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Organizational Overview 

Introduction 

Jordan Valley Community Health Center (JVCHC) is a not-for-profit entity that partners with 

various organizations including academic programs, community agencies, private hospitals, and 

independent practitioners to provide a sequential, cumulative, and graded training environment. 

The objective of the internship is to prepare prospective psychologists to function effectively with a 

variety of disciplines and to provide services to a variety of populations in rural health care.  Jordan 

Valley has submitted accreditation self-study to APA. 

 

Advocates for a Healthy Community, dba Jordan Valley Community Health Center (hereafter 

"Jordan Valley"), became a federally funded community health center in 2002 and serves the low-

income, medically underserved target population primarily from 125 zip codes in southwest 

Missouri that includes Greene, Christian, Laclede, Stone, Taney and Webster Counties, as well as 

some areas in neighboring counties. The mission of the organization is "Improving our 

community’s health through access and relationships". Following is a summary of the regional 

community, target population served, organization and plan for addressing identified health care 

needs/issues of the target population primarily within the service area. Jordan Valley exists to 

promote health and wellness by providing quality care, access, research and education to the 

underserved and all people in our community, with or without insurance. Jordan Valley has 

multiple service delivery sites, with the main administrative site located in Springfield, Missouri. 

Jordan Valley provides a wide range of comprehensive, integrated services which seek to serve the 

whole patient, including integrated primary care, oral health and behavioral health services, 

Patient engagement is supported and enhanced through medical social work, case management, 

peer support, and patient navigation. Care transitions within Jordan Valley are supported through 

an Electronic Health Records system which allows practitioners to share pertinent patient and 

health information across disciplines for a more fully integrated and efficient care delivery system. 

Jordan Valley also participates in Missouri Health Connect, Missouri Health Plus, both designed to 

improve data and information sharing to continually improve quality of care. Jordan Valley has 

locations in Springfield, Marshfield, Republic, Hollister, Forsyth and Lebanon. These locations serve 
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a significant portion of the southwest region of Missouri.  The Internship training will take place at 

Jordan Valley’s main campus in Springfield. 

 

Mission Statement 

Improving our community’s health through access and relationships. 

The mission of Jordan Valley closely aligns with the vision and mission of the American 

Psychological Association’s Committee on Rural Health (CRH). The mission of Jordan Valley emulates 

that of the CRH in the following ways 

 Ensuring availability of behavioral and physical health services 

 Improving the availability and retention of psychologists 

 Increasing psychological services 

 Encouraging integrative care to reduce behavioral health care stigmas 
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Overview of Training Program 

 

 Jordan Valley believes that the competent practice of psychology requires an integration of scientific 

and professional knowledge, skills, and attitudes. Thus, Jordan Valley’s internship training incorporates 

diverse psychological theories, approaches, and perspectives that are designed to prepare psychology 

interns for a broad range of professional roles and activities. The training program is also attuned to the 

continually expanding scope and evolving nature of the field and the likelihood that clinical 

psychologists will engage in multiple roles over the course of their professional careers. 

 Jordan Valley is committed to providing a clinical training experience that is sequential, cumulative, 

and graded in complexity. The training is conducted in a facilitative and supportive manner that 

provides each psychology intern with the opportunities to experience the practice of psychology with 

rural and underserved patients and as members of multidisciplinary integrative primary care teams. 

Psychology interns are respected trainees who make valuable contributions that enhance the learning 

environment of the organization as a whole.  

 Psychology interns are provided the opportunity to expand their understanding of theoretical 

principles and translate that knowledge into practice. 

 The goal of the supervisory relationship is to maximize the opportunity for the psychology interns to 

develop a constructive, collaborative working alliance that supports growth, learning, and quality care 

provision. Through collaborative modeling with supervisors, psychology interns are socialized into the 

profession and develop an appreciation for continuing professional development and lifelong learning. 
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Philosophy of Training Program 
 

 Jordan Valley seeks to train prospective psychologists to the discipline and practice of clinical 

psychology by employing an empirically-informed competency based practitioner-scholar model.        

The three program aims include the following: 

 Aim 1:  To provide broad and general training in psychology with emphasis on applied  

  empirical knowledge.  

 Aim 2:  To prepare psychology interns to competently address the needs of diverse populations,  

  with emphasis on underserved. 

 Aim 3:  To socialize psychology interns to utilize critical thinking, problem solving, and  

  meaningful self-reflection to facilitate life-long professional development. 

 

 The program utilizes these aims to provide experiences in clinical learning environments that are 

responsive to the changing needs of diverse communities.  

 As psychological practice is inarguably based on science, the program firmly believes the competent, 

evidence-based practice of psychology requires an integration of both scientific and professional 

knowledge, skills and attitudes. Our training model not only emphasizes the importance of broad and 

general training in clinical psychology but also prioritizes the integration of science and practice via 

implementation of the practitioner-scholar as a “local clinical scientist.” As described by Trierweiler and 

Stricker (1992), this perspective emphasizes:  

 Being a generalist of knowledge and method 

 Focusing on local realities in which data are gathered as they apply to a particular case  

      but may be limited in the extent to which they generalize to other cases  

 Developing an active inquiring mind as opposed to concentrating on technical expertise  

      with scientific methods. 

 

Internship training is guided by Jordan Valley values that include:  

 Broad and general practice with the opportunities to move into new, emerging areas 

 Multiple ways of knowing, sources of knowledge and values 

 Commitment to life-long learning 
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 Valuing of human diversity 

 Self-awareness, open mindedness, flexibility, personal integrity, and honesty 

 Guidance by professional ethics and standards of conduct 

These values serve to complement the profession-wide competencies of the Internship Program: 
 

Professional Wide Competencies 
I. Research 
Behavioral Objectives Evaluation Methods 
1. Demonstrates the substantially independent ability to 
critically evaluate and disseminate research or other 
scholarly activities (e.g., case conference, presentation, 
publications) at the local (including the host institution), 
regional, or national level. 

Psychology Intern 
Quarterly Evaluation 
(Research Questions 1-3) 

  Critical Analysis 

II. Ethical and Legal Standards  
Behavioral Objective Evaluation Methods 
1. Be knowledgeable of and act in accordance with each of the 
following: 
a. the current version of the APA Ethical Principles of 
Psychologists and Code of Conduct; 
b. relevant laws, regulations, rules, and policies governing 
health service psychology at the organizational, local, state, 
regional, and federal levels; and 
c. relevant professional standards and guidelines. 
2. Recognize ethical dilemmas as they arise, and apply ethical 
decision- making processes in order to resolve the dilemmas. 

Conduct self in an ethical manner in all professional 
activities. 

Psychology Intern 
Quarterly Evaluation 
 
(Ethical and Legal 
Standards questions 1-4) 

III. Individual and Cultural Diversity   
Behavioral Objectives Evaluation Methods 
1. Demonstrate an understanding of how their own 
personal/cultural history, attitudes, and biases may affect 
how they understand and interact with people different 
from themselves; 
2. Demonstrate knowledge of the current theoretical and 
empirical knowledge base as it relates to addressing 
diversity in all professional activities including research, 
training, supervision/consultation, and service; 
3. Demonstrate the ability to integrate awareness and 
knowledge of individual and cultural differences in the 
conduct of professional roles (e.g., research, services, and 
other professional activities). This includes the ability 
apply a framework for working effectively with areas of 
individual and cultural diversity not previously 
encountered over the course of their careers. Also included 
is the ability to work effectively with individuals whose 
group membership, demographic characteristics, or 
worldviews create conflict with their own. 
4. Demonstrate the ability to independently apply their 

Psychology Intern 
Quarterly Evaluation 
 
(Individual and Cultural 
Diversity questions 1-4) 
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knowledge and approach in working effectively with the 
range of diverse individuals and groups encountered 
during internship. 
IV. Professional Values and Attitudes  
Behavioral Objectives Evaluation Methods 
1. Behave in ways that reflect the values and attitudes of 
psychology, including integrity, deportment, professional 
identity, accountability, lifelong learning, and concern for 
the welfare of others. 
2. Engage in self-reflection regarding one’s personal and 
professional functioning; engage in activities to maintain 
and improve performance, well-being, and professional 
effectiveness. 
3. Actively seek and demonstrate openness and 
responsiveness to feedback and supervision. 
4. Respond professionally in increasingly complex 
situations with a    
 greater degree of independence as they progress across 
levels   
 of training. 

Psychology Intern 
Quarterly Evaluation 
 
  (Professional  
   Values and     
  Attitudes  
   questions 1-4) 

V. Communication and Interpersonal Skills  
Behavioral Objectives Evaluation Methods 
1. Develop and maintain effective relationships with a 
wide range of individuals, including colleagues, 
communities, organizations, supervisors, supervisees, and 
those receiving professional services. 
2. Produce and comprehend oral, nonverbal, and written 
communications that are informative and well-integrated; 
demonstrate a thorough grasp of professional language and 
concepts. 
3. Demonstrate effective interpersonal skills and the 
ability to manage difficult communication well. 

Psychology Intern 
Quarterly Evaluation 
 
(Communication and 
Interpersonal Skills 
questions 1-3) 

VI. Assessment  
Behavioral Objectives Evaluation Methods 
1. Select and apply assessment methods that draw from 
the best available empirical literature and that reflect the 
science of measurement and psychometrics; collect 
relevant data using multiple sources and methods 
appropriate to the identified goals and questions of the 
assessment as well as relevant diversity characteristics of 
the service recipient. 
2. Interpret assessment results, following current research 
and professional standards and guidelines, to inform case 
conceptualization, classification, and recommendations, 
while guarding against decision-making biases, 
distinguishing the aspects of assessment that are subjective 
from those that are objective. 
3. Communicate orally and in written documents the 
findings and implications of the assessment in an accurate 

Psychology Intern 
Quarterly Evaluation 
(Evidence Based 
Practice in Assessment 
questions 1-4) 
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and effective manner sensitive to a range of audiences. 
VII. Intervention  
Behavioral Objectives Evaluation Methods 
1. Establish and maintain effective relationships with the 
recipients of psychological services. 
2. Develop evidence-based intervention plans specific to 
the service delivery goals. 
3. Implement interventions informed by the current 
scientific literature, assessment findings, diversity 
characteristics, and contextual variables. 
4. Demonstrate the ability to apply the relevant research 
literature to clinical decision making. 
5. Modify and adapt evidence-based approaches 
effectively when a clear evidence-base is lacking, 
6. Evaluate intervention effectiveness, and adapt 
intervention goals and methods consistent with ongoing 
evaluation. 

Psychology Intern 
Quarterly Evaluation 
 
 
 (Evidence Based    
 Practice in  
 Intervention  
 questions 1-6) 

VIII. Supervision  
Behavioral Objectives Evaluation Methods 
1. Apply knowledge of supervision models and practices in 
direct or simulated practice with psychology trainees, or 
other health professionals. 

Psychology Intern 
Quarterly Evaluation 
(Evidence Based 
Practice in Supervision 
questions 1-3) 
 
 
  Clinical Supervision    
 Exercise 

IX. Consultation and Interprofessional/Interdisciplinary 
Skills 

 

Behavioral Objectives Evaluation Methods 
1. Demonstrate knowledge and respect for the roles and 
perspectives of other professions. 
2. Apply this knowledge in direct or simulated 
consultation with individuals and their families, other 
health care professionals, interprofessional groups, or 
systems related to health and behavior. 

Psychology Intern 
Quarterly Evaluation 
 
 (Consultation and  
 Interprofessional/  
 Interdisciplinary  
 Skills questions 1-2) 
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Long Term Diversity Plan 

 Jordan Valley is committed to promoting and infusing diversity into every facet of the training 

experience. Jordan Valley adheres to the definition of diversity provided in the Commission on 

Accreditation-Guidelines and Principles (2012), Domain A, Section 5, as “personal and demographic 

characteristics. These include, but are not limited to, age, disability, ethnicity, gender, gender identity, 

language, national origin, race, religion, culture, sexual orientation, and social economic status.” Jordan 

Valley is dedicated to providing psychology interns with opportunities to work with populations in a 

variety of settings that promote and provide necessary exposure to diverse populations and issues. In 

addition, Jordan Valley recognizes the importance of multicultural awareness and competence in the 

provision of professional service and strives to prepare prospective psychologists to meet the needs of 

a progressively global and dynamic society.  

 With this in mind, Jordan Valley has devised a long-term diversity plan to not only provide diversity 

training and experiences to its interns, but to also provide a safe, trusting, accepting atmosphere at its 

program. In order to accomplish these goals, Jordan Valley has outlined three main areas of program 

diversity: 

1. Diversity Education 

a. Jordan Valley’s mission statement is to train psychologists in the discipline and practice of 

 psychology with rural and underserved patients. Jordan Valley provides treatment to patients who 

 represent various aspects of diversity, including age, religion, disability, and lower socioeconomic 

 status. Supervisors provide interns with opportunities to work with diverse patients as cases 

 become available. 

b. Jordan Valley has made diversity and diversity training a core component of its program goals and 

 objectives in order to provide the appropriate emphasis on diversity to interns and ensure they 

 graduate with an appropriate respect for diversity in all its forms. 

c. Jordan Valley values and emphasizes the importance of training in diversity and is committed to 

 dedicating a two and a half hour seminar to diversity issues each month, as well as speakers from 

 various areas of diversity when available. 

d. All interns are evaluated quarterly on their ability to work with patients from diverse  backgrounds. 

e. As part of their core training expectations, Interns spend two hours each week in self-directed 
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 journal review, at least 10% of which must include diversity-related topics. Fulfillment of this 

 guideline is monitored and verified monthly by the Training Director.  

 

2. Psychology Intern Diversity Recruitment and Retention 

a. Jordan Valley highlights the opportunities for diversity training through the training sites on its 

 webpage and in the APPIC directory. 

b. To encourage applicants interested in working in rural, need-based areas, Jordan Valley highlights sites 

 which are members of the National Health Service Corps loan repayment program. This increases the 

 potential of attracting diverse applicants interested in longer-term placements in high-need diverse areas. 

c. Jordan Valley advertises available internship positions in the APA Division 38, APA Division 44, and 

 APA Division 45 newsletters, and contacts individuals participating in the APA Minority Fellowship 

 program in order to encourage a more diverse applicant pool. 

d. While it is likely that psychology interns will have a range of pre-existing attitudes and values 

 related to diversity issues, acceptance to the training program is seen as a commitment to: 

i. The social value of respect for diversity; 

ii. Willingness to engage in self-disclosure, self-reflection and introspection; 

iii. Readiness to resolve or eliminate attitudes, beliefs, and behaviors that could have a negative impact 

 on their ability to perform the functions of a mental health professional in accordance with the 

 highest standards and principles of professional practice and ethics. 

 

3. Staff/Supervisor Diversity Recruitment and Retention 

a. Jordan Valley performs the following strategies when choosing staff and supervisors for their sites: 

i. Advertise staff openings in venues targeting diverse applicants. 

ii. Incorporate an inclusive diversity statement in all staff job advertisements. 

iii. Request referrals and nominations of candidates from underrepresented groups completing 

 doctoral programs. 

iv. Allow/encourage support staff, supervisors and interns to attend diversity-oriented training and 

 conferences. 

b. Jordan Valley has non-discrimination policies in place within their organizations. 

c. Jordan Valley will promote a safe, trusting, and accepting environment and strive to learn from each 

 other in an atmosphere of mutual respect.  It is also expected that all Jordan Valley employees be supportive 

 and respectful of all individuals, including, but not limited to, patients, staff, peers, administrators, and 

 supervisors who are different from them in age, gender, gender identity, body size, race, ethnicity, culture, 
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 national origin, religion, spirituality, sexual orientation, disability, language, or socioeconomic status. 

Non-Discrimination Policy 

 Jordan Valley is an Equal Opportunity/Affirmative Action employer and does not discriminate on 

the basis of race, color, religion, ethnic or national origin, creed, ancestry, gender, disability or age, 

sexual orientation, or veteran status in employment or in any of its programs and activities. For 

questions, concerns, or more information, contact Brenda Tunstill at btunstill@jordanvalley.org. 

Disabilities Support Services Policy 
 

 Within the guidelines set forth in this policy, Jordan Valley is committed to providing an accessible 

and supportive environment for individuals with disabilities. Equal access for qualified students with 

disabilities is an obligation of Jordan Valley under Section 504 of the Rehabilitation Act of 1973 and the 

Americans with Disabilities Act of 1990. Jordan Valley does not discriminate on the basis of disability 

against otherwise-qualified individuals in any program, service, or activity offered by Jordan Valley. 

Jordan Valley is committed to ensuring that no otherwise-qualified individual with a disability is 

excluded, denied services, segregated, or otherwise treated differently than other individuals because 

of the absence of auxiliary aids or other appropriate services. Such accommodations, however, cannot 

result in an undue burden to Jordan Valley or fundamentally alter the requirements essential to a 

psychology training program. Jordan Valley reserves the right to determine whether a psychology 

intern is capable of performing the duties required by the program. 

 Notification to Jordan Valley of any and all types of personal needs involving physical, emotional, 

and learning difficulties and/or needs related to the Americans with Disabilities Act is the sole 

responsibility of the psychology intern. The individual should notify the Senior Director or Human 

Resources as soon as the need for accommodations becomes evident. In order to receive 

accommodations, the individual must provide the Senior Director of Human Resources with 

appropriate documentation of the disability. 

 Accommodations will not be provided for undocumented disabilities, except that accommodations 

may be provided on a provisional basis pending receipt of documentation for disabilities that are 

readily apparent. Only persons interested in receiving disability-related accommodations need to 

provide disability documentation. If eligibility for accommodations is established and the request for 

accommodations approved, the Senior Director of Human Resources will coordinate a meeting between 

psychology intern and the necessary Training Directors and/or supervisors to review the approved 

mailto:btunstill@jordanvalley.org
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accommodations. 

 

 While all reasonable efforts will be made to accommodate individual needs, it is conceivable that 

some conditions and circumstances may exist which cannot be reasonably accommodated.  

 
Jordan Valley’s Internship Program’s Chain of Command and example of Training Opportunities and 

Population Served, see Appendix A. 

 

Training Committee 

The Training Committee is responsible for managing the following: 

 Assist in the recruitment, selection, and placement of psychology interns and psychology residents; 

 Oversee implementation of grievance procedures; 

 Assist with complying to the rules and regulations of accrediting and regulatory bodies; and 

 Managing all other activities associated with the program training. 

 

Standing members of the committee include the Vice President of Medical and Behavioral Health, the 

Director of Behavioral Health Integration, Training Director and the Director of Education and 

Engagement. In addition, Jordan Valley psychology interns elect one intern during the first month of the 

training year to participate as a member of the Training Committee.  

 

Intern Representative 

Each training year interns will select a representative that will serve as an advocate for the intern group in 

the Training Committee meetings. This individual will be selected a month after the start date and the name 

will be provided to the Training Director at the first September didactic. To be eligible for the position, the 

intern must be in good standing and have the support of their primary supervisor. 

Responsibilities of the Intern Representative are: 

 Regularly assess needs of interns in the cohort and report them to the Training Director 

 Attend monthly Training Committee meetings 

 Report out relevant information to intern cohort 

 Review Jordan Valley marketing materials and provide feedback for how to better describe the program. 

 

 

 



 16 

Ideal Intern Representative Characteristics 

 Organized 

 Able to effectively advocate interns needs 

 Strong interpersonal and communication skills 

 Problem-solver 

 

 If more than one individual is interested and qualified, then the intern class may choose up to two 

individuals to serve during the year. In this case, then the first Intern Representative will attend five 

meetings between September and February (no meeting in January) and the second Intern 

Representative will attend five meetings between March and July. 
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Policies and Guidelines 

Admission Requirements 

The training program is committed to the requirement of culturally and ethnically diverse 
interns. We encourage inquiries and applications from all qualified individuals. Applications will 
be accepted from doctoral candidates in good standing in APA-approved graduate programs in 
clinical or counseling psychology in a PhD or PsyD program in Clinical, Counseling, or School 
Psychology. Candidates are expected to have sufficient training and experience in psychology 
to be able to gain maximum benefit from the experiences offered and have the endorsement of 
their graduate program Director of Training. 
 
Prior to application all applicants are expected to have completed the following training 
experiences: 

 Completed at least three years of practicum/field placement or work experience, which 
includes a minimum of 500 hours of direct therapeutic experience and 200 hours of direct 
assessment experience 

 Have written at least five integrated psychological testing reports 
 Successfully passed their doctoral comprehensive or qualifying examination 

  
By the beginning of the internship year, the intern is expected to: 

 Have Dissertation/Doctoral Research project proposal approved at the time of application and 
a timeline presented for data collection, analysis and defense 

 Have a good working knowledge of test administration, scoring, and interpretation of cognitive 
and achievement assessments, behavior rating scales, and objective 
personality/psychopathology measures 

 Possess an understanding of child and personality development 
 Have a good working knowledge of current psychiatric diagnoses 
 Have practicum or work experience providing individual, family, and/or group therapy 

operating from a variety of evidence-based approaches 

 

Graduation Requirements 

The following is the list of program requirements psychology interns are expected to achieve in order to 

graduate from the internship program: 

 Complete 2,000 total internship hours 

 Maintain a minimum caseload of 10 face-to-face patient contact hours per week,  

  resulting in at least 25% patient contact or 500 hours over the course of the year. 

 Complete at least 200 hours of supervision over the course of the year, at least 100 of which needs 

  to be individual supervision with a licensed psychologist. 

 Complete a minimum of 10 assessment reports. 
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 Attend all scheduled didactic training activities as specified in the Didactic Training section  

  in the manual. 

 Complete a Critical Analysis as defined within the Critical Analysis section with a score of 2   

  or above in each category. 

 Complete Individual Learning and Training Plan with Primary Supervisor at beginning of  

  year and again at mid-year. 

 Complete all internship documentation/forms/surveys as requested by the Training Director  

  throughout the year. 

 Score of 2.5 across all competencies on the Psychology Intern Quarterly Evaluation in  

  the second quarter (with no ratings of 1),  score of 3 (Satisfactory Strength) in the  

  third quarter (with no ratings of 1), and receives scores of at least 4 (Competent) in the fourth  

  quarter with no items rated 1 (Unfamiliar), 2 (Aware/Developing), or 3 (Satisfactory Strength)  

  to demonstrate they have achieved the objectives and competencies set by Jordan Valley. 

 Maintain a score of 3 (Satisfactory) or higher on each area of the Quarterly Professionalism Review. 

 

 

 

 

 

Psychology Intern Schedule and Time Allocation 

The Psychology Intern contract is for a 12-month duration beginning the 3rd of August, 2020, and extending 

through the 30th of July, 2021. Consistent with APA CoA guidelines, doctoral students shall be represented 

as “psychology interns” and complete a total of 2,000 hours over the course of the training year. Intern leave 

time is included in this total. A “normal” schedule is defined as the intern working Monday—Friday 8–5. 

