
 

 

Edison Court: Doctoral Internship Prospectus 

 

Edison Court, Inc. (ECI) Mission 

ECI Programs are committed to providing prompt and compassionate care to residentially-

placed and outpatient community members experiencing mental and behavioral health concerns.  

Treatment is guided in collaboration with the client in order to promote wellness, maximize 

strengths, and increase quality of living for ongoing success in the community.   

 

ECI Doctoral Internship Mission 

Doctoral Interns provide high-quality clinical services including individual, group, and family 

therapy, perform psychological assessments, and further our agency’s research initiatives.  

Students who have already approximated basic proficiency in several or all of these areas have a 

unique opportunity to further ECI’s professional reputation and obligations. Doctoral interns 

can expect to continually gain clinical and forensic experiences within a learning environment 

that places a premium upon best-practices. 

Internship Description 

Training Goals and Objectives 

This training program is ideal for students seeking to embed their professional skills by serving 

both court-ordered and at times, voluntary populations, with an emphasis upon services for 

juvenile delinquents in addition to substantial experience with adult forensic populations. The 

training lends experiences to students who may ultimately pursue agency roles within nonprofit 

forensics and/or private practice.   
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Training Sites 

Direct client interventions occur at our outpatient offices in Doylestown, PA and Levittown, PA.  

These offices constitute Ravenhill Psychological Services, Edison Court, Inc.’s outpatient level 

of care. 

Residential-level clinical practice takes place at our Lehigh Valley-based facilitiy which is an 8 

bed residential treatment facility that specialized in the treatment of sexually problematic 

behaviors within 10-15 year-old males, and emphasizes community integration.  

 

Distribution of Intern Responsibilities  

Interns of the 2019/2020 class will have evenly distributed responsibilities across our outpatient 

and community based residential levels of care. Estimates of responsibilities are as follows: 

 Outpatient Services (4 days per week) 

o Approximately 6-7 Individual Adolescent Clients who are involved in the juvenile 

justice and/or child welfare system 

o Approximately 2-4 Individual Adult Clients who are involved in the legal system 

for a variety of offenses (sexual offending, intimate partner violence, 

interpersonal conflict management) 

o Co-facilitation of 2 Adult Groups Per Week (sexual offending and/or intimate 

partner violence) 

o Approximately 3 psychological evaluations and/or specialized forensic screenings 

per month (including but not limited to full psychological battery, psychosexual  

assessment, determination of parental capacity, and/or juvenile violence risk 

assessments) 

o Case Management and multidisciplinary consultation, ongoing basis 

 

 Residential Services (1 day per week) 

o 1-2 adolescent individual clients seen on a weekly basis 

o Co-facilitation of group therapy one time per week 

o Treatment planning on a quarterly basis 

o Management of client funding coverage through behavioral health insurance 
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o Case Management and multidisciplinary consultation, ongoing basis 

 Supplemental Learning Endeavors  

o Assist with community outreach initiatives 

o Assist and coordinate community resources to be accessed by clients and families 

o Attend all agency meetings, trainings, and conferences 

o Assist with the development of program and training initiatives 

o Facilitate training of special topics to clinical staff and/or agency administrators  

Training and Supervision 

 Theoretical Orientation primarily client centered with emphasis on CBT  

 Interns will receive two hours of weekly individual supervision, as well at two hours of 

weekly group supervision with a licensed psychologist 

 Weekly didactics centered around both intern interests as well as evidence based 

practices serving the forensic population   

Training Resources 

Interns will have access to up-to-date Peer-Reviewed Publications from APA and ATSA (The 

Association for the Treatment of Sexual Abusers),  and manuals detailing specific approaches 

(DBT, TF-CBT, CBT, BT) in an effort to maximize effectiveness within our specific context. In 

addition, interns will have access to the following fringe benefits: 

 Opportunities for split cost professional development 

 Mileage reimbursement for travel  

 Employee recognition opportunities 

 Opportunities for involvement with research 

 10 days PTO 

o Flex scheduling 

o Release time for dissertation defense and graduation  

 

