Meeting Minutes

CDS Family & Behavioral Health Services, Inc.

Meeting: Staff Meeting/Training
Date: June 24, 2015


Time: 4:00PM



Location: Interface-Northwest


Date of Next Meeting: July 22, 2015
Attendance: Kimberly B., Leslie B., Walter D., Carlton J., Wanda J., Johnnie K., Cordez K., Ralph M., Justin R., Sandra S., Nakita T., W.C. T., Terri W.


Absent: Dana J., Sabriena W.


I.
Business Operations:

A.
Monthly Budget (Revenue and Expenses)

1.
Sub-topic:



Discussion:        No discussion


Outcome, Actions, Timeframe:


B.
Marketing and Business Development 

1.
Sub-topic:


Discussion: 
No discussion

Outcome, Actions, Timeframe:


C.
Regulatory Issues 

1.
Sub-topic:



Discussion: 
No discussion


Outcome, Actions, Timeframe:


D.
Human Resource Issues (Staffing and Training)

1.
Sub-topic: 
Interface NW “FACE BOOK”
         Discussion: 
Interface Youth Program Rules

These rules have been written so that you will know in advance, what is expected while you are here. The program rules are designed to ensure the safety and well being of all participants. You are responsible for your own behavior and there may be times when either you or staff feels that you could use some R&R time to Relax and Redirect yourself in order to learn new ways of coping with stress. We encourage you to request R&R when you feel you are about to lose control and also respect the wishes of staff when they feel R&R would be helpful for you.  

We hope this will never be the case, but should your behavior result in the need to suspend you from certain program activities or remove you from the program entirely, staff will explain our reasons and you will be provided an opportunity to explain your behavior. Any staff member on duty will be able to answer any questions, settle any confusion about, or make interpretations of the rules.

Non-Negotiable Rules

The violation of any of these rules may result in your removal from the program:

· Physical violence

· Sexual activity

· Usage or possession of alcohol or drugs

· Criminal activity
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Major Rules

The violation of any of these rules may result in your movement to the Sub System.

· Body piercing, tattooing or mutilation

· Suspension from school while at Interface Youth Program

· Smoking or use of tobacco products

· Possession of tobacco products

· Possession of lighters or matches

· Leaving IYP property without staff permission

· Entry into the bedroom of participants of opposite gender

· Stealing

· Destruction of property, personal or program

· Not participating in daily schedule

· Contraband (unauthorized food, clothing, intoxicating beverages, controlled substances, firearms, weapons or explosive devices.)

· Bullying or harassing another program participant

Primary Rules
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The violation of any of these rules may result in the loss of points or movement to the Sub System.

· Physical contact

· Leaving designated activity area without staff permission

· Wearing inappropriate clothing

· Trading/borrowing clothing from another participant

· Touching stereo, television and other audio-visual items

· Throwing objects

· Profanity

· Disorderly conduct

· Inappropriate use of furniture or house equipment

· Discriminatory, derogatory or disrespectful comments

BEHAVIORAL EXPECATIONS

The following Behavioral Expectations have been written so you will know what is expected of you to be successful in FACE.  Remember, at any point in time you are unclear about what is expected from you, we encourage you to ask a staff member.

ASSESSMENT  

Assessment lasts for 3 days and is designed to give you an opportunity to become familiar with the system. Assessment is when you are expected to learn the FACE system.
1. Read the participant orientation package and become familiar with the information in it.

2. Learn and participate in the daily program and follow the schedule.

3. Demonstrate the skill of self-control by remaining free of verbal and physical outbursts or altercations.

4. Learn and complete your assigned chores.

5. Learn and follow the program rules.

6. Respect the physical space of others by always keeping your hands to yourself.

7. Practice good hygiene by washing your hands after using the restroom, coughing, or sneezing, and before meals.

8. Maintain your overall physical appearance as neat and clean

9. Learn and demonstrate the BASIC Curriculum/Social Skills and begin using them in your daily life.

10. Demonstrate the skill of “Asking for Permission.”

11. Ask a YCW to help you role play a few BASIC social skills

DAILY

Daily is where you are expected to understand the FACE system and demonstrate the appropriate life skills behaviors, thus accumulating points assigned by staff towards meeting your system standing.  In Daily you are expected to earn the System Standing points and have 20 consecutive days of earning privileges before moving to Achievement.
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1. All behaviors associated with the Assessment System. 
2. Practice and use the BASIC Curriculum/Social Skills. 

