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SECTION I
 

THE UNIVERSITY OF IDAHO 

The University of Idaho was created in 1889 by a statute of the 15th territorial legislature. Com-
monly known as the university charter, that act became part of the state constitution when 
Idaho was admitted to the Union in 1890. The university is a publicly supported comprehensive 
land-grant institution with principal responsibility in Idaho for performing research and granting 
the Doctor of Philosophy (PhD) degree. The liberal arts and sciences, offered through the Col-
lege of Letters, Arts and Social Science and the College of Science, are the heart of the universi-
ty's educational programs. The primary areas of statewide responsibility of the university are 
agriculture, natural resources, and engineering; as well as medical and veterinary medical edu-
cation, architecture, and law with programs in liberal arts, sciences, education, business and 
economics, all of which shape the core curriculum and give meaning to the concept of a flagship 
university. 

The University has a commitment to diversity, multiculturalism and community. They actively 
engage in the recruitment and retention of a diverse workforce and student body that includes 
members of historically underrepresented groups. Core Principles and Values of the university 
include treating others with respect and welcoming and including everyone.  

Values  
• Learn, create, and innovate  
• Preserve and transmit knowledge 
• Act with integrity 
• Treat others with respect 
• Celebrate excellence  
• Change lives  
• Welcome and include everyone  
• Take responsibility for the future 

Enrollment: 11,926 

Locations: Moscow, Boise, Coeur d’Alene, Idaho Falls and Twin Falls Campuses. 

Degrees Granted: 125,528 

School Colors: Silver & Gold 

Founded: 1889 

President: Scott Green 

Mascot: Joe Vandal 

Athletic Conferences: Big Sky 

Diversity (First Year Student Profile) 
17% Minority Students 
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71% White 
9% Unknown race/ethnicity  
4% International.   

Gender   
Women-51%; Men 49% 

Idaho Resident 
72% 

First Generation  
28% 

 

UNIVERSITY OF IDAHO POLICIES 

UNIVERSITY OF IDAHO NONDISCRIMINATION POLICY  

The University of Idaho has a policy of nondiscrimination on the basis of race, color, religion, 
national origin, sex, age, sexual orientation, gender identity/expression, disability, genetic infor-
mation, or status as any protected veteran or military status. This policy applies to all programs, 
services, and facilities, and includes, but is not limited to, applications, admissions, access to 
programs and services, and employment and advancement.  

Such discrimination is prohibited by titles VI and VII of the Civil Rights Act of 1964, Title IX of the 
Education Amendments of 1972, sections 503 and 504 of the Rehabilitation Act of 1973, the Vi-
etnam Era Veterans' Readjustment Assistance Act of 1974, as amended, 38 U.S.C. 4212 and re-
quires affirmative action to employ and advance in employment disabled veterans, the Age Dis-
crimination Act of 1975, the Pregnancy Act of 1978, the Age Discrimination in Employment Act 
Amendments of 1978, the Americans With Disabilities Act of 1990, the Civil Rights Act of 1991, 
the Rehabilitation Act Reauthorization of 1992, federal GINA Act of 2008, and other state and 
federal laws and regulations and university commitments.  

UNIVERSITY OF IDAHO SEXUAL HARRASSMENT POLICY 

Sexual harassment violates state and federal law and policies of the Board of Regents, and is 
expressly prohibited, see FSH 3220. The University of Idaho also prohibits discrimination on the 
basis of sexual orientation and gender identity/expression, see FSH 3215. The entire Faculty 
Staff Handbook can be accessed online at http://www.webpages.uidaho.edu/fsh/. 

Questions or concerns about the content and application of these laws, regulations or Univer-
sity policy may be directed to the Director of the Office of Civil Rights & Investigations (885-
4285); Coordinator of Disability Support Services (885-6307); Idaho Commission on Human 
Rights (208-334-2873); Regional Office for Civil Rights, U.S. Department of Education in Seattle 
(206-220-7900); Equal Employment Opportunity Commission, Seattle District Office (206-220-
6883); or Seattle Regional Office of Federal Contract Compliance Programs, U.S. Department of 
Labor (206-398-8000).   

University of Idaho employees have a responsibility to report cases of discrimination and har-
assment, see FSH 3170. Retaliation for bringing forward a complaint is prohibited, see FSH 
3810. All complaints will be investigated impartially and resolved promptly. Complaints about 

http://www.webpages.uidaho.edu/fsh/3220.html
http://www.webpages.uidaho.edu/fsh/3215.html
http://www.webpages.uidaho.edu/fsh/
http://www.webpages.uidaho.edu/fsh/3170.html
http://www.webpages.uidaho.edu/fsh/3810.html
http://www.webpages.uidaho.edu/fsh/3810.html
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discrimination or harassment should be brought to the attention of the Director of the Office of 
Civil Rights & Investigations, Erin Agidius (Title IX and 504 Coordinator): 875 Perimeter Dr., MS 
3160, Moscow, ID 83844-3160, 208-885-4285, ocri@uidaho.edu or uidaho.edu/ocri.  

UNIVERSITY OF IDAHO CONSENSUAL ROMANTIC OR SEXUAL RELATIONSHIPS POLICY 

 In order to foster healthy professional relationships at all levels of the institution, it is the pol-
icy of the University of Idaho that no employee shall enter into or continue a romantic or sexual 
relationship with a student or employee over whom she or he exercises academic, administra-
tive, supervisory, evaluative, counseling or other authority. Failure to comply with policy. Ac-
tions in violation of this policy are considered unprofessional conduct and may constitute ade-
quate cause for discipline up to and including dismissal under the provisions of FSH 3910, 3920, 
and 3930. 

 
SECTION II 

 
STUDENT AFFAIRS: OFFICE OF THE DEAN OF STUDENTS 

The University of Idaho Counseling & Testing Center (CTC), is a unit of the Division of Stu-
dent Affairs. Student Affairs encompasses a broad range of non-academic services for students.  
The Office of the Dean of Students oversees Fraternity & Sorority Life, Violence Prevention Pro-
grams, New Student Orientation, Veterans Assistance , Student Conduct & Community Stand-
ards and other judicial and administrative needs on campus. The Office of the Dean of Students 
is located in the Teaching and Learning Center Room 232. Drop in or call (208) 885-6757.  

Student Affairs Mission Statement 
The Division of Student Affairs contributes to the University’s mission by providing access to 
and engaging students in an inclusive community that provides intentional learning experi-
ences designed to cultivate self-awareness, wellness, care and respect for others, and build 
the foundation for successful life and career. 

Vandal CARE  
The Office of the Dean of Students is home to the VandalCARE program and team. The Vandal-
CARE Team is an interdisciplinary group of trained professionals who collaborate with campus 
departments, faculty and staff to help distressed individuals.  Anyone who is concerned about a 
student can file a Vandal Care report. The web page also provides resources to file a Title IX re-
port and a Conduct report. The CTC works closely with the Office of the Dean of Students on a 
regular basis.  

 https://www.uidaho.edu/student-affairs/dean-of-students/vandalcare 
 
 
 

  

mailto:ocri@uidaho.edu
http://www.uidaho.edu/ocri
https://www.webpages.uidaho.edu/fsh/3910.html
https://www.webpages.uidaho.edu/fsh/3920.html
https://www.webpages.uidaho.edu/fsh/3930.html
http://www.uidaho.edu/student-life/greek
http://www.uidaho.edu/student-affairs/dean-of-students/violence-prevention
http://www.uidaho.edu/student-affairs/dean-of-students/violence-prevention
http://www.uidaho.edu/events/orientation
http://www.uidaho.edu/current-students/veterans-assistance
https://www.uidaho.edu/student-affairs/dean-of-students/vandalcare
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SECTION III
 

THE COUNSELING & TESTING CENTER 

CTC Mission Statement 
The mission of the Counseling & Testing Center is to advance the academic mission of the Uni-
versity by facilitating student’s educational, personal, social and cultural development in order 
to promote their success and persistence within the University. We are committed to fostering a 
positive campus climate by promoting mutual respect and supporting cultural diversity within 
our community.  

Services 
The CTC offers a wide range of counseling and testing services and resources to assist students 
who may be experiencing psychological, behavioral, or learning difficulties. There is no fee for 
counseling services; however, there is a sliding fee scale for comprehensive learning disability 
assessments and reports.  Services include: Individual, couples and group counseling; Urgent 
Care and Crisis Counseling; Outreach and Prevention Programs; Mental Health Screenings; Alco-
hol and Drug Assessment and Education; and Assessment & Testing Services. The CTC is also a 
training site for students enrolled in graduate programs in counseling or psychology. Currently 
the CTC offers a doctoral internship in health psychology accredited by the American Psycholog-
ical Association and a doctoral practicum in counseling and/or assessment. 
 

CTC FACULTY, STAFF & TRAINEES 
2020-2021   

Faculty Theoretical  
Orientation  

Clinical Interests 

Karla Blanco, Ph.D. 
Washington State University 
Title: Psychologist 
Interim Coordinator of Consultation & 
Outreach 
Coordinator of Diversity Training 
Liaison to Office of Multicultural Affairs 
Academic Rank: Assistant Professor 
 

Integrative  
Multicultural   
Interpersonal 
Humanistic 

Latinx population 
First Generation Students 
Diversity  
Identity development  
Relationships  
Consultation 

Keith Hansen, Psy.D. 
George Fox University 
Title: Licensed Psychologist  
Coordinator of Alcohol & Other Drugs 
Prevention & Training. 
Liaison to Veterans Office and Athletics 
Academic Rank: Assistant Professor 
 

Integrative  
Existential 

Neurodevelopmental Disorders 
Assessment 
Biofeedback 
Substance Abuse 
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Laena Huffaker, Ph.D. 
Washington State University 
Title: Licensed Psychologist 
Liaison to WWAMI Program & 
LGBTQIA Office 
Academic Rank: Assistant Professor 

Integrative 
Interpersonal 
Psychodynamic 
CBT, DBT 
Trauma Informed 
 
 

 Diversity & Social Justice 
 Identity Development 
 LGBTQIA Issues 
 Stress Reduction/Mindfulness 
 Complex Trauma & Phobias 
 Grief & Loss 

Rheanna Kaley Ph.D. 
Tennessee State University 
Title: Psychologist 
Liaison to Greek Life 
Academic Rank: Assistant Professor 
 

Integrative 
Emotion-Focused 
Interpersonal 
Feminist  
Multicultural 

 Assessment 
 Women’s Issues 
 Relationship Issues 
 Social Justice/Diversity 
 Identity Development 

Martha Kitzrow, Ph.D. 
Oregon State University 
Title: Licensed Psychologist 
Training Director 
Academic Rank: Professor 
 

Integrative 
Humanistic-Existential 
Feminist  
Adlerian 
CBT, DBT 
 

Training & Supervision 
Spirituality 
Women's Issues 
Sexual Abuse/ Trauma  
Grief 
 

Greg Lambeth, Ph.D. 
University of Texas, Austin 
Title: Licensed Psychologist 
Executive Director, Counseling, Access 
and Testing 
Academic Rank:  Professor 
 

Integrative 
CBT 
Interpersonal 
Psychodynamic 

Attention Deficit Disorder 
Learning Disabilities 
Autistim Spectrum 
Sleep Disorders 
Mood Disorders 
Violence & Risk Assessment 
Academic Issues 

Nhu Mai, Ph.D. 
Washington State University 
Title: Licensed Psychologist 
Coordinator of Group Counseling Pro-
grams 
Academic Rank: Assistant Professor 
 

Integrative 
Interpersonal 
CBT, DBT, ACT 
Mindfulness 

Group Therapy,  
Family of Origin Issues  
Identity  
Grief 
Complex Trauma 
 Existentialism & Spirituality  
Multicultural & International 
Students 
Suicide prevention  

Trish Nash Ph.D. 
University of Memphis 
Title: Licensed Psychologist 
Liaison to Athletics  
Academic Rank: Assistant Professor 
 
 
 

Integrative 
Humanistic/Existential 
Personal Construct Theories 
 
 

Training 
Sport Psychology  
Assessment (neurospych, learn-
ing, ADHD, psychodiagnostic),  
Research & Evaluation of 
needs/services 
LGBTQIA related concerns Mind-
fulness & self-compassion 
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Steve Saladin, Ph.D. 
University of Idaho 
Title: Licensed Psychologist 
Interim Director of the Testing Center 
Academic Rank: Professor Emeritus 
 
 

Integrative 
 CBT, DBT 
 

Testing & Psychological Assess-
ment 
Learning Disabilities; ADD 
Intelligence & Cognitive Pro-
cessing 
Computer Technology  

