DOCUMENYT RESUME
ED 258 004 CE 041 670

AUTHOR Paradise, Louis V.

TITLE Develop Ethical and Legal Standards. Module CG C-19
of Category C--Implementing. Competency-Based Career
Guidance Modules. .

INSTITUTION American Association for Counseling and Development,
Alexandria, VA.; American Inst.tutes for Research in
the Behavioral Sciences, Palo Alto, Calif.; American
Vocational Association, Inc., Arlington, Va.;
Missouri Univ., Columbia.; Ohio State Univ.,
Columbus. National Center for Research in Vocational
Education.

SPONS AGENCY Office of Vocational and Adult Education (ED),
Washington, DC.

REPORT NO ISBN-0-934425-31-0

PUB DATE 85

NOTE 56p.; For other modules in the Competency-Based
Career Guidance Series, see CE 041 641.

AVAILASBLE FROM Bell and Howell Publication Systems Division, Old
Mansfield Road, Wooster, OH 44691-9050.

PUB TYPE Guides - Classroom Use - Materials (For Learner)
(051)

EDRS PRICE MF01/PC03 Plus Postage.

DESCRIPTORS Career Counseling; *Career Guidance; Check Lists;

*Codes of Ethics: Competency Based Education;
Compliance (Legal); Counseling Objectives; Counseling
Techniques; *Counselor Client Relationship;
*Counselor Role; Counselor Training; Decision Making;
*Ethics; Guidance Personnel; Inservice Education;
Learning Activities; Learning Modules; *Legal
Responsibility; Lesson Plans; Paraprofessional
Personnel; Postsecondary Education; Questionnaires;
School Counseling; Secondary Education; Self
Evaluation (Individuals); Standards

ABSTRACT

This learning module, one in a series of
competency~based guidance program training packages focusing upon
professional and paraprofessional competencies of guidance personnel,
deals with developing ethical and legal standards. Addressed in the
module are the following topics: applying a code of ethics and
ethical standards, adhering to legal standards, defining personal
values and ethical standards, implementing ethical decision making,
and dealing with individuals and institutions that are participating
in unethical standards. The module consists of readings and learning
experiences covering these five topics. Each learning experience
contains some or all of the following: an overview, a competency
statement, a learning objective, one or more individual learning
activities, an individual feedback exercise, one or more group
activities, and a facilitator's outline for use in directing the
group activities., Concluding the module are a participant
self-assessment questionnair-~, a trainer's assessment qQuestionnaire,
a checklist of performance indicators, a list of references, and an
annotated list of suggested additional resources. The ethical
standards of the American Association for Counsel:ng and Development
are appended to the module. (MN)




Develop Ethical and
Legal Standards

EDZ258004

V.9, DEPARTMENT Of EDUCATION } IS
NATIONAL INSTITUTE OF EDUCATION PERMISSIDN TO REPRODUCE TH

EDUCATIONAL RESOURCES INFORMA TION MATERIAL HAS BEEN GRANTED BY
/ CENTER (BRICI
oS BELL HOWELL
racerved from dhe parson or odStireiion
ﬂ N
:x‘:::m have baan inad to IMprove PUUIG&UO!‘I SYSleﬂ"IS DWISIOn
#ApY s hion qualdy Pubhcation Products

opinwor 1O THE EDUCATIONAL RESOURCES

* Ponts of viow siated m the docu R

ot 40 ot socos rily """"“m"":"' NHE ) INFORMATION CENTER {ERIC).
positon of policy Ay




COMPETENCY-BASED CAREER GUIDANCE MODULES

0

PLANNING

A-1 ldenhiy cng Plan
lor Gurdance Pro-
gram Changa

A-2 Organize Gud.
ancé Program Devel-
opmenl Team

A-J Collaborate with
the Community

A-4 Estabhish a
Career Development
Theory

4.3 Buid a Gund-
aace Prograin Plan-
nng Model

A8 Determine Chenl
and EnvtrOnmental
Needs

> SUPPORTING

B8-1 influence
Legislahion

oy

B8-2 Write Proposals

8-3 Improve Pubhc
Relators and Com-
munity Invotvement

—le i

8-4 Conduc! Slalf
Development
Activwhes

Mechanisms

8-8 Use and Comply
with Administrative

IMPLEMENTING y
A
I ] ] | 1

C-1 Counsel Indiwid-

C-3 Coordinate
Career Resource

C+8 Provide 10r the

C-13 Provide Career
Guidance to Girls

C-17 'romote Equity

vals and Groups Centers Basic Shills and Women and Ci.ent Advocacy
C-14 Enhance
X C-10 Conduct C-18 Asasi Clienls
C-2 Tutor Chents g;:e:fg:t:ll: n:: me Piacemen! and Refer- :"':.”:l::;d'"?ho' wilh Equity Riwghts
1al Activibes ndwiduais wi and Responsibilities

Disamnhhies

€-3 Conduct Com-

C-7 Develop a Work

C-11 Faciitate
Follow-1hrough and

C-1% Help Ethnic
Minonties with

€-19 Develop Ethicat

puten red Gurpance Expenénce Program Follow-up Career Guidance and Legat Standards
§ C-8 Provide for C-12 Croate and Use C-16 Mee! Initial
l‘l:":. 'a":m g:::;:‘:ce Employability Skl an indindual Career Guidance Needs of
Development Devetopmen! Plan Older Adults
L 1 i |
R OPERATING o = EVALUATING -—
Y Y
I l | L
2.2 Communicare
0-1 Ensure Program 0-2 Al Provessionat -1 Evaluate Gud-
and Use Evaluation-
Operalions Growth ance Activiligs [ Based Decrsions

3




Develop Ethical and
Legal Standards

Module CG C-19 of Category C — Implementing
Competency-Based Career Guidance Modules

by Louis V. Paradise

Catholic University
Washington, DC

The Nationai Center for Research in Vocational Education

The Ohio State University
1960 Kenny Road
Columbus, Chiv 43210

1985

ISBN 0-934428-31-0

Copyright - 1985 by The Natlonal Center for Research in Vocational Education, The Ohio Stale University. All rights reserved.

These materials were developed by the National Center for Research In Vocational Education, The Ohio State University,
Columbus, Ohio; The American Asgociation for Counseling and Development, Alexandria, Virginia; The American Vocational
Assoclation, Arlington, Virginia; The American institutes for Research, Palo Ato, Californts; and the University of Missourl-
Columbia, through contracts from the United States Department ¢f Educatton, Office of Vocational and Adul Education; under
the research section of the Educalional Amendment of 1978 (P.L. 94.482). Copyright is claimed uniil full term. Thereatter all
portions of Ihis work covered by thia copyright will be In the public domain. The opirions expressed, however, do nol necessatlly
reflect the position or policy of the Department of Education, end no ofticial endorsement by the Department of Education should
bo inletred

Published and distributed by Bell & Hows Publication Systeme Division,
Old Manstield Road, Wooster, Ohio 44691-8050. 1-800-321-9881 or in Ohio cal (216) 264-6666.

BELLH HOWELL

Publicatron Syslemns Division
Publicaton Products




ERIC

Aruitoxt provided by Eic:

FOREWORD

This counsehng and gudance program senes 1S patlerned
afler the Pertormance -Based Teacher Educalion modules
designed and developed at the National Center o1 Reseaich
inVocatonal Education under Federal Number NE-C00-3-77
Because this model has beensuccessiully and enthusiastically
recreved nationally and internationally this senesof modules
tollows the same basic formal

Thismoduleis one of aseies o' competency-based guidance
program training packages tocusing upon specitic protessional
and parapiotessional competencies of guidance personnel
Thecompelencies uponwhich Ihese modules are based were
iwdenhhed and venifed through a project study as being those
otcnhcalimporlance forthe planning supporting implement-
ng operating and evaiuating of guidance programs These
modules are addressed to professional and paraprotessionat
gudance program stait in a wide vanety of educational and
communily sethngs and agencies

Each module prowides learning experiences lhal inlegrate
theory and apphcation each culminates with competency
relerencedevaluation suggestions The matenalsare designed
for use by indhviduals of groups ol guidance personnel who
arenvolved in lraining Resource persons should be skilledn
the gindance program competency being developed and
should be thoroughly onented tothe concepis and procedures
used in the lotal traintng package

The design ot the malenals prowdes considerable flexibility
for planning and conducting competency-based preservice
and inservice programs to meet a wide vanety ot indiwdual
needs and interests The matenals are infended for use by
universities stale depariments ot educalion postsecondary
instituhons ntermediate educational service agencies JTPA
agencies employment secunity agencies and other commu-
nity agencies that are responsible for the employment and
prolessional development ot guidance personnel

The competeéncy-based guidance programtraining packages
are products of a reseaich efiort by the National Center s
Cateer Development Program Area Manyindiwiduals institu-
tions andagencies participated with the Nahonal Center ano
have made con'nbulions to the systematic development
Ieshng and refinement ot the materrals

Nahonal consultants provided subsianlial wnting and review
assistance in developmen! of 1he tittal module versions over
1300 guidance personnel used the matenals in early stagesol
therr development and prowded teedback to the National
Cenler lor rewision and retinement The malenals have been
orarebeing usedby 57 pilol community implemenlalion sites
across the country

Special re cognition tor major roles in the direc ton develop-
men! coordination ol development 1esting and revision of
these matenials and the coordination of piio! implemenlation
sites i1s extended 10 the following project stait Harry N Dner
Consorlium Direclor. Robert € Campbell. Linda Phster
Directors. Robert Bhaerman Research Speciahst Karen
Kimmel Boyle Fred Whlllams. Program Associales. and Janie
B Connell. Graduale Research Associale

Appreciahon also 15 extended to the subcontracios who
assisted the National Center in this etiort Drs Brian Jones
and Linda Philips-Jones ol the Amerncan Inshiutes for
Research developed the competency base tor the total pack-
age managed project evoluation and developed the modules
addressing special needs Gratitude 1s expressed 1o Dr
Norman Gysbers of the University of Missoun-Columbia {or
his work on the module on indwidual career developmenl
plans Both of these agencies prowoed coordination and
monilenng assistance 1or the pilol implementation sites
Apprecialion s extended to the Amencan Vocalional Assocy-
ation and the American Association for Counseling and
Development for their leadership indirecting extremely impor-
tant subcontractors associated wilh the tirst phase ol this
elfort

The National Center 15 gratetul to the US Department ot
Education Otfice ot Vocational and Adult Education (OV AE)
tor sponsorship ot three contracts related to this competency-
hased guidance program training package In particular we
appreciate the leadership and support offered project statf by
Dawd H Pntchard who served as the project officer for the
contracts We feel {he investment of the OVAE in thistraiming
package 13 sound and will have iashng eltects I1n the field of
guwdance in the years to come

Robert E Taylor

Executive Director

National Cenler for Research
in Vocational Education

THE NATIONAL CENTER
FOR RESEARCH IN VOCATIONAL EDUCATION

FHE O 5 TATE UNIVERSIS ¥
360 KENMNTY ROAD » COLUMBUS DHIO 43210

The National Center tor Research in Vocational Education’s mis-
son - 10 'ncrease the abilty of dverse agencies. wnshlutions. and
ngamzanons to solve educalional problems retaling lo indvidual
taeei plantuing preparalion, and progression The Nalional Center
Yuilills ds mussion by

Generating knowledge through research

Developing educahonal programs and products

E valuating individual program needs and ouicomes
#ronding intormation for nalional planning and policy
Installing educational programs and products

Operatag .ntormaton sysiems and sarvices

f v tng lpadehep development and 1r@ning programs
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ABOUT USING THE CBCG MODULES

CBCG Module Organization

The training modules cover the knowiedge, skills, and
attitudes needed 10 plan, support, implement, operate, and
evaluate a comprehensive career guidance program. They
are designed to provide career guidance program im-
plementers with a systematic means 10 Improve their
career guidance programs. They are competency-based
and contain specific information that is intended to assist
users to develop at least part of the critical competencies
necessary for overall program improvement.

These moduies provide information and learning ac-
livities that are useful for both school-based and
nonschool-based career guidance programs.

The modules are divided into five categories.

The GUIDANCE PROGRAM PLANNING category assists
guidance personnei in outlining in advance what is to be
done.

The SUPPORTING category assists personnel in know-
ing how to provide resources or means that make it possi-
ble tor planned program activities lo occur.

The IMPLEMENTING category suggests how to conduct,
accomplish, or carry out selected career guidance program
activities.

The OPERATING category provides information on how
to continue the program on a day-lo-day basis once ithas
been initiated.

The EVALUATING category assists guidance personnel
in judging the quality and impact ot the program and either
making appropriate modifications based on findings or
making decisions to terminate it.

Module Format

A standard lormat is used in all of the program's
competency-based modules. Each moduie contains (1) an
introduction, (2) a module tocus, (3} a reading, (4) learn-
ing experiences, (5) evaluation techniques, and (6)
resources.

Introduction. The introduction gives you, the module
user, an overview of the purpose and content of the
module. It provides enough information for you to deter-
mine it the module addresses an arsa in which you
need more competence.

About This Module. This section presents the follow-
ing nformation:

Module Goal: A statement of what one can ac-
complish by completing the module.

Competencles: A listing of the competency
statements that relate to the module's area of con-
cern. These statements represent the competencles
thought to be most critical in terms of difficulty for
inexperienced impleme.*ters. and they are not an
uxhaustive list.