3. Participate appropriately at the scheduled program meetings and activities. 

4. Identify feelings associated with anger management and learn strategies to use. 

5. Respond to staff by doing what is asked

6. Be responsible for yourself and do not intrude into others conversations and issues.

7. Demonstrate the skill for “How to Accept No for an Answer.”

8. Demonstrate the skill for “How to Problem Solve a Disagreement.”

9. Ask staff for feedback on how well you are demonstrating the steps in skill areas.
ACHIEVEMENT 

Achievement differs from Daily in that you have the opportunity to engage with staff in negotiating your points to obtain privileges for the next 24 hours.  This is an opportunity to use the points you have negotiated to receive additional special privileges.

1. All behaviors of the Assessment and Daily System.

2. Make useful suggestions.

3. Be a positive role model.

4. Identify and process working on issues that are identified by you and staff.

5. Demonstrate the skill of “Volunteering.”

6. Demonstrate the skill for “Disagreeing Appropriately.”

7. Demonstrate the skill for “Problem Solving.” 

8. Demonstrate steps to Resist Peer Pressure, and utilize “Peer Reporting” as necessary

9. Select three (3) new Curriculum/Social skills with staff and/or your Counselor, and demonstrate them as agreed.

Rule violations and significantly inappropriate behaviors will result in movement to the Sub System.  

EFFECTIVE PRAISE

I. Introduction:  Some of our youth may have come from environments where positive behavior was ignored or even punished.


             Our method of reinforcing positive behavior is called “Effective Praise.”

II. The Praise Continuum


A. General praise

1. Making a general praise statement after a behavior or skill is used that one wants to see used again.

                               ( Wow!, That’s awesome!, I really liked that idea!)


2. This is the kind of praise that most people use regularly ( Yes! I understand!, That’s so true!)

B. Effective praise

1. This includes giving a general praise statement and specifically describing what the youth did (either behavior or skill) that the staff would like to see the youth use again.  ( That suggestion for group was terrific!)
2.  Use this once a youth has learned a skill and understands why it is important for them to use the skill in other situations.  ( When you look at me, and nod your head , it lets me know you are listening!  Let’s have you try that the next time your Mom visits.)  
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III. When to Use Effective Praise


A. Reinforcing use of a new skill


B. Reinforcing positive attempts to use a skill


C. Maintaining skills, taking risks

IV. Importance of Praise


A. Youth knows exactly what they have done well.

             B. Provides systematic reinforcement for positive behavior.

             C. Helps a youth learn to accept a compliment.


D. Demonstrates the youth care staff’s fairness and concern.


E. Provides important role-modeling for youth.


 Show Approval  ( “ I like the way you are doing your chores!”)
  Describe the Appropriate Behavior ( “You were really following directions!”)

 Ask for feedback  ( How can you improve the next time?”)


Remember Everyone would rather be PRAISED than Punished

                      BUT everyone would rather be PUNISHED than IGNORED!

So lets do the right thing, and catch them being good!!
FACE

 MANAGEMENT REMINDERS
Assessment level is the Apprentice Participant- those being trained by a skilled professional

Daily level is the Educated Participant- those who demonstrate as being well taught

Achievement level is the Achiever participant who is successful and motivated

Positive Points for Behaviors
· For performing the skill behavior to  standard level = 5 points, to an above standard level = 10 points 
Negative Points for Behaviors
· 50 points for each negative behavior interaction  

· Participants should be given an opportunity to earn back a minimum of half the points lost during the negative interaction 

· At first non-cooperative encounter during one shift - 50 negative points 
· At second non-cooperative encounter during one shift- an additional 100 negative points 
· At third non-cooperative encounter during one shift- a third 150 negative points 
· At fourth non-cooperative encounter during one shift- movement to sub-system with a 300 point fine 