Duration of Internship/Length of Assignment: 08/25/2010 – 08/24/2021  

Intern Role Satisfaction Criteria 

 Provide clinical intervention and services to traditional and forensic client populations 
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 Appropriate record keeping practices in adherence to the ECI policies and procedures  

 Maintain data collection pertinent to client objectives and treatment impact 

 Participate in weekly individual and group supervision meetings 

 Participate within weekly didactic training sessions 

 Participate as a co-facilitator or facilitator within inpatient and outpatient group therapies  

 Residential client case management responsibilities, including record keeping, report 

generation, managed care liaison responsibilities 

 

2020-2021 Personnel and Role Descriptions 

Individual Supervision (Dr. Sarah Wodder, Dr. Jonathan Roberds): aggregate 2 hours weekly 

individual supervision: Schedule TBA 

Group Supervision (Dr. Jonathan Roberds, Dr. Sarah Wodder): 2 hours weekly supervision: Fridays 

at 12 p.m. 

The Internship Training Director (Dr. Roberds) is responsible for: 

 Overall clinical integrity of the Internship Program 

 Fulfillment of all APPIC membership expectations 

 (Ultimately) Alignment of APA accreditation 

 Supervision and intervention pertinent to all legal and ethical Issues (Clinical) 

 Weekly clinical didactic trainings (consistent with APA Guidelines) 

 Weekly (1 hour/Intern) supervision of client interventions by interns and maintaining complete 

records in accordance with policy and procedure 

 24-7 On-Call for individual clinical supervisor consultation on emergent issues 

 Reporting any remarkable clinical or operational issues to Director of Outpatient Services 

 As-needed Direction and Supervision to on-site Interns 

 Participation within the Due Process protocol 

 Participation within weekly (with Ds. Wodder) internship review meetings 

The Chief Psychologist/Clinical Supervisor (Dr. Wodder) is responsible for: 

 Overall infrastructural/operational integrity of the Internship Program 

 Supervision pertinent to all institutional compliance and procedural issues (administrative) 

 Weekly (1 hour/Intern) clinical supervision of client interventions by interns 

 Reporting any operational or clinical concerns to the Internship Training Director 

 Participation within the Due Process protocol 

 Participation within weekly (with Dr. Roberds) internship review meetings 

 



5 
 

 

ECI Predoctoral Internship Due Process Procedures 

The following Sections constitute our Due Process Procedures relevant for our Predoctoral 

Psychology Interns: 

I. General Policy 

II. Due Process Procedures 

A. Levels of Disciplinary Action 

B. Remediation Plans 

III. Appeal Process 

IV. Grievance Procedure 

 

I. General Policy 

 

Edison Court, Inc. is committed to high quality service delivery, including responsivity to concerns 

from or relating to predoctoral psychology interns.  As such, a standardized framework is indicated 

for the effective resolution of complaints, concerns, and appeals related to an intern’s experience and 

performance while in training.  Under most circumstances, Due Process procedures will occur within 

the jurisdiction of the Internship Training Program.  Each intern has an obligation to observe and 

follow the company’s policies and to maintain proper standards of conduct at all times.  As is 

detailed in section II, if an intern’s behavior interferes with the orderly and efficient operation of a 

department, corrective disciplinary measures will be taken, overseen by the Internship Director of 

Training.  A notice of the identified problematic behavior will be communicated through the Clinical 

Supervisor to initiate this process.  Related to any identified infractions, Interns may contest 

information related to concerns about their performance at all levels of disciplinary action; Interns 

may also appeal a decision that they do not agree with, as is described in section III. 

   

II. Due Process Procedures 

 

C. Levels of Disciplinary Action 

 

In the event that concerns related to an Intern’s performance emerge, disciplinary action may include, 

from most mild to severe, a verbal warning, written warning, probation, suspension, and termination.  

