APPENDIX N
X1

AMER ICAN PSYCHOLOGICAL ASSOCIATION

GUIDELINES FOR CONDITIONS OF EMPLOYMENT OF PSYCHOLOGISTS1/

) INTRODUCT tON2/

The Committee on Academic Freedom and Conditions of Employment
(CAFCOE) was established by the American Psychological Association’'s Board'

of Directoré in 1949 in a cilmatg 6f concerﬁ for employment conditions which
precluded free Inquiry and adequate professional functlonlng.of

psychologists employed in institutional settings. CAFCOE's mission included
a directive to formulate policies that would foster equitable relationships

between psychologists and thelr empioyers and would promote the development

of professional competence. The Guidelines for Conditions of Emplovyment of
Psychologist (APA, 1972) [was] were developed In 1971 and [was] were adopted

as a policy statement of the Association that year.

l. This version of the Guidelines was adopted by the Council of
Representatives of the American Psychological Associatlion on
1986. The orliginal Guidelines were written by members of the Task Force on
Conditions of Employment of Psychologists, Phillip Ash, Jerry W. Carter, Jr.
and Robert Relff (Chair). The Committee on Academic Freedom and Conditions
of Employment developed the present revision. Members were Jeanne £.

Gul tahorn (1986 Chair) Leon H. Levy (Past Chair), Ethel Craven, Laurel
Furumoto, and Murray Levine. Former CAFCOE members Helena M. Carlson, June
E. Chance (1982 Chair), Gordon Derner, Cherin Silver Ellas (1981 Chair),
Erasmus Hoch (Partlal 1985 Chair), M. Marilyne Keiby (1980 Chair) Jacqueiine
Macauilay (1983-84 Chair),Priclita Meyer (1978-79 Chair), Shirley Sanders,
Guy Seymour, Carolyn Wood Sherif, and Allen R. Solem served on the committee
during the time the Gulidelines were being revised.

These Guidelines should not be treated as or substituted for the Ethical
Principl P logi .

2. !nquiries concerning the Guldelines and requests for reprints shoulid
be addressed to the Office of Social and Ethical Responsibility, American
Psychological Assoclation, 1200 Seventeenth Street, N.W., Washington, D.C.
20036.



In the decade that followed, CAFCOE acqulred a broader understanding
of the problems encountered in psychologlsts’Aemployment retationships.
Although changes In the economic and social climate have been associated
with changes in the nature of the most common-problems brought to CAFCOE's
attention, unfair and discriminatory treatment has persisted. APA members
continue to call upon their professional assocliation for help In a wide
variety of situations, ranging from employment discrimination and unjust
dismissal to unprofesélénal treatment and general unfairness in the
structuring of employment relationships. As predlctéd by the writers of the
érlginal Gulidelines, CAFCOE‘'s experience made it apparent that revision was
needed. The present revision represents the work of CAFCOE members from
1979 to [1984] 1985.

As before, the revised Guldelines set forth both the expectations
employed psychologists may properly anticlipate will be met by their
employers and the obligations that employers may properly expect
psychologists to meet. These Guidelines are not iIntended as an accurate or
complete summary of the laws governln§ the relationship between a )
psychologlst and an employer or prospective employer. The laws governing
that relatlonsﬁlp may vary from state to state, and may depend upon unusua!
factual circumstances In each case. Insofar as these Guidelines discuss
legal points, the discussion shouid be understood as reflecting APA’s
opinion of how legal Issues should be-resolved.

This document Is intended both for the Instltutlons, agencies, clinics and
businesses that employ psychologists and for the employed psychoiogists

themselves.i/ The focus Is on matters that arise in the course of forming

3. The Guidetlines are not desighed for psychologists who have an
independent practice or who are in partnerships or incorporated groups.
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. and maintaining an employment relatlonship. Other aspects of psychologists’

professional responsibtlities are covered in the APA documents that are
lfsted in the appendix at the end of this document.