Lahde Forbes LMSW 
Boise State University 
Title: Licensed Master Social Worker 
 
 
 
 

Integrative 
 CBT, DBT 
Motivational Interviewing, 
Trauma Informed Therapy/EMDR  
Internal Family Systems 

 Diversity &  Social Justice 
 Identity Development 
 LGBTQ Issues 
 Stress Reduction/Mindfulness 
 Complex Trauma & Phobias 
 Substance Abuse 
 Grief & Loss 

Maureen Marchant, LMSW 
Our Lady of the Lake University 
Title: Licensed Master Social Worker; 
Case Manager 
 

Integrative 
CBT 
ACT Trauma-Informed 
Mindfulness 
Multicultural 

Neuro developmental Disabili-
ties 
Anxiety/OCD 
Depression 
ADHD 
PTSD  
Sexual assault 

Psychiatric Nurse Practitioner 
Clint Emmett MSN, RN, APRN, PMHNP-BC 
 
Doctoral Psychology Interns 
Holly McFarland, MA  Hawaii School of Professional Psychology 
David Miller, MA  University of Denver 
David Murphy, MA   Florida State University 
Genine Schwartz, MA   Wright Institute 
 
Administrative Support Staff  
Candi Bailey, Administrative Coordinator  
Kristina Ogden, Administrative Coordinator  
Jenn Urhausen, B.S., Administrative Coordinator  
 
Testing Center Staff 
Julie Kirkpatrick 
Kristina Ogden 
Denessy Rodriguez. BS 
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SECTION IV 

 
DOCTORAL INTERNSHIP TRAINING PROGRAM 

 
APA Accreditation 
The internship program is accredited by the American Psychological Association, Office of Pro-
gram Consultation and Accreditation. Questions related to the program’s accredited status 
should be directed to the Commission on Accreditation: 
Office of Program Consultation and Accreditation American Psychological Association  
750 1st Street, NE, Washington, DC 20002 Phone: (202) 336-5979 / 
 E-mail:  apaaccred@apa.org  Web:  http://www.accreditation.apa.org 
 
Professional Memberships 
The Association of Postdoctoral and Psychology Internship Centers (APPIC) Member #1790 
The Association of Counseling Center Training Agencies (ACCTA) 
The Association of University and College Counseling Center Directors (AUCCCD). 

Equal Opportunity/Affirmative Action Policies 
The CTC follows all university procedures when recruiting, screening and interviewing candi-
dates for an open internship position. Diversity is an important consideration during the intern-
ship application screening process. We consider the applicant’s experience with diverse popula-
tions and their knowledge and training as it relates to multicultural counseling competencies, 
and the extent to which the applicant contributes to the diversity of the potential intern cohort. 
We welcome interns from diverse backgrounds and in no way restrict access for diversity appli-
cants.  

 Admissions Criteria & Process 
All applicants must register for the APPIC match and submit their applicant through the APPIC 
portal. 

Minimum Criteria for Applicants 
• Current enrollment in an APA or CPA-accredited doctoral program in counseling or clini-

cal psychology.  
• Successful completion of all required coursework, practica, and doctoral comprehensive 

exams prior to the starting date of the internship.  
• Endorsement by academic program TD of readiness for internship  
• Completion of a minimum of 100 individual counseling hours with adults (age 18+) by 

start of internship.  
• Completion of a minimum of 450 intervention hours by start of internship 
• Completion of a minimum of 40 assessment hours by start of internship 

Preferred Qualifications  
• Interest and experience working in a university/college counseling center setting  
• Interest and experience providing outreach and consultation  
• Interest and experience providing group counseling  

https://urldefense.com/v3/__http:/www.accreditation.apa.org/__;!!JYXjzlvb!3MflHCdD1h8Q1jkStSV2b42uuGxyK0guEB1IP_xg8VoT6GOr8IOlIfhMqP4xNyIVf1c$
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• Strong interest and commitment to providing culturally responsive psychological ser-
vices to a diverse clientele and experience working with diverse clients  

• Strong interpersonal skills and ability to work collaboratively 

Selection and Interview Process 
Applicants will be notified of their Interview status by email on or before December 15th.  Ap-
plicants who meet all minimum qualifications and whose goals and experience align with the 
availability of training options at UI CTC will be invited for an interview. Interviews are sched-
uled beginning in early January through mid- January via Skype or Zoom (Telephone interviews 
can be scheduled if video calling is not available). Interviewers typically include the Training Di-
rector, a faculty member and a doctoral intern. All applicants selected for an interview are also 
invited to attend an optional open house in late January. 

APPIC Match Policies 
This internship site agrees to abide by the APPIC policy that no person at this training facility 
will solicit, accept, or use any ranking-related information from any intern applicant.  Adher-
ence to these policies is a condition of membership in APPIC and of participation in the APPIC 
Match and/or Post-Match Vacancy Service.  Match # is 179011. 

Diversity Statement 
The internship program recognizes the importance of cultural and individual differences and di-
versity in the training of psychologists. One of the major stated goals of the internship is to train 
interns to “work effectively with diverse others in assessment, treatment, and consultation.” 
Didactic training and experiential activities (supervision, intervention and consultation) provide 
opportunities for interns to learn about the role of cultural and individual diversity in psycho-
logical phenomena and professional practice and to develop increased awareness, sensitivity, 
skill and competence in providing services to a diverse clientele. The training is designed in ac-
cordance with the APA Multicultural Guidelines: An Ecological Approach to Context, Identity, 
and Intersectionality (2017) and the Standards of Accreditation for Health Service Psychology 
(2017). 
The program has faculty, staff, interns and practicum students from differing ethnic, racial, cul-
tural and personal backgrounds. The training program acts to ensure a supportive and encour-
aging learning environment appropriate for the training of diverse individuals and the provision 
of training opportunities for a wide spectrum of individuals. Further, the program avoids any 
actions that would restrict program access on grounds that are irrelevant to success in intern-
ship training or a career in professional psychology.    

 
TERMS OF DOCTORAL INTERNSHIP 

Dates & Hours 
The internship is a full-time, 12-month commitment beginning August 10, 2020 and ending July 
30th, 2021. Interns are scheduled to work 40 hours a week between the hours of 8am-5pm. 
However, the nature of counseling center work is such that interns and faculty may find that 
work cannot always be completed within the traditional 40-hour week. In addition, counseling 
center staff and interns occasionally participate in after-hours activities.  
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Post-Internship Employment at the CTC 
Doctoral interns accept the internship without any expectation or guarantee of employment 
with the CTC after they have completed the internship. However, interns are welcome to apply 
for advertised positions at the CTC upon completion of internship. Intern job applicants are sub-
ject to the same hiring procedures as all other candidates.  

Stipend 
The stipend is $32,500 for the 12-month internship. This is a fixed amount and does not vary 
regardless of the number of hours worked per week. Interns do not receive any other payments 
beyond the stipend. Since taxes are not deducted from the stipend, we recommend that you 
consult with a tax professional to plan ahead. 

Benefits 
Benefits include vacation, holiday, sick leave and the university student health insurance. Each 
intern’s office is equipped with an up-to-date computer, software, printer and a camera for re-
cording sessions. The University provides Internet and e-mail access for office and home use.  

Health Insurance 
The CTC will cover the cost of Student Health Insurance for interns upon request. We are una-
ble to provide coverage for spouses, partners or children. SHIP coverage and benefit infor-
mation for the 2020-2021 plan year will be posted as soon as it is finalized and approved.  
http://www.uidaho.edu/current-students/student-health-services/insurance/ship 

Clerical & Technical Support  
The CTC has 2 full-time administrative coordinators who provide clerical support for CTC staff 
and interns. They take and relay messages, assist with scheduling, maintain client files and per-
form other routine tasks such as photocopying, scanning and faxing documents. They are also 
responsible for maintaining intern files, submitting payroll information for interns; tracking and 
recording sick and vacation leave time; and providing assistance with the intern application pro-
cess and orientation for new interns.  
The university ITS office provides technical support for computers. Interns also have full access 
to the University library and inter-library loan system. Interns may also consult with the Univer-
sity Statistics Assistance Center if they need assistance with their dissertation research. 

Conferences 
Interns are eligible for limited financial support (contingent upon the availability of funds) to at-
tend professional conferences and workshops. Priority is given to support interns who will be 
presenters at conferences.    

Sick Leave (12 days per year) 
Interns must notify the administrative coordinators jurhausen@uidaho.edu) and the training 
director (mkitzrow@uidaho.edu) by email if they are ill and will be absent. Sick leave may be 
used for legitimate personal or family health reasons but is not intended to substitute for vaca-
tion leave. Interns are responsible for checking in with faculty supervisors regarding making up 
any missed training activities. Interns are responsible for monitoring and managing their Sick 
Leave time to make sure that they do not exceed their allotted leave time. Interns will receive 
periodic updates of their leave balances or may request an update at any time.  

http://www.uidaho.edu/current-students/student-health-services/insurance/ship
mailto:jurhausen@uidaho.edu
mailto:mkitzrow@uidaho.edu
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Other Leave 
The internship recognizes that some interns may have a need to request additional leave that 
extends beyond the allotted sick leave days for personal reasons (medical needs, pregnancy, 
parental leave). Interns should submit requests for additional leave to the Training Director. A 
written agreement regarding the details of the leave will be developed. Interns who take leave 
may need to extend the internship beyond the original completion date to make sure that they 
fulfill all criteria as specified in the Exit Criteria (see pg. 24). However, no additional compensa-
tion is provided for interns who must extend their completion date.  

Medical Appointments (1 per month) 
Interns are eligible for one Medical Appointment per month that is two 2 hours or less. It 
should be designated as a Medical Appointment rather than sick leave in Titanium. Medical ap-
pointments that exceed 2 hours should be designated as Sick Leave in Titanium.  

Vacation Leave (12 days per year) 
Vacation leave must be approved by the Training Director. Email vacation leave requests to 
the TD. During the academic year, vacation leave is intended to be taken during periods when 
classes are not in session (Thanksgiving Break, Winter Break and Spring Break). It is also highly 
recommended that interns reserve a few vacation days for the last week of internship to allow 
flexibility for relocating and new employment. Interns are responsible for checking in with fac-
ulty supervisors to make up any missed training or supervision activities.  Interns are responsi-
ble for monitoring and managing their Vacation Leave time to make sure that they do not ex-
ceed their allotted leave time. Interns will receive periodic updates of their leave balances or 
may request an update at any time. 
Winter Break Dates-December 23rd-Jnauary 2nd 
Spring Break Dates-March 16th-20th 

Holidays (11 days total plus 2 “Closed to Public Days”) 
The UI has 11 paid holidays. In addition, there are 2 days (December 23rd & 28th) during winter 
break when the university is “Closed to the Public”. Interns do not need to use vacation leave 
for those days. (Total- 13 days) 

September 7th- Labor Day 
November 26th & 27th -Thanksgiving Holidays 
December 24th & 25th -Winter Break 
December 31st & January 1st  -New Year’s Holidays 
January 18th- Martin Luther King Holiday 
February 15th -President’s Day 
May 31st -Memorial Day 
July 4th -Independence Day 
 

Comp Time 
Interns may accrue compensatory time for required activities that are scheduled after-hours or 
on weekends. This includes comp time for Saturday Testing administration.  Interns must keep 
track of comp time using the “Comp. Time Tracking” form provided and submit the form to the 
Training Director for approval. Comp time must be used within the semester it is accrued.  
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Friday Extended Intern Lunch   
On Fridays interns are scheduled for an extended lunch period  (90 minutes), to allow for cohort 
development, socialization and self-care. Interns are asked to meet as a group at a minimum 
once per month and to determine the meeting schedule in advance. 

Dissertation Release Time 
Interns may request release time to work on their dissertations. Request should be submitted 
to the TD for approval. Limited release time is available during fall and spring semester due to 
demand for services. However, there is considerable flexibility during summer semester (mid-
May-July) for interns to have blocks of time to work on their dissertations. 
 
Professional Development Leave (5 days per year) 
Interns are permitted to take an additional 5 days per year of Professional Development leave 
to be used for dissertation defense, job interviews and graduation. Interns are responsible for 
monitoring and managing their Professional Development Leave time to make sure that they do 
not exceed their allotted leave time. Interns will receive periodic updates of their leave bal-
ances or may request an update at any time.