Major Rule Violation- Crisis Teaching Interactions 
· At first non-cooperative encounter during one shift - 150 negative points and movement to sub-system with a 300 point fine 
· At second non-cooperative encounter during one shift- an additional 150 negative points and movement to sub-system with a 600 point fine 
· At third non-cooperative encounter during one shift- a third 150 negative points and movement to sub-system with a 900 point fine 

Non-Negotiable Rules
· May result in removal from the program, consultation with the counselor and supervisor should occur
Assessment System
· All participants start on the assessment system at intake
· Participants are on the assessment system for three days. On day 1 check the first box, on day 2 check the second box, and on day 3 check the third box. On day 4 the participant moves to the daily/performance system.
· To earn privileges for the day the participant must earn a minimum of 250 points 
· Sign the Behavior Expectations list for Assessment (during the intake process)
Daily System
· Participants start with a system standing of 3300 points

· The Daily Point Difference is subtracted each day from the system standing and the new total is put on the new point sheet at total up time

· To earn privileges for the day the participant must earn a minimum of 250 points
· Sign the Behavior Expectations list for Daily on the fourth day earned
Achievement System
· Participants must reach the daily points of 250 for the last three consecutive days to advance to Achievement System
· Once on achievement the participant’s Daily Points is 300 points each day to earn privileges
· At least half of the behavior expectations must come from the achievement phase behavior expectations each day
· Participants must negotiate for their total points during Total-Up time at least 10 positive occurrences may result is 100-250 points, 11-20 positive occurrences may result in 251-300 points and 21-50 positive occurrences may result is 301-350 points  
· Participants may bank and use their points for bonus privileges

· Sign the Behavior Expectations list for Achievement upon reaching the Achievement system
Basic Social Skills
· Participants should identify one to two non-targeted skills to practice in a role- play each day

· Participants should check in the space provided under staff direction

SOCIAL SKILLS ARE BASIC< ADVANCED <INTERMEDIATE, and are in BINDERS marked as such

Total-Up : 2 designated times per AWAKE shift  After AM meal and lunch Meal, After Dinner and before Bedtime

· Participants on the Assessment or Daily system must have a Daily Point Difference of 250 points to earn privileges for the next 24 hours

· Participants on the Achievement system must negotiate with staff for a minimum of 100 points with at least half of the behavior expectations noted from the achievement behaviors

· Total-up:  daily point totals are calculated by the MIDNIGHT SHIFT and marked either P ( Privs) or O ( No Privs)

· Staff should complete a new point sheet for each participant including all information at the top of the page

Sub System

· While on Sub system participants may not have privileges as long as they have fine points remaining

· On Sub system participants must earn points in to eliminate their fine  

· Documentation of fines given and tracked should occur on the point sheets

FACE Sub System 

DEFINITION:

An intensive teaching system used to teach the participant who has engaged in serious inappropriate behaviors, the alternative appropriate behaviors.
CHARACTERISTICS:

· Staff should have 35-45 interactions per day with the participant. Most of the interactions should be focused towards the behavior that caused the move to Sub System.

· Take into consideration the severity, frequency, and public visibility of the problem behavior.

· Privileges are; educational/business/school outings, a five (5) minute phone call to parent/legal guardian.

· The participant is removed from their current status on the behavior system.

· The participant’s is placed on hold until they earn their way off the Sub System.

GUIDELINES:

· Shift Leader or Supervisor approval is required prior to placing a youth on a Sub System.

· Majority of points earned are from engaging in alternative appropriate behavior.

· Sub System points only apply to reducing the Sub System.

· Staff should not expect the participant to learn “their lesson” after one trial.

· Staff should not add extra restrictions.

· Staff should increase the amount of teaching.

· Staff should reinforce the participant for making efforts to resolve the problem.

· Staff should award points for the participant having an “I can do it” attitude.

· Staff should support the participant in earning points. 

· Assessment and Daily participants should return to the previous system with the first day earning their privileges.