In promulgating the revised Guidelines for Conditions of Employment
QL_Esx;anggigii, the American Psychological Assoctation seeks to promoie a
workkng environment of mutua! respect and shared respon;Jblllty between .
psychologists and thelr.empioyers. Some of these gulgg14ng§ [standards] are
ones which al! employers and employees should observe simply to preserve the
dignity of the wérklng environment. Others reflect unique aspects of
psychologists’ roles and the problems sometimes encountered In achieving and
marntglnlng academic freedom and the professional standards set forth in

4/

6ther APA guldelln;s. APA urges psychologists and thelr employers, as
they structure their empioyment relationship, to consider explicitly each of
the matters covered in these Qulggllngg. Even where the terms of an

emp loyment contract are set by civil servlcé regulations 6r union

negotiation, the GQuidelines can serve as signposts [to] for development[s]

5/ -

of mode! working reiationships.
ENTRY INTO THE PROFESSION

In additlon to thg reievant educatlional background, which generally
requires the possession of the doctoral degree earned in a program primarily
psychological! in contenf, entry into the profession of psychoiogy typically

requires supervised experience. For those entering teaching and research,

4. Standards for Providers of Psychological Services, APA (1977).

5. APA recognizes the right of psychologists who chose to do so to
engage in collective bargaining.



supervised experience In teaching and conducting research is generally
expecfed. For thdse entering practice in human services or in certain other
organizational sett{ngs, an lnternshlb, practicum tralﬂlng or other
experience supervised, at least In part,_by a psychologist Is generally

expected. Those who provide services to culturally or linguistically ]
diverse populations, [or] to sexual minorities, QL_alngsg_agg_ggbuni should
have appropriate tfaining.ahd experlience and/or access to consultation and
supervision as they develop broader competency.

Psychologlsts who offer their services for a fee, elther as
independent practitlioners or as salaried employees of a clinic, other
institution, or organization, must also have the appropriate certification
or license as requiréﬁ by the laws of the state In which they practice.

RECRUITMENT
Non-Di i v

APA supports equal opportunlty empioyment pfactlces. Recruitment,
hiring, reappointments and promotions should be ma@e wlfhout regard to
color, sex, race, age, rellglon, natlonal origin, political persuasion,
physical handicap, sexual orientatlon and marltal or parental status.
Exceptlons to thls principle may be made in order io meet a bona flide

professional requirement or where a religlous Institution has announced a

preference for members of the same or similar rellglous denominatlonse/ or

where selectlon Is made ln'compllance with affirmative action goals designed

to impiement national and state falr emplioyment policies.

. 6. The APA Criteria for Accreditation of Doctora! Training Programs and
Internships In Professional Psychology requires that instlitutions with
religious criteria for employment carefully document their selection
procedures in order to insure that the required creedal allegiance does not
result in violations of academic freedom or faculty and student rights or
affect the quality of training, teaching or research. ’
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Empioyers should be aware that asklng'a Job candidate about marital
status, famlly plans, or a spouse’'s emplioyment plans or basing an employment
decision on such factors is, in APA's view, dlécrlmlnatory. Candidates with
handicaps or family responsibiiities which might curtail performance
flexibility should Initiate any ‘necessary Job~-relevant discussion of such
matters.

APA u;ges all employers to develop effectlve affirmative actlon
programs to correct.underrepresentation of protected éroups at all Iévels
and in all areas where psycbologlsts are employed, and encou?ages atl
employed psychologlists to take an active part in promoting such affirmative

action by thelr employers whenever possible. R

Recruiting Procedures
1. APA_recommends that all open positions [should] bse publicly

advert[séd except those that are to be filied from within the
organization. Poslitlons that are unofficially already fltled, and so
not really open, should not be advertised; appiicants for such

positions shouid be notiflied of the sltuation.

2. APA_recommends that advertisements {should] conform to the standards
estabiished by APA, which are published monthly In the APA Monjtor

advertising sectlion. A copy of lhese standards {are] Iis availabie
from APA, 1200 Seventeenth St., NW, Washington, D.C. 20036

3. APA recommends that positions [should] be advertised in such manner
and in such places that members of groups for whom affirmative action
Is appropriate are notified of the opening and encouraged to apply.
APA can assist empioyers who need Information on how and where to

advertise for underrepresented group members.



