
0 i'"' Vi !<.A-- P 1 

{;;r'/-(O'i-< ¥') 
/;o>(#iill T /£0 

All communications to be addressed to: 

Head Office 
Ns\li.l Rural Fire Service 
Locked Mail Bag 17 
GRANVILLE NSW 2142 

Telephone:  
e-mail: Qrofessi.onal.standards@rfs.nsw.gov.au 

PRIVATE & CONFIDENTIAL 

John Hacking 
NSW Rural Fire Service 
VIA EMAIL: John.Hackin~@rfs.nsw.gov.au 

Dear John 

Head Office 
NSW Rural Fire Service 
15 Carter Stre.et 
LIDCOMBE NSW 2141 

Your ref: 

Ourref: 25/09/13 

Thank you for your participation in the Conduct & Ethics Workshop (the. Workshop) delivered 
on 25 September 2013, by the Professional Standards Unit, as part of mandatory 
organisational training in the Setvice Standard 1.1. 7 Code of Conduct &Ethics (the Code). 

Congratulations you have passed the Workshop. 

Your pariicipation during the Workshop combined with the responses in your workbook 
demonstrate that you can apply the Code to resolve ethical matters should they arise in your 
workplace. 

Further review of the Code is advised, particularly: 

• Chapter 1 -Our Values 
• Chapter 2 • Our Responsibilities 
• Chapter 4 - Conflicts of Interest 
• Chapter 1 0 -· Public Comment 

If you have any questions about your assessment you may contact me directly on 87 41 4920 
or by e-mail to Christine.Lioyd@rfs.nsw.gov.au. 

Kindest Regards 

(1~ fovJ. ch;,~, "'''ttL b~O.J. 
Senior Project Officer, Education 
Professional Standards Unit 

25/11/13 

+ Rural Fire Service Advisory Council + Bush Fire Co-ordinating Committee 
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Conduct & Ethics Workshop 
This workshop Is designed to give you training on the components of the NSW RFS SetviGe 
Standard 1. 1. 7 Code ofConduot & Ethics (the Code). 

The Workbook contains: 

Nil All ~~tlvitles must l:)e completed to a satisfactory standard to pass and demonstrate your own work 
even where group activities are completed 

Table of Contents 
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Module 4 Conflicts of Interest ,, ......................... , .................................................................................... 23 

Module 5 Gifts & Benefits or When Is a gift a Trojan horse? ............................................................ S2 

() Module 6 Corporate ahd Personal Information ....... , ........................................................................... 36 

Module 7 Use of RFS Resou roes ......................................................................................................... 39 

Module 8 Other employment or business ................. , .......................................................................... 41 

Module·9 Alcohol snd other drugs .................................................................................................. " .... 43 

Module 10 Public Comment on the work of the NSW RFS ............................................................... 45 

Training Evaluation Form ......................................................................................................................... 49 
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Agenda 

Approx Module Reference to 
Times the Code 

20 rrilns Workshop Registration- background of PSU 

40 mins Module 1 Values Chapter 1, 

40 mJns Module 2 our Responsibilities Chapter 3 

Break (10 mins) 

40 mlns Module 3 Ethical Decision Making Breaches 8< Sanctions Chapter 2, 11 & 
12 

) 40 mins Module4 Conflicts of Interest Chapter 4 

Break (30 mimi) 

40 mlns Module 5 Gifts and Benefits· When is a gift a Trojan horse? Chapt~;~r 5 

30 mins Module 6 Corporate and PersonallnformaJion ChapterS 

30 mins Module 7 Use of RFS Resources Chapter 7 

Break (10 mins) 

20 mins Module 8 Secondary Employment Chapter 8 

) 
- (, 30 mlns Module 9 Use of Alcohol and Other Drugs Chapter 9 

30 mins Modwle 10 Pwblic Comment Chapter 10 

EVaiU!1.llon 
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Workshop Registration & Introduction to the PS.U 

Workshop Registration and pre-assessment task 
a. Register 

b. Receive CEW workbook and supporting materials and discuss structure, 
content and assessment strategies: 

Answer all activities in the workbook 

c, Participate in an introductory activity and discuss and write down expectations 
of the workshop. Review answers at the end of the training session to see it 
needs were met 

d. discuss appropriate beh~:Jvlour during discussions/activities 

e. Discuss the roles and responsibilities of the PSU 

NSWRFS version 4.0 2013 
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Module 1 Our Values 

Learning Outcomes: 
By the end of Module 1 pattlcipahts will: 

• Distinguish between values, morals and ethics 
• Apply RFS values to their duties In the workplace 

our Values Chapter 1 of the Code 

a. What Is the role of the RFS? 

b. Who ;lire RFS Members? 

c. Discuss the purpose of the Code in relation to the role of the RPS? Write answers 
(:J in the space provided In your workbook 

.() 

d. What do participants understand by 
• Values? 
• Morl'ls? 
• RFS Values 
• Professional Ethics? 

e. Complete all activities 

What Is the role of the NSW RFS? (Hint Refer to s9 of the Rural Fires Act 1997) 

Before becoming president of the. United St<~tes, Abri'Jham Lincoln. (1809-1865) was a rE!spected 
la.wyer in Illinois. One day a crlmin;~i c;~meto him. '1. would Ilk\'.! to a~k you to defend me', said 
thil man. Lincoln, Who had a sneaking suspicion of the kind of person he was dealing with, 
replied with the question: 'Are you guilty?' 'Of course I'm guilty. That's why I want to hire you; to 
get me free.' 'If you admit guilt to me', Lincoln explained, 'than I can't defend you'. The man . . . 
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reacted with amazement: 'But you don't understand. I'm offering you a thousand dollars for your 
services!' Although a thouijand dollar& was a large sum of money at the time, Lincoln resolutely 
refused. The criminal replied, 'Mr Lincoln, I'll 9ffer you two thousand qollars if you qefend m~l' 
Again Lincoln refused. In desperation, the criminal played his trump card: 'Mr ~lncoln, you're .the 
best lawyer In the area. I cf:!n't nave travelled all this way for nothing. I'll giVe you four thousand 
dollars.' At that moment Lincoln flaw from his seat, grabbed the man by his collar, dragged him 
out of the office and threw him into the street. When the man had stood up and pulled his 
clothes straight, he asked Lincoln: 'Why did you throw mf:l out when I olfered fo.ur thousand 
doHars? Why n9t for one or two thous;;liel, or when I admlltad guilt In the first )ll!lce?' Lincoln 
replied: 'You ware nearing my price!' 

Apparently Lincoln's Integrity had a price: he was 'for S!lle'. For a certain price he was 
prepared to throw his principles overboard. The question Is Whether everyone has a price. It Is 
not so much whether people ~re honest, !lS how jong !lnd under Whilt conditions, what 
temptations they can resist, and. at what point they relliiqulsh their .Integrity. ('Is William 
Shakespeare pull!, 'For who so firm that cannot be seduced?' Do you think everybody has a 
price; the question Is wh;;t that price is. Lincoln knew his price, Do you know yours? How 
much can you be bought for? And what Is the price of people you depen<J on, or for whOm you 
are responsible? How 'price-elastic' are they? 

In order to answer this question, we should perhaps start by exploring our Innate qualities and 
values. 

From Why do Good People sometimes do bad things by Muel Kaptein 

~~~~~~~~~~~~~~~~~ 

~~~~~--------~-------x ,,'\ 
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How do you. d~j .. n. s ... tra.· te that you value. y. ou.ng p. eo. pie In the RFS.? 

~~ ~A<~;f~ (0{0 
\ - / . . 

Choqse two of the RFS Values and discuss how do you uphold them In your 
workplace? (Hint address all the dot points related to the Values you choose) 

Value2 \tJ0J ~~~.J\, 

Module 1 Learning Outcomes 

lf,a'Sausfactory 0 Unsatisfactory 
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Module 2 Our Responsibilities 

Learning Outcomes: 
By the end of Module 2 participants will: 

• know their ethical responsibilities as an RFS Member 
• give examples of how they implement RFS responsibfll!les in their workplace . 

Our Responsibilities Chapter 3 ofthe Code 

a. Review Chapter 3 of the Code and discuss how 'RFS Members fit within the 
RFS role? Discuss your role and theprofessiohal expectations and 
professional responsibilities In accordance with this chapter? 

b. Complete all acllvilies 

People don't get along bl'!oause they fear each other. People fear eaoh other bf'!oause they 
don't know eiwh other. They don't know each other b~>oeuse they have not properly 
communicated with each other. Dr Martin Luther King, 1929-68 

Personal Conflicts 
We ~:~re all unique, We come to the workplace with different views and opinions based 
on our experiences, upbrlnginQ, education, cultural and religious beliefs ate 

In Our Values and Our Responsibilities from the Code the RFS etnphasii!es 'respectful 
and professional conduct' to each other in a strong team environrnent that weicornes 
diversity. 

However, It is inevitable that personal conflicts, disputes; and disa,greements can occur 
at times. We should always be mindful that differing views may lead to friendly banter, 
bickering and teasing which can start to have a hurtful edge. Whi.le active interaction is 
enc;ouraged in th$ workplace It Is important that aU. RFS members should try to develop 
sensitivity to a situation going too far. To sustain a healthy professional work 
environment It Is important to negotiate with each bther to resolve small personal 
conflicts. 

What do you understand by the term personal conflict? Give some examples 

~~ ~ ~;)~~= ~5lJ 
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There;! arc;! circl!mstance~ whElrEl personal conflicts are unacoaptaqle to thEl RFS. TheaEl 
conflicts relate to discrimlnatioh, harassment and bullying. 

What is discrimination? 
In NSW direct d/sorlmlnatlon is unfair or unequal treatment based on the grounds of: 

• Sex (including sexual harassment, pregnancy and breastfeedlng) 
• Race (including colour, nationality, descent and ethno-religious or national 

origin)* 
• Marital or domestic status 
• Homosexuality (male, female actual or presumed)* 
• Disability (past, present, future, actual or presumed) 
• Age 
• rransgender (transexuallty) * 
• Carer's responsibilities (in employment only) 
• Infectious diseases (HIV/ Aids)* 
• Association to above 

Causing different treatment In comparison to others. 

*NB Also Incorporates Vilification 

• Indirect disa(imin<lt{on Is when there Is a requirement or rule that is the same for 
everyone but in effect disadvantages people from one of the groups e~bove more 
ttt<~n people from other groups - IJhless the requirement ie: re;;;sonal)lf!! In all the 
circumstances eg an employer says that they need a person over 1aocm tall to 
do a certain job, which cpuJd Indirectly dls.crlminate against women and some 
ethnic groups (sex or race discrimination). 

RE1a$onabl€lness in all the olrcumstances might be where; 
o the employee oannot perform inherent requirements of the job, 
o reasonable adjustrnet~t~ would ca!Jse unjustifiable hardship to employer 
o ~;~II reasonabie steps takE)n by the employer to prevent discrimination which 

actively demonstrates implementation eg policy development and training 

Under the Australian Human Rights Commission Act 19.86 (Cth) breaches of human 
rights by ~;~ny Commonwt;~alth body or agency and discrimination .in employment may be 
alleged on the b.asis of race, colour, sex, religion, politic?! opinion, national extraction, 
social origin, age, medical record, criminal record, marital status, impairment, dh~ability, 
nationality, sexual preference, trade union activity. · · · 

What is unlawful harassment? 
H.arassinent is any. form of unwanted/unwelcome behaviour which hl!mlliates, 
intimidates or offe[lds based on identified characteristics or attripu!(;ls, The action may 
range from an unintentional/lnte.ntlohal one off mildly !JnpiE)asaht remark graduating to 
intentional physical violence and the laW of assault may be appropriate. If the 
harassment comprises regl)lar following, watching, repeated unsolicited contact or gifts, 
etc, the term stalking may be appropriate. 

NSWRFS Version 4.0 2013 
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Combined legislation of NSW and Commonwealth recognises hara$sment based on 
sex, race, disability or age. 

What Is bUllying? 
Bullying Is described {by Workcover) as repeated, unreasonable behaviour directed 
towards a worker Pr gro1,1p of. workers that creates a risk to health and safety. Bullying 
can occur wherever people work together. Under certain conditions, mo~t people are 
capable of bullying. Whether it is intended or not, bullying is a WHS hazard. 