· Achievement participants should to return to the last 3 days of Daily to reestablish their Achievement status

· The participant placed on Sub System should have no free time away from the Youth Care Worker, but they still keep commitments.

· The participant should be pleasant; staff should not expect a lot of enthusiasm.

BEHAVIORS:

The following are examples of inappropriate behaviors that could result in the participant earning a Sub System status;

· Running away

· Physical violence 

· Sexual activity

· Usage or possession of tobacco products, firearms, weapons, explosive devices, alcohol or drugs

· Criminal activity 

· Suspension from school 

· Destruction of property; personal or program

· Possession of lighters or matches

· Entry into the bedroom of participants of opposite gender

Rhonda also spoke about the FACE System Pont Sheet and the Curriculum/Social Skills.

         Outcome, Actions, Timeframe:


2.
Sub-topic:


Discussion: 
No discussion

Outcome, Actions, Timeframe:


3.
Sub-topic:


Discussion: 
No discussion

Outcome, Actions, Timeframe:


E.
Annual Budget Planning and Process

1.
Sub-topic:



Discussion: 
No discussion


Outcome, Actions, Timeframe:


II.
Health and Safety:  Program/Regional Coordinators

A.
External Inspections

1.
Sub-topic:


Discussion: 
No discussion

Outcome, Actions, Timeframe:


B.
Self-Inspections (Reports, analysis, and recommendations)

1.
Sub-topic:



Discussion: 
No discussion


Outcome, Actions, Timeframe:


C.
Incident Reports (Reports, analysis of trends, recommendations)

1.
Sub-topic:



Discussion: 
No discussion


Outcome, Actions, Timeframe:


III.
Quality Improvement

A.
File Audits and Case Record Review (reports and recommendations) 

1.
Sub-topic:



Discussion: 
No discussion


Outcome, Actions, Timeframe:


B.
Outcome Management (status, reports, recommendations) 

1.
Sub-topic:



Discussion: 
No discussion


Outcome, Actions, Timeframe:


C.
Accreditation and Regulatory Requirements 

1.
Sub-topic:
         Discussion: 
 No discussion
        Outcome, Actions, Timeframe:
 
D.
Policy and Procedure Updates and/or Review

1.
Sub-topic:
Behavioral Expectations for Staff

Discussion: 
Purpose:
The intent of the following policy is to ensure that staff behaves in a professional manner which encourages a positive work environment and which models appropriate behavior for our participants.  In addition, staff should remember that each of us is an agency representative to the public and our professionalism should never be comprised by the language we use or the actions we take.

Policy:
All employees shall follow the behavioral guidelines outlined in the CDS Family & Behavioral Health Services, Inc. Employee Handbook section entitled, “Ethical Conduct and Employee Professionalism” which states:


CDS is fundamentally concerned with the welfare, integrity, and human dignity of our employees, our staff members, and our participants.  To accomplish its goals, CDS expects all of its employees to act in an ethical and professional manner.  Accordingly, CDS has adopted the following guidelines for ethical conduct:

1. Participant confidentiality must be respected at all times.  Participant information and access to participant files is limited to those members of CDS staff who have legitimate interest relevant to the particular participant.

2. Employees are expected to exhibit a professional demeanor toward participants, fellow employees, staff members, and general public.

3. Statements to the public and promotional materials are intended to assist the consumer in making informed decisions and choices regarding matters of concern.  Therefore all marketing, promotional materials and publications, as well as information communicated by staff members must be truthful, not be misleading or inflating the performance of CDS in any way, and must be as accurate as possible.

4. Employees are expected to be familiar and comply with the program procedures manual, which applies to the particular program area where the employee works.

5. Just as participants are to be treated with respect, employees are expected to be courteous, pleasant, helpful, and professional towards fellow employees, staff members, and the general public.

6. To protect participants and employees against the appearance of any impropriety employees should not be involved in any aspect of services provided to family members, friends, or acquaintances.  Should an employee be faced with this situation, he/she must notify his/her supervisor immediately so other arrangements can be made.

