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INTRODUCTION

According to certain members of the Order' who have contacted the Syndic's Office for
information, the clarifications needed by industrial and organizational psychologists to
guide them in their work cannot necessarily be found by reading the Code of Ethics of
Psychologists and the Regulation respecting the keeping of records and consulting-
rooms by psychologists. Furthermore, the nature of the services provided to clients as
part of this field of practice, and the environment in which the work is done, appear at
times to be irreconcilable with the requirements of the above documents.

Let us note at the outset that a distinction must be made between ethical rules and
the procedures that are used in the practice of a profession. Regardless of the area of
specialization, the ethical requirements remain the same. However, the nature of the
work done varies with each field of practice. For example, if we consider psychologists
working in schools, youth centres, private practice in psychology clinics or neuropsy-
chology at residential and long-term care centres, we realize that the realities they deal
with differ significantly. For industrial and organizational psychologists, there are also
differences in the ways in which ethical rules are applied.

The purpose of this article is to show how the industrial/organizational field of practice
can be made to align with the regulatory framework. Industrial and organizational
psychologists work in a number of areas, including staffing and assessment of poten-
tial, organizational diagnosis and development, training and coaching of managerial,
professional or technical personnel, career management and re-assignment and
employee assistance and psychological health at work programs.? As it is not possible
to cover all the ethical aspects of each of these specific areas, we will deal with topics
that apply to everyone working in this field of practice.



SOME CLARIFICATIONS
1. The Client, the Mandate and Conflict of Interest

When a psychologist works for an organization, he or she must take care at the outset
to delineate the role of the person requesting the services and of the client to whom
the services will be provided. These may be, but are not necessarily, the same person.?
The psychologist may have as clients two or more persons, with regard to whom he has
to assume responsibilities. Clearly, working in the organizational setting can create dif-
ficulties, because, as required by the Code of Ethics of Psychologists, the psychologist
must ensure that the client understands “the extent and implications of the professional
services” (sec. 17), as well as “the nature and scope of the problem” (sec. 18) arising from
the facts brought to his attention. Furthermore, there is always a possibility that the
psychologist's mandate will change over time and that new problems will emerge. For
these reasons, psychologists must be aware of the question of client consent. Following
are two cases which illustrate the important issues involved.

In a mandate for evaluation of the working climate, it would be appropriate for the per-
son requesting the services (for example, the director of an organization) to define the
goal of the work to be done with the employees. The psychologist may have to use con-
siderable skill to establish a relationship of trust and rally the participants around a com-
mon objective, especially in a climate of conflict. If, owing to the goals pursued, it is not
possible to guarantee these clients that confidentiality will be maintained, the psychol-
ogist must ensure that they understand this fact. He must also ascertain that they un-
derstand what will be done at different stages of the process, and the use that will be
made of the information they agree to disclose to the psychologist.

If the mandate is for a selection, all participants in the evaluation should, as the client,
be informed what the process will entail, whether they will have access to the psychol-
ogist's evaluation, and if yes, how. They should also be told what information about them
will be disclosed and to whom. It goes without saying that written consent should be
obtained from each person. This consent should comply with the terms of the agree-
ment made with the person requesting the services.

The psychologist should be aware of the limits to the services he can provide to the eval-
uated candidates. For example, he cannot see them individually in private to help them
with their career paths, unless a sufficient amount of time has elapsed to ensure that his
responsibilities towards the others parties involved are not compromised. However, this
type of service could be provided, without risk of conflict of interest, to the company di-
rector who contracted the selection services, should he or she make such a request.

In the same example, if a candidate refuses to continue the evaluation, the psycholo-
gist has to comply with his request. Should the candidate formally withdraw his initial
consent, the psychologist has to ensure the confidentiality of the candidate's informa-
tion. This possibility should be understood from the start by all the interested parties.

The initial agreement made with the person requesting the services involves different
obligations towards that person and the other people concerned. The psychologist's role
and responsibilities with regard to each party must be made clear through the use of
free and informed consent. This enables the psychologist to perform the expected work
in compliance with section 32 of the Code of Ethics, which stipulates that the psychol-
ogist "shall safeguard his professional independence and avoid any situation that would
create a conflict of interest.”

2. Professional Secrecy

There exists a clear consensus among psychologists about the need to maintain profes-
sional secrecy regarding information provided confidentially. However, in the organiza-
tional setting, information collected from certain persons must be conveyed to others
for the purpose of advancing a project or achieving an objective related to the psy-
chologist's work.

In some cases, the confidentiality requirement may be satisfied by clarifying to the in-
terested parties the use that will be made of information collected from them and ob-
taining their consent. This way, the persons concerned are informed of the impact of
their co-operation (Code of Ethics, sec. 40). The psychologist must also make partici-
pants aware of the need to respect the confidentiality of information received during a
work session (sec. 44). Usually, the best way for the psychologist to discharge his oblig-
ation to maintain professional secrecy concerning a client is to obtain his written au-
thorization to disclose information (sec. 46).
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3. Conflict of Roles

This is an important issue for industrial and organizational psychologists. Given the type
of work they do, some accommodations may be required to take account of the client's
needs, the problem being dealt with and the objectives pursued. In this environment,
the psychologist may encounter such situations as being invited to lunch with his client
and his team or being asked to participate in activities of a social nature. Although the
Order's Disciplinary Committee has repeatedly deemed such conduct unacceptable, es-
pecially within the framework of psychotherapy, it is worth exploring this issue a little
further.