In the workplace bullying can happen in many different ways, for example face-to-face, 
over the telephone, online (e.g. via social networking forums), via email or during daily 
work activities. It is often associated with a power disparity where the person bullied 
lacks the power to defend themselves. Bullying targets personal ch!'lraoteristlps in which 
the bully feels lnsec!Jre. Bullying is wide ranging and can be direct or Indirect as 
illustrated by the following examples: 

abusive, lnsulllng or offensive language, spreading misinformation or malicious 
rumours, displaying offensive malE!riaf, behavio!Jr or language that frightens, 
humiliates, belittles or degrades, undermining-persistent and basefess crlticlsrn 
and/or criticism delivered with yelling and screaming, tone of voice, sarcasm and 
insults, whether face-to-face or Vit:\ oth!')r forms of communication, inappropriate 
comments about a person's appearance, lifestyle, or their family, teasing, ridiculing, 
taunting or regularly making someone the brunt of pranks or practical jokes, 
interfering with a person's personal effects or work equipment, harmful or offensive 
initiation practices, physical assault or threats, unreasonably overloading a person 
with work, not providing a person with enough work consistent With their position, 
setting timeiihes that are difficult to achieve or constantly changing, setting tasks 
beyond a person's skill level, setting meaningless tasks, or unfairly assigning 
unph,;lasant taskl:l, t!eliberateiy denying access to Information, consultation or 
resources, Unfair treatment In relation to accessing entitlements such as leave or 
training, ostracfsm-physical or social Isolation; exclusion. from workcreiated 
activities; not acknowledging or responding to an h1dividual's presence or 
comments; leaving the room when a person enters; unwarranted removal of 
responsibility; spreading gossip and rumours; sending and/ or copying inappropriate 
remarks about a person to others: belittling or derogatory remarks or actions that 
diminish a person's dignity (such as eye-rolling responses). 

Discrimination, Harassment or Bullying Is not ... 
• legitimate comm.ent or advice. about conduct and perfprmance, including negative 

comment or feedback or counselling as part of providing reasonable performance 
management. Performance management cannot always be free from litress. 
Managers should approach these matters with sensitivity but should undertake their 
responsibility to provide f\.111 and frank feedpack to staff 

• disciplinary action 
• managl[lg an lilnes.s or Injury 
• management and business prerogative such as restructuring and retrenchment 

even if it. is perceived as poorly executed 
• all6oation of work in compliance With systems 
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W~at is the difference between hara11sment and !;>!!I lying? 
Bullying is different from harassment, which disadvantages victims on the basis of their 
s_lf!llls or b~ll§lf!l,.?ggc:fQ§l!J.Q()IJ1e(le~sarllyp,IJtt~~;~!r lle.?tiiJ Q[~?fe.ty~t. rl_~~'--·· 

ili'i'?H£ 'J~)t2§!'~;?#l!Jtil!li~~~:wl!f!;!~k'i'g;':~~g1 ;;;;[1i'11)U1;)ij~~\f,li~'·;~t:Wir'Ei;Umfl.~1.!1JS!ftt~I;ic -z.'ii' ,~Jt: ?1 
1 M~Y Include a physical comp!:ment, eg contact Usually psychcilqglq~l (eg erltlcl~lll), may 
:end tou9h In all.l!a f9rlll!),ln111Jslon Into become. ):lhyslo!ll, espeolall)iwl!h male bullies 
lt!Je[s!.lllal sp_a()e an~pqs.sel!_Si_()ns .. . . ...... anl,l.splll~llrn~~l,i{ith f~rni'!IE) ~UIIIEls .......................... i 
IIHarassf'r tends to h~ve fixed kleas about . Although bullies may be deeply prejudiced, !tis I 
i certain characteristics (eg r~ce gender) and usually discrimination on the basis of a \ 
i has a clear focus on the individual because of personal attribute such as competence (envy), I 
• Whllt they are popularity QSJ11Iousy) andfor vl,llnarability . 

. . .. . ... . . ... . ... .. . . ~~~t2r~~~!~~~:~~=~~~~n~~=~~~~~~~i~~: '" I 
Haras~rnent m~i b~nsist ilf~- ~i!~gl; in~ld;ht or I Eiti.iiyihg is rafely ~ singl~ln6iti~nl~utt~nd~ io -, 
a .. few .. inc.ide. n·t.s or. m. a. ny. incl.de.nts. Th·e. pe. r·s.on 1 be·. an a.cc·u .. muiat·l.on o. f.m· any·s· m·a. I.! ln .. c.ldents, 

1 

who Is being harassed knows almost straight 
1 
each of which, when l11ken in ls.oialion and out 

away they are being harassed and especially I of context, seems trivial. Thljs, the person 
, when its assault, Indecent assault or sexual ! bal~g b~JIIIed may not realise. they are being I' 

r assault · 1 bullred for weeks or months • until there's a 

:1: "'.'~~. ·s.·~.e. n .. tqft. ~nr~.~~;lsl.t~~~rtl'lro. ugh. ,;, ~ I ~.:.~.~·g·t·h·:·.:. :.:.i:·.:.:.~·.:.\:.: .• ~~~:.;.~~~ 
recognised offensive vocabUI!Iry, eg about underpei'formanca so offensive words 

1 particularly In relation io .gcmder or race may not appear, al!hougf11Mear words may be. 
1 used when theta are no witnesses 
I -- . ·---~ .. · ·- -·-~- __ ,, -···., - -·· ·"·:~ ·-··-;.;.:·-· . , , .. ._ .. ,. . 

I Often the harassment Is for peer approval, Tends to be.· secret b. ehln. d closed doors With. nol 
, bravado, macho Image etc witnesses and there may be compliance from 

I······_;, '" ____ ·················· ......................................................... ~~~~~~r~~!~~~~~~ b~I~Umldat:~ ~ottq .. I 
~~~~s~:e.nt_tak~s pl~~~~o~h In :ndout ~f········ .I ~i1~~~:~~1~~~:~;~]~Ct~1~1~ft:!~~~-~:~~~J 
II The ha.· ras.ser often percelveJ> their targ-~t <is·. Bullying.· is for control of threat (of exposure of 
easy, albeit sometimes a challenge and there the bully's own lnadequacy)ihe target Is seen 

I may also be an element of possession eg as a threat who must first be controlled. and 
, stalking or dc:>mination for superiority related to subjug!)ted, and if that qoesn't work, e.limlnated 
I raCE! PfJ1~11cJil( ... - .... cc;.;··:c.·· ~-'-'~=-'--'--......c!l 

What shoul.d you do about Discrimination, Harassment or Bullying (DHB) ? 
Tht'l RFS takes ail DHB matters seriously, Unmanaged, DHB Incidents may significantly 
impact on staff morale, cause stress, illness, absenteeism and ultimately impact on 
productivity. Such behaviour is counter to the Values of the RFS. If you believe that you 
are being bi)Uied, harassed or di~:~crlmlnated against or you knoW of t;;O.tneone who Is, 
you .should s.eek the support of your manager ora more senior person, if appropriate. 
There are int~rn;:~l Grievance procedurea ($8 1.1.3), You may also seek support and 
advice through EAPS, the chi;\ plain, HR or the PSU, If there is an impact to work, health 
and safety contact the Health, Safety and Welfare Unit 
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Should a matter nbt be resolved internally there are also legal avenues In both criminal 
and civil jurlsdlc!lons at the Federal and State related to DHB. · 

Below Is an example of bullying in the workphu::e (OHS77 BULLYING CASE 
STUDY- COMCARE). The case i.lll.lstratas that bullying can oocur upwards, as well as 
downwards., or between people at the same level In the workplace. 

The circumstances . . . . . . . . . · · . . . . · . · / 
TIJ$ w9rkeiw~s apppint\'!Q !() ~ n~w posltkm ~s. ~ te~m le~cl~r during man~Mm~nl ro~!f\lct~nng, Sh~ P~t~.lned the 
pelsltloli In ~mRe~UP~ \'{1\11 a previous )li~P/lU~r, Th~ V{otMr eri¢ovntered resl~tanC(l to ch:ange In h\lrn~w t~?m, 
along with a la~k of ®operation a~dJoyalty, §qme members .ofth~ team malntaln~dtheir loy~lty !q \l)elr previous 
111anager ao4 re.s~nt~d r~r prol):loUqn,J~e W9rkar received. no management fralnlnQ ~fQre corilm~ryolng her new role. · · · · · · · · · · · · · · · · ·· ·' · ·· · 

Th~ ~~~~~"~~tr .· .. ·. . . ..... . . .. . . . 
Sev~ra.l ~~~mm~mbers en~ageq in a renge oflncreaslngly hostile behaviours towards fha workerin~luctlng: 
> (~!ling to a~ord 90[1111)91'\ cpurte~l~s .· . · · · 
~ lalllnp !Q prov!l!e a~~~~tahcad\liiog!lusy periods .. · 
> con~t~ih\ly\'lhlsAArlng ~n~ ll)a~!ng vli:i~lcilv~ !Jpmi)Jentsabout her 
> dl~()b.eyln9 requ~.~ts . ·. ·· .. ··.·.• ··. ·. ·. • ··•. · . . . . . .. . .. · · .. 
> !i)aklng o~enshie comment~ and behavin~ rudely. 

l)llll))llt~ly, pn~ o(tlW t~liJ!l tnetnbefl\ POV~en~9 ~ te)J,mtneetlng loV!hlch the \'iotk~r was. no! Invited al\ddteW up a 
list of ~om plaints ~~out !h.e w9rker \llhlch theypr~s!!nted to her maM)i$r. The worllers manag~r approved !lils 
ri\eeUng F~~ 1\~P\e(l \!)~ o!)\:ul)i~nt.Jh~ ~pp~terit olije9t\ve of lli!tllullles to !he!eam W~§ tq ga!rlq tif !lie worker; 
wllom they oonsidere.d .to have gained the team leM~r fiOsiUM at tha expense of their former manager, ·. 

Th~ lrnPa9t on·~~ worker 
Tb~ Wprl\w ~~PS.D~O~!l \tjjs ~eh.a~lqur ~s h~r~~~ing ap~ unt!efli)lnl.n!J: sne f~ltbumll!aled ~d ~~li\ll~d, hi lha (at:e of 
q~jlylryQ ~h~ylq~t.sfi~Jreq~~nUY ~~9~11)~ ~~ry.al)lot\oM.I a~~.l'litWr~V,i'trwn m~ immectjate.situ~tion .. As !h~ .. 
~~~~vlqqres9!11~J~~ ~M .. becama a~lf~t$d, ~nxlous •. d~pressed and withdrawn. Finally she was unable to conunue 
working fqr ti)&.91QanlsaUon .due to the davelqpm~r! of a. psychlatrtc condition. 
Appa~ls for help. ·. 
Th.e worker app~~le<l fl~tiY !o her lm(l)adi~lri m~nager llfitl then to his mMMer t0r ~sslstanc~ a,hd suppprt oo a 
nQmber i.if oecasioris .. $he rllfl\>rted !he insubordinate tohduct of mem~et$ i:if her tea in anti claariy de$~n~a~ the 
adverse eriaot!ha ~ahilyipurwashavin~ \1!)\lntie[. · · · · ··· · ·· · · 

Man.agement'!! r~spQns~ 
The \'19.rl\!lf.S, l!l)me<llgta l))~n.ll(Jer h~c) an 9P~n ~~d ~~~y~gaiflll m~n~ement.~\Yio \lnd w~s an~l.ous !O ~n§41\'1 that 
he was ~e~n ~Y all staff as their !ct~nq.He.was relt~otant \O lnterfflra I~ the slt~atiqn anti a~niect a~\1 tl()wnplayed. 
beiJ~iiJpur and ijvents. The manager believed th~f i1\6st of the worker's oomplalnis were. pelly and that sba should 
deal With the sltuafion h¢11ielt He piovld(l{l no e(feoUvli supf)9rt to the worker, (!Ven speaking o(fanslvf!IY to her on 
ooc~~~on~ a~ ~.r~~ult qt hi~ fljls,\f~t19n With me stty~pq~, Th~ man<!g~r 41Wnataly Y<JntlQ~~9 the llanavlo~r otth~ .. 
t~a.I))QY .~upp.ortln~ jh~ Warn me~\ing 1'/hl~h the \'19111enva~ not ln'ii\~? \o, Th.~ more §el\l~r illal)ag~hwho w~s also 
app~aleg tq bylh!1. \llorl<er--,(jlrect~d t~e, wgrJill(~ .1mm~dla.\~maoag$rt<l resp<ln~ appr9pri~tely. Th~y did hoHoUo.vl­
up this d!re\i\iv~. After the Worner ceased wotkdueto st~ss, formal gr!tivance,lnvestlgaoon and dispute reSQII;iUon 
piooeduies were Instituted, · · · · · · · · · · · · 