Jordan Valley acknowledges that from time-to-time interns may be required to deviate from this “normal” 

schedule. Schedules are a general guideline and interns may be required to make themselves available at 

other times as needed.  It is expected that Jordan Valley and the intern will use reasonable judgment in 

managing such situations. However, any recurrent or regularly scheduled deviation from this schedule will 

be clearly stated in Jordan Valley’s manual addendum and provided to the intern prior to the start of the 

training year. Each intern’s schedule may vary according to her/his special interests, as spelled out in their 
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Individual Learning and Training Plan. 

The remaining time in the intern’s schedule will be accounted for as designated in the Individual 

Learning and Training Plan with consideration of the intern’s interests and chosen elective activities.  

All interns will be required to participate in activities that are designated as APPIC, APA, and state 

licensure minimum requirements for Psychology Internship Training. 

 

Internship Program Learning Activities 

Intervention 
 Intervention is considered foundational to the training experience. It is a core experience including 

an ongoing caseload of adult, adolescent, or child patients. The psychology intern is expected to obtain a 

minimum of 10 face-to-face patient contact hours (25% of time) per week for a total of no fewer than 

500 hours over the course of the year. Patient contact hours for this component accumulate through a 

variety of treatment modalities. Potential modalities include:  individual, group, and family 

intervention, and assessment administration. The intern’s performance is assessed at the outset of the 

internship and patients are assigned consistent with the intern’s developmental readiness. As 

proficiency increases, interns are assigned more complex and challenging cases. 

 Interns conduct co-intervention and participate in direct observation or other training opportunities 

with their primary and/or secondary supervisors when possible.  

 

Supervision 

Standard II.C.3.b-c of the Standards of Accreditation (SoA) for internship program states that: 

 Interns receive at least 4 hours of supervision per week. 

One or more doctoral level psychologists, who are appropriately trained and licensed, are involved in 

ongoing supervisory relationships with an intern and have primary professional responsibility for the cases 

on which supervision is provided. The supervisor(s) must conduct a total of at least 2 hours per week of 

individual supervision with the intern during the course of the year. 

The American Psychological Association (APA) utilizes the Bernard and Goodyear (2009) definition of 
supervision, which states that it is: 
 

“…an interactive educational experience between the intern and the supervisor. This relationship: a) is 

evaluative and hierarchical, b) extends over time, and c) has the simultaneous purposes of enhancing the 

professional functioning of the more junior person(s); monitoring the quality of professional services 

offered to the clients that she, he, or they see; and serving as a gatekeeper for those who are to enter the 

particular profession.” 
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In order to successfully complete the internship program, interns must receive a minimum of 200 total 

supervision hours, with at least 100 of the hours being Primary supervision (individual supervision 

with a licensed psychologist). The remaining 100 hours are completed using any of the methods described 

in Secondary supervision. More details regarding the two types of supervision are provided below. 

 

Primary Supervision 

Primary supervision is defined as individual, face-to-face supervision with a licensed Psychologist who 

is involved in an ongoing supervisory relationship with the intern. Interns are assigned two primary 

supervisors and primary supervision is solely done by licensed psychologists on staff. The training 

director and primary supervisors are responsible for intern training and supervision, and have primary 

professional clinical responsibility as appropriate for the cases on which they provide supervision. Two 

hours of individual face-to-face intensive supervision are required each week. Interns may receive more 

than the required 2 hours of individual supervision in order to meet the 4-hour supervision 

requirement. It is the responsibility of the Primary supervisor(s) to provide appropriate 

accommodations to ensure interns receive all required supervision so as to not cause undue stress on 

the intern over the course of the year. In the event that supervision time is missed due to the intern 

consistently cancelling and/or missing supervision time, then the responsibility for rescheduling 

supervision would fall to the intern. 

 

 

The following activities are considered Primary Supervision: 

 Individual face-to-face supervision with a licensed Psychologist 

 Telesupervision 

  Must be conducted by one of the intern’s Primary supervisors. 

  Must follow the Jordan Valley Telesupervision Policy. 

 

 Supervision focuses on profession-wide competencies, relationship building, clinical interview 

and intervention skills, application of theory to practice, and integration of the aforementioned 

functions with the intern’s developing professional style. It is expected that supervisors will spend time 

in the supervision session to review the intern’s goals and objectives for the year as set out in the ILTP, 

and utilize the questions on the Quarterly Evaluation as discussion points in supervision to elicit more 

information on the intern’s progression in the APA Profession-Wide Competencies. In order to enhance 
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their ability to evaluate the intern in the supervision competency, all supervisors should especially 

make a point to discuss in regular supervision the intern’s knowledge of supervision models and the 

development of their identity as a potential future supervisor. Interns and supervisors should also be 

prepared to discuss what the intern is learning through the 2 hours of weekly journal review time. 

 Self-as-instrument, herein defined as how the psychology intern’s idiosyncratic presence impacts 

the patient and the therapeutic environment, becomes the crucible through which knowledge, skills, 

and attitudes are forged to form the intern’s professional identity. This supervision includes in-vivo 

supervision, video- or audiotaped supervision, process notes, and case discussion. The form of 

supervision chosen by the supervisor depends on the particular intern’s supervision needs. While 

supervision remains intense throughout the internship year, interns are afforded more autonomy as 

their skills progress. The following are examples of topics addressed throughout the intern’s individual 

supervision: 

 Assessment 

 Clinical interview skills 

 Application of theory to practice 

 Integration of therapeutic modalities with the developing personal and professional 

   style of the psychology intern 

 Progression with respect to the psychology intern’s use of self within sessions 

 Development of consultation skills 

 Integration of research data into practice 

 

 Although interns are strongly encouraged to self-evaluate and to share that information with their 

supervisor when they find it helpful or necessary (i.e., when discussing counter- transference issues); 

disclosure of personal information is only required when the information is deemed to be pertinent to 

the intern’s ability to render services, is deemed to be interfering with patient interactions, or is thought 

to pose a threat to the intern or others. 

Secondary Supervision 

Secondary supervision follows the definition of supervision listed above and is provided by both 

Primary supervisors (licensed psychologists) and Secondary supervisors (non-psychological personnel) 

to help foster interprofessional education and collaboration. All Secondary supervisors are required to 

be appropriately credentialed for their role/contribution to the program. Secondary supervision is 

provided to supplement the 2 hours of required Primary supervision to meet the 4-hour weekly 
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supervision requirement. Interns may receive more of both supervision types provided that the first 4 

weekly hours have at least 2 hours of Primary supervision. 

The following activities are considered Secondary supervision: 

 Individual supervision with a Secondary supervisor 

 Telesupervision 

   Would need to be group supervision or conducted by a Secondary supervisor. 

 Group Supervision 

 Grand Rounds/Treatment Teem Meetings 

  A Supervisor must be identified as the evaluator. 

  That individual is responsible for evaluating the intern’s participation in the  

  meetings as well as providing additional feedback afterwards. 

 Content of the Grand Rounds and/or Treatment Team Meeting must include  

  discussion of a patient currently being seen by the intern. 

 Co-providing services 

  Anything that both the psychology intern and supervisor do together, which may  

  include intervention, assessment, group facilitation, etc., as long as there is  

  evaluation of a training activity. 

 Professional Consultation/Meetings 

  Consultation or meetings in which the intern and supervisor participate in together.  

  The meeting or professional consultation must include evaluation of a training experience. 

 

The intern’s Training Director and/or Primary supervisor maintains overall responsibility for all 

supervision that happens on site. This includes oversight and integration of supervision provided by 

other Primary and Secondary supervisors with psychological research and practice. 

 

Making up Missed Supervision 

It is the responsibility of the Primary supervisor(s) to provide appropriate accommodations to ensure 

interns receive all required supervision so as to not cause undue stress on the intern over the course of the 

year. In the event that supervision time is missed due to the intern consistently cancelling and/or missing 

supervision time, then the responsibility for rescheduling supervision would fall to the intern. As interns 

are required to receive at least 2 hours of primary supervision per week, that means there are only 2 weeks 

in the training year that allow for missing supervision due to illness or vacation in order for the intern to 



 23 

meet graduation requirements. Supervision makeups can include extra time added to the existing 

supervision schedule, additional supervision time with either or both primary supervisors, and additional 

secondary supervision (either group or individual). The type of supervision missed will determine the type 

of makeup necessary. Additional primary supervision is always acceptable; however, secondary 

supervision can only be used to makeup missed secondary supervision. 

The following situations are examples of common occurrences during the training year with suggestions 

for how to ensure consistent supervision: 

 

Supervisor out of office for scheduled leave time. 

 Re-schedule for another day within the week if possible. 

 Assign another primary supervisor to cover during the leave. 
 Complete scheduled supervision via telesupervision. 
 

Intern leave time aligns with supervision days more than twice. 

 Re-schedule for another day within the week if possible. 

 Schedule makeup supervision time to happen within a 30-day period. 
 

Weather-related / travel issues / unplanned absences. 

 Re-schedule for another day within the week if possible. 

 Assign another primary supervisor to cover if supervisor is the one unable to attend. 

 Schedule makeup supervision time to happen within a 30-day period. 

 Complete scheduled supervision via telesupervision. 
 

Telesupervision 

Telesupervision is defined by the APA CoA Implementing Regulation C-28 as “clinical supervision of 
psychological services through a synchronous audio and video format where the supervisor is not in the 
same physical facility as the trainee.” It is Jordan Valley’s policy to utilize telesupervision at satellites 
provided they follow the guidelines listed below: 

Rationale: 

 Telesupervision shall be used to ensure intern access to a broader range of supervisors  
   and increase expertise. 
 Telesupervision shall be used to mitigate intern travel requirements while maintaining  
   maximum quality supervision. 

Consistency with overall aims and training outcomes: 

 Telesupervision shall continue to provide the same content, structure, and philosophy  
 as all other face-to-face supervision provided at Jordan Valley. 

Time and frequency: 
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 Regular telesupervision shall make up no more than two (2) hours of monthly  
   individual supervision and two (2) hours of “other” monthly supervision. 
 Additional telesupervision in emergent situations can be approved in advance by  
   the Training Director.  
 In these cases, telesupervision shall make up no more than one (1) hour per week  
   of individual supervision and one (1) hour per week of “other” supervision. 
 Telesupervision shall not be used in lieu of appropriate onsite supervision, but rather  
   used to complement existing in-person supervision and mitigate travel concerns. 
 Training Director maintains right to review and adjust telesupervision practice and  
   implementation at Jordan Valley in order to ensure maximum compliance and training integrity. 

Trainee participation: 

 Any intern is allowed to participate in telesupervision provided Jordan Valley can provide  
 the supervision in adherence to the guidelines set forth in this policy. 

Supervisor and trainee relationship: 

 At the outset of any supervisor relationship at least one (1) face-to-face meeting at least  
 1-2 hours in length shall occur within the first month. 

Off-site supervisor responsibility: 

 All off-site supervisors must retain digital access to clinical cases using appropriate digital means  
 (VPN, de-identified data that can be shared, etc.). This shall be coordinated between the site and  
 supervisor prior to any supervision time. 

Non-scheduled consultation and crisis coverage: 

 Interns shall always have access to other on-site supervisors for any consultation or crisis  
 coverage that should arise. Telesupervision shall be seen as complementary to other services  
 and twelve (12) hours or more of interns’ total supervision time will remain face-to-face. 
 

Privacy and confidentiality: 

 In order to provide telesupervision, Jordan Valley must ensure sufficient privacy of the  
 synchronous audio/video to be compliant with all applicable guidelines (HIPAA, local agencies, etc.). 

Technology requirements and education: 

 Prior to the onset of telesupervision appropriate training and testing of required  
 technology must be provided/initiated by both parties. 
 

Assessment 
Attaining competency with psychological/behavioral health assessment is a core experience of the 

internship. Assessment tasks are emphasized to enhance knowledge and skill in the areas of diagnostic 

clarification, case conceptualization, and treatment planning. Interns are required to complete ten (10) 

assessment reports. These reports may be in the form of comprehensive evaluations, diagnostic 

consultations, or primary care behavioral health assessments. Reports must include relevant 
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biopsychosocial history to inform diagnosis, at least two empirically supported 

psychological/behavioral measures, a summary of findings, as well as treatment recommendations or 

adequate response to the referral question. If there are additional questions regarding what constitutes 

a psychological assessment, contact the Training Director for additional guidance prior to counting it. 

Assessments are supervised by licensed psychologists and should focus on the integration of history, 

test results, case conceptualization, and report writing skills. As competency is gained, the supervisor 

may allow the intern more autonomy in the administration and completion of assessments. The intern is 

expected to become more proficient and sophisticated in his/her ability to perform assessments as the 

internship progresses. .  

 

Didactic Training 
 The primary focus of didactic training is to enhance interns’ readiness to practice in either an 

integrative primary care setting or in a rural area. Psychology interns participate in a once-a-week 

didactic training presented in a lunch and learn format. The structure of this training fosters the 

opportunity for more in-depth and comprehensive exploration of topics relevant to clinical practice and 

intern socialization with multiple disciplines. A reference list of literature pertinent to the monthly 

didactic training is provided to interns in advance of the training. Interns are expected to become 

familiar with the current literature and be able to enrich the training activity through participation and 

clarifying questions. Attendance at weekly didactic trainings also provides interns ongoing informal 

contact with each other so they can share experiences and provide support to one another. 

 
Didactic Training Schedule 

Didactic trainings are typically held every Thursday beginning September 2020 from 12:00p.m. to 2:00 

p.m. 4-5 hours a month of didactic training are spent in presentations with required learning objectives 

and a reading list covering relevant journal articles, etc. Interns will spend the remaining 4-5 hours a 

month covering diversity-related training, Clinical Supervision Exercises, Critical Analysis and 

Evaluation Conceptualization, group supervision, and discussion of the intern’s training experiences 

and needs. The seminars are conducted by practicing licensed providers with extensive experience or 

expertise in the presented area. The trainings are generally conducted at Jordan Valley main campus on 

Tampa. Interns will be notified in advance via email if the schedule or location has changed. A schedule 

of didactic training for the current training year is located in Appendix E. 
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Expectations and Attendance 

Psychology interns are expected to attend all scheduled didactic training activities, arrive on- time, and 

display professional behavior. Interns will be evaluated quarterly by the Training Director on 

professionalism, engagement, and attendance. Interns must maintain at least a 3 (Satisfactory) on all 

items on the checklist each quarter. If the intern ever falls below a 3 (Satisfactory) in any area, they will 

be required to meet with Training Director to discuss professionalism. If the problem persists, the intern 

may be given a remediation plan as per the Jordan Valley Evaluation Policy. 

 

In the event that an intern must miss a didactic training due to sickness, emergency, or another 

conflicting training opportunity, pre-approval must be obtained by the intern’s Training Director. The 

request should be submitted to the Director of Behavioral Health Integration via email. A copy of the 

request will then be placed in the psychology intern’s official personnel training file. No unexcused 

absences are allowed. In general, missing didactics will not be allowed; however, one excused absence 

due to unforeseen circumstances, such as an illness or family emergency, or an additional training 

opportunity that falls on the same days as didactics, might be considered with proper communication. 

Interns who miss two didactic training seminars due to unexcused absences will be required to meet 

with the Professional Review Committee to discuss professionalism. The Professional Review 

Committee is formed by the Vice President of Medical and Behavioral Health Services, Director of 

Behavioral Health Integration, Training Director and Director of Employment and Education. 

 

 

Didactic Substitution 

 

All absences from didactic training will require the intern to submit a time off request for the missed 

day(s). Substitution training will consist of watching the videos in their entirety from the missed 

didactic day(s). Interns will also be required to write 10 questions per half day missed based on the 

presentation and with an answer provided. In this document, the interns will need to identify where the 

questions and answers were found. See examples below: 

Video Example: 

Today’s healthcare industry is shifting from which emphasizes to which emphasizes ___  . 

Fee for Service, quantity; Value Based Service, quality (Video, pt 5, 40:55) 

Slide Example: 
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What is a Back-fill Calculator? 

Converts appointment reminders into a benchmarked industry standard. (Slide 74) 
 

 At least half of the questions need to be from the Video and not just reviewing the Slide 

presentation. The intern will have two months from the date they received the substitution materials to 

complete the task. If the missed didactic is within the last two months of internship, then the intern will 

be required to complete the substitution prior to their last day at Jordan Valley. Interns will need to 

email a copy of their questions and answers to the Director of Behavioral Health Integration prior to the 

end of their two-month deadline in order to successfully complete requirements. If a video is not 

available, the intern must seek alternative and equivalent (approved by the Training Director) didactic 

training at her/his own expense. 

 Interns may be required to take additional leave time to watch the substitution training videos 

during work hours. Jordan Valley may provide allowances for interns to complete the substitution training 

during work hours without the use of leave time or may comp back the used leave time in exchange for the 

intern to watch the videos on their own time. Jordan Valley may choose one of these options depending on 

the circumstances, they are under no obligation to do so. Any changes to the above-stated policy would need 

to be discussed with the Director of Behavioral Health Integration in advance. 

 

 

Clinical Supervision Exercise 

 To foster their development as future supervisors, psychology interns spend 2.5 hours during 

their didactic training per month in a Clinical Supervision Exercise. In this group, interns explore the 

professional role of supervisor and develop skills and attitudes appropriate to that function. This 

exercise utilizes supervision of actual cases provided by interns in a group setting. Interns may find it 

helpful or necessary to volunteer personal information during this process, however, it is not a required 

component to the exercise. Each month interns practice supervising in a mock setting as both 

supervisor and supervisee. Following the session, a discussion is facilitated on supervision style, level of 

effectiveness, areas for improvement, and theoretical underpinnings. The chief purpose of these 

exercises is to provide interns with experiential training in the supervision profession-wide 

competency and encourage them to begin developing an effective supervision approach while receiving 

valuable and honest feedback in its practice. The facilitator will complete an observation form on each 

intern as a supervisor for both the intern and their supervisor to use as additional feedback for 
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continued intern growth and development. A copy of this observation form is included in Appendix D. 

 This process is supported during the didactic training year via a presentation that focuses on 

current supervising theories and principles of supervision. The following text is reviewed as     the 

foundation of these discussions: Bernard, J. M., & Goodyear, R. K. (2014). Foundations of Clinical 

Supervision (5th ed.). Allyn & Bacon. 

Intern Critical Analysis and Evaluation Conceptualization 

 As a part of didactic training, interns select an assessment case or a topic on which to conduct a 

Critical Analysis and present to the intern group during the year. Interns will select their presentation 

date during orientation and be responsible for having all research completed and materials prepared in 

time for their selected date. 

Requirements 

 Interns are expected to investigate an assessment case or topic and compare their view to what 

the research says including a focus on assessments used in the case versus research best practices. Since 

the Critical Analysis ties in with the Evaluation Conceptualization Group, the presentation must have an 

assessment element to it. It is the intent that this presentation will be on a patient the intern has worked 

with in the past or is currently working with. In some cases, interns may be able to choose a topic to 

present on instead of an assessment case; however, due to presentation time limits, topic presentations 

should be a general overview of the areas listed below and available resources rather than 

comprehensive literature reviews. 

 

 Intern presentations will be evaluated on the following criteria and the interns’ ability to discuss 

  research based on their topic in these areas: 

  Relevant cultural and diversity issues 

  Available research and evidence-based practices 

  Rationale for assessment instrument and approach (include any other tests that could  

   have been used that would have also been helpful) 

  Strengths and limitations of intervention/treatment plan and rationale for  

   choice/discussion of evidence-based alternatives 

  Utilization of supervision/consultation 

  Discussion of case/topics application to internship setting (e.g. community mental health) 

   

 Each presentation will be 30-minutes with an additional 10-15 minutes for questions and case 
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discussion. At minimum, presentations must include a PowerPoint, summary handouts, and a reference 

list including at least 3 relevant journal articles discussed within the presentation. The reference list 

can be included as a slide in the PowerPoint presentation. An important part of this requirement is time 

management and interns need to be conscientious when putting the presentation together to be able to 

stay within the 30-minute period. 

Submission 

All presentation materials need to be finalized and submitted to the Training Director two weeks prior 

to the presentation date. This email should also include requests for any additional AV/technical needs 

(video clips etc.). 

Evaluation 

The Critical Analysis presentation is a part of graduation requirements and is evaluated by the Training 

Director. The evaluation tool is included in Appendix D for reference. Interns are expected to achieve at 

least scores of 2 (meets expectations – major revisions) or above in each evaluation category in order to 

successfully complete the assignment. Interns receiving scores of 4 or 5 in all categories meet all 

requirements without any additional content. Interns with scores of 2 or 3 on any items will be asked to 

submit answers to evaluator questions on the missed content. Interns will be given a timeline to submit 

this material to the Training Director in order to be counted as complete. Interns with scores of 1 (does 

not meet expectations) will be required to re-do the presentation and may be placed on a remediation 

plan depending on the extent of their lack of preparation. 

Evaluation Conceptualization 

 Remaining time in the Critical Analysis and Evaluation Conceptualization portion of didactics is 

spent in an informal psychological evaluation conceptualization group. In this training, psychology 

interns take turns providing, organizing, and presenting assessment data for group review and 

evaluation. This group assists members in accurate test interpretation, proficient case 

conceptualization, and successful report writing. The focus of these exercises is ensuring evaluation and 

assessment practices follow evidence-based research and utilize the latest available manuals and 

literature to inform and further the discussion. 

Journal Review 

 Jordan Valley will allow interns two hours in their weekly schedule for self-directed journal review to 

support knowledge of current, relevant research as well as the development of skills associated with 

lifelong learning. It is expected that the self-directed journal review time is also used to research for this 
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Critical Analysis presentation. The intern should review topics related both to areas applicable to 

present training and to areas of professional interest such as dissertation-related topics. It is required 

that 10% of these journal articles are topics related to diversity. Interns are encouraged to post journal 

article summaries to the internship research listserv throughout the year. It will be a standing item in 

the weekly intern supervision to discuss what the intern learned from their journal readings during the 

previous week. 

 Although not generally required, interns may be asked to provide written summaries of the articles 

reviewed if the primary supervisor feels a need for specific guidance or remediation to complete this 

task. These two hours per week should be protected/scheduled time and not to be used for any other 

activities other than what was listed above. 

Competency Checklist 

 The Competency Checklist is a tool used at the beginning of the year to assist interns and supervisors 

to assess the intern competencies in various aspects of the training program. This form will help 

determine the intern’s strengths and areas where additional training is necessary and help inform the 

goals and objectives listed out in the Individual Learning and Training Plan (ILTP) described in more 

detail below. The Competency Checklist (Appendix C) is discussed between the intern and her/his 

primary supervisors during the first week of the internship experience. A final completed copy of the 

Competency Checklist is due by the end of the first full month of internship. 