This section also serves as the tahle of contents for the

reading and learning experiences.

Readir.,g. Each modu'e contains a section in which

cognitive information on eavi one of the competencies
ts presented,

t. Usei. as atextbook by starting at the first page and
reading through until the end. You could then

complete the learning experiences that relete 1o
specific competencies. This approach is good if you
wouid like to give an overviaw of some competen-
cies and a more in-depth study of others.

2, Turn directly to the learning experiences(s) that
relate 10 the needed competency (competencias).
Within each learning exnerience a reading is listed.
This approach aflows for a more experiential 25+
proach prior to the reading activity.

Learning Experiences, The learning evneriences are
designed to help users in the achievement of spacific
learning objectives. One leaming experience exists for
each competency (or a cluster of like competencies), and
each leaming experience is designed to stand on its own.
Each learning experience is precedec by an overview
sheet which describes what is to be covered in the learn-
ing experience.

Within the body of the learning experience, the following
components appear.

Individusat Activity: This is an activity which a person
can complete without any outside assistance. All of the
information needed for its completion is contained in
the module.

individusl Feedback: After each individual activity

there is a feedback section. This is to provide users

with immediate feedback or evaluation regarding their

progress before continuing. The concept of feedback

is algo intended with the group activities, but i is built

:gchtijintotheacﬁvityand does not appaar as a separate
on.

Group Activity: This activity is designed to be
tacilitated by a trainer, within a group training session.

The group activity is formatted alang the lines of a
taciiltator’s ottline. The outiine details suggested ac-
tivities and information for you to use. A blend of
presentation and "hands-on" participant activities such
as games and role playing is included. A Notes column
appears on each page of the tacilitator's outline. This
space is provided so trainers can add their own com-
ments and suggestions {0 the cues tliat are provided.

Following the outline is a list of materials that will be
needed by workshop facilitator. This section can serve
as a duplication master for mimeographed handouts
or lransparencies you may want to prepare.

Evaluation Techniques. This section of each module con-
tains information and instruments that can be used o
measure what workshop participants need prior 10 train-
ing and what they have accomplished as a result of train-
ing. Included in this section are a Pre- and Post-Participant
Assessment Questionnaire and a Trainer's Assessment
Questionnaire. The latter contains a set of performance
indicators which are designed to determine the degree of
success the participants had with the activity.

References. All major sources that were used to develop
the module are ksted in this section. Also, major materials
resources that reiate to the competencies presented in the
module are described and characterized.

7




Ethics are established standards ot protessional
conduct derived through consensus of members
in a given profession. The counseling profession
has developed a code of ethical standards to
apply to all persons engaged in guidance and
counseling activities. The basic purpose is to
provide broad guidelines regarding right and
Wrong guidance practices and to help clarify the
responsibilities ot the practitioner.

Although the ethical standards that we will be
dealing with directly apply to counseling, the
legal standards are not specific only to counsel-
ing activities. Thestatus ot the counselor is con-
tained in the |aw as it applies to everyone; how-
ever, there are certain areas of legal consideration
which relate directly to counseling activities and
these will be dealt with in this module. While the
legal codes are somewhat specific about what is
legal or illegal. the ethical code. on the other
hang. contains general statements of conduct.
Counselors. when faced with ethical dilemmas,
must make judgments based upon their own per-
ceptions of appropriate or inappropriate actions.
Itis tor this reason that we have devoted a section
otthis module to defining your own values as they
relate to appropriate conduct.

Perhaps no other competency is more pervasive

or relates more directly to all your counseling
activities than the knowledge and understanding

INTRODUCTION

of the ethical standards, legal implications, and
your own personal value system. The counselor
activities and skills that comprise all the other
modules inthis program require, if not necessitate,
a thorough awareness of the ethical and legal
implications of your work. Indeed, providing the
type of interpersonal service that each of these
modules suggests cannot be etfectively accom-
plished without appropriate protessional conduct
and this is the essence of what ethics is all about.

As a member of the career guidance team, you
have multiple and overlapping responsibilities to
your clients, to your employees, and to society as
a whole. There always exists the potential that
these overlapping responsibilities vwill come into
contlict. thus creating an ethical dilenima. It isfor
this reason that we have included a section on
ethical decision-making to help you resolve poten-
tial conflicts and make ethical judgments that are
consistent with your own personal value system.

This module is designed to help you develop a
better understanding of ethical standards and to
gain experience in applying these standards to
the client interactions you w |l have in your day-
to-day operations. Whenyou huve completed this
module, you will have an awareness ~f now your
own values relate to appropriate ethical conduct
and how to apply ethical decision-making strate-
gies to resolve those ethical dilemmas.




READING

Applying a Code of Ethics and Ethical Standards

_..--

L Apply protesslonally reotﬁ;nlm codea of omioa to

" professiongl. behaviors ¥

responding 10 acti-of. é

clients, problems lnvolving parents sndother ?gmﬂy

"’ membors, ~he public, stafi,~and consiiltants, ‘and

tosﬁng

Ethics s animportant area of concern for career
guidance personnel since it encompasses all ot
the work we do. Whether we are helping clients
define1icir problems, selectamong several occu-
pational possibilities, or learn how to use certain
occupational materials, we must be aware of cur
ethical responsibilities. Indeed, all the other guid-
ance competencies that have been presented in
previous modules will be ot little practical vatue it
the posstbility ot unethical practice in your work
exi1sts. It 1s tor this reason that we devote a major
portion of this module to the task of becoming
aware andk nowledgeable of our ethical responsi-
bilities to the client, to the protession, and to
society.

The past several years have seen the concern
with ethics grow consitderably. Much of this inter-
est has been prompted by news headlines related
to government scandals ard various lawsuits.
What do these issues related to political and
social agencies have to do with you as a member
ol the career guidance team? Perhaps more than
you may realize at first thought. Whenever the
conduct of your responsibilities simultaneously
rests with indiwviduals. clients, institutions, and
society in the performance of your service, the
Issue ot ethics, that 1s, right and wroitg conduct,
becomes increasingly apparent. Each of these
cle nents--the client, the institution, the society--
placecertain demands uponusanditisnotinfre-
quent thatthese demmands createconfiict. Knowl-
edge of the rules, regulations. and demands of
the gindance profession, the it stitutional setting
im which y2au work, and socicty in general will
assistyor whenever conflicts develop into ethical
difemmas

T issues regar ding. confldontiamcords. mf,,,,,,_ ,ﬂdu ;

S "-

Ethics and Ethical Codes

Ethics is the study of norms or standards of right
and wrong. In terms uf counseling, ethics can be
viewed as a systematic manner in which you
make moral decisions based upon your underly-
ing value system as it relates to instituticnal,
societal, and proiessional policies.

Ethical standards are codes of conduct that have
evolved through consensus ot the membership to
define what is correct professional activity. The
essential purpose of the ethical standards is to
provide guidellnes on specitic areas of profes-
sional activity. Most protessions have ethical
guidelines.

The American Association for Counseling and
Development (AACD)}tormally adopted acode of
ethics in 1961, A current revision is contained in
the Appendix on page41. Laterinthis module, we
will be making specitic reference to certain sec-
tions of the standards as they apply to your work
in @ career guidance program.

It should be noted that while the main purpose ot
the ethical standards is to provide guidelines for
acceptable practice by guidance personnei, they
also serve other purposes.

e They provide for some measure of freedom
and autonomy for the profession in Jeciding
what is correct and incorrect practice.

¢ They protect society and the client from
incompetent and untrained individuals




¢ They help protect you from the public. That
i8,if you are pertorming your servicein e.hi-
cally acceptable ways, itis unlikely that you
will sulfer the condemnation of society in
the form of direct legal confron.ations.

Courts have ruled that in the absence of law. you
are left 1o follow the suggestions of your profes-
sional association's ethical code. For 8 more
detailed discussion of the meaning and impor-
tance of ethics and the development of ethical
codes, read Chapters 1 and 2 of Ethics in Coun-
seling and Psychotherapy by Van Hoose and
Paradise. listed in the references section.

Ethical Standards tor Guidance Personnel

You can gain an excellent perspactive onthe role
of ethical standards from a statement contained
in the Preambie of the AACD Ethical Standards:

The Association is an educational. scientific.
and professional organizalion whose members
are dedicated to the enhancement of thr
worth. dignity, potential. and uniqueness of
each individual and thus 0 the service of
society.

The key words: “worth,” “dignity," “potential,”
“uniqueness of each individual,” and ""service of
society” underscore the major themes of the role
andresponsibilities of each counselor. These are
discussed in the ethical standards in terms of
seven specific areas:

e General responsibilities

® The counselor-counselee relationship

¢ The use of measurement and evaluation

e Research and publication

e Consulting and private practice

¢ Personnel administration

® Standards for preparation
In reviewing the ethical standards, you should
pay particular attention to the first three sections
since they specilically arddress issues important

to your roie as a member of the career guidance
team In Learning Experience 1 of tnis module,

you will be examining the various sections of the
standards in greater detail.

There is not suflicient space 1o examine all the
elements of the ethical standards: howsaver. for
illustrative purposes we will look closely atone of
the more important statements in the code. Sec-
tion B, Statement 1, deals with the counselor-
client relationship and is crucial to eflective
helping.

The member's primary obligation isto respect
the integrity and promote the welfare of the
counselee(s). whether thecounselee(s) is (are)
assisted individually grin a group reiationship.

The standard clearly stipulates the counselor's
responsibliity. However, a broad guidelineis pro-
vided without specific details. Contrast this state-
ment with the following standard from Section A,
Statement 2, which deals with general
responsibilities.

The member has a responsibility hoth to the
individual who is served and t0 the institutior
within which the service is performed o
maintain high standards of professional con-
duct. .. The acceptance of employmentin an
institution implies that the member is in
agreement with the general policies and prin-
ciplas of the institution. . . . If. despite con-
certed efforts. the member cannot reach
a jreement with the empioyer as toacceptable
standards of conductthat allow forchangesin
institutional policy conducive to the posilive
growth and development of clients. then ter-
minating the atfiliation should be seriously
considered.

In this statement. both the client and the institu-
tion have certain expectations of the counselor.
While general suggestions of what may be done
when conllicts or compeling responsibilities
arise, the counselor is expecied 1o make specilic
choices of action based upon perception of what
is appropriate. Other statements within the code
are not as vague and do provide useful guidance
as to possible courses of action. We will deal with
those issues most directly related to your role--
namely, confidentiality, referrals, and testing.

Confidentliaility. Contidentiality implies that the
information discussed between the counselor
andthe clie vt be held in confidence. This issue is
more complex than the precedirg statement
would suggest. because it involves the degree

i0




and extent of confidentiality that can be main-
tained. The degree and extent of confidentiality
will vary from situation 10 situation. For example,
information obtained from the guidance relation-
ship may be disclosod to others for professional
use. In seeking advice from colleagues or super-
visors, discussing specificclient-counselorinfor-
mation is permissible--even encouraged. How-
ever, whenever you cannot eftectively preserve
the anony mity of clients, you will need to secure
that person’'s permission. Section 8, Statement 5,
addresses this issue. YOu may wish 10 refer to it.

In determining when information should be di-
vulged. the best rule to follow is: Is there a need
forthe third party toknow? If thethird party has a
legitimate need for necessary action t0 occur, or
if the third party has corresponding legal. social.
or moral interest in the client, you will not be
violating the trust or right to privacy of the client
by discussing specific client-counselor informa-
tion. Breaking confidentiality may be necessary,
indeed even ethically and legally required, when-
everthere isa clear dangerto human life. Section
B. Statement 4, of the code stipulates:

When the counselee's condition indicates that
there i$ a clear and imminent danger to the
clients or others. the member must take rea-
sonabie personal action or inform responsible
authorities.

Normaly. this action will take the course of
informing your immediate supervisor of the situa-
tion. Inany event. you will experience the need to
make ethical judgments concerning the nature
and extent of confidentiality from time to time in
your work. For example, during your discussion
with a client aboust the possibility of returning to
work, the young mother relates that she wishes to
find a job. but her husband is against it. The last
timethey discussed this issue, a violent argument
ensued and the husband became physical with
her and later with the daughter. The client is
afraid that her husband's tem per will erupt again
if hefinds out that che hastalked about this event
withanyor.2. This hypothetical situation is notan
uncommon one and it certainly poses a potential
ethical dilemma. How would you react to it?

Keeping three "rules of thumb™ in mind should
help you to resolve potential ethical dilemmas
regarding confidentiatity.

1 The judgments made by you demand that
you keep the ultimate welfare of the client
foremost.

2 The client should be made aware of the
degree to which confidentiality can exist

prior to communication within the counscel-
ing session.

3. You should be aware of any constraints on
the level and and extent of confidentiality.
These constraints are usually stated in the
operating procedure of the oryanization
where the service is provided.

Whenever you suspect the need to share clients’
information, you request their permission. It it is
explained in terms of being necessary 10 provide
the best possible help for the client, most individ-
uals will not refuse. We will returnto the issues of
constraints on confidentiality when we discuss
legal standards.

Confldentiai Materiais. While most of the discus-
sion has centered around information obtainedin
counseling, the same responsibilities exist for
interview notes, test data, correspondence. tape-
recordings, and other documents related 10
information about the client. These materials are
considered professionai information for use in
counseling and are not part of the public or offi-
cial records of the agency. As such, they should
not be released to anyone without the expressed
consent, usually in writing. of the client. Access
tothese materials should be safeguarded by you.