R(l{)oml):lendaUo~s Included: 
> lnteq~Jv~ 1~ad~i'$hlp/~~opt~ man~genwnt s~llls. training fort he worker .. 
~ coun~~lling for (eatll mem\lilrs a,bout workplace ethlos, code of conduQI . . .... 
> outlining appropriate demeanour and behaviour all staff s~ould d.emonstrate towards c!len~ •. c<mtr&otors, 

management an(! each otlw . . . . ·. . . . . · . · 
> cdunsellln . fofthe workers mana er about his res onslblllt to lm lement the coda of conduct and enforce 
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standards of behaviour, as well as his role In the crisis 
> usi~g lhe P~rfO(l'll~nce ro~n~~m~nt P!OQflJI)'l tQ}dentlfy ~hort<:Qmlogs ~~try~ l)l<)nag~r'§ rn~o?9~menj~tyle Wi.\h 

a view to deVeloping ~~ agre.eq plan of ~otiorfor lmpiciveni$Ql. ·.· · · · · · · · ··• ·. ·. ·•·••· · ·· · · · · · · ·· ·. ··. ··· · · · · · 
L<l!l~l. ~ctl<m . ... . .· . . . .· . . . . . . . . .. ·· . . . • . .. ... . 
Tlie w~rk~rdld not ~.tum 19 \'lotkdue.lo e. ~o~Untiln~ psycblatrj¢ C(ln(jiti9n. Follo\'ilog leg(ll ~ctlon b¥ the worker, a 
judge d¢termlned Jhat the empl!iyerWas held to be negligent. TheJu~ge ~~~~~d ~~~\th$ ~mpl0ye($ representative 
(tile worWsforrner !)l~ager) fall~c!lnhls QU\Y ofcare to l!la Workeri>Ylallln9 !o!\lke A9tlci_n !Jlat would hall? been 
r~ason.~bj~ flO~ m:aptl®bJ~ (<i pr~vent whllt in lh~ Cli'()Ums!a~C:~s W~fll for~~~e~bl$ nskp! irij(i~. Th~ W\lri<er 
recelv~d eomp~n*~tl!iriQf ·. · • ·. • . ·. ·. ·· ·• ·· · · · ... • · . . ·.··• . o : ' · · 
~3.39,'7~2.00. tor l~il p~ych91ogic~l ioJury sh~ d~velope9 a~ a re~qlt of Vl9r!<Piage f!~gllg~~ce, The employe~s appeal 
to the NSW.Slipreme Cou~off\ppe~lwa$ unsuqcessful. .. · ·. . > ;.···.·.·····.• > \ ·.·.· .•.•.. 

How can DHB t.l13 m~naged In the. Workplace? /tr . 
Some lips for Managers/supervisors to proactivety manage risk ('red flags'): 

• Know all. releVMt legl~latlon Services Statldart;ls ancl polioles and related to DHB 
Including WHS and have clear understanding of expected behaviours 
commencing with the Code 

• Understand the nature ofthe RFS and where the risks could lie in your areas 
and ensure pr()cesses are In place to manage risk le encourage early reporting 

• Develop good communication skills with staff 
• Provide guidance about how to obtain confidential assistance to deal with DHB 
• Clear complaint procedures and contact people 
• Ask for training for your staff an participate In management training 
• Be conversant with investigation procedures and procedural fairness 
• Encovrage effeqtlve feedback to improve systems le learn from mistakes 

What can RFS Members do to prevent/mitigate DHB? ~ 
• Be conversant with the definitions and examples of DHB behaviours 
• Comply with all service standards and policies related to DHB and WHS 

commencing with the Code 
• Respect difference and liifferent levels of tolerance 
• Respect the right of others at work to dignity and a safe work environment 
• Report Incidents and understanc1 the beneflts of early Intervention or 'red flags' 
• Do not institute or be an accessory to reprisals if a complaint has been made 
• Aspire to the RFS Values by fostering a safe and friendly workplace environment 
• Recognise and not accept disrespectful behaviour and seek assistance when 

required to prevent or $fOP DHB in the workplace 

Some useful references inqlude: 

• Anti Discrimination Board -www.lawllnk.nsw.gov,au/adb 

• Australian Human Rights Commission- www.hreoc.gov.au/comolaints lnforma\lon/index.html 

• Work Cover- www.workcover.nsw.gov.au(Pages/default.aspx 
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a 

heJSe!fand her children. Tania doesn'twash up herd"IShes atlunch because 
she says she does enough washing up at home. Rosie has no children and 
iS not interested in constantly listening to Tania who she feels is dominating 
about her opinions; She is afso very fastidious in about hygiene and offen 

and UISCUSS 
Draw 
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Module 3 Ethical D~c:ision Making/ Breaches & Sanctions 

Learnh1g Outcomes: 
By the end of Module 3 participants will: 

• Formulate an ethical deCision making framework for resolving conflicts of 
interest and apply them to scenarios 

• Ensure the ethical decision m<~klng framework Incorporate appropriate 
behaviour and relations with the public, suppliers and business contacts 

• Know thE! broad framework for reporting misconduct atld corruption 

Ethical Decision MaklngfSanctions for Breaches Chapters 2, 11 & 12 of the 
Code 
a. What questions do we ask to make ethical decisions? 

b. Who is a public official? 

c. What happens when unethical decision making is undertaken? Using the flow 
charts follow the basic outline of misconduct and corruption inpludlng sections 
from the ICAC Act 

d. Complete all activities 

ethical decisions? (Refer to 
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What happens when an unethical decision results In misconduct or corruption? 
Follow the flow charts for misconduct and corruption 

Overview of Procedures for Reporting Misconduct /Breaches of Discipline• 

1. RrS 
member 

Identifies 

alleged 

misconduct 

2. Report to a supervisor/manager 
for assessment, local 
~nanagement action which may 
Include enquiries, Investigation 
and re~;olutlon at the local level 
OR 

s. More serious matter referred to th1:1 PSU for !lssessment 
and referral to the releliMI del~gate for management action 
which may Include Investigation 

(Consideration given to stand down or suspension (luring any 
disciplinary action Initiated)'* 

4(a) PSU 
refers back 
to local 
level 
resolution 

4(b) 
PSU/delegate 
determines no 
action 

4(c) Delegate 
determines 
ll'lteroal remedial 
action 
or disciplinary 
aotiol'l or 
dismissal for 
casual or 
temporary staff 

4(d) Where 
required 
referred to 
external 
authority ( eg 
police, 
Ombudsman, 
ICAC, OEH) 

*Refer to SS1.1.2 Discipline for volunteers & PSEMA Act 2002 (also refer to GEB 2013) 

for staff members 

*'SS 1.1.21 Stand down/Removal and Notiffcation of Criminal Charges relates to 

volunteers, Clause 27 of PSEMR 2009 for staff members. 
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Extract from the Public Sector and Employment & Management Act 2002 

Below Is an overview of disciplinary action and remedial action 

42 Pef/illtfons 

(1) lntl]i~ Pwt; 
'discfpllniuy action', lnrell.ltlon to an officer, mslins any onilor mote of the lollowln$: 

(~)dismissal (rom !hEI Pulllic Servlc'a, 

(b) dlrecU!l9 !he of!icar!o resign; or to be allow~(! to resign, fi'Qm tna Publlo service Witllln a speclfie~ tim~. ·.- . . . ' - - -. . ' ' ' . ' . . ' '' . ,, ' -· ~. ' ' ' ' ••' - - - ' •' ' .. ' ' . - . : ·. .• . - . -- ' 

(c) If the officer Is on l)r6ba0on-anntilment oilhe officer's appointment, 

(d) except In tM case .of a senlar ~xecutlve officet-r~ductlon.ofthe officer's salal)t Q( ctemq~~nJo aJo\'le{posJHori In 

r ) the Putillo Service, " . 

(J 

(e) the lmpostuo!l of a flna, 

(Q a cauUongr reP~m~~d. 

'misconduct' •see section 43, 
'pr~p~qur~J Quiq.~llo~s" ~~~n~ !he. QpJd~llq~!JI.n JQr® fm!l) t1Jl1~ tq jim~ Wiil¢r ~otlqn 44, 
're.iMdlaiMtron';ln rei~Uon to.~i\ (\fficer, means ~nY one ~rmore <lfthe folloW!nQ: 

(a) cq~li~e,lllng. 

(b) tr~lhing and ~evelppment, 
'' ·-·· -- ,._,, .-_.,.,·..:-•·",·::;·; 

(c) in9nttbrin9 .the officer's conduct or ~r(orinanoe, 

(d) lrnplern~n~ng ·~ R~rfP®!UlC~Jrnptqv~~~nl pl~il. 
(e) th~ IS!l41ng ~f~ w~rrilog\o tha ()ffi~~r !h~t ¢~rtaln ~ndUPt lsunagcePI~bi~ orlha.t.th~ office(~ Piirforill~nc~ Is not· 

''•• ._ ·-,- _-·. -.· ..... '' '-- •, --· ''•'' '·.'- -, -·-. . •' ._ .. ,_ .... ' ._ ..... _-' ', ' ' ' . - __ ,.- .. · ... ·-· 

?E!Iiaf«qtp:ry, 

(~ tra~~fertlng ih.e o~®rto allotHetpqsitlon jnt~e pypllq s~~lc!l jljatqge~not involve a req~cHon .ots~l~ry pr 
d~moti9n to a 1ow~t ptJslUPil· 

(g) any 9.til~.r ~quqnpfa, slmlt~r M\Ure ... 
(2) In tnl~ P11rt! ~. refereocf!to ~n ?llflfJ~IIpn.llwt an Qfjlcerrnay have eng~~g in mJ~ypnp49) tnptupM ~ [llfer~n,p!l to 
th~apprqpriat~ P~P<lrtl))ant H~a91J~I~g mac.J~ aw~re, or ~!lcoiillng aware, by any lll$~1)$jMtthe 91ficer m~yMv~ 
engaQed In ml~conduc\ 
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Below Is an overview of unsatisfactory performance and misconduct extracted from the 
Government Seotor Employment Bill 2013 

6~ Un~~tisf~ctory p~rformance of gQvernment sector· employees 
(1)Th~ gov~rnl11~nfs~!or ~mpi()Yfll~O( [U!~s may #eall'!ith tl1epro~edur~l requlr~m~n!~ fQrde~IJngWit.b . 
~ns~U~I&PtiifY i>~iforroanee (eqnsl~t~otiY With proced~f$1falm~~s). .· · ··•· • · ·. ·. ·. ·.· · ·· · .... ·· .. 
(2) !f t.~e pectPI'Il1!1QC!l of ~n emplqYM ot a goyarninen! $ector ~Q~npy Is. Mterrnined to be un~a\lsracttiry lr. 
a®ord.~nce\ilith th®e rules, the heit~ of the agency rnay.(wlthout tlmita\lon on relevaritacUon) take any of the 
following actions: . . .. . . . . ·.. ... ·· .. · .. · · .. . .• . . . .... · .. . · 
(!1) te.nllinl!te \tt~ ~mpi?Yiflent ~f!h13 employ~~ (aft.~rgtvlng the employqe ~n oppo~unity to re~l~n), 
(Ill re~u~~ th~ r~m~oe,ra.Pgry pay~gla, Jp t!J~ erl)pl,py~a. . . . · . . · 
(!:l) t~q!J/;eth~ cla~~me<lti!i~§riJr~de llfthe e(i)p)oye(l, 
(d) asslghlha aillployea·to a difteieht role; · 

