financial crime - counterfeit,

financial crime - bankruptcy,

financial crime - corruption,

financial crime - mass marketing fraud,

financial crime - securities,

financial crime - proceeds of crime/money laundering,
Internet-facilitated child sexual exploitation, and

cybercrime.

¥nowlsdgs of applicable legisistion and RUMP policies, provadurss and strategic
priorities:

1.

2.

. 10.

.11,

.12,

. 13.

. 14.

. 15,

. 16,

general (no specific context),

general-duty policing,

. emergency response team (ERT),

. general investigation section (GIS)/serious crime/major crime,
. traffic/accident investigation,

. aboriginal policing,

. federal policing,

. drugs and organized crime,

. border integrity - general (no specific context),

border integrity - customs and excise (C&E),

border integrity - federal enforcement,

border integrity - immigration and passport (I1&P),

border integrity - integrated border enforcement teams (IBET),
border integrity - marine and ports,

financial crime - general (no specific context),

financial crime - commercial crime,

2021-07-30
COMMO0040102_0001



Mass Casualty Commission Exhibit
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3.2.19,

3. 2. 20,

3. 2. 21,

3.2.22,

3. 2. 23.

3. 2. 24.

3. 2. 25.

3. 2. 26,

3. 2. 27.

3. 2. 28.

3. 2. 29.

3. 2. 30,

3. 2. 31.

3. 2. 32.

3. 2. 33.

3. 2. 34,

3. 2. 35.

3. 2. 36.

3. 2. 37.

3. 2. 38,

3. 2. 39.

3. 2. 40.

3. 2. 41.

3. 2. 42,

3. 2. 43.

. financial crime - proceeds of crime/money laundering,

. financial crime - securities enforcement,

international policing - international operations,

international policing - international peacekeeping,
international policing - international travel and visits,
international policing - Interpol,

protective policing - Canadian Air Carrier Protective Program (CACPP),
protective policing - general duty,

protective policing - major events,

protective policing - Prime Minister's Protective Detail (PMPD),
protective policing - very important persons (VIP),

criminal intelligence,

RCMP administration/strategic direction,

technical operations - behavioural sciences,

technical operations - departmental security,

technical operations - explosives disposal,

technical operations - security systems,

technical operations - special entry,

technical operations - special “1”,

technical operations - special "0O”,
technical operations - technical crime,
information technology - CPIC,
information technology - informatics,
access to information and privacy (ATIP),
child exploitation,

Internet-facilitated child sexual exploitation,

firearms,

. human resources - general (no specific context),

. human resources - compensation,

Page 3 of 4
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H. 1. f. Part V: Ratee Acknowledgement

1. Reserved for the member's comments and signature.

2. In a designated bilingual region, the member must acknowledge, in writing,
whether or not he/she was given the choice of having the evaluation completed
in either offici!l language.

H. 1. g. Part VI: Remarks of Intermediate Supervisor

1. This part is the sign-off authority for the form.

2. For a S/Cst. and S/Cst. Member, the intermediate supervisor must indicate
his/her agreement/disagreement for promotability.

H. 1. h. Part VII: Remarks of Line Officer/Branch Officer

1. This part is required only in cases of unsatisfactory performance or assessment
problems.

H. 1. 1. Part VIII: Remarks of HRO
1. Completion of Part VIII is not required.

2. When appropriate, the HRO will comment regarding performance or the mem-
ber's concerns.

Amended 2005-10-05

H. 2. Rater

H. 2. a. Before completing an evaluation to coincide with the member's anniversary date,
you must have supervised the member (as an interim or regular supervisor) for at
least four months.

1. If you supervised for less than four months, complete a narrative interim evalua-
tion. Provide a copy of the narrative to the member and to the member's rater
who will be completing the evaluation.

2. If you supervised for more than four months, complete the evaluation on form
2510 which may be supplemented by narrative assessments from previous
supervisors.

H 2. b. If you or the member will be transferred and the member's evaluation:

1. is due within four months of the actual departure date, submit an evaluation
report before the transfer takes place; or

2. is not due within the four months, complete a narrative interim evaluation. Pro-

vide a copy of the narrative to the member and send it to the member's rater
who will be completing the form 2510.
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H. 3. d. If you wish redress by a formal grievance, you must make a formal submission within
30 days of receipt of a fully processed assessment.

NOTE: Form 2510 is not deemed completed until:
1. if no problems are identified, Part VI is signed; or

2. if problems are identified, Part VIII is signed.