 

CTC & INTERNSHIP POLICIES 
Interns are required to follow all University, CTC, and Internship policies as described on the 
university website, the CTC Policy & Procedure Manual and the Internship Policy and Proce-
dures Manual- 

file:///C:/Users/mkitzrow/Documents/CTC/PolicyManualRevJune2017-2018.pdf 

Computer Use 
Computers are provided for business and professional purpose; the primary purpose of the In-
ternet and email is to conduct official business. Use of university computers must comply with 
Idaho law and University policies. Occasionally employees may use the Internet and email for 
individual, nonpolitical purposes on their personal time if such use does not violate the terms 
and conditions of this policy. 

Phone Use 
It is the policy of the University of Idaho that the use of university owned communication de-
vices, including but not limited to long-distance telephone services and cellular phones are for 
official university business. University employees are not permitted to make long-distance calls 
for personal or non-university purposes.  Cell phones are not permitted during training or clini-
cal activities.  

Files & Recordings 
The CTC maintains client records electronically for a period of 7 years as specified by Idaho law. 
The initial evaluation data and therapy notes are stored and may be accessed in Titanium. Addi-
tionally UI psychiatric records, testing records and external information from treating profes-
sionals are also stored in and available for viewing in Titanium.  
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• Secure storage. All confidential records, including recordings, portable hard drives or 
flash drives, must be stored in the secure file room in your designated locker and may 
not be removed from the CTC at any time.  Confidential materials may not be removed 
from the CTC at any time. Personal PCs or laptops may not be used for confidential doc-
umentation of any kind. 

• Shredding. All confidential materials should be shredded when they are no longer 
needed. Recorded session should be deleted as soon as they are no longer needed for 
the purposes of individual or group supervision or case presentations. 

• Scanning. Client forms (Consent for Recording, Release of Information, Testing, Corre-
spondence with external offices, etc.) should be placed in the “To Be Scanned File” in 
the front office area.  

• Academic transcripts. Available in hard copy. Let one of the administrative coordinators 
know if you would like a printed copy. Can be useful especially if clients are experiencing 
academic problems. 

The CTC maintains intern records permanently (both a paper file for 10 years and an elec-
tronic file on a permanent basis). 

Email Correspondence with Clients 
The use of email to communicate personal confidential information is not recommended be-
cause the CTC cannot guarantee the confidentiality of email correspondence. However, email 
may be used to contact clients regarding appointment changes (rescheduling) if they have au-
thorized email contact (check the personal information section in Titanium.). Email communica-
tion with clients should be added into their Titanium File under the category of Email Corre-
spondence. 

Professional and Ethical Behavior 
As previously stated, interns are required to follow all University, CTC, and Internship policies as 
described on the university website, the CTC Policy & Procedure Manual and the Internship Pol-
icy and Procedures Manual. In addition, interns are expected to act in accordance with the cur-
rent version of the APA Ethical Principles of Psychologists and Code of Conduct- 
https://www.apa.org/ethics/code/ 
Interns are expected to demonstrate professional values, attitudes and behaviors at all times.  
Some examples of professional behavior are:  Engaging in self-reflection, Being open and re-
sponsive to feedback and supervision, Interacting respectfully and collegially with peers, faculty 
and staff. As representatives of the university and the CTC, all CTC staff and interns need to take 
care that their conduct (including on-line) does not reflect negatively on the reputation of the 
University or the CTC.   
Due to the rural nature and relatively small size of Moscow, CTC staff and interns should be pre-
pared to encounter their clients in the community and need to be thoughtful about how to re-
spond in a professional manner while protecting confidentiality. 

External Employment During the Internship Year 
External employment is not recommended due to the demands of the internship training expe-
rience and is not permitted during the required 40 hour work week between the hours of 8am-
5pm.  Any external employment or professional activities must not create a conflict of interest 

https://www.apa.org/ethics/code/
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with the university and must not interfere with internship responsibilities.  Any professional ac-
tivities outside of the internship that constitute the practice of psychology must have the prior 
approval of the training director.  

Social Media  
Interns should review their privacy settings, photos and content on social media to ensure that 
they are professionally appropriate. Clients, supervisors and potential employers may all at-
tempt to access information about you. Interns may not accept any individuals as friends on a 
social networking site if a dual relationship exists (supervisor, client, etc.) Interns should ensure 
that voicemail greetings are professionally and ethically appropriate.  Additionally, interns 
should never give their personal email or personal cellphone number to clients. 

Office Space 
Interns are encouraged to personalize their office space and décor. However, since office décor 
contributes to the environment that clients experience at the CTC, it is important to be mindful 
of the messages that décor and personal items may communicate to students, colleagues and 
other professionals. If you have questions about the appropriateness of office décor, please 
consult with the Training Director or supervisor. 

Professional Dress Guidelines 
The Counseling & Testing Center strives to provide a professional and safe environment for cli-
ents to explore sensitive areas in their lives. Since clothing styles contribute to the environment 
that clients experience at the CTC, we ask that you be mindful of the messages that your dress 
may communicate to students, colleagues and other professionals. It is important that clothing 
styles are professional and do not create an overly casual, distracting, or sexualized environ-
ment. Research has shown clients perceive therapists as more credible and more positive ther-
apy outcomes result when a professional image is conveyed to the client.  Interns and staff are 
expected to dress in appropriate “business casual” attire suitable for the professional work-
place whenever they are at the CTC during working hours or representing the CTC. Dress jeans 
(tailored and typically a darker wash, no holes) may be worn if desired on Fridays and during 
the summer.  
Some examples of attire that are not appropriate for the workplace are: shorts, T shirts, sweat 
pants, yoga pants or leggings, causal beach flip-flops, any clothing that is overly tight or form-
fitting. If you have questions about appropriate office attire, please consult with the Training 
Director or supervisor. 
Hygiene is also important since counseling takes place in small spaces. Some individuals are 
sensitive to chemicals that may cause respiratory distress so it is also recommended that per-
fume and after-shave fragrances are kept to a minimum.  
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SECTION V 

 
PHILOSPHY/MODEL OF TRAINING PROGRAM 

The APA accredited internship at the University of Idaho Counseling & Testing Center offers 
training and supervised experience to support the continued development of clinical and con-
sultation skills, ethical principles, multicultural competence, and personal and professional 
growth that will prepare interns to work in a university or college counseling center or other 
adult outpatient setting. Core training experiences include individual, group and couples coun-
seling, crisis intervention, psychological testing and assessment, outreach and consultation to 
the university community and supervision. Interns also receive training to provide screening 
and intervention for Alcohol and Other Drug use among the student population.   

The training program follows a Practitioner-Scholar Model which focuses on the practical appli-
cation of scholarly knowledge in the practice of psychology based on the scientific foundations 
of the profession, best practices and on scholarly literature. Theory, research, and scholarly in-
quiry are integrated into the direct delivery and application of psychological service. Experien-
tial learning and the development of professional skills are guided and enriched through di-
dactic training modules and seminars, consultations, and in-service staff development activities. 
Faculty supervisors serve as role models and professional mentors. Diversity is an important 
core value of the CTC and training program and is emphasized and integrated into training and 
service delivery. 

The program also uses the Integrated Developmental Model of Supervision to guide training. 
Supervisors recognize that learning and skill acquisition is a developmental process and that in-
terns enter the program at differing developmental levels in each of the core competences. 
Learning goals, which are established collaboratively, are designed to take differing develop-
mental needs and interests into account. At the beginning of the year, interns complete a self-
assessment of skills and interests that assist supervisors in understanding their training needs 
from a developmental perspective. Interns engage in an intensive orientation of several weeks 
duration to facilitate their transition to internship and their readiness to engage in service deliv-
ery. Initial training emphasizes the essential knowledge and skills needed to provide psychologi-
cal services to the college student population at a university counseling center.  
Training builds towards greater complexity as the internship year continues. The amount of 
structured training is heaviest during fall semester and decreases over the course of the year. 
By the end of the internship year, interns are expected to have developed the skills and compe-
tencies necessary for entry level professional practice. 

The personal and professional growth and development of the intern as an emerging profes-
sional is also an important aspect of the training model. Training is designed to guide interns 
through the transition from a student role to that of an entry level professional as they learn to 
balance multiple professional roles and demands while experiencing more challenging responsi-
bilities. Faculty model ethical and professional behavior and are committed to facilitating the 
personal and professional development and identity of each intern as an emerging professional 
through supervision, mentoring, consultation, and a variety of training experiences.  
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In accordance with APA Ethical Standard 7.04, the University of Idaho Counseling & Testing 
Center internship does “not require students or supervisees to disclose personal information in 
course- or program-related activities, either orally or in writing, regarding sexual history, history 
of abuse and neglect, psychological treatment, and relationships with parents, peers, and 
spouses or significant others except if (1) the program or training facility has clearly identified 
this requirement in its admissions and program materials or (2) the information is necessary to 
evaluate or obtain assistance for students whose personal problems could reasonably be 
judged to be preventing them from performing their training- or professionally related activities 
in a competent manner or posing a threat to the students or others.” UI CTC respects the pri-
vacy of every individual and recognizes their right to share at a level that is comfortable and 
growth promoting for them.  Interns are not required to engage in personal self-disclosure as 
defined above.  However, self-reflection and self-awareness are an important aspect of ongoing 
personal and professional growth. Reflecting on our own personal qualities, values and internal 
responses allows us to better serve our clients and grow professionally.   

 

AIMS OF THE TRAINING PROGRAM 
The internship has 3 broad training goals: 

• Goal #1: To Train Interns to Develop the Knowledge, Skills and Competencies Neces-
sary to Work Effectively with A Variety of Clinical and Related Mental Health Issues 
In The Provision Of Psychological Services To A Diverse Population. 

• Goal #2: To Train Interns to develop the Cultural Awareness, Knowledge, Skills and 
Competencies Necessary to “Work Effectively with Diverse Others in Assessment, 
Treatment, And Consultation. 

• Goal #3: To Train Interns to Develop the Knowledge, Skills and Competencies Neces-
sary to Engage in Professional Attitudes, Values & Behaviors and Practice According 
to Legal & Ethical Standards. 

In order to meet the training goals, interns are expected to acquire specific competencies that 
are fundamental to the practice of Health Psychology. The goals, objectives and related compe-
tencies are based on the APA Required Profession-Wide Competencies (APA Standards of Ac-
creditation, 2017) and on the Assessment of Competency Benchmarks Work Group: A Devel-
opmental Model for the Defining and Measuring Competence in Professional Psychology 
(2007), convened by the APA Board of Educational Affairs in collaboration with the Council of 
Chairs of Training Councils (CCTC).  Formal evaluation procedures are in place to measure in-
terns’ progress towards goals and the competencies described below (see Evaluation Proce-
dures). 

COVID19 UPDATE 
As of mid-March 2020, the CTC successfully transitioned to conducting clinical work, training, 
and supervision via Zoom. We will continue with this plan until further notice due to the ongo-
ing nature of the pandemic. There is no plan for interns to see clients face to face.  Interns will 
be trained in the use of TeleHealth Procedures and will work on- site in their private offices. The 
CTC is following CDC guidelines to protect the health and safety of our staff. If a staff member 
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or intern is in at -risk group, they may request approval to work from home. Paperwork must be 
submitted to Human Resources for approval and medical and/or other relevant documentation 
is required.  

 

INTERNSHIP TRAINING ACTIVITIES 

That Correspond to the Profession-Wide Competencies 

The role of the internship is to build on the trainee’s knowledge and skills in each of the re-
quired competency domains. The internship program has been designed to provide both di-
dactic and experiential supervised training activities that follow a developmental sequence. The 
program provides the necessary structure, guidance, and support to facilitate the development 
of each intern as he or she moves towards greater autonomy, and gains the skills, knowledge, 
and confidence to master increasingly complex tasks and decisions during the course of the 
training year. All Interns will receive basic training in the competency areas.  Interns have some 
options beyond the basic training level to allow more flexibility for differing individual interests.  

 

 APA Required Profes-
sion-Wide Competencies 

Didactic Training Experiential Activities 

ASSESSMENT 
Select and apply assessment 
methods that draw from 
empirical literature; collect 
relevant data using multiple 
sources and methods. 
Interpret assessment results 
to inform case conceptual-
ization, classification, and 
recommendations. 
Communicate findings in an 
accurate and effective man-
ner. 

Initial Orientation and training 
modules during fall. Primarily indi-
vidual supervision during spring 
semester. 