69!'11l~qoQd~cH'ul!lic ~~rvlc~ and otherpr~sptll>ed governm~nt ~e~tpreropJpyq~$ 
(1) ln!flis se9J)on; .. · .. ·.·. ·.· · · ... · · · · · · · · · · ··· · 
g9vernrnef!t se~tprMe,~(:}tmeaos: 
(a)~ fijbllo$en~l¢e~$enoy, aM .· ·. 
(b) any othe( government se¢tor agency prescribed by the regulations tor the purposas of this section. 
jnfsoon~uct e~!~nds tq lheJ9IIo\\'l~g: · · . . · · 
(@) a contfl!venUon ofthls Act 9r lln IM!((!rn~.l'ltm?~~ ~O(ler t!Ji$ ACt, . . . . . . · . . ·· .· .. 
(b) taking MY\flitrtm~nt~l !!i:~on.(vilthln the m~~hlng M )l)efuN(ctl"(t~t~s,IQisg/osW~s f',qtt994) Maln!lt.a pamon 
that Is ~ubstantlallym (epri.sal fo(tl)e p~¢poma~ing ~ publlcJI~(arilstdisc.losure Within the J11e?nlng aflhatAct, 
(~) ta .. k .. lng. a.·n·y··· .a ... clion .. a9···a.ln. s.t.a· ... ".9·.t·h .. ·a.· ... r~ . .m.· .. p .. lo.·ye .. e .... o.·f. ·.a .... ·. so .•.. v. e .. m.·.· ... m ... ·. e·n .... ts. ·.ec ... Jo. r ... a ..... Q .• e .. n .... ~r.t .... ~a .. tl~ su····.b .. s.ta .•.. n. Ually.· .... in re ... · .. ·. p ... ~rl. a··. a·,·.' l··.o·r·.·a···· d.Js.c.losu.re 111a.~e \lY \l)atemployee of t!'le all!)ge~ nilsc9nduc\ o.Hhe ~mployee tatlng !llat action. Th~ s.ubfec! m?.tter 
9f ~nYl1JI~P9no.U.gt PY ~n ~!)Jpl~v~e 111Wrel~te til ~h lricld~otpr conctuo.t W~th~ppgh~~ w~ll~ the emPl~Y~~\'1~~ no\ 
9il ct~tyqrQefoie hi~ pther ~Ojpi~Yili~ilt, .. .· . . . • ... .·. . ·. 
Sllrl~l/~ .i)ffehq~ il)~\lhs ~ri Qff6,09~.punish~~le.lly lmp~§onme~!.W 12 (llpnlhs ()1 mot(J, . . ·. . ····· . 
(~) The head of a goyerrilll~nfsllP!or age.ncy Is responsible for d.ealinQ with any mlsconct.Uci ~Y employees of the 
agency (or any coflV\ctlon fora sertov.s offe~ce by anY .!lYch employ~") J~ acwfdame )'lit~ this .~~q\igr.. . 
(3)TM·~qv(jffili1~ri! s()Qtor (Jil)plqyitl~N tules.m!!v d~~IIJi~ th~JoUo.wlng: · . · • · · • . . ·.. . .· · · .. · ·· · · 
(a) mi~(:}Onct~~~ llY~J11plgy¢~s of gov~mm~nt~~citor ~genAI~s or th~ ~P.QV!Q~tin.PIMY ~up~ ernP19YM~ for~ ~~rt.ou~ 
prte~c:~~. . . .·· · · .. · · .. · . · .· .. · · .. · ·.· .. . .. · ..... ·· •.. ·· • . · · · ·· · ..•. ·. · ·. · · ··•· .. · . · 
(~) lh~.pr0c~WraJ r~qulr~ments fgrd~alhig With all~gatlons of mlsconqu~t by employees ofQoveminen\sector 
~9encles (corisl$l$rilly wit.h proc~dtiraiJaimess), · ·.. · . · .· · · 
(4) If, In aRcOri!.an?e VlitlJ.fu?se r~lt)s,th~re 1.~ ~ ~MinQ 9f.!)11sqond~.~~ llY an ~tl)ploy~~ of !'9oYt;l1lri)~nt s~\or 
~.g ... e,".··.·.~.Y .... .o·r·····a···ny·····.~ .• u.·. c .. h.•.•!!. m ... p .. tpy·.·· .e .. e·l~ f ... o~.nct. J.o h!lv.e ~e .. I1P. qqnylote .. 4 o.f a ..• s.}rt . .ou~ !i·U.~oc~. th .. ~h.ea·d·· o.Jt.ne !l!Jency may tak~ any of the follOwing ~cUons: · ·. · · . . · .· ·.. ·. ·· . · · ·. · · 
(a) terminate~~~ en;ploynitmt of the.employee (w,Jthout glvi~g the. employee an opportunity to resign), 
(b) tennln~te toe empl'?yrnen(of(h~ employee (~~er9lV[ng !he el))ploy~ ~n ()pport~nlty.to r~~lgn). ·. . 
(c) lmpq~,~ It fl~~ op th~ eroP!OY~~ (I'Jhfqh IJ1.BY IJe ~.~(!uc!e\1 from !h$ t~muo~ratlon payable to the employe~). 

(d) fl!\i49!3.!11e ~m~n~&.UPi1 pa.y~il!e tQ !be.~mPlPY!le. .· · 
(e) r~qu~tM ci~~~IMa.tl~ri or{lraqe pfthe'emplc\ye~, · 
(I} assl9n the employee 19 a illffererii role, · •· . • 
(9) qauUoo 9r repctmand. the emPI~yee; . . .. . . . . .. 
(9) Prgc~~~lng~.ahd !lctiQQS uriq~r ~Is sE\C:tl!)nm.ay pe .taken or con!in~ed de~Pitethe efl)ploy~t~r~~IQnlng ot 
otha!WI~e 6¢~slng to be a;i employe~ oflne agf!hoY c¢n®med. ~ny suet\ action in!!)' be f:!Xpr\iss~d to be a 
termlnaUqi\ of ~mplo)'iile.nt eyen if the p~i'Son ha$ ceas~d to be im employe~. . . . . . . 
(6) this secnon does not apply to any employees of a government sectoragencY who are excluded by the 
le ulatlons. · 
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Overview of Procedures for Reporlin!J Corruption* 

1 a. RFS member 
Identifies alleged 
i~ternal 

corruption 

1 b. E;)(ternal report 
ree¢ived of 
alleged Internal 
coriuption 

2. Report referred through line management andlor PSU for assessment. 

Report may be made as a public Interest disclosure (PID)**'only to 
PSUICommissloner(lf aocep!<!!CI as a PID a report Is provl~ed to. thil Ombudsman) 
Commissioner must report any corruption allegation to the ICAC even where. an 
Internal investigation Is commenced. · 

3. ICAC advises RFS of monitoring fuiwtlori where RFS continues Internal 

Investigation OR ICAC takes carriage of the Investigation '" 

4. Investigation process Is conducted In accordance With relevant legislation and 
service standards appropriate to the RI'S Member's status as volunteer or staff 
member 

5. Outcomes detennined through lnvestlgailon process and appropriate 

management !iPtion or sanctiOn$ applied. Final report provided to ICAC. 

* ICAC Act 1988 

•• PID ACT1994 for all RFS members • request for confidentiality when reporting an allegation of 

slgnl!loant corruption, maladministration etc 

***R.ef<?r to SS1.1.2 Oisc;ip/ine for volunteers & P$E:MA 2002 (GEB 2013) for staff 
members & SS 1.1.21 Stand down/Removal and Notification of Criminal Charges 
relates to volunteers, Clause 27 of PSEMR 2009 for staff members 
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Extracts from The Independent Commission Against Corruption Act 1988, NSW 

Below are some definitions of PU!)/Io Officials under the /CA C Act? Can you sM Where 
yoU might fit In the definitions? 

S3 Deflnl(lons 

pu)lUc qfflclal'' mean$ ~nlndlvl~u~l [lav!ng public official f~r\~tions or acting In a pc•blic official capacity, 

andJnsh.ides any of the following: 

(a) the <l.cNernor(Whet.her ot nqt acUng o/.1\ll the a!lvlce 0f.the Execl!tlv.e (;ouncll), 

(l;l) a person appointed to an office by the c;qverMr, 

(c) a MlnlstetpftM Crown, .a.m,em~~r oghe g~ecutiv!l c<Juncll qr !l Parllament~ry SeP'eiary, 

(d) a member of the Legislative Council or ofthe Legislative Assembly, ... 

() (e) a person ernplqyed bY the President Of !he Legislative Council or the Speaker of the legislative 

Assembly or both, 

·() 
.... , ... · 

(f) a Judge, a m~ilistrate or th(l hgid~r gf any other Juq)cial qffice (Whether exetclslngJudlPI~I, ministerial 

or other functlons)1 

(g) an qffic(!t or temporary e!Jlplqyee of the Pvblic ~erv!c¢ or the Tea¢hing se.rvlce, 

(h) an individual Who constitutes or Is a member of a public authority, 

{I) a Pe~on in the service ofthe Crown. ot of a public auth6r!tv. 

U) an Individual entitled ~o be reimbursed expenses, from a fund of which an account mentioned In 

~aragr~Ph (c!) ()f the deflnl!ion of "P\'Mc ~uthorlty" Is ~apt, of;i\te!ii;Jing mMtlr\g~or ~~rrylng otitthe 

business Of any body constituted by an Act, 

(k) a memb~r of th~ N~W P!?Uce For~~~ 

(ki) an ac~redited certifier within the meanln$ of the Environmental Planning qnd Assessment Act.1979 

{I) the hol<j~r of an offiql q~~lar~d. by t~e regula.tlons to lle.~n office witl1in this l;lerlnlgon, 

(m) an employee of or any person otherwise engaged by or acting for or on behaiFofi or In the place ofi 
. '' ' ', ' ·.. . ' ''• 

ot as cjep!JtY or deleg~~~. of, a public authorlt~ or anypetson or bocly #l\s~tlbed tn MY of thl! fpr~going 

paragraphs. 
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sa of the ICAC Act provides guidance on the types of conduct that constitutes 
corruption. 

8 G~N~AAL \11;\,'!'I,Jll.!! ()J,l CORRUPT CONDll(;'i' 

{1) Corrupt Gonduct js: . . . . •.· .. •.·· .... ·.·· .•..••... · .. ·.•.. ·. . . . . . . . . . .. 
(a) anyccmduc~ pf ~ny pers<>n (wh~th\lr 9r not~p~.llllc.pf(l9al) that adv!"rselv aff~cts, prthotcoul~ 
ac!vers~ly aff~ct;~\ther dh'ec\Jy or lnclireq)y1 the ho~est!lrliT!partla!exerds~ o.f official fl(n¢tlons by ~nY 
public officio I, •ny W9uP orPpdy of public officials onfnypub)lc authority, or · 

(b) any conduct ofa. public official tbat constitutes or Jr)vQJves tjie ~Is honest or partial exercise of any of 
his or her offici• I functions, or · · 

(~) any conduct of~ p~~ll~gff,lcial .or former public official \ll~tcqnstltutes or lnvo.lves a .braach of public 
trust; or · · · · 

(d) an\' eonduct of a Public official or forrher public dffid~l tha~ Involve$ the l)l\susa of Information or 
material that he or s~e has acquired In the course of ~Is. orherpfficiaJ functions, whether or not for his 
or h.er beMfltqd(Jr t~e peliefit of ahy other p~rs()n. 