4. APA recommends that empioyers should allow ampie time for.receivlné
and seriousiy considering applications submitted in response to
advertisements before employment decislons are made.

5. APA recommends that employers should acknowledge recelpt of materials
from applicants in a timely manner and inform appllcaﬁts of the next
stages In the review and selectloh process. -

6. APA recommends that employers [should] notify applléants of the

termination of the search process.

Part-Time, Temporary and Non-Standard Positions
1. Temporary, nontenure-track academic, limited term, and part-time

empioyment opportunities shouid be Identlfled-clearly as such, both
in advertisements and In discussion with applicants. Empfoyers
should indicate gnder what conditions part-time employees are offered
proportional fringe benefits, such as iglngmgnL_ngn§111§_ang partial
medical insuranée, with the option of makling payments themselves to
achieve full coverage.

2. APA encourages employers to provide permanent or tenure-track
part-time employment and a!ternatlve work patterns such as
job-sharing for those wﬁo want them. Employers shoﬁld cons ider
offering alternatives to the usu;l full-time schedule as part of
their affirmative action plan.

THE INTERVIEW
Employment interviews should be conducted in a professional manner
with the goal of creating an atmosphere of mutua! respect In which frankness

and honesty prevall. The following guidellnes are designhed to promote

achievement of thls goal:



1. - Employers should answer openly and honestly all! questions pertaining
to job duties, performance evaluation, promotion practices and aﬁy
other career-retatea matters that are of importance to the applicant.

2. Job candlidates, in turn, should fufnish open and honest answers to
questions about thelir abliiity to do the job and their expectations
and career pilans.

3. When a candidate is Invited for an interview, the employer should
clearly specify the extent of reimbursement allowed for expensés.

- JOB OFFERS AND EMPLOYMENT AGREEMENTS

Open, explicit communication between employer and émployee concerning
rights and responsibilities throughout the entire relationship Is the best
means of prgventlng employment dlsputes. From thg beginning of Job
negotliatlions, both employer and candl@ate shouid work toward arriving at a
clear, mutual understanding on such matters as job dutles, professional
prerogatives, salarles, promotion opportunities and evaluation procedures.

b fer -

Job offers should be made In writing by a person with authority to
communicate firm offers from the employer. The. letter should include the
(all] information neéded for aﬁ informed choice by the candidate. Whether
the letter Is Intended to serve as a formal employment contract or not, it
should cover the matters Iisted beiow or refer to amplifyling doéuments, such!

as union contracts, that are enclosed with the letter or avaiiable upon

request.

1.- Level and/or title of the Jjob, full or part-time status, length of
initlal appointment and possibilities for reappointment and
promotion.
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A Job description or summary of the major responsibllities of the
position to be filled. This should include such detai}s as
experlence and/or credential requirements, supervisory or
administrative dutles, privileges and access to Institutlonal
resources and, for academic jobs, course ioad and expected teaching
areas and student advising responsibilities. Many qetalls can be
left to amplifying documents but what Is unique to the posi;lon
should be covered specifically.

Whether the offer is fully appfoved or whether some additional
approval remains to be sought.

Conditions attéched to appointment. Requirements of certlflca{lon or
compietion of a degrée, adjustments In title and salary to be made on
fulfitiment of such conditions and consequences of fallure to fuifill
them by a certain date should be specified.

Salary and benefits, including reimbursement of moving expénses. Any
known uncertalnty about the reliablllty of funding for the entire
perlod of an appointment should be clearily described, including ihe
probable effect of>fund|ng loss. . fr.i b fi re limited
Any reétrlctlons the employer may have on such matters as leaves of
absence, outslde consulting and applying for research funds.
Performance cflterla that must be met for contlnuation of employment
and promotion.

1f _th dit remen | h b ifi
Notice requirements for termination, and condltlions under whlich
termination may take place, should be specifled as clearly as

possible.



Amplifying documents that accompany an offer ietter might, cover
general mattérs such as fringe benefits, vacations, sick leave, grlievance
procedures, organizational structure and lines of authority, éareer ladders,
rules and policles for conduct of research and avafiabifity of.supplles,

" secretarial services, research resources and travel money. These amp!ifying
documents should accurately reflect actual practices and policies existing

at the time of the offer. As long as this Is so and the documents are clear
and readable, reference.to them In the contract or. offer Iétter makes them
part of the employer—employee understanding. |If there are later changes,
they shouid be fuily disclosed, In writing, to all empioyees.