Training in assessment and the 
use of various testing and assess-
ment instruments and batteries 
relevant to the needs of a college 
population.  Interns may choose 
to emphasize either comprehen-
sive LD/ADD assessments (batter-
ies and integrated reports) or clin-
ical and personality assessment 
with therapy clients. 

o Utilize self-report instru-
ments such as CCAPS, SDS, 
BDI-2, BAI, AUDIT, PHQ9, 
etc., to assess client func-
tioning 

o Administer assessment in-
struments as part of an LD 
or ADD battery 

o Administer personality as-
sessment instruments as 
part of a clinical or diag-
nostic assessment 

o Write comprehensive inte-
grated assessment for 
LD/ADHD Assessment re-
ports for batteries 

o Write comprehensive inte-
grated personality/clinical 
assessment reports 

o Provide oral and written 
feedback to clients 
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COMMUNICATION & 
 INTERPERSONAL SKILLS 
Develop and maintain effec-
tive relationships with a 
wide range of individuals. 
Produce and comprehend 
oral, nonverbal, and written 
communications. 
Demonstrate effective inter-
personal skills. 

Initial Orientation and training 
modules 
Supervision 

 

o Liaison assignments 
o CTC Committees 
o CTC Staff Meetings 
o Documentation 

 

 
CONSULTATION  
Develop and maintain effec-
tive relationships with a 
wide range of individuals, in-
cluding colleagues, commu-
nities, organizations, super-
visors, supervisees, and 
those receiving professional 
services.  
Produce and comprehend 
oral, nonverbal, and written 
communications that are in-
formative and well-inte-
grated; demonstrate a thor-
ough grasp of professional 
language and concepts.  
Demonstrate effective inter-
personal skills and the ability 
to manage difficult commu-
nication well.  
Demonstrate knowledge and 
respect for the roles and 
perspectives of other profes-
sions. 
Apply this knowledge in di-
rect or simulated consulta-
tion. 

Initial Orientation and training 
modules. 
Supervision 
 

o Counseling center liaison 
and consultant to campus 
partner office.  

o Consultation with faculty, 
staff, students, and par-
ents about psychological 
issues. 

ETHICAL & LEGAL STAND-
ARDS 
Be knowledgeable of and act 
in accordance with: 

Initial Orientation and training 
modules  
Supervision 
 

o Consultation and supervi-
sion regarding ethical is-
sues and decisions. 

o Case conferences and 
presentations 
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APA Ethical Principles of Psy-
chologists and Code of Con-
duct; 
Relevant laws, regulations, 
rules, and policies governing 
health service psychology;  
Relevant professional stand-
ards and guidelines. 
Recognize ethical dilemmas 
and apply ethical decision-
making processes. 
Conduct self in an ethical 
manner in all professional 
activities. 

INDIVIDUAL & CULTURAL DI-
VERSITY  
Understand how their own 
personal/cultural history 
may affect how they interact 
with people different from 
themselves.  
Knowledge of the current 
theoretical and empirical 
knowledge base as it relates 
to diversity. 

 

Initial Orientation and multicul-
tural training modules. 
Training in current knowledge and 
evidence-based practices about 
the role of cultural and individual 
diversity in professional practice d 
in accordance with the APA Multi-
cultural Guidelines: An Ecological 
Approach to Context, Identity, and 
Intersectionality (2017 
 Supervision 

o Self-reflection and cultural 
self-assessment 

o Culturally informed indi-
vidual & group counseling 

o Culturally informed inter-
ventions and treatment 
plans 

o Culturally informed case 
presentations  

o Culturally informed super-
vision of trainees/mentees 

o CTC Diversity Team 
presentation 

o Liaison to campus partner 
office  

o Outreach presentations 

INTERVENTION 
Establish and maintain effec-
tive relationships with the 
recipients of psychological 
services. 
Develop evidence-based in-
tervention plans.   
Implement interventions in-
formed by the current scien-
tific literature. 
Apply the relevant research 
literature to clinical decision 
making. 

Initial Orientation and training 
modules fall & spring semester.  
Supervision 
 

o Individual Counseling. In-
terns conduct weekly ini-
tial evaluations (up to 4 
per week) with new clients 
as well as ongoing individ-
ual therapy sessions. They 
identify and assess client 
concerns, assess level of 
functioning, diagnose dis-
orders using the DSM-5 
and recommend treatment 
options. The CTC uses a 
brief therapy model (8-12) 
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Modify and adapt evidence-
based approaches. 
Evaluate intervention effec-
tiveness 

sessions per year).  Interns 
must obtain supervisor ap-
proval to extend the ses-
sion limit based on clinical 
rationale. Interns should 
also consult with the TD 
and/or their individual su-
pervisor regarding how to 
manage their caseload. 
Frequency of appoint-
ments should be based on 
clinical need.  

o Couples Counseling.  The 
CTC offers relationship 
counseling for couples. At 
least one individual must 
be enrolled as a student to 
be eligible for this service. 
Interns receive training in 
the Gottman evidence-
based Relationship Model. 
Interns begin seeing cou-
ples during the spring se-
mester. 

o Crisis Intervention/Urgent 
Care.  The CTC offers crisis 
intervention and urgent 
care walk-in appointments, 
Monday through Friday 
during business hours. In-
terns are trained in risk 
and suicide assessment 
and crisis intervention 
methods. Interns share in 
covering weekly shifts for 
walk-in/ crisis clients. A 
faculty supervisor is availa-
ble for consultation and 
back-up during each shift. 
Interns are not required to 
be on-call for crisis inter-
vention after hours. The 
CTC contracts with Proto-
Call, to provide after- 
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hours telephone crisis 
counseling services.  

o Group Counseling.  The 
CTC offers a variety of pro-
cess and structured psy-
choeducation groups each 
semester. Interns receive 
basic training in group 
counseling. Interns are ex-
pected to co-facilitate a 
minimum of one group per 
year. Group assignments 
are determined in collabo-
ration with the intern, 
group coordinator, individ-
ual supervisor, and training 
director 

PROFESSIONAL VALUES,  
ATTITUDES & BEHAVIORS 
Behave in ways that reflect 
the values and attitudes of 
psychology. 
Engage in self-reflection.  
Demonstrate openness and 
responsiveness to feedback 
and supervision.  
Respond professionally in in-
creasingly complex situa-
tions with a greater degree 
of independence 

Initial Orientation and training 
modules that cover professional-
ism. 
Supervision 
 

o Applied practice in all 
activities at CTC 

 

Research  
Demonstrates substantially 
independent ability to criti-
cally evaluate and dissemi-
nate research or other schol-
arly activities (e.g., case con-
ference, presentation, publi-
cations) at the local (includ-
ing the host institution), re-
gional, or national level.  

Training modules and professional 
workshops cover current research 
and knowledge relevant to each 
competency. 
 

o Assigned seminar readings 
o Case presentations 
o Diversity Team presenta-

tion 
o Presentation of doctoral 

research  

 

SUPERVISION  
Demonstrate knowledge of 
supervision models and 
practices. 

Supervision of Supervision meets 
weekly fall and spring semester 
 

o Individual supervision and 
mentoring for graduate 
practicum students or an 
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Apply this knowledge in di-
rect or simulated practice 
with psychology trainees, or 
other health professionals 

Training in competency-based su-
pervision and the Integrated De-
velopmental Model (IDM)of su-
pervision  

undergraduate psychology 
intern. 

o Peer supervision of cohort 
members 

o Supervision Presentation 
 

INTERNSHIP TRAINING ACTIVITIES  
That Correspond to Program Specific Competencies  

Program Specific Compe-
tency 

Didactic Training Experiential Activities 

Alcohol & Drug Assess-
ment & Intervention  
Training in Alcohol & Drug 
Use and Impact on college 
population.   

Initial Orientation and training 
modules that cover evidence-
based assessment & Intervention 
practices, harm-reduction and 
motivational interviewing. 
Supervision  

o Individual AOD assess-
ments 

o Alcohol/Drug campus out-
reach screenings 

o Individual & Group Coun-
seling focused on AOD is-
sues 

 

OTHER TRAINING ACTIVITIES 
Clinical Staff Meeting  
Typically meets weekly to discuss university and CTC issues. Community and campus profes-
sionals are also invited speakers/guests at times.  

Psychiatric Consultation/ Case Conference Meeting 
Interns attend a weekly meeting with all CTC faculty and the psychiatric practitioner to consult 
about high-risk clients and students referred for a medication evaluation. 

CTC Committee Meetings 
Interns may serve on internal CTC standing committees or ad hoc committees. 

Diversity Team Presentation 
Interns, faculty and staff work in Diversity Teams. Each team selects a diversity topic and pre-
pares an educational presentation for all CTC staff once per year. 

Clinical Case Presentation 
Interns make a formal clinical case presentation to faculty and the intern cohort. 

Supervision Case Presentation 
Interns make a formal supervision case presentation to faculty and the intern cohort. 

Doctoral Research Presentation 
Interns present their doctoral dissertation research to faculty and the intern cohort during the 
summer semester. 
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SUPERVISION 
As required by APA, interns receive a minimum of 2 hours of individual supervision per week 
and 2 hours of additional supervision per week 
Individual Supervision: 2 hours per week 
• Interns are required to have a minimum of 2 different individual supervisors during the 

training year.  Supervisory assignments are made based on collaboration with interns and 
supervisors that take the developmental needs and interests of the interns into considera-
tion to make the most beneficial match.  The supervisory team makes final decisions regard-
ing supervisory assignments. Supervisors and supervisees review and sign the Supervision 
Contract which specifies the details of the supervision process and the responsibilities of 
each party. 

Group Clinical Supervision: 1 hour per week 
• Interns present their clinical work with their cohort on a rotating basis and faculty serve 

as guest supervisors on a rotating basis. During part of spring semester and summer se-
mester, interns transition into providing peer supervision for each other. A format and 
guidance is provided for optimizing the group supervision experience. 

 
Supervision of Supervision: 1 hour per week 

• Interns and a faculty supervisor(s) meet to discuss effective supervisory practices and 
models and share their experiences providing supervision and mentoring for undergrad-
uate psychology majors or graduate practicum students. 

 
Supervision of Group Counseling: 1-hour per week 

• When an intern co-leads a group, they will meet with the faculty co-leader for supervi-
sion. 

 
Other: Drop-in Supervision  

• Drop -in supervision slots may be offered for additional individual Assessment, AOD, Di-
versity, Consultation supervisions 
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TYPICAL WEEKLY INTERN SCHEDULE SEMESTER 
Hours represent an average.  Actual hours may vary. 

DIRECT SERVICE ACTIVITY AVERAGE WEEKLY HOURS 
Initial Evaluation  4 
Individual/couples/ group counseling 12 
Crisis Intervention/Urgent Care (variable) 1 
Outreach & Consultation Activities (variable) 1 
AOD Activities (variable) .5 
Supervision of Trainees  1 
Assessment (variable) 1.5 
Total 21 

 
SUPERVISION RECEIVED AVERAGE WEEKLY HOURS 
Individual 2 
Group Clinical 1 
Supervision of Supervision 1 
Group Therapy Supervision (1) 
Total 4  (5 when doing group therapy) 

 
DIDACTIC TRAINING ACTIVITIES AVERAGE WEEKLY HOURS 
Clinical/Professional Topics Module 1 
Assessment/Testing Module (variable) 2 
Other Modules: (AOD/Outreach/Consulta-
tion, Diversity) 

2 

Total 5 
 

MISCELLANEOUS ACTIVITIES AVERAGE WEEKLY HOURS 
Staff meeting 1 
Psychiatry Case Conference meeting 1 
Clinical Documentation 5 
Admin-Misc. tasks/prep  3 
Total 10 
  
GRAND TOTAL 40 
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ADJUSTMENTS TO INTERN INITIAL EVALUATIONS 
 
The number of weekly initial evaluations for interns may be reduced under the following cir-
cumstances: 

Assessment 
• An LDADHD Initial appointment take counts as an initial evaluation (included as one of 

the 4 total initials).  
• The week following a Saturday testing administration marathon, the number of initial 

evaluations will be reduced by 1 to allow time for report writing. Interns should desig-
nate report writing time on their schedules. 

Group 
• When an intern is cofacilitating a group, the number of initial evaluations will be re-

duced by 1 per week for the duration of the group. 

Other 
• An intern and/or intern supervisor may request a temporary reduction in the number of 

initial evaluations due to other professional or personal circumstances. Requests must 
be approved by the Training Director in consultation and approval from the CTC Direc-
tor. 
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PROCEDURES for EVALUATION of INTERN COMPETENCIES 

Evaluation and feedback are an integral part of the training process. Feedback is used to gauge 
progress, recognize strengths and weaknesses, and set goals for continued growth and develop-
ment. Each semester, interns identify specific learning objectives, goals, and special interest ar-
eas, and establish a work schedule and contract for the semester. The contract is developed in 
conjunction with and subject to the approval of the Training Director and the individual supervi-
sor.  Interns are evaluated in all of the Profession-Wide Competencies and Program-Specific 
Competencies. 