Amended 2004-08-11

4. Intermediate Supervisor
4. a. Review form 2510.

4. b. If no problems or changes are identified, your comments are not necessary.

4. c. Before you make any recommendations for change, consult with the rater and mem-
ber.

H. 4. d. Attempt to resolve any matters not previously cleared by considering the comments
made by the rater and member.

H. 4. e. After consulting in person, by telephone or by correspondence, make necessary
recommendations with supporting comments.

H. 4. f. After completing form 2510, forward:

1. in cases of satisfactory performance and no disagreements, the original and
copy 2 to the S&PO and return copy 3 to the rated member; or

2. in cases of unsatisfactory performance or any matters not previously cleared,
in triplicate to the Line Officer/Branch Officer.

Amended 2005-10-05

H. 5. Line/Branch Officer

H. 5. a. Only in cases of unsatisfactory performance make appropriate comments on form
2510 and forward in triplicate to your S&PO.

H. 6. S&PO

H. 6. a. Ensure assessments are completed. Monitor the reporting of unsatisfactory perfor-
mance and address the rated member's concerns.

H. 6. b. If no adjustments are recommended or if no disagreements or performance prob-

lems are noted, you do not have to complete Part VIII. Assessments are to be PA'd
to file without further processing.
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N 2. Supervisor

N. 2. a. Ensure your employees are provided with information on the Performance Man-
agement Program and are familiar with the cycle.

N. 2. b. In consultation with each employee, establish, in writing, work objectives and
expected results at the beginning of the review period.

1. Revise them as required to respond to new or emerging situations.
NOTE: The establishment of work objectives and results expected should
be linked to the organizational goals of the unit and to the duties of the posi-

tion.

N. 2. c. Provide employees with the resources, tools and guidance required to achieve
their work objectives.

N. 2. d. Provide, on an ongoing basis, feedback concerning the achievement of work
objectives by creating opportunities for such feedback.

1. Encourage the employee to participate actively in these discussions.

N. 2. e. Deal with employee performance issues and follow-up activities in a timely man-
ner.

N. 2. f. At the end of the performance management cycle, complete form 3121.

1. Provide the employee with a comprehensive review consisting of a verbal or
written summary of the ongoing feedback.

1. Feedback should include recognizing the employee's achievements as well
as discussing areas for improvement.

N. 2. g. Attach a written performance management report to form 3121 for:
1. all employees who request one;
2. any employee, at the supervisor's discretion;

3. any employee who is new to the Public Service, six weeks prior to the end
of the probationary period;

4. any employee who is, or will be, in a workforce adjustment situation; and,
5. any employee who has demonstrated unsatisfactory performance.
N. 2. h. Forward form 3121 to the reviewing officer.

N. 2. i. When reviewed and returned, give a copy to the employee and forward the
original to your PS Human Resources Consultant.

COMMO0039763_0014
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N. 3. Employee

N. 3. a. Contribute actively to the development and ongoing update of your performance
objectives and ensure you understand what is expected of you.

N. 3. b. Advise your supervisor of your needs in terms of work instruments and tools re-
quired to carry out your work objectives.

N. 3. c. Participate in performance feedback discussions.

N. 3. d. Initiate performance feedback discussions as a result of new or changed circum-
stances and seek clarification and guidance if required.

N. 3. e. Use the opportunity during ongoing feedback to make your training needs and
career aspirations known.

N. 3. f. Follow up on action agreed to during the feedback.

N. 3. g. Before the annual comprehensive review, indicate to your supervisor if you want
to have a written performance management report.

NOTE: Employees wishing to have a written record of their accomplishments
and performance are encouraged by management to request one.

N. 4. Reviewing Officer

N. 4. a. Review form 3121 to ensure that the program requirements are being met and the
written report, if one is prepared, is accurate, fair and equitable.

N. 4. b. Make changes, if required, to the attached report following consultation with the
person who completed the report.

812
2000-03-31
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439
1996-02-09
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especially in order for the performance level to become fully satisfactory.
3. Fully Satisfactory
a. This performance category represents thorough competence and adeptness.
b. The criteria and expectations which have been established by the supervisor with the subordinate
have,
without any significant exceptions, been met and may sometimes have been exceeded.
c. Examples might be:

1. always completes work on time and within budget;

2. works within agreed upon responsibilities and objectives;

(W8]

. policies and procedures are clearly understood and successfully applied;

I

. thoroughly comprehends and contributes to the role and mission of the work unit; and

W

copes with more important problems.
d. In summary, this level of performance consistently meets all of the requirements of the position.
4. Superior
a. This performance category represents significant and tangible breakthroughs in work over the
course of
of the performance period beyond the competent level.
b. This is designated when an employee's performance is generally beyond the requirements of the
position
and the criteria established.
c. Examples might be that the employee:
1. always completes work on time and within budget, and frequently ahead of both;
2. performs work well independently;
3. identifies solutions to most problems and responsibilities;
4. successfully manages several activities or projects within the same time frame;
5. identifies areas where practices or policies might be improved; and

6. demonstrates initiative in work, etc.

d. In summary, performance results in this category clearly move the work of the unit ahead.