 

Individual Learning and Training Plan 

 The Individual Learning and Training Plan (ILTP) found in Appendix C represents an agreement 

between the psychology intern and her/his associated primary licensed supervisor which outlines the 

educational and experiential goals for the intern in the context of Jordan Valley’s Aims and the APA 

Profession-Wide Competencies. The ILTP also incorporates the unique requirements and opportunities 

of the internship program. It is designed to acknowledge the intern’s strengths and to outline a plan for 

professional development in her/his relatively weaker areas of knowledge, skills, or attitudes. The ILTP 

is developed by the intern and her/his primary supervisors during the first week of the internship 

experience. A final signed copy of the ILTP is due to the Director of Behavioral Health Integration by the 

end of August.  
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Timesheet Approval 

 Each year the Training Director will identify which primary supervisor will be responsible for 

signing the intern timesheets.  At the end of each bi-weekly timesheet period the designated primary 

supervisor approves the psychology intern’s timesheet via Paycor. This timesheet and reports will aid the 

intern in demonstrating that the internship year provided the required number of hours in supervision, 

patient contact, and professional training.  The interns’ submission deadline is Monday by 9:00 am 

local time. The supervisors’ approval deadline is end of business day on that same Monday. Supervisors 

need to ensure that any pending intern leave requests are approved prior to approving the intern’s 

timesheet.  If the designated supervisor is not available on any timesheet deadline date, they should 

contact the Director of Behavioral Health Integration to make other arrangements.   

 

 

Timesheets 

 Every two weeks the psychology intern documents his or her internship activity. The intern needs to 

record daily experiences in the appropriate category; for instance, intervention, assessment, didactic 

presentation, supervision, or various other training opportunities. Many of these categories are further 

subdivided to more clearly indicate the intern’s experiences. The worksheet captures the intern’s 

activities for each workday, including the total number of completed hours.  

 

 

 

 Ideally, the Individual Learning and Training Plan and the submitted timesheets should illustrate 

progress toward obtaining all the training experiences needed for successful completion of the psychology 

internship. Documentation of the timesheets is to be submitted by the intern via Paycor at the end of each 

bi-weekly period. The timesheet submission deadline is Monday by 9:00 am local time. The designated 

primary supervisor will then be notified to review and approve the submitted hours.  If the timesheet is not 

turned in on time, it will be reported on the intern’s Quarterly Professionalism Review. 
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Communication with the Sponsoring Graduate School 

 The Director of Behavioral Health Integration is responsible for communicating with each intern’s 

sponsoring graduate program about the intern’s activities and progress. At the beginning of the training 

year, the sponsoring graduate school will be sent a copy of the intern’s match letter and contract. Information 

about the intern’s planned training activities as set forth in the Individual Learning and Training Plan will also 

be sent. The results of the intern’s progress evaluations will be sent to her/his sponsoring graduate school at 

each quarter. At the end of the internship training year, the sponsoring graduate school will also be sent 

copies of the Training Director’s final formal evaluation of the intern’s skills, accomplishments, 

professionalism, and performance, along with a brief summary statement indicating whether the intern 

successfully completed the internship. Jordan Valley will also be responsible for providing a copy of the 

intern’s final day. Jordan Valley reserves the right to provide additional information as necessary and 

upon request. 

 This communication ensures that graduate programs are aware of each intern’s performance and 

provides an opportunity for additional involvement if problematic behavior ensues. It is Jordan Valley’s 

objective to advocate for intern’s training needs, which may include contacting graduate programs in 

order to resolve concerns that arise on either the intern’s or Jordan Valley’s behalf. If problematic 

performance or problematic conduct arises that seems serious enough to cast doubt on an intern’s ability 

to successfully complete the internship program, the Director of Behavioral Health Integration will inform 

the sponsoring graduate school. The graduate school will be encouraged to provide input to assist in 

resolving the problems. 

 If the Psychology Intern or Training Director are made aware of any additional requirements of the 

sponsoring graduate school, they are to let the Director of Behavioral Health Integration know as soon as 

possible so that the Training Director can make arrangements to complete any additional paperwork 

necessary for successful internship completion. 

 

Internship Verification 

 Psychology interns should contact the Director of Behavioral Health Integration in the event that a 

letter of expected internship completion or internship verification is needed. All verification forms 

should be sent to the Director of Behavioral Health Integration. The Director of Behavioral Health 

Integration is responsible for completing verification forms and will collect all necessary signatures for 

the documentation. Any Training Director or Supervisor, who receives a request for internship 
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verification from intern alumni, should also send the request to the Director of Behavioral Health 

Integration prior to completing any forms. 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 

 

 



 34 

Jordan Valley Evaluation Process and Forms 

 The Jordan Valley Evaluation Process serves several purposes. It: 1) provides a mechanism for 

feedback about intern and program performances; 2) verifies that the intern and the program is 

functioning at an acceptable level; 3) creates and records professional development of the intern 

throughout the training program; 4) verifies program compliance with accreditation; and 5) provides a 

mechanism for feedback to interns, supervisors, and Training Director. 

 

Psychology Intern Evaluation Process 

 Jordan Valley’s training program continually assesses each supervisee’s performance and conduct 

with reference to the Internship Training Manual, the Competency Checklist and the Individual Learning 

and Training Plan (ILTP) established between the supervisee and supervisor at the beginning of the 

internship program and approved by the Training Director. The Evaluation Process includes direct 

observation of intern services, feedback from other professionals, and supervisory sessions. Feedback 

from formal and informal assessments facilitates professional growth by acknowledging strengths and 

identifying performance or conduct areas that need improvement. This self-evaluative process provides 

Jordan Valley and the interns with the opportunity to analyze systemic trends in an effort to help 

maintain quality of training. Evaluation of the intern’s performance is an ongoing process that occurs as 

a part of the weekly supervisory sessions during the internship year. 

 In addition to formal evaluations, the Training Directors and/or  Supervisors are expected to have 

methods and measures in place internally to determine intern skill-sets and competencies at the onset 

of the training year, aided by the use of the Competency Checklist, preferably prior to the intern’s first 

quarterly evaluation. These methods should be measurable, will be in addition to, and supported by 

regular supervision and the creation of the intern ILTP. This internal evaluation process continues over 

the internship year and helps inform Jordan Valley of the intern growth in experience and training.  

A formal evaluation of the intern will be completed by the Supervisor four times during the training 

year. Each evaluation will be based in part on direct observation by the supervisor legally responsible 

for the direct service being provided. For successful completion of the internship program, interns are 

expected to have a score of 2.5 in the second quarter (with no ratings of 1),  a score of 3 (Satisfactory 

Strength) in the third quarter (with no ratings of 1 or 2), and receive scores of at least 4 (Competent) in 

the fourth quarter with no items rated 1 (Unfamiliar), 2 (Aware/Developing), or 3 (Satisfactory 

Strength).  Based on this data the program then has measurable outcomes to determine when each 



 35 

intern is prepared to progress to the next stage of internship training or to determine if additional 

training is still required in the current stage or if remediation is necessary to achieve competency in all 

areas by graduation (see Remediation Policy for details regarding the creation of a remediation plan).  

Interns receiving a 1 on any item during the second quarter or a 1 or a 2 in the third quarter will be 

placed on formal remediation plans.  Supervisors may also prepare additional written evaluations of the 

supervisee's skills and progress toward identified goals and objectives, including strengths and 

weaknesses. Such additional written evaluations will include plans for remediating any weaknesses and 

addressing the supervisee’s professional development. The supervisee will sign and have an 

opportunity to comment on each additional written evaluation. Copies of these additional written 

evaluations and/or remediation plans are sent to the Director of Behavioral Health Integration and 

placed in the psychology intern file. 

 The Training Director also regularly consults with supervisors and other professionals who have 

significant contact with supervisees by phone or in person. The Supervisor in each department is 

responsible for summarizing and combining evaluations if more than one professional is involved in 

providing supervision or training. Based on these evaluations, the Supervisor and the supervisee, with 

the approval of the Training Director, may modify the ILTP to better meet the supervisee's training 

needs and the program's   requirements. Written records of the ILTP, formal evaluations, and all 

subsequent modifications are maintained in the psychology intern file in the Human Resource Office.  

Interns who do not successfully remediate will trigger the Due Process Procedure.  

 Any other specific complaints or grievances that cannot be handled informally between an intern, 

supervisor, and/or program should also be addressed using the Grievance Due Process Procedures as laid 

out in both the Supervisor Procedures Manual and Internship Training Manual. 

Definition of Problematic Performance and/or Conduct for the Intern 

 Problem behaviors are defined as less serious than problematic performance or problematic 

conduct. Jordan Valley defines each in the following ways: 

 
Problem behaviors: 

Behaviors, attitudes, or characteristics that: compromise the quality of his or her psychological services; 

interfere with her or his relationship with peers, supervisors, or other staff; and/or limit compliance with 

appropriate standards of professional practice or behavior. 

Among professionals in training, many problem behaviors are possible. It is a matter of professional 
judgment as to when a supervisee's problem behaviors are determined to be sufficiently serious to be 
judged problematic performance or problematic conduct rather than typical problem behaviors often 
found among supervisees, which may be remedied during the course of regular supervision. 
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Problematic performance and problematic conduct: 

Interference with professional functioning renders the supervisee: unable and/or unwilling to acquire and 

integrate professional standards into his/her repertoire of professional behavior; unable and/or unwilling 

to acquire professional skills that reach an acceptable level of competency; or unable and/or unwilling to 

control personal distress that leads to dysfunctional emotional reactions or behaviors that disrupt 

professional functioning. 

 

More specifically, problem behaviors typically become identified as problematic performance and/or 

problematic conduct when they include one or more of the following characteristics: 

1. The supervisee does not, for whatever reason, acknowledge, understand, or address a problem 

 behavior when it is identified. 

2. The problem behavior is not merely a reflection of a skill deficit that can be rectified by academic or 

 didactic training. 

3. The quality of services delivered by the supervisee is significantly negatively affected. 

4. The problem behavior is not restricted to one area of professional functioning. 

5. A disproportionate amount of attention by training personnel is required. 

6. The supervisee’s problem behavior does not change as a function of feedback, remediation efforts, 

 and/or time. 

 

 Any time that Jordan Valley has an issue with the performance of the psychology intern that cannot 

be corrected with general supervision and/or a psychology intern’s behaviors are considered 

problematic as defined above, the Training Director and/or supervisor should document their concerns 

and attempts to address those concerns with the intern. They should then consult with the Training 

Director (if not already involved) and the Director of Behavioral Health Integration for guidance on how 

to address their concerns. Summaries of any meetings with the intern discussing problematic behaviors 

should be sent to Human Resources for record of attempts to address the issues at hand. If intern 

behaviors continue to be problematic or escalate despite the attempts to re-direct and/or remediate 

concerns, the Director of Behavioral Health Integration may be asked to meet with the intern with the  

Training Director and/or supervisor(s) and the following sanctions may be imposed as appropriate: 

 

1. Additional assignments and/or training activities. 

2. Alterations in required psychology intern activities. 
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3. Repetition of all or part of the clinical training activity. 

4. Implementation of a remediation plan to address the demonstrated deficits. 

5. Remanding of psychology intern for more intensive supervision. 

6. Denial of privilege to represent the organization in any activity. 

7. Personal therapy or rehabilitation program. 

8. Suspension of clinical privileges and hours. 

9. Suspension or expulsion from the Internship program. 

Remediation Policy 

 In some cases, appropriate intern training may include a need to remediate either training 

deficiencies, problematic intern behaviors, and/or problematic performance or conduct.  It is 

encouraged that the implementation of any remediation plan, happen by the mid-point of the internship 

year so that there is plenty of time with adequate opportunities for training, growth, and intern 

evaluation to demonstrate compliance with the plan. It is the goal of Jordan Valley to support each 

intern through their year to reach competency in all required areas by graduation. 

 A remediation plan is developed in coordination with the Training Director, and supervisors 

and/or additional Jordan Valley staff as applicable. Remediation plans need to follow the provided 

template (Appendix C) and, at minimum, need to include the following: 

 identification of the issues 

 detailed attempts to address the issues 

 listed identifiable and measureable expectations of the intern (i.e. without the use  

  undefined or vague terminology) 

 a deadline to meet expectations 

 

 The remediation process should also include regular review and revision (if necessary) of the 

remediation plan during the set time frame to determine whether or not the intern is progressing 

appropriately toward successful completion of the plan. 

 Jordan Valley supervisors are evaluated bi-annually (Appendix D) by the psychology interns on their 

availability and the quantity and quality of supervision provided. The forms are anonymous, but it is 

assumed that a score of 2 (supervisor is not meeting basic requirements) or below on any item will be 

discussed, as appropriate, between the intern and supervisor. Feedback is distributed anonymously to all 

supervisors, but each supervisor will receive their individual feedback at the close of the training year. 

Psychology interns also evaluate Jordan Valley as a whole prior to graduation. It is expected that Jordan 
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Valley will maintain a score of 3 (Satisfactory) or higher on each item. Feedback on these evaluations is 

discussed at a Training Committee meeting and the Committee may develop a plan of action for areas of 

concern. 

 In addition to formal evaluations, the Vice President of Medical and Behavioral Health Services may, 

as necessary, prepare additional written evaluations of the program, supervisor, or Training Director’s 

skills, including strengths and weaknesses. Such additional written evaluations will include plans for 

remediating any weaknesses and addressing the program, supervisor, or Training Director’s 

professional development. The program’s designee, supervisor, or Training Director will sign and may 

comment on these written evaluations. Copies of these written evaluations and remediation plans are 

sent to the Director of Behavioral Health Integration and placed in the Human Resource’s files. 

 
Definition of Problematic Performance and/or Conduct for the Program 
 
Jordan Valley defines problematic performance and problematic conduct as occurring when 

training directors/supervisors act in ways that are not in line with the guidelines spelled 

out in this Supervisor Procedures Manual, or other standards of conduct that are counter to the mission 

and training goals of Jordan Valley.  Performance may be considered problematic for, but is not limited 

to, the following characteristics: 

 1. Consistently late with turning in required paperwork. 

 2. Not attending meetings or making up missed meetings. 

 3. Lack of timely responsiveness to e-mail and phone communication. 

 4. Reports of revenue generation taking precedence over intern training. 

 5. Reports of insufficient supervision time and/or involvement in intern professional        

     development and training. 

 6. Reports of inappropriate boundaries and/or unethical behavior. 

 

Whenever a Training Director/Supervisor’s behaviors are considered problematic above, the following 

sanctions may be considered and imposed: 

 1. Increased meeting attendance. 

 2. Increased number of hours in individual supervision with interns with written plans to 

     make up missed hours if applicable. 

 3. Required training attendance over any areas/topics that are of concern. 

 4. A remediation plan to address demonstrated deficits. 
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 5. A “supervisor” or point-of-contact with the Director of Behavioral Health Integration to ensure    

     ongoing and effective communication. 

 

Evaluation Forms 

The following describes the various evaluation forms utilized by Jordan Valley during the internship 

training year. 

Psychology Intern Quarterly Evaluation:  A formal evaluation of the intern will be completed by the 

Supervisor four times during the training year. Each evaluation will be based in part on direct 

observation by the supervisor legally responsible for the direct service being provided. For successful 

completion of the internship program, interns are expected to have a score of 2.5 in the second quarter 

(with no ratings of 1), a score of 3 (Satisfactory Strength) in the third quarter (with no ratings of 1 or 2), 

and receive scores of at least 4 (Competent) in the fourth quarter with no items rated 1 (Unfamiliar), 2 

(Aware/Developing), or 3 (Satisfactory Strength). Interns receiving a 1 on any item during the second 

quarter or a 1 or a 2 in the third quarter will be placed on formal remediation plans. Interns who do not 

successfully remediate will trigger the Due Process Procedure, or who receive a 1, 2, or 3 in the fourth 

quarter will not be eligible for graduation. It is intended that each quarterly evaluation represents a 

“snapshot” of the intern’s growth at each quarter through the year, thus evaluation scores should be 

based on where the intern is at the end of each quarter, not on where they were averaged throughout 

the quarter. 

 The formal evaluation will include, if appropriate, written plans for remediation (see Remediation 

Policy for more information about this). These evaluations should be reviewed and signed by both the 

psychology intern and the supervisor(s) prior to submission and the intern has an opportunity to 

comment on any of the feedback. As this evaluation is made up of the 9 required APA Profession-Wide 

Competencies, interns must receive scores in all areas over the course of the year. Although, an N/A 

option is available, it is expected that interns receive some scores in each area by the second quarterly 

evaluation. If the supervisor is unable to directly observe the intern in a competency area, he/she should 

solicit feedback from other individuals who would have additional information for evaluation purposes.  

 Copies of each evaluation is sent to the Director of Behavioral Health Integration and placed in the 

intern file. The fourth and final evaluation is completed with input from both the supervisor(s) and the 

intern and is the overall evaluation of the intern’s attitudes, skills, abilities, and growth toward 

competency during the internship year. 
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 Copies of each Psychology Intern Quarterly Evaluation will be sent to the Training Director, the 

Primary Supervisor, and the intern’s school. Failure to submit Psychology Intern Quarterly Evaluations 

in a timely manner may affect the intern’s grade and/or ability to graduate on time. 

Quarterly Professionalism Reviews: Psychology interns are also evaluated quarterly by the Training 

Director on their professionalism, engagement, and attendance during didactic training. The intern 

must maintain a score of 3 (satisfactory) or higher throughout the year. If an intern ever falls below a 

score of 3 on her/his Quarterly Professionalism Review, she/he is required to meet with either the 

Director of Behavioral Health Integration and/or the Training Director. The outcome of this meeting 

may include the intern being placed on a temporary remediation plan to address the professionalism 

issue(s). The evaluation is kept in the intern training file. Copies of each Quarterly Professionalism 

Review will be sent to the intern and their Primary Supervisor for their records. 

 

Supervisor Bi-Annual Feedback Forms: Twice a year, supervisors will be evaluated by interns and 

provided feedback about the supervisory process from each of their primary supervisors. The purpose 

of this evaluation is to provide an opportunity for the interns to give feedback regarding both strengths 

and weaknesses of the supervision process to foster growth in the supervisory relationship. These 

Supervisor Bi-Annual Feedback forms must be submitted in the sixth and last month of the internship 

program to ensure the intern’s needs are being met. All data from the evaluations will be compiled in 

one form and provided to all supervisors. The purpose of this feedback process is to obtain general 

information regarding intern experiences with their supervisors. 

 

Critical Analysis Evaluation: The Critical Analysis presentation is evaluated by the Training Director. 

Interns are expected to achieve at least scores of 2 (meets expectations – major revisions) or above in 

each evaluation category in order to successfully complete the assignment. Interns receiving scores of 4 

or 5 in all categories meet all requirements without any additional content. Interns with scores of 2 or 3 

on any items will require a written revision of all missed content. Interns will be given a timeline to 

submit this material to the Training Director in order to be counted as complete. Interns with scores of 

1 (does not meet expectations) will be required to re-do the presentation and may be placed on a 

remediation plan depending on the extent of their lack of preparation. Copies of the Critical Analysis 

Evaluation will be sent to the intern, The Director of Behavioral Health Integration (HR) and their 

Primary Supervisor for their records. 
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Mock Supervision Observation Form: The mock supervision portion of the Clinical Supervision 

Exercise (as described earlier in the manual) will be observed and informally evaluated by the 

facilitator. Although this observation form is not a formal evaluation form, this feedback will be 

provided to intern supervisors to help inform them of the intern’s progress in the supervision 

profession-wide competency. The facilitator will make scoring recommendations as well as feedback 

for further discussion. 

 

Didactic Satisfaction Surveys: Interns complete a Didactic Satisfaction Survey on each presentation 

topic during weekly didactics. These forms are completed by the intern and are due by 9:00 am local 

time three (3) days following the weekly didactic training. These forms allow the interns to provide 

helpful feedback on the usefulness of the subject matter to Jordan Valley and feedback on the 

presentation, which is then compiled and sent to the presenter. 

 

Final Report: This form allows the intern to evaluate the internship experience and the supervision 

received, as well as provides valuable information in support of internship program development. This 

is due the last month of internship. Following intern graduation, the information from the final reports 

will be reviewed by the Training Director and Director of Behavioral Health Integration. 

 

Exit Survey: This form is to be utilized for an update on the intern’s contact information and any 

residency/job plans following internship. This is due the last month of internship. 

 

Copies of the Psychology Intern Quarterly Evaluation, Quarterly Professionalism Review, Supervisor Bi-

Annual Feedback, and Critical Analysis Evaluation are located in Appendix D. A proposed schedule of 

evaluations is included in Appendix E. 

 

Key Principles for Evaluation 

 This section sets forth the key principles Jordan Valley has for evaluating the conduct and 

competence of interns participating in the Internship Program. 

 Psychology interns, training director, and supervisors are expected to adhere to the ethical standards 

and statements relevant to APA, and APPIC.  Interns, training director, and supervisors are also expected 
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to read and agree to the Long- term Diversity Plan. Further, all interns, training director, and supervisors 

are expected to know and adhere to the following model of student competence as adapted from the 

Student Competence Task Force of the Council of Chairs of Training Councils (CCTC, 2004): 

 Interns should know—prior to program entry and at the outset of training—that training staff, 

supervisors, and administrators have a professional, ethical, and potentially legal obligation to: 

 Establish criteria and methods to assess an intern’s areas of competence in addition to knowledge 

or skills, including but not limited to cognitive issues, psychological stability, interpersonal skills, 

physical conditions that cannot be accommodated, ethical issues, professional development, and 

personal fitness for practice in order to ascertain whether such matters may interfere with or prevent 

professional competence in other programs, the profession, employment, or in interaction with the 

public at large; and ensure—insofar as possible—that the interns who complete their programs are 

competent to manage future relationships (e.g., patient, collegial, professional, public, scholarly, 

supervisory, teaching) in an effective and appropriate manner. 

 As such, within a developmental framework, and with due regard for the inherent power difference 

between psychology interns and supervisors, interns should know that their training staff and 

supervisors will evaluate their competence in areas other than knowledge and skills. These evaluative 

areas include, but are not limited to, demonstration of sufficient: 

1. Interpersonal and professional competence (e.g., the ways in which psychology interns relate to  

 patients, peers, allied professionals, the public, and individuals from diverse backgrounds or 

 histories); 

2. Self-awareness, self-reflection, and self-evaluation (e.g., knowledge of the content and potential 

 impact of one's own beliefs and values on patients, peers, supervisors, allied professionals, the 

 public, and individuals from diverse backgrounds or histories); 

3. Openness to processes of supervision (e.g., the ability and willingness to explore issues that either 

 interfere with the appropriate provision of care or impede professional development or 

 functioning); and 

4. Resolution of issues or problems that interfere with professional development or functioning in a 

 satisfactory manner (e.g., by responding constructively to feedback from supervisors or program 

 faculty; by successfully completing remediation plans; by participating in personal therapy in 

 order to resolve issues or problems). 

 

 This policy is not only applicable to settings and contexts in which evaluation would appropriately 

occur, but also settings and contexts that are unrelated to the formal process of training (e.g., non-
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training or social contexts). However, irrespective of setting or context, the Director of Behavioral 

Health Integration may review behaviors when an intern’s, training director’s, and/or supervisor’s 

conduct clearly and demonstrably: 

1. Impacts the performance, development, or functioning of the psychology intern(s) on site; 

2. Raises questions of a legal or ethical nature; 

3. Represents a risk to public safety; or 

4. Damages the representation of psychology to the profession or public. 

 

 Although the purpose of this policy is to inform interns that investigation and evaluation will occur 

in these areas, it should also be emphasized that Jordan Valley’s investigative and evaluation processes 

strive to include: 

1. Information regarding evaluation processes and standards (e.g., procedures should be consistent 

 and content verifiable); 

2. Information regarding the primary purpose of evaluation (e.g., to facilitate intern development; to 

 enhance self-awareness, self-reflection and self-assessment; to emphasize strengths as well as 

 areas for improvement; and to assist in the development of remediation plans when necessary); 

3. More than one source of information regarding the evaluative area(s) in question (e.g., across 

 supervisors and settings); and 

4. Opportunities for remediation, provided supervisors and/or Training staff conclude that 

 satisfactory remediation is possible for a given psychology intern. Remediation may include the 

 imposition of additional training requirements. 