7. Personnel matters related to employees are confidential and must be respected at all times.  Person employee information and access to employee files is limited to those members of CDS staff who have legitimate interest in the particular situation prior to taking any other action.

8. While some communication may be extremely difficult to have, employees are always expected to avoid an argumentative tone and comments and allow the other individual an opportunity to share his/her position inviting open discussion in a respectful manner.

9. All employees are expected to be familiar and comply with the rules of ethical conduct outlined by the National Association of Social Workers (NASW).  Each employee has received a copy of these guidelines in orientation.  If you have lost or misplaced your copy, another one may be obtained from the Human Resources Specialist.

Procedure and/or Process:

In situations where an employee witnesses or has hearsay knowledge that another employee has violated this policy, it should be brought to the attention of the employee’s immediate supervisor.

The supervisor will investigate the situation and determine an appropriate response, including, if applicable, disciplinary action.


Outcome, Actions, Timeframe:


2.
Sub-topic:
Participant/Staff Interactions & Interventions

Discussion: 
Purpose:
The intent of the following policy is to assist staff in defining their role and boundaries when interacting with participants.
Policy:
Employees are expected to establish and maintain a professional demeanor toward participants at all times.  Verbal interventions are the primary and preferred method of reacting to any situation with a participant.  Staff should always exhaust attempts to use verbal interventions prior to resorting to the least amount of physical intervention necessary to ensure safety and prevent injury.  The Participant/Staff relationship is akin to a teacher-student relationship in which staff should be consistent, courteous, protective, instructive, and helpful to the participant.

Procedures/Process:
It is understood that when dealing with a compliant participant that it is not difficult to follow this policy and therefore that is not the thrust of this procedure.  Rather, the maintenance or rebuilding of rapport with a non-compliant participant requires special attention to one’s own internal feelings, reactions, and thoughts.  A staff person may need to pay close attention to these in order to maintain an effective professional demeanor.

“In Your Face Participants”:

When a participant is in your face, threatening and yelling, it is not useful to respond in kind, no matter how much you may want to do it.  While it may feel good initially, this only serves to escalate the situation into a power struggle (i.e., which of us can yell the loudest, who can call the other an uglier name, who can be more creative about what one is going to do to another, who can be the most stubborn or defiant, etc.).  Understand also that any time you engage in this kind of power struggle with a participant, you are teaching the participant that this is acceptable adult behavior, which of course it is not.  You need to alter your strategy immediately.

Remember, you are the role model being paid to protect and instruct the participant.  It is helpful to assume that the participant has fewer coping skills than you do and is therefore expected to act out when facing a situation he or she thinks is unjust or distasteful.  The participant may also be reacting to other stressors in their life other than just the issue at hand.  Most people have more things on their minds than they reveal.  But with our participants you have somewhat of a heads up in this area.  For example you know that the participants who come to us are not in a place they are use to and now are contending with strange rules and must respond to people with whom they are often unfamiliar.  If you understand this, you will be better prepared for any outbursts because you expect that one may occur and you know that there can be much more involved than what appears on the surface.  Equipped with this knowledge it should be easier to remain calm and keep your voice within a normal range.  A steady and soothing voice from a non-threatening stance may be your best defense to a hostile offense.

When dealing with an ‘in your face’ participant, it is best to acknowledge what you see (i.e., “It is clear to me that you are upset.  I know you are very serious about this by the tone of your voice and what you are saying.”)  Remember to give participants space both literally and figuratively.  Try not to box them into a corner with the words you use or feel threatened by your posture or proximity to them.  This may or may not get the participant to change their approach quickly, but continuing with similar responses over time will de-escalate, rather than intensify, the volatility of the interaction.  Trust the approach use crisis intervention skills and be consistent.

Threatening With The Rules

Telling a participant that you will give them a minor or major violation of a particular rule, if they engage in a certain activity is a strategic mistake.  This approach is all about staff attempting to re-assert their power over the youth and retain control.  Even if it works, little is gained because nothing is learned.  Our goal for participants is to teach them to be responsible for their actions, not to reiterate to them that we, as adult authority figures, can control them.  Helping a participant weigh the benefits of consequences or a behavior is more productive and more challenging.  Participants have choices to make; it is your responsibility to help them consider the possible outcomes of their decisions.  A better approach would be, for example, “(Participant Name), we both know you can do it if you want to, but tell me what the rule is about that, so I’m sure you fully understand the situation.”