Whenever consent is obtained from the client to
release confidential materials, you should stipu-
|ate exactly and specifically what will be released,
rather than using a general release form that
covers any and all materials. The client should
know and understand exactly what materials are
being released and 10 whom.

Referrals. Many times problems of the client
other than those you are providing services for
may arise--personal, family, or emotional prob-
lems. When it appears that the client has addi-
tional concerns, areferral to a competent resource
person isin order. The ethical code stipulates that
if you are unable to provide professional helpto a
client because you are not competent in that
problem area or because 0f some personal limita-
tion, you are obligated to refer that person to a
competent specialist.

In situations where it becomes known that other
problems in a idition 10 career development are
of concern to ihe client, you may wish to discuss
with your collcagues or supervisor if a referral to
another professional is advisable. This requires
you to be knov/ledgeable about the resources for
referral so that satisfactory help may be obtained.
If the suggested referral is declined by the client,
you are not obligated to continue in the relation-
ship past areas where you have expertise.
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For example. a client who has been severely
upset because of the breakup of a marriage is
working on careerexploration. It becomes appar-
ent that the person’'s emotional state is not con-
ducive 10 your efforts in career guidance. The
client insists on discussing the marital relation-
ship. Inthis situation theclient's marital problems
wili take procedence over the career problems
and a referral to competent professionals would
be an ethically appropriate action foryou to take.

Inability to provide the appropriate help to a client
may also be the result of other than professional
competency issues. For example. you may have
ditticulty dealing with clients whose values, reli-
gious, or other personal beliefs are in conflict
wih your own beliels. Whenever these conlflicts
anse and they are sutficiently noticeable 10 pose
problems or potential problems in your work with
the client. discussion of the situation with your
supervisor concerning a possible referral to
another resource person is in order. You should
remember. of course, that most of the time client
difterencesin values, religion, and personal issues
will be present. However. when these differences
pose problems. referrals to others may be not
only in order. but the ethically responsible thing
to do. Later in the module you will be reading in
greater detail the importance of values and how
your values affect. to some extent, the relation-
ships you have with your clients.

Testing. The single, best way 1o avoid potential
ethical problems in the area of testing is to be
knowledgeable and skilled inthe appropriate util-
1zation of the tests and test data you acquire. The
moduies related to the competencies of tesling
provide useful information on the appropriate
uses of tests and test data. The AACD ethical
code provides an entire section. Section C, on
measurement and evaluation related to test data.

Testing generaily involves the administration,
scoring. and interpretation o! measurement
instruments, many of which are quite complex
and require considerable training before they can
be used with ctients. It is for this reason that tests
are susceplible to misuse and potential unethicai
practice

In many cases the same type problem occurs
whenever the client is a minorily group member
and the tests do not contain minority group
members in their norms. The ethical standards
specifically state that the counselor must pro-
ceed with extreme caution when attempting to
evaluate and interpret the performance of minor-
ity group members or other persons who are not
represented in the norm by which the instrument
was standardized.

Tests can be quite useful, but must be used in the
manner {or which they were developed. Similarly,
the test data. scores. and information fromtesting
must be treated with the same degree of confi-
dentiality as all other information from the client.

The AACD. in addition to their ethical standards
for tests and testing. have prepared a position
paperonthe responsible use oftests to which you
may wish to reler if testing is one of your major
duties. It is listed in the reterences section of this
module.

It is important 1o keep in mind that test data are
only one of the sources of information you can
use to help the client. The easiest way to avoid
potential problems with testing is t0 be sure that
you have a thorough understanding of the tests
thatyouuse. Indoing soitisyour ethical respon-
sibility to provide an adequate orientation to the
client prior to and following test ad ministration so
that the results may be placed in the proper per-
spectlive with otherinformation trom the counsel-
ing process,

Itis also important that you recognize that spcio-
economic, ethnic. and culturai factors have an
effect on test scores. This can be quite important
in selecting the appropriate test for use. For
example, if Englishis not the originallanguage of
the client. tests of any type which are heavily
based on reading comprehension will produce
test scores that are not a valid indication of the
person's real score on that measure.

10 12




There exists no specific body of laws that deal
with the legal problems associated with guidance
programs. However, because of the increased
importance counseling has received, the legal
implications of your work have become increas-
ingly apparent. National and state |egislation, as
well as numerous court cases, have generally
demonstrated that counseling is a legitimate ser-
vice to the public and subject to the same legal
issues as any other long-established profession
such as medicine and law.

The legal issues most closely related to your work
deal with negligence, malpractice, and privileged
communication. We will oiscuss these ter ms and
how they relate to your work, but you should be
aware that the legal ramifications of your work
are difficult to predict since they depend on
unigue situational aspects and changing local,
state, and federal guidelines in the form of both
legislation and court actions. Nonetheless, a
working knowledge of certain basic legal con-
cepts should enhance your ability to adhere to
the legal standards of your work.

Liabllity

Generally speaking there are two types of liabil-
ity, criminal and civil. Criminal liability refers to
those respcensibilities the law demands. These
are generally quite obvious. and will not be dealt
with inthis module. Civil liability deats with faiting
to carry out your professional responsibilities.
You can be held legally liable for injury to a client
when you fail to exercise proper professionat
care (Burgum and Anderson 1975) by: (1) perform-
Ing actions which exceedyour training; (2) defam-
ing the character of the client; and (3) illegally
invading the client's privacy. These actions relate
directly to the legal issues of negligence and
malpractice. libel and slander, and privileged
communication.

Negligence

To be held accountable for negligence you must
have a duty to the client and any Injucy that
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occurred must bethrough negligence orimproper
procedures on your part. Also, some causal link
must be demonstrated between your negligence
and the injury (Burgum and Anderson 1975).
While the basis for determination of negligence
usunlly rests upon the comparison of the actions
that occurred to those of a typical, hypothetical,
prudent person using ordinary skill under similar
circumstances, they are quite different for you as
acounselor. The law lemands that you possess a
minimum standard of knowledge and expertise
comparable tothat held by all counselors. There-
fore, if you fail to act skillfully and with due care.
they may be held liable for any damages to the
client. A typical example of this might occur if you
failto make an appropriate referral. Suppose that
inworking with a client it becomes known that the
client has been extre mely depressed and is con-
siderirg suicide. Yet you are attempting to find
the cii. 1t a good job. You feel that the emotional
problems are due to unemploy ment, so you fail to
consider a referral to help with the individual's
emotional state. You may be held liable by arela-
tive in a civil law suit for failing to act skillfully in
recognizing the need for a referral if this client
attempts or carries out suicide.

However, the courts have ruled that a mistake in
judgment is not negligence provided thatthe mis-
take could be made by a careful and skillful prac-
titioner of counseling. If you perform your role as
a member of the career guidance team consistent
with the skills for which you have been trained,
you sheould have no difficulty adhering to this
legal standard.

Malpractice

Malpractice refers to professional misconduct or
a measureable lack of skillin the performance of
your duties. This term overlaps with neglige: e
sincenegligent acts would certainly be indicative
of malpractice, For example. a counsclor who
guaranteerl a client a suitable occupation for the
rest ofthat person’s life, provided the client paid a
lot of money for this infarmation, would certainly
be engaging in malpractice.




Itis ditlicult to deline esactly what constitutes a
good guidance practice since there are s0 many
opimiuns and theoretical orientations related to
what s the best form of practice. It is usually not
as ditlicult to identity what is bad qguidar, 2 prac-
tice. Requiring your clients to provide sexual
tavors in return for counsefing is an example that
covers not only civil liability but criminal liability.
Performing services for which you were not
trained. even though no injury occurred would be
another example. Generallv speaking, any time
you do not conform to the standards of the pro-
tession, as set forth in the ethical code. you may
be engaging in malpractice.

Libel and Slander

Libe! is a faise written or printed statement that
could damage the reputation of a client, Slander
is similar defamation. but it is limited o spoken
words._ In each case. malicious intent must exist
on your part. that is, personal ill-wifl or reckiess
disregard for the rights of your client. Slandar is
somewhat more difficuit to prove becauseitis not
as permanent as the written word

The likelihood of your being involved in libel
actions has been greatly increased dueto the new
laws governing open racords that are made avail-
able to clients. parents, and students. The actual
laws governing libel and slander vary from state
to state. However. you should exercise caution
whenever you are making or writing comments
concerningyour clients in records, case notes. in
recommendationsto potential employers. schools,
and so forth. For example. if a potential employer
calls to inquire about your opinions of a former
client and you tell the employer that ycu believe
the client to be 100 unstabie to pertorm the job.
you may be leaving yourself open for a slander
lawsuit. unless you can competently justily your
allegations.

As a guidance professional. consider quite care-
fully.the statements you make about your clients.
Truthful and sincere statements made to your
peers or supervisors, inan effcrtto help the client,
would not normally be considered slander or
libel The best defense 21ainst libel or slander is
the truth However. the burden of proot of the
truth rests with you. Some state laws do not
require truth to be the full defense but require that
any disclosures have heer made with good inten-
tions and for justifiable ends. This idea is known
as "quetitied privilege” and implies that a com-
municaiion was made in good faith by a person
having an nterest or obligation to anather person
w'th asimilarinterest orduty. Comments made or

written to your supervisor concerning your client
would 1atl under this category.

The best guidelines to avoid libel and slander are
to: {1) exercise caution when writing and/or
speaking about your clients. Try not to make
sweeping inferences about things the client has
said. When you are in doubt about what a com-
ment could really mean, just report exactly what
was said. (2) safeguard your records. case files,
and notes from individuals who have no need to
see them: (3) whenever possible, obtain permis-
s'onirom clientsto release any information about
them; (4) lastly. perform your dutles in truth and
good faith as suggested by the ethical code.

Privileged Communication

Privileged communication requires that anything
said between a client and the guidance statf dur-
ing a guidance or counseling session interview
will not be divulged regardiess of the nature of the
information. The concept exists t0 protect the
client, not the guidance staflf ember. However,
whether or not you as a protessional have privi-
leged communciation varies from state to state.
While this privilege has existed fora longtime for
religious ministers. lawyers. and physicians. it is
relatively new for guidance staff, In fact. most

. states do not have privileged communication {for

the counsetor-client retationship.

This issue relates directly to confidentiality that
was discussed earlier, While the informaticn dis-
cussedin agiven counseling sessionis to be kept
confidential, it is usually unlikely that the cfient
will have privileged com munication with the coun-
selor or other guidance staff.

You can be made to reveal conlidentiat informa-
tion by the courts and your confidential records.
tapes. etc. can be subpoenaed by the court. For
example. throughout career guidance sessions
theclient discusses personal minor thefts A pros-
ecutor requests you to testify as to0 whether you
have any knowledge of the individual's past crim-
inal activities. You would probably be required to
tell+ verything or face contempt of court charges.
Inpractice. itis always bestto assume you do not
have privileged communication and explain this
to the client whenever that person is conceriied
about confidentiality.

You should--

¢ ensurethatthe clientunderstands the extent
of confidenlielity:
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¢ keep your records free from old and irrele-
vant Information: and

* ensure that Information in records istruthful
and made in good faith for the best interest
of the client.

This legal issue is one in which the ethical stan-
dards may be in conflict with certain legal stan-
dards. It is in these situations that you must rely
on what you feel t0 be the best course of action.
For example, clients may be concerned with what
they say and you may tell them that what is said
will be held in confidence. Inthe course 5f career
guidance the fact that the client is seiting drugs
becomes apparent. Your supervisor tells you that
youmustinform the proper authorities because it
is the agency's policy. You promised the client
that you would discuss the issue of drugs in your
session, but as yet, you have not. Now you are
confronted with an ethical and legal conflict. As
we stated earlier in this module, there is no abso-
lute answer to dilemmas such as this, even
though they probably happen frequently.

Legal Implications

Legal and ethical decisions often overlap. Both
invoive the protection of the individual client and
the regulation of the profession. The simplest
way to avoid legal difficultiesis to ensure that you
are meeting your ethical responsibilities. If you
are engaging in appropriate ethical practice,
legal issues should not pose problems. For a
more complete discussion of legal implications,
read Chapter § of Ethics in Counseling and Psy-
chotherapy listed in the reference section.

Sex-role Sterectyping

Separating the world of work into categories of
women's work and men's work is based on per-
ceptions of what constitutes appropriate work
roles for males and females. The effects of this
sex-role stereotyping in the world of work are
best exemplified by such job titles as saleslady
and repairman. Much of the basis for judgments
as to what is appropriate work are based upon
traditional sex role beha.ior handed down from
generation to generation by society, parents, and
peers (Diamond 1978). Sex tias in career choice
is a subtle and pervasive problem that demands
attention.

While we are seeing more male nurses and more
female engineers. the disparity in vocational pref-
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erence is still quite dramatic. Most females select
the same few occupations: social services, nurs-
ing. secretarial jobs; while mcst males select
technical, business management, and science
careers. The guidance staff's goal, of course, isto
help both males and females develop maximally
to the extent of their aspirations. Certain stereo-
typing attitudes held by counselors can be coun-
terproductive tothese goals and, in effect, consti-
tute sex-bias in guidance counseling.