 Generally, subsequent findings of misconduct will merit more severe sanctions, including the 

possibility of suspension/expulsion of interns, removal of interns for all or part of the remaining 

training year. To ensure interns receive fair and impartial treatment, Jordan Valley has established a 

Grievance Due Process Procedure. The full text of this policy may be found in the “Provisions Required by 

Law” section of this Manual.  

 At any time that Jordan Valley has an issue with the performance of the psychology intern cannot be 

corrected with general supervision, the clinical supervisor should notify the Director of Behavioral 

Health Integration for assistance in managing the issue. These issues shall be addressed with the 

Training Committee, at which final resolution will be determined and implemented. The Clinical 

Supervisor will participate in the evaluation processes to report on the performance of each psychology 

intern to the Training Committee. 
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Jordan Valley Responsibilities Overview 
 

Fiscal Responsibilities 

For the 2020-2021 training year, interns are considered employees of Jordan Valley, Jordan Valley is 

responsible for providing the following benefits: 

 Annual salary of $30,000. 

 Optional enrollment for interns and families in Jordan Valley’s employee benefit plans.  

  This benefit can require financial participation of the intern. 

 Optional enrollment in vision, dental, and life insurance plans. These benefits can  

  require financial participation of the intern. 

 Optional enrollment in dependent care or medical flexible spending. This benefit has no  

  employer match, but allows for intern pre-tax contribution. 

 Long-Term Disability 

 14 days of Paid Time Off 

 Three days for professional development time. 

 At least 9 paid holidays that include: New Year’s Day, Memorial Day, Independence Day,  

  Labor Day, Thanksgiving Day, day after Thanksgiving, Christmas Eve, Christmas Day,  

  and Martin Luther King, Jr. Day. 

 Prior approval from Training Director for overtime is required.   Jordan Valley will adhere  

  to FLSA laws regarding exempt/non-exempt status and overtime pay. 

 Mileage reimbursement as defined in the Jordan Valley’s business office. 

 

Intern FLSA and Travel Policy 

In accordance with the FLSA (Fair Labor Standards Act) the following guidelines apply to traditional intern hour 

tracking and travel: 

 Interns need to seek permission from their training director prior to working any  

  overtime hours except in emergent situations. 

 Interns working over 40 hours in any given week will be paid overtime as indicated  

  in the sections above. 
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 Interns are considered “on the clock” any time they travel for work purposes. This time  

  would include intern travel from their main office to any other location where  

  they are providing services (i.e., another office, school, separate clinic). 

 Interns are NOT considered “on the clock” from their house to their office. This also  

  includes interns who are placed at more than one location, but goes to a different  

  location each day (i.e. does not go from one site to another in the same work day). 

 

Interns will also be bound by Jordan Valley’s Travel Policy #26023 made available during orientation. 

Vacation/Leave Policies 

Psychology Intern Leave 

Interns receive 14 days (112 hours) of PTO, and 3 days (24 hours) professional development time. Interns may 

also receive Comp time in exchange for attending orientation prior to their internship start date. In an effort to 

promote self-care through the year, interns will be required to take all 14 vacation days, comp time, and holiday 

time they may have received. Interns are not required to use all professional development leave; however, since 

interns are provided with all of their available time off at the beginning of the year (i.e. not accrual based), will 

not pay out any unused leave time at the completion of internship. Jordan Valley will observe at least the following 

seven (9) holidays: 

 
When a scheduled holiday falls on Sunday, it will be observed on the following Monday, when a 

scheduled holiday falls on a Saturday, it will be observed on the proceeding Friday. 

Directors/Supervisors cannot require an intern to work on any holiday listed above that Jordan Valley 

does not observe. 

Submitting Leave Requests 

Interns must submit leave requests via Paycor portal to schedule their PTO. This is coordinated through 

their supervisors. Once submitted, the Primary supervisor is notified to review and approve/deny the 

request. Once approved, then the request is submitted to the Training Office for final approval.  All leave 

listed above is included in the intern total hour requirements. Any leave time outside of these provided 

hours will need to be approved and may be subject to unpaid leave and may cause an extension of 

Labor Day Thanksgiving Day, day after Christmas Eve, Christmas Day 
New Year’s Day Memorial Day Independence Day 
Martin Luther King Jr., Day   
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internship. 

 

Professional Development 

Interns have opportunities to attend various conferences, psychological associations meetings, 

workshops, and seminars to present papers and participate in continuing education. In this way, they 

develop an appreciation for continuing education and lifelong learning. Attendance at such 

organizational meetings is considered important to the learning process; therefore, Jordan Valley will 

provide at least three days of Professional Development leave. Any additional training absences or 

changes to this schedule are left to the Training Director’s discretion. If the professional development 

falls during the intern’s monthly didactic training, the intern can send a request to the Director of 

Behavioral Health Integration for a substitute didactic activity. The intern should also submit 

documentation of attendance to the Director Behavioral Health Integration upon return. 

 

Psychology Intern Extended Leave 
 
Extended leave is defined as a psychology intern’s inability to perform regular duties over a period of 

time that would exceed that covered by PTO. Jordan Valley complies with the Family & Medical Leave Act 

of 1993 (FMLA) and the Family & Medical Leave Act Military Family Leave Entitlements of 2009.  Jordan 

Valley would work with the Psychology Intern in coordinating the extended leave. The FMLA requires 

covered employers to allow up to 12 weeks of unpaid time off within a 12-month period for eligible 

employees and 26 weeks of unpaid time off for military leave employees under the FMLA Military Family 

Leave Entitlements. Extended leaves may be granted for medical and personal reasons under the 

following provisions: 

 

The Psychology Intern suffers a medical disability that interferes with internship requirements. 

 The Psychology Intern or Intern’s spouse/partner adopts or gives birth to a child. 

 The Psychology Intern must care for a family member with a serious health condition. 

 The Psychology Intern experiences sufficient personal reasons to warrant an extended leave (as 

 determined by the Director of Behavioral Health Integration). 

 

And under the FMLA Military Family Leave Entitlement: 
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 The Psychology Intern is a spouse, son, daughter, parent, or next of kin of a covered service 

 member with a serious injury or illness. 

 

The extended leave must not expand beyond a period that would allow completion of all internship 

requirements within a 24-month period. If the leave will extend beyond 24 months, the intern will be 

required to reapply to the site through the regular selection process. 

  

FMLA eligible employees are those who have worked for Jordan Valley for at least 12 months and a 

minimum of 1,250 hours in the previous 12 months. A covered service member is a current member of 

the Armed Forces, including a member of the National Guard or Reserves, who is undergoing medical 

treatment, recuperation, or intervention, is otherwise in outpatient status, or is otherwise on the 

temporary disability retired list for a serious injury or illness. A serious injury or illness is one that was 

incurred by a service member in the line of duty on active duty that may render the service member 

unable to perform duties. 

  

FMLA is unpaid leave. The intern may be required to substitute all or part of her/his PTO days for the 

FMLA-authorized leave. If the Psychology Intern chooses or is required to use PTO to compensate leave, 

she/he is not required to make up that time. However, the intern and Jordan Valley must ascertain that 

the Intern works for the requisite number of hours for licensure and satisfactorily completes the 

training program. Further, in no case can the substitution of paid leave time for unpaid leave time result 

in the receipt of more than 100 percent of the Intern’s salary. 

  
Under some circumstances, eligible interns may take FMLA leave intermittently – taking leave in 

separate blocks of time for a single qualifying reason – or on a reduced leave schedule – reducing the 

Intern’s usual weekly or daily work schedule. 

 

For the duration of the approved FMLA, Jordan Valley will maintain the intern’s group health benefits at 

the same level and under the same conditions as if the intern had continued work. The Intern is 

required to continue to pay her/his portion of the premiums. The premiums will be deducted from the 

Intern’s payroll direct deposit during leave if the Intern is being paid by use of PTO leave. If the Intern is 

not being paid during the leave, she/he will pay the cost by remitting a check payable to Jordan Valley 

by the 10th day of each month. If the Intern fails to make the required payment for medical or other 
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fringe benefit coverage (within 30 days of the date that such payment is due) those applicable 

coverages will be discontinued. 

 

Other benefits normally provided to an intern shall be provided only if permitted by the plan document 

governing the provision of those benefits. Should the intern not return to Jordan Valley, or return for a 

period of less than 30 days after the leave has ended, the intern shall owe Jordan Valley the cost of any 

benefits provided during the entire duration of the FMLA, including the employer contribution to the 

intern’s health benefits. No such amount shall be owed if there is a reoccurrence or onset of a serious or 

catastrophic health condition, or if, in the opinion of Jordan Valley, there is a change of circumstances 

beyond the intern’s control.  

 

An intern who does not return to work after use of FMLA for a period certified by a physician, or who 

does not return after use of twelve weeks leave, shall be treated as having voluntarily terminated  

her/his internship. 

 

Jordan Valley is committed to working with interns to develop flexible plans for leaving and returning 

to work. If an intern is not eligible for FMLA, Jordan Valley will pursue similar arrangements as long as 

they are logistically possible, cause minimal disruption to the services offered, and do not impede the 

intern’s ability to complete the internship program in the required time-frame. If questions arise 

regarding any of these matters, Interns should contact the Jordan Valley Human Resources Department 

for assistance in resolving the matter. 

 

Supervisor Leave 

 To ensure the continuation of quality training throughout the training year, the following guidelines 

should be followed when the Training Director or supervisors take leave:  

 Short-term (≤ 3 weeks) 

 Arrange for the other primary supervisor to take over responsibilities during leave. 

 When possible, inform the Director of Behavioral Health Integration of leave two weeks in advance. 

 Long-term (≥ 4 weeks) 

 Arrange for replacement supervisor to take over responsibility during leave. 

 Consider splitting responsibilities between primary supervisor and a replacement  

  supervisor depending on length of leave. 
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 When possible, inform the Director of Behavioral Health Integration of leave one month in advance. 

 

 The other primary supervisor maintains full order and control over the services provided while 

supervising at a minor rotation. They are clinically and legally responsible for such cases. In the event 

that one primary supervisor is absent, the second primary supervisor maintains all clinical and legal 

responsibility for the psychology intern’s work. This supervisor will remain in charge of all clinical cases 

until such time as they are unable to maintain responsibility for cases or the length of leave time meets 

the criteria above requiring the addition of a replacement supervisor until the primary supervisor’s 

return. Emergency coverage and access to a supervisor should   still be available to interns at all times 

when a primary supervisor is away. Any missed supervision time will need to be recouped prior to 

supervisor leave or once they return unless the other primary/replacement supervisor in charge 

provided the full two hours per week of individual supervision. 

Training Director Responsibilities 

 Jordan Valley must have a licensed psychologist on site at least 20 hours per week who serves 

as the training director. In the event that the Training Director is either no longer employed by Jordan 

Valley or can no longer function as the training director, a replacement must be found as soon as 

possible to provide continuity of training.   

 The Training Director directs and organizes the training program and its resources, is 

responsible for intern selection, monitors and evaluates the training program’s goals and activities and 

documents and maintains intern training records. 

 

Administrative Responsibilities 

 Throughout the internship training year, Jordan Valley will be responsible for filling out and/or 

updating supervisor, and intern information. A proposed schedule of deadlines for necessary 

documentation is provided in Appendix E. The following is a list of documentation required. 

 This list may be added to or changed over the course of the training year, but every effort will be 

made to provide the Training Directors and/or supervisors as much notice as possible prior to the 

deadlines. 

 Evaluations:  Training Directors and Supervisors will be responsible for the timely completion of  
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 Psychology Intern quarterly evaluation forms as described in the section “Psychology Intern  

 Evaluation Process.” 

 Internship Paperwork:  Training Directors and Supervisors will be responsible for the  

 timely completion of the Competency Checklist and Individual Learning and Training Plan as 

 described in the section “Internship Program Learning Activities.” 

 

National Match Process and Interview Day 

 Psychology intern recruitment and selection will be coordinated by the Training Director. All 

applications submitted to Jordan Valley will first be reviewed by the Director of Behavioral Health 

Integration to ensure all applicants meet minimum requirements. The Training Director will then have 

approximately two weeks to review applicants and send their list of interview invitations to the 

Director of Behavioral Health Integration.  She will then send out all rejection notices or interview 

invitations to the applicants by December 1st. Jordan Valley will hold a universal interview day during 

the second week in January. This event will include an Open House with prospective interns the 

evening before Interview Day.  Once the interviews are completed, the Training Directors and 

Supervisors will have until the first week in February to submit their rankings to the Director of 

Behavioral Health Integration. The rankings will then be submitted to the National Match Program on 

behalf of Jordan Valley. The Training Director will oversee the recruitment process and the selection 

process to ensure equitable treatment of all applicants and adherence to the standards of both the 

American Psychological Association and the Association of Psychology Postdoctoral and Internship 

Centers (APPIC). See Appendix E for a schedule of events for the National Match Process. 
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Provisions Required by Law 
 

Intern Grievance Due Process Procedures 

Policy Statements 

 
 Jordan Valley has established a grievance procedure to ensure the rights of its psychology interns to 

receive fair and impartial treatment. This procedure is reviewed in detail during the psychology intern 

orientation. While every effort should be made to handle conflicts directly and informally, Jordan Valley 

recognizes there may be circumstances in which the psychology intern may wish to discuss the matter 

with an administrator or file a formal complaint. This procedure shall apply in all matters, including 

those related to academic integrity and professional conduct on both the part of the intern and/or 

supervisor. 

 Additionally, a psychology intern may utilize this procedure to file a written appeal if he or she 

believes any aspect of the program is unfair, biased, unprofessional or not consistent with other policies 

or procedures of Jordan Valley. 

  In addition, a formal evaluation of the intern will be completed by the Supervisor four times during 

the training year. Each evaluation will be based in part on direct observation by the supervisor legally 

responsible for the direct service being provided. For successful completion of the internship program, 

interns are expected to have a score of 2.5 in the second quarter (with no ratings of 1),  a score of 3 

(Satisfactory Strength) in the third quarter (with no ratings of 1 or 2), and receive scores of at least 4 

(Competent) in the fourth quarter with no items rated 1 (Unfamiliar), 2 (Aware/Developing), or 3 

(Satisfactory Strength). Interns receiving a 1 on any item during the second quarter or a 1 or a 2 in the 

third quarter will be placed on formal remediation plans. Interns who do not successfully remediate 

will trigger the Due Process Procedure.  

Definitions 

1. Due Process. This process is an internal grievance process and should not be confused with due 
 process rights under the U.S. Constitution and/or federal/state law. 

2. Days. In any instance where action is required to be taken by this policy, reference to the word 
 “days” shall mean Monday through Friday, except for those days that Jordan Valley is closed as 
 defined by the internship calendar. 

3. Respondent. “Respondent” is the person or persons the Psychology Intern has the grievance with 
 and the person(s) issuing the decision(s), which are the subject of the appeal. 

4. Review Officer. The “Review Officer” is a person appointed by the Vice President of Medical and 
  Behavioral Health Services for purposes of reviewing the Psychology Intern’s appeal. This 
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 individual will be chosen based on their lack of involvement in the case at hand as well as a lack of 
 conflict of interest to the situation/intern/site.  

5. Notices. Any notices, requests or other communications required or permitted hereunder   
 shall be in writing and shall be delivered by email to each party as follows: 

a. To the Psychology Intern: to the listed preferred email address currently on record with Jordan 
 Valley. Failure by the Psychology Intern to check that email or to update Jordan Valley with a 
change  of email or any other technical difficulties shall not be construed to invalidate such notice. 

b. To the Respondent (s) or any other employee of Jordan Valley: to the last email address currently 
on  record with Jordan Valley. Failure by the Respondent(s) or any other employee of Jordan Valley to 
 check their email or update a change of email on record with Jordan Valley or any other technical 
 difficulties shall not be construed to invalidate such notice. 

 

Any such notice, request or other communication shall be considered given, delivered or received, as the 

case may be, on either the date indicated on the time stamp of the email or the day following if the email 

was time stamped after 5:00 pm local times of the sender. Rejection or refusal to accept or inability to 

deliver because of a changed address of which no notice was given shall be deemed to be receipt of the 

notice, request, or other communication.  By giving at least five (5) days prior written notice thereof, any 

party may, from time to time, at any time, change its email address hereunder. 

 

6. Record of the Case. The phrase “Record of the Case” shall mean all documents considered by 

persons who have considered any appeal at any stage of the Due Process Review, including, but not 

limited to: each and every written request for review submitted by the Psychology Intern; each and 

every written decision on the Psychology Intern’s appeal; any evidentiary documentation submitted 

by a Psychology Intern or Respondent (s); and any evidence or documentation considered by the 

Review Officer or any member of a Review Committee. 

  

Due Process Procedure 
 

The basic meaning of due process is to inform and to provide a framework to respond, act or dispute 

when a matter cannot be resolved between the primary supervisor and/or Training Director and 

Intern. The steps that may be taken are listed within these Procedures. 
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Grievance Procedure 

 

There are two situations in which grievance procedures can be initiated: An Intern can challenge 

the action taken by the Training Director or a member of the training staff may initiate action against 

an Intern. These situations are detailed below:  

1. Intern Challenge: In the event that an Intern encounters any difficulty or problems with the 

Training Director or other staff member, the Intern may: 

a.  Attempt to resolve the issue informally by discussing the issue with the Training 

Director or staff member involved; 

b. If the issue cannot be resolved informally, the Intern should discuss the concern with 

their primary supervisor, or a member of the Human Resources Team; 

c. If the primary supervisor or member of the Human Resources Team cannot resolve the 

issue, the Intern may formally challenge any action or decision taken by the Training 

Director, or any member of the training staff by following this procedure:  

i. The Intern should file a formal complaint, in writing and containing all supporting 

documents, with the primary supervisor. If an Intern is challenging a formal 

evaluation, the Intern must do so within ten (10) days of receipt of the evaluation.  

ii. Within five (5) days of receipt of a compliant formal complaint, the primary 

supervisor shall consult with the Training Director and implement the appeals 

procedures as described below.  

2. Staff Challenge: If a training staff member has a specific Intern concern, the staff member 

should”  

a. Attempt to resolve the issue by discussing the issue with the Intern involved;  

b. If the issue cannot be resolved informally through discuss with the Intern, the staff 

member should discuss their concerns with their primary supervisor; 

c. If the issue is not resolved after contacting their primary supervisor, the staff member 

may seek resolution of the concern by written request, with all supporting documents, to 

the primary supervisor for review of the issue. When this occurs, the primary supervisor 

will:  

i. Within three (3) days of a formal complaint, the primary supervisor must consult 

with the Training Director and implement the appeals procedures as described 

below.  

Appeal Documentation 
  

When submitting a formal appeal, Psychology Interns and staff members must follow the approved 
Jordan Valley appeal document format as provided in Appendix C and ensure the following information 
is included in the request: 
 Name and preferred contact information for the Intern or staff member. 

 Names and roles of all individuals who are a part of the Intern or staff member’s grievance. 

 Document or process for which the appeal pertains (if applicable). 
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 Summary of the complaint with facts that support the Intern or staff member’s position. 

 Summary of specific concerns with the Review Officer’s determination (only when requesting a 
Review Committee) 
 Description of the relief sought. 

 Copies of any documents that support the Intern or staff member’s position as appropriate. 

    All Respondent(s) responses to an appeal should follow the following approved Jordan Valley     
   format (template provided in Appendix C): 
 Name and preferred contact information for the individual. 

 Summary of the situation with facts that support their position. 

 Copies of any documents that support their position as appropriate.  
   All reports of determination should include at least the following information: 

 Name and preferred contact information for the individual writing the report. 

 Listing of documents reviewed and interviews conducted throughout the investigation. 

 Summary of the situation from all points of view. 

 Recommendations for how to address listed concerns from all parties involved. 

 Final determination. 

 Intern and/or Respondent(s)’s right to appeal the determination (only for Review Officer report) 

Review Procedure 
Appeal of any decisions or actions resulting from application of a policy or procedure (e.g., 
determinations of a remediation plan) is subject to the following criteria and processes. 
 
Appeal to Review Officer: In the event the informal evaluation process as listed previously in the 
Training Manual, does not address concerns or grievances by the Psychology Intern, they may submit a 
formal appeal to a Review Officer. The formal appeal shall follow the format as listed in the Appeal 
Documentation section above and be delivered to the Director of Behavioral Health Integration via 
email within ten (10) days of the occurrence of the matter giving rise to the grievance. The Vice 
President of Medical and Behavioral Health Integration or designee shall then appoint a Review Officer 
to examine all documentation submitted, including, but not limited to, the Record of the Case. The 
Training Director will forward the appeal documentation to the Review Officer and the Respondent(s) 
for review. The Respondent(s) will have the opportunity to respond to any accusations in writing 
following the guidelines listed in the Appeal Documentation section and their responses will be sent to 
the Review Officer as part of the Record of the Case. These individuals shall submit their responses to 
the appeal within ten (10) days from their receipt of the appeal documentation from the Training 
Director. 
  
Once all of the case documents have been received, the Review Officer will meet separately with the Psychology 

Intern, the Respondent(s) and other individuals deemed necessary in determining the facts of the matter at hand. 

The final determination of the Review Officer shall follow the guidelines listed in the Appeal Documentation 

section and sent via email to the Psychology Intern and the Respondent(s), within twenty (20) days following all 

interviews and final submission of any evidence to be considered. 

Request for a Review Committee Proceeding: If the Psychology Intern feels there was an unfair 
ruling (such as conflict of interest or bias) with the decision of the Review Officer, the Psychology Intern 
may submit a written appeal to the Training Director via email within ten (10) days from the date of receipt of 
notice of the Review Officer’s decision. Such notice should follow the guidelines listed in the Appeal 
Documentation section above and include a summary of their concern with the Review Officer’s determination 
and/or process. The Training Director will forward the Record of the Case to the Review Committee and any new 
Respondent(s) if necessary. The Review Officer will also be notified of the request for appeal and given the 
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opportunity to respond. Any additional responses or documentation will need to be provided to the Training 
Director no later than ten (10) days after the notice of appeal. The Review Committee Chair or her/his designee 
will select the date, time, and place for the meeting and will make a reasonable attempt to accommodate the 
schedules for the Psychology Intern, Respondent(s), and Review Officer. The Psychology Intern, Respondent(s), 
and Review Officer will be notified via email a minimum of ten (10) days prior to the meeting and will be 
provided with all necessary information. 