Psychologists have provided themselves with a Code of Ethics that prohibits behaviours
which are deemed unacceptable as they may affect the quality of the psychologist's work
and thereby have an adverse impact on protection of the public. It is unthinkable for a
psychologist to violate the relationship of trust and transgress his therapeutic role by
establishing a social relationship with his client, either during or immediately after the
therapeutic process. In such a case, psychotherapy is deprived of meaning. The situa-
tion is completely different for the director of an organization who has lunch with a
specialist and uses the opportunity to discuss issues relating to his organization's oper-
ation and development. Such practice is part of the corporate culture. In this environ-
ment, a psychologist may feel that there would not be any conflict of interest if he were
to participate in an activity of this type. In fact, declining to participate could deprive
him of a prime opportunity to plan or pursue his work for the organization.

However, it must be borne in mind that participating in such an activity may be ethi-
cally unacceptable, if the context and purpose of the activity make it part of "a rela-
tionship that could adversely affect the quality of his work,” as stated in section 20 of
the Code of Ethics. The issue is not that an act is necessarily prohibited, but rather, that
its context must be taken into account. Obviously, a good dose of professional judg-
ment is required. Although the professional aspect of an activity may render it useful
for the psychologist to attend, he must consider whether his presence would risk af-
fecting the relationship of trust established within the organization; if so, he would be
best advised to stay away.

The relationship with a client must be safeguarded. A conflict of roles arises when the
nature of the relationship changes: the client becomes a friend, financial partner or sup-
plier during the period of the psychologist's provision of services, or less than two years
after the end of these services. This constitutes a breach of the professional relation-
ship into which the psychologist has entered. Although such conduct in the organiza-
tional setting does not entail any disciplinary sanction, a number of decisions have
deemed conflict of roles an ethical breach. The Disciplinary Committee would take these
decisions into account if a complaint were made against an industrial or organizational
psychologist on these grounds.

4, The Client's Record

Section 3 of the Regulation respecting the keeping of records and consulting-rooms
by psychologists also applies to industrial and organizational psychologists. The psy-
chologist may create a record on the organization based on the information provided
by the person requesting the psychologist's services.

The offer of services prepared for this person is the principal means used by the psy-
chologist to explain the nature and scope of the problem, the services he intends to pro-
vide and the consent to be obtained, as required by sections 16, 17 and 18 of the Code
of Ethics. It is also the means for clarifying the question of fees, as mentioned in Divi-
sion VI, chapter Il of the Code. Therefore, the offer of services should be entered in the
record.

In the event of doubt, what must be kept in mind is the purpose of the psychological
record, which is to document the work performed and serve as a tool for planning and
managing the psychologist's intervention. There are no specific standards applying to
industrial and organizational psychologists. The psychologist should use a method that
is appropriate for the work he is doing, while complying with the guidelines provided
here and arising from the Code. It should be noted that if a session is recorded (sec. 47),
the psychologist must obtain written permission from the client. For all psychologists,
the minimum retention period for information contained in records is five years.



SITUATIONAL SCENARIOS

1. An employee consults an industrial psychologist through the company’s internal as-
sistance service. In this situation, who is the client: the employee who consults the
psychologist or the employer for whom the psychologist works?

The psychologist who agrees to work in this type of environment must ensure from the
start that his employer recognizes his professional independence. He must explain his
obligation to maintain professional secrecy and establish record-keeping mechanisms
which comply with his obligations. He must also obtain agreement on the terms of
disclosure of information, that is, with the written authorization of the employee who
consults him.

The place where the psychologist meets the employees must be conducive to safe-
guarding and maintaining the confidentiality of services. All these requirements reflect
the importance of the psychologist's responsibilities towards the client, that is, the em-
ployees who benefit from the assistance service. The employer cannot impose rules which
contravene the psychologist's professional obligations, as has been pointed out by the
Professions Tribunal: “an employer cannot require that a professional behave in a man-
ner contrary to that prescribed by his Code of Ethics, the Professional Code or, if ap-
plicable, the particular legislation and regulations governing his professional order
[translation]."*

2. A company asks a psychologist to evaluate a candidate for a vacant position. The psy-
chologist believes that the candidate has the potential to do the job. However, she is
recovering from burnout and lacks the personal resources to deliver an optimum per-
formance in the short term. On the other hand, being given the opportunity to do this
Jjob would probably contribute to her recovery. Given that the candidate is also a client,
whose interests should the psychologist favour - hers or the company's?

The psychologist has responsibilities with regard to each of his clients, that is, the em-
ployer and the candidate. He cannot remain silent about the candidate's condition to
promote her interest to the detriment of the employer's. The psychologist's mandate is
to obtain information to facilitate the employer's decision making. Usually, the psy-
chologist is able to disclose information "with integrity and objectivity” (sec. 14 of the
Code of Ethics) when presenting his findings and recommendation in his report, because
he has obtained the candidate’s written authorization. He can express his opinion about
the candidate’'s condition and the likely positive impact of being hired for this job if this
does not risk harming the employer. However, it is up to the employer to decide whether
to act on the psychologist's recommendation. The psychologist cannot violate the rela-
tionship of trust with his client and usurp the client's role in judging what is appropri-
ate for his organization.
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The practice of a profession is
defined by two co-existing
realities: one the one hand,
a recognition of the profes-
sional’s right to decide on the
most appropriate course of
action, with every decision
having an underlying ethical
dimension, and on the other,
the existence of a regulatory
mechanism aimed at ensur-
ing the protection of the
public. The ethics guidelines
are intended to inform psy-
chologists about the existing
regulatory framework to help
them in the process of making
informed decisions.
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