What can you do to ensure sex-fair counseling in
your role as a member of the career guidance
team? Several things are possible. Most promi-
nent is to be aware Of your own sex biases and
how they relate iu careers. This is no easy task.
When biases are present that may affect your
efforts in career guidance, they will reflect on
your professional anc ethical competence in the
same manner asif you ware to give the client false
and erroneous informa'ion and guidance.

Secondly, a considerable amount of vocational
materials, both films and printed materials, exist
that contain sex-biased information. Materials
should be evaluated and not used when it is
determined that sex biasis present. If you suspect
this to be the case, discussion with your col-
leagues and peers should help resolve the situation.

Additionally, you can help clierts o correct any
beliefs or sex-blased expectationsthey may hold.
Many times clients will limit their options drasti-
cally because of their faulty sexist beliefs. Break-
ing down such limiting beliefs is an important
element of the counseling process

You may be wondering why this section on sex-
fair counseling is a part of the legal implications
of counseling. Well, the necessity for sex-fair
counseling is more than an issue of component
practice. It is a legal requirement. Title IX of the
Education Amendments of 1972 (Public Law 92-
318) together with the Education Amendments of
1976 prohibit sex-bias in counseling and guid-
ance. Additional legislative efforts to equalize
occupational exploration and preparation are in
process to facilitate sex-fair counseling (Tittle
and Zytowski 1978).

1. summary. legislation to prohibit discrimination
and sex bias exists and it is important that you as
a member of the career guidance team are aware
of your own beliefs and attitudes toward sex-role
stereotyping and that you help to ensure that
clients have every opportunity to explore all
options available to them.
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Defining Personal Values and Ethical Standards

. Define own va"m and ethical standards, and do-

Competency 3

~8¢ribe how the.e a_mgt own’ pemnal and profes-

slonal behavlon.

Values are those things upon which you place
importance. They include your goals. ideals,
behaviors. qualities, and traits which you prize.
The decisions you make and the behaviors you
engage in are a reflection of your value system.
These values are learned throughout your lite and
consequently help you to identify what is right
and what should be done in a given situation.
Your values are closely related 10 your ethical
beliefs. and some people argue that your value
system Is your own personal ethical code.

Thirty years ago. the noted counselor educator
Gilbert Wrenn called our attention to the interac-
tion between our value system and ethical stan-
dards in noting that vaiues will enter into every
decision involving ethical issues and judgments.
1t 1s for this reason that you need to be aware of
your personal values and the reasons you may
have for adhering to them.

Itis quite difficult to beliave that your values can
be hidden from the client and that you ¢an be
totally objective and discuss client concerns in a
free-of-value discussion. Itis much betierforyou
as a counselor to be aware of your values so you
may be able to deal withthem whenyou are mak-
Ing ethical judgments in cuunseling.

Your Values vs. the Client's Values

The things that you think are important may not
be what your clients think are important. For
example. suppose that you have been working to
help a chent find a career that offers meaningful
work All the things you ask the client to do
betweensessions are 1ot done. Finally. the client
admits not having an interest in a job at all. The
individual feels that he can do just as well without
A job Now your values may be in conflict with
those of the chent and this contlict situation will
certainly aftect your client interactions.

Another similar situation will occur whenever
situations orconcerns which the client relates are
not considered important to you For example. a
«hent tells you that she was fired by her boss on
her 1ast job because she reacted to his constant

stereotyping of her as a "woman's libber.” If your
valuesystem does not view thisasimportant, you
may simply dismiss it or deal with it in a superfi-
cial manner.

Values as Motivators for Behaviors

Some authors view counseling as a search for
values because counseling reflects the client's
development of personal values and beliels
(Hansen, Stevic. and Warner 1977). Most coun-
selors would agree on the importance work has
for the maintenance of self-esteem and feelings
of worth Inthis way. the things we hold important
may serve 10 motivate change.

If clients value monetary reward for their efforts in
orderto buy possessions. they may be motivated
to undergo certain career training in order to
obtain a better paying job. Also. a parent may
value parenting more than a high paying job
because the job may require absence from the
family. The ir dividuals who value leisure time
may be happier in a job that is less challenging
than a more challenging job that requires more
time. A client's value system may be & powerful
and motivating factorin career decision making.

Your Values as 3 Mode!

As we have been discussing throughout this sec-
tion, your values can and do influence the client.
You are, in many respects. 8 model for the client.
at least, a potential model. While it would not
always be in the best interests of your clients for
you to impose your valueson them. itiscommon
that clients will ask your op.nion on whether
something is good or bad or right or wrong. It is
difficult to avoid such issues in counseling with a
client. Certainly when you make suggestions or
ofter opinions about possible courses of action,
your values become apparent to the client. Your
impact on the client is enhanced by your role as
someone who knows or is supposed to know
about the situation. After all. you are offering
career assistance. This fact puts youin a powerful
position in terms of your potential impact and
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intluence on chienls

With these powerful faclors present. it is quite
important that you knuow what you va'ue and how
1o respond to help clients understand their own
values and their relationsh'p to the decisions that
you help to facihiteie Like 1t or not. you are serv-
ing as arole model

Your Values vs. the Agency or Soclety

Often your own personal valuo system {your own
elhical system) may come into direct contlict with
that of your agency. a professicnal ethicat code.
or sociely’s norms.

We all operate from our ov/n ethical code which is
usually what we believe to be legally. ethicaliy,
and moraily correct Since it is our own code that
has evolved throughout our development, it may
be in conflict with codes of others, whether it be
society. the agency where we work, or the profes-
sional organization to which we belong.

For example. you have heard unsubstantiated
reports thatemplioyees in atirm that your agency
has an agreement with have been treated unfairly.
You believe that clients should not be placed in
that firm Yet when you bring this to the attention
of your supervisors. they state that those issues

are not relevant to your job responsibilities, Now
your own ethical code {value system)1sin conflict
with the rules (value system) ot your agency.

Inanother example. you are required to write job
recommendationstoemployers seeking informa-
tion that you do not feel important to the job, e.g.,
marital status, past work history, number of
dependent children, your opinion about the like-
lihood of absenteeism. You realize that failure to
complete the torms may jeopardize the applicant.

It is nice to be able to base decisions on rules or
regulations, However, you may discover |hat
either the rules do not apply to this specific situa-
tion or you do not agree with the guidelines. that
do exist. In the end, you are the one who must
bear the responsibility for your decisions. There-
fore. you need to know your values and how they
interrelate to the rules and codes of others.

One last thought on values--blindly adhering to
someone else's ethical or value system is not
much better than not having any system at all.
Knowing where you stand is the first step toward
instituting changes in laws, regulations, institu-
tional policies, and procedures. The next section
presents an ethical decision-making model to
assist you in considering where you stand and
making valid judgments that you can personally
justify.

Implementing Ethical Decision Making

" implemient an ethical degision-making strategy sc

Competencyd

- ‘asto’t-e Abletn contront and provide suggestions to
colieagues and clients who are not exhibiting ethi- -
cal behaviors in such a way that positive. modifica-

tions in their behavior are likely to occur.

Every guidance team member operates from a
personal style of ethics This is usually sufficient,
It 15 only when you are confronted by a situation
for which there s no apparent solution that
dilemmas anse [tis tor this reason that you reed
to develop your own process tor ethucal decision
making

A useful approach to ethical decision making
hased itpon problem sotving 1s presented by Van
Hoose and Paradise You may wantto read Chap-
e O oof £ Hhiies m Counseling and Psychotherapy
hsted in the teferrences for a complete discisston
ot madels tormaking ethical judgments You may
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find this approact usefu! in the ethical dilemmas
with whichyou may be faced. Briefly. the approach
requires the following steps

1 Idenlity the problem

The first step is to identify the problem or
dilemma Whal is the source ot conflict?
What factors are involved? You musiremem-
ber, oi course. that to know that an ethical
problem or palential ethical problenm exists,
you should have a working knowledge of
appropriate ethical hehavior and your role
and responsibibilios as a catect quidance
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team member. For example. it you fail to
explainto aclient the limits of confidential-
ity. and information must be divuiged be-
cause of institutional or lega: requirements,
then a potential ethical dilem ma will develop.
If you do not agree with certain guidelines of
the agency or institution and you have a
convincing rationale why things shouid be
changed. you are in a much better position
to bring about change. The same rules for
change that exist for the client exist tor you.
That is, "realizing the problem exists is the
first step toward changing it.”

. Examine rules or guiding principles to heip
resolve the dilemma

Expectations. rules, and standards ofbehav-
ior exist tor the institution, tor society, and
for the profession. Examining these ele-
ments will be useful; however. as you prob-
ably have determined trom reading the AACD
ethical code, specific direction astowhat to
do is not always provided. in certain situa-
tions. no guidelines wili apply directly to
yourdilemma. Whenthisisthe case, consult
with colleagues and your supervisors to get
their opinions. Since the legal implications
ot counseling are not clearly defined, when-
ever a dilemma has potential legal conse-
quences, competent legal advise is always
important.

. Generele possitie and probable courses ot
action

In listing ali possible courses of action, con-
sider your rationale for the action. In con-
sidering each alternative, yourown personal
value system will become quite evident,

. Consider potentiel consequences for eech
course ot action

What are the Impiications of your alterna-
tives? What is likely to happen? Here ii is
quite important to examine where your
responsibilities lie. Remember you have
responsibilities to the client. to the place
where you work.tothe profession. to society
In general--and most importantly--to your-
selt Once again. your knowiedge ot your
own value system will be impcrtant.

Itis also helpful to be as realistic as possible.
Sometimes our own personal situation af-

fects our choice of behaviors. For example,
you may disagree with your supervisor if
he/she tells you that you must turn over your
case notes to an investigator looking into
welfare fraud. While you personally disagree,
failure to comply will result in the loss of
your job (you have a tamily to support) and
possible legal action. The elements of real-
ity have an impact on determining the con-
sequences of your alternatives and you
need to consider them. While this hypothet-
icalsituationis not likely to occur very often,
it does represent the types of dilemmas
which can occur.

5. Select of the best course of action

Your declsion, regardless ot its nature, is
yours and yours alone. if you are correct
that is great. It you are wrong, you are the
one who is responsible. This is why you
need to be able to justify your actions.

There is no absolute and correct judgment of
right or wrong. It will aimost always depend on
the circumstances of the ethical dilemma. This
model can help you t0 see how your own valug
systerr . related to ethical standards.

You are probably acting in an ethically responsi-
ble way if--

e you have been personally and profession-
ally honest,

e you have acted in the best interests ot your
client,

e you have acted without malice or personal
gain, and

® you can justity your actions based on your
own best judgment,

Consistently maintaining these standards in your
actual day-to-day activity is no small task.

This model for decision making assumes that you
will have the time to follow a systematic proce-
dure on arriving at a solution, You may not be
afforded all the time you need to decide. As a
matter of fact. you may face dilemmas where
there is no time to deliberate. That is why you
need to be aware of the éthical code and. more
importantly, your own personal ethical code.
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Dealing with Conflicts in Ethical Standards

How do you chsnge policies and regulations that
conflict with ethicatstandards? How do you deal
with individuals who are engaging in practices
that you believe t0 be unethical? These two ques-
tions are quite important it counselors are t0 be
able 10 successfully patrol their own profession,
Allowing unethical practices to continue is uneth-
ical. Yet. there is no simple answertothis question.

The ethical code. in Section A, Statements 2 and
3, provides some * nerat ideas. Let us, briefly.
100k at them. They read in part:

...Theacceptance ofemployment in an insti-
tution implies thatthe member is in agreement
with the general policies and principles of the
institution.

... It despite concerted efforts, the member
cannot reach agreement with the employer as
to the acceptable standards of conduct that
allow for changes in institutional policy con-
ducive {0 the positive growth and develop-
ment of clients, then terminating the affiliation
should be seriously considered.

Ethical behavior among professional associ-
ates. both members and nonmembers. must
be expected at all times. When information is
possessed which raises doubt as to the ethical
behavior of professional colleagues. whether
Association members or not. the member
must take action to attempt to rectity such a
condition,

Wwhile these guidelines do not ofter a ot of spe-
cific advice there are a few key points thatshould
be emphasized. Note in the first statement that
the ethical conduct of the code applies to alt
counselors whether they are members of AACD
or not, Also. that you are ethically bound to take
some action to attempt to rectity the situation.
You are Only bound to attempt to reclity the situa-
tion. So. in essence, your responsibility isto try to
do something. not to satisfactorily resoive the
situation.

The code alsoO suggests certain ways 1o take
appropriate action.

1 Confer with the mndividual({s). group. or
-gency inquestionto attempt to resolve the
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situation in an jnformal manner. This shoutd
be done first. Actionshould utilize the insti-
tution’s channels first and then utilize pro-
cedures established by the state, division.
or association;

2. Gather further information regarding the
allegation;

3. Conter with local or national ethics com-
mittees and $0 forth.

States vary considerably on tormal procedures to
deat with ethical grievances. For the most part,
there was no format mechinism, as part of the
Association, that guidance personnet could uti-
lize until recently. In 1979, the AACD adopted a
tormal ethical grievance procedure for process-
ing ethical comptaints. The document that de-
scribes the procedure in detail is cited in the ref-
erence secticn and is avaitable tfrom AACD. The
procedure applies only t0 members of the Asso-
ciation and adverse tindings of review panels
could result in permanent expulsion from the
Association. This action by AACD is a great and
necessary step toward the self-regulation of the
ethicat conduct of guidance personnel. As states
begin to legislate laws tor licensing counselors,
formal ethical boards to arbitrate complaints
relating to ethicat behavior will continue to
develop.

