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CODE OF BUSINESS ETHICS AND CONDUCT

GENERAL POLICY STATEMENT

The board of directors (the “Board”) of Arbor Memorial Services Inc. (the “Company™) has adopted
this Code of Business Conduct and Ethics (the “Code”), which is designed to provide guidance on the
conduct of the Company’s business in accordance with high ethical standards. As a public Company, the
Company must not only conduct, but must also be seen to conduct, its business in accordance with such
high ethical standards.

The Code constitutes written standards that are reasonably designed to promote integrity, to deter
wrongdoing and to address, at a minimum, the fundamental principles set out below.

SCOPE
The Code applies to all directors, officers and employees of the Company and its subsidiaries (who are
referred to collectively as “Company Personnel”), wherever they may be situated. For purposes of

this Code as referred below, senior management includes the Chief Executive Officer and Vice Presi-
dent and Director level management.

MANAGEMENT PRACTICE

General Conduct

It is the Company’s goal to develop and maintain an environment in which Company Personnel enjoy
their work and are treated in a fair and respectful manner. All Company Personnel are expected to con-
tribute to maintaining a healthy work atmosphere by:

i) showing courtesy and consideration to customers, fellow employees, visitors
and suppliers,

i) treating fellow employees and their supervisor/manager in a fair and respectful way,

iii) adhering to the Company’s Harassment and Discrimination Policy,

iv) maintaining a positive attitude,

V) acting in an honest, trustworthy, reliable, dependable and punctual manner,

vi) complying with all Company policies, procedures and guidelines,

vii) never knowingly misrepresenting themselves or the Company or lying to a customer,
and

viii)  reporting any wrongdoing by other Company Personnel as per this Code.
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Compliance with Laws, Rules and Regulations

All Company Personnel are expected to show a duty of loyalty and faithfulness to the Company and to
take actions to prevent damage to the Company’s interests or reputation. All Company Personnel must
comply with all health and safety laws, regulations and Company policies. All Company Personnel, in
discharging their duties, must comply with the laws of Canada as well as provincial/federal codes of
conduct and ethics. Company Personnel must ensure that they conduct their business activities in com-
pliance with the laws involved in their area and keep up-to-date on issues that may affect the laws in
their area of operation.

If Company Personnel are ordered to take any action that is illegal, contrary to federal/provincial statu-
tory and regulatory requirements or provincial/federal codes of conduct and ethics this must be reported
to senior management. Company Personnel must adhere to the Wrongful Conduct Reporting Policy
(found in the Human Resources Policy Manual).

Conflict Of Interest

Company Personnel must act honestly and in good faith, with a view to the best interests of the Com-
pany. Company Personnel must take all reasonable steps to avoid situations involving a conflict or the
potential for a conflict between their personal interests and the interests of the Company. Directors and
officers of the Company have a statutory obligation to disclose all actual or potential conflicts of interest
and directors must refrain from voting on matters in which the director has a conflict of interest. Further,
a conflicted director cannot attend the portion of the Board meeting discussing the substance of the con-
flict of interest. When Company Personnel become aware of a conflict, they must notify their senior
management immediately, and handle in an ethical manner any direct or indirect conflict of interest.

It is the Company Personnel’s responsibility to identify and to report any actual or apparent conflict of
interest, regardless of whether or not the Company Personnel and/or any immediate family member de-
rives benefits. Company Personnel must obtain specific clarification from their manager who will, as the
circumstance requires, seek direction and guidance from senior management. Company Personnel may
be requested to declare in writing the actual or apparent conflict of interest.

(@) Outside Business Interests or Employment

Company Personnel, other than senior management, are free to take on employment and other business
activities outside of their work responsibilities with the Company. However, in doing so, Company Per-
sonnel must ensure that any “outside” activities do not present a real or perceived conflict with the inter-
ests of the Company or with their duties as Company Personnel.

A real or perceived conflict of interest would include situations where the employment or business inter-
est:

i) is with one of the Company’s competitors or suppliers or with a subsidiary company of
either a competitor or supplier,
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i) is performed in such a way as to appear to be an official act, or to represent the
Company’s opinion or policy.

iii) unduly interferes through telephone calls, or otherwise, with the Company Personnel’s
regular duties.