In addition, fhere are some speclial situations in which the -
conditions qf empioyment shouid be speiled out in particular detall at the
time of making an offer. |

If a part-time or alternative-scheaule appointment is offered, the
full conditions of employment should be specified rather than ieft to oral
understandings that modify usual practices and policies. These conditions
inciude the precise time obiigation, rights to reqﬁesf or refuse future
fuii-time status, how time wiil be caiculated féf purposes of performance
evaluation, promotlion, and salary dec;slons, and what benefits, rights and
responsibiilties (such as paid vacatlion time, use of resources, committee
service and voting privileges) are curtailed.

If there are specific expectations for the new empioyee, such as
counsei{ing of minority or women students, administration of speciai
programs, community !iaison work or service on committees or advisory
bodies, the nature of these expectations and their weight !n the evaluation
of the empioyee,s performance should be explicitiy stated. Employsrs should

ensure that special respohslbllltles do ndt place undue and unrecognized

service demands on women and minorities.




Emn.!mmgn.tmc_ts

APA_recommends that all psychologists and employers of psychologists
put their employment agreement i{n writing and agree to be bound by its
terms. Creation of a contractuai relationship not only affords legal
protectlon_for both employer and gmployee Iin case of later disputes, !t also
heips develop mutual understanding in areas important to good working

relationshlps.’1The contract may take the form of a letter with a job offer

rather than a formal, standardlzed document, but such a letter should be

comprehensive and should acknowledge the binding ﬁature of Its Terms on both
parties If the offer is accepted.
EVALUAT ION, RENEWAL, PROMOTION, TENURE AND SALARY INCREASES

APA urges employers to formulate written policlies, procedures and
timetables for renewal §f appolintments, promotion, and salary and merl(t
adjustments. Clear communication of these should be made to Aew emp loyees,
both orally and in writing.. All emplioyees shoulid be Informed promptly of
any changes In employment -pollcy or procedures that affect them, preferably
in writing. 1If a change adds new performance requlrements for employees,-
the time |Imlts for meeting them should be extended or consideration given
to exempting [exemplifyingl those already employed from meeting the new
requirements.

As a form of insurance against mlsunderstanding, Ar mend hat
both employee and employer [should] keep written records of all employment
related communications.Evalyation |

In the Intergsts of baslc falrness and of'avoldlng litigation,
evaldatlon criteria shouid be spelled out Ih meaningful detall well In

advance of employment related decisions. For example, employers should let

-10-
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emp loyees know who Qill evaluate thelr performance, how and for what
purpose. Employees in applied settings should know whqthér they are
encouraged to do some research, and, if so, whether publications will be
giQen positive weight In performapce evaluation. An academlic employer
shouid describe not oniy the relative importance of teaching, research and
service but also the methods and criterlia used in evaiuating each. Many ﬁew
faculty need to be told with some specificlity such things as how varlous
journals are ranked, how co-authored work Is evaluated and whether success
in -secur ing -ou®slde research support Is Important.

It iIs good practice in all!l employment settings to evaluate
performance at regular intervals. The evaluation process shouid start with
a request to the employee to provide relevant Information. The evaluators
should be competent to judge the employee’s work; whea necessary, evaluatl!on
by col leagues shouid be suppiemented by Jjudgments solicited from competent
outside evaluators. Only those matters directly reiated to Job_ performance
should be taken into consideration. [Care should be taken to ensure that]
Evaiuation ghould be [Is] based on valid iInformation about performance [and
is not distorted by blased or étereotyplc Judgments of the employeel.
Ordinarily, psychologists in their clinlcal[/professional] activities should
be supervised only by other psychologlists.

‘ ‘The outcome of the eva!uatlon process should be reported to the
empioyee in a construétlve manner and with specificlity. It is somefimes
important that the employee have a written report of the evaluation outcome
in order to avoid future.dlsputes over adequacy of performance and
expectations. It is also usually helpful to the employee to-be able to

discuss the results with the evaluator(sf in a face-to-face meeting.