From your perspeclive, the best approach to use
when dealing with individuals suspected ot un-
ethical conduct is to discuss it with that person
and try to resotve it at the initial levet. it this fails.
you can take it t0 your supervisor and seek assis-
tance. Certainly your counseling skilts in con-
frontation and conflict resolution will be needed.
The same counseling approaches that you would
use with clients shouid be just as eftective in
resolving suspected unethical practices. Gener-
ally speaking. your ethical responsibility would
be tuttilted at this point.

But whatit itis not an individual, but an agency or
institutional problem that requires your action.
You may end up havingto attempt change at your
own agency. Or perhaps focus on certain local
taws or administrative regulations that require
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change. Asyou may have noticed the first ethical
statement cited above provides little in the way of
specific directing. Certainly, your last resort is to
consider termination of your employ ment. since
tnis may do little to bring about the desired
changes you feel important.

The best approachis to follow the same steps that
were presented for dealing with individuals. That
is, gather your infor mation and evidence to sup-
port your contentions and deal with the problem
internally.

You should also know Yyour legal recourse in
these matters, since the problem may have legal
implications. If there are legal implications you
should seek competent legal advice as to how to
go about suggesting changes. You also should
seek help and counsel from your colleagues
wherever possible.

Lastly, be aware of the issues of libel and slander
that were discussed earlier. Making charges of
unethical or inappropriate conduct could putyou
in a vulnerable position, especially if you are
wrong. Be careful that what you say or write is
correct. Make sure you have all the necessary
facts.

This effort is not easy and certainly little direction
as to appropriate courses of action is available.
However. keep in mind the following suggestions:

1. First. make sureyou have all the infor mation
and that i’ is correct.
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10.

. Work withinthe framework of the institution

whenever possible.

. Seek advice from your colleagues and your

supervisors whenever possibie.

. Confront the individuals involved or the

individuals in charge.

. Be aware of the avenues and courses of

action for change within the system.

Seek competent legal advice whenever it
may be warranted.

|f professional or licensing boards for coun-
selors and other guidance personnel existin
your stale, discuss the situation with them.

if the situation is not resolved, use the ethi-
cal decision-making model that was pre-
sented to help you evaluate your courses of
action and their consequences.

Contact the Ethics Committee of AACD for
guidance concerning procedures for pro-
cessing ethical complaints.

Lastly, good luck in your efforts. Change is
naver easy. as you are, by now. painfully
aware!




Learning Experience 1
Applying a Code of Ethics and Ethical Standards

OVERVIEW
COMPETENCY  Apply protessionally recognized codes of ethics to profes-
sional behaviors in responding to acts of clients, problems
involving parente and other family members, the public, staff, ' . M
and consuitants, and issues regarding conﬂdamlal roeorda. e
velerrals and teallng Y e o
READING Read. Oompatency 1 on page 7 and Iho AAGD Ethloal Slan'-
dards on page 41 , 3 . L
INDIVIDUAL Discriminate between appropriate and lnapproprlaw ethlcur e
LEARNING - behavior on the basis of your othlcal code o
OBJECTIVE :
INDIVIDUAL Make judgments as to whether glven behavlors in hypothollcal-‘ Lo
ACTIVITY vignettes are ethical or not.. o o
INDIVIDUAL Check your responses against provided criteria. -
FEEDBACK L
GROUP Discuss the rationale for your responses indicating how given
LEARNING hypothetical behaviore couid be in contiict w!th established
GROUP Discuss your responses fo the hypothetical vignettes with
ACTIVITY other members of your group.
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INDIVIDUAL Make jJudgments as to whether given behaviors in hypothetical
ACTIVITY vig nettes are ethical or not.

Review the reading for Competency 1 on page 7. Then yse the AACD Ethical Standards on page 41 to
determine if the behavior presented in each of the following vignettes is ethical or not and note your
rationale foreach decision. First deter mine which section of the AACD Ethical Standards applies. Then
read each statement in that section for guidance in your judgment.

Hypothetical Ethical Vignettes

1. One of the counselors at your agency. who happens to be your friend and colleague. tells his
clients that the techniques he uses are extremely effective in helping clients find a suitable career
and in dealing with certain personal problems they may be experiencing. This counselor has not
been trained in personal problem counseling. even though the problem-solving skills which he
uses in career guidance may be helpful for personal problems.

Is this ethical behavior? Why?

2. A career counselor suggests to clients whom he cannot help very much that they can receive
better help for asmallfee from an expert career counseling agency with which he is affiliated. This
counselor has been making referrals to this agency for a long time even though the clients can
obtain essentially the same service elsewhere for free.

Is this ethical behavior? Why?

3. In meeting with a client for the first time a career chunselor discovers that the client had been
seeing a psychiatrist for several years. but stopped recently because he could not afford to pay for
it Because the counselor is rushed for time and this fact is not related to career issues. the
counselor dismisses the issue. Laterit is [earned that this particular client is suicidal and has just
atte mpted suicide.

Is this ethical behavior? Why?
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4, In discussing a client's tinancial and work situation, a counselor leaves out certain personal and

(8]

sexual habitsthat inadvertently were brought up by the client. The counselor ch00sas not to make
any notes relating to this intor mation in her records. The ccunselor reasonsthat this information is
sensitive and Probably not relevant to career issues with this client.

Is this ethical behavior? Why?

. A counselor is having difticulties in helping a particular client. The counselor takes the client's

case records to the consultant who supervises the services ot the agency. The identity 0t the client
as well as other sensitive information are made available t0 the consultant by the» ounselor.

Is this ethical behavior? Why?

A counselor has been providing prospective employers with client test scores and other informa-
tion relating to client intelligence level. The counselor has done this in order to refer the best
individuals for the job and t0 satisty the prospective employer who has been quite helptul in work
placements tor several Other clients.

Is this ethical behavior? Why?

it comes 10 the attention ot a counselor that a client has been engaging in illegal drug activities
including selling drugs 10 support herselt. When the counselor attempts 10 discuss the serious-
ness otthis matter. the client states that she was told what is said between them is contidantial and
then abruptly stops coming. The counselor immediately intorms his supervisor of all the details ot
the situation including the client's identity.

Is this elhical behavior? Why?

A counselor. in attempting to explain results of a particular vocational interest test. provides
clients with interpretations and information which could beinaccurate. The counselOr states that
the clients want to know about the tests they have taken since it may be helptul and there is no staft
person assigned 10 specifically provide feedback 10 clients about their test scores since the
information is only used to make statt decisions regarding the clients.

Is this ethical behavior? Why?

1 23




INDIVIDUAL - . Check vouf“tmtinm'n.alm't provided oriteria
FEEDBQCK_ ' : T )

Critique your responses in relation to the judgments listed below. If you are incorrect. go back and
reread the specific sections indicated.

1. NO - SeeSections A.1,A. 5 A. 9 G. 4,G.5ofthe Ethical Standards
2. NO - See Sections A.6,E. 7

3. NO - See Sections A, 5,B.1,B.4,8B. 10

4. YES - See Sections B.1,B.2,B.5 ]
5. YES - See Sections B.6,8.9

6. NO - See Sections B.5,B. 15

7. YES - See Sections A. 2, B. 4

8. NO - SeeSectionsA.2,A.5,C.3,C. 4

GROUP S Dltcuu your responsés 1o the hypothmcal vignones with
ACTIVITY L | other members ln yoor group '

Note: The following outline is to be used by the workshop facilitator.

Faclilitator's Outline Notes

A Starting Point

1. Indicate that participants will be Be sure that you have read the vignettes and
involvedin a small group discussion the ethical code. and are prepared to discuss
concerning their responses to the the results from the Individual Feedback. Not
eight vignettes. It the group is large. all assessments of the vignettes are obvious
divide it into smaller groups of but an attempt has been made to ensure that
approximately eight to ten individu- direct guidance can be obtained from the cited
als 10 facilitate discussion. sections of the Ethical Standards document.

2 Have participants complete the
Individual Activity.
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Faciiitator's Outline Notes

B. Small Group

1. Have each group discuss the re-
sponses. Emphasize the reasons
why people judged certain behav-
iors ethical or unethical.

2. Encourage the participants to react
to other's comments. The basic ob-
jective of this exercise is t¢: demon-
strate that guidelines provide direc-
tion, but that they seldor provide a
basis tor clearcut judgments. You
will want to convey this notion in
your responses and comments to

the groups.

3. Summarize the group discussions. It some individuals do not understand specitic
Remind the participants to keep their vignettes, enlist the support of other group
vignettes because they will be used members in y our discussion.

again in l.earning Activity 4. _
Provide participants with teedback regarding
their efforts to understand the ethical code.
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Learning Experience 2
Adhering to Legal Stanc'ards

OVERVIEW
COMPETENCY  understand the basic legal standards as they apply to spacific ~ .
aspects of counseling and how these legal standards relateto - - -
ethical standards, .
READING Read Compeiency 2 on page 11.
INDIVIDUAL Identify certair counselor actions that could Iead 10 legal Ilabil- .
LEARNING ity in working with a client. _ S e e
OBJECTIVE
INDIVIDUAL Identify actions as presented in a hypothetical case study that ": o
ACTIVITY relate to possible legal llability. _ e
INDIVIDUAL Check your responses against suggested aﬁm’rs. -
FEEDBACK o
GROUP Provide a rationale for your responses tothe Individual Activity - o
LEARNING anc: suggest ways to minimize the legai liabllity of counsslor *
OBJECTIVE actions.
GROUP Discuss your reactions 10 the Individual Activity.
ﬁ ACTIVITY
25
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INDIVIDUAL Identify actions as presented in a hypotheticail case study that
ACTIVITY relate to possible legal Hability.

In this activity you are to identify which violations of legal standards occurred. Review the reading for
Competency 2 on page 11, read the following case study. and then indicate which violations of legal
standards occurred

Case Study

Counselor X'strouble began when the client asked himto refer herto a person who could help solve her
headache problems. The counselor realized that much of the client’'s high absenteeism was related to
recurring headaches. The counselor referred the client to a doctor for acupuncture treatment that had
helped atriend of his. Heremembered thattheclient had expressed a desireto stop taking the medicine
that her family physician had prescribed 5o he reasoned that a nondrug treatment such as acupuncture
would help. He also phoned the client's employer at the client's request to explain why time off from
work was needed. Intalkingto the employer. Counselor X related hisimpression that the client was an
obvious hypochondriac and that time off was needed so that the client would not have torely on drugs.
Hecautioned theemployer nottodiscusstheinformation he had provided and stated that. since he had
privileged communication. whatever the employer said to the counselor would be held in strict
confidence. The counselor also stated to the employer that he had been successful in the past helping
clients with these types of problems and if the employer had any other employees with similar
probiems. he would be happy to help them for a small tee and consequently reduce the expense of
employee absenieeism

Which nf the following violations of legal standards occurred?
a negligence.yes ..__.No ___
b malpractice, yes .no ..
c libel.yes . __.no____
d slander.yes _ .no . __

e wviolation of privileged communication.yes ....no _. .

f invasion of privacy. yes .. _. no

26




INDIVIDUAL Check your responses against suggested answers.
FEEDBACK

Tt e following legal viclations appear to be present:
a Malipractice
b Slander
¢ Invasion of privacy

d  violation of privileged communication

GROUP Discuss your reactions 1o the _mqmghag AIWIV‘?% L o P
ACTIVITY . o | T

Note: The following 1s to be used by the workshap facilitator.

Facilitator's Outline Notes

A Starting Pomnt

1 Have participants complete the Indi- Allow approximately 15 minutes for the Indi-
wdual Activity if they have not already vidual Activily
done so

2 Indicale 1hat partictpanis will be

ivulodin a small group discussion
oncernimg their response:s to alegal
lahdy case If the group 13 large,
divide it into smaller groups

B Group Discussion

1 Askeachgroupioappointarecordes
to captute the sahient points of the
IS0 185100

oSl sugoestions from oeach
membet of the qroups for what maghl
ave hiesn e appraptiate bithiov
torsan The Case sludy sitnation
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Facllitator's Outline

Notes

3. Ask groups to be prepared to share
highlights of the discussion with the
large groups.

4. Reconvenesmallgroups forthelarge
group discussion.

Emphasizethe conditions of possible legal lia-
biilty that exist and reinforce the participants
for their responses that suggest valid ways in
which the legal liability could have been
avoided.

Make specific mention of how the legal con-
siderations are directly relevant to the ethical
considerations discussed in Learning Expe-
rience 1.




Learning Experience 3
Detining Personal Values and Ethical Standards

OVERVIEW

COMPE'TIENGY{, Define own. valuu and ethlcal andardq and duorlba howt_- e
R thesecqn aﬂcct oum ptuonal and profomonll bahavlors TR

Py _-_'”
Wi .