Unauthorized use of the Company’s time, premises, supplies, equipment, or any other proprietary infor-
mation or assets for other activities or the undertaking of any projects relating to the Company Person-
nel’s outside employment or potential outside employment is prohibited and considered a conflict of in-
terest.

Company Personnel who occupy senior management positions with the Company may not take on other
employment or business activities (excluding charitable, professional, educational or social activities)
without prior authorization of the Chief Executive Officer of the Company.

The Company designates a limited number of spokespersons responsible for communication with the
investment community, regulators or the media. The CEO, the CFO and the Vice President, Govern-
ment & Corporate or to respond to specific inquiries.

(b)  Outside Directorships

Company Personnel are free to take on directorships, however, Company Personnel must be aware of
any potential for conflicts with the interests of the Company. All senior management who take on direc-
torships other than directorships of charitable, educational, professional or social organizations must re-
port those directorships to the Chief Executive Officer of the Company.

(©) Financial Interests in Suppliers, Contractors or Competitors

Any financial interest of Company Personnel in a supplier to, contractor of or competitor of the Com-
pany, excluding a passive interest of 5% or less in a reporting issuer, must be disclosed to the Chief Ex-
ecutive Officer of the Company. Any Company Personnel with such an interest shall not participate in
any decision of the Company to do business with such supplier or contractor and shall not attempt to in-
fluence any other Company Personnel in a position to decide on behalf of the Company to do business
with such entity. Company Personnel shall take all reasonable steps to ensure that the terms on which
the Company contracts with such a supplier or contractor are competitive given the then prevailing mar-
ket conditions.

(d) Obtaining a Personal Loan or Guarantee from the Company

Company Personnel should not accept, whether directly or indirectly, any loan or guarantee of obliga-
tions from the Company unless approved in writing by the Chief Executive Officer of the Company, or
in the case of the Chief Executive Officer, unless approved in writing by the Chairman of the Human
Resources and Compensation Committee.

(e) Diversion of Sales
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Purposefully diverting a potential customer to the competition or dissuading a customer from engaging
in a transaction with the Company is considered a conflict of interest. Failure by Company Personnel to
recommend to customers the Company’s other services resulting in a loss of business to the Company
may also be viewed as a conflict of interest.

4 Hiring Relatives of Current Company Personnel

It is prohibited to hire a relative of any Company Personnel without obtaining consent from regional or
senior management. The direct supervision of one family member by another should be avoided where
possible. However, where direct supervision of a family member is undertaken, the Company shall en-
sure that appropriate controls and reviews are in place.

Protection and Proper Use of Corporate Assets and Opportunities

All Company Personnel must handle the physical and intellectual assets of the Company with integrity
and with due regard to the interests of the Company. Company Personnel are deemed to hold Company
property in trust for the benefit of the Company. Any misuse or misappropriation of Company property
can lead to disciplinary action. Company Personnel must return all Company property under their con-
trol when leaving their employment with the Company.

Company Personnel cannot appropriate a corporate opportunity or corporate property, arising out of
their relationship with the Company, for their own personal benefit or the benefit of a family member.

Company Personnel must have authorization to enter into business transactions on behalf of the Com-
pany. All corporate transactions must be accounted for in the Company’s books. Records must not be
manipulated or destroyed for the purpose of impeding or obstructing any investigation undertaken by the
Company or a governmental body.

No action shall be taken to fraudulently influence or mislead anyone engaged in the performance of an
audit of the Company’s financial statements.

Email and Internet systems are provided primarily for business use and are Company property. Personal
use of these resources should be kept to a minimum. As email may not be entirely secure, Company Per-
sonnel must exercise caution and etiquette when sending email correspondence. Company Personnel are
expected to adhere to the Company’s Information Technology Policies.

Confidentiality and Release of Information

Confidential information is any information that is not known to the general public and includes busi-
ness research, market plans, proprietary pricing information, strategic objectives, unpublished financial
information, customer, supplier and personnel lists, employment related information and all intellectual
property, including trade secrets, software, trademarks, copyrights and patents.

Confidential information may not be given or released without proper authority and appropriate protec-
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tion to anyone not employed by the Company or to Company Personnel who have no need for such in-
formation. Company Personnel are prohibited from discussing, disclosing or using any confidential in-
formation for their own personal purposes without prior consent of the Chief Executive Officer of the
Company. In addition, confidential information should only be disclosed to other Company Personnel on
a “need to know” basis.