A remediation plan will follow all disciplinary action levels excepting for termination.  The 

appropriate disciplinary action imposed will be determined by the internship program, based upon 

this policy and with diligent determination as to the appropriate level of disciplinary action to be 

imposed.  At all levels of disciplinary action, the Director of Training will be involved to offer 

guidance and to ensure adherence to this policy.  Interns will, in each case, be reminded of their 

rights to appeal a decision, and will be supported in an effort to resolve a deficiency.   

 

The levels of disciplinary action are as follows: 
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1. Verbal Warning 

 

Under typical circumstances involving non-egregious infraction, Interns will privately meet with, and 

receive a verbal warning from the Clinical Supervisor.  A verbal warning reflects concern about an 

intern’s non-illegal action(s) that both fall outside of the written intern expectations and did not result 

in harm to clients or other employees.  Examples of intern actions that would result in a verbal 

warning are: Seemingly unintentional inappropriate interactions with clients, employees, or 

stakeholders; acute failures to complete work within prescribed deadlines; preventable lateness to or 

accidental missing of client sessions (first offense); public behaviors that would potentially impact 

our program’s reputation and thus ability to serve the community; and non-adherence to written dress 

code policy.  The Clinical Supervisor and Training Director will support the Remediation Plan as is 

described in section II. B.  An intern will be reminded of their right to appeal a verbal warning.  

 

2. Written Warning 

 

A continued infraction of the same nature that originally resulted in a verbal warning, a written 

warning will be received by the intern from the Clinical Supervisor within a private meeting.  

Examples of intern actions that will, if unmitigated, directly bypass a verbal warning and result in a 

written warning include: egregious and unmitigated insubordination; theft or dishonesty; sleeping 

while on duty; disrespect toward fellow employees, visitors or other members of the public; 

performing outside work or use of company property, equipment or facilities in connection with 

outside work while on company time; physical harassment; and poor attendance or poor 

performance.  These examples are not all inclusive, but it may be expected that any non-violent 

behavior that would equate, legally, to that of a misdemeanor charge that takes place in the context of 

internship responsibilities or internship facilities would lead to a written warning.  A Remediation 

Plan, as is described in section II B. will be put into place, and involves the Clinical Supervisor and 

Internship Director of Training.  The Intern may elect to have any feedback be incorporated into the 

written warning document.  The intern will be reminded of their right to appeal a written warning.  

The intern may elect to sign the written warning document in the event that they agree with the 

written concerns; otherwise, their feedback including disagreement may be incorporated into an 

unsigned written warning document, and an appeal process may be initiated at the request of an 

intern, as is described in section III.     

3. Probation  

 

Probation, a time-limited disciplinary action focused upon remediation, may be imposed if an 

intern’s ability to satisfy training requirements is in question, and is best assessed within the context 

of their continued (if not modified) role.  The Clinical Supervisor and Internship Director of Training 

will, in conjunction, inform the intern of their probationary status and the reasons for which they 

were placed on probation, clarifying the reasons and specific terms as needed.  A Remediation Plan 

(as is described in section II. B.) will serve as the probationary contract, with the satisfaction of 
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which reflecting a return of the intern to an acceptable level of performance, or otherwise a sustained 

interval in which unacceptable behavior is not observed.  The term of probation will be stated 

verbally and in writing within the Remediation Plan, as well as the specific requirements that are 

expected by the training program for the dissolution of the probationary status.  The intern will 

receive a copy of the Remediation Plan within the aforementioned meeting with the Clinical 

Supervisor and the Internship Director of Training.  The intern will be reminded of their right to 

appeal the program’s decision to impose probation.    The probationary period will end in the event 

that the intern satisfies Remediation requirements, formalized in written document that encapsulates 

the terms of the Remediation Plan that is signed by the Clinical Supervisor and Internship Director of 

Training.  In the event that an attempt has been made to complete requirements of the Remediation 

Plan, but that adequacy has not yet been reached, the Internship Director of Training, Clinical 

Supervisor, and Director of Outpatient Services will meet to review supporting data to determine the 

appropriateness of an extended probationary period versus a period of suspension wherein it is 

determined that an appropriate Remediation Plan would best be effected.  If either option is 

indicated, a meeting with the intern, Internship Director of Training, Clinical Supervisor, and 

Director of Outpatient Services will take place to review the new Remediation Plan (or written terms 

of suspension if applicable), explain the decision, clarify terms as needed, and offer any needed 

supports toward the goal of resolving the issue at hand. 