(2)Corrupt conduct is also any conduct of anyper;on (whether or not a public official) th.at adversely 
~fleet~, .()r thatco!licl 11gvers~ly aff~!;t, 1;1lt.her ~~r~ctly or lnc,llr~ttly, t.lie ~.x¢rcl~e ()f0fflclalfunctlons.t.!Y 
~nY pu~lic hfftcflll, ~nY group or body i:>f public officials or any p\ibllt authOrity and which could.1)1volve 
~ny of the followin~ matters; · · 

(a) official injsCOQ(Iu,t {lncludllig ~rea~h of trljst, fr;j\.jq in (\ffl¢e, nonfeasance, rnlsfeas~m:e1 
malfea$ance,oppr~ssiol), extortion or lmppsltlpn), . . . . .. . . . 
(b) btlbe.ry, (c) pJa,ckm~ll, {q) <#~lningpr (lff(!Jinll sefie~ commissions, (e) ft~~~.(fl th~f(, (g) p~rverting 
tne qQ~ise pfJ4~ti.c((h) ~h)bezzlemeht, (I) !3i~t#ionbribery, OJ eiectiqn fund.lng of,fen~es, (k) el.~cUon 
frau~, (I) tr<:~ating, (mliax evasion, {n) rev~nue ev~slon, (o) currency vjolatiqns, (p) ill~~aJ ~rus;: dealings, 
(q).ll!~g~t ~am~tlpll, (r) pb\alnl(lgfli\~~~ial !J~i1~fit t.!\'yt.ce !!li¥Qgeq IQ liY otners, (s)~~nkr~P\CY ~lid · 
co[l)pany \iiql~tlons, (t) harbouring ctlmlq~J~, (til rorgeiy, (v) tfea$on (Jr iither offenc~s a~alnsUhe 
sovereign, (w) homicide or violence, (x) mrtters of the same or a similar nature to any listed ~b()ve, 
(y) any i:onsplr~cy or attemPt in relatlgn to any ¢f ~h.e apove, · · · 

S9 ofthe ICAC Aot offers soma guld<tlloe in determining the limitations of corrupt 
conduct 

9l.IMIT.4T[ON ON l'iAT.UR~ Ql' COMIJPT CQNPI,J()T 

(~) Desp!~~ secttO;i\8, cot1dt1ct ~pes ~o~ ~~ounttQ c6rrul?t conduct unless It coult! cQrl~tl@~prtn\l<jlye: 
(a) a criminal 9ftllnc~,6r .. - ' - ' .- .. 

(Ill a. aisdpllnarv offimte, or 

(c) re.asonable ~rounds f().r ql>QJ!s~lng1 dlsp(lnslng with the serv.i<;~~ pfpf ptherwlse terminating the 

servi<;!l~ pf a ~Lib lie Official, of 

(d) In the cas.e of cohduct of a Mi.nis~er of the CroWn or a member of~ Hqilse of Parllam~nt-a 

substantial brea~;h of an appjic;)ble code or conduct. 
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ICAC h~s many examples of corruption Involving conflicts of Interest . They can be 
found on lhe their website http:/lwww.lcac.nsw.gov.au/lnvestigations/past-investigations 