Informal, Ongoing Feedback and Evaluation 

Informal feedback and evaluation from the intern’s individual supervisor or other training 
faculty may occur at any time during the year as an integral part of the training experience. 
Training faculty also discusses and reviews intern progress at regular intervals throughout 
the year. 

Mid-Semester Review (Fall & Spring Semester) 

Training faculty provide a brief written summary of intern progress and performance to 
date. The Training director meets with the intern and the individual clinical supervisor for 
the mid-term evaluation. Interns complete a brief self-assessment of their progress and de-
velopment.  

End of Semester Evaluation of Intern Competencies 

Formal evaluations occur at the end of each semester. Faculty supervisors complete a writ-
ten performance evaluation of intern competencies for each training component. Interns 
are asked to provide an oral self-assessment of the progress towards goals. 

Submission of Evaluations to the Intern’s Academic Program 

The Training Director sends copies of the evaluations to each intern's doctoral program at 
the end of each semester. If the intern’s doctoral program has their own evaluation form 
and timeline that differs from that of the Counseling Center Internship, then it is the re-
sponsibility of each intern to provide it to the Training Director in a timely manner for sub-
mission to their academic program. The Director of Training retains a copy of all evaluations 
in a permanent folder for each intern.  
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EVALUATION CRITERIA FOR INTERN COMPETENCIES 

Minimum Level of Achievement (MLA) Required on Final Evaluations  

Interns must meet the specified Minimum Level of Achievement (MLA) in each competency at 
the End of Semester Comprehensive Evaluations Supervisors use a 5 - point rating scale to rate 
intern performance on specific itemized skills and behaviors for each required competency.  
Level 3, Intermediate Competency, is considered the minimum level of achievement (MLA) 
needed to pass. (The level is determined by computing an average of all rated items on the 
evaluation form).  By the end of internship, it is expected that most interns will attain an aver-
age rating of 4, Advanced Intermediate Competency. If an intern does not achieve the MLA, 
then a remediation plan will be developed to assist the intern in meeting the acceptable level of 
performance. 

Five Point Scale:  Itemized Rating of Intern Performance  

Level 5 Expert Competency  Performs Significantly Above Expected Level of Development 
Competency equivalent to post-doctoral licensed professional 
capable of functioning autonomously without the need of super-
vision. Capable of teaching and supervising others. 

Level 4 Advanced Intermedi-
ate Competency 

Performs Above Expected Level of Development. (meets MLA)   
Consistently demonstrated advanced skills in a range of clinical 
situations using supervision and consultation as needed.  
Expected level by end of training. 

Level 3 Intermediate (Profi-
ciency) Competency 

Performs at Expected Level of Development. (meets MLA) 
Demonstrates ability to function professionally in a range of clin-
ical activities with routine supervision. Needs training and ongo-
ing supervision to develop consistent application of advanced 
skills. Any problems are regarded as part of the normal profes-
sional growth and development process. Typical for most interns 
during training initial training.  
Minimum level of achievement required to pass. 

Level 2 Emerging /Novice 
Competency 

Performs at Novice Level of Development. 
Emerging competence that requires significant training & super-
vision to carry out clinical activities. Typical for a beginning 
trainee or when learning new skills and tasks. 

Level 1 Remedial Competency Performs Below Expected Level of Development 
Skills and/or other problems in professional functioning are sig-
nificantly below expected levels of professional functioning for 
trainees. Not able to perform basic tasks and skills or function 
adequately in a professional manner. A remediation plan will 
be developed and implemented to assist the trainee in devel-
oping adequate skills and/or professional behaviors. 

NA Not Applicable Inadequate information or lack of opportunity to assess perfor-
mance. 
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EXIT CRITERIA 

In order to successfully complete the internship, interns must: 

• Complete a full-time, 2000- hour internship with at least 25% (500 hours) spent providing 
direct, face-to-face psychological services. 

• Meet Minimum Levels of Achievement (MLAs) as specified in the Intern Policy and Proce-
dure Manual in all required competencies by the end of each formal evaluation period.  

• If an intern is required to participate in a remediation plan to address deficiency areas, the 
intern must demonstrate that they have followed the prescribed procedures and have 
achieved an acceptable level of professional functioning within the time frame specified and 
that the conditions of the remediation plan have been satisfied. 

• Complete all specified requirements, documentation and learning activities. 
• Complete all required exit tasks. Interns must verify that all exit tasks have been completed 

(submit Exit Tasks Checklist) and check out with the TD before leaving. 
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EVALUATION OF INTERNSHIP BY INTERNS 
Interns have opportunities to provide feedback and evaluation about their training and su-

pervision experiences to the training faculty, their individual supervisor, and/or the Training Di-
rector at various intervals during internship. 

Informal, Ongoing Feedback and Evaluation  
Interns may provide informal feedback and evaluation about their training and supervision 
experiences to the training faculty, their individual supervisor, and/or the Training Director 
at any time.  

Training Committee 
An intern is selected by their cohort to be a member of the Training committee. The intern 
representative provides feedback and suggestions to the committee on behalf of the cohort 
and participates in discussion and decisions regarding modifications to the training pro-
gram. 

Mid-Semester Evaluation of Internship Program 
Interns provide oral and written feedback about their training and supervision experiences 
to their individual supervisor and the Training Director during the Mid-Semester Review. 

Evaluation of Individual Supervisor 
Interns complete a formal, written evaluation of their individual supervisor each semester.  

Exit Evaluation of Internship Program 
Interns complete a comprehensive written evaluation of the internship program at the end 
of the internship year. The feedback and evaluation materials are used to help ensure that 
the training program is flexible and responsive to the unique interests, needs, and abilities 
of each intern and make adjustments as needed to enhance the overall quality of the in-
ternship program.  

Post-Internship Evaluation 
Interns complete a follow-up evaluation of the internship program at least 1 year post-in-
ternship. They are asked to rate how well the internship prepared them for entry level prac-
tice in specific areas of competency. Their post-internship feedback and evaluation materi-
als is valuable in ensuring that the training program is preparing interns for the changing 
conditions of entry level practice and is used to make adjustments, as needed to enhance 
the overall quality of the internship program. 
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SECTION V 
 
Section II of this document outlines the procedures for responding to unsatisfactory intern per-
formance and/or misconduct. The rights and responsibilities of the internship program and the 
intern and appeals and grievance procedures are also described. 

 
DUE PROCESS PROCEDURES FOR ADDRESSING PERFORMANCE-RELATED 

PROBLEMS, INTERN MISCONDUCT, AND INTERN GRIEVANCES 
 

I. Executive Summary & Overview 
 
The Association of Psychology Postdoctoral and Internship Center’s (APPIC) match 
policies indicate that participating agencies adopt documented due process proce-
dures for resolving concerns about intern performance and interns’ concerns about 
the delivery of training services.1 With regard to intern performance, agencies 
should make fine distinctions in intern behavior that reflect the differences between 
inadequate professional functioning (academic issues) and acts of misconduct (disci-
plinary issues).2 Problems related to professional functioning are subject to remedia-
tion plans designed to address (1) deficiencies in skill or application of professional 
knowledge; (2) conforming one’s occupational practice and conduct to professional 
standards; and (3) managing and regulating personal circumstances to avoid and/or 
reduce interference with performance.3 Problems related to intern misconduct, such 
as serious departures from ethical standards, criminal conduct, or policy violations,4 
are subject to disciplinary actions designed to protect others from the effects of such 
misconduct if left unaddressed. Finally, intern concerns about the quality of their 
learning experience at the CTC are subject to grievance procedures designed to pro-
mote collaborative problem-solving that accounts for and integrates the intern’s ob-
servations and contributions to didactic exercises. 
 
Accordingly, this section of the handbook is organized into three (3) subsections that 
describe, separately, the procedures employed by CTC to resolve the three types of 
problems identified above. Each subsection (1) establishes the rights and 

 
1 Association of Psychology Postdoctoral and Internship Centers (APPIC), APPIC Membership Criteria: Doc-

toral Psychology Internship Programs, APPIC.ORG (Sept. 2016) https://www.appic.org/Joining-AP-
PIC/Members/Internship-Membership-Criteria.  

2 Linda Forrest et al., Trainee Impairment: A Review of Identification, Remediation, Dismissal, and Legal Is-
sues, 5 COUNSELING PSYCHOLOGIST 627, 655-56 (1999).  

3 Douglas H. Lamb et al., Confronting Professional Impairment During the Internship: Identification, Due Pro-
cess, and Remediation, 18 Professional Psychology 597, 598 (1987).  

4 Forrest et al., supra note 2, at 656.  
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responsibilities of interns and the University;  (2) explains the nature of problems so 
interns and supervisors can identify them with reasonable precision and accuracy, 
and interns can try to avoid them; (3) articulates the procedural steps (from notice, 
to hearing, to appeal) comprising a resolution framework that is substantively and 
procedurally fair. 
 

II. Addressing Problems Related to Professional Performance (Remediation)  
A. Responsibilities & Rights 

1. Interns 
a. Responsibilities 

 
The expectations of interns during their internship at the CTC are divided 
into three areas: Professional Standards and Ethics, Professional Skills 
and Competencies, and Personal Functioning. 
 
Professional Standards & Ethics  
Interns are expected to:  
 Be cognizant of and act at all times within the bounds of the APA 

Ethical Principles of Psychologists and Code of Conduct Standards 
for Providers of Psychological Services, Specialty Guidelines, and 
any other relevant, professional documents or standards which 
address psychologists' ethical, personal and/or legal responsibili-
ties.  

 Be cognizant of and act at all times within the bounds of the laws 
and regulations governing the practice of psychology in the State 
of Idaho including, but not necessarily limited to, the regulations 
of the Idaho State Board of Psychologist Examiners (See generally 
Idaho Admin. Code 24.12.01).  

 Be cognizant of and act at all times in accordance with the regula-
tions and procedures contained in the University of Idaho Coun-
seling and Testing Center Policy and Procedures Manual, the In-
tern Policies and Procedures Handbook, and all applicable Univer-
sity of Idaho policies and procedures.  (See section III.B. for a par-
tial list of applicable policies).  

 Demonstrate the ability to integrate relevant professional stand-
ards into their own repertoire of professional and personal behav-
ior. Examples of such integration include a demonstrated aware-
ness of ethical issues when they arise in work with clients, appro-
priate decision-making in other ethical situations, and awareness 
of ethical considerations in their own and other's professional 
work.  

 Maintain appropriate professional and collegial relationships 
within the CTC and the larger university community and commu-
nity agencies.  
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Professional Skills & Competencies  
Interns are expected to: 
 Demonstrate skills and proficiency in the core training competen-

cies at the required minimum levels of competency previously de-
scribed (see Intern Handbook) 

 Maintain accurate and timely written records and other documen-
tation of professional services.  

 Demonstrate regular and timely attendance and engagement in 
all internship activities. 

 Receive constructive feedback and professional advice through 
performance evaluations with openness, self-reflection, and civil-
ity.  
 

Personal Functioning  
Interns are expected to recognize that there is a relationship between 
personal functioning and professional effectiveness and demonstrate ap-
propriate management of personal concerns and issues as they relate to 
professional functioning. If an intern is experiencing challenging personal 
circumstances (physical, emotional and/or educational problems) that 
may interfere with the quality of their professional work, they are ex-
pected to seek assistance to resolve the problems. Problems include but 
are not limited to:  
 Ineffective management of personal stress such that it negatively 

impacts professional services.  
 Inadequate level of self-directed professional development.  
 Inappropriate use of and/or response to supervision.  
 Inappropriate professional and/or ethical behavior in the CTC, the 

larger university community, and community agencies that ini-
tially does not rise to the level of misconduct as explained in sub-
section III.B.3.b.  

 
If an intern does not meet the responsibilities and expectations identi-
fied above, and/or if problems significantly interfere with an intern’s 
professional functioning, the training program will follow “Due Process” 
Procedures. The specific Due Process procedures to be used for the ac-
knowledgment and amelioration of intern problems are described in 
the next subsection (II.C.). 
 

b. Rights 
 To seek and request assistance from professional psychologists 

contributing the internship experience. 
 To request a reasonable accommodation for a disability. 
 To receive timely and accurate feedback about performance. 
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 To be treated fairly and respectfully during performance evalua-
tion and feedback. 

 To be informed of the source, nature, and extent of professional 
expectations and obligations before being evaluated.  