2021-07-30
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1. 1. Mambers

1. 1. 1. The Delegated Manager for HR/delegate has the authority to approve transfers to
and within his/her division, provided the transfers do not involve centralized positions or
officer/officer equivalent positions.

1. 1. 2. The Delegated Manager for HR/delegate, National Headquarters, approves transfers
involving centralized positions.

EXCEPTION: The Delegated Manager for HR/delegate, "Depot” Division, approves transfers
for "Depot” Division centralized positions located in Regina.

1. 1. 3. A line officer/delegate has authority to implement intrafunctional transfers of
members below the rank of officer/officer equivalent. Intrafunctional transfers are subject to
final review by the Delegated Manager for HR.

1. 1. 4. An inter-divisional transfer may not be approved unless both Delegated Managers
for HR/delegates, i.e. the sending and receiving divisions, agree.

1. 1. 5. The following positions are identified as centralized positions and must be staffed
using an RCMP-wide search:

1. 1. 5. 1. Air Services;

1. 1. 5. 2. Counter-Technical Intrusion;

1. 1.5 3. Special I, except LES-IM and SPS-SAT;
1. 1. 5. 4. Security Engineering;

1. 1. 5. 5. Informatics, except SPS-CP-01 and 02, SPS-ETEC-03 to 05 inclusive, and Cst.

1. 1. 5. 6. CPIC Field Operations;

1. 1. 5. 7. Forensic Identification Services;

1. 1. 5. 8. Police Dog Services;

1. 1. 5. 8. "Depot" Division, ("T" Budget);

1. 1. 5. 10. Canadian Police College;

1. 1. 5. 11. Musical Ride;

1. 1. 5. 12, Explosives Disposal/Technology Services;

1. 1. 5. 13. International Liaison Officers;
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14. 1. 2. Residency requirements are not intended to include the family of the member.
14. 1. 3. The CO will approve unit residency requirements.

14. 1. 4. Unit residency requirements will not affect mandatory residency requirements for
locations where government quarters have been provided for the incumbent of a specific
position.

14. 1. 5. Residency requirements will be supported by reasonable rationale that addresses
the following:

14. 1. 5. 1. community recommendations containing identifiable and practical justification,

14. 1. 5. 2. constantly recurring hazards likely to impede response and reasonable response
to emergency situations,

14. 1. 5. 3. other factors that would impede reasonable response to emergency situations,
14. 1. 5. 4. local commuting customs,

14. 1. 5. 5. road conditions, and

14. 1. 5. 6. traffic density.

14. 1. 6. Recommendations for changes to residency requirements will be reviewed by a
divisional committee comprised of management representatives and SRRs, as determined
by the CO.

14. 1. 7. Existing or new residency requirements will be reviewed when the need is
identified to the CO.

14, 3. Commander

14. 2. 1. When required, discuss and seek the advice of government officials and
community consultative groups in your jurisdiction.

14. 2. 2. Ensure that government officials and community consultative groups can help in
finding housing for members.

14. 2. 3. Forward your recommendations and those of the community to the CO through
channels.

14, 3 Divistonal Conmmities

14. 3. 1. Review existing and new residency requirements and if necessary, obtain
additional information.

14. 3. 2. Provide the CO with recommendations and rationale.
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1. 1. 5. Desire to Serve Elsewhere

1. 1. 5. 1. This is not a ground for compassionate transfer; therefore, applications should
normally be rejected.

2. Immadiate Helative

2. 1. Apply the following guidelines to applications for immediate relative compassionate
transfers:

2. 1. 1. Medical Problems

2. 1. 1. 1. Obtain confirmation of the type, frequency, and severity of the condition from a
qualified medical practitioner. In the case of a terminal iliness, obtain confirmation of the life
expectancy of the immediate relative.

2. 1. 1. 2. Determine whether another immediate relative is living in close proximity:
2.1.1. 2. 1. if there is, the application should be rejected; and
2.1.1.2. 2. if not, consider the mobility of the immediate relative.