1. Name two RFS positions you might Initially aport a breach of the Codelcorrl)ptlon. 

~1.\~~a.t Jt~ ? u. Q)!\ . / 

3. Who In thlilfSfS would yorke a public Inter. est disclosure to? 

t 3 U {)MvVV- S'}t<O""Nl-J · / 

~(\~ 

Q. ~,;t.\- G>{\C) 

~~~~~J_~~~~~~~~~~~~~· ;.~. 

Modulo 3 Ll!~rnlng outcomes 

Satisfactory 0 Unsatisfactory 
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Module 4 Conflicts of lntere~;~t 

l.~arni119 Outcpmes: 
By the e.nd of Module 4 participants will: 

• Identify the broad Cf.ltegorles of conflicts of interest 
• Recognise the factors which cause conflicts of Interest to occur 
• Forrnul<~t€1 an ethical de()!slon making framework for resolving conflicts of 

interest and apply them to scenario& 

c.onfllets Of Interest 

a. In upholdll"lg values ~:md responsibilities at work we may come acrpss situatlpns 
where We need to make an ethical decision making. One of largest areas of 
ethical decision making In the worl<Pfetqe is !ilround conflicts of interest. Discuss 

• the meaning of a conflict of Interest an define It In your own words 
• identify and consolldatl';l undl';lrstanding of different types pf conflicts of 

interest (ac,:tu<\1, perceived, potential, and pecuniary/non pecuniary) 
• Describe the type\!1 of conflicts of Interest which you have or may encounter 

In your Workplace? 
• Is a conflict of interest bad? Why or why not? 
• Complete a Conflicts of Interest Declaration Form 

b. Complete the ethical decision making scenario 

I h. your own words what do you think a oonf/ic:t of interest means? 

NSWRFS Version 4.0 2013 
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Tick the correct boxes in each scenario related to the character in bold and capitals 
to demonstrate you can Identify the conflict of interest. 

1. BRUNO works In Infrastructure procurement. Bruno is in a position to allocate 
r!:lsources for lnc;ldents In districts. Julius owns a motel in a district location managE!d 
by Trevor, Bruno's brother. Although very reasonably priced Julius is not given any 
work even during the last 844 when staff and volunteers were required to travel 
considerable distances each day from accQmmodat10n In other towns. Bruno . and 
Trevor claim Julius does not proVIde good client service. Julius's son punched 
Trevor's child at school and knocked out his tooth. Julius refused to pay the dentist 
bills. 

/ActU£11 cpnflict of lnt11rest 
Cl Potentll:ll conflict ()f Interest 
Cl Perc&ived conflict of interest 

AND t/ Pecuniary Interest 
Cl Non-Pecuniary interest 

2. D<~n workt> for SMSS. RAJ is working in Infrastructure fleet services. While chatting to 
Dan one day, Raj mentions he Is looking for some casual work. Dan says that he 
owns a lawn mowing busine~>s. Dan offers Raj bit of work on weekends. Raj agree~>. 
A few months go by and everything Is working out OK and business Is booming. Raj 
rings Dan and says he cannot do mowing every weekend because his wife may need 
the car to take the kids to sport. Dan suggests RaJ could 'borrow' a work vehicle 
sometimes. 

Cl/ Actual conflict of Interest AND 
'Ef Potential conflict of l.nterest 

Cl ;Pecuniary interest 
l3' Non-Pecuniary Interest 

Cl Perceived conflict of Interest 

3. ORLANDO works In Infrastructure. He has a lot to do with tendering processes for 
new machinery .. He Is very good frlemcts with Frqdo, an employee of one of the 
companies tendering for a RFS contract. He often enjoys a quiet meal and drink with 
Frodo on a Friday night. They take turns In paying for the night out. A rival bidder has 
seen Orlando and Frodo on several qccaslons and It looks as though Frodo Is paying 
for the meals. The company Frodo works for wins the tender. 

Ji Actu£11 conflict of interest AND ~ecunlary Interest • 
~Potential conflict oflnterest ~on-Pecuniary interest 
(~ercf.'lived conflict of Interest 

4. Sierra works with LElonf;l In Infrastructure, They ~:~re also volunteers. Leone has 
confided In SiElrta that she h!ls taken out an AVO against Greg, her partner who Is in 
the same brigade. The AVO Includes their children. Greg was also charged with 
assault against Donna anc:l looking at child pomography on the Internet Sierra tells 
Leone that IVAN, the manager has to be told. Leone says 'I don't have to .•. Greg and 
Ivan are m~:~tel:l ., Ivan probably already knows and nothing will be happen!' 

e/' Actual conflict of interest AND 
D Potential conflict of Interest 

Cl ...Pecuniary Interest 
t5V Non·Pecunlary Interest 

Cl Perceived conflict of Interest 
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/'"\ r 3. lo_. BIE works in lnfrE!structurEl. He ha. s develope-d signlflca_ nt knowfe_ dge and expertise In V emergency service computer programs, largely through on-the-Job experience and 
training. Oble underst~Jnds wherE) the)re are gaps in the current RFS sottwar€1. Qurll}g 
neighl:>ourly conversations with Harrison, a coinputE!r whizz, Oble has discussed the 
'gaps'. 

Together they establish a business designing a software program that could benefit 
ernerge;ncy services. They u~.e information from the Elxi!!ting RFS program l:>ut do most 
of the program development on weekends. They recently presented the program to an 
emergency services agency In an.other state and received a positive response. 

~ctual ~::onflict of Interest AND ~ecunlary interest 
0 Potential conflict of interest 0 Non·Pecunlary Interest 
Cl Perceived conflict of Interest 

5. ISAAC works In GIS and has access to spatial maps and Imagery Identifying fire 
prone property. A~:~ron, his brother has just successfiJIIY Won a position working for a 
large insurance company. The company has a sighiflcan! stake in the Insurance 
market In regionf.ll NSW. Th!l company als.o has subsidiary companies specialising in 
home fire safely equipment. 

DIActual conflict of intarest AND 
'S' Potential conflict of Interest 
Cl Percalved conflict of interest 

6. 

_K'Actl,lsl conflict of inter!lst AND 
Cl Potential conflict C)f Interest 
0 Per~;eived conflict of Interest 

NSWRFS Version 4.0 2013 

Cl ;Pecuniary Interest 
!SV Noll-Pecuniary Interest 

.r:JJ>ecunlary lntarest 
R.._Non-Pecunlary Interest 
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Complete th~ Conf/iot of fn!arest Deo/aratlon for your conflict of interest example or one 
of the ex;1mptes provided on pp24 - 26 

NSW RFS 
Conflict of Interest Declaration Form 

To be completed by all Salaried Staff Members, Cqntrl!Ctors snti T~11Jporary Employees and th~lr 

supeN/sorlmanagar with a copy retained on th11 per11onal file. 

Surname: a'() { Given Name: __ ()"'--/3_1 /::._:-_. __ _ 
Posltlon: ___ _..t::_<'f'...:__' __________________ _ 
Serial Number: _____ ~- DistricVRegion/HQ Section:---'-------

De.~lls of the Identified Cooflict of h'l.tl!re.at, the actu;il or potentll!llmpllct on RFS roleldutles 
and proposed action to manage the conflict of Interest: 

-----'"~---·-----~-·--------.... __ _ 

The conflict of Interest Is Identified as a: 

(Please !l~k the appropriate boxe$) 
Cl _Actual conflict of Interest 
1ii( Potential. conflict of Interest 
Cl Perceived cc.infllct of lntere.st 

AND ~ecunlary lntere~t 
Cl Non-Pecuniary interest 

I hereby declare th$1 the above details are correct to the best of my knowledge an(j I make this 
Conflicts of Interest Declaration In good faith, 

I understand that I have a responsibility to disclose and manage this declared conflict of interest as 
outlined above In consultation with my supervisor/manager and appropriately self manage 
situations or events that may arise lri the course of my duties. 

I understand I must advise niy supetvlsor/manager Immediately where any aspect above alters or 
changes, or where the conflict escalates. 

Signature: ~- Date. ____ _ 

Forward this form to your Supervisor/Manager within filie working days, 
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CONFLICTS OF INTEREST DECLARATION 

REVIEW AC~I~~~~G::2~~~[~~J~~~ MANAGER 
Assessment of peolared Conflict of Interest: 

Have all aspects of the conflict of Interest and role/duty been adequately assessed? 

0 Yes ~ No 

If No detail additional Issues: 

~ w k l.'(o... ~ v-.l<Wc ( 
No all Deolarat1bns and/or Conflicts of Interests must be raglstlilred and retained at the 
locallevol and a copy of the Declaration pieced on tna Staff Member;s personal fife. 

( ) Strategies for Consideration: 

.() 

These following six (6) m;;~nageiTI~nt str<~tegy options should be considered by 
Supervll.lor/Managers in view of the declared conflict of intl!rest and In consultation with the 
Shiff Member involved. 

1. Register the Private Interest/Conflict & Mc:mitor Only - When an actual, perceived or 
pot!lntlal conflict of interest is declared .and I.IPon dacllaratlon It Is t;~~sassed as having no 
Immediate or direct Impact on RFS duty; it must be registered and assessed at the local level. 
Further monitoring should be undertaken on an annual basis or where any circumstances alter 
within the private Interest or the RFS duty. NB: All declarations must be registered. 

Restrict- Whe~ restrictions are p!1wed on the N~W RFS ml;lmber's Involvement In the private 
interest creating the conflict of Interest lssue.s or where restrictiohs are placed .on RFS dut.les 
that Interact with the private Interest. This may Involve limited or substantial restrictions being 
Implemented as deemed appropriate, where there is an advert>e impact on the Staff Member's 
RFS duties/functionality. Suitable for when the conflict of Interest Is not likely to arise frroquently 
and Where. the member can effectively be separated from the relevant parts of the prlvate/Rt=S 
activity or process. 

3. Recruit~ When an impartial third party is used to oversee part or all of tne processes (whether 
RFS duty or private Interests) that deals wlth the matter. Suitable for when It js not feasible or 
desirable for the NSW RFS member. to remove themself from RFS. func;Uohality andlor 
deplsion-maklng proc(:l~S; for ex'aniple in small or isolated communities Wh(lre their particular 
expertise cannot be easily replaced. 

Remove -When lh$ NSW RFS member chooses to removro themself completely from any 
RFS duty/matter that directlY conflict~ (or could be reasl)nap!y be se11n lc;> conflict) with the 
private interest. Suitable for or\goin9 andlor significant conflicts of intarest, where restriction or 
additional recruitment of others does not negatafprotect the interests of the RFS and Staff 
member. 

NSWRFS Version 4.0 2013 
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R.EVIEW ACTION TO BE COMPLETED BY MANAGER 
Strategies Continued: 

1 (5\ Relinquish - Whe. n the Staff.. member relln. qulshes t. he. private Interest that Is c. reating the 
\...) conflict. This Is sult<~ble where the member's commitment to public duty outweighs the 

attachment to the private Interest. 

6. Resign - Where the conflict of Interest Is extreme and cannot be reasonably managed In any 
capacity whilst a staff member remains In RFS employment. Suit<~biE'! only where no other 
managemc;mt strategles/qptlons are viable, where the NSW RFS member cannot or will not 
relinquish conflicting private Interests or where they prefer this course as a matter of personal 
principle. 

Where Managers consider the registering of the conflict of Interest alone Is not sufficient to 
appropriately minimisE! thE! rlsl<s Involved due to thE! complexity and/or seriousness of the Issue, 
one of the ~:~ddltional options must be applied: 

DETAILS OF PROPOSED STRATEGY TO MANAGE THE CONFLICT OF INTEREST: 
All Declared and Identified Conflicts of Interest must be registered, retained, managed and 
reviewed at the local Management level. 

0 Register Only 

0 Recruit 

d Relinquish 

rf Restrict 

[ij/Remove 

0 Resign 

Details of the proposed stratagy and/or remedial options to be applied: (atiach additional pagea If 
requi ed) 

0 Copy of form given to NSW RFS member 

0 Copy of form retained at local level and a copy placed on personal file 
0 Entered Into Conflict of Interest Register 

0 Review Date: ----""?jr<---

Signature (Manager) _ _,...'--.'-------""7'""_"-_.-___________ _ 

Print Name: __ ..::__-f'-T'--t--:?"""'------·Date ______ _ 

A raport should be provl ed to the line Director of all registered Conflicts of lntere~;t within 

any management area on a six (6) monthly basis 
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The ethical decision making framework may assistyou to resolve ethical problems in your workplace 

1. Can you identify a 
conflict? 

2. Is/Could the deciSion or conduct be a breach of the Code and/or unlawful/corrupt? Tick the boxes you 
think apply and give reasons for your decision. 

Can you identify: D Yes D No Describe 
the conflict in the 
scenario provided D .A breach of the Code sufficienno warrantdisctplinary action/dismissal? Write the relevant sections of the Code 

Ensure you identify-the conflict 
from the scenario 

D Dishonesty? 

You should also 
0 A breach of public trust in the RFS and 'Nould the conduct vffihstand public scrutiny? (re misuse of resources. 

identify information. decision making etc) 
' whether it is an 
' actuallperceived/potehtial 
financial/non financial conflict 
of interest 

[} Acriminal offence? Or other ,legislative breach? 

Is/could there be: 
D intent D a mistake, 0 nej:jligence? 

Don'tforget where you tlck a box to give reasons 

3c What will bethe outcomes be for the RFS member; work colleagues and 
other parties if the RFS member continues? 

The outcomes depend on answers to secUons (2) whichw111 detem1ine whether the 
matter is 
D referred for IDeal enquiries, remedial action investigation and resolution 

0 referred to PSU for investigation (resulting in remedial or disciplinary action) 
• .o.ND 

D referred to an externalagency eg 0 !C.AC, D OEH, D \11/HS. 0 pnlice. , 0 other 

NSWRFS Version 4.0 2013 

4. What decision or course of action should the RFS 
member/manager take or·have taken? 

By working through the ethical framework you should come to a 
soluUon that may avoid .a breach. If you-are a manager you should 
identify procedures and/or ~systems' to prevent it happening atthe 
tlme; or in the future 

Action by Member 

Action by Manager 
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Apply tile ethical decision making framework to tile following scenarioabout.Jed 
JedWorks for the RFS, He has the use of an RFS car for work purposes. He is returning from a meeting when he receives a call from 
his Wife saying she can't.CO.ffeat the kids from school. He diverts the car to pick his kids up fromschoofanddropsthem home, 
collecting some groceries on the way He drives back to work. 

1. Canyou identify a 
conflict? -IY es Provide 
details 

2. [sf Could tile decision or conduct be a breach of the Code and/or unlawful/corrupt? Tick tile boxes you til ink I 
apply and give reasons foryour decision. , 

• Chs 1. 2. 3. 4 .& 7 SS 1.1. 7 and P 1.1.3 Confttci of interest related to misuse of RFS resources being paid to work. 
claiming work while attending to personal matters and not declaring it 

The request by Jed's wife that 
Jed pick their kids up from ,(Dishonest- Jed didn't tell his supervisor his conflict and subsequent movements 

, school which requires him to 
take time from work and use 
the RFS. vehicle. 

.rsreach of public trust in the RFS- Use of.time. (vebicle?. fuel?j for purposes other than work. 
,....Criminal- theft of resources but minor employment matter under the Code 
,.... Question whether it is a mistake rather than intentional 

3. What will be the outcomes be for the RFS member; work 
colleagues and otiler parties if the RFS. member 
continues? 

./ referred for local enquiries, remedial action investigation and 
resolution 

,.... referred to PSU for advice, investigation; remedial action or 
disciplinary action The matters are serious enough to warrant 
advice from PSU as it ticks enough boxes for corruption if it is 
considered intentional action 

NSWRFS Version4.0 2.013 

___ ,,_, _____________ , ___ ._,. 

4. What decision or course ofaction should the RFS member/manager take 
or have taken? 

Action by member: Jed should contact his supervisor and seek support to manage 
the conflict- Think about permission use the vehicle declaration/payment? Use of 
the kilometres and petrol should he go shopping? lJVhy should Jed do this? Think of 
the 'what if? What ifJed had an accident \OJith the children in the car and he dldn't 
have permission? Workers camp, WHS etc? 

Action by manager: Ensure staff are aware of obligations around use of vehicles 
and RFS resources in genecaL Discuss at staff meetings and document minutes 
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Apply the ethical decision making framework to a conflict of interest you previously described· (p25) or choose an exampi~:~ 
from pp24-25 

1. Can you identify a 
con'ffict of interest? 
"fi.Yes 0 No -. 
Provide details 

2, ls/Could'tb.e decision or conduct be .a breach of111e Code andfor unlawfullcorrupt? Tick the boxes you. think 
apply and give reasons for your decision. 

· Can you identify: 

wA breach ofthe Code sufficient to warrant disciplinary ac!ionfdismissal? Write the relevant sections of the Code 

~ho::;~-0~;~G'4A'-o.qc 
~.breach of public trust in the RFS and would the conduc¥ withstand public scrutiny? (ie misuse of resources, information, 

decis~c) . f'. .1 ~ ._:it.:, (J _ 

$. ~~-~ ' LI>P~"'-< ~' -~~ ~ \<"'\ """- <')" 

0 A crimi~er legislatifre breach? 

lsisPuld th<l~ be: 
i9'1ntent !lll.,a mistake. 0 negligence? 

Don'tforget where you tick a box to·give reasons 

4. What decision or course of action should the RFS 3. What will be the outcomes be for the RFS member and work colleagues 
f'lld other parties if the RFS member continues? 

o:v-eferredforlocal.enquiries, remedial action investigation and resolution 
member/manag~:t~~~ / '*-~·"'" 

Action by member \. . . ({. · 
~erred to PSU for investigation (resulting in remedial or discipliner; action) 
AND 
0 referred io an extemalagency eg Ga'iCAc. 0 OEH, 0 VVHS. 0 ponce,, 0 
other 

c:.__) ow 1-('r.Q.(.( <,.X:, 

Action. by manager 

t<'v~~ 

Module4 Learning Outcomes 

0 Satisfac!ory 0 Unsatisfactory 
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Module 5 Gifts & Benefits or When is a gift a Trojan horse? 

In 

Learning Outcomes: 
By the and of Mod \fie 5 participants will: 

• Recognise the difference between a token, non tokr;m gifts & benefits and 
bribes 

• Apply the ethical decision making process to resolving gifts and benefits 
scenarios 

• Recognise, know where to locate and how to complete a gifts and benefits 
declaration form 

Glful & El(ilnefits or When Is a gift a Trojan horse? (for staff members only 
unless otherwise requested) Chapter 5 of the Code and P1.1.4 Gifts and 
Benefits 

a. Discuss the meaning of a gift, types of gifts and distinguish them from a bribe? 

b. Complete all activities 1 - 4 

c. Complete the Gifts & Benefits Declaration 

uestiolls iind 

In groups refer to the Code and rel1want policies to answer the four activities 
below 

1. Complete the table below by pfllclng -/Accept not declare: .; .;-Accept and declare; 
Nt tddl Oth?Bi J< o llocepl an eo are· er eow: ... 

Token Ceremonial Th!lnks N.On lnflt1ellce Bribe 
Type of Gift Gratitm:j~ tt;~ken 

Presentation of a plaque from a ,d'.Y.l 
.• . 

Bhutanese delegation 
Baseball pap from a contr11ctor with j~~ ~,...,. ~~{0 company l~go t:> 
Coffee, te<l •. !:leones and a key ring ~'.j /I? when attending a sponsorship 
function ,(' 

Lunch with client to discuss a J~ . J\ tender process 

32 
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2. St~n has Sl!bmltted an application to be a sl!ppller for the RFS. He deals With 
SOPHIE dUring the application process. For Xmas Stan invites Sophie to a Xmas 
lunch with other stakeholders and glvel:l her a box of chocolate and a bottle qf 
champagne which she shares with everyone In the office. 

Which eections of the Code (and other policies) should Sophie consider? 

5· ~ <( 6-L\ __. 5·~ 

3. OlVIA:R is emplqyed in Infrastructure Service!). He is sent to a seminar to report back 
about a new emergency services program. Lui')ch is provided and there Is also a 
lucky door prize - an IPad, which Omar wins. Omar makes a positive report about 
the program. 

Which sections of the Code and other policies should Omar think about? 

4. POLLY works In Infrastructure. Polly is about to do the office lunch run using one of 
the fleet cars and sl,lggests 'Fast Fowl Food; Amos says 'Go to Chlaken an the Run 
instead. If they see you In Lu1iform they'll give you a meal at half price.' 

Which sections of the Code should Polly consider? 

·~ ~ 
ICAC has many examples of corruption lnvqlvlng gifts ~nd benefits . They can pe found 
on the their website http:!/WWW.icac.nsw.gov.au/lnvestigations/past-irwestlgations 
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Complete the Gift~ 11< B(ltteflts Register for Om!lr 
Gifts and Benefits Register Declaration Form 

~ Vt~~eclare that I was off~red a gift or benefit as set out below. 

Description of the gift or benefit: 

Lunch and IPacl 

Approximate value of gift: $500.00 

1. Did. you accept the gift or benefit? Yes/No 

2. 

3. 

If you answered yes, go to question 2. If you answered no, go to questfon 3. 

Please state the reason why you EJCcepted the gift or benefit. 

0 Refusal would bave caused offence or embarrassment. 

0 The gift or bene~t was received in the course of duty ANb re.lates to the work of 
the NSW Rural Fire Service, (refer to Polley P1.1.4 Giftl:l and Benefits). 

0 The gift or benefit Is a token gift or benefit (refer to Policy P1.1.4 Gifts and 
Benefits). 

Ph;~ase note: 

If the gift or benefit was a token gift or benefit, you may retain the ftem however you 
must stiil complete this form. If the gift orben.eflt was more than a token gift or benefit, 
the Item is the property of The NSW Rural Fire Service and must be handf'Jt:/ over to your 
manager together with this completed form. 

Please state the following detallt of the. person whpYred the glt't or beneflt: 
Name of Donator: G ,. I ~:@>1 tL0 \ 

Organisation ___ __::,C=·::..~.lN..J.....::;-c..::B:.....· ~'-=-· ------
Contact detalls. _

Data & Time Offered: J_ 1 I q ) 1 ~ 
Place: ___ ~---'T[Jr-.· _Wl-=O=S"-"0'-'-'~"--'-1+.__.._.,,_----. 
Signature: Z -===-:· Date 2l \ S t, 3 
Print Name:. ______ ~!.d..::· :::: . .z...,.~=::--~,{9l,.LJ<~"-!1..~</.:.!ffl..!...4\.--

Page 1 of2 
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TO BE COMPLETED BY MANAGER 

Action taken 

0 Non token gift or benefit approved to be kept by recipient 

0 Used for the ultrmate benefit of the NSW RFS 

0 Donated to;__ ________________ _ 

0 Auctioned and proceeds donated to. __________ _ 

' Ncin token gift or benefit returned IP the Donator 

IY' Other -details _ .... ~""'""""'-'--"-~~=--· '-""-'Hi'-"-"'\f:""·. ~'-· --.<-----
Please provide relevant details of your declsl.on here: 

Copy of form given to NSW RFS member 

J Copy of form placed on file 

J Copy of form given to R<lgiollai M~ r (District Man 

Signature (Manager) -...,.....-..,..:.76""---i'?L-------,~+-t-f>r­

Prlnt Name: --'---IU-..!:-::....::..:::___ __ oate __ Q:;.::._.J.;.. .. lr-q;-· . +. _1 __ 

TO BE COMPLETED BY DIRECTOR 

Action taken 

gl Entered Into Gifts and Ben ems Register 

. i/.IModu.le 5t.earnln(l Outcom~s 
0 Satisfactory 0 Unsatisfactory 
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Module 6 Corporate and Personal Information 

Learning Outcomes: 
By the end of Module 6 participants will: 

• Be familiar with the meaning of confidential Information 
• Be aware of the value of making some information confldential 
• Kt)aw hoW to apply the ethical decision making process to resolving scenarios 

about confidentiality 
• Know obligations about oonfidentlallty even when no longer working for the 

RFS 
• Have knowledge of the related policies around oonfldentiallnformatlon 

Corporate and Personal Information Chapter 6 of the Code 

a. What sort of confidential information is stored by RFS? 

b. Why is it Important to keep certain Information confidential? 

c. Apart from the SOP 1.1. 7 what other SSs, pollees or legislation might apply to 
confidential records? 

d. What are the limits of confidentiality? 

e, Who should you contact if you have concerns about handling confidential 
matter? 

f. What are your oblig~o~Uons about confidential information once you have left 
employment With the RFS? 

g. Apply the ethical decision making framework to complete the scenario 

List 4 reasons Wh 

a. 

b. 
c. 

<l. 
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What are your obligations about confidential information once you have left employment 
with the RFS? 

