Inappropriate relationships between offenders and employees of juvenile correction organizations have emerged as a serious issue.
Ethics Self-Check:
· Is it Legal?  Does my decision violate any codes, policies, procedures, rules or laws? 
· Is it Balanced?  Is my decision fair to all, both in the short and long term? 
· How will I feel about myself?  Does this feel right and ethical?  Can I stand by these actions at a later date? 
· Perception by others?  Will my actions be viewed as right or wrong?  Do my actions represent the agency in a positive light?  Will I be able to openly explain my actions so that others will understand and agree with my choice? 
Red Flags
· Horseplay, overly familiar interaction between employee and offender 
· Unusual caseload activity (transfers to or from the caseload, early terminations, unlikely violations of conditions) 
· Ignoring violations or being blind to a particular offender’s actions 
· Unusual amount of office visits by an offender 
· Unusual amount of field visits to a particular offender 
· Employee isolation from other employees 
· Over-identifying with an offender 
· Employee in personal crisis (financial, divorce, ill health, death in family) 
· Granting special favors or requests for an offender 
· Employee consistently working more overtime than anyone else 
· Employee being overly concerned about a particular offender 
· Employee cannot account for their time 
· Employee always volunteering for extra work or overtime 
· Employee intervening or helping with offender’s personal life, legal affairs, etc. 
· Conversations between an employee and offender or between employees that are sexualized in nature or refer to physical attributes or appearance 
· Employee discussing personal information with offender 
· Drastic behavior change on the part of an offender or employee 
· Rumors about a particular offender or employee 
· Frequent absences or illnesses of a particular employee 
· Employee accessing files, computer data banks, logbooks, or other records when not related to their own cases, or an excessive amount of this kind of activity 
· Frequent problems with particular employee concerning off-duty activities 
· Employee having more than the necessary knowledge of an offender’s personal life 
· Employee being involved with offender’s family
12-self-help questions to identify possible inappropriate behaviors by staff   
1. Do you find yourself looking forward to seeing a particular offender/client? 
2. When it comes to a particular offender, are you reluctant to close a case or transfer supervision to another officer? 
3. If you run into an offender at a local restaurant or bar, do you think it is acceptable to sit down and share a meal or drink? 
4. Have you ever spoken to a peer and tried to convince that person to give a certain offender on their caseload “a break” because you know the offender personally? 
5. Have you ever failed to report, or even considered not reporting, a violation of supervision because of your relationship with a client? 
6. Have you done anything with someone you supervise that you would not want your family or supervisor to know about? 
7. Have you discussed your personal life with or sought personal advice from someone you supervise? 
8. Do you have thoughts or fantasies of being with a particular offender or client? 
9. Have you ever done a “favor” for an offender, such as loaning them money or intervening with the offender’s employer; or have you asked them to do a favor for you? 
10. Have you told an offender/client sexual jokes, or allowed them to tell you sexual jokes? 
11. Have you become particularly friendly with a member of an offender’s family? Do you plan field visits for times when they will be home, or without any official need to see them? 
12. Do you find that if you knew an offender before they were placed on supervision, such as attending the same school or same church, you are more friendly with them? 
 Among the most dangerous and destructive of these inappropriate relationships is sexual misconduct. The very nature of juvenile corrections, with semi-autonomous employees, the increasing focus on a rehabilitative rather than punitive model, the increase of offenders assigned to these programs, and actual allegations of sexual misconduct have raised the awareness of administrators, state and federal legislators, and the public of a need for action.  The bottom line:  Sexual misconduct jeopardizes the safety of the public.
 
Employees who compromise their professional ethics and responsibilities by engaging in inappropriate and illegal behavior undermine the justice system, further victimize vulnerable individuals, put the safety of themselves and their peers in jeopardy, and erode public and legislative support for the mission of their agency.
In order to achieve its mission, the OYA employs, trains, supports, and empowers a competent, professional, and diverse workforce.  Developing an effective workforce to achieve these goals in a manner that merits public confidence and respect necessitates that all staff appreciate the relationship between their actions, both on the job and in their personal lives, and public opinion. A single staff’s misconduct or ineffective performance reflects negatively on their immediate co-workers, other staff of the OYA, other government agencies, and interferes with the OYA’s ability to accomplish its mission and goals.
Mission
The mission of the Professional Standards Office (PSO) is to help eliminate organizational conditions which may foster, permit, or encourage inappropriate behavior by OYA employees, and by ensuring that the integrity of the agency is maintained through a system of fair, objective, and impartial administrative investigation and review.

Duties & Responsibilities
In order to carry out its mission, the PSO shall:
· Enhance OYA youth access to reporting by initiating and administering the following reporting tools: 
· The OYA Complaint Hotline (1-800-315-5440) 
· Youth Safety Surveys 
· Electronic Complaint Form  
· Promote employee recognition and professionalism by administering the Director's Outstanding Service Award program and by tracking employee commendations:  Commendation Report Online. 
· Coordinate the agency’s complaint process by receiving, recording, tracking, and referring to the appropriate entity youth safety complaints made against the agency or its employees; 
· Investigate allegations of staff misconduct (ethics/boundary/relationship issues), or any other investigation as requested by the Director or designee;  
· Assist with staff training in the areas of ethics, boundaries, and other applicable policies; 
· Provide reports that summarize the nature and disposition of all youth safety complaints received by the agency for submission to the Director and/or designee; 
· Analyze trends in order to identify and correct organizational conditions which may permit misconduct to occur. 