2. 1. 1. 3. Consider the availability of medical or home-care services, e.g. health-care centres,
senijor citizens homes.

2. 1. 1. 4. Assess the degree of interference in the immediate relative's everyday life caused by
the medical affliction.

2. 1. 1. 5. If the death of the immediate relative leaves a partner in poor health, with no one to
help, a compassionate transfer may be approved.

2. L. 2. Personal Problems
2. 1. 2. 1. Marital/financial problems are not normally considered grounds for compassionate

transfer. Judge each case on its own merit, bearing in mind the seriousness of the circumstances
presented, the conditions which led to the application, and those which may result later.

Date Modified: 2014-04-22
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Service Problem
Special Term/Duty
Transfer

University Progress

Workforce Adjustment (Affected Member)

: Back to chapder |

Date Modified: 2014-04-22

50

28

30

70

81

Page 2 of 2
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6. 1. Section 32 validation is required for change report type = Return from (all reasons), and
change report type = assignment/acting, reason - Graduated Return to Work, and Pregnant
Member Working, as well as cost move transfers where there is a change in cost centre.

6. 2. When Section 32 authority is required, and the initiator is not a delegated authority for
Section 32, the transaction request must be re-assigned to a Section 32 authority.

7. Validation of HRMIS Transactions

7. 1. Divisional Compensation will validate, ensure policy compliance, and perform HRMIS data
entry for maternity/parental leave, return from maternity/parental leave, and changes to
allowances and deductions staffing transactions.

7. 2. Career Development and Resourcing will validate, ensure policy compliance, and perform
HRMIS data entry for all HRMIS staffing transactions received.

8. Amendments o HRMIS Transactions

8. 1. Only HRMIS managers, CMTR administrators, and assigned National Compensation Pay
Operations resources are authorized to search for, modify, or cancel a previously submitted
HRMIS staffing transaction.

3, Data Rules

9. 1. Each type of transfer or movement has its own rules regarding the data required. Refer to
the applicable HRMIS UPK topic.

9. 2. An expected end date is required for all transaction types.

EXCEPTION: non-temporary transfers or promotions, and amendments to
allowances/deductions.

9. 3. All acting transactions must contain a position number.
9. 4. The effective date is the first day the transaction type is effective.

NOTE: The HRMIS Staffing Transaction Administration component auto-calculates the 31st day
for medical leave and suspensions.

9. 5. When a member is being transferred as a surplus member to a position that does not have
a position number, i.e. STE, the department code, location code, combination code, i.e. cost
centre, and job code are required.

9. 6. The Approved row in HRMIS is entered once OIC, Career Development and Resourcing,
approval has been received.

9. 7. The Appointed row in HRMIS is entered once the transaction has been approved by the
member's departing and receiving managers, and returned to Career Development and
Resourcing or Pay Operations, whichever is applicable.

9. 8. If a transaction involves a promotion, the Promotion Date row in HRMIS is entered by the
divisional Career Development and Resourcing Office once the actual promotion date is
confirmed, in consultation with National Pay Operations.

2021-07-30
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9. 9. The National Promotions Unit is responsible for entering the actual promotion date in the
Promotions Eligibility panel in HRMIS.

9. 10. For interdivisional transfers funded and initiated by V, G, or M division, when a member is
departing from his/her northern rotation, the applicable CMTR must enter the respective
divisional NCO OIC of Career Development and Resourcing as the Receiving Staffing
0OIC/delegate, in order to route the transaction back to the appropriate Section 32 authority.

9. 10. 1. Once approved, the receiving CMTR will automatically receive the notification of the
approved transfer at the same time as all other stakeholders, as a result of the receiving division
collator code indicated in the transaction.

10, Yalidation Process of Member Promotion Dates

10. 1. The National Promotions Unit will initiate promotion transactions using the HRMIS Staffing
Transaction component in HRMIS.

NOTE: For CMs, the paying divisional Career Development and Resourcing Office will initiate
promotion transactions in HRMIS.

10. 2. For RM transactions, once saved as a draft, the paying divisional Career Development and
Resourcing Office will be notified by e-mail that the draft transaction is available for completion.

10. 3. The receiving Career Development and Resourcing Office, i.e. receiving CMTR or CDRA,

will access the transaction, validate information provided in the transaction, enter additional
information in the transaction if required, and submit it to the receiving OIC, Career Development
and Resourcing, for approval.

10. 4. Upon approval of the receiving OIC, Career Development and Resourcing, certain
stakeholders will be notified automatically.