 

4. Suspension 

 

Time-limited suspension of an intern’s training and work role may be imposed in the event that an 

intern’s actions: 

 

 Led to repeated (3 or more) written warnings of the same content nature 

 

 Represent an inability to provide effective client care due to temporary condition 

 

 Represent a significant  inability to work effectively with other employees due to a condition 

 

 Represent risk a risk factor, or factors, that may have impacted or could imminently impact 

the wellbeing of a client or employee 

 

 Have caused physical or emotional harm to a client or employee, or significant reputational 

harm to the agency 

 

A suspension interval will be determined by the Clinical Supervisor, Director of Outpatient Services, 

and Internship Director of Training (primary internship program staff) under the arbitration of the 

latter party, and should reflect reasonable completion of the terms stated within remediation plan (see 

section II. B.). The Training Director, Director of Outpatient Services, and Clinical Supervisor will 

meet with the intern prior to the term of suspension to review the written terms of their suspension, 

offer clarification as to the terms of suspension, and review and clarify, as needed, the terms of 
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reinstatement to their role as an intern with the agency.  The intern will be reminded of their right to 

appeal the program’s decision to suspend their role.  The purposes of suspension include drawing an 

intern’s attention to the seriousness of their action or condition, allowing a focused interval of time 

for remediation to take place, and/or to prevent potential harm to a client, employee, or the 

functionality of the agency or training program to serve the community.  A Remediation Plan, as is 

described in section II. B. will involve a re-entry interview that includes the Internship Director of 

Training, Director of Outpatient Services, and Clinical Supervisor.    

 

5. Termination 

 

Termination of an intern’s role represents the highest (or final) disciplinary action, reflecting an 

egregious act or longstanding, uncorrected problematic behavior that has impacted an intern’s ability 

to function adequately within their role.  The following intern actions will result in immediate 

termination: sexual activity with a resident, client or other employee; catastrophic violation of the 

company’s policies or safety rules; unauthorized or illegal possession, use or sale of alcohol or 

controlled substances on work premises or during working hours, while engaged in company 

activities or in company vehicles; unauthorized possession, use or sale of weapons, firearms or 

explosives on work premises; and sexual harassment.  These examples are not all inclusive, but it 

may be expected that any felonious behavior or harmful and deliberate violation of the Ethics Code 

taking place in the context of internship responsibilities or internship facilities will lead to 

termination.  Any potentially mitigating circumstances will automatically be reviewed by the 

Internship Director of Training, Clinical Supervisor, and the Director of Outpatient Services within 

the confines of the Training Program.  We emphasize that intern termination decisions will be based 

on an assessment of all relevant factors.  The review of these factors will involve the Internship 

Director of Training, the Clinical Supervisor, and the Director of Outpatient Services, followed by a 

decision to terminate the intern’s role or pursue a lesser penalty (as are listed above).  The Internship 

Director of Training will draft a letter acknowledging the intern’s Termination, and will include 

relevant documentation supporting the decision to be included within the intern’s file.  

 

D. Remediation Plans 

 

As applies to all cases involving a verbal warning, written warning, probation, and suspension, a 

Remediation Plan will be put into place.   

 

 In the case of a verbal warning, a discussion (that is documented within the Clinical 

Supervisor’s supervision notes) will follow the warning, and will involve assessment of the 

intern’s comprehension of their action that is of concern to the training program, and a 

collaborative discussion that defines the expected changes in the intern’s conduct.  The 

Clinical Supervisor will document the progress and resolution (or lack thereof) based upon 

weekly supervisory meetings and anecdotal data.  This result will be shared with the Training 

Director.  The Clinical Supervisor and Training Director, within their respective roles, will 

offer suggestions and support directly to the intern that supports remediation of the identified 
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deficiency.  The Clinical Supervisor will notify any other relevant internship training staff of 

the behavior under concern to the extent that these staff may best monitor and possibly 

remediate the deficiency.  