1.  Review Committee Composition 
 A Review Committee proceeding is conducted by three persons appointed by the Director of 
 Behavioral Health Integration at the beginning of the training year to serve one year. In the event of 
 the inability of any person so appointed to serve, the Director of Behavioral Health Integration may 
 appoint either a temporary or a permanent replacement. Composition of the Review Committee 
 shall consist of Vice President of Medical and Behavioral Health Services, the Training Director, and 
 one Psychology Intern. In addition to the appointed members, the Director of Behavioral Health 
 Integration or his/her designee shall serve as the Chair of the Review Committee and as a non-voting 
 member, except in the case of a tie vote. The role of the Chair is to exercise impartial control over the 
 Review Committee Proceeding in order to achieve an equitable, orderly, timely, and efficient 
 process. The Chair is authorized to make decisions and rulings as necessary and proper to achieve 
 that end, including such decisions and rulings as pertain to scheduling. 
 

7. Attendance During Review Committee Meeting 

 As Review Committee Proceedings are closed and are confidential investigations, no outside 
 individuals are allowed. However, at the Intern’s request, the Chair will permit a parent or legal 
 guardian, spouse, or disabilities support person as appropriate to observe the proceedings in a 
 support capacity only. If a documented disability prevents a party from speaking, a non-attorney 
 advisor may speak on behalf of a party. This does not preclude a party from being directed to 
 testify and to reply to questions directed to him or her. 
  If the Psychology Intern who initiated a Review Committee proceeding has been properly 
 notified of the proceeding, but fails to appear, the proceeding may take place in his or her absence 
 and the decision of the Review Committee will be binding. Only under exceptional circumstances 
(to  be determined by the Chair of the Review Committee) will a new proceeding be granted on the 
basis  of absence. 
  All of the individuals listed below, with the exception of witnesses, have the right to be  present 
during all stages of the Review Committee Proceeding except during the deliberations of the  Review 
Committee. Witnesses will only participate in the meeting during their individual testimony  and 
through any Review Committee questions. 
 Those in attendance may include: 

a. Review Committee Chair 

b. Review Committee 

c. Psychology Intern 

d. One designated support person (as needed) 

e. Respondent(s) 

f. Review Officer 

g. Any other individual named in the appeal as appropriate 

h. Witnesses for the Psychology Intern and/or Respondent(s) as approved by the Review 
Committee 
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A Review Committee Proceeding will not, as a general practice, be delayed due to the unavailability 
of a witness or support person, except for any support persons required due to documented 
disabilities. 

 It is the responsibility of the persons desiring the testimony of a witness before a Review 
Committee Proceeding to ensure that the witness appears or that a written statement is made 
available. Any written statement must be dated, signed by the person making it, shall contain the 
name, address and telephone number of the person making the statement, and contain a statement 
of the reasons that the witness cannot, or reasonably should not, be expected to appear. Written 
statements shall be witnessed by a notary, delivered to the Training Director, and received by the 
Chair and any other interested party at least five (5) days prior to the time the proceeding will 
commence. Written statements become part of the “Record of the Case” distributed to interested 
parties prior to the proceeding. 

 The Chair may remove from the Review Committee hearing any person who disrupts or impedes 
the investigation or who fails to adhere to the rulings of the Chair. The Chair may direct that persons, 
other than a party, who are to be called upon to provide information be excluded from the Review 
Committee Proceeding except for the purpose of providing information. 

8. Review Committee Procedure 

 It is the responsibility of the Review Committee to review the Record of the Case in advance of 
 the Review Committee hearing. That being the case, in no testimony or summary should any 
 individual read documents to the Committee that are already a part of the case. The Review 
 Committee may request additional material or require additional witnesses to appear before the 
 committee to present evidence in cases in which the committee deems it appropriate, both 
 prior to and during the proceeding. 

  The members of the Review Committee may also conduct private deliberations at such times 
 and places as they deem proper. 

 

The procedure for all Review Committee Proceedings shall be as follows: 

a. The Chair will rule on all requests and points of order and shall preside at the hearing.  

 Chair will call the hearing to order by 

i.  Calling the roll of the committee in attendance 

ii.  Ascertaining the presence or absence of the individuals listed above 

iii.  Reading the notice of hearing and the reason for the appeal 

b. First, the Psychology Intern shall present to the Review Committee a summary of the incident  

 and an analysis upon which the grievance is based. 

c. If the Intern has requested witness testimonies, each witness will then provide  

 their feedback separately in support of the Intern’s position. 

d. Second, the Respondent(s) will present to the Review Committee a summary of  

 the incident from their points of view. 

e. If the Respondent(s) have requested witness testimonies, each witness will then  

 provide their feedback separately in support of the Respondent’s position. 

f. Finally, the Review Officer will present to the Review Committee a summary of  

 their review process and the outcome of their determination. 

g. The Review Committee will have the opportunity to ask clarifying questions  
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 following each summary and/or testimony. These questions may be in regard to  

 the summary statements, any witness testimonies, or the Record of the Case. 

h. Only the Psychology Intern and Respondent(s) may make summary statements  

 to close the proceeding for such period of time as permitted by the Chair. 

i. After the close of the hearing, the Review Committee may meet privately to  

 discuss the case. The committee’s finding will be by a simple majority vote and  

 shall communicate its decision in writing to all parties via email within ten (10) days  

 of the date of the Review Committee Proceeding. 

j. Any request for continuance or extension of the time deadlines shall be made in  

 writing to the Chair, who shall have the authority to continue the hearing or to  

 extend a time deadline if the request is made prior to the passage of the time  

 deadline and if made for good cause. The Chair shall notify all parties of the new  

 date for the hearing or other new time deadline. Request for continuance or for  

 extensions of any time deadline shall include all reasons for the request. 

k. Any other procedural questions which arise during the hearing not covered by  

 these general rules shall be determined by the Chair, whose rulings shall be final. 

 The standard of review is de novo. The determination of the Review Committee shall be made on the 
 basis of a preponderance of the evidence (whether it is more likely than not). In cases such as this, 
 the determination of the committee, as well as prior notices to and from the Psychology Intern that 
 have been issued in the matter prior to appeal to the Review Committee, shall become the “Final 
 Record of the Case” and shall be accessible at reasonable times and places to all parties as 
 determined by the Chair. 
 

Miscellaneous 

Maintenance of the Intern File 

The Record of the Case including a copy of the Committee’s report will be maintained in the Human 

Resources Office according to the Jordan Valley’s Records policy. Documentation of such grievance 

proceedings are maintained separately from the Intern’s Training File. 

 

Psychology Intern Status Pending Appeal 

A Psychology Intern appealing any matter has the right to continue to provide clinical services. 

However, when, in the opinion of the Review Officer or Review Committee, a Psychology Intern’s 

conduct presents a threat to the safety of other members of the institutional community, either may 

issue an immediate interim suspension from all or part of the program. Interim suspensions should be 

issued in writing, stating clearly the privileges that are being suspended (ability to see patients or access 

to some/all Jordan Valley facilities), and should inform the Psychology Intern of his or her grievance 

process rights. The Psychology Intern may appeal issuance of the interim suspension to the Director of 

Behavioral Health Integration. The Director of Behavioral Health Integration may lift or modify the interim 

suspension during the appeal process. If a matter is pending at the end of a training year, the Psychology 

Intern will be allowed to extend their internship until the matter is resolved. 
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Grievance Process Appeals Involving Charges of Harassment or Discrimination 

When any appeal makes allegations of harassment or discrimination, the Corporate Compliance Officer 

shall be promptly informed of the allegations. The Corporate Compliance Officer shall separately 

investigate the allegations concurrently with any grievance appeal process. The Corporate Compliance 

Officer will report the results of the investigation to the Director of Behavioral Health Integration and 

the results of the investigation may be included in the Record of the Case for the grievance appeal 

process if appropriate. In the event the Director of Behavioral Health Integration is the one who is 

accused of having harassed or discriminated against the Psychology Intern, the Corporate Compliance 

Officer will report to the Vice President of Medical and Behavioral Health Services. 

 

Notifying the Training Director of Finding. 

The Director of Behavioral Health Integration will notify the Training Director when an appeal 

process begins and provide regular updates throughout the process. However, the formal Record of 

the Case including information obtained from the Review Officer and/or Review Committee will not 

be sent to the Training Director unless the Training Director is directly implicated in the appeal, the 

information is needed to facilitate intern training, and/or is beneficial to the process. 

 

Program Due Process Procedures 
 
Policy Statements 
Jordan Valley has established a grievance procedure to ensure the rights of the Program’s Administrators, 
Supervisors, and Training Directors, herein after referred to as the “Grievant,” to receive fair and impartial 
treatment. This procedure is provided to all supervisors during the annual supervisor orientation. While every 
effort should be made to handle conflicts directly and informally, Jordan Valley recognizes there may be 
circumstances in which a Grievant may wish to discuss the matter with an administrator or file 
a formal complaint. This procedure shall apply in all matters, including those related to program 
compliance, contractual obligations, and professional conduct on both the part of the 
Supervisor and/or Training Director. Additionally, a Grievant may utilize this procedure to file a 
written appeal if he or she believes any aspect of the program is unfair, biased, unprofessional, 
or not consistent with other policies or procedures of Jordan Valley. 
 

Definitions 
 
1. Due Process. This process is an internal grievance process and should not be confused 
with due process rights under the U.S. Constitution and/or federal/state law. 
2. Days. In any instance where action is required to be taken by this policy, reference to 
the word “days” shall mean Monday through Friday, except for those days that the 
Executive Training Office is closed as defined by the internship calendar. 
3. Respondent. “Respondent” is the person or persons the Grievant has the grievance with 
and the person(s) issuing the decision which is the subject of the appeal. 
4. Review Officer. The “Review Officer” is a person appointed by the Director of Behavioral Health Integration 
for purposes of reviewing the appeal. This individual will be chosen based on their lack of 
involvement in the case at hand as well as a lack of conflict of interest to the situation 
and/or site.  
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5. Notices. Any notices, requests or other communications required or permitted 
hereunder shall be in writing and shall be delivered by email to each party as follows: 
 
a. To the Grievant: to the listed preferred email address currently on record 
with Jordan Valley. Failure by any of the individuals to check that email or to update 
Jordan Valley with a change of email on record with Jordan Valley or any other technical 
difficulties shall not be construed to invalidate such notice. 
 
b. To the Respondent(s) or any other employee: to the last 
email address currently on record with Jordan Valley. Failure by the Respondent(s) or 
any other employee or member of Jordan Valley to check their email or update a 
change of email on record with Jordan Valley or any other technical difficulties shall 
not be construed to invalidate such notice. 
 
Any such notice, request or other communication shall be considered given, delivered or 
received, as the case may be, on either the date indicated on the time stamp of the 
email or the day following if the email was time stamped after 5:00 pm local time of the 
sender. Rejection or other refusal to accept or inability to deliver because of a changed 
address of which no notice was given shall be deemed to be receipt of the notice, 
request, or other communication. By giving at least five (5) days prior written notice 
thereof, any party may, from time to time, at any time, change its email address 
hereunder. 
 
6. Record of the Case. The phrase “Record of the Case” shall mean all documents 
considered by persons who have considered any appeal at any stage of the grievance 
process review, including, but not limited to: each and every written request for review 
submitted by the Grievant; each and every written decision on the appeal by any of 
these individuals; any evidentiary documentation submitted by any of these individuals 
or any other evaluator of the site’s compliance; and any evidence or documentation 
considered by the Review Officer or any member of a Review Committee. 
 

Appeal Documentation 
 
When submitting a formal appeal, the Grievant must follow the approved Jordan Valley appeal 
document format as provided in Appendix C and ensure the following information is included in 
the request: 
• Name and preferred contact information for the Grievant. 
• Names and roles of all individuals who are a named as Respondents. 
• Document or process for which the appeal pertains (if applicable). 
• Summary of the complaint with facts that support the Grievant’s position. 
• Summary of specific concerns with the Review Officer’s determination (only when 
requesting a Review Committee) 
• Description of the relief sought. 
• Copies of any documents that support the Grievant’s position as appropriate. 
 
All Respondent(s) responses to an appeal should follow the following approved format 
(template provided in Appendix C): 
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• Name and preferred contact information for the individual. 
• Summary of the situation with facts that support their position. 
• Copies of any documents that support their position as appropriate. 
 
All reports of determination should include at least the following information: 
 
• Name and preferred contact information for the individual writing the report. 
• Listing of documents reviewed and interviews conducted throughout the investigation. 
• Summary of the situation from all points of view. 
• Recommendations for how to address listed concerns from all parties involved. 
• Final determination. 
• Grievant’s and/or Respondent(s)’s right to appeal the determination (only for Review 
Officer report) 
 

Review Process 
 
Appeal of any decisions or actions resulting from application of a policy or procedure (e.g., 
determinations of a remediation plan, or removal of interns from site) is subject to the following criteria and 
processes. 
 
Appeal to Review Officer: In the event the informal evaluation process as listed previously in 
the Training Manual, does not address concerns or grievances by the Grievant, they may submit 
a formal appeal to a Review Officer. The formal appeal shall follow the format as listed in the 
Appeal Documentation section above and be delivered to the Director of Behavioral Health Integration via email 
within ten (10) days of the occurrence of the matter giving rise to the grievance. The 
Vice President of Medical and Behavioral Health or designee shall then appoint a Review Officer to examine all 
documentation submitted, including, but not limited to, the Record of the Case. The Training Director will 
forward the appeal documentation to the Review Officer and the Respondent(s) for review. The 
Respondent(s) will have the opportunity to respond to any accusations in writing following the 
guidelines listed in the Appeal Documentation section and their responses will be sent to the 
Review Officer as part of the Record of the Case. These individuals shall submit their responses 
to the appeal within ten (10) days from their receipt of the appeal documentation from the 
Training Director. 
 
Once all of the case documents have been received, the Review Officer will meet separately 
with the Grievant, the Respondent(s) and other individuals deemed necessary in determining 
the facts of the matter at hand. The final determination of the Review Officer shall follow the 
guidelines listed in the Appeal Documentation section and sent via email to the Grievant and the 
Respondent(s) within twenty (20) days following all interviews and final submission of any evidence to be 
considered. 
 
Request for a Review Committee Proceeding: If the Grievant feels there was an unfair ruling 
(such as conflict of interest or bias) with the decision of the Review Officer, the Grievant may 
submit a written appeal to the Training Director within ten (10) days from the date of 
receipt of notice of the Review Officer’s decision. Such notice should follow the guidelines listed 
in the Appeal Documentation section above and include a summary of their concern with the 
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Review Officer’s determination and/or process. The Training Director will forward the 
Record of the Case to the Review Committee and any new Respondent(s) if necessary. The 
Review Officer will also be notified of the request for appeal and given the opportunity to 
respond. Any additional responses or documentation will need to be provided to the Training Director no later 
than ten (10) days after the notice of appeal. The Review Committee Chair 
or her/his designee will select the date, time, and place for the meeting and will make a 
reasonable attempt to accommodate the schedules for the Grievant, Respondent(s), and 
Review Officer. The Grievant, Respondent(s), and Review Officer will be notified via email 
a minimum of ten (10) days prior to the meeting and will be provided with all necessary 
information. 
 
1. Review Committee Composition 
A Review Committee proceeding is conducted by three persons appointed by the 
Directory of Behavioral Health Integration at the beginning of the training year to serve one year. In the event of 
the inability of any person so appointed to serve, the Director of Behavioral Health Integration may appoint 
either a temporary or a permanent replacement. Composition of the Review Committee shall 
consist of the Vice President of Medical and Behavioral Health Services, a site Training Director, and one 
Psychology Intern. In addition to the appointed members, the Director of Behavioral Health Integration or 
his/her designee shall serve as the Chair of the Review Committee and as a non-voting member. The role of the 
Chair is to exercise impartial control over the Review Committee Proceeding in order to 
achieve an equitable, orderly, timely, and efficient process. The Chair is authorized to 
make decisions and rulings as necessary and proper to achieve that end, including such 
decisions and rulings as pertain to scheduling. 
 
2. Attendance During Review Committee Meeting 
As Review Committee Proceedings are closed and are confidential investigations, no 
outside individuals are allowed. However, at the Grievant’s request, the Chair will 
permit a parent or legal guardian, spouse, or disabilities support person as appropriate 
to observe the proceedings in a support capacity only. If a documented disability 
prevents a party from speaking, a non-attorney advisor may speak on behalf of a party. 
This does not preclude a party from being directed to testify and to reply to questions 
directed to him or her. 
 
If the Grievant who initiated a Review Committee proceeding has been properly notified 
of the proceeding, but fails to appear, the proceeding may take place in his or her 
absence and the decision of the Review Committee will be binding. Only under 
exceptional circumstances (to be determined by the Chair of the Review Committee) 
will a new proceeding be granted on the basis of absence. 
All of the individuals listed below, with the exception of witnesses, have the right to be 
present during all stages of the Review Committee Proceeding except during the 
deliberations of the Review Committee. Witnesses will only participate in the meeting 
during their individual testimony and through any Review Committee questions. 
 
Those in attendance may include: 
• Review Committee Chair 
• Review Committee 
• Psychology Intern 
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• One designated support person (as needed) 
• Respondent(s) 
• Review Officer 
• Any other individual named in the appeal as appropriate 
• Witnesses for the Grievant and/or Respondent(s) as approved by the 
Review Committee 
 
A Review Committee Proceeding will not, as a general practice, be delayed due to the 
unavailability of a witness or support person, except for any support persons required 
due to documented disabilities. 
 
It is the responsibility of the persons desiring the testimony of a witness before a Review 
Committee Proceeding to ensure that the witness appears or that a written statement is 
made available. Any written statement must be dated, signed by the person making it, 
shall contain the name, address and telephone number of the person making the 
statement, and contain a statement of the reasons that the witness cannot, or 
reasonably should not, be expected to appear. Written statements shall be witnessed by 
a notary, delivered to the Training Director, and received by the Chair and any 
other interested party at least five (5) days prior to the time the proceeding will 
commence. Written statements become part of the “Record of the Case” distributed to 
interested parties prior to the proceeding. 
 
The Chair may remove from the Review Committee hearing any person who disrupts or 
impedes the investigation or who fails to adhere to the rulings of the Chair. The Chair 
may direct that persons, other than a party, who are to be called upon to provide 
information be excluded from the Review Committee Proceeding except for the purpose 
of providing information. 
 
3. Review Committee Procedure 
It is the responsibility of the Review Committee to review the Record of the Case in 
advance of the Review Committee hearing. That being the case, in no testimony or 
summary should any individual read documents to the Committee that are already a 
part of the case. The Review Committee may request additional material or require 
additional witnesses to appear before the committee to present evidence in cases in 
which the committee deems it appropriate, both prior to and during the proceeding. 
The members of the Review Committee may also conduct private deliberations at such 
times and places as they deem proper. 
 
The procedure for all Review Committee Proceedings shall be as follows: 
 
a. The Chair will rule on all requests and points of order and shall preside at the 
hearing. Chair will call the hearing to order by 

i. Calling the roll of the committee in attendance 
ii. Ascertaining the presence or absence of the individuals listed above 
iii. Reading the notice of hearing and the reason for the appeal 

b. First, the Grievant shall present to the Review Committee a summary of the 
incident and an analysis upon which the grievance is based. 
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c. If the Grievant has requested witness testimonies, each witness will then provide 
their feedback separately in support of the Grievant’s position. 
d. Second, the Respondent(s) will present to the Review Committee a summary of 
the incident from their points of view. 
e. If the Respondent(s) have requested witness testimonies, each witness will then 
provide their feedback separately in support of the Respondent’s position. 
f. Finally, the Review Officer will present to the Review Committee a summary of 
their review process and the outcome of their determination. 
g. The Review Committee will have the opportunity to ask clarifying questions 
following each summary and/or testimony. These questions may be in regard to 
the summary statements, any witness testimonies, or the Record of the Case. 
h. Only the Grievant and Respondent(s) may make summary statements to close 
the proceeding for such period of time as permitted by the Chair. 
i. After the close of the hearing, the Review Committee may meet privately to 
discuss the case. The committee’s finding will be by a simple majority vote and 
shall communicate its decision in writing to all parties via email within ten (10) 
days of the date of the Review Committee Proceeding. 
j. Any request for continuance or extension of the time deadlines shall be made in 
writing to the Chair, who shall have the authority to continue the hearing or to 
extend a time deadline if the request is made prior to the passage of the time 
deadline and if made for good cause. The Chair shall notify all parties of the new 
date for the hearing or other new time deadline. Request for continuance or for 
extensions of any time deadline shall include all reasons for the request. 
k. Any other procedural questions which arise during the hearing not covered by 
these general rules shall be determined by the Chair, whose rulings shall be final. 
The standard of review is de novo. The determination of the Review Committee shall be made 
on the basis of a preponderance of the evidence (whether it is more likely than not). In cases 
such as this, the determination of the committee, as well as prior notices to and from the 
Psychology Intern that have been issued in the matter prior to appeal to the Review 
Committee, shall become the “Final Record of the Case” and shall be accessible at reasonable 
times and places to all parties as determined by the Chair. 
 

Miscellaneous 
 
Grievant Status Pending Appeal 
A Grievant program who is appealing any matter has the right to continue to provide internship 
training until the right of appeal has been exhausted, or the time for appeal has expired. 
Provided, however, when, in the opinion of the Review Officer or Review Committee, a 
Grievant’s conduct presents a threat to the safety of their interns or other members of the 
institutional community, either may issue an immediate removal of the interns from the Program for 
all or part of the remaining training year. Removal of interns should be issued in writing, stating 
clearly the schedule and process of removal, and should inform the Grievant of his or her 
grievance process rights. The Grievant may appeal this decision to the Director of Behavioral Health Integration. 
The Director of Behavioral Health Integration may lift or modify the decision during the 
appeal process. If a matter is pending at the end of a training year, the Program will be placed on a 
remediation plan and be unable to match with any future interns until the matter is resolved. 
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Grievance Process Appeals Involving Charges of Harassment or Discrimination 
When any appeal makes allegations of harassment or discrimination, the Corporate Compliance Officer  shall be 
promptly informed of the allegations. The Corporate Compliance Officer shall 
separately investigate the allegations concurrently with any grievance appeal process. The 
Corporate Compliance Officer will report the results of the investigation to the Director of Behavioral Health 
Integration and the results of the investigation may be included in the Record of the Case for the grievance 
appeal process if appropriate. In the event the Director of Behavioral Health of Integration is the one who is 
accused of having harassed or discriminated against the Grievant, the Corporate Compliance Officer will 
report to the Vice President of Medical and Behavioral Health Services. 
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Psychology Interns’ Rights 
1. The Psychology Intern has the right to be trained by professional licensed psychologists who adhere 
 to the American Psychological Association’s Codes of Ethics, Ethical Principles, and Guidelines and 
 who adhere to the psychology practice act of the state in which she/he provides services. 
2. The Psychology Intern has the right to have a clear listing of clinical learning goals for the  
 internship training and to understand the expectations that the clinical program has regarding  
 her/his learning and performance during the internship year. 
3. The Psychology Intern has the right to have a clear listing of training goals and to understand the  
 expectations that the internship program has regarding her/his training during the internship year. 
4. The Psychology Intern has the right to be treated with respect at all times. 
5. The Psychology Intern has the right to an ongoing evaluation of his or her work within the training  
 program, with verbal feedback given during weekly supervision sessions, and with formal written  
 feedback provided quarterly. 
6. The Psychology Intern has the right to request a meeting with his or her mentor at any time to  
 discuss any problems she/he may be having and to request advice. The mentor is to act as a  
 consultant and as an advocate for the Psychology Intern within the training program. 
7. The Psychology Intern has the right to request a meeting with the Director of Behavioral Health  
 Integration at any time to discuss any difficulties that may arise during the internship training. 
8. The Psychology Intern has the right to request additional individual supervision in the event that  
 she/he needs additional supervisory input to assist with providing services to difficult patients, to 
 discuss any problems she/he may be having, or to request advice or supervisory input regarding 
 specialized services, etc. 
9. The Psychology Intern has the right to Due Process as delineated in the Internship Training Manual. 