10. 5. The CMTR will enter the required information in the transfer Appointed row in HRMIS in
the job data panel.

10. 6. Once the departing and receiving managers have completed the required sections in
accordance with the UPK topics, the transaction will be routed to the receiving CMTR, who will
enter the required information in the transfer Appointed row in the job data panel, and contact
Pay Operations by e-mail to verify the promotion date, which includes checking for continuous
acting.

10. 7. Pay Operations will provide the start date of continuous acting by e-mail.

10. 8. Based on staffing policy and continuous acting date, Career Development and Resourcing
will enter the applicable date in the Promotion Date row in HRMIS, and complete the transaction,
which will notify stakeholders automatically.

10. 9. The promotion date entered in the job panel in HRMIS is to be used as the source of
information by Pay Operations to calculate promotion-related pay, and by the National
Promotions Unit as the date to be entered in the Promotions Eligibility panel in HRMIS.

Date Modified: 2014-12-02
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2. 4. Desirable attributes mean specific knowledge, skills, abilities, or other qualifications
related to the job, which are not essential to perform the duties of the position, but which may
enhance the work performed, and/or benefit the work unit, currently or in the future.

2. 5. Different examples mean behavioural examples that describe distinct situations and/or
tasks.

2. 6. Fit means an appropriate combination of qualifications and relevant characteristics for the
position being staffed, after consideration of the identified job requirements and desirable
attributes, if applicable, together with the operational and organizational needs of the
detachment or unit, and/or the RCMP.

2. 7. Functional competencies mean the knowledge, skills, and abilities that are required by
members within a particular function. They describe what the member needs to know, or be able
to apply, in order to perform effectively in that function.

2. 8. Job requirements mean what are essential to perform the duties of the position, and
include, but are not limited to, organizational and functional competencies, education,
certifications, formal developmental activity, technical or professional capabilities, or
demonstration of a skill.

2. 9. Meaningful means providing sufficient information justifying the outcome, thus allowing a
neutral third party to understand the reasons for the recommendation or decision.

2. 10. Minimum level means the proficiency required to do the work on a day-to-day basis.

2. 11. Organizational competencies mean the essential four groups of competencies that
every RCMP member must have to deliver on the Mission, Vision, and Values, and support the
Strategic Framework. Typically, these reflect a member’s personal qualities or attributes.

2. 12. Pre-selection list means a listing of all members ranked by a Job Simulation Exercises
score who apply to an advertisement, meet all of the requirements, and have been validated as
meeting the minimum levels for the required competencies.

2. 13. Pre-validation list means a listing of all members who apply to an advertisement and
meet all the requirements other than the required competencies.

2. 14, Qualifying list means a listing of candidates with a passing Job Simulation Exercises
score.

2. 15. Short list (NCO Promotion Process) means a listing of candidates to be considered by the
line officer at the selection stage.

2. 16. Sound means the totality of the information was considered, and the rationale accurately
reflects the facts or reasons for the recommendation or decision.

2. 17. Staffing region means a geographically defined region identified by a grouping of specific
alphabetic indicators contained within a position's location code:

2. 17. 1. Pacific Staffing Region means location codes commencing with the letters E and M.

2. 17. 2. North West Staffing Region means location codes commencing with the letters D, F,
G, K, V, and R400.
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7. 2. 2. 5. other relevant information.

7. 2. 3. Submit the business case to your divisional CDR office and provide a copy to the NPU
within 14 days of the date that the member is advised that they are the successful candidate.

7. 3. Delegated Manager for Human Resources Delagate

7. 3. 1. In consultation with the commanding officer (CO)/director general (DG), the line officer
responsible for the promotional position, and others as deemed necessary, ensure that the
business case is sound and meaningful before approving retention of the member.

7. 3. 1. 1. When the position identified for promotion and the member’s current position fall
under different approval authorities, ensure that you also consult with the CO/DG and
DMHR/delegate responsible for the promotional position.

&. Grieved Performance Rating and Promotability - Special Constabls and Special
Constable Member

8. 1. If a member grieves their performance evaluation for reasons relating to performance
rating or non-promotability while they are a candidate for a promotional opportunity, the grieved
performance evaluation will be set aside insofar as its consideration in the current promotional
process is concerned.

8. 2. If the grieving member is selected for the position, their promotion will be held in abeyance
pending the outcome of the grievance.

8. 3. If the adjudication authority upholds all of the member’s grieved performance ratings or
promotability, the member will be promoted.

8. 4. If the level 1I adjudication authority denies the member’s grievance on their promotability,
the member will be removed from the competition and the number two rank-ordered candidate
will be promoted.