When A Participant Violates A Rule

There can be a tendency within us, as staff, to want to punish participants in a way that says, “Now it’s my turn.  See what you’ve earned yourself.”  Consequencing a participant should never be an, ‘Ah-ha!  Got you!’ moment.  Rather, it should be a teaching opportunity (i.e., “(Participant Name), I’m sorry that this is what we’ve got to do, but let’s think together for a moment about how we can help each other avoid this in the future.”)


When there is a fight, it is your responsibility to intervene swiftly.  Staff should pursue the best course of action to ensure the safety of everyone, with the goal of stopping the fight.  This should include actions such as moving toward the combatants, using verbal interventions in a firm, no-nonsense, directive tone (i.e., “You need to stop that right now.”).  If this is not effective then the least amount of physical intervention necessary should be applied to separate the individuals involved.


Staff should never hesitate to call for back up when needed to ensure the safety of participants.  When a staff member needs assistance, it is the duty of other staff members to respond.

During “Quiet” Times

It is very important that participants see staff as adults at all times.  Even when participating in activities such as basketball or board games if staff is too friendly and playful our effectiveness and creditability may be negatively impacted when the setting or the situation changes.  When things seem relaxed, it is easy to let professionalism slip and boundaries blur.  This can be exceedingly confusing for participants, many of whom have been physically, sexually, and/or emotionally abused and who crave your attention.

The following are some examples to keep in mind:

(a) When playing games with participants, staff should not lie on the floor or lounge horizontally, anywhere.  In this position, you may appear vulnerable or provocative, and neither is good or professional.

(b) Staff should not tease participants, in general, and particularly in the presence of others.  Being able to tease someone and get away with it implies an earned level of intimacy between the parties that is counterproductive to helping our participants be self-reliant and comfortable with themselves.  A seemingly meaningless joke or nickname witnessed by others can be misconstrued or misused at a later time.

(c) CDS maintains a general ‘no-touch’ rule among participants, and it is most productive for staff to model this behavior as well.  Touching should be kept to an absolute minimum, always have a clear purpose and generally be done only with permission.  However, the safest course of behavior is to not touch participants or other staff members.


(d) For any behavior management system to be effective it must be implemented consistently.  Participants need to know that when they go to one staff member or another or deal with any different shift that when it comes to the rules they will receive a similar response.  Allowing participants special privileges is a de-motivator to anyone trying to really work within a system.  Why should a participant participate if they can gain the same results by working the staff?  Why should staff enforce the rules and get labeled the bad guy when other staff don’t apply the system?  The result is resentment and unhappiness on some levels for all involved.  Even in cases where staff may be interacting with very few participants sticking with the system is imperative to help the next staff that becomes involved.  Participants who have found themselves in special circumstances will not appreciate the rules changing as more people become involved.  For staff, relying on a system takes the guesswork out of unfamiliar situations.  Rules can change and the behavior system can be improved, but it needs to be a team decision.  The place to start with any new idea is to discuss it with a supervisor or bring it up at a staff meeting.  Until then work the program.

Outcome, Actions, Timeframe:


3.
Sub-topic:
Expectations Regarding Personal Contact                                      Discussion: 
“Codes of Ethics/Conduct”
Codes of ethics and conduct are common in a variety of workplaces. Codes of ethics define the expectations of personal and organizational behavior. Within human service organizations, a code of ethics can take on several forms. Most licensed and/or credentialed personnel in human service organizations have a code of ethics they are required to follow as in order to maintain their professional credentials. In addition, the standards of accrediting bodies require that organizations maintain a code of ethics for all employees to follow, and have systems in place to ensure that behavior within the organization follows the components of a code of ethics or conduct.