Psychology Intern Responsibilities 

1. The Psychology Intern has the responsibility to read and understand the following documents:    
 Internship Training Manual 
 Due Process Procedures and Guidelines 

 Psychology Intern’s Rights and Responsibilities 
 American Psychological Association’s Codes of Ethics, Ethical Principles, and Guidelines 
 Statutes for the state in which she/he is providing services 

 Health Insurance Portability and Accountability Act (HIPAA) 
2. The Psychology Intern is expected to adhere to the American Psychological Association’s     
 Codes of Ethics, Ethical Principles, and Guidelines, and to adhere to the psychology practice           
 act of the state in which she/he provides services. 
3. The Psychology Intern should be adequately prepared for supervision sessions prior to       
 the scheduled session. For example, the Psychology Intern should have all charts available for the 
 supervisory session and have notations of any problem areas or questions since the last session in 
 order to remember to address them during supervision. 
4. The Psychology Intern is responsible for attending all supervision sessions, meetings, scheduled 
 didactic activities, and scheduled treatment team reviews, directed professional journal reading 
 discussions, convocations, grand rounds, etc. 
5. The Psychology Intern should be on time for all functions, including those noted in the category Point 
 4 above, as well as for all intervention sessions, assessment sessions, consultative sessions, didactic 
 trainings, etc. 
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6. The Psychology Intern must be respectful of and open to all appropriate critiques from      licensed 
supervisors, mentors, professionals, and any other individuals serving in a            supervisory capacity. 

7. The Psychology Intern is expected to conduct her/himself professionally, responsibly,          and 
ethically at all times, including if or when she/he initiates any Due Process Procedure. 
8. The Psychology Intern should offer constructive critiques and positive observations of        the 
Psychology Intern’s supervisors in the form of both verbal feedback during         supervisory sessions 
and written feedback at the six-month supervisor evaluation period. 
9. The Psychology Intern must avoid even the appearance of impropriety. This includes,          but is 
not necessarily limited to, refraining from cheating, plagiarism, dishonesty in any       form, 
favoritism to certain Psychology Interns in the program, using copyrighted materials without 
 permission, etc. The act of plagiarism includes using others’ works or ideas without citing the 
 source as well as overt copying of another’s written work without permission and/or citation of 
 the source. This includes on-line works as well as hard-copy materials. 
10. Jordan Valley maintains a dress code requiring Psychology Interns and staff to dress appropriately 
 when on duty or when representing Jordan Valley. Proper physical cleanliness and freedom from 
 offensive odors and communicable airborne disease is also expected. 
 
Disclaimer – Interns should recognize that this is not a comprehensive list of Intern Responsibilities. 
Internship policies and procedures and other matters described herein may change. 
 

Drug-Free Workplace Policy 

Purpose and Goal 
 Jordan Valley is committed to protecting the safety, health and well-being of all employees and other 
individuals in our workplace. We recognize that alcohol abuse and drug use pose a significant threat to 
our goals. We have established a drug-free workplace program that balances our respect for individuals 
with the need to maintain an alcohol and drug-free environment. This policy recognizes that employee 
involvement with alcohol and other drugs can be disruptive, can adversely affect the quality of work and 
performance of employees, can pose serious health risks to users and others, and can have a negative 
impact on productivity and morale. As a condition of employment, this organization requires that 
employees adhere to a strict policy regarding the use and possession of drugs and alcohol. Jordan Valley 
encourages employees to voluntarily seek help with drug and alcohol problems. 
 

Covered Workers 
 Any individual who conducts business for Jordan Valley, is applying for a position or is conducting 
business on the organization’s property is covered by our drug-free workplace policy. Our policy includes, 
but is not limited to, the CEO, executive management, managers, supervisors, full- time employees, part-
time employees, off-site employees, volunteers, psychology interns, residents and applicants. 

Applicability 
 Our drug-free workplace policy is intended to apply whenever anyone is representing or conducting 
business for Jordan Valley. Therefore, this policy applies whenever conducting business or representing 
the organization. 
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Prohibited Behavior 
It is a violation of our drug-free workplace policy to use, possess, sell, trade, and/or offer for sale alcohol, 
illegal drugs, or intoxicants. Prescription and over-the-counter drugs are not prohibited when taken in 
standard dosage and/or according to a physician’s prescription. Any employee taking prescribed or 
over-the-counter medications will be responsible for consulting the prescribing physician and/or 
pharmacist to ascertain whether the medication could interfere with safe performance of his/her job.   
If the use of a medication could compromise the safety of the employee, fellow employees or the public, 
it is the employee’s responsibility to use appropriate personnel procedures (e.g., call in sick, use leave, 
request change of duty, notify supervisor, notify company doctor) to avoid unsafe workplace practices. 
The illegal or unauthorized use of prescription drugs is prohibited. It is a violation of our drug-free 
workplace policy to intentionally misuse and/or abuse prescription medications. Appropriate 
disciplinary action will be taken if job performance deterioration and/or other accidents occur. 

Notification of Convictions 
Any employee who is convicted of a criminal drug violation in the workplace must notify the organization 
in writing within five calendar days of the conviction. The organization will take appropriate action within 
30 days of notification. Federal contracting agencies will be notified when appropriate. 

Searches 
Entering Jordan Valley’s property constitutes consent to searches and inspections. If an individual is 
suspected of violating the drug-free workplace policy, he or she may be asked to submit to a search or 
inspection at any time. Searches can be conducted of desks and work stations and computer hard drives 
and other media which stores computer information. 

Consequences 

One of the goals of our drug-free workplace program is to encourage employees to voluntarily seek help 
with alcohol and/or drug problems. If, however, an individual violates the policy, the consequences are 
serious. In the case of applicants, if he or she violates the drug-free workplace policy, the offer of 
employment can be withdrawn. The applicant may reapply after one year and must successfully pass a 
pre-employment drug test. If an employee violates the policy, he or she will be terminated from 
employment. In the event that an intern or resident violates the policy, she/he can be terminated from 
her/his internship or residency program. 

Assistance 

 Jordan Valley recognizes that alcohol and drug abuse and addiction are treatable illnesses. We also 
realize that early intervention and support improve the success of rehabilitation. To support our 
employees, our drug-free workplace policy: 
(a) Encourages employees to seek help if they are concerned that they or their family members may 
have a drug and/or alcohol problem. 
(b) Encourages employees to utilize the services of qualified professionals in the community to assess 
the seriousness of suspected drug or alcohol problems and identify appropriate sources of help. 
 Treatment for alcoholism and/or other drug use disorders may be covered by the employee benefit 
plan. However, the ultimate financial responsibility for recommended treatment belongs to the 
employee. 

Confidentiality 
 All information received by Jordan Valley through the drug-free workplace program is confidential 
communication. Access to this information is limited to those who have a legitimate need to know in 
compliance with relevant laws and management policies. 
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Shared Responsibility 

 A safe and drug-free workplace is achieved through cooperation and shared responsibility. Both 
employees and management have important roles to play. 
 All employees are required to not report to work or be subject to duty while their ability to perform 
job duties is impaired due to on- or off-duty use of alcohol or other drugs. 
 In addition, employees are encouraged to: 

(a) Inform employees of the drug-free workplace policy. 
(b) Observe employee performance. 
(c) Investigate reports of dangerous practices. 
(d) Document negative changes and problems in performance. 
(e) Counsel employees as to expected performance improvements. 
(f) Clearly state consequences of policy violations. 

Communication 
Communicating our drug-free workplace policy to both supervisors and employees is critical to our 
success. To ensure all employees are aware of their role in supporting our drug-free workplace 
program: 

a) All employees will receive a written copy of the policy. 
b) The policy will be reviewed in orientation sessions with new employees 
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Appendix A: Chain of Command 
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Jordan Valley Internship Program Chain of Command 
 

 
Jordan Valley is a Community Health Center that has Behavioral Health fully integrated in all service 

lines – Family Practice, Dental, Vision, Women’s Health, Pediatrics, Substance Use Clinic, Pain Clinic, and 

Express Care. 

CEO 

Vice President of Medical and 
Behavioral Health Services 

Director of Behavioral Health 
Integration 

Training Director 

Supervisors 

Intern 
Representative 

Psychology Interns 
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Table 1: Examples of Training Opportunities 

Individual Child/Adolescent Intervention Marital/Couples Intervention 
Individual Adult Intervention Group Intervention 
Family Intervention School Consultation 
Crisis Intervention Substance Use/Addictions Treatment 
Teaching/Psychoeducation Supervision by Intern 
Intake Evaluation ADHD Evaluation 
Assessments (Cognitive, Objective, Projective) Psychiatric Assessment 

 

Table 2: Patient Populations Served 
 

Geriatric  Adults 

Adolescents/Children Marital/Couples 

Families Outpatient 

Chemically Dependent Medical Patients 

Sexual Offenders Community Organizations 
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Appendix B: Research Reviews 
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Rural Psychology 

“In almost all rural and frontier areas, health care practitioners, services and infrastructure are in short 
supply. The population is small and is disproportionately older. These areas have low household 
incomes, relatively high unemployment rates and high poverty rates. Unfortunately, they also have a 
high proportion of the population that lacks health insurance or has inadequate coverage. Providing 
behavioral health care services to rural residents is further complicated by the presence of stigma” 
(American Psychological Association, 2012). 

These words are taken from the American Psychological Association’s (APA) webpage dedicated to 
rural health awareness and initiative. They represent a longstanding commitment on behalf of the APA 
to promote increased awareness and resource allocation for rural residents and frontier populations. A 
significant barrier repeatedly encountered by organizations such as the APA Committee on Rural Health 
and The National Association for Rural Mental Health (NARMH) is the limited amount of specialty 
mental healthcare clinicians interested in rural practice. 

Results of the shortage of specialty mental healthcare clinicians in rural areas have been changes in 
public health policy and the reallocation of financial incentives to attract practitioners, such as 
psychologist, to rural America. The recent expansion of the scope of the National Health Service Corps 
(NHSC) loan forgiveness programs has allowed further attraction of psychologists to these underserved 
areas. Other results from the shortage of psychologists in rural America have been the development and 
expansion of various training institutions, programs, and continuing education venues.  

The above listed initiatives and incentives are important as years of research have shown rural life to be 
less idyllic and tranquil than often thought. The facts are that rural Americans suffer from similar rates 
of psychological disorders as their urban counter part. Additionally, illicit drug use, often 
methamphetamine, and male suicide rates have been found to be disproportionally higher in rural 
Americans compared to urban Americans (Lorenz, Wickrama, & Yeh, 2004). 
 
According to the same authors, reasons for these higher rates of psychopathology have been attributed 
to the stresses of isolation and the deterioration of culture/community. 
 
Furthermore, the lack of licensed specialty mental healthcare providers, such as psychologists, 
contributes to these trends of mental illness in rural America. For these reasons, continues to recommit 
itself to address the psychological needs of the rural underserved. 

For more information about Rural Mental Health, you can visit the follow web sites: 
 

http://www.apa.org/practice/programs/rural/index.
aspx 

https://www.ruralcenter.org/ 

https://www.hrsa.gov/rural-health/index.html https://www.wiche.edu/mentalhealth 
https://www.hrsa.gov/advisory-committees/rural- 
health/index.html 

http://www.apa.org/practice/programs/rural/resources.as
px 

 

 

 

http://www.apa.org/practice/programs/rural/index.aspx
http://www.apa.org/practice/programs/rural/index.aspx
http://www.ruralcenter.org/
http://www.hrsa.gov/rural-health/index.html
http://www.wiche.edu/mentalhealth
http://www.hrsa.gov/advisory-committees/rural-
http://www.apa.org/practice/programs/rural/resources.aspx
http://www.apa.org/practice/programs/rural/resources.aspx
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Primary Care Behavioral Health 

A growing body of literature calls for the inclusion of broad-based mental health services in America’s 
healthcare system. Furthermore, there is recognition of the need and utility of a “integrative” approach 
to mental health and behavioral health into our “healthcare” system. 

 
The primary care setting has been viewed as the preferred setting for the delivery of behavioral health 
care services. There are three principle goals of integrative care: 1) to produce healthier patients, 2) to 
create more efficient resource expenditures, and 3) to remove barriers to access. 
 

One of the primary goals of the Jordan Valley is to provide Psychology Interns with the skills to practice 
in and even manage integrative primary care settings. Jordan Valley implements the Primary Care 
Behavioral Health (PCBH) model and offers this intense and focused training. 
 

The PCBH care training model provides training to work in a community health center and interact with 
a multidisciplinary team while focusing on the behavioral needs of the patient. This training model 
requires a strong background in at least one of the following areas: primary care behavioral health, 
integrative primary health care, medical psychology, health psychology, rehabilitation psychology or 
pain management. Psychology Interns interact in a triage fashion with the medical staff providing 
valuable feedback and intervention on a behavioral level for the patient’s medical condition. 
 

Information regarding the PCBH model can be found in the links below. 
• http://www.behavioralconsultationandprimarycare.com/ 
• http://www.cfha.net/?page=PCBHSIG 
• http://www.mtnviewconsulting.com/ 
• https://www.youtube.com/playlist?list=PLvLh_YdubBs6EWenUaD1PP3EF4k8-P0mW 
• https://www.youtube.com/playlist?list=PLvLh_YdubBs7eH3GA0GFuCMag1Ey-d3_O 
• https://www.youtube.com/playlist?list=PLvLh_YdubBs5P-dw9IrSH7-TwTqM8fkqo 
 
 
 
 
 
 
 
 
 

 
 
 

http://www.behavioralconsultationandprimarycare.com/
http://www.cfha.net/?page=PCBHSIG
http://www.mtnviewconsulting.com/
http://www.youtube.com/playlist?list=PLvLh_YdubBs6EWenUaD1PP3EF4k8-P0mW
http://www.youtube.com/playlist?list=PLvLh_YdubBs7eH3GA0GFuCMag1Ey-d3_O
http://www.youtube.com/playlist?list=PLvLh_YdubBs5P-dw9IrSH7-TwTqM8fkqo
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Appendix C: Internship Documentation 

 
Internship Training Agreement 

Competency Checklist 
Individual Learning and Training Plan 

Individual Learning and Training Plan Example 
Competency Remediation Template 

Formal Grievance Appeal Form 
Response to Appeal Form 
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Jordan Valley Internship Training Agreement 

This agreement is made and entered into this day of _, 20    , by and between the  

Jordan Valley Community Health Center (here inafter  “Jordan Valley”)  and 

  (hereinafter “Psychology Intern”). 

The purpose of this agreement is to guide and direct a working relationship among all parties involved in 

providing internship training experiences for doctoral level Psychology Interns. 

 

ARTICLE 1: 

Section 1. The objectives of the clinical internship program are: 

A. To develop the Psychology Intern as a person; 
B. To further the Psychology Intern’s acquisition of professional knowledge and skills; 
C. To facilitate the Psychology Intern’s development as a competent practitioner, who assumes 
 responsibility for his/her own actions and self-development; 
D. To provide the Psychology Intern with training and practice in identifying, assessing, and 
 ethically treating clients’ needs; 
E. To meet the guidelines and requirements for internship training as outlined by APPIC, the 
 American Psychological Association (APA), the National Register of Health Service Providers  
 in Psychology, and the Missouri State Committee of Psychologists; 
F. To expose the Psychology Intern to psychological services with diverse treatment populations 
 and to provide service through a multi-disciplinary team of treatment providers; and 
G. To provide internship training and education that serves to enhance the Psychology Intern’s 
 learning and training. 
 

ARTICLE 2: 

Section 1.  Jordan Valley agrees: 

A. To acquaint all parties with the mission and the overall objectives of the internship program. 
B. To assign to the internship training program only those Psychology Interns who have fulfilled the 
 requirements for an internship, including successful completion of the qualifying examinations. 
C. To determine dates, times, and placements of Psychology Intern. 
D. To require the internship program to provide or arrange licensed supervisors for the required supervision. 
E. To either ascertain that the Psychology Intern has coverage through another source or provide 
professional liability insurance coverage for the Psychology Intern. 
F. To provide individual, face-to-face supervision with the Psychology Intern for two (2) hours per week. 
G. To provide additional supervision for two hours per week consisting of group supervision,  
 co-facilitation, treatment team meetings, grand rounds, or other means as defined in the Clinical 
 Training Manual. 
H. To provide an average of two hours per week of case conferences, workshops, and/or other didactic 
 experiences for continued training. 

I. To provide physical space to conduct the work of the Psychology Intern, such as office space, desk, and access to 
 other areas of the facility. 
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Section 2. The Psychology Intern agrees: 

A. To work full time (not less than 40, never to exceed 50 hours each week) totaling a minimum of 
 2000 hours over a period of 52 weeks. Five hundred hours of the time must be in face-to-face 
 psychological service to patients/clients. 
B. To seek overtime approval from the Training Director before working over 40 hours any week. 
C. To provide evening, weekend, and holiday on-call duty on a rotation basis as assigned. 
D. To adhere to the Code of Ethics of the APA, applicable laws and regulations of the state in which they 
 provide services, and the standards of practice as set forth in the Clinical Training Manual. 
E. To satisfactorily complete the internship, including but not limited to, all requirements/assignments 
 made by his/her primary supervisors and/or rotation supervisors as outlined in the training manuals. 
 Satisfactory completion shall be evidenced by: (1) the supervisor completion of a final evaluation 
 verifying that the Psychology Intern has met all requirements and (2) a determination by Jordan 
 Valley that the Psychology Intern has demonstrated a professional and personal readiness to proceed 
 to residency. 
F. In no event shall a professional service be rendered without the written consent and supervision of a 
 supervisor or Training Director. All professional services are under the direct order and control of the 
 licensed psychologists at Jordan Valley. 
G. Although the Psychology Intern is considered to be one of the staff at the Jordan Valley, the Psychology 
 Intern is subject to the supervision requirements imposed by the supervisor. Professional manner and 
 attire are expected as a matter of courtesy to all clients. 
H. That by signing this agreement, Jordan Valley has the right to contact the Psychology Intern’s school to 
 provide information regarding the Psychology Intern’s progress throughout the internship year. 
 

ARTICLE 3: 

Section 1:  The Psychology Intern shall receive: 

1. A salary, of $30,000 to be paid in 26 equal, bi-monthly installments. 
2. Optional health/life insurance for themselves and their families. This benefit will require financial 
 contribution by the Psychology Intern. 
3. Optional enrollment in vision, dental, and life insurance plans. These benefits can require financial 
 participation of the intern. 
4. Optional enrollment in dependent care or medical flexible spending. This benefit has no employer 
 match, but allows for intern pre-tax contribution. 
5. Long-term Disability 
6. Fourteen days of paid time off. 
7. Three days for professional development time. 
8. The following paid holidays: New Years Day, Memorial Day, Independence Day, Labor Day, 
 Thanksgiving Day and day after, Christmas Eve and Christmas Day, and Martin Luther King Day. 
9. Professional Liability Insurance coverage, if the Psychology Intern does not have such coverage 
 provided to him or her through another source. 
10. Mileage reimbursement for some travel (as applicable) 
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ARTICLE 4: 

Section 1. Any conflicts that may arise relating to the internship will be handled in accordance with the Ethical 

Principles and Code of Conduct as outlined by the APA, and the due process procedures set forth in the Internship 

Clinical Training Manual. 

Section 2.  Modification of this agreement may be done with the mutual written consent of all parties involved. 

Section 3. This is a one-year internship and nothing in the relationship implies an offer or expectation of a position 

for more than the 12 months required to complete the internship. 

Section 4. Upon sixty (30) days prior written notice either party may terminate this agreement. If Jordan Valley 

should exercise such an option while the Psychology Intern is in training status, the Psychology Intern will be 

allowed to complete the pre-stipulated internship requirements, subject to early termination in accordance with the 

due process procedures set forth in the Internship Clinical Training Manual. 

The internship shall begin on the 1st day of August, 20      and shall be completed on the 31st day of July, 20    . 

Upon  successful  completion  of  the  internship,  the  Psychology  Intern  shall  receive  a  certificate  of completion 

from Jordan Valley. 

 

JORDAN VALLEY COMMUNITY HEALTH CENTER 

 

BY:   

 Training Director 

 

 

BY:   

Psychology Intern 
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Intern Clinical Competency Checklist 
 
                           
 
 

Psychology Intern Date 

 

Primary Supervisor Primary Supervisor 

 

Please use the following as topics of discussion regarding your intern's experiences and comfort-levels 
within the following clinical competencies of the APA Profession-Wide Competencies we use to evaluate 
interns over the course of the year. This should be used as one of your first steps to establishing your 
intern's baseline of clinical competency to help inform training needs and areas of growth. 

 

This checklist should be used to help inform strengths/weaknesses and goals for the internship as you 
complete the Individual Learning and Training Plan. 
 

 

 

Individual and Cultural Diversity 
 

What are the intern's experiences in this competency area? (if this is an area of strength, make sure to 
include it as a strength in the ILTP) 

 

What is the intern's self-reported comfort level with this competency? Be sure to discuss any particular 
diversity group your intern may regularly come into contact with at Jordan Valley. How comfortable are 
they working with that/those groups? Are any action plans necessary to help prepare/train your intern 
for working with the groups in question? 
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What is the plan of action? (use this as part of your goals in the ILTP). 
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Assessment 
 

What are the intern's experiences in this competency area? (if this is an area of strength, make sure to 
include it as a strength in the ILTP) 

 

 

What is the intern's self-reported comfort level with this competency? Be sure to discuss all the possible 
assessment tools/screeners used within Jordan Valley. How comfortable is the intern using EACH of 
those tools? Are there any assessments/screeners that will need additional observation and training? 

 

 

What is the plan of action? (use this as part of your goals in the ILTP) 
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Intervention 
 

What are the intern's experiences in this competency area? (if this is an area of strength, make sure to 
include it as a strength in the ILTP) 

 

 

What is the intern's self-reported comfort level with this competency? Be sure to discuss the various 
types of intervention the intern will need to provide services over the course of the year at Jordan 
Valley. How comfortable is the intern in each of these settings? Are there any that may need additional 
observation or training? 

 

 

What is the plan of action? (use this as part of your goals in the ILTP) 
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Supervision 
 

What are the intern's experiences in this competency area? (if this is an area of strength, make sure to 
include it as a strength in the ILTP) 

 

 

What is the intern's self-reported comfort level with this competency? Does Jordan Valley provide 
vertical supervision opportunities? If not, is it necessary to do additional mock supervision sessions 
(beyond what is done during didactics) to enhance training with this competency? 