2. CTC 
a. Responsibilities 

 The training program will treat interns with respect and courtesy 
in compliance with the APA Code of Ethics, Principle E: Respect for 
People’s Rights and Dignity. Principle E states that “Psychologists 
respect the dignity and worth of all people, and the rights of indi-
viduals to privacy, confidentiality, and self-determination. In addi-
tion we adhere to Section 3.01: Unfair Discrimination which states 
that “In their work-related activities, psychologists do not engage 
in unfair discrimination based on age, gender, gender identity, 
race, ethnicity, culture, national origin, religion, sexual orienta-
tion, disability, socioeconomic status, or any basis proscribed by 
law” and to Section 3.02: Sexual Harassment, which states that 
“Psychologists do not engage in sexual harassment”. The intern-
ship program also follows the guidelines in Section 3.03: Other 
Harassment which states that “Psychologists do not knowingly en-
gage in behavior that is harassing or demeaning to persons with 
whom they interact in their work based on factors such as those 
persons’ age, gender, gender identity, race, ethnicity, culture, na-
tional origin, religion, sexual orientation, disability, language, or 
socioeconomic status. Additionally, CTC staff expresses their re-
spect for and commitment to diversity through nondiscriminatory 
policies in recruitment of interns and hiring of staff. 

 The training program will provide interns with information regard-
ing relevant professional standards and ethical guidelines and rel-
evant legal regulations, which govern the practice of psychology, 
as well as providing opportunities to discuss the implementations 
of such standards.  

 The training program will provide interns with training in the cur-
riculum competencies specified to achieve an acceptable level of 
competency and meet the specified training goals. 

 The training program will provide interns with training in profes-
sional record keeping.  

 The training program will provide interns with a minimum of 2 
hours of individual and 2 hours of group supervision on a weekly 
basis. The training program will provide a minimum of 2 hours per 
week of additional training activities. 

 The training program will provide written evaluations of the in-
tern’s progress at the intervals specified but no less than twice 
per year. The timing and content of such evaluations are designed 
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to facilitate the trainee’s change and growth as professionals. 
Evaluations will address the interns' knowledge of and adherence 
to professional standards, their skills and personal functioning as 
it relates to the delivery of professional services.  

 The training program will maintain ongoing communication with 
the intern's graduate department regarding the trainee's progress 
during the internship year.  

 The training program will communicate early and directly with in-
terns about skill deficits and/or inappropriate intern behavior that 
negatively affects professional functioning.  

 The training program will maintain and follow guidelines for griev-
ance and due process procedures to address and remediate per-
ceived problems as they relate to training, professional standards, 
professional competency and/or professional functioning: 

o Provide written information to trainees about the pro-
gram's expectations related to professional functioning.  

o Stipulate the procedures for evaluation, including when 
and how evaluations will be conducted. Such evaluations 
should occur at meaningful intervals. 

o Articulate the various procedures and actions involved in 
making decisions regarding problems.  

o Communicate with graduate programs about any concerns 
or difficulties with trainees and seek input from these aca-
demic programs about how to address such difficulties.  

o Institute a remediation plan where appropriate (with the 
input and knowledge of the trainee’s graduate program) 
for identified inadequacies, including a time frame for ex-
pected remediation and consequences of not rectifying 
the inadequacies.  

o Provide a written procedure to the intern that describes 
how he/she may appeal the program's action.  

o Ensure that trainees have sufficient time to respond to any 
action taken by the program.  

o Use input from multiple professional sources when making 
decisions or recommendations regarding the intern's per-
formance.  

o Document in writing and to all relevant parties, the action 
taken by the program and its rationale.5 

b. Rights 
 To modify or alter the training experience for interns demonstrat-

ing performance-related problems, subject to the due process 
procedures incorporated in subsection II.C. 
 

5 Lamb et al., supra note 3, at 599-600. 
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 To inform an intern’s academic program of professional problems 
at any time the training staff believes such is needed. 

 To terminate an intern from the internship training program for 
reasons set forth in this Handbook and in accordance with the 
corresponding procedures.  
  

B. Problem Identification 
1. A professional performance problem is defined as a behavior, skill deficit, or 

attitude/disposition6 that interferes with professional functioning.7 The three 
areas of professional expectation identified in II.A.1.a. provide broad sub-def-
initions for problems:  
 
Professional Standards & Ethics 
An inability and/or unwillingness to acquire and integrate professional stand-
ards into one’s repertoire of professional behaviors. 
 
Professional Competence: Skills 
An inability to achieve a minimum level of acceptable competency in the skill 
areas that constitute the core components of the internship training program 
(see generally Evaluation Procedures: Intern Competencies on pp 23-25 of 
this Handbook). 
 
Personal and Interpersonal Functioning 
An inability to effectively manage personal stress, regulate emotional reac-
tions, and/or interact with others civilly and respectfully which interfere with 
professional functioning.  
 

2. The identification of professional performance problems is an exercise of 
professional judgment that focuses on discerning whether a behavior, skill 
deficit, or attitude/disposition while of concern, is within the developmental 
range for professionals in training and whether the problem can be ad-
dressed through supervision and remediation.  
 

3. Performance-related problems become subject to due process procedures 
when they are perceived as being characterized8 by at least one of the fol-
lowing: 

 
6 An individual’s professional disposition that did not align with professional standards was deemed to be a de-

cision subject to the professional judgment of academic evaluators, and denying entry to a program for that 
reason was permissible. See Oyama v. Univ. of Hawaii, 813 F.3d 850, 874-875 (9th Cir. 2015).  

7 Lamb et al., supra note 3, at 598. 
8 See Lamb et al., supra note 3, at 598 fn. 1 (these characteristics are couched in the language of professional 

competency and situate such efforts as remediation entirely within the professional judgment and academic 
experience of the professional psychologists called upon to assess and evaluate intern performance).  
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 The intern does not acknowledge, understand, or address the prob-

lem when it is identified. 
 The problem is not merely a reflection of a skill deficit, which can be 

rectified by academic or didactic training (e.g. self-directed study 
upon recommendation of supervising professional). 

 The quality of services delivered by the intern is negatively affected in 
ways that impact professional services. 

 The problem is not restricted to one area of professional functioning. 
 The intern’s behavior does not change as a function of constructive 

feedback, remediation efforts, and/or time. 
 The problematic behavior has the potential for ethical or legal ramifi-

cations if not addressed. 
 The intern’s behavior negatively impacts the training environment, 

learning experience, and/or the intern class in substantive ways.  
 
To the extent that the behaviors, skill deficits, or attitudes are resolved by 
verbal feedback from the supervisor(s) and/or training director, remediation 
is unnecessary. 
 

C. Procedural Steps of Resolution Framework  
1. Initial Observation of Concerning Behavior and Report to Supervising Psy-

chologist(s) and Informal Resolution with Training faculty 
a. When a behavior, skill deficit, or attitude/disposition that is concerning 

initially manifests, interns may receive verbal feedback from their super-
vising psychologist or other training faculty member. Such feedback is 
considered a warning designed to be primarily educative in nature. 

b. Whichever training faculty psychologist provides the informal warning 
will communicate in writing the action taken, the date, and the intern’s 
response to the Training Director (TD) for notation in the intern’s file. 

c. To the extent an intern is able to adequately resolve the concern by mod-
ifying their approach, no further intervention will be required. However, 
if the concerning behavior is not adequately addressed, the training fac-
ulty will proceed to the remediation procedural due process. 

2. Notice of Formal Resolution 
a. In some circumstances, the TD may initiate formal resolution of perfor-

mance-related problems by giving an intern notice without first complet-
ing the steps identified in C.1. (immediately preceding section). 

b. The TD will provide the intern with written notice of the performance-
related problem within 5 business days after the supervising psychologist 
or other training faculty member informs the TD of the problem. This 
may occur following an evaluation period. 

c. The notice will provide: 
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 A sufficiently-detailed description of the perceived problematic be-
havior, skill deficit, or attitude/disposition. 

 A reference to the responsibility, competency or ethical standard 
that is implicated by the problem. 

 If available at the time of writing, a sufficiently-detailed description 
of evidence or information that supports the perception the problem 
exists. 

 The date and time of a proposed resolution conference. 
 A statement indicating who is invited to participate in the resolution 

conference (usually the TD, the intern, supervising psychologist(s), 
and the intern’s academic program Training Director).  

 If determined necessary by the TD, a statement explaining any in-
terim measures imposed until the resolution conference can be com-
pleted and/or a remediation plan has been developed. 

d. The intern’s academic program will receive a copy of the written notice. 
e. Notice will be delivered to the intern and the intern’s academic program 

by a method chosen by the TD considering the importance of confidenti-
ality. 

f. Notice of the pending resolution conference may simultaneously serve as 
notice to the intern that interim measures will be imposed. Interim 
measures are precautionary and designed to reduce harmful exposure to 
others that may result from the intern’s behavior, skill deficit or attitude 
if immediate action is not taken. Interim measures may include, but are 
not limited to: 

 
Reduction in Workload – An intern may have some of their clients reas-
signed, be asked to focus on tasks that require less reliance on skills or 
knowledge that seem to be problematic, or be asked to spend more time 
passively observing training faculty as they work. 

 
Suspension of Direct Service Activities - Suspension of Direct Service Ac-
tivities requires a determination by the TD in consultation with the Direc-
tor that the intern has committed a major ethical breach and/or that the 
welfare of the intern's clients has been jeopardized. Therefore, direct ser-
vice activities will be suspended until a decision is made after the resolu-
tion conference. 
 
Administrative Leave - Administrative leave involves the temporary with-
drawal of all responsibilities and privileges associated with the role of an 
intern at the CTC.  Administrative Leave will continue until a decision is 
made after the resolution conference.  
Interim measures are not intended to be remedial. The Training Director 
has sole discretion to determine whether any interim measures should be 
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imposed. The imposition of interim measures may be appealed to the 
CTC Director according the appeal procedures outlined in II.A.5.  

3. Resolution Conference (Hearing) 
a. The resolution conference is a collaborative meeting designed to assist 

the training faculty in determining a course of action that will enable the 
intern to develop and improve the intern’s professional functioning. 

b. The TD, training faculty, and, if possible, the intern’s Academic Program 
Training Director will discuss the performance-related problem. 

c. The intern may be asked to participate in the foregoing discussion to the 
extent other participants believe it will be constructive and helpful. If not, 
the intern will be given an opportunity to explain or share the intern’s 
views regarding the problem and be asked to provide input on how con-
cerns might be remedied. 

d. Once the TD and training faculty believe that they have obtained suffi-
cient information to proceed with shaping an appropriate course of ac-
tion, the TD will document the outcome so it can be shared with the in-
tern and the intern’s academic program. 
 

4. Initial Decision of Resolution Conference 
a. The intern will be notified in writing of the outcome of the resolution 

conference. 
b. The written decision will indicate whether the TD and supervising psy-

chologist(s) have determined the behavior, skill deficit or attitude/dispo-
sition constitutes a performance problem that warrants a formal course 
of action. 

c. The written decision will indicate the level of action that is deemed com-
mensurate with the magnitude of the problematic behavior, skill deficit 
or attitude, if any, and may include any of the following: 
 
Written Warning – The TD will issue a written statement in the form of a 
letter that will be kept in the intern’s file. The letter will contain the fol-
lowing information: (1) a description of the problematic behaviors or skill 
deficits; (2) actions need by the intern to correct the problem; (3) a dead-
line by which time the intern will need to have shown minimally-accepta-
ble performance; and (4) notice that the intern may request an appeal of 
this action. 
 
Probation and Remediation Plan – A written remediation plan will likely 
result when an intern (1) has not been able to correct the problems iden-
tified as part of an informal, verbal warning within a reasonable 
timeframe; (2) does not meet the minimum evaluation criteria at mid-
term or final evaluations; or (3) violates an ethical standard that has or 
will negatively impact client welfare and/or the agency.  
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The Training Director and individual supervisor, in consultation with the 
intern’s Academic Program Training Director, will work together to design 
a written remediation plan to correct the problem(s). The remediation 
plan may include, but is not limited to, the following courses of action: 
 
 Additional didactic or experiential learning activities and/or con-

tinuing education activities in cases where a deficit in professional 
standards, knowledge or skills is a concern. 

 Increased supervision. 
 Change in format or focus of supervision. 
 Change of supervisor. 
 Strategic reductions of the intern’s clinical or other workload to 

enable greater focus on remediation. 
 
The Internship Training Director will provide the Academic TD with a copy 
of the Remediation plan and keep the Academic TD informed of intern 
progress. The intern is placed on probationary status for the duration of 
the remediation plan.  
 