 

 In the event of a written warning, expectations for remediation are documented within a 

written Remediation Plan, and weekly follow-up assessment based upon discussion and 

anecdotal data is documented within the Clinical Supervisor’s supervisory notes, reflecting 

the degree to which remediation has occurred and what continued action is recommended, 

until it is determined that remediation is complete (or unsuccessful).  This result will be 

shared with the Training Director.  The Clinical Supervisor and Training Director, within 

their respective roles, will offer suggestions and support directly to the intern that supports 

remediation of the identified deficiency.  The Clinical Supervisor will notify any other 

relevant internship training staff of the behavior under concern to the extent that these staff 

may best monitor and possibly remediate the deficiency. 

 

 In the case wherein an intern is placed on probationary status, the Remediation Plan will 

serve as the probationary contract outlining the specific terms that will need to be satisfied by 

the intern for the dissolution of probation.  The Remediation Plan will focus upon criteria that 

reflect that the intern has either achieved an acceptable level of performance within their role, 

returned to an acceptable level of role performance, or otherwise a sustained interval in 

which any identified unacceptable behavior is not observed.  A weekly assessment based 

upon discussion and anecdotal data is documented within the Clinical Supervisor’s 

supervisory notes, reflecting the degree to which the probationary terms as specified on the 

Remediation Plan have occurred. A determination of a successful remediation of deficiencies 

by the Clinical Supervisor will be shared with the Training Director and effect a written 

document encapsulating the terms of the Remediation Plan that is signed by the Clinical 

Supervisor and Internship Director of Training.  As is mentioned in section II. A., in the 

event that an attempt has been made to complete requirements of the Remediation Plan, but 

that adequacy has not yet been reached, the Internship Director of Training, Clinical 

Supervisor, and Director of Outpatient Services will meet to review supporting data to 

determine the appropriateness of an extended probationary period versus a period of 

suspension wherein it is determined that an appropriate Remediation Plan would best be 

effected.  If either option is indicated, a meeting with the intern, Internship Director of 

Training, Clinical Supervisor, and Director of Outpatient Services will take place to review 

the new Remediation Plan (or written terms of suspension if applicable), explain the decision, 

clarify terms as needed, and offer any needed supports toward the goal of resolving the issue 

at hand. 

 

 In a case that involves suspension of an intern’s role, the written Remediation Plan will 

specifically detail the training program’s expectations of an intern’s participation within one 

or more programs, ethical trainings, or outside assessment to allow for or determine 

suitability for a return to their role as an intern within the training program.  Satisfactory 
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documentation of Remediation Plan requirements will result in a re-entry interview, in turn 

leading to a reinstatement of an intern’s role status, not withstanding any significant 

continued concern.  If there are continued concerns at this juncture despite the successful 

completion and documentation of successful Remediation Plan, then a continuation of the 

suspension period of a specified interval of time will be determined by the Training Director, 

accompanied by a revised Remediation Plan.  In the case of a second insufficiency as 

determined by re-entry interview, a third Remediation Plan or Termination will be 

recommended by the training program, arbitrated by the Training Director in communication 

with the Director of Outpatient Services.   