 

 

What is the plan of action? (use this as part of your goals in the ILTP) 
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Remaining Profession-Wide Competencies 
 

The remaining profession-wide competencies, while not directly clinical, will affect clinical services in 
various ways. Are there concerns or action plans needed for any of the following Profession-Wide 
Competencies? 

 

Research 

Ethical and Legal Standards Professional Values and Attitudes Communication and Interpersonal Skills 

Consultation and Interprofessional/Interdisciplinary Skills 
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Intern/Supervisors 
 
Psychology Intern:  
 
 
Main Primary Supervisor:  
 
 
The following are the aims of the internship program: 
 

1.   Broad and general evidence-based practice 

2.   Serving diverse populations 

3.  Professionalism and ethical decision making 

 

These program aims serve as a foundation for the nine required profession-wide 

competencies which are as follows: 

 
1.  Research 

2.  Ethical and Legal Standards 

3.  Individual and Cultural Diversity 

4.  Professional Values and Attitudes 

5.  Communication and Interpersonal Skills 

6.  Evidence-Based Assessment 

7.  Evidence-Based Intervention 

8.  Evidence-Based Supervision 

9.  Consultation and Interprofessional/Interdisciplinary Skills 

 

 

 

 

 

 

 

 

 

 

 

Individual Learning and Training Plan 
Introduction 
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Individual Learning and Training Plan 

ILTP Goals/Activities – AIM 1 
 

AIM 1: Broad and general evidence-based practice 
 

Consider the intern based on their current skills in evidence-based practice of the 

following profession-wide competency areas: 

 
1.  Research 

2.  Ethical and Legal Standards 

3.  Individual and Cultural Diversity 

4.  Professional Values and Attitudes 

5.  Communication and Interpersonal Skills 

6.  Evidence-Based Assessment 

7.  Evidence-Based Intervention 

8.  Evidence-Based Supervision 

9.  Consultation and Interprofessional/Interdisciplinary Skills 
 
 

1. What are the intern's strengths within this area at this time? Be specific in terms of 
which profession-wide competency these strengths apply (e.g. ability to critically evaluate 
research (Competency #1), ability to apply relevant research to clinical decision-making 
(Competency #7), applies ethical decision-making processes in order to resolve dilemmas 
(Competency #2). 
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2. Which Profession-Wide Competencies Apply? 
 

o Research o Professional Values 
and Attitudes 

o Evidence-Based 
Intervention 

o Ethical and Legal 
Standards 

o Communication and 
Interpersonal Skills 

o  Evidence-Based 
Supervision 

o Individual and 
Cultural Diversity 

o Evidence- Based 
Assessment 

o Consultation and 
Interprofessional/ 

o Interdisciplinary 
Skills  

 

3. Mid-Year Update or Modification ONLY (Only complete if you are doing a mid-year update or  
  modification to the initial ILTP. Skip if you are filling out this form for the first time): 

 

 What are the intern’s strengths within this area at this time? 

  No Change 
  Updates (Please specify): 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

4. Mid- Year Update or Modification Only: For which Profession-Wide Competencies does this update 
  apply? (skip if no change) 

 

o Research o Professional Values 
and Attitudes 

o Evidence-Based 
Intervention 

o Ethical and Legal 
Standards 

o Communication and 
Interpersonal Skills 

o  Evidence-Based 
Supervision 

o Individual and 
Cultural Diversity 

o Evidence- Based 
Assessment 

o Consultation and 
Interprofessional/ 

o Interdisciplinary 
Skills  
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In what areas does the intern need or desire further development? Identify the following goals and 
activities for meeting these needs. Write out goals and activities in terms of the profession-wide 
competencies listed above. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

5. AIM 1 Goals 

 

 
 

 

 

 

 

 

 

 



 90 

6. Which Profession-Wide Competencies apply? 

o Research o Professional Values 
and Attitudes 

o Evidence-Based 
Intervention 

o Ethical and Legal 
Standards 

o Communication and 
Interpersonal Skills 

o  Evidence-Based 
Supervision 

o Individual and 
Cultural Diversity 

o Evidence- Based 
Assessment 

o Consultation and 
Interprofessional/ 

o Interdisciplinary 
Skills  

 

7. Mid-Year Update or Modification ONLY (Only complete if you are doing a mid-year update or 

 modification to the initial ILTP. Skip if you are filling it out for the first time): 

What are the intern’s AIM 1 goals at this time? 

 No change 

 Updates (please specify): 

 

 

 

 

 

 

 

 

 

 

 

8. Mid- Year Update or Modification ONLY: For which Profession-Wide Competencies does this 

update apply? (skip if no change): 

 

o Research o Professional Values 
and Attitudes 

o Evidence-Based 
Intervention 

o Ethical and Legal 
Standards 

o Communication and 
Interpersonal Skills 

o  Evidence-Based 
Supervision 

o Individual and 
Cultural Diversity 

o Evidence- Based 
Assessment 

o Consultation and 
Interprofessional/ 

o Interdisciplinary 
Skills  
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9. AIM 1 Activities 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

10. Mid-Year Update or Modification ONLY (Only complete if you are doing a mid-year update or 

 modification to the initial ILTP. Skip if you are filling out for the first time):  

What are the intern’s AIM 1 activities at this time? 

 No change 

 Updates (please specify): 
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Individual Learning and Training Plan 
Initial ILTP Goals/Activities – AIM 2 

 
AIM 2: Serving diverse populations 

 

Consider the intern based on their current skills in evidence-based practice of the 

following profession-wide competency areas: 

1. Research 

2. Ethical and Legal Standards 

3. Individual and Cultural Diversity 

4. Professional Values and Attitudes 

5. Communication and Interpersonal Skills 

6. Evidence-Based Assessment 

7. Evidence-Based Intervention 

8. Evidence-Based Supervision 

9. Consultation and Interprofessional/Interdisciplinary Skills 

 

11. What are the intern’s strengths within this area at this time? Be specific in terms of which 
 profession- wide competency these strengths apply. (e.g. demonstrates appropriate 
 sensitivity  to diverse populations (Competency #3), creates a non-judgmental atmosphere 
 (Competency #3): 

 
 

 

 

 

 

 

12. Which Profession-Wide Competencies apply? 

o Research o Professional Values 
and Attitudes 

o Evidence-Based 
Intervention 

o Ethical and Legal 
Standards 

o Communication and 
Interpersonal Skills 

o  Evidence-Based 
Supervision 

o Individual and 
Cultural Diversity 

o Evidence- Based 
Assessment 

o Consultation and 
Interprofessional/ 

o Interdisciplinary 
Skills  
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13. Mid-Year Update or Modification ONLY (Only complete if you are doing a mid-year update or 

 modification to the initial ILTP. Skip if you are filling it out for the first time):  

What are the intern’s strengths within this area at this time? 

 No change 

 Update (please specify) 

 

 

 

 

 

 

 

 

14. Mid-Year Update or Modification Only: For which Profession-Wide Competencies does this 

 update apply? (skip if no change) 

 

o Research o Professional Values 
and Attitudes 

o Evidence-Based 
Intervention 

o Ethical and Legal 
Standards 

o Communication and 
Interpersonal Skills 

o  Evidence-Based 
Supervision 

o Individual and 
Cultural Diversity 

o Evidence- Based 
Assessment 

o Consultation and 
Interprofessional/ 

o Interdisciplinary 
Skills  

 

In what areas does the intern need or desire further development? Identify the following goals  

and activities for meeting these needs. Write out goals and activities in terms of meeting the 

profession-wide competencies listed above.  
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15. AIM 2 Goals:  

 

 

 

 

 

 

 

 

 

 

 

16. Which Profession-Wide Competencies apply? 

 

o Research o Professional Values 
and Attitudes 

o Evidence-Based 
Intervention 

o Ethical and Legal 
Standards 

o Communication and 
Interpersonal Skills 

o  Evidence-Based 
Supervision 

o Individual and 
Cultural Diversity 

o Evidence- Based 
Assessment 

o Consultation and 
Interprofessional/ 

o Interdisciplinary 
Skills  

 

17. Mid- Year Update or Modification ONLY (Only complete if you are doing a mid-year update or 

 modification to the initial ILTP. Skip if you are filling it out for the first time): 

 No Change 

 Update (please specify) 
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18. Mid-Year Update or Modification Only: For which Profession-Wide Competencies does this 

 update apply? (skip if no change):  

 

o Research o Professional Values 
and Attitudes 

o Evidence-Based 
Intervention 

o Ethical and Legal 
Standards 

o Communication and 
Interpersonal Skills 

o  Evidence-Based 
Supervision 

o Individual and 
Cultural Diversity 

o Evidence- Based 
Assessment 

o Consultation and 
Interprofessional/ 

o Interdisciplinary 
Skills  

19. AIM 2 Activities 

 

 

 

 

 

20. Mid-Year Update or Modification ONLY (Only complete if you are doing a mid-year update or 

 modification to the initial ILTP. Skip if you are filling it out for the first time):  

What are the intern’s AIM 2 activities at this time? 

 No Change 

 Update (please specify): 
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Individual Learning and Training Plan 
Initial ILTP Goals/Activities – AIM 3 

 
AIM 3: Professional and ethical decision making 
 

Consider the intern based on their current skills in evidence-based practice of the 
following profession-wide competency areas: 

 
1. Research 

2. Ethical and Legal Standards 

3. Individual and Cultural Diversity 

4. Professional Values and Attitudes 

5. Communication and Interpersonal Skills 

6. Evidence-Based  Assessment 

7. Evidence-Based  Intervention 

8. Evidence-Based  Supervision 

9. Consultation and Interprofessional/Interdisciplinary Skills 
 
 
21. What are the intern's strengths within this area at this time? Be specific in terms of 

which profession-wide competency these strengths apply. (e.g. ability to develop positive 

working relationships with others (Competency #5), ability to incorporate feedback from 

others (Competency #5), punctuality and timeliness (Competency #4). 

 

 

 

 

 

 

22. Which Profession-Wide Competencies apply? 

 

o Research o Professional Values 
and Attitudes 

o Evidence-Based 
Intervention 

o Ethical and Legal 
Standards 

o Communication and 
Interpersonal Skills 

o  Evidence-Based 
Supervision 

o Individual and 
Cultural Diversity 

o Evidence- Based 
Assessment 

o Consultation and 
Interprofessional/ 

o Interdisciplinary 
Skills  
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23. Mid-Year Update or Modification ONLY (Only complete if you are doing a mid-year update or 

 modification to the initial ILTP. Skip if you are filling it out for the first time:  

What are the intern’s main strengths within this area at this time? 

 No change 

 Update (please specify):  

 

 

 

 

 

 

 

 

 

24. Mid-Year Update or Modification Only: For which Profession-Wide Competencies does this 

update apply? (skip if no change) 

 

o Research o Professional Values 
and Attitudes 

o Evidence-Based 
Intervention 

o Ethical and Legal 
Standards 

o Communication and 
Interpersonal Skills 

o  Evidence-Based 
Supervision 

o Individual and 
Cultural Diversity 

o Evidence- Based 
Assessment 

o Consultation and 
Interprofessional/ 

o Interdisciplinary 
Skills  

In what areas does the intern need or desire further development? Identify the following goals and 

activities for meeting these needs. Write out goals and activities in terms of meeting the 

profession-wide competencies listed above:  
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25. AIM 3 GOALS 

 

 

 

 

 

 

 

 

 

26. Which Profession-Wide Competencies apply? 

o Research o Professional Values 
and Attitudes 

o Evidence-Based 
Intervention 

o Ethical and Legal 
Standards 

o Communication and 
Interpersonal Skills 

o  Evidence-Based 
Supervision 

o Individual and 
Cultural Diversity 

o Evidence- Based 
Assessment 

o Consultation and 
Interprofessional/ 

o Interdisciplinary 
Skills  

27. Mid-Year Update or Modification ONLY (Only complete if you are doing a mid-year update or 

 modification to the initial ILTP. Skip if you are filling it out for the first time): 

What are the intern’s AIM 3 goals at this time? 

 No change 

 Updates (please specify):  
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28. Mid-Year Update or Modification Only: For which Profession-Wide Competencies does this 

update apply? (skip if no change) 

o Research o Professional Values 
and Attitudes 

o Evidence-Based 
Intervention 

o Ethical and Legal 
Standards 

o Communication and 
Interpersonal Skills 

o  Evidence-Based 
Supervision 

o Individual and 
Cultural Diversity 

o Evidence- Based 
Assessment 

o Consultation and 
Interprofessional/ 

o Interdisciplinary 
Skills  

29. AIM 3 Activities 

 

 

 

 

 

 

 

 

30. Mid- Year Update or Modification ONLY (Only complete if you are doing a mid-year update or 

 modification to the initial ILTP. Skip if you are filling it out for the first time):  

What are the intern’s AIM 3 activities at this time? 

 No Change 

 Update (please specify) 
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31. Is this your first time completing this or are you making updates? 

o Initial ILTP 

o Mid-Year Update 

o Additional Modification 

 

 

32. Signatures 

Psychology Intern:  

 

PIN:  

 

Primary Supervisor:  

 

PIN:  
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Individual Learning and Training Plan 
Mid-Year Signature Page 

 

33. Signatures 

Psychology Intern:  

 

PIN: 

 

Primary Supervisor:  

 

PIN:  
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Individual Learning and Training Plan Example 
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Competency Remediation Plan 

Date of Competency Remediation Plan Meeting: Name of Trainee: 

Primary Supervisor/Advisor: 

 

 

Names of All Persons Present at the Meeting: All Additional Pertinent Supervisors/Faculty: 

Date for Follow-up Meeting(s): 

 

List the competency domains in which the trainee’s performance does not meet the minimum 

levels of achievement: 

 Research 

 Ethical and Legal Standards 

 Individual and Cultural Diversity 

 Professional Values and Attitudes 

 Communication and Interpersonal Skills 

 Evidence-based Assessment  

 Evidence-based Intervention 

 Evidence-based Supervision 

 Consultation and Interprofessional/Interdisciplinary Skills 

 

Description of the problem(s) in each competency domain circled above: 
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Date(s) the problem(s) was brought to the trainee’s attention and by whom:  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Steps already taken by the trainee to rectify the problem(s) that was identified:  
 
 
 
 
 
 
 
 
 
 
 
 
 
Steps already taken by the supervisor(s)/faculty to address the problem(s)
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Competency Remediation Plan 
 

Competency Domain/ 
Essential Components 

 

 
Problem Behaviors 

 

Expectations for 
Acceptable 
Performance 

 

Trainee’s Responsibilities/ 
Actions 

 

Supervisors’ 
Responsibilities/ 
Actions 

 

Timeframe for Acceptable 
Performance 

 

 
Assessment Methods 

 

Dates of Evaluation 
 

Consequences for 
Unsuccessful Remediation 
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I, ___________________________________________________________ supervisors, and the director of training. My 

signature below indicates that I fully understand the above. I agree/disagree with the above decision 

(please circle one). My comments, if any, are below (PLEASE NOTE: If trainee disagrees, comments, 

including a detailed description of the trainee’s rationale for disagreement, are REQUIRED). 

 

 

 

 

 

  

Trainee  Name Date Training Director Date 
 

 

Trainee’s comments (Feel free to use additional pages): 
 

 

 

 

 

 

 

All supervisors/ faculty with responsibilities or actions described in the above competency 
remediation plan agree to participate in the plan as outlined above. Please sign and date below to 
indicate your agreement with the plan. 
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Competency Remediation Plan Continued 

 

SUMMATIVE EVALUATION OF COMPETENCY REMEDIATION PLAN 

Follow-up Meeting(s): Date (s): 
In Attendance: 

 

Competency Domain/ 
Essential Components 

 

Expectations for 
Acceptable 
Performance 

 

Outcomes Related to 
Expected 
Benchmarks (met, 
partially met, not met) 

 

Next Steps (e.g., 
remediation concluded, 
remediation continued 
and plan modified, next 
stage in Due Process 
Procedures) 

 

Next Evaluation Date (if 
needed) 
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I, __________________________________________________________ , have reviewed the above summative evaluation 

of my competency remediation plan with my primary supervisor(s), any additional supervisors, and 

the director of training. My signature below indicates that I fully understand the above.    

 I agree/disagree with the above outcome assessments and next steps (please circle one). My 

comments, if any, are below. (PLEASE NOTE: If trainee disagrees with the outcomes and next steps, 

comments, including a detailed description of the trainee’s rationale for disagreement, are REQUIRED). 

 

 

 

 

 

  

Trainee Date Training Director Date 
 

 

 

Trainee’s comments (Feel free to use additional pages): 
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FORMAL GRIEVANCE APPEAL FORM 

THIS FORM MUST BE COMPLETELY FILLED OUT 

Name: Preferred Email: Preferred Phone: 

Names of all Respondents named in this appeal: Role within agency: 

Date of event leading to grievance: Date you became aware of the event, (if different): 

If your grievance pertains to a specific document or sanction, identify below and provide a copy of the 
document or notice of sanction with this appeal (if appropriate). 

Provide a summary of your grievance with facts that support your position: 

If you are appealing a Review Officer determination, please provide a summary of your specific 
concerns with the decision and why you feel it was in error. Otherwise, leave this section blank: 

Please describe your relief sought through this process: 

Please provide a list of any documents that support your position that you have included with this 
appeal: 

File a copy of this form with the Director of Operations within ten (10) business days following 
either the grievance or Review Officer determination and retain a copy for filing at the next 
step if necessary. If you disagree with the determination of the Review Officer, you may 
complete the Review Officer section and file a copy of the grievance at the next step. 

Ste
p 

Grievance Filed With: Date 

1   

2   
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RESPONSE TO APPEAL FORM 

 

Name: Preferred Email: Preferred Phone: 

Date of event leading to grievance: Date you became aware of the event, (if different): 

If your grievance pertains to a specific document or sanction, identify below and provide a copy of the 
document or notice of sanction with this appeal (if appropriate). 

Provide a summary of your grievance with facts that support your position: 

Please describe your relief sought through this process: 

Please provide a list of any documents that support your position that you have included with this 
appeal: 

File a copy of this form with the Director of Operations no later than ten (10) business days 
following your notice of appeal. If you disagree with the determination of the Review Officer, 
you may file your own Formal Grievance Appeal Form for review. 

Appeal Response Filed With: Date 

  



  
 

Appendix D: Evaluation Forms 

 

Psychology Intern Quarterly Evaluation 

Quarterly Professionalism Review 

Supervisor Bi-Annual Feedback 

Critical Analysis Evaluation Form 

Mock Supervision Observation Form 
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Psychology Intern Quarterly Evaluation 

 

1. Intern 

 

First Name:  

 

Last Name: 

 

2. Intern Supervisor 

First Name:  

 

Last Name:  

3. Second Primary Intern Supervisor: 

 

First Name:  

 

Last Name:  

 

 

4. Training Year:  

 

5. Rotation: 

o Term 1 

o Term 2 

o Term 3 

o Final Evaluation 

 

6. Methods for Determining Levels of Competence (check all that apply):  

o Direct Observation o Videotape 
o Review of Written Work o Audio Tape 
o Discussion of Clinical Interaction o Review of raw test data 
o Comments from other staff o Co-therapy/facilitation 
o Role play o Live Observation 
o Other (explain): 
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7. Research  

Please rate intern for each competency item, using as a comparison of an entry-level clinician already in practice, 

regardless of the intern's current level of training or experience. This rating should show intern growth over the course 

of the year towards competency in all elements by the final evaluation. Use definitions supplied for descriptors to choose 

the most accurate statement that represents the intern at this point in time (not on average for the quarter). 

1. Unfamiliar - The intern demonstrates significant deficiency in basic competency in this skill area or demonstrates 

 little motivation to improve. 

2. Aware/Developing - The intern has not yet achieved basic competency in this skill area, but is motivated to do so. 

3. Satisfactory Strength - The intern can use this skill effectively in most situations, but does not meet competency 

 level yet. 

4. Competent - The intern can use this skill competently. 

5. Special Strength - The intern is demonstrating skills and abilities that are typical of an experienced professional. 

 N/A - Only to be used in specific scenarios where an activity isn't available until a specific rotation. Interns should 

 receive scores in ALL competency areas by the second quarter. 

 

8. Additional Comments:  
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Psychology Intern Quarterly Evaluation 

Profession-Wide Competency 2: Ethical and Legal Standards 

9. Ethical and Legal Standards 
 

Please rate intern for each competency item, using as a comparison of an entry-level clinician already in 

practice, regardless of the intern's current level of training or experience. This rating should show intern 

growth over the course of the year towards competency in all elements by the final evaluation. Use definitions 

supplied for descriptors to choose the most accurate statement that represents the intern at this point in time 

(not on average for the quarter). 

   
1. Unfamiliar - The intern demonstrates significant deficiency in basic competency in this skill area or 

 demonstrates little motivation to improve. 

2. Aware/Developing - The intern has not yet achieved basic competency in this skill area, but is motivated   

 to do so. 

3. Satisfactory Strength - The intern can use this skill effectively in most situations but does not meet 

 competency level yet. 

4. Competent - The intern can use this skill competently. 

5. Special Strength - The intern is demonstrating skills and abilities that are typical of an experienced 

 professional. 

 
N/A - Only to be used in specific scenarios where an activity isn't available until a specific rotation. Interns 

should receive scores in ALL competency areas by the second quarter. 
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10. Additional Comments:  
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Psychology Intern Quarterly Evaluation 

Profession-Wide Competency 3: Individual and Cultural Diversity 

11. Individual and Cultural Diversity 

Please rate intern for each competency item, using as a comparison of an entry-level clinician already in 

practice, regardless of the intern's current level of training or experience. This rating should show intern 

growth over the course of the year towards competency in all elements by the final evaluation. Use definitions 

supplied for descriptors to choose the most accurate statement that represents the intern at this point in time 

(not on average for the quarter). 

   
1. Unfamiliar - The intern demonstrates significant deficiency in basic competency in this skill area or 

 demonstrates little motivation to improve. 

2. Aware/Developing - The intern has not yet achieved basic competency in this skill area, but is motivated 

 to do so. 

3. Satisfactory Strength - The intern can use this skill effectively in most situations, but does not meet 

 competency level yet. 

4. Competent - The intern can use this skill competently. 

5. Special Strength - The intern is demonstrating skills and abilities that are typical of an experienced 

 professional. 

 
N/A - Only to be used in specific scenarios where an activity isn't available until a specific rotation. Interns 

should receive scores in ALL competency areas by the second quarter. 
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12. Additional Comments:  
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Psychology Intern Quarterly Evaluation 

Profession-Wide Competency 4: Professional Values and Attitudes 

13. Professional Values and Attitudes 

Please rate intern for each competency item, using as a comparison of an entry-level clinician already in 

practice, regardless of the intern's current level of training or experience. This rating should show intern 

growth over the course of the year towards competency in all elements by the final evaluation. Use definitions 

supplied for descriptors to choose the most accurate statement that represents the intern at this point in time 

(not on average for the quarter). 

