CARF Training


CDS
Expectations Regarding Personal Conduct Training 1
Note: This training is an overview of personal conduct within a human service setting. It is intended to provide a basic understanding of guidelines and practices for all employees and meet the CARF accreditation standards for all employees. It is not intended to be a substitute for competency-based training requirements.


Please read through this brief overview on personal conduct. After completing this overview, complete the questionnaire that follows. This questionnaire will provide several scenarios that can occur in organizations in the area of personal conduct and are intended to improve your ability to conduct services in a manner that ensures that your behavior will not compromise persons served within your organization.

 
Personal Conduct Overview

The conduct of employees within human service settings can be one of the most influencing factors in terms of the results of services for those who enter programs. Many studies show that “modeling”, or persons observing another person who is in a position of authority, can be one of the single most effective methods of behavioral change.


When persons enter systems of care, they are in a position of personal vulnerability due to their condition that led to seeking assistance. Other than a person such as a nursing home resident who may be totally dependant on another for self-care, persons who enter human service systems of care are vulnerable to potential maltreatment or abuse. 

Health care systems should place a high priority on ensuring appropriate personal conduct of their employees. To ensure accountability in this area, systems of employee accountability must be in place. This training will review methods used in organizations to support appropriate employee conduct, and will provide some examples of common areas that appropriate conduct is compromised in health care systems.

EXPECTATIONS REGARDING
PERSONAL CONDUCT
There are many methods used within a human service health care setting to create optimal employee conduct. Most are required by accreditation standards. We will review some of these systems.

1. Rights of the Persons Served: Although statements of the rights of persons served by health care organizations don’t usually mention specific personal conduct expectations of employees; they demonstrate a commitment to a system of care that protects the dignity and respect of persons served. In order to guarantee that each person’s rights are honored, many internal administrative systems are required to support such a guarantee. Those systems are listed below in items 2 through 6.

2. Code of Conduct/Ethics: All organizations should have a clearly understandable, comprehensive, and explicit code of conduct. All employees should be aware of the code. Sometimes the code is contained in the employee handbook, while other times it is a stand-alone document. In some instances there is both a code of conduct, and specific conduct “rules” in an employee handbook. Regardless of where they are located in your organization, it is the organization’s responsibility to maintain them and communicate them to employees, and it is the employee’s responsibility to know the code of conduct and abide by it.

3. Corporate Compliance Program: This program provides one of the structures to monitor personal behavior and correct problems should they occur. Corporate compliance programs are based on adherence to an organization’s code of conduct/ethics and are an administrative system within an organization to monitor personal and corporate behavior, investigate problems that are discovered, and to initiate corrections within the system as a result of any problems. All employees should have an active role in corporate compliance, and through that role should contribute to enhancing appropriate conduct within the organization.

4. Confidentiality Requirements: Although many confidentiality requirements are administrative actions and do not involve personal conduct, such as signing a form to release information, there are confidentiality requirements that govern personal behavior. Discussing protected information with your spouse or speaking about an individual’s treatment in a public area are examples of areas where personal conduct could result in a breech of confidentiality. 

5. Supervision: Systems of supervision within organizations are the most common method of ensuring appropriate personal conduct. Generally speaking, organization’s that have the most problems with conduct of their employees tended to have loose supervisory systems that are not well structured or monitored by the organization. 
6. Professional Standards of Ethics: Many “professional” employees within human service organizations are required to abide by a code of conduct or ethics developed by a licensing or certification board. A professional employee’s codes of ethics are in addition to the organization’s standards and relate specifically to the therapeutic relationship between the service provider and the consumer of services. Many organizations substitute a licensed provider’s code of ethics for their organization wide code of conduct. While they are important, and required, for “professional” employees, a code of conduct that governs all of the organization’s employees should exist in addition to any required ethics code for professional providers. 

The following are areas that tend to be problematic in human service organizations in the area of personal conduct. 

“It’s the relationship that heals”: 

This quote, from the “father” of group psychotherapy, Irvin Yalom, speaks to the heart of the therapeutic relationship within human service settings. The nature of the relationship between the providers of services and those in needs is the single most important factor in the outcome of the services provided. In human service care settings, the boundaries between a therapeutic relationship and a personal relationship can become enmeshed and many times lead to problems. A common “personal conduct” issue in human service organizations is the crossing over from a professional relationship to a personal relationship. Common examples of crossing over are self-disclosure on the employee’s part of their personal life and/or personal problems, flirtatious behavior with a participant in services, the exchange of gifts and personal items, and a special interest in one program participant over others because of an intellectual, emotional, or physical attraction.

Conduct outside the workplace:   

Appropriate personal conduct outside the workplace can also be important to the overall effectiveness of a human service organization. How employees conduct themselves in public places can be an expectation an organization has of its employees. For instance, an employee who works with persons in an alcohol and other drug recovery program can be expected by an organization to not display public drunkenness or violate driving under the influence laws in order to maintain employment with the organization. An organization can expect that an employee will not recruit consumers from an organization into their outside private practice. Many persons who work in the public governmental human service sector are not allowed to hold public office.

Interpersonal conduct with co-workers:  

Personal conduct with regard to co-workers is also an area that is many times compromised in human service organizations. Common problems that can occur include intimate relationships between co-workers that affect the employees’ ability to focus on job duties.

Organizational Conduct:   

An organization has the right to expect certain standards of personal conduct within its daily operations. Dress codes are common in most organizations, as are rules regarding sexual harassment. In addition, the organization should monitor its corporate conduct in the areas of business practices and marketing through its code of conduct.

In summary, the manner in which persons conduct themselves while working in the human service field is directly related to the effectiveness and efficiency of the organization in assisting those who they serve. Your organization, and for many of you, your professional licensing/certification board, has explicit standards of personal conduct to be followed. It is your responsibility to know these standards of behavior and to conduct yourself in a manner that demonstrates healthy and appropriate behavior that serves to increase the outcomes of the persons you serve.
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