HEAD“‘G N nud compmncyaon pago 14.

e
. ' )
. l

'ND""DUM- l“nﬂfvthm valuu wmcu you bollwo!mporlamtox!oucown
LEARKING »W'Wn!i Olhlml or vﬂm symm L

OBJECTIVE

INDIVIDUAL ~  Exarmineyourveluesyetem as i elates tovarious dtupatioie,

INDIVIDUAL Conductaseitmssessment. - . . " ‘i i
FEEDBACK L e T e

GROUP Identity certain valuss you hold and develop 8 perspectiveon - =
LEARNING how these values affect yom work as a oaroet guldunce team -

OBJECTIVE member.

GROUP Discuss your responses 1o the rating form in the tndividuul o
ACTIVITY Activity with the group, _
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INDIVIDUAL Examine your value system as it relates to various occupations.

ACTIVITY

After reviewing the reading tor Competency 3 on page 14, compiete the following chart.

Values and Ethics Exercise

1. Thetoilowingis a list of severai various occupations. Rank order the occupations in terms of
prestige. Assign the number 1to the most prestigious. 2 to the next prestigious, and so on.

—— lawyer , — farmer

—— physician auto mechanic
e ditcﬁ digger — Carpenter

—— army captain : —. maii carrior

e COBI MiNOY banker

ae— truck driver insurance agent

e 8ChOO! teacher —— Waitress

~—— barber : — grocer

2. List five traits or qualities that you feel important for your friends to possess, e.g., a good
sense of humor might be one.

b.

C.
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lNDWlDUAL Oouducuullf-umsmmt._ e T

Fl_eview your rankings of occupations based on prestige. Compare the “top eight'" with the "bottom
eight” and note similarities and differences, particularly in salary, educational and physical require-
ments. This procedure should suggest certain values that you possess.

Next, review the five qualities that you indicated as “desirable” for friends to possess. Compare it to

con':Qrm or negate the conclusions you have drawn regarding your values asreflectedintheoccupation
rankings.

GHOUP Dhum your mpoum to tm mlng fom-'in thn
ACTIV[TV Aﬂlvlty with the group )

Note: The following outline is to be used by the workshop facilitator.

Facilitator's Outline Notes

A. Starting Point

1. Have participants complete the Allow approximately 15 minutes for partici-
Individual Activity if they have not pants to complete.
already done so.

2. Divide the total group into smaller
groups for discussion purposes.

B. Group Discussion

1. Havethegroup selecta chairperson
who will provide a wrap summary to
the total group at the end of the
discussion.

2. Highlight the points for small group
discussion. They are as follows:

e Group members should compare
their responses and attempt to
relate the results to their own
value systems.
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Facilitator's Outline

¢ Group members should discuss
how their values can attect the
decisions they make regarding
clients,

C. Feedback on Discussion

1. Have each chairperson present one
or two points gleaned from the dis-
cussion and the Implications tfor
guidance personnel.

2. Summarize the important points
brought out in discussion. Remerm-
ber to reintorce the point that the
exercise is limited and considerable
reflection is necessary in order to
achieve awareness of yourownvalue
system,
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Learning Experience 4
Implemeniing Ethical Decision Making

OVERVIEW

COMPETENCIES imptement an ethical decision- makino olrutm w0 a8  to bo .

READING

INDIVIDUAL
LEARNING
OBJECTIVE

INDIVIDUAL
ACTIVITY

INDIVIDUAL
FEEDBACK

GROUP
LEARNING
OBJECTIVE

GROUP
ACTIVITY

able to confront and provide suggéstions to ‘colieagues and - -
clients who are riot exhibiting ethical: ‘behaviors insuche way ...

. that poaltlve modlllclticmsln thalrbchlwior arollulytqoccur.j_ L S

Describe how to deal with Individuais and immwom that m ;
Pﬂﬂlﬂp&ﬂﬂo in unoihioal pnctim o

:l;ad Com patoncy 4on pago 16 ;nd compétpnéy B on pmf e ﬁ;.;f

Apply 8 syatomalic apprmoh to olhloll docloion l’nihlng lﬂ
order to rnolva polential ethical dllemmup.; RN e

'(: T

Apply decision making skilts tohypotheticl eihial dilemenas. . :::
Compare your answer 10 Sél'l'lo .Ugm“domd.ﬁn“. | L .

Use your skills to take Iho neccuary stopa Io rmlve 3 polen-..', - '
tial ethical dilemms. | | | =

Attempt to resolve a potential ethicai dilem ma by cbnfronting .
(in a role play situation) an Individual ouspocted of unethical
conduct.
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INDIVIDUAL Apﬁly .the decision-making skills to hypothetical ethical
ACTIVITY - dilemmas. ,

Apply the ethical decision-making strategy to the tollowing hypothetical situations. Youshould review
the reading tor Competency 4 on page 15 betore you begin. Remember to tollow the steps ot ethical
decision making:

e |dentify the problem or dilemma

* |dentity existing rules or principles that are relevant

o Generate possible and probable courses of action

e Consider potential consequences of each course of action

o Select the best course of action and be able 10 justity it

Hypothetical Situations

1. One of the counselors at your agency, who happens to be your friend and colleague, tells his
clients that the techniques he uses are extremely ettective in helping clients tind a suitable career
and in dealing with certain personal problems they may be experieacing. This counselor has not
been trained in personal problem counseling, even though the problem-solving skills which he
uses in career guidance may be helptul tor personal problems.

Ethical decision;

2 A career counselor suggests to clients whom he cannot help very much that they can receive
better help tor asmalifee from an expert career counseling agency with which heis attiliated. This
counselor has been making reterrals to this agency for a long time even though the clients can
obtain essentially the same service elsewhere for free.

Ethical decision:
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3. In meeting with a client for the tirst time a career counselor discovers that the client had been
seeing a psychiatrist tor several years, but stopped recently because he could not atford to pay tor
it. Because the counselor is rushed for time and this fact is not related to career issues, the

counselor dismisses the issue. Later it is learned that this particular client is su.cidal and has just
attempted suicide.

Ethical decision:
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+ Campare your answers sgainst suggested guidalines.

[ - . Ul Y e T -
" A . "

There are no absolute right or wrong responses to this exercise. However, in the area of ethics some
responses will always be better than others. Look for the appropriate use of the live steps in ethical
decision making. In each of the three hypothetical situations, some guidance should be provided to
you by the ethical stanfards presented on page 41,

Note: The following outline is to be used by the workshop facilitator.

Facilitator's Outline Notes

A. Starting Point

1. Indicate to participants that they will Be sure each participant has a copy of the
be role playing in groups of three vignettes.
using the hypothetical ethical
vignhettes contained on page 39.

2. Instruct the participants that they The purpose of this exercise is to allow each
will role play each of three roles in participantan opportunity to demonstrate skills
groups of three: the confronter, the in confronting an individual suspected of un-
suspected individual, and an ethical conduct. Be sure each vignette is used
observer. at least once.

B. Role Play Situation

1. Divide the participants into groups
of three and ask them to select one
of the vignettes from the handout to
role play. They will take turns in
rotation as confronter, suspected
individual, and observer. It is the
observer's role to make note of the
role play and provide feedback to
the participantsin termsof whatwas
done and how elfectively it was
accomplished




Fecllitetor's Outiine

2. Remind the particpants that in

attemptingto correct unethical prac-
tice. they should be following the
ethical standards as described in
this modutle. They should refer to
the reading for Competencies 4 and
5 betore starting this exercise.

. Give the participants approximately
10 minutes to play each role and
approximately 10 minutes for ob-
servers 1o provide feedback at the
conclusion of the three role plays.

Ask individuals tor their reactions to
the exercise.

. Summarizeimportant points brought
out in the discussion. Be sure to
emphasize the appropriate ethical
standards tor contronting suspected
unethical conduct. You could aiso
look tor specific examples where
using the decision-making strategies
discussed earlier would beimportant.

. Note that these exercises require
that certain counseling skills be uti-
lized intheconfrontations. Acknowl-
edge participants’' effective use of
techniques and theiractionsin deal-
ing with unethical conduct where
appropriate.

37

Make oObservations tor use in the group
discussion.

Allow approximately 40 minutes tor the activity
and then reconvene the group.
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Handout

Hypothetical Ethical Vignettes

1. One of the counselors at your agency. who happens to be your triend and colleague. tells his
clients that the techniques he uses are extremsly ettective in helping clients find a suitable career
and in dealing with certain personal problems they may be experiencing. This counselor has not
been trained in personal problem counseling. even though the problem-solving skills which he
uses in career guidance may be helptul tor personal problems.

2. A career counselor suggests to clients whom he cannot help very much that they can receive
better help tor a small fee trom an expert cureer counseling agency with which he is atflliated. This
counselor has been making referrals to this agency for a long time even though the clients can
obtain essentially the same service elsewhere for free.

3. In meeting with a client tor the tirst time a career counselor discovers that the client had been
seeing a psychiatrist for several years, but stopped recently because he could not attord to pay tor
it. Because the counselor is rushed for time and this tact is not related to career issues, the
counselor dismisses the issue. Later it is learned that this particular client is suicidal and has Just
attempted suicide.
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APPENDIX

% Ethical Standards

Amenican Association for Counseling ani Development

{Approved by Executive Cummitiee
mpon relzevat of (he Board of Directon,
Januery (7, 1981).

PREAMBLE

The Associalion i gn educational,
scientific, and professional organization
whose members are dedicated io the
enhancer.. 1t of the worth, digaity.
potental. and wniqueness of each
dividual ond thus ro the service of
soctety.

The Associalion tecogniles thot the
rolfe defimitions and work seltings of ils
members iaclude a wide vanety of
academc discipiines, levels of academsc
prepasation and agency servives. Thi
diversutv refiects the broadih of the
Associgtion’s interest gnd influence. It
aiso poses challenging complesilies in
efforts 1o ser sandards for the per
Sormance of members, desired reguistie
peepasation or practice. ancd supporiing
social, legal, and ethical vonirols,

The specification of ethical signdords
engtiletr the Association to clanfy to
present and future members and to those
served by members. the nature of ethical
respunsibifities held tn common by its
members,

The existence of such siandords serves
o stsmuilate greater concern by members
Jor their own professional functioning
ond for ithe conduct of fellow
professionals such o3 counselors,
gvidence and studens personnmel
workers, ond others in ihe helping
profestions. As ihe ethical code of the
Association, ths documenr establishes
principles  that  define  the erhreal
behavior of Associaiion membery.

Section A:
General

I. The member  influences
development  of  the

the
professon by

continuous efforts to improve
professional practices, teaching, ser-
vices, and revearch. Professional growth
is continuous throughout the member's
carcer and Is exemplified by 1he
development of a philosophy that ex-
plains why and how a membet functions
in the helping retationship. Members
musi gather data on their effectiveness
and te guided by the findings.

2. The membcr has a responsibility
bath 10 the individual who is setved and
to the insiitution within which rhe
service i3 performed to muintain high
standards of professional conduct. The
member strives 10 mainiain the highest
levels of professional services offered to
the individuals to be served. The
membet also srives 10 assint the agency.
organization, of instiution in providing
the highest caliber of professional
setvices. The acceptance of yment
in an institution implics that the member
i3 in agreement with the general policies
and principles of the insitution.
Therefore the professional activities of
the membet are also in accord with the
objectives of the institwion. If, despite
concerted efforts, the member cannot
reach agreement with the employer as to
accePtable siandards of conduct that
allow for changes in institutional policy
conducive to the positive growth and
development of clients, then terminating
the aifiliation should be seriously
considered.

3.  Ethical behavior among
professional associaters both members
and nonmembers, must be expected st
ali times. When information is possessed
that raises doubt &3 10 the ethical
behavior of professionsl collesgues,
whether Association members or not,
the membet must take action to attempt
to rectify such a condition. Such sction
shall wse the instirution™s channels first
and then use procedures established by
the atate Beanch. Division, or
Association.

4. The member neither claima nor

implies professional qualifications
enceeding  those possessed and i
responsible for correcting any
misrepreseniations of  these
quaiifiations by others.

*. In establishing fees for professional
counseling  services, members must
conuder the financial status of clients
and locality, In the event thm the
cstablished fee structure iy inappropriate
for & client, assisionce must be provided
in finding compatable services of ac.

‘ btoT COPY AVAILABLE
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veptable cost,

6. When members provide
formation 1o the public or to subor-
dinates, peers or supervisors, they have a
responubility (0 ensure 'hat the content
is general, unidemtified client in
formation that is sccurate. unbiased,
and consists of objective, factual data.

in-

3. If an individual is already in a
counseling relationship with another
Professional petson, the member does
not enter into 4 counseling relationship
without first contacting and receiving

the approval of that other professional,

11 the member discovers thar the client is
in another counseling relationship afier

the counseling relationship begins, (he
member must gain the consent of the
o:hhe: pr?l'mioml ot terminate the
7. With regard to the delivery of refationship, unless the client elects to
professional services, members should 'efminate the other relationship.

accept only those positions for which ¢ when the client's condition in-

they are professionally qualified. dicates that there is clear and imminent
danger to the rlient or others, the

member must take reasonable personal

8. In the counseling relationship the action or inform responsible suthorities.
sounselor is aware of the intimacy of the Consulation with other professionals
relationship and mainwains respect f0r mu be used where possible. The

the client and avoids engaging in a¢- assumption of tesponsibility for the
tivities that seek to meet the counselor™s ofient{s) behavior must be iaken only

personal needs at the expense of that
client. Thtough gwareness of the
negative impact of both racial and
sexual stereoryping and discrimination,
the counselor guards the individual
tights and personal dignit¥ of the client
in the counseling relationship.