Although many organizations attempt to utilize the codes of ethics of credentialed personnel as their overall code of ethics; however, most of the codes maintained by various credentialing bodies do not contain expectations of behavior outside of the provider and person served relationship. It is important that organizations have overall organizational-wide codes of ethics/conduct, in addition to any code that may be required of a credentialed provider to follow.

Many organizations apply a code of ethics to their clinical service providers that is patterned after a professional or credentialed provider’s code of ethics, or borrows heavily from one, while maintaining a separate code of conduct in their personnel policies that governs the general behavior of all employees. Such a system can be appropriate as long as both cover a comprehensive area of behavior. 

One of the drawbacks of this system can be that persons not working in direct clinical services are usually not expected to know or follow many of the expectations commonly found in clinical codes of ethics. This can be a problem if the overall personnel code of conduct does not detail relationship expectations of staff when interacting with persons served. In most human service organization, all employees have some type of contact with persons served, and many times splitting a clinical code of ethics from an overall code of conduct produces gaps in coverage regarding expectations of employee behavior.

The following are ethical/conduct codes that meet accreditation guidelines that codes of ethics/conduct are typically built around:

1. Business Practices: Areas of conduct that fall under the heading of business practices include financial practices, purchasing, personnel practices, and related areas. Specifically, the following are common areas typically found within a code of ethics in the area of business practices:

. Corporate Compliance: This is a system utilized to ensure adherence to the codes that contain mechanisms to report and investigate allegations of wrongdoing.

a. Coding, Billing, and Accounting: Ethics in this area are meant to ensure that organizations only bill for services rendered, that supporting clinical documentation is prepared for all services rendered, that consumers of services are consistently and uniformly charged, and that an accurate and timely billing structure and medical record system is in place to ensure that the organization can effectively implement and conform to legally required practices.

b. Government Investigation: Ethical standards and codes in this area are typically developed to ensure that the organization and its employees cooperate fully with any authorized governmental investigations or audits, that the organization responds to the government’s request for information in a manner that enables the organization to protect both the organization and the consumer’s interests while still responding appropriately, and that employees have ethical guidelines in terms of participating in an actual investigation.

c. Antitrust Regulations: Ethical standards in this area are to ensure that employees do not agree or attempt to agree with a competitor to artificially set prices or salaries, divide markets, restrict output, block new competitors from the market, deny staff privileges to qualified practitioners, or agree to participate with competitors in a boycott of government programs, insurance companies, or particular drugs or products.

a. Marketing: Areas of ethics and conduct that fall under the heading of marketing include the following:

. An expectation that employees adhere to fair business practices and honestly represent themselves and the organization’s services.

. That all marketing and advertising practices pertaining to the business and the outcomes of its services are honest and truthful.

. That any vendors who contract to provide goods and services are selected on the basis of quality, cost-effectiveness, and appropriateness for the identified task or need.

a. Service Delivery: This area typically includes the overall conduct expected of the organization and employees in providing services. Areas include the full integration of the guidelines contained in the organization’s rights and responsibility policy, adherence to all policies and procedures related to confidentiality, and the appropriate creation, retention, and destruction of consumer and institutional records.

a. Professional Responsibilities: This area of ethical conduct helps to ensure that employees practice honest and ethical professional behavior within the organization’s day-to-day environment. Some common examples of expected behavior that is found in this area include:

. Prior personal relationships between staff and persons entering the organization’s services are disclosed and subject to review by the appropriate supervisor.

. Staff limiting their relationships with persons served to their defined professional roles.

. Staff not establishing ongoing personal or business relationships with persons receiving services.

. The prohibition of sexual relations between staff and persons served, including flirting, advances and/propositions, comments of a sexual nature about an individual’s body, clothing, or lewd or suggestive comments.

. Not accepting gifts of values from a person served, family member, or stakeholder, and not accepting personal favors or benefits that may reasonably be construed as influencing conduct or producing favoritism.

a. Human Resources: Ethical standards that directly address expectations of the organization’s behavior in this area include the following:

. Policies that prohibit discrimination in any work related decision on the basis of race, color, national origin, religion, sex, physical or mental disability, ancestry, martial status, age, sexual orientation, citizenship, or status as a covered veteran.