9. Eligibility List - Other than Begular Members

9. 1. A Structured Interview Board (SIB) for CMs, or a promotion board for other members, will
develop an eligibility list if requested by the CDR representative, and submit their findings and
recommendations, including any dissenting views, to the DMHR/delegate.

9. 2. An eligibility list consists of members who have been rank-ordered in relation to one
another by an SIB for CMs and a promotion board for other members.

9. 3. Eligibility lists may be developed for like positions that are, or are anticipated to be, vacant.
Like positions have identical job requirements.

9. 4. If a candidate is placed on an eligibility list, they must be notified.

9. 5. An eligibility list may be valid for up to a maximum of 365 days for all members, beginning
on the day after the list is approved by the DMHR.

9. 6. If an eligibility list is used to staff a vacant position, the number one rank-ordered candidate
will be selected after the candidate’s interest has been confirmed.
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2. 4. 1. Examples must be verifiable. An example that cannot be verified will not be accepted.

2. 4. 2. If you do not submit two different examples for each required competency, your
application package will be considered incomplete.

2. 4. 3. Where applicable, you must also submit copies of previous validation results.

2. 5. When identifying and preparing your examples, you may draw on job-relevant experiences
from inside or outside of the RCMP,

NOTE: Although there is no time limit for examples provided on the CR, be aware that the
timeframe in which your examples occurred may be a factor when your information is compared
against that of other candidates during the selection stage.

2. 6. For each example, you must describe the situation you encountered, the role you played,
the actions you took, and the results of those actions.

2. 6. 1. Provide insight into the reasons behind your actions, including how and/or why the
actions were carried out.

2. 6. 2. Enter each example on a CR page in the space provided.
NOTE: Attachments will not be considered.

2. 7. Only examples provided for a specific competency will be considered when validating that
competency.

2. 8. Sign each CR page, verifying that the example provided is true and accurately describes
your behaviour.

2. 8. 1. The electronic submission of the CR through your personal work email account will be
accepted as your electronic signature.

2. 8. 2. Ensure that your current supervisor signs each CR page where indicated.
2. Supervisor

3. 1. Read the instructions that are listed in this appendix and on the CR, and all other
information provided to you.

3. 2. Verify the behavioural examples provided by the candidate, based on your knowledge or by
contacting the references.

3. 3. If you are unable to verify an example, or if the accuracy of the description is in question,
meet with the candidate and attempt to resolve any concerns and disagreements.

NOTE: An example that cannot be verified must not be used.

3. 4. Review any previously used examples provided by the candidate and, when applicable,
verify that the examples being submitted are new and different.

3. 5. Sign each CR page where indicated.

&, Officer in Charge, Nations! Promotions Unit/ Delaegate
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4. 1. If the accuracy of information in a CR comes into question at any point in the process, take
the necessary steps to verify the information.

4. 1. 1. When appropriate, consult with the candidate's supervisor, the candidate, and others as
deemed necessary.

NOTE: An example that cannot be verified will not be accepted.

¢ Back to chapter

Date Modified: 2019-11-08
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3. 1. Read the instructions that are listed in this appendix and the covering letter, and all other
information provided to you.

3. 2. Verify the information that was provided by the candidate, based on your knowledge, or by
requesting and contacting the candidate's references.

3. 3. If you are unable to verify the information provided, meet with the candidate and attempt
to resolve any concerns and disagreements.

NOTE: Information that cannot be verified must not be used.

3. 4. Sign where indicated, certifying that you have verified the information provided by the
candidate.

Date Modified: 2019-11-08
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1. 7. 4. the rationale of the voting members for selection or non-selection of each candidate;
1. 7. 5. a detailed summary of the rationale and recommendation by the chairperson; and

1. 7. 6. any other observations, comments, or recommendations by a board member, which are
relevant to the issue, or which may affect the outcome of the proceedings.

1. 8. At the start of the board proceedings, the chairperson must state the following:

This centralized (National Headquarters) or decentralized (divisional) promotion bhoard
is made up of , and , as board
members, and myself, , as the chairperson. The CDRA is

NOTE: If a CDRA is not in attendance, the content of the memo provided by CDR will be provided
to the board members.

1. 9. Following the opening remarks, board members must familiarize themselves with the
staffing procedures in this policy.

1. 10. Board members must compare the short-list candidates against the requirements of the
position, and formulate a recommendation based on which member is best qualified to perform
the duties of the position being filled.

NOTE: A complete file review of each candidate is mandatory.