Section B:
Counseling Relationship

This section refers to praclices and

procedures of individual and/or group
counseling rclationships.

The member must recognize the need
for client freedom of choice, Under
those circomsiances where (his is not
possible, the member must apprise

afier careful deliberation. The client
must be involved in the resumption of
responsibility as quickly as possible.

$  Records of the counseling
relmionship, including interview noges,
test data. correspondence, tape
recordings, ana other documents, are to
be considered professional information
for use in counseling and they should
not be considered a part of the records
of the institution or agency in which the
counselor is employed unless specified
Y state statute oF regulation. Revelation
1o others of courseling material must
occur only upon the exPressed consent
of the client.

6. Use of data derived from a
counseling relationship for purposes of
counselor training of research shall be
confined 10 coment that can be disguised
to ensure full protection of the identity

clients of restrictions that may limit theie OF the subject client.
freedom of choice. ’.The o he
. memnber must inform the client

1. The member's primary obligation i of the yurposes, goals, techniques, rules
(0 respect the integrily and promote the of procedure and limitalions that may
welfare of the client(s), whether the grrecy the relationship ot ot defore the
client(0) is (are) assisted individually of time that the counseling relationship 1s
in a §foup relationship. In a roup entered.
setting, the member is also responsible
for taking teasonable precawions lo
protect individuals from physicsl anc/ot 8§, The
psychological .raums resulting from prospective
interaction within the group.

2. The counseling relationship and
information resulting therefrom be kept

member must screen

group  participants,
especially when the emphasis is on sell-
understanding and growth through self-
disclosure, The member must maintain
an awareness of the group participants’

::E::::;:‘" of eo&’:“i::m;:'h ”'h:' compatibility throughout the Jife of the
ptofessional ~wrson. In a  group 870UV

coumnseling setting. the counselor must
set a norm uf confidentiality regarding 9. The member may choose to consult
oll group participants’ disclosures. with any other professionally competent

41
43




BCOY LUFT RV -

person about a diem In choosing &
consuhant, the memher must avord
placing the camuliant 10 a onfha of
interest siuation that would preclude
the cansuliani's being a proper parly to
the member's effotts 1o help the client.

10. tf ithe member determines an
inability 10 be of professional assistance
10 the chiem, the member musl eithes
avord imliating  Lthe counseling
reistionship or immedialely termunaie
that relationship. In sither event, the
member  must  suggest  sppropnate
alternatives. {(The member must be
knowledgeable about refefral resources
30 that & satiwlactory eferral can be
inihated} In the event the chiemt declines
the suggesied referral. the member is nol
objigated 10 conunue the relaionship.

. When the member has other
relationships, paruculatly of an admin-
istrative, supervisory and/or evalualive
naure with an  individual seeking
counseling swervices, the member musi
ot serve as (he counselor but should
refer  the individual ro aoother
professional. Omly in instances where
such an aliernative is unavailable and
whete the individual's s1:ualion warranis
counseling intervention should rhe
member enier into and/or Maintain 2
counseling  relalionship.  Dual
relationships with clienrs thar might
impair the member's objectivily and
professional judgment (e.§.. as with
close [riends of relatives, gexual in-
timacies with any clien) muw be
avoided and/or rhe counseling
relastionshup rerminated through referral
10 anoi her competeni professional.

12. AN experimental methods of
trestmenl must be clearly indicaled 10
prospeclive  tecipienls and safely
precautions are to be adhered ro by rhe
member.

13. When the member 1y engaged in
short-1etm  goup  (reatment/Lraining
programs (e.g., marathons and other
encounrer-iype or growth groups). the
member ensures rhal ieez s
professional assistance available during
and following the group experience.

14. Should the member be engaged in
a wark setiing that calls for any
variarion [ram the above sialements, the
member is obligaled 10 conwdi with
other professionals wheneve, possible 1o
conuder Justifiable aliernatives.

SectionC:

Measurement and
Evaluation

The pimarv purpose of educational
and psycholagical 1esnng 1s 10 provide
descriplive measures thal are obleciive
and nterpretable in either comparalive
or absolure lerms. The member must
recognize the need lo imerpter the
statemenss (hat follow as 3pplying (o the
whole range of appraical technigues
including 1est and noniey dala. Tesl
results constiute onty one of a variety of
perunent sources of nformanon for
personnel, guidance. and counseling
decwaon .

I The member muu proside specific
onentaion of nformation 1o (he
eraminee(ss pliot (0 gad folloving the
test admimvirstion so that the resulis of
testing may be placed in propec per.
spective with other relevant (actors. In
80 doing. Ihe member musi recognize Lhe
effects of socioeconomuc. ethmic and
cullural faciors on rest scores. It s the
member's professional responsibility to
use addihonal unvahidated inflolmation
carefully 1n modiflying Interpretation of
the (esq resulis.

2. In selecting 1ests fnt use in @ given
sitvation or with a paruculal client,
the member musi consider carelully the
specific  validity, reliability, and op-
propriateness of the 1estls). General
validity, relahility and the like may be
questioned legally as well as ethically
when 1esis are used for vocauonal and
educational seleciion, placcrncnl. or
counseling.

3. When making any stalemenis 10 the

public about 1evs d esting, the
member must give ar ‘& infor malion
and avod [false ci of miscon-
ceplicn . Special of. + are often

required v ..wd unwan aed con-
notalions of such terms as fQ and grode
equivalent scores.

4, Different rests demand differens
levels of competence for admnistration,
scoting . and inlerprelation. Menbers
mus| recognize the limits of their
competence and perform ouly those
functions for which rhey are preg.ired,

$. Tests must be adminisiered under
the same conditlons t(halt were
established in their standardization.
When tesis are nol administered under
siandard conditions or when unusal
behavior or irtegularities occur during
the testing session, those condin 'ns
musi be noted and rhe resulis designated
a8 invalid or of qQuesionable validity.
Unsupervised or inadequalely super-
vised iest-raking, such as the use of tests
through the mails, is considered
uncthical. On the other hand, the use of
instruments that are so designed or
srandardized 10 be sell-adminisiered apd
seif-scored, such as interest inveniorics,
islo be encouraged.

6. The meaningfulness of rest resulls
used In personnel, guidance, and
counseling funclions generally depends
on (he examinee's unfamiliariry with the
specific items on rthe resl. Any prior
coaching ar disseminarion of the lest
malctials can invalidate test results.
Thevefore, 1es1 security s one of lhe
professional obiigations of the member.
Conditions thal produce mos| [avorable
1e8t resulis must be made known 10 Lhe
examinee.

7. The purpose of testing and the
eaplicit use of the resfts must be made
known 1o the examinee pnor 1o lesling.
The counselor muwt ensure that in-
strument limnations are not exceeded
and lhat  periodic  jeview and/of
retesting are made Lo prevent clienl
sereatyping.

g. The examinee's welfare and explicn
priot understanding must be 1he critens
tor determmng the reciptems of the te
results. The member musl see (hal
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speci(ic interpretalion accompanies any
release of individual or group tesl dala.
The interpretation of (est data must be
telaled (0 (he examinee's particular
concerns.

9. The member must be cautious when
interpreting the results of research in-
siruments  possesaing  insullicient
technical daia. The specific purposes for
the use of such instruments musi be
siated explicitly to examnees.

10. The member must proceed with
cauhion when altempling | > evaluaie and
interpret the performance ol minonty
group members or other persons who
are not lepresenied 10 the porm group
on which (he mmstrument was sian
dardiled.

11. The member musi guard againsi
the appropriation, reproduciion, or
modilications of published tests or parts
thereof without achknowiedgmem and
permussion fromihe previous publisher,

12, Regarding the preparation,
publication and distribution of rests,
reference should be made 10

8. Standords for Educgtionnl and
Psychological Tests ond Manuels,
revised edition, 194, published by the
American Psychological Associalion on
behalt of iiself, ihe American
Educational Research Association and
the National Council on Measurement in
Education.

b. The responsible use of tesis: A
position paper of AMEG, APGA, and
NCME. Measurement and Evoluation in
Gindance, 1972, 5.303-388.

" c. “Responsibililies of Users of
Sitandardized Tesrs,'" APGA,
Guidepost, October 5, 1978, pp. 3-8,

Section D;
Research and Publication

1. Guidelines on (esearch with human
subjectsshall be adhered (10, such as:

a. Ethical Principles in the Conduct of
Research  with Human Portiwipanis.
Washinglon. D.C.: American
Psychological Association, Inc., 1973,

b. Code of Fed¢ ‘al Regulstions. Title
43, Subtitle A, Part 46, as currently
issued.

2. In planning «ny research activity
dealing with human subjecis. the
member must be aware of and
responsive 10 all  pertinenl  ethical
principlcs and ensure that the research

oblem, design, and executson are in
ull comphance with Lthem.

3. Responsibihity for ethical research
practice lies with the principal resear.
cher, while oihers involved in the
research  activities  share  ethical
obliganon and (ull responubilily for
their own actions.

4, 1n research with homan suhjects,
resealchers are responsible for  the
sibpecis' welfare throughout the ex-
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periment  and they  must  tahe all
reasonable precauhons to avoud vavung
injurious  psychutogwal, phywical, of
sacial effects on their subjexts.

S. AN research suhjects must be in-
formed of the purpuse of the wudy
encept when withholding information or
providing misinformation 10 them s
essentiad 10 1he investiBation. In such
research the member must be respon-
sible for cotreciive aclion as toon as
possible foflowing completion of the
research.

6. Panicipation in research must be
voluniary. Involuniars paricspation is
appropnale only when it can be
demonsiraied (hal  parlicipation  will
have no harmlul effects on subyevis and
is essential 1o Lhe investigation.

7. When reporting research resolis,
eaplicilt mention must be made of all
vanables and conditions known 10 the
investigator 1hal might affect 1be
ouicome of Lhe investizzrion or the
interPretation of the data.

B. The member musi be responuble
for conducting and reporting in-
vestigations in a manner thal minimyzes
the passibility rhar resulls will be
mislading.

9. The member has an obligation lo
make gvailable sufficiem  ofiginal
rsearch data 1o qualified others who
may wish (0 rePlicate the siudy.

10. When supplying dals, aiding in
the research of another  person,
FEpOIting research results, of in making
original data available, due care mus be
taken lo disguise rhe identny of rhe
subjects in the absence of specific
authonzation from such subjecis (o do
otherwise

It. When conducting and reponiig
research, the member must be famibiar
with, and give recogmiion 1o, presious
work on rhe 10pic, as well 3y |0 Observe
all copyright laws and follow (he
principles of giving (ull credit to all 10
whom credit is due.

12. The member mus1 give due credn
through joint authorship.
acknowledgment, foolnoie stalements,
or other appropriate means to those whho
have contributed Sigmficanty (o the
rescarch and/or  publication, in ac-
cotdance with such conmbutions,

13. The member must communicaie 10
other members 1he resslis of any
research judged Lo be of prolessional of
scientific value. Results reflecting un-
favorably on insrilulions, Programs.
services, o8 vested inieresis must nol be
withheld foe such reasons.

l4. If members agiee 10 cooperale
with another uidivdual in  research
and/or  publication. they ncur an
obhigation (o conperate as promicod 10
terms of puoctuahiiv of performance and
wirh full regard 1o the comploreness and
accuracy of rthe information reguired

15. Lihical pracuce requires (hat
authors nol submil the same manuwnpl
or one essentlly similar in content, for
simultapeous puhhicahon considetanon




by Iwo or mure Journals In addition,
manuwripis published in whole o in
subviantial patt, in snather psutial o
published work shnuld nit be \wbmited
for Publication withou!
acknowledgmeni and permission from
the previous publication.

Section E:
Consulting

Consuttation relets 10 a voluniary
relatmnhip beiween 4 professional
helper and  help-needing  individual,
group or sosial unit in which the con-
sultant 15 p oviding help 10 the chenils)
in defirang and solving a work-related
problem ot potential problem with a
chent ur client systen {This definion 15
adapted  lrom  Kurpws, DeWayne.
Comulation theory and process: An
mregrated mwadcl  Perionacl  and
Guidanve Journal, 197R. 96

I. The member acling as consuliant
must have a high degree of self.
awareness of hiv-her own values,
knowledge, kills, limuarions, and needs
in entening a helpng relationship thas
invalves human and-of organitational
change and that the focus of the
relawmbhip be on the issues In be
resolved and not on the person(sh
Presenting the problem

2 There must be undentanding and
agreement betv.cen member and client
for the problem definttion, change goals,
and predicated consequences of in-
tersentions selecied,

3. The memher mut be reasonably
ceriain that she’he of the wiramzation
represenied  has  the nectsuiny com-
petencies and resources for giving the
kmnd ol help that v needed now of may

deselop later and ihat appropriate
refetral rewources ate available o Ihe
comultant.

4. The comuing relanonship must be
one in which clieni adaptabiluy and
gtowth toward selidirechion are en-
souraged and culbvaid. The membet
must Mmaintamn this role «onsistently and
nol become a decision naker [er the
client ot create a future depr.~dency on
the consultani.

4 When annuvuncing consuliant
avadamlity for services, the member
conscientiously  adheres 10 the
Association's rhical Standards.