. A commitment to providing equal employment opportunities in a work environment where each employee is treated with fairness, dignity, and respect.

. Allowing for reasonable accommodations.

. A lack of tolerance for harassment or discrimination by anyone based on diverse characteristics or cultural backgrounds.

. Any form of sexual harassment.

. Any form of workplace violence. 

In summary, the quality of services an organization provides can be fully supported by an explicit and comprehensive code of ethics/conduct that is well understood by both the employees of the organization and the persons the organization serves. This practice provides guidelines for each employee to follow and meet specific expectations of personal behavior. A fully functioning and practical corporate compliance program within the organization is one of the necessary components to achieve adherence to the code among employees. Another common tool for ensuring that ethical and conduct codes are maintained and followed is an organization’s system of employee supervision.                                

            Outcome, Actions, Timeframe:
                                                                                                 4.
Sub-topic:
NASW Code of Ethics

Discussion: 
1.06 Conflicts of Interest 

(a) Social workers should be alert to and avoid conflicts of interest that interfere with the exercise of professional discretion and impartial judgment. Social workers should inform clients when a real or potential conflict of interest arises and take reasonable steps to resolve the issue in a manner that makes the clients’ interests primary and protects clients’ interests to the greatest extent possible. In some cases, protecting clients’ interests may require termination of the professional relationship with proper referral of the client. 

(b) Social workers should not take unfair advantage of any professional relationship or exploit others to further their personal, religious, political, or business interests. 

(c) Social workers should not engage in dual or multiple relationships with clients or former clients in which there is a risk of exploitation or potential harm to the client. In instances when dual or multiple relationships are unavoidable, social workers should take steps to protect clients and are responsible for setting clear, appropriate, and culturally sensitive boundaries. (Dual or multiple relationships occur when social workers relate to clients in more than one relationship, whether professional, social, or business. Dual or multiple relationships can occur simultaneously or consecutively.)                                                                                                                                                     Outcome, Actions, Timeframe:

5.
Sub-topic:



Discussion: 
No discussion


Outcome, Actions, Timeframe:

E.
Participant Complaint and Grievance (specific and quarterly review of trends) 

1.
Sub-topic:



Discussion: 
 No discussion

Outcome, Actions, Timeframe:


F.
Planning Documents (reports, status of goals and objectives, reformulation)
1.
Sub-topic:
Strategic Plan  


Discussion: 
No discussion


Outcome, Actions, Timeframe:


2.
Sub-topic:
Accessibility Plan 


Discussion: 
No discussion


Outcome, Actions, Timeframe:


3.
Sub-topic:
Cultural Competence Plan

Discussion: 
No discussion


Outcome, Actions, Timeframe:


4.
Sub-topic:
Input Plan 


Discussion: 
No discussion


Outcome, Actions, Timeframe:

5.
Sub-topic:
Community Relations plan 


Discussion: 
No discussion
        Outcome, Actions, Timeframe:

IV.
Risk Management 

A.
Risk Management Plan (exposure to loss)

1.
Sub-topic:



Discussion: 
No discussion


Outcome, Actions, Timeframe:


B.
Employee Concerns or Complaints

1.
Sub-topic:



Discussion: 
No discussion


Outcome, Actions, Timeframe:


C.
Potential regulatory audits and/or investigation of operations

1.
Sub-topic:



Discussion: 
No discussion


Outcome, Actions, Timeframe:


V.
Information Technology 

A.
Technology Plan

1.
Sub-topic:



Discussion: 
No discussion


Outcome, Actions, Timeframe:


VI.
Clinical/Program

A.
Medical and Medication Issues

1.
Sub-topic:



Discussion: 
No discussion


Outcome, Actions, Timeframe:


B.
Counseling and Programming Issues

1.
Sub-topic:



Discussion: 
No discussion


Outcome, Actions, Timeframe:


VII.
Other Business:

1.
Sub-topic:



Discussion: 
No discussion


Outcome, Actions, Timeframe:


Respectfully submitted by: 

	Rhonda J. Lockwood
	
	June 24, 2015
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