Company Personnel are prohibited from trading or encouraging others to trade in the securities of the
Company where the person trading is in possession of material non-public information.

Personal information, as it relates to Company Personnel, including medical and benefits information, is
only to be released to non-Company individuals after receiving prior permission from the affected Com-
pany Personnel, except where the information will be used to verify employment or to satisfy legitimate
legal requirements. All Company Personnel must comply with the Company’s Privacy Policies for both
employee and customer information.

Gifts and Favours from Suppliers, Vendors, Contractor

Company Personnel are required to carry out their duties with a view to the best interests of the Com-
pany. Company Personnel are prohibited from soliciting or receiving any gift, loan, reward or benefit
from a supplier or customer in exchange for any decision, act or omission by any Company Personnel in
the course of carrying out their functions, unless:

i) it is not a cash gift;

i) it is consistent with customary business practices;

iii) it is not excessive in value;

iv) it does not violate any laws; and

V) it does not violate any other internal Company policy.

Similarly, Company Personnel should not try to influence the decisions of a supplier or customer by giv-
ing gifts.

Examples of acceptable gifts, both to give and receive, include:

i) gifts that are promotional in nature (e.g. pens, golf shirts);

i) gifts that are widely distributed to other Company Personnel, customers or suppliers;
iii) meals;

iv) local sporting or theatrical events;

V) holiday gatherings and other celebrations; and
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vi) reimbursement for reasonable expenses incurred in the course of business.

Company Personnel must divulge all entertainment and/or gifts to their direct supervisor. It is advisable
to seek advance approval from a direct supervisor for any gift or entertainment that has been offered
should the gift or entertainment be of value beyond a hominal amount.

The relationship between Company Personnel and a supplier or potential supplier cannot be such that
negotiations by the Company with the supplier are undermined, interfered with or negatively impacted
in anyway.

Gratuities, Gifts and Favours from Customers and Family Members

From time to time Company Personnel are offered a gratuity, tip, gift or favour by customers or family
members who are especially impressed with the service they received or wish to return the kindness
shown to them by the employee. This is a delicate situation as the person offering the gratuity, tip, gift
or favour may be upset if the tip is not accepted.

1. However, it is the Company’s policy that Company Personnel not accept gratuities, tips, gifts or fa-
vours and, therefore, the employee’s first response to such an offer must be to outline the Com-
pany’s policy on tips and kindly refuse the tip.

2. In the case of a tip or gratuity, if the person making the offer insists, the Company Personnel can ac-
cept the tip with appreciation. The employee must then forward the tip to their manager who will
donate the tip to a designated charity or pool all tips and use the money to benefit all employees at
the location. Tips of a nominal amount ($3 or less) may be retained by the employee. However, the
employee must inform their manager of the tip and its amount.

3. In the case of a gift or favour, if the person making the offer insists the Company Personnel can ac-
cept the gift or favour. The Company Personnel must then make full disclosure of the situation to
their manager who will then determine the appropriate action to be taken, seeking advice as re-
quired.

4. No Company Personnel shall accept a loan from a customer and/or family member with whom the
Company has a contract or from a potential customer. A potential customer is someone whom it is
reasonable to assume will enter into a contract. Also, Company Personnel may not loan money to a
customer or “front” the customer’s deposit on contract.

Conduct at Company Sponsored Event

When Company Personnel are off-duty and attending an event sponsored by the Company, their conduct
must be appropriate. Any actions by an employee which adversely affect another employee(s) or the
Company, including those involving the consumption of alcohol, are cause for disciplinary action. When
alcohol is available at Company-sponsored events it is expected that the employee’s consumption be
reasonable and that the employee remains in control of their actions at all times. If an employee is under
the influence of alcohol it is expected that the employee not operate a motor vehicle but find an alterna-

Performance Management - Section 6



ARBOR MEMORIAL SERVICES INC. Section: 6D

Page: 7 of 8

HUMAN RESOURCES POLICY Date: 1-Jan-99

Revised: 20-Dec-07

tive means home. Company Personnel are required to adhere to the Company’s Alcohol and Drug Policy
and Social Gatherings Policy, both of which can be found in the Human Resources Manual.