-11-
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Employees should be informed from the beginning about what is Iikely
to lead to termination of their job. This includes terminatlion for poor
performance, %undlng problems, and gross misconduct.

Employees should be tol& what notice the empioyer wlil glive, what
gr levance procedures are avallable, and whaf rights they have on dlsmlssal.
Principles of fairness réqulre that employees dismissed for any reason be

entitled to a review of the dismissal decision. In academic settings,

termination procedures should adhere to the guidelines of the American

Associat lon of University Professors.

Even If dismissal Is for good cause, notlcé should be glven_
suff]clently In advance of the_termln%tlon date to allow the employee
reasonable time to find a new position. Only In cases of dlsmlséal for
gross misconduct should the employer expect a dismissed employee to leave
immediately.

-RIGHTS AND RESPONSIBILITIES OF EMPLOYEES AND EMPgOfERs

The development of good working relationships between psychologists:
and their employers and the maintenance of dignity and mutual respect in the
work place usually depend on the achievement of some basic conditions of
employment. The followlng list of such conditions is not exhaustive but
rather reflects frequéntly-volced dlssatlsfaétlons and complaints. Some job
sltuations will call for special measures to develop'and malntain adequate
working relationships. Employers and employees in unusual situations should
give explicit consideration fo special needs, using the condlitions discussed
nere as examples of what promotes harmony of goais and fair exchanges of

effort and reward.

—12-
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Job Security

APA bellieves thaf Job securlity ts fundamental to development of the
trust and responsibliiity that characterize a healthy working ;elatlonship.
Job securlty Is usually achieved through wrltten contracts, negotiation or
advance in a clvil service position. However, many psychologists aré in
positions where funding conditlons or institutional rules preciude granting
of full job security. It is nonetheless important to try to grant some
measure of at le;st condlklonal job security to'employees whose performance
has met the employer’s standards over a period of time. This can sometimes
be accomplished through granting rights to continue In a position as long as
funds are avaltlable, priority in applying for consecutive !imited term
positions, and other assurances appropriate to the slituation. Employers are
urged to grant such rights and assurances.

The psycholoélcal benefits of Job securlity depend on employees’ trust
in the employer’s willingness to deal falriy. Employers shoulid adhere to
contractual arrangements for their full term and should abide by rules that
offer some measure of job security. Should changes be necessary, they
shoulid be renegotiated rather than Imposed.

An'eﬁployee should be accepting of -reasonable changes in
organizational pollcies and practices. Economic and social changes may mean
that all expectations cannot be met, and some flexlbitlty In adjusting to.
changed circumstances and renegotiating expectations on £he part of both
employer and empioyee is of benefit to ail concerned.

Academi¢ Freedom, Freedom of Speech and the Right to Advocate

Psychologists, |like any other employees, should-be protected from

threats to their Job securlty or other sanctlions because of efforts tg

maintain the standards of their profession or because of activities not



related to thelr job. Psychologists have the rights any cltizen has to
speak out 6n Issues of soclial and moral concern. Clilent and community
advocacy is a legitimate role for psychologists. Advocacy should be carried

out openfy, at appropriate times and In.approprlate places. Employed
psychologjsts should make It.cleaq that they are not speaking for their
employer and they may h;ve some obligation to dls;uss the Implications of
their activity with their employer, but they shouid not thereby incur

" employer sanctions. APA endorses the i940 Statement of Princlipies on
Academic Freedom and Tenure of the American Assbc]atlon of_Uquerslty
Professors (Policy Documents and Reports, AAUP, 1984) and recommends to
nonacademic employers that they adopt the principles In that Statement.

APA opposes the practice of requiring loyalty oaths as a requirement

for taking or keeping a positlon.z/ Such oaths, by their nature, impute

guilt and serve to restrict the constltutlonal right of an Iindividuaf to
espouse unpopular views and joln with others to take unpopular stands.
Professional Development .
| Both employers aﬁd psychologlist employees benefit from employee
'partlcipatlon In educational programs that enable psychologists to keep
abreast of.developméhts in their field and to advance professlionatlly. -
Psychologists shogld encourage Instltuylons and agqncles that emp loy them to
sponsor or conduct programs that enhance professional development.