1. 10. 1. Performance, as reflected in performance evaluations, must be viewed, keeping in
mind:

1. 10. 1. 1. the nature and scope of the duties that have been performed by each member in the
past,

1. 10. 1. 2. how long those duties have been performed, and

1. 10. 1. 3. how the performance of the member in those duties relates to the position
requirements.

1. 10. 2. The board is entitled to conclude that the level of performance is an indicator of how
well the candidate might be expected to perform in the position to be staffed.

1. 10. 3. Service means the length of service, and reflects experience gained over a period of
time, implying the acquisition and development of knowledge, skills, and maturity.

1. 10. 4. Seniority means time in a given level that can reasonably be expected to provide
members with additional familiarity with the duties and responsibilities in a given level, thereby
increasing the member's readiness and potential to assume the increased responsibilities of the
next level.

1. 11. Board members must vote individually for the candidate that they judge is best qualified
for the position to be staffed.

1. 11. 1. Documentation provided by the board must state the rationale for the selection or non-
selection of one candidate over another.
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1. 11. 2. Each candidate should be able to determine the raticnale for their selection or non-
selection.

1. 12. Board members must restrict their comments to matters that can be substantiated from
written records.

1. 13. The board will recommend one candidate for the position being staffed. Additionally, if
requested by the CDRA, the board will prioritize the candidates to establish an eligibility list for
future vacancies of similar positions.

1. 13. 1. A board may resort to selection based on seniority when a tie occurs, after
consideration is given to all required qualifications.

1. 14. The chairperson will provide a written report of the board's findings and recommendations
to the Human Resources Officer, including any dissenting views, for consideration.

Date Modified: 2019-11-08
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6. 1. 11. 1. The final date applications will be accepted.
6. 1. 11. 2. The method by which members should submit their candidacy.
6. 1. 11. 3. The method which will be used to confirm receipt of an application.

6. 1. 11. 4. The method which will be used to inform applicants of the results of the staffing
action.

6. 1. 11. 5. The advertisement must tell members if a structured interview is to be held, if
known in advance.

6. 1. 11. 6. If applicable, indicate the validity period for a pre-selection list for RMs, or an
eligibility list for CMs.

References

Date Modified: 2018-06-29
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1. 1. Enter the effective date of the language requirements. This is the date when the manager
reviews the language requirements with Official Languages for this staffing request.

1. 2. Select from the list:

1. 2. 1. Bilingual (If the position is bilingual a linguistic profile must be entered),
1. 2. 2. English Essential,

1. 2. 3. French Essential, or

1. 2. 4. English or French Essential.

2. Bilingual Positions: This field is mandatory for all bilingual positions.

2. 1. Select the priority from the list:

2. 1. 1. Priority I: Means the language requirements of a bilingual position must be completely
satisfied at the time of appointment.

2. 1. 1. 1. If selecting a Priority I staffing action, provide one of the following reasons from the
list to justify imperative staffing:

2.1.1.1. 1. Special Skills,

2. 1. 1. 1. 2. Significant Operational Impact,

2. 1. 1. 1. 3. Indispensable Bilingual Position, or
2. 1. 1. 1. 4. Specified Period Appointment.

2. 1. 2. Priority IS: Means that the position is bilingual, but the candidate is exempted from
meeting the linguistic profile at the appointment date. The linguistic profile requires a "C" Level in
one or more ability. The candidate must have valid SLE results at the BBB Level at time of
application and have the capability to attain the "C" Level through language training within one
year from the date of appointment.

2. 1. 3. Priority II: Means that the position is bilingual, but the candidate is exempted from
meeting the linguistic profile at the appointment date. The appointed candidate must learn the
second language to achieve the linguistic profile of the position through language training within
two years from the date of appointment.

3. Linguistic Profile: This field is mandatory for all bilingual positions. It identifies the required
level of proficiency in reading, writing, and oral interaction, for each of the official languages used
(Proficiency level, e.g. BBB [English]/BBB [French]).

4. Communication Requirements: This field is mandatory for all positions to reflect the
positions duties and functions.

4. 1. For each of these communication categories, Service to Public, Personal Services, Central
Services, Supervision, Grievance, and Other, enter one of the following communication code
numbers:

4. 1. 1. Code 0 - Not required,

2021-07-30
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CMM - App. 7-1 - Order of RCMP Priority Considerations - Infoweb Page 3 of 3

HYMU Priority Clearance Becelived

7. Succession planned
members scheduled to be
redeployed from Depot
(excluding newly engaged
members), the Musical
Ride and the Canadian
Police and succession
planned Non-Priority
Regional Candidates
(HRMIS search)

8. Succession planned Non-
Priority National candidates
(HRMIS search)

! Documented return posting arrangements will be honoured.

ook b chupter

Date Modified: 2016-09-02
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1. 4. This directive applies to all buildings and establishments across Canada under the
responsibility of the RCMP.