Political Activity

Political involvement by Company Personnel in Municipal, Provincial or Federal levels of government
is permitted on the clear understanding that Company Personnel is acting personally and not as represen-
tatives of the Company. This section does not apply to Company Personnel involvement in Company
sanctioned activities e.g., membership on industry associations, committees or boards.

Any such involvement may not interfere with the time or attention necessary to ensure proper perform-
ance of the Company Personnel’s duties to the Company. An unpaid leave may be granted. Refer to the
Leave of Absence Policy located in the Benefits Section of this manual for information regarding leave
of absences for political activity.

Fair Dealing

Company Personnel shall not undertake any activities that could reasonably be expected to result in an
unreasonable restraint of trade, unfair trade practice or any other anticompetitive behaviour in violation
of any law. However, in the normal course of business, it is not unusual for Company Personnel to ac-
quire information about other organizations. In doing so, Company Personnel must not use illegal means
to acquire a competitor’s trade secrets or other confidential information.

Any Company Personnel who work in an area that requires frequent contact with competitors, customers
or suppliers should be particularly sensitive to the requirements of competition laws.

The Company undertakes to deal fairly with all Company Personnel. There is a “no tolerance” policy in
place for any form of discrimination or harassment against any individual, including Company Person-
nel, with respect to race, religion, age, gender, marital and family status, sexual orientation, ethnic or na-
tional origin or disability or any other grounds enumerated in applicable human rights legislation. All
Company Personnel are expected to adhere to the Company’s Harassment and Discrimination Policy
(found in the Human Resources Manual).

Reporting of any lllegal or Unethical Behaviour

Company Personnel are each responsible for being aware of, understanding and complying with this
Code when making business decisions. Company Personnel must promptly report any problems or
concerns and any actual or potential violation of the Code, including criminal conduct, fraud, failures to
comply with legal or regulatory obligations or internal policies, and health and safety violations. To do
otherwise, will be viewed as condoning a violation of this Code.

There shall be no reprisal or other action taken against any Company Personnel who, in good faith, bring
forward concerns about actual or potential violations of laws or the Code. Anyone engaging in any form
of retaliatory conduct will be subject to disciplinary action, which may include termination.

Company Personnel should first raise a complaint or concern with his or her supervisor. If that is not
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possible for some reason or if this does not resolve the matter, Company Personnel must take the matter
up the chain of management within the Company. Ultimately, unresolved complaints and concerns
should be referred to the Chief Executive Officer who will treat all disclosures in confidence and will
involve only those individuals who need to be involved in order to conduct an investigation as outlined
in the Wrongful Conduct Reporting Policy (found in the Human Resources Manual).

All complaints regarding accounting, internal accounting or auditing matters and concerns regarding
questionable accounting or auditing matters should be referred to the Chairman of the Audit Committee
of the Company in accordance with the Company’s Whistle-Blower Policy.

Company Personnel who receive complaints from a member of the public, including complaints regard-
ing accounting, internal accounting or auditing matters, should advise the complainant to raise such
complaints with the Chief Executive Officer or Chair of the Audit Committee of the Company, which-
ever is appropriate.

MONITORING COMPLIANCE

The Board is responsible for monitoring compliance with the Code and has delegated authority for the
supervision of compliance with the Code to the Chief Executive Officer. The Chief Executive Officer
shall report to the Board periodically on compliance with the Code and on any illegal or unethical be-
haviour reported by Company Personnel pursuant to the Code.

WAIVERS FROM THE CODE

A waiver of this Code will be granted only in exceptional circumstances. Any waivers from the Code
that are granted for the benefit of the Company’s directors or senior executive officers shall be granted
by the Board only. Any waiver for employees will be granted only upon approval by the Chief
Executive Officer of the Company.

CONSEQUENCES OF VIOLATING THIS CODE

Failure to comply with this Code will be considered by this Company to be a very serious matter.
Depending on the nature and severity of the violation, disciplinary action may be taken by the Company,
up to and including termination. In addition, the Company may make claims for reimbursement of losses
or damages and/or the Company may refer the matter to the authorities. Anyone who fails to report a
violation upon discovery or otherwise condones the violation of this Code may also be subject to
disciplinary action, including termination.

Approved by the Board of Directors:
December 20, 2007
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