6 Ihe member nust refluse a privaie
fee ot nther femuncation for cnn.
wiltation with persony who are eniitled
1o these setvies through the member's
empluoving Instiplion or agency  The
paliies nt a puifivular agency may make
evplicg prosisons lor pivale pracihce
willy agenvs chente ty membere ol
s siatl  In such imstances, the clients
musi be apprised ol piher tphons open
in them should they seek privae
cnunseling serviges
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Section F:

Private Practice

I. The member should assist the
profesion by facilitaling the availability
of counseling services in privale as well
a3 public setlings.

1. In adveriising services ay a privaie
Pracunonet, (he member must adverise
the services in such & Mmanner so as 10
accurately inform Ihe public a3 10
profession, and
techniques of counseling tn a
professional manner. A member who
Assumes an executive leaderchip role in
the organization shall not permit his/her
name 1o be used in profesvional notices
dunnt periods when not  actively
engaged in (he private praclice of

counseling.

The member may list the following:
highest relevant degree, 1ype and level of
certificanion o license, type and/or
descriphon  of  services.  and  other
reievant information, Such information
must not contain [alse, inaccurate,
misicading. partial. out-of-context, ot
decepiive material or sratements.

3. Members may jOin in parinership’
corporation with other members and-or
orhet professionals provided thal each
member nl the partnership or cot-
poralion makes clear (he separate
specialives by name in compliance with
the regulations of the locabry.

4 A member has an obligution o
withdraw from a counseling relationship
il it is believed thai employment will
resull in  violation of the Ethicol
Standards. I the memal ot phyusal
condiion of the member ronders
difficult in sarry oul an effechve
professional relationship or il the
membet 15 discharged by (he clienl
because Ihe counseling relaisonship is no
longer productive for the client, then the
member is obligaled 10 1erminate (he
counseling relationship.

5. A membet must adhere 10 ihe
regulations for privaie practice of the
locality where the services are offered.

6. N is unethical 10 use one’s in-
stitutional affiliation to recruit clienrs
fot one's private practice.

Section G:
Personnel Administration

1t s recognires) thal most members are
employed n public or quav-pubhc
wnstitutions. The functioning of a
member  within an nstilstinn - musl
sonitibute 1o the goals nf the institulion
and vice versa if either 15 to accomplish
theit respective goals or objectives. 1t is
itherefote essential that the member and
the invlldtion funcion v ways 1o {al
make the indituiion’s goals explicil and
public; (b) make the membet's con-
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tribution 1o instilunonal Boaks specific;
and (¢} foster mulual accountability for
goal achrevernent.

3. Members musi esrablinh a program

directed (oward deseloping studenis'
skills,

knowledge, and self-

‘ .y o undersuanding, stated whenesver possible
To accomplish these objectives, it is incompetency or performance terms.

recognized thal the membe; and the
empPloyer must share responsibilities in
the formutation and implemenitation of
personnel policies.

compeiencies of
compliance with relevant
sdandards. These compeiencies must

4. Members must identify the levels of
their  students in
Division

1. Member. musi define and describe gecommodate the para-professional as
the parameters and levels of their well as the professional.

ptofessional comperency.

2. Members must  establish inter-
petsonal relations and working
agreemenis  with  supervisors  and
whording es regarding coumeling of
chnical relationships, confidentialiny,
disinchon between public and private
malerial, mainienance, and
dissermnalion of revorded information,
vark load and accountability. Wotking
agreements in each instance must be
specified and made known 1o those
concerned.

3. Members musi alert their employers
'o ¢onditions (nai may be potentially
disruprive or damaging.

4. Members musi inform employers of
condinons thai may limit thesr ef-
fectiveness.

P Mephers mus submit regularly 10
professional réWew and evaluation.

6. Members must be responsible for
inservice development of sell and-or
staff.

7. Members must inform their staff of
goal and programs.

8. Members must provide personnel
practices that guaraniee and enhance the
rights and welfare of each recipient of
theit setvice.

9. Members must select sompetent
persnns  and  assign  responvibilities
compalible with Iheir skills and ex.
periences.

Section H:
Preparation Standards

Members who are responsible (ot
traning others must be guided by the
preparalion  standards  of the
Association and relevant Divisionds).
The member who functions in the
capaoty of irainer assumes unique
ethical tesponsibilities that frequenily go
beyond (hat of the member who does
nol function in a iralwing capacity,
These ethical responsibilities  are
oullined as follows:

I. Memhers must orienl students to
program eapectations. basik  skills
develnpment. and  employment
prospects prior in admissinn (o the
program.

2 Members in charge of learning
enpeniences must  estahlnh  programs
that Iniegrate academic siudy and
supervised prastice.

that
commensutale  with levels of
functioning.
technician-level  personnel
trained 8% consumers of research, In
addition. these personnel must learn
how 10 evaluaie thewr own and (heir
program’'s
wraining, especially al the doctoral level,
would include preparanon for original
tesearch by the membet.

varied rheoretical
studemts may make comparivons and
havc the opporiunity 10 select 2 posltion,

$. Members, ithrough continual

sludent evaluaion and appraisal, musi
be aware of the persoaal limitatinny of
Ihe learner that might impede Juture
performance. The indruciof musl nor
only assist the learner in secunng
remedial assistance but alvo screen from
the program those individuals who are
unable (0 provide compelent services.

6. Members must provide 2 Program
includes training in  research
role
and
muyt  be

Para-professiona!

effeciiveness. Gradume

7. Members must make studenis

aware of the ethical responsitulines and
standards of the profession.

8, Preparatory progréms musi en.

courage srudenits to value the 1deals of
s;r_\ricc to individuals and 10 society. In
this
remuneralion ot lack thercof must not
influence the quality of ervice rendered.
Moneiary consideraiions musi hot be
allowed 1o overshadow professional and
humanitarian necds.

regard, direct financial

9. Membery responcible  for

educational programs must be skilled as
teachets and piacrtiiones »,

10. Members must presenr thoroughls
positions 50  thal

1l. Members must develop clear
policies within their educa tonal in-
stitutions regarding NHeld placement and
the roles of the student and the in-
structor in such placemens.

12. Members mudt ensure (hat forms
of learning f(osuung on self-
understanding or growth ate voluniary,
or il required as part of the education
program, are made hnown 0
prospective students Prior 1o enleting
the program. When the educalion
program offers a growth e perience with
an empliasis on self-disclowure or other
relatively intimate ur penonal n-
volvement, the member musv have no
adminisrrative,  supetvisois. OfF

evaloating authoriy  tegatding  the
panicipant.
1. Membets  must  cundini an

educational proerarm 141 heeping with the
current  relesant  puidelings ol 1he
Association and ils Lhvisions,
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EVALUATION

PARTICIPANT SELF-ASSESSMENT QUESTIONNAIRE

1 Name (Optional) S et e -._ 3 Date e
2 Position Title . . e e 4 MOdUlE NUMDBEE o e e e
Agency Setting (Circle the appropriate number)

6 Elementary School 10 JTPA 14 Youth Services. 18. Municipal Office.

7 Secondary School tt Veterans t5. Business/industy t9. Service Organization,

8 Postsecondary School 12 Church Managamant 20. State Government.

8 College/Unwersity t3 Corrections. 16 Business/Industry Labor. 2t. Other.

t7 Parent Group

PREWORKSHOPNEED FOR TRAIN- POSTWORKSHOP MASTERY OF
ING Dogree of Need icircle onetor  TOPICS Degree of Mastery (circle
Workshop Topics sach workshop topic). one for each workshop topic).

1. Discriminating between appropriate and
inappropriateethical behavior onthe basis

of the ethical code. 0 1 2 3 4 0 1 2 3 4
2. Indicating how given behaviors ¢could be
inconflict withestablished codes ofethics. 0 1 2 3 4 0 1 2 3 4

3. ldentitying certain counselor actions that
could lead tolegal liability in working with

a client. 0 1 2 3 4 0 1 2 3 4
4. Discussing the rationale and explanation
for the actions you identify above. 0 1 2 3 4 0 1 2 3 4

5. ldentitying those values which you believe
important to your own personal ethicalor
value system. 0 1 2 3 4 0 1 2 3 4

6. Applying a systema‘ic approach to ethi-
cal decision making in order to resolve
potential ethical dilemmas. 0 1 2 3 4 0 1 2 3 4

7. Using vourchange agent skills to take the
necessary steps to resolve a pctential eth-
ical dilemma. 0 1 2 3 & 0 1 2 3 4

Overall Assessment on Topic of Developing
Ethical and Legal Standards 0 1 2 3 4 0 1 2 3 4

Comments:
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Trainer's Assessment Questionnaire

Trainer: Date: Module Number:
Title ot Module:

Training Time to Complete Workshop: hrs. min.

Participant Characteristics

Numberin Group Number ot Males Number ot Females

Distribution by Position

<e.---——— Elementary School Youth Services
e Secondary School Business/Industry Management
——oen. - Postsecondary School Business/Industry Labor
_ College/University Parent Group

JTPA Municipal Ottice

Veterans Service Organization

Church State Government

— Corrections Other

PART |

WORKSHOP CHARACTERISTICS—Instructions: Pleass, provide any com ments on the methods and
materials used, both those contained in the module and others that are not listed. Also provide any
comments concerning your overall reaction to the materials, learners' participation or any other
positive or negative factors that could have aftected the achievement of the module's purpose.

1. Methods: (Compare t0 those suggested in Facilitator's Outline)

2. Materials: (Compare to those suggested in Facilitator's Outline)

3 Reaction: (Participant reaction t0 content and activities)
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PART Il

WORKSHOPIMPACT —Instructions: Use PerformanceIndicators to judge degree of mastery. (Com-
plete responses for all activities. Those that you did not teach would receive 0.)

Group's Degree of Mastery
Not Little Some Good Outstanding
Taught (25% of less) (26%-50%) {51%-75%) (over 75%)

Note: Circle tha number that best refiects your opinion of group mastery,

Learning Experience 1

Group 0 1 2 3 4

Individual 0 1 2 3 4
Lesrning Experience 2

Group 0 1 2 3 4

Individual 0 1 2 3 4
Learning Experience 3

Group 0 1 2 3 4

Individual 0 1 2 3 4
Learning Experience 4

Group 0 1 2 3 4

Individual 0 1 2 3 4

Code:

Little: Withno concern tor time or circumstances within training setting if it appearsthat less than 25% of the learners
achieved what was intended to be achieved.

Some: Withnoconcern for ime or circumstances within the traiming setting if it appear s \hat less thanclose to half of
the learners achieved the learning experience

Good: Withnoconcern for ime or circumstances within the training setting if it appea1 s that 50%-75% haveachieved
as expected

Outstanding: If more than 75% of Iearners mastered the content as expected
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PART Il

SUMMARY DATA SHEET—Instructions: In order to gain an overall idea as to mastery impact
achieved across the Learning Experiences taught, complete the following tabulation. Transfer the
number for the degree of mastery on each Learning Experience (i.e.. group and individual) from the
Work shop impact torm to the columns below. Add the subtotals to obtain your total module score.

GROUP INDIVIDUAL

Learning Experience Learning Experience

1 = score (1-4) 1 = score (1-4)

2 = score (1-4) — 2 = score (1-4)

3 = score (1-4) N 3 = score (1-4)

4 = score (1-4) 4 = gcore (1-4)

Total Total

{add up) (add up)

Total of the GROUP learning experience scores and INDIVIDUAL learning experience scores =
—... Actual Total Score Compared to Maximum Total®

*Maximum tota} is the number of learning experiences taught times four (4).
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Performance Indicators

As you conduct the workshop componentot this training module, the facilitator’s outline will suggest
individual or group activities that require written or oral responses. The following list of periormance
Indicators will assist you in assessing the quality of the participants’ work:

Module Title: Develop Ethical and Legal Standards

Module Number;: CG C-19

Group Learning Activity

Perlormance Indicators 10 Be Used for Learner Assessment

Group Activity Number 1:

Discuss how certain behaviors can

be in contlict with established
codes of ethics.

. Participants should be aware that guidelines provide direc-

tion, but should not be the basis tor judgment.

. Participants should be ableto provide suggestions for alterna-

tive behavior in the hypothetical situations.

. Participants should have knowledge of the general ethical

code.

Group Activity Number 2:

Examine hypotheticai case studies
to examine legal liabilities.

. Participants should be able to suggest ways to minimize legal

liabilities ot counselor actions.

. Participants should be able to identify the liability implications

of various counselor behavior.

Group Activity Number 3:
Detine personal values.

. Part.cipants should demonstrate knowledge of their general

value systems.

. Participants should be able to give a perspective on how their

values attect work with clients.

Group Activity Number 4:

Apply decision-making skills in
resolving ethical dilemmas.

. Participants should demonstrate a general knowledge of the

decision-making process as it applies to ethical dilemmas.

. Participants should be able {o critique and suggest alternative

behaviors in role playing ethical dilemmas.
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This textbook is designed to provide a basic anal-
ysis of the ethical implications of counseling.
Numerous examples and exercises in understand-
ing and applying ethical codes of the American
Association tor Counseling and Development
and the American Psychological Association.
Specitic ethical dilemmas are discussed and
emphasis is placed on developing ethical
decision-making skills. Also, several skill-building
exercises are included along with the Ethical
Judgment Scale, an assessment instrument 10
evaluate ethical decision-making skills, useful in
training and research.
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