~~~~~ 
I( ) ' {(\) lOCl . .I 

Apply. the et.hical d.e.cl!!ion making f~ eworkto the~ · cWo , , • .u.W' .~ ~~~® 
The bestgossip ever l. ). W ~~·~\'-.fV"'. . ~ 
Fabio and Jenn.ifer work together In the. RFS. They w·. er.·e an Item. for a. whl .. le·b· ut Jen·n· if.er IJI"'-
unceremoniously dropped Fabio because she wanted to pursue her career. Jennifer., 
applied for a prestigious overseas government position and was successful. She will be ( 
leaving the RFS In one month. . 

NEV works In Infrastructure ahd Is a friend of Fabio. They are also volunteers together. 
Nev hears from his friend Grayling in Operations, who heard· from Paris, a. reliable 
source In Records, about a serious misconduct matter Involving Jennifer when she was 
a junior officer. The investigation resulted in a senior executive officer being dismissed. 

Nev knows Fabio Is angry With Jennifer. Nev tells Fabio about the misconduct matter to 
cheer him up. Fabio puts the Information on his Facebook page as well as personal 
Information about his relationship With Jennifer. 

Fabio's Facebook comments go viral and end up in a daily n~wspaper. The 
Government has had some unsavoury press recently related to corrupt conduct of some 
of Its Ministers and public servants. This information adds support to a campaign 
against the Government's Integrity to hold office. 

Although the RFS has briefed the government agt;~ncy about the matter during their 
recruitment propess, after the newspaper article, Jennifer is contacted and told she no 
longer has the position. 

37 
NSWRFS Version 4,0 2013 

( 

NSW ICAC EXHIBIT



Apply the ethical decision making framework to the following scenario for Nev 
1. Can you identify a Z. Is/Could the decision or conduct.bea breach of the Code and/or unlawful/corrupt? Tick the boxes you think 

conflict ofinteres~. ? apply and.give reasons for your decision. 
0 Y~s 0 No Provide · Ca2 you identify: 

detai. Is \l (\,_, ,...,/1 ~ach of the Code sufficient tq v.;arra. n.t ctG· ciplinary a.c;J:i ion/d'smis~al? 'N~it the. relevant s. ection. s of the Code 
~ ,-:r\ ()'~~ ~:r·- C fil (, j .:L..-.-14. t~-d 
~ ~(S .. fl' ~·r , 

J. ~ . Jls ~criminal offence? Or other legislative breac~ ~' 
~~ ,.,..~/ lsicouid there be 0 intent 0 a mistake. ~glige~ ' 

vr 1 
Don't forget where you tick a box to give reasons 

3. What 'llfill be the outcomes be for the RFS member and work colleagues 
jam! other parties ifthe RFS.member continues? 

W.eferred for focal enquiries, remedial action investigation and resolution 

0 referred to PSU for advice, investigation (resulting in remedhllor discipfinary 
action) AND 
0 referred to an externat agency eg 0 lCAC. 0 OEH, 0 WHS. 0 police .. 0 
other 

4. What decision or course of action should the RFS 
member/manager take or have taken? 

/Module. 6 Learning Outcomes 

0 Satisfactory 0 Unsalisfectory 
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Module 7 Use of RFS Resources 

Learning Outcomes: 
By the end of Module 7 participants wlll: 

• Understand their responsibilities when using RFS resources 
• Know some oflhe related policies tegi,!rdlng NSW resources 
• Apply the ethical decision making framework to resolve scenarios about RFS 

resources 

Use ()f NSW RF$ Resources Chapter 7 of SS 1.1. 7 
a; Whafare public resources of the RFS'? 

b. Complete the activities 

NSWRFS Version 4.0 2013 
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Discuss m groups and write answers when itis appropriate to use the followmg RFS resources 
Identify · Is it appropriate to use the resourcets) for the activities? Give 

Activity Type of reasons foryour 'Yes' or 'No' response 

1 

2 

3 

4 

5 

6 

7 

Alan is retiring soon. He is taking a sick leave day every 
week. When at work he takes regular, long smoke 
breaks; 
Polly uses ihe pool car and goes in her.uniform to 
Chickens ontheRun'to order lunch 

Eric uses his corporate credit card to pay for his mobiEe 
phone account and buy some groceries which he offers 
to pay back during the monthly return 
Davo does internet research in his lunch hour for his 
upcoming401h and prints out venues; invitations and 
caterino 
Todd has casual employment and gives his work 
number and e-mail address for contact purposes 

Lucille often has her tea at her desk before she goes to 
her evening Spanish course 

Bart from SAP Services offers his friend Margot 
personal-e-mail addresses of staff so Margot can 
distribute promotional materials to ihem about her new 
business 

8 · Y. price tickets offered to you for a football match by 
·showing your RFS ID 

9 

l ' 

resource(s} 

j MOdule 7 Learning Outcomes 

v 

Yes( No 

NSWRFS Version 4.0 2013 8 Satisfactory D Unsatisfactory 

( ( 

I~ I ·. 

/ 

40 

NSW ICAC EXHIBIT



() 

() 
......... 

Module 8 Other Employment or Business 

learning Outcomes: 
By the. end of Module 8 participants will: 

• Be familiar with the procedures required to be deqlared when requesting 
secondary 19mployment 

• Know the requirements for completing an application requesting secondE1ry 
emploYment· · 

Other Employment or 13uaines~; (for staff members only unless otherwise 
requested) Chapter 8 of SS1.1.7 

a. What procedures do you think that the RF$ requires 0f staff members requesting to 
do secondary employment? Refer to Chapter B of the Coda 

b. Complete the secondary employment form 

To Manager 

From Oble 

Subject Request for Other Employment 

Oate 

( 

Request to undertake other employment working In my .IT business ( 

I am currently employ10d full time With the NSW RFS. I am working in Infrastructure. My work 

hours are 9 am- 5 pm. 

Details of Secondary employment 

I ;;lm applying to do some work after hours. 

Thank you 

Oble 

NSWRFS Version 4.0 2013 
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TO 
From 

Subject 

Date 

/Maiia!l

1 "/ \ 

/ Oble 

~~-~-~_1!9 t for Other Employment 

ISSUE: Request for approval to uildertake other (secondary) emplpyment 

BACKGRO.IJNI> 

I am currently employed as a fu~lth the RFS. I am working In Infrastructure. My work hours 

are q - 0 and I am locate.d at .UO!&:Iefoue,h . . 
I am seeking approval to engage in other employment as a . c.5 .. e.o .. 'l\~C 
at GQmpooy/Bu~iness name etc f\ ~ C:. C \ ID..v1 ,·o:s 
COMMENT 

Details of Secondary employment 

1. The wor~ does not arise from, interfere with or Involve a conflict of interest with my RFS official 
duties (Provide the location of employer/business, times you will be undertaking 
employmenl/work, Md type of work/activities you will ~e doing ) 

2. I also agree that: 
a. No RFS. resources Including Intellectual Property will be used In undertaking the other 

employment 
() b. Arrangements will not be varied Without further application. 

I cot\flrm the aboye information Is true and accurate and now seek your approval, 

Date 

Print Name 

Send onto your superviso.r/man[Jger tor approval 

/ Module 8 Learning Outcomes 

1lJ Satl~factory 0 Urisatisff;lctory 
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Module 9 Alcohol and Other Drugs 

Learning O!.lto.ome~: 
By the end of Module 9 participants will: 

• Know obligations ancl procedure$ related to the sale and consumption of 
alcohol on RFS premises 

• Answ(')r a St;lrl<;~s of questions demonstrating knowledge of their obligations and 
responsibilities around the sale, service and consumption or alcohol on RFS 
premises 

Alcohol and other drugs Chapter 9 ofSS 1.1.7 
a. Read through Chapter 9 of the Code and discuss uhclerstandlng of the obligations 

related to sale ahd consumption of alcohol on RFS buildings 

b. Complete the ethical decision making model 

c. Complete the short quiz 

d. Complete all activities 

Apply the ethical decision making framework to the following scenario 
S~lly; an inspector supervises De<m and Sarn. Sally II<Jisecf with Bob their manager, to 
be the responsible person for a sponsorship function. Towards the end of the night 
Sally leaves the function to celebrate Sam's 401h being held at the local brigade. They 
have a big night. 

On the way to work the n~xt morning Dt;Jan Is driving the RFS vehicle <md is pulled over 
for a breath test. HI:! registers Mid Range PCA. He is taken to the police station for 
furlher testing where the Mid Range reading Is confirmed. 

Dean contacts Sam to pick him. Thfi!Y both am've at work bleary eyed. Salfy Is sitting at 
h!'Jr de!>k with her head In her hancfs lilml when they walk in she says "My head is 
pounding - I told Bob I was coming down with a cold'. Dean tells Sally about the 
MRPCA 

SamstEJrts to work but suddenly feels dizzy. Sally asks him ff he is OK. sam responds 
that he is a bflllr~:~cf. For lunch they go and haVo? a few 'reViver' drinks, After lunch Sam 
returns to work but again feels dizzy. He stumbles falfs backwards and hits his head on 
a sharp object. He Is bleeding badly. Sally and De(:ln rush Sam to the nearest hospital. 
They have to wt~lt for a long time In the emergency ward. Bob drives over to the hospital 
In time to hear Sam being asked If he had any alcohol or drugs ·In the past 24 hours. 
This question is nepessary for the pqrposes of t~dmlnistering medication. Sam says 
'Yes' to both and also prescription drugs for diabetes. Sarn Is given a blood test. It 
reveals he is just below Low Range PCA but he has a reading for an illegal substance. 
Dean then tells Bob he received a MRPCA. 
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A I the ethical. decision makin framework to the followin scenario for Sal! 