At the end of the probationary period, the TD will conduct a review to de-
termine whether the intern has followed the remediation plan and made 
sufficient improvements so that the probation may be lifted. If not, then 
the TD will discuss additional possible courses of action with the primary 
supervisor and the CTC Director. The TD will communicate in writing to 
the intern that the conditions for lifting the probation have not been met 
and will include the course of action the TD has decided to implement. 
These may include an extension and/or modifications of the original re-
mediation plan for a specified time period or implementation of another 
alternative. Additionally, the TD will communicate to the CTC Director 
that if the intern's performance does not sufficiently improve, the intern 
will not successfully complete the internship 
 
Probation will be lifted when the intern has followed the remediation 
plan within the specified time frame and demonstrated adequate im-
provement to the satisfaction of the TD and the training staff. The intern 
and their academic program will receive written notice of successful com-
pletion of the remediation plan and the end of probation. 
 
Extension of the Internship - In situations where the intern has made 
some progress towards change, but the progress is insufficient to pass 
the intern by the end of the internship, the intern may be required to ex-
tend the internship to complete the requirements. An extension of in-
ternship may also be granted if the intern has a health condition that pre-
vents completion of the internship within the specified time frame. 
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Dismissal from the Internship Program for Inadequate Performance – 
There may be cases in which an intern may be incapable of adequately 
remediating a problematic behavior, skill deficit, or professional de-
meanor such that the TD and training faculty have serious concerns 
about the intern’s ability to function as professional psychologist. In such 
cases, the intern may be dismissed from the internship program.  The 
Training Director will contact APPIC to request a formal release from the 
Match. Upon receipt of the Notification of Dismissal, the intern will be 
required to vacate the intern’s office and leave the CTC within 24 hours. 
All keys and confidential material are the property of the CTC. As of the 
effective date of dismissal, the original contract between the intern and 
the CTC is no longer in effect. As a result the intern is no longer eligible to 
receive a stipend. 
 

d. A copy of the written decision will be given the intern’s academic pro-
gram.  

e. The written decision will also provide a statement explaining the process 
for appealing the decision to the CTC Director or their designee.  
 

5. Appeal 
a. A decision regarding the issuance of an interim measure or a decision is-

sued after a resolution conference  may be appealed to the CTC Director 
or the Director’s designee.  

b. An appeal must be submitted in writing, accompanied by supporting doc-
umentation, to the CTC Director within 10 business days after the intern 
has received the written decision.  

c. The CTC Director will have up to 15 business days to consider the appeal 
and may request additional information from the TD, training faculty or 
the intern as needed. In some cases, the Director may choose to meet 
face-to-face with the intern and/or Training Director, but appeals are typ-
ically completed by paper.  

d. The intern will be notified in writing of the CTC Director’s decision regard-
ing the appeal, and that decision will be final. A copy of the decision will 
also be sent to the intern’s academic program. 

e. If CTC Director is incapable of evaluating the appeal impartially, as deter-
mined by the Director in the Director’s sole discretion, the Director may 
select a designee(s) to review the appeal alone or by committee. The in-
tern will be informed of the recusal and substitution in writing. 
 

III. Addressing Intern Misconduct (Discipline) 
A. Responsibilities & Rights 

1. Interns 
a. Responsibilities 
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 Demonstrate integrity and accountability by acting in accordance with 
the APA Ethical Principles of Psychologists and Code of Conduct and 
the rules, regulations and policies of the Idaho State Board of Psy-
chologist Examiners, the University of Idaho, and the Counseling and 
Testing Center. 

 Obey local, state and federal law established by court decision, stat-
ute, regulation, rule, or ordinance.  

 Report information regarding your own misconduct or that of other 
interns to your supervisor or the Training Director. 

 If requested to provide or submit information pursuant to a miscon-
duct hearing, comply with the request honestly and in good faith. 

 Be forthright and truthful to all professional staff and colleagues. 
 Engage respectfully and civilly in misconduct proceedings if invited to 

participate in person.  
 

b. Rights9 
 To have allegations of misconduct evaluated and determined by a 

Center professional free from personal animus or bias. 
 To be informed of the alleged misconduct, the information or evi-

dence being relied upon before being asked to respond at the hear-
ing, and the policy, rule, or law that has allegedly been violated. 

 To be informed, in writing, of any modifications or alterations the CTC 
may make to misconduct proceedings in the interest of fairness.  

 To have an opportunity to respond to and/or refute, in writing, allega-
tions or accusations of misconduct with relevant information or evi-
dence. 

 To have a decision based on relevant information that demonstrates, 
by a preponderance of the evidence, the intern is responsible for mis-
conduct. 

 To be informed of the reasons an adverse decision was rendered so 
the intern may request an appeal. 

 To appeal an adverse decision to a Center professional free from per-
sonal animus or bias and who did not participate in the misconduct 
proceedings that determined the intern was responsible. 
    

2. Program 
a. Responsibilities 
 Operate misconduct proceedings that are fair and respect an intern’s 

right to notice, to be heard, and to appeal.  
 Obtain relevant information or evidence. 
 Consider and weigh impartially relevant information/evidence that is 

presented by the intern and that is shared by other persons. 
 

9 See generally Henry J. Friendly, “Some Kind of Hearing,” 123 UNIV. OF PENN. L. REV. 1267, 1279-95 (1975).  
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 Provide written notice to the intern about allegations of misconduct 
for which the agency intends to take disciplinary action. 

 Provide the intern with a written explanation for an adverse decision. 
 Adhere to the policy and procedural steps outlined in Intern Hand-

book and applicable University of Idaho policies. 
 

b. Rights 
 To modify or alter misconduct proceedings as may be necessitated by 

fairness.10 The CTC prefers to rely upon a paper-based hearing 
wherein those individuals with information, including the intern, pre-
sent that information in writing which is then reviewed and evaluated 
by the decision-maker. However, CTC recognizes it may be advisable 
to modify or alter the proceeding to permit in-person presentations 
of information as the circumstances may require. To the extent any 
such modifications may be necessary, the intern will be informed in 
writing.  

 To determine the relevance of any information and to disregard infor-
mation that is irrelevant. 

 To enforce even-handedly expectations of respectfulness and civility 
upon the parties participating in misconduct proceedings. 

 To circumscribe or limit the intern’s regular activity in the Center’s 
operation while misconduct proceedings are being conducted. Such 
interim measures are discussed below in subsection C.  
  

B. Problem Identification 
 
Interns may be subject to misconduct proceedings in the event the CTC receives 
information alleging the intern engaged in (1) criminal conduct, (2) violated CTC 
or University policy, or (3) behavior that contravenes the APA Ethical Principles 
of Psychologists and Code of Conduct.  
 
As opposed to the professional judgment exercised by the CTC’s professionals in 
evaluating intern performance, identifying intern misconduct is focused on fact-
finding and determining the likelihood that the offending conduct actually oc-
curred as reported. Such fact-finding relies on commonsense observations about 
the veracity of information as supported by (1) the trustworthiness and reliability 

 
10 The requirements and/or elements of due process are flexible thereby requiring the Center’s professional deci-

sion-makers to balance three factors identified by the United States Supreme Court in Mathews v. Eldridge, 
424 U.S. 319, 334-35 (1976) (“More precisely, our prior decisions indicate that identification of the spe-
cific dictates of due process generally requires consideration of three distinct factors: First, the private in-
terest that will be affected by the official action; second, the risk of an erroneous deprivation of such inter-
est through the procedures used, and the probable value, if any, of additional or substitute procedural safe-
guards; and finally, the Government's interest, including the function involved and the fiscal and adminis-
trative burdens that the additional or substitute procedural requirement would entail.”).  
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of the source of information, (2) the singular strength of each piece of infor-
mation/evidence in proving what it purports to prove,  and (3) the cumulative 
strength of all information/evidence when consider as a whole.  
 
Determinations of responsibility result when the fact-finder concludes by a pre-
ponderance of the evidence that the offending conduct did occur. Thus, the pro-
fessional decision-maker need only be persuaded that is more likely than not 
that the intern engaged in the alleged misconduct.  
 
Interns should look to the following sources of policy or law to inform their be-
havioral choices: 
 
1. Criminal Conduct, including but not limited to: 

a. Federal Law (see generally United States Code Title 18 – Crimes and Crim-
inal Procedures11) 

b. State Law (see generally Idaho Code Title 18 – Crimes and Punishments12) 
c. Municipal Law (see generally  Moscow City Code Title 10 – Police Regula-

tions13) 
 

2. Policy Violations, including but not limited to: 
a. Counseling and Testing Center Intern Handbook 
b. University of Idaho Policies including, but not limited to, the following:  

 
FSH 3170 – University Ethics 
FSH 3200 – Policy of Nondiscrimination 
FSH 3205 – Consensual Romantic or Sexual Relationships 
FSH 3210 – Antidiscrimination 
FSH 3215 – Non-discrimination on the Basis of Sexual Orientation & Gen-
der Identity/Expression 
FSH 3220 – Sexual Harassment 
FSH 3810 – Retaliation  
APM 30.12 – Acceptable Use of Technology Resources 
APM 95.12 – Weapons  
APM 95.16 – Animals on Campus 
APM 95.31 – Alcohol 
APM 95.32 – Drug Free Workplace 
 

 
11 Office of the Law Revision Counsel, United States Code (2017) http://uscode.house.gov/  
12 Idaho Legislature, Idaho Statutes (2017) https://legislature.idaho.gov/statutesrules/idstat/.  
13 City of Moscow, Moscow City Code (January 31, 2017) https://www.ci.moscow.id.us/records/Pages/city-

code.aspx.  
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These policies are referenced because they inform University of Idaho 
personnel about the expectations for working conditions, and even 
though interns are not employees of the University, interns are required 
to comply with these, and other, applicable University policies.  
 

3. APA Ethical Principles of Psychologists and Code of Conduct 
a. Ethical Standards, including but not limited to: 

 
3.01 – Unfair Discrimination 
3.02 – Sexual Harassment 
3.03 – Other Harassment 
3.04 – Avoiding Harm 
3.05 – Multiple Relationships 
3.08 – Exploitative Relationships  
10.05 – Sexual Intimacies with Current Therapy Clients/Patients 
10.06 – Sexual Intimacies with Relatives or Significant Others of Current 
Therapy Clients/Patients 
10.07 – Therapy with Former Sexual Partners 
10.08 – Sexual Intimacies with Former Therapy Clients/Patients 
 

b. In some instances, other departures from the ethical standards may de-
serve treatment as misconduct. Such departures are evaluated on a case-
by-case basis for their severity or seriousness according to the indicia 
enumerated below. These indicia are considered based on the profes-
sional judgment of the Center’s training faculty and the totality of the cir-
cumstances.  
 
Nature and extent of harm to others (e.g. physical, emotional, profes-
sional, relational) 
Frequency of Occurrence (e.g. recurring pattern as opposed to isolated) 
Method of Discovery (e.g. self-disclosure as opposed to revelation by oth-
ers) 
Absence or Presence of Concurrent/Contemporaneous Misconduct (e.g. 
deceit or concealment)  
Attitude of Intern Regarding the alleged misconduct (e.g. contrition as 
opposed to recalcitrance) 
Efficacy of Remediation (e.g. ethical departures determined to be less 
amenable to remediation are more likely to be treated as misconduct)  
 
Interns should be aware that otherwise less serious ethical departures or 
errors in professional judgment may become the basis for misconduct 
proceedings if the intern is unresponsive to remediation efforts or pat-
terns of errors emerge which reasonably indicate a negligent or reckless 
approach to work. In such circumstances, the intern’s conduct will be 
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evaluated objectively based on the care a reasonable intern would ex-
hibit when faced with similar circumstances.  
 

C. Procedural Steps of Resolution Framework  
1. Receipt of Information Alleging Misconduct 

a. Any person with information indicating an intern may have engaged in 
misconduct may share or report that information to the CTC and/or any 
of its professionals or administrative employees. Such information will be 
communicated to the Training Director.  

b. The Training Director (TD) will review the information received, and if 
necessary, as deemed in the TD’s sole discretion and judgment, make a 
preliminary inquiry into the plausibility of the allegations. All reports of 
alleged intern misconduct are securely retained by the TD, regardless of 
their plausibility, as part of the intern’s file. Those that are found to be 
plausible are advanced in the misconduct proceeding sequence. 

c. In some circumstances, information alleging misconduct may be for-
warded to the CTC from external sources including, but not limited to, 
police reports, communications from other University departments, or 
news reports naming the intern. 
  