 

 

III. Appeal Process 

If an Intern wishes to appeal a finding by supervisors or administration related to their performance 

or the results of a grievance submitted, several options are presented.  Because a verbal disciplinary 

action is viewed as reflecting a lower level problem/deficiency, appeal typically takes the form of a 

collaborative discussion.  In cases involving repeat, or more serious offenses that lead to a written 

disciplinary action, there is a section on the disciplinary form (to be included within the Intern’s 

personnel file) wherein the Intern my write additional information that may add context to the 

disciplinary feedback, refute claims made by the disciplinarian, or provide any comments that the 

Intern wishes to be a part of the form.  An Intern’s signature indicating agreement to the items of 

concern is optional, and if the Intern chooses to disagree, they may then follow the steps for Appeal: 

 

1. The Interns should file a formal appeal in writing that includes any written disciplinary 

actions and/or remediation plan (due process for behavioral infraction), or a document of 

recommended action (in the case of a grievance – see section IV.) in dispute with the 

Internship Director of Training.  This appeal must be filed within five working days from the 

conclusion of the due process result. 

 

2. Within three working days of appeal receipt, the Internship Director of Training will consult 

with the Director of Outpatient Services and the Director of Program Services & Compliance 

(DPSC) to convene an Appeal Review to uphold or amend the previous finding.  With rare 

exception, a within-Training Program consensus is to be reached for this determination.  

 

3. In the event that the DPSC had consulted on the initial resolution being appealed, then the 

Chief Operating Officer (COO) will be incorporated into the Appeal Review of the Internship 

Personnel to reexamine the concern and render, in writing, a decision to uphold the initial 

finding or otherwise provide a written plan of action in the role of binding arbitrator. 
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IV. Grievance Procedures 

 

Interns are encouraged to bring their questions, suggestions, and complaints to the attention of 

Internship Training Administration who will, in turn, carefully consider each of these in our 

continuing effort to improve operations. 

There are several steps available to the intern to be followed in the order listed below until the issue 

is ultimately resolved: 

1. Discuss the grievance or situation with their direct Clinical Supervisor.  Under typical 

circumstances, the Clinical Supervisor is able to resolve most matters, and will document the 

grievance and resolution thereof in writing and will share this document with the Internship 

Director of Training.  The Internship Director of Training will in turn, share the results of the 

grievance with the Director of Outpatient Services.  

 

2. If the grievance requires immediate attention and the clinical supervisor is unavailable, the 

Internship Director of Training may be consulted.  Under typical circumstances, the 

Internship Director of Training is able to resolve most matters, and will document the 

grievance and resolution thereof in writing and will share the result with the Director of 

Outpatient Services.  

 

3. If no such resolution is achieved in either of the above scenarios, then interns may request a 

meeting with the Director of Program Services & Compliance (DPSC).  The DPSC and 

Internship Director of Training will review the issue(s) and meet with the intern to discuss 

possible solutions.  A successful resolution will result in a verbal and signed written 

document of recommended action to be shared with all involved parties.  Generally, the 

grievance process will need not exit the training program by virtue of exceeding the DPSC.   

 

4. If no such resolution is reached from step 3. then the DPSC and Internship Director of 

Training will consult the Chief Operating Officer (COO), who will also meet with the Intern 

and who represents an administrative arbitrator that will ultimately effect the document of 

recommended action that will be forwarded to the intern(s) who initiated the grievance.  The 

COO reserves the right to consult with the Chief Operating Officer (CEO) if this appears to 

be indicated.   

 

Grievances Specifically Involving Training or Supervision 

 

Any complaints originating from an Intern, including but not limited to student evaluations, 

supervision, pay, personnel, etc., follow a sequence that is consistent with professional problem 

resolution as documented within Pennsylvania’s Ethical Code of Conduct for Psychologists; initially, 

Interns are encouraged to discuss the grievance directly with their clinical supervisor.  In the event 

that their concern is not believed to have been resolved, they may then (or initially if there is 
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significant concern related to the impartiality of their direct supervisor) consult the Internship 

Director of Training.  If these aforesaid members are believed by the intern to hold sufficient 

impartiality, or it is believed that approaching these members could ostensibly create a negative 

emotional or practical outcome for the Intern, then the Intern may choose, in sequence, to: 

 

1. Contact the Director of Outpatient Services who will, within 24 hours, discuss the reported 

concerns with the Director of Clinical Training, and if a consensus of recommended action 

results between the two administrators, then this action will be presented to the intern(s) who 

initiated the grievance. 

   