Employers are encouraged to support emp loyees’ Independent professional
development activitlies and to reward achievement through promotion and

salary increases.

7. The term “ioyalty oath” does not refer to normal oaths of office
which are required by law for acceptance of positions in public employment.
Examplies of such “"acéeptable” oaths are those taken by military officers and
federal clvil servants. The term "loyalty oath” also does not refer to vows
taken by members of religious orders. The American Psychological
Association does not object to these caths of offlce.

-14-
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Employment Equity

APA supports efforts of psychologists to eliminate the effects of
past discriminailon in professional training and employmént and urges all
employed psychologists to take an active part in promoting affirmative
actlon by their employers whenever possible.

APA supports efforts of psychologists to achleve equity in
professional salaries. This Includes efforts to achleve salary equity for
alt psychologlst§ in équlvalent positions. Salary equity should extend to
compensation In retirement and other beneflts.

T m v m

The employer snpuld provide a physical and psychoiogical environment
that is conducive to good job performance and that allows psychologist
employee§ to meet the standards and guldelines that APA has set for their
work (see list at end of this document). Changes In policies and practices
that affect employees #hould be promptly communicated to them.

The Emploved Psychologlist’s Role and Responsibliities

Psychologists are responsible for carrying out the full functions and

_ obiigations of thelr positions. Psychologists have the responsibillty to

make clear and explicit to themselves, their colleagues and thelr-coworkers
the nature 6} their role and reéponslbllltles and to prepare themselves
adequately for new and emerging roles.

The primary responsibillity of the psychologist In a professional role
!s to the cliient. The psychoiogist must resolve conflicts of interest
between the ehployer agency and the cllent on the basls of this
responsibifity.

As stated in the APA Code of Ethics, psychologists must recognize
their responsibility to render oniy those psychoioglcal services which they

are competent, by reason of education, training and experiece, to deiliver.
~15-
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" The individual psychologist, whether practltioner, teacher or researcher, is

L
1
professionally accountable for the consequences and effects of his or her. ]
services. This responsibility cannot be shared, delegated or reduced.

' It Is the psychologist’'s responslblllty_ to be aware of and adhere to ]
APA standards and guidel ines govennlng the conduct of hls or her work (see
referenc;s at the end of this document). Employers should nelther request
nor expect that these standards be vIoJatea. Psychologlists’ efforts to
reach and maintaln these professional standards should not be met with
punitive employer responses. Péycholog!sts should refuse to participate in
professlonél, research or educational ;ctlvltles that run counter to the
promotion of human welfare.

APA opposes attempts of other professions to define the roles and

responsibitities of psychologists. It Is the policy of APA that psychology,
as an Independent profession, Is entltied to parity with other health and
human service professions In Instltuflonal practice. Psychologlists should
work toward this goal In thelr own places of employment and should support
other psychologists’ efforts toward these ends. i
- possible quallty in teaching, research, and the dellvery-of psychological
servlce;. Psychologlsts encourage and support cooperatlon and Integrated
efforts by all those Involved In promoting the sclence, art, and practlice of

psychology.

[Psychologists should not suppott or submit to use of Invalid or
irrelevant "sultablilty" criteria in declislons Involving training, hfrlng,
promotions, research awards or other grants of resources].

Psychologists should resist the encroachment of Influences on their
work that would distort or prevent the sclentiflc and professional

deve lopment of psychology.

)
]
]
]
]
]
]
1
]
1
1
]
]
]



APA opposes the extension of security qlasslflcatlons In nonsecret
work and urges psYchologlsts to attempt to remove such classificatlon when
it Is unjustifiable. Psychoiogists must decide for themseives whether to
undertake cliassifled research or professional tasks. Since such work is
shielded from professional scrutiny or supervision, It Is the individual
psychologist’s responsibitlity to consfder carefully the effect of such work
on individuals and on society and to avoid engaging in activities which he

or she couid not, for ethical reasons, engage in If the work were not

classified.
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