1. Can you· identify a 2.. Is/Could the decision or conduct be a breach of the· Code and/or unlawful/corrupt? Tick the boxes you. think 
c;bnflict of interest? apply and give reasons for your decision. 
~Yes 0 No P~lil¢\ Can you identify: 

detai~ e"f\ vS J r;i"A breach of the Code sufficient to warrant disciplinary action/dismissal? Write the relevant sections of the Code 

~~J Y-" • I C+!- '1 . 2 Cf·(o ~-l. Cf-6-
~'-"..,... r ~\--v bfoishonesty? /.:a.-1-J-~ 6l.'"l,w£<JS d.u:d;:w)e-S oMJ<-~ / 
&:~ · ... ::f2J.> ~;breach. of public trust in the RFS. and would ~e conc!uc. t withstand public scrutiny? (ie mis~souf6!fs. 

~\ <(?!;; ~ ..._ r' \ormation. decision making etc) 
1 '0 .;p'f.!V. fY } .cy:l/l~ ( v~ cff ,/'CV~ \ / 

>17 _ ._x,. \ 0 A criminal offence? 0. row. ·er er !legislative breach? f.L .. ; -) - ()' ' ;-'h ' '1;fl4-5 f§c--"t" - ~ alJ ~ ry~vv . · ~jr~...,rt · · Is/could there e 0 intent 0 a mistake, (v{egligence? } 

~ ( ~~ (J"-- (f Don't forget where you tick a box to give reasons 

e outcomes be for the RFS member and work 
/ colleagues and other parties ifthe RFS member continues? 

rsfreferred for local enquiries. remedial action investigation and resolution 

0 referred to. PSU for investigation (resulting in remedial or disciplinary action) 
AND /' 
0 referred to an external agenc-1 eg 0 ICAC. 0 OEH. ~'VHS.. 0 police, . 0 

other -=- ;Cj/;M CovER. 

4. What decision ·or course of action should the RFS 
member/manager take or have taken? 

Action by .. ~m ... ~ e.m .. bo~e,r _ "' Jl-. I /!.. 
~~ r-eJ'-&J"'. 
~M 

' Action by manager · 

ltv F J"'-c;>~ t?-(a_,_vaep­
ifv_,.-<-M . · 

)'Jiooule 9 Learning Outcomes 

olsatisfactory 0 Unsatisfactory 
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Module 10 Public Comment on the work ofthe NSW RFS 

Learnlr.g Ot,~tcomes: 
By the e.nd of Module 10 participants will: 

• Understand the meaning of pj.jlliJc qomment 
• Understand when It Is appropriate to make public comment 
• Know the mediums for making public comment 

Publill C9mmentChal)tl;lr 10 of$$1.1.7 
a. What does the term 'public commene mean? 

b. What forms can public comment take? 

c. Is It ever OK to m?ke piJbllo comment about (he RFS? Using lhEl example and 
refemnce to Chapter 10 complete the answer 

d. Is It OK to make public comment after you leave the RFS? 

e. Tick OK or not OK in the correct box In the list of public comments 

What does the term 'public comment' mean? 

w~ forms can public comment take? 

(~! .. sve~~ 
v 

Is it OK to make public comment about the RFS after you leave the RFS 

/ 

' 0 • ~ ~ 5~ ~ .. em~·ent? .. ~ Ac .. ~ ·.~ .. ~· · 

~:.:= ::c: o._ {':(\o_k lf'dl.t-~: ~ /' 

( 
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The following cases highlight the Importance of RFS members applying 
restraint when using social media: 

court~ recognise th!!t an employer has the. right to discipline employees torcondupt outside 
of working hQurs, if such nilsconduct: 

• ia likely *o cause serious cjamage to the relationship lletween the empiQYer and 
employee; .. 

• damages the. employer's business Interests; or 
• I~ lnqofT!patlble with the emPloyee's duly as ?il employee. 

This general principle has. bean referred to .in cases Involving employees, afier having been 
incensed by thel.r employer's actions, ve(\Ung their anguish thf9ugh social me~la. 

Cases Include: . 
• povet~Ray v R.ea.//IJ$U/:ali¢e Ply ~td: Employee posted a particularly soon1ful blog 

entry on her My$ pace page after the conclusi9n of a workplace Investigation Into her 
allegatiqns of sexual harassment. She l!i!belied hl:lr .emploYI:lr ''wi\C<h huo!ers'' !!nd 
accused it of "chasing dollar~ over S!!fety". The failure to retnovethe blo!;l entry <iftet 
a rettyest by the \3mplpyer Wl:l~foun(l by FWA t9 !:Je a V!!lid re\1!191'1 for termination, 

• O'keefe v Williams Muir's Ply Limited: Employee posted a Face book stews littered 
Wl\h profanities c.Jin~ctl;ld Ell his etnP!oyets pe,yroll st;'lff for paying him an lncqrrect 
!ltlm 9f '!{ag!;!s, FWA f91.m!J !hl.lt "while It is \19l)epted!hl:lqh(l appilc!lnt WEiil fruatrate(l 
by hlst~nresolved PaYil!sues,thll m!l!ntier in which he ullim?teiY deellt witl:'i the.lssue 
warranted hiS dlsmls.s;~l for li11$()0ndu.ot," .. ll;l O'Keefe f!lijf.'d to u!llise all Internal 
avenues or' seek . e~l!lstanix;J frqm th1;1 Falrv,oork pnibud!)man bl:lfore r(lsorling to 
Pacebook, FWA I)Otecllh!'l s€1Pllra!i~l'lbefween horne 1;111!:1 work is ll;lSS prpnounC€1~ 
than !t qnce was ljnd smploye~a shoulc! ~~~~ note ofthl~vvhen H~li'\Q !ilOPI~i~lml'lWa 

\']ocl~l m~tlia hfls also bl:)en ~dopti;id by employers as a rich source ()f eyidenc~ gathering to 
be use!:! agilh'lst employees foralll~Qalion~ of misconduct. .. . . 

' ', - ' ' - .,. 

For e)(?mple; . < . . .. ·. . . 

• Peko/1 v .Johns RiverTaVI;lrn[7]: Employee applla<J f9f sick letwe i;iarly in lh~ ni;\1'/ 
year o.f 201.0., The e.mployee was dismissed after hi~ boss found a photogr;'lPh from 
a Facepook page showing the employee partlclp;~ting Jn New Yl:lat's E;V€1 
Celebrations whenhe hag claimed he waa on sick leave. FWA dismissed the 
el)lploY\'l~'s ur1fair (l!sml~~.al appllc;~tlon .on the bas.is that thl:) appUcatiol'l had nq 
pr9spectof sucqq~s. · · 

Do privacy settings protect the e.tripl<!yee? 
Courts have helcl t.nat social media lntera(Jtlon Is not prival4;l interac;tlon ard !hat priV!!CY 
set:til19~ go. not pr()Vide users legal protec(iqn agei!lst i;implqyer acH(ln, 
In Fit;:geta/cj v Sm!l/1, Qom.mlssiQtW Bissell $1E\tl,'ld: 
'Whiit might prevl~ili;ly h~:we been. 13 gruml>fe abollt their employer over a coffee or drinks 
with frlendiiJ has turnet;/ Into a P0$.11[1{/ on a WI!!Psite lh,!il, in somf! oases, may Pe see11 py an 
unl/mfled nf!mber of paopll;l. Postlnq commen(s ab9ut an emPI9Yf!r on a webs}tf! (Facepqpk) 
lflal 0an b.e iiJefih by 8h U1Jp(lnlr911~Pie numb(j/' of Pf!i;Pie Is 111) lonrier a priv~te. matter Put il 
.Pu/?IIQ Ci;lh:lf?).f!inl, " 

What constitutes misconduct through Soclal Media misuse? 
Basad on Court . decisions to date ~ancj outlined In B)(amplE!s ab\lve, . the questiQn. 9f 
mlsoonduct and w~~ther dl$mlssl,ll is unfair c.Jepenc.J~> entirely 9n the speoiJlp facts of the 
casE!, It Is. a uestioh of de tl;le as to whalher an eni lo ee's misuse. of social media iv.es 
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ris.e to a valid re!IS9n for dismissal. 
Addition~! factors, not relating to the !lctual spclal media ml.s.u~.e, may affect the outcome of 
a dispute, such ;ls: · 

• the employer's actions subsequent to discovering the misconduct 
• the employ(le's re!)Ord o(serviqe 
• trye n!).ture ofth\l emliloye(l's o9roPl!llnt 
• wt)eth~r the. dlsclpUnaiY measlll'e ~~!l-en by the employer Is proportion~:~!~ to the 

misoonquqt and . . . . · . · . . · · ·. · · 
• whether th('l employer has comfl')unicated Its social media policy to the employee. 

Relate.d. ~~~u!ls .·. .. . . . . • . < . . . . . . .. ··• 
M fqrther food f(lr!h9\l{lht apl!rt from i:lisf)1ls!la.l around harsh, un]!JSt or unr~esqr\~ble, the 
folloWing areas of laws may be direqtlyrelev~nl to social media uae: 

• VVHS laWs builylnQ . by .employer f;;IIJng Jq lqvesligate .oyber bullying) or adverse 
treatm(lqt of an employee because lh!l emPIOYll!l ha~:~ ml'd!l;; cqroplain! oVer~ spQial 
m!ldla pl;;tfqrm regar<!in~ a wor~place right · · . · · · · . . .· · · . ·.· · · 

• Eqqal eroploymat)t pppprti.J(iily ~np ~rithi:lisorlmlritlllon laws {!lmPIQyt;)r dlscrlmln!lllng 
agaiMt potahti!ll E~mPioy"e o:.>r e~jstlng (lmployeEis ~l!S!ld on socl~l me.!;li;; c0nteht); 

• Defamation laW$ . (current ()t' excemploye(ls defaming the employer throush soc;ial 
media publiqatlogs) and · · · · 

• Provit.ilnr.l .adequa!a training in ooc:!~!l of ()Ondyat ~;~nd. Pra9ti.C,a.~ anq monitoring of 
wof!<place soglal madill sltl')s. · · · · · 

When is It appropriate to make public comment as RFS staff member? 
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In the folloWing table ./when it Is 'OK' or 'Not OK' to make public comment 

Incident OK Not 
OK 

1 Commissioner speaks to the media ab_out a fire hazard 

~ reducl!on burning 

2 Discuss with friends at a busy restaurant where savings 
could be made In the RFS such as sacking some of senior v management 

3 Updates your Facabook page RFS Community Strong With 
official information about thil RFS and include personal v oplni()ns and photos about elderly drivers being dangerous 

CJ c!IIv~;~rs 
4 Explain your role as an Infrastructure officer to your in law$ -1 ( 

5 Attend court In full uniform to give character support to a 
frfend charged with child pornography matters and amw>~er v questions about the RFS poli()y on Ghild related activities 
within the RFS 

6 Ring up a talk back radio program and discuss where the v RFS could do a better job In bushfires 

7 Dl,lring discussions With a contractor abou_t a tender process v give your opinion about the RFS policy on Alcohol & Other 
Prugs In the workplace 

a Write a letter to the local newspaper asserting that the cost 
of aviation services is excessive and there should be more v recruitment of local volunteers 

9 Criticising on twitter the performance of other government v sector agencies Involved In S44s on twitter 
() 

( 

10 Your example 

J A (It}-~ a\oove '2, 3, 5J (,./ 7; If/( 
e-t- ~ .(_ htA ClANa ~~ JJJ ~ A' ~<")O 

r\J ~ Qm~G:.l~'\.12 ~ 'l~ 

Module 10 Learning Outcomes 

0 Satisfaclory 0 Unsatlsfaclory 
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