  
1. Unfamiliar - The intern demonstrates significant deficiency in basic competency in this skill area or 

 demonstrates little motivation to improve. 

2. Aware/Developing - The intern has not yet achieved basic competency in this skill area, but is motivated 

 to do so. 

3. Satisfactory Strength - The intern can use this skill effectively in most situations, but does not meet 

 competency level yet. 

4. Competent - The intern can use this skill competently. 
5. Special Strength - The intern is demonstrating skills and abilities that are typical of an experienced 
 professional. 
 
N/A - Only to be used in specific scenarios where an activity isn't available until a specific rotation. Interns 

should receive scores in ALL competency areas by the second quarter. 
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14. Additional Comments:  
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Psychology Intern Quarterly Evaluation 

Profession-Wide Competency 5: Communication and Interpersonal Skills 

15. Communication and Interpersonal Skills 

Please rate intern for each competency item, using as a comparison of an entry-level clinician already in 

practice, regardless of the intern's current level of training or experience. This rating should show intern 

growth over the course of the year towards competency in all elements by the final evaluation. Use definitions 

supplied for descriptors to choose the most accurate statement that represents the intern at this point in time 

(not on average for the quarter). 

 
1. Unfamiliar - The intern demonstrates significant deficiency in basic competency in this skill area or  
 demonstrates little motivation to improve. 
2. Aware/Developing - The intern has not yet achieved basic competency in this skill area but is motivated 
 to do so. 
3. Satisfactory Strength - The intern can use this skill effectively in most situations but does not meet 
 competency level yet. 
4. Competent - The intern can use this skill competently. 
5. Special Strength - The intern is demonstrating skills and abilities that are typical of an experienced 
 professional. 
N/A - Only to be used in specific scenarios where an activity isn't available until a specific rotation. Interns 
should receive scores in ALL competency areas by the second quarter. 
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16. Additional Comments:  
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Psychology Intern Quarterly Evaluation 

Profession-Wide Competency 6: Assessment 

17. Assessment 

Please rate intern for each competency item, using as a comparison of an entry-level clinician already in 

practice, regardless of the intern's current level of training or experience. This rating should show intern 

growth over the course of the year towards competency in all elements by the final evaluation. Use definitions 

supplied for descriptors to choose the most accurate statement that represents the intern at this point in time 

(not on average for the quarter). 

 
1. Unfamiliar - The intern demonstrates significant deficiency in basic competency in this skill area or 
 demonstrates little motivation to improve. 
2. Aware/Developing - The intern has not yet achieved basic competency in this skill area but is motivated 
 to do so. 
3. Satisfactory Strength - The intern can use this skill effectively in most situations but does not meet 
 competency level yet. 
4. Competent - The intern can use this skill competently. 
5. Special Strength - The intern is demonstrating skills and abilities that are typical of an experienced 
 professional. 
N/A - Only to be used in specific scenarios where an activity isn't available until a specific rotation. Interns 
should receive scores in ALL competency areas by the second quarter. 
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18. Additional Comments 
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Psychology Intern Quarterly Evaluation 

Profession-Wide Competency 7: Intervention 

19. Intervention 

Please rate intern for each competency item, using as a comparison of an entry-level clinician already in 

practice, regardless of the intern's current level of training or experience. This rating should show intern 

growth over the course of the year towards competency in all elements by the final evaluation. Use definitions 

supplied for descriptors to choose the most accurate statement that represents the intern at this point in time 

(not on average for the quarter). 

 
1. Unfamiliar - The intern demonstrates significant deficiency in basic competency in this skill area or 

 demonstrates little motivation to improve. 

2. Aware/Developing - The intern has not yet achieved basic competency in this skill area but is motivated 

 to do so. 

3. Satisfactory Strength - The intern can use this skill effectively in most situations but does not meet 

 competency level yet. 

4. Competent - The intern can use this skill competently. 

5. Special Strength - The intern is demonstrating skills and abilities that are typical of an experienced 

 professional. 

N/A - Only to be used in specific scenarios where an activity isn't available until a specific rotation. Interns 

should receive scores in ALL competency areas by the second quarter. 
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20. Additional Comments: 
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21. Supervision 

Please rate intern for each competency item, using as a comparison of an entry-level clinician already in 

practice, regardless of the intern's current level of training or experience. This rating should show intern 

growth over the course of the year towards competency in all elements by the final evaluation. Use 

definitions supplied for descriptors to choose the most accurate statement that represents the intern at this 

point in time (not on average for the quarter). 

1. Unfamiliar - The intern demonstrates significant deficiency in basic competency in this skill area or 

 demonstrates little motivation to improve. 

2. Aware/Developing - The intern has not yet achieved basic competency in this skill area, but is 

motivated  to do so. 

3. Satisfactory Strength - The intern can use this skill effectively in most situations, but does not meet 

 competency level yet. 

4. Competent - The intern can use this skill competently. 

5. Special Strength - The intern is demonstrating skills and abilities that are typical of an experienced 

 professional. 

N/A - Only to be used in specific scenarios where an activity isn't available until a specific rotation. Interns 

should receive scores in ALL competency areas by the second quarter. 
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22. Additional Comments 
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23. Consultation and Interprofessional/Interdisciplinary Skills 

24. Additional Comments:  

 

 

 

 

 

 

 

 

 

 

  

 

 

 

 



 132 

Psychology Intern Quarterly Evaluation 

25. Overall Summary 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

26. Satisfactory Performance:  

o Yes (Pass) 

o No (Fail) 
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Psychology Intern Quarterly Evaluation 

27. Sign and date the form by the Supervisor Name below: 

I have reviewed and discussed this evaluation with the intern I have supervised over the past three 

months.  

 

Supervisor Signature 

 

Date 

 

Supervisor PIN  

 

 

28. My rotation supervisor has reviewed and discussed this evaluation with my. My signature does 

not necessarily constitute agreement. I understand that portions of this evaluation may be shared 

with members of my graduate training program  and will be placed in my training file. I recognize that 

I am free to respond to this report in writing and that this reply will also be placed in my training file. 

 

Intern Signature 

 

Date  

 

Intern PIN  
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Quarterly Professionalism Review  

 

6. Intern:  

First Name:  

 

Last Name:   

 

7. Reviewer: 

First Name:  

 

 

Last Name:  

 

8.  Rotation:  

o Term 1 

o Term 2 

o Term 3 

o Final Term 

 

9. Methods for determining professionalism, engagement, and attendance (check all that apply) 

o Direct Observation 

o Feedback from Supervisors 

o Feedback from Director of Operations 

o Feedback from Regional Training Director (if not reviewer) 

o Feedback from President/CEO (if not reviewer) 

o Feedback from Didactic Presenters 

o Other (please specify):  
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10.  Please rate intern for each item. If the question is not applicable to intern, select N/A. Use 

definitions supplied for descriptors to choose the most accurate statement that represents the intern.  

 

a. Unsatisfactory - performance is unacceptable of interns at this level of training Remediation plan 

 necessary. 

b. Improvement needed - clearly below what is generally expected for interns at this level of training. 

 Remediation plan necessary. 

c. Satisfactory - intern behaviors are at the expected level of professionalism, engagement, and timeliness. 

d. Good - intern behaviors are consistently above satisfactory in professionalism, engagement, and 

timeliness. 

e. Excellent - intern professionalism, engagement, and timeliness is exceptional 
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11. Additional Comments 
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12. Overall Summary 

 

 

 

 

 

 

 

 

 

 

13. Satisfactory Performance in All Areas:  

o Yes (Pass) 

o No (Need for immediate remediation plan) 

 

14. Does this intern need to contact the Training Director for a follow up conversation on any 

issues or remediation plan? 

o Yes 

o No 

 

15. Sign and Date the Form by the Reviewer Name below:  

 

Reviewer Signature:  

 

Date (mm/dd/yyyy):  
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Intern Supervisor Feedback  

1. Supervisor’s Name 

First Name:  

Last Name:  

First or Second Primary:  

 

2. Internship:   

 

3. Please indicate the evaluation period:  

o Mid-point Supervision Feedback 

o End of Year Supervision Feedback 

Please use this scale as a guide when answering the following questions:  

1.  Not at all Supervisor:  did not meet requirements or expectations in this area of training and supervision 

 even after discussing the issues. 

2. Supervisor:  Supervisor did not meet basic requirements and/or expectations in this area of training and 

 supervision. The issues are being discussed and processed. 

3.  Moderately: Supervisor met basic requirements or expectations in this area of training and supervision. 

4. Supervisor met all requirements and expectations in this area of training and supervision and provided 

 additional help when asked. 

5.  Greatest Possible Degree 

Supervisor went above and beyond all requirements and expectations in this area of training and supervision. 

 

It is expected that a rating of 1 or 2 on any item is being discussed and processed appropriately with your 

supervisor. 
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4. Please provide additional comments:  
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5. Supervision Process 

6. Please Provide Additional Comments:  
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7. Please Provide Feedback on what supervision experience/discussion/activities you hope to 

 continue or receive more of in the future 

 

 

 

 

8. Please provide feedback on the specific strengths and/or weaknesses in this supervisor and 

 or the supervision process 

 

 

 

 

9. Please rate your overall supervisor experience:  

o Very Dissatisfied 

o Dissatisfied  

o Neutral 

o Satisfied 

o Very Satisfied 

 

10. Please include any additional comments or feedback:  

 

 

 

  

 

As this is an anonymous form, if there is any reason you need a member of the Executive Training 

staff to assist you with any supervisory issues, please contact us directly so we may address the 

problem. 

By submitting this form you are acknowledging that you understand the purpose of this 

evaluation is for feedback, and that the data from this form will be compiled in a general feedback 

report given to all supervisors.  
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Critical Analysis Evaluation 

 

1. Intern Name 

 

2. Date 

 

3. Evaluator Name 

 

 

 

4. Intern adequately addresses the following domains:  
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5. During the presentation the intern… 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

6. Additional Comments: 
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Supervision Observation 
Observation 

 

1. Please identify the following:  

Intern “Supervisor” Name 

 

Observer Name 

 

Observation Date 

 

2. Intern demonstrates beginning supervision skills:  

 

 

 

 

 

 

 

3. Intern demonstrates advanced supervision skills 

 

 



 145 

4. Score recommendations for the Supervision Profession-Wide Competency 

 

 

5. Additional Comments about supervisor performance during supervisor demonstration: 

 

 

 

 

 

 

 

 

 

 

6. Additional feedback and recommendations about supervisor’s performance:  
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Appendix E: Internship Year Schedules 

 

Internship Year Full Schedule 

National Match Schedule 

Didactic Training Schedule 
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Internship Year 2020-2021 

DATE ACTIVITY  TIME  
   

Monday, August 3, 2020 Intern Onboarding  8:00am-5:00pm 

Monday, August 3, 2020 New Intern Info Survey-HR  

Monday, August 10, 2020 Supervisor Approve Time Sheet 9:00am 

Monday, August 24, 2020 Supervisor Approve Time Sheet 9:00am 

Monday, August 31, 2020 Ind LTP due  

Monday, August 31, 2020 Alumni Feedback due  

Thursday, September 3, 2020 Didactic/Sat. Survey    12:00-2:00pm 

Monday, September 7, 2020 Labor Day All Day 

Tuesday, September 8, 2020 Supervisor Approve Time Sheet 9:00am 

Thursday, September 10, 2020 Didactic/Sat. Survey   12:00-2:00pm 

Thursday, September 17, 2020             Didactic/Sat. Survey   12:00-2:00pm 

Monday, September21, 2020 Supervisor Approve Time Sheet 9:00am 

Thursday, September 24, 2020             Didactic/Sat. Survey   12:00-2:00pm 

Thursday, October 1, 2020                 Didactic/Sat. Survey   12:00-2:00pm 

Monday, October 5, 2020 Supervisor Approve Time Sheet 9:00am 

Thursday, October 8, 2020                    Didactic/Sat. Survey   12:00-2:00pm 

Thursday, October 15, 2020                 Didactic/Sat. Survey   12:00-2:00pm 

Monday, October 19, 2020 Supervisor Approve Time Sheet 9:00am 
Thursday, October 22, 2020                 Didactic/Sat. Survey   12:00-2:00pm 
Thursday, October 29, 2020                 Didactic/Sat. Survey   12:00-2:00pm 
Monday, November 2, 2020 Supervisor Approve Time Sheet 9:00am 
Monday, November 2, 2020 Intern Quarterly Evaluation Due  
Thursday, November 5, 2020               Didactic/Sat Survey    12:00-2:00pm 
Wednesday, November 11, 2020 Intern Application Match I Deadline Intern Application 

Match I Deadline 
Thursday, November 12, 2020             Didactic/Sat. Survey   12:00-2:00pm 
Monday, November 16, 2020 Supervisor Approve Time Sheet 9:00am 
Thursday, November 19, 2020             Didactic/Sat. Survey   12:00-2:00pm 
Monday, November 23, 2020               Didactic/Sat. Survey   12:00-2:00pm 
Thursday, November 26, 2020 Thanksgiving  All Day 
Friday, November 27, 2020 Holiday All Day 
Monday, November 30, 2020 Supervisor Approve Time Sheet 9:00am  
Monday, November 30, 2020 Interview list due to Director of BHI  
Tuesday, December 1, 2020 Intern Interview/Rejection notice deadline  
Thursday, December 3, 2020                Didactic/Sat.Survey    12:00-2:00pm 
Thursday, December 10, 2020              Didactic/Sat. Survey 12:00-2:00pm 
Monday, December 14, 2020 Supervisor Approve Time Sheet 9:00am 
Thursday, December 17, 2020              Didactic/Sat. Survey 12:00-2:00pm 
Monday, December 21, 2020               Didactic/Sat. Survey 12:00-2:00pm 
Thursday, December 24, 2020 Christmas Eve  All Day 
Friday, December 25, 2020 Christmas Day All Day 
Monday, December 28, 2020 Supervisor Approve Time Sheet 9:00am 
Thursday, December 31, 2020              Didactic/Sat. Survey   12:00-2:00pm 
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DATE ACTIVITY  TIME  
   

Friday, January 1, 2021 New Year’s Day All Day 
Thursday, January 7, 2021                     Didactic/Sat. Survey    12:00-2:00pm 
Monday, January 11, 2021 Supervisor Approve Time Sheet 9:00am 
Thursday, January 14, 2021                   Didactic/Sat. Survey     12:00-2:00pm 
Friday, January 15, 2021 Interview Day  
Thursday, January 21, 2021                Didactic/Sat. Survey    12:00-2:00pm 
Friday, January 22, 2021  Verification of Supervisor’s CV on file  
Friday, January 22, 2021  Learning Plan Mid-Year Update Due  
Monday, January 25, 2021  Supervisor Approve Time Sheet   9:00am 
Thursday, January 28, 2021                                          Didactic 12:00-2:00pm 
Friday, January 29, 2021  Supervisor Mid-Year Feedback Due  
Friday, January 29, 2021  Intern Quarterly Evaluation Due  
Monday, February 1, 2021 
  

Phase I Ranking due to National Match 
Program 

 

Thursday, February 4, 2021                   Didactic/Sat. Survey   12:00-2:00pm 
Monday, February 8, 2021  Supervisor Approve Time Sheet   9:00am 
Thursday, February 11, 2021               Didactic/Sat. Survey     12:00-2:00pm 
Thursday, February 18, 2021                Didactic/Sat. Survey     12:00-2:00pm 
Monday, February 22, 2021 Supervisor Approve Time Sheet  9:00am 

Monday, February 22, 2021  Phase I Match Day  
Thursday, February 25, 2021                Didactic/Sat. Survey     12:00-2:00pm 
Monday, March 1, 2021 Intern Application Match II Deadline  
Monday, March 1-15, 2021  Match II interviews  
Thursday, March 4, 2021                       Didactic/Sat. Survey     12:00-2:00pm 
Monday, March 8, 2021  Supervisor Approve Time Sheet    9:00am 
Thursday, March 11, 2021                     Didactic/Sat. Survey 12:00-2:00pm 
Monday, March 15, 2021  Phase II rankings due to Director of BHI  
Wednesday, March 18, 2021
   

Phase II rankings due to National Match 
Program 

 

Thursday, March 18, 2021                     Didactic/Sat. Survey      12:00-2:00pm 
Monday, March 22, 2021  Supervisor Approve Time Sheet    9:00am 
Thursday, March 25, 2021                    Didactic/Sat. Survey    12:00-2:00pm 
Thursday, March 25, 2021  Phase II Match Day  
Thursday, April 1, 2021                          Didactic/Sat. Survey    12:00-2:00pm 
Monday, April 5, 2021 Supervisor Approve Time Sheet 9:00am 
Thursday, April 8, 2021                        Didactic/Sat. Survey   12:00-2:00pm 
Thursday, April 15, 2021                        Didactic/Sat. Survey    12:00-2:00pm 
Monday, April 19, 2021 Supervisor Approve Time Sheet  9:00am 
Thursday, April 22, 2021                        Didactic/Sat. Survey   12:00-2:00pm 
Thursday, April 29, 2021                        Didactic/Sat. Survey    12:00-2:00pm 
Monday, May 3, 2021 Supervisor Approve Time Sheet   9:00am 
Thursday, May 6, 2021                           Didactic/Sat. Survey    12:00-2:00pm 
Friday, May 7, 2021  Intern Quarterly Evaluation Due  
Thursday, May 13, 2021                         Didactic/Sat. Survey    12:00-2:00pm 
Monday, May 17, 2021  Supervisor Approve Time Sheet   9:00am 
Thursday, May 20, 2021                         Didactic/Sat. Survey   12:00-2:00pm 



 149 

DATE ACTIVITY  TIME  
   

Thursday, May 27, 2021                        Didactic/Sat. Survey   12:00-2:00pm 
Monday, May 31, 2021 Memorial Day All Day 
Tuesday, June 1, 2021  Supervisor Approve Time Sheet   9:00am 
Thursday, June 3, 2021                           Didactic/Sat. Survey    12:00-2:00pm 
Thursday, June 10, 2021                         Didactic/Sat. Survey    12:00-2:00pm 
Monday, June 14, 2021  Supervisor Approve Time Sheet  9:00am 
Thursday, June 17, 2021                         Didactic/Sat. Survey     12:00-2:00pm 
Thursday, June 24, 2021                         Didactic/Makeup                        12:00-2:00pm 
Monday, June 28, 2021 Supervisor Approve Time Sheet  9:00am 
Thursday, July 1, 2021                             Didactic/Makeup                         12:00-2:00pm 
Thursday, July 1, 2021  Supervisor End of Year Feedback Due 9:00am 
Monday, July 5, 2021  July Fourth Holiday  All Day 
Thursday, July 8, 2021                             Didactic/Makeup                         12:00-2:00pm 
Monday, July 12, 2021 Supervisor Approve Time Sheet  9:00am 
Thursday, July 15, 2021                           Didactic/Sat.Survey                      12:00-2:00pm 
Thursday, July 22, 2021                                             12:00-2:00pm Didactic/Sat. Survey 
Monday, July 26, 2021 Supervisor Approved Time Sheet   9:00am 
Tuesday, July 27, 2021 Intern Quarterly Evaluation Due  
Friday, July 30, 2021  Intern Final Report Due  
Friday, July 30, 2021  Intern Exit Survey Due  
Friday, July 30, 2021  End of 2020-2021 Training Year  
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National Match Program 

Date Event 
November 11th Intern Application Deadline 

November 11-30th Review applications once applicants pass initial 
review by Director of Behavioral Health 

Integration 
November 30th Interview list due to Director of Behavioral Health 

Integration 
December 1st Deadline for all applicants to receive notice of 

rejection or invitation to Interview Day 
January 15th Interview Day at Jordan Valley 
February 1st Determine Psychology Intern rankings and submit 

to the Director of Behavioral Health Integration 
February 22nd Phase I Match Day 

March 1st Phase II Applications Due 
February 1-15th Interviews for Phase II if necessary 

March 15th Deadline for Phase II Rankings 
March 25th Phase II Match Day 

 

APPIC National Match Service schedule is subject to change 
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Didactic Training Schedule 

DATE  TIME  

Thursday, September 3, 2020                 12:00-2:00pm 

Thursday, September 10, 2020     12:00-2:00pm 

Thursday, September 17, 2020                                   12:00-2:00pm 

Thursday, September 24, 2020              12:00-2:00pm 

Thursday, October 1, 2020                                   12:00-2:00pm 

Thursday, October 8, 2020                                       12:00-2:00pm 

Thursday, October 15, 2020          12:00-2:00pm 

Thursday, October 22, 2020                 12:00-2:00pm 

Thursday, October 29, 2020                                      12:00-2:00pm 

Thursday, November 5, 2020                                12:00-2:00pm 

Thursday, November 12, 2020            12:00-2:00pm 

Thursday, November 19, 2020   12:00-2:00pm 

Monday, November 23, 2020                                   12:00-2:00pm 

Thursday, December 3, 2020                                      12:00-2:00pm 

Thursday, December 10, 2020                                   12:00-2:00pm 

Thursday, December 17, 2020                                   12:00-2:00pm 

Monday, December 21, 2020                                     12:00-2:00pm 

Thursday, December 31, 2020                         12:00-2:00pm 

Thursday, January 7, 2021                                           12:00-2:00pm 
Thursday, January 14, 2021   12:00-2:00pm 
Thursday, January 21, 2021                                      12:00-2:00pm 

Thursday, January 28, 2021                                  12:00-2:00pm 

Thursday, February 4, 2021                                       12:00-2:00pm 

Thursday, February 11, 2021                  12:00-2:00pm 
Thursday, February 18, 2021                  12:00-2:00pm 

Thursday, February 25, 2021                                    12:00-2:00pm 

Thursday, March 4, 2021                                             12:00-2:00pm 

Thursday, March 11, 2021                                          12:00-2:00pm 

Thursday, March 18, 2021                                12:00-2:00pm 

Thursday, March 25, 2021                                            12:00-2:00pm 

Thursday, April 1, 2021                          12:00-2:00pm 

Thursday, April 8, 2021                                           12:00-2:00pm 

Thursday, April 15, 2021                                                12:00-2:00pm 

Thursday, April 22, 2021                                           12:00-2:00pm 

Thursday, April 29, 2021                                        12:00-2:00pm 

Thursday, May 6, 2021                                           12:00-2:00pm 

Thursday, May 13, 2021                        12:00-2:00pm 

Thursday, May 20, 2021                                           12:00-2:00pm 
Thursday, May 27, 2021                                               12:00-2:00pm 

Thursday, June 3, 2021                                            12:00-2:00pm 

Thursday, June 10, 2021                                    12:00-2:00pm 

Thursday, June 17, 2021                                                 12:00-2:00pm 

Thursday, June 24, 2021                                               12:00-2:00pm 
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DATE  TIME  

Thursday, July 1, 2021                                                   12:00-2:00pm 

Thursday, July 8, 2021                                                   12:00-2:00pm 

Thursday, July 15, 2021                                               12:00-2:00pm 

Thursday, July 22, 2021                                                12:00-2:00pm 

Thursday, July 29, 202   12:00-2:00pm 
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Appendix F: Training Manual Addendum 
 

 

 

 

 

 

 

 

 