2. Mational Flag Protocol and Precedence

2. 1. The National Flag takes precedence over all other national flags when flown in Canada.

2. 1. 1. The only flag to which precedence is given over the Canadian flag are the personal
standards of Her Majesty, members the Royal Family and her eleven representatives in
Canada, i.e. The Governor General and 10 Lieutenants Governor.

2. 2. When the National Flag of Canada is raised or lowered, or when it is carried pastin a
parade or review, all present should face the flag, men should remove their hats, and all
should remain silent.

2. 2. 1. Those in uniform should salute.

2. 3. The National Flag of Canada should not be used as a table or seat cover, as a masking
for boxes or as a barrier on a dais or platform.

2. 3. 1. Nothing should be pinned to, or sewn on the National Flag of Canada.
2. 3. 2. It should not be signed or marked in any way.

2. 4. The National Flag will be flown at all RCMP buildings and establishments across
Canada.

2. 5. Flags will be flown daily from sunrise to sunset. There is no requirement to raise and
lower daily or illuminate the flag.

2. 6. When raising and lowering more than one flag, the National Flag will be the first raised
and last lowered.

EXCEPTION: When all are raised and lowered simultaneously.

2. 7. Flags flown together must be approximately the same size and flown from separate
flagpoles, at the same height.

EXCEPTION: The Commissioner's personal standard.
2. 8. For the purposes of this chapter, the following definitions apply:

2. 8. 1. "flag" means the National Flag of Canada as approved by Parliament and
proclaimed by Her Majesty Queen Elizabth II, Queen of Canada, on 1965-02-15.

2. 8. 2. "employee™ means civilian member, public service employee, regular member and
other personnel such as special constable, auxiliary constable, reservist.

2. 8. 3. "RCMP buildings and establishments” means a location where the RCMP has
care and control of the building or establishment.
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6. 3. Flags on all RCMP buildings and establishments at National Headquarters and the
affected division will be flown at half-mast upon official notification of death, until sunset the
day of the funeral and/or commemorative service and/or burial of a serving divisional
Commanding Officer.

6. 4. Flags on all RCMP buildings and establishments at National Headquarters, the affected
divisional headquarters and the local detachment, will be flown at half-mast on the day of
the funeral and/or commemorative service and/or burial of a serving member.

6. 5. When this policy is enacted, the CSM/delegate will advise the Manager of State,
Ceremonial and Protocol at the department of Canadian Heritage of the circumstances of
death and the date of the funeral or commemorative service.

7. Honouring Law Enforcement and Canadian Forces Personnegd

7. 1. When directed by Canadian Heritage, in consultation with the respective province or
territorial protocol office, flags on all RCMP buildings and establishments within the
respective province or territory will be flown at half-mast from notification of death of a
serving member of:

7. 1. 1. a law enforcement agency, or

7. 1. 2. the Canadian Forces who was killed on duty.

2. Roval and Vice-Regal Standards

8. 1. When a royal or vice-regal person visits a unit, his/her personal standard should be
flown.

8. 2. The visitor's Aide-de-camp is responsible for conveying the royal or vice-regal standard
to the site of the visit before the official party arrives.

Raferences

Date Modified: 2014-06-03
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4. 3. 5. Encourage and support officers and executives under your responsibility for

Mass Casualty Commission Exhibit

developmental opportunities and learning.

4, 4, Exscutive/Officer Development and RBasourcing

4. 4, 1. Develop TM processes and supporting tools and documents.

4. 4. 2. Manage and provide TM placement, when applicable, to the senior executive

committee to facilitate succession planning discussions across the organization.

4. 4. 3. Establish the TM cycle.

4.

4.

4.

4.

4.

4

4

4

4

4

. 4. Support users with the appropriate systems.

. 5. Review TMQs for completeness and accuracy.

. 6. Conduct necessary follow-ups with the deputy commissioner or commanding officer.

. 7. Advise officers and executives of their TM placement in writing.

. 8. Participate and/or assist in succession planning meetings.

4. 4. 9. Advise and provide guidance to officers and executives regarding developmental
opportunities and learning.

Reforances

Date Modified: 2020-02-21
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