2. Notice 
a. If the TD determines that the allegation of misconduct is plausible and 

serious enough to warrant disciplinary proceedings, the TD will provide 
the intern with written notice of the allegation of misconduct.  

b. The notice will provide: 
 A sufficiently-detailed description of the alleged misconduct. 
 A reference to the policy, law or rule the alleged misconduct violates. 
 If available at the time of writing, a sufficiently-detailed description of 

evidence or information that supports the allegation. If not available, 
a statement indicating such information will be forthcoming so the 
intern may respond or refute it. 

 An invitation to respond, in writing, unless the TD concludes fairness 
requires an in-person hearing.14 

 The date and time by which the intern must submit the intern’s writ-
ten defense or appear before the decision-maker in person. 

 A statement indicating the intern’s written submission may be accom-
panied by supporting evidence in written form.  

 A statement identifying the number and identity of the proposed de-
cision-maker(s).  

 
14 An in-person hearing may be required if, for example, the alleged misconduct might warrant a dismissal and 

such dismissal carries a stigma. Greenhill v. Bailey, 519 F.2d 5 (8th Cir. 1975).  
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 If determined necessary by the TD, a statement explaining any in-
terim measures imposed for the duration of the conduct proceedings 
(including appeals). 

c. The intern’s academic program will receive a copy of the written notice. 
d. Notice will be delivered to the intern and the academic program by a 

method chosen by the TD considering the importance of confidentiality. 
e. Notice of the pending misconduct proceeding may simultaneously serve 

as notice of the imposition of interim measures. Interim measures may 
include, but are not limited to: 
 
Suspension of Direct Service Activities - Suspension of Direct Service Ac-
tivities requires a determination that the intern has committed a major 
ethical breach and/or that the welfare of the intern's clients has been 
jeopardized. Therefore, direct service activities will be suspended until a 
decision has been made after the hearing. 
 
Administrative Leave - Administrative leave involves the temporary with-
drawal of all responsibilities and privileges associated with the role of an 
intern at the CTC.  Administrative Leave will remain in effect until a deci-
sion has been made after the hearing. 
 
Interim measures are not intended to be remedial.  The Training Director 
has sole discretion to determine whether any interim measures should be 
imposed. The imposition of interim measures may be appealed to the 
CTC Director according to the appeal procedures outlined in III.C.5. 
 

3. Hearing (Review and evaluation of collected information)  
a. The receipt, consideration, and weighing of information/evidence will oc-

cur after the intern has submitted a written response to the TD, or after 
the deadline for submission has passed, whichever occurs sooner. An in-
tern may forgo providing a response, but the decision-maker(s) may pro-
ceed without a timely response to the detriment of the intern. 

b. The TD, or his or her designee(s), may consider the collected information 
alone or by committee of CTC training faculty. Such decision is within the 
sole discretion of the TD based on factors including, but not limited to: (1) 
the impartiality of prospective decision-makers, (2) the availability of pro-
spective decision-makers, (3) if in-person presentations are necessary, 
the availability of the intern and other witnesses, (4) the academic calen-
dar, and (5) other intervening occurrences. In the event, the TD cannot 
impartially review the information, the Director of CTC may assign an-
other professional(s) according to the factors identified above. 

c. The hearing will include that information the decision-maker(s) deter-
mines is relevant. To the extent that additional information is necessary, 
the decision-maker(s) may solicit written information from any source 
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believed to possess relevant information. The decision-maker(s) may con-
sider any relevant information and is not bound by formal rules of evi-
dence. The decision-maker will use the preponderance of the evidence 
standard. 

d. The decision-maker(s) will have 15 business days to conclude their review 
of the collected information, unless circumstances require more time. In 
the event more time is needed to collect additional information (e.g. fol-
low up requests for clarification or missing information) and weigh it, the 
intern will be notified in writing.  

e. If more than one decision-maker is selected, a majority of them must 
agree on the outcome. 
 

4. Initial Decision  
a. Once the decision-maker(s) has reached an outcome, the intern will be 

notified in writing accordingly. 
b. The written decision will indicate whether the decision-maker(s) has 

found the intern responsible or not responsible for the alleged miscon-
duct. If found responsible, the decision-maker(s) will provide a rationale 
for that finding.  

c. The written decision will indicate the sanction(s) the decision-maker(s) 
determined were commensurate with the alleged misconduct, and may 
include any of the following, or combination thereof: 
 
Reprimand and Warning – A written statement admonishing the intern 
for the misconduct and a warning of future corrective action if the mis-
conduct occurs again or an additional instance is later revealed that was 
unknown at the time of the hearing. Failure to heed a warning will result 
in elevated sanctions and could include probation, suspension, or dismis-
sal. 
 
Probation – A definite period of time, established by the decision-maker, 
during which the intern receives increased supervision. Failure to abide 
by the conditions of probation will result in elevated sanctions and could 
include suspension or dismissal as deemed appropriate by the initial deci-
sion-maker(s). 
 
Probation with Remediation – A definite period of time, established by 
the decision-maker, during which the intern receives increased supervi-
sion, modified work assignments, or additional corrective exercises or ac-
tivities believed to be appropriate for the purpose of (1) restoring those 
harmed by the misconduct and/or (2) demonstrating sufficient refor-
mation such that supervisors believe a return to pre-misconduct respon-
sibilities is warranted. Failure to abide by the conditions of probation and 
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remediation will result in elevated sanctions and could include suspen-
sion or dismissal as deemed appropriate by the initial decision-maker(s). 
 
Suspension of Activities – A definite period of time, established by the de-
cision-maker, during which the intern may not participate in specified 
professional activities. Failure to abide by the conditions of suspension 
will result in elevated sanctions and could include lengthened suspension 
or dismissal as deemed appropriate by the initial decision-maker(s). 
 
Dismissal from the Internship for Misconduct – The immediate termina-
tion of the relationship between the CTC and the intern. The intern will 
not be permitted to conclude the internship, and any remaining clinical 
documentationwill become the responsibility of the supervising psycholo-
gist. The Training Director will contact APPIC to request a formal release 
from the Match. Upon receipt of the Notification of Dismissal, the intern 
will be required to vacate the intern’s office and leave the CTC within 24 
hours. All keys and confidential material are the property of the CTC. As 
of the effective date of dismissal, the original contract between the in-
tern and the CTC is no longer in effect. As a result the intern is no longer 
eligible to receive a stipend. 
 

d. A copy of the decision letter will be given to the intern’s academic pro-
gram.  

e. The decision-maker(s) may at their discretion determine if the intern will 
be awarded any credit of training hours based on satisfactory perfor-
mance prior to the alleged misconduct.   

f. The decision letter will include a statement that explains how the intern 
may appeal the decision to the CTC Director or their designee.  
 

5. Appeal  
a. An intern found responsible for misconduct, may appeal the outcome 

(determination of responsibility and/or sanctions) of the misconduct 
hearing or the imposition of interim measures to the CTC Director. 

b. An appeal must be submitted in writing, accompanied by supporting doc-
umentation, to the CTC Director within 10 business days after the intern 
has received the written decision or been notified of interim measures.  

c. Appeals are evaluated using the substantial evidence standard. Thus, the 
CTC Director need only be persuaded that a reasonable decision-maker 
could have concluded as the actual decision-maker(s) did based on the 
evidence before them. 

d. The CTC Director should issue a decision within 15 business days from the 
date of receiving the appeal.  The Director may request additional infor-
mation from the decision-maker(s) or the intern as needed. 
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e. The intern will be notified in writing of the CTC Director’s decision regard-
ing the appeal, and that decision will be final. A copy of the Director’s de-
cision will be sent to the intern’s academic program.  

f. If the CTC Director is incapable of evaluating the appeal impartially, as de-
termined by the Director in the Director’s sole discretion, the Director 
may select a designee(s) to review the appeal alone or by committee. The 
intern will be informed of the recusal and substitution in writing.  

 
IV. Addressing Intern Concerns Related to Training Delivery (Grievance)  

 
This subsection is focused on the concerns an intern may have about the training ex-
perience the intern is receiving at the University of Idaho Counseling and Testing 
Center (CTC). These procedures are separate from the due process procedures in the 
two previous sections. Interns who have participated in the resolution of a perfor-
mance-related problem or accusation of misconduct are expected to use the appeal 
procedure to register concerns about the intern’s treatment during those particular 
resolution proceedings. For all other grievances, these procedures should be used. 
 
A. Responsibilities & Rights 

1. Interns 
a. Responsibilities  
 Be informed and knowledgeable about policies or rules that are rele-

vant to the concerns or grievances for which they are seeking redress. 
 Carefully document actions or behaviors giving rise the concern or 

grievance. 
 To the extent practicable, communicate clearly with the individual(s) 

perceived to be the source of conflict, concern or action. When not 
practicable, identify a staff member with authority to address the 
concern. 

 Initiate and participate in grievance proceedings in good faith and 
with respect and civility for others.  

b. Rights 
 To have legitimate concerns, conflicts or troubling actions resolved 

timely and professionally. 
 To communicate disagreement, reservations, or concerns about activ-

ities or practices and receive a response that is based on logic and 
supported by evidence.  
 

2. Program 
a. Responsibilities 
 Respond to an intern’s concern or filing a grievance in good faith and 

with respect and civility.  
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 Willingly respond to disagreements, reservations, or challenges to 
training activities with openness and supply the rationale for the ac-
tivities and exercises. 

b. Rights 
 To request that interns supply details and, when appropriate, docu-

mentation regarding their grievances.  
 To express views and share information or evidence of what has tran-

spired from its perspective.  
 

B. Problem Identification 
 
Interns are encouraged to identify problems or concerns related to their intern-
ship experience and share those as soon as they can with an appropriate leader 
within the CTC. Though there is no time limit on filing grievance, the sooner 
grievances are filed, the greater the possibility of resolving them or reducing 
their negative effect on the intern or others. 
 
Interns may file a grievance against a supervisor, staff member, other trainee, or 
the program generally, but the grievance must be related to the intern’s training 
program. In seeking to have an intern’s grievances addressed and resolved, the 
following procedures have been created. 
 

C. Procedural Steps of Resolution Framework 
1. Informal Resolution – Interns should seek to raise their concerns, complaints 

or grievances with the individual (supervisor, staff, intern, etc.) who they be-
lieve is the source of the action being grieved, and work to resolve it with 
that individual. 
 

2. Formal Resolution for Grievances 
a. In the event raising the issue with the other individual is inappropriate or 

the grievance remains unresolved after raising it with the individual, the 
intern should submit a written grievance (letter or email) to the Training 
Director. If the TD is the source of the grievance, or is not available, the 
intern should submit the written grievance to the CTC Director, who will 
then assign a faculty member to review the grievance in accordance with 
the procedures set forth below. 

b. The TD will seek to resolve the intern’s grievance in consultation with the 
intern.  The TD may request additional information from the intern.  If the 
intern and TD are unable to reach an agreed upon resolution, the TD will 
issue a written decision regarding the grievance.  The TD will issue the de-
cision within a reasonable period of time. 
 

3. Appeals 
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a. The intern may file an appeal of the TD’s decision with the CTC Director 
by submitting a written statement to the CTC Director within ten business 
days of the TD’s decision. 

b. If CTC Director is incapable of evaluating the appeal impartially, as deter-
mined by the Director in the Director’s sole discretion, the Director may 
select a designee(s) to review the appeal alone or by committee. The in-
tern will be informed of the recusal and substitution in writing. 

c. CTC Director will issue its decision within a reasonable period of time. 
4. Grievances Requiring Resolution from Other University Administrative Offi-

cials 
a. Some grievances, particularly those that allege a policy violation or mis-

conduct by a staff or faculty member, may need to be referred to another 
department on campus for resolution. In that case, the intern will be 
guided to the University official with oversight responsibility (HR, OCRI, 
etc.) 

b. Procedures addressing how to handle personnel related issues that fall 
outside of the delivery of training services in the internship program can 
be reviewed online at http://www.webpages.uidaho.edu/uipolicy/  
 

5. University Resources outside the CTC: Interns may rely upon the following 
University resources for support in seeking redress for their grievances: 

 
 University Ombudsman: Office Location – Carol Ryrie Brink Hall, 

Room G-4; Phone – (208) 885-7668; Webpage: 
http://www.uidaho.edu/faculty-staff/ombuds  

 Office of Civil Rights & Investigations: Office Location - 530 S As-
bury Street, Suite 5; Phone – (208) 885-4285; Webpage: 
https://www.uidaho.edu/ocri  
 

6. Resources External to the University of Idaho: Interns may also seek the as-
sistance of the Chair of the APPIC Standards and Review Committee or APA’s 
office of Accreditation and Consultation. 

 
 

 

http://www.webpages.uidaho.edu/uipolicy/
http://www.uidaho.edu/faculty-staff/ombuds
https://www.uidaho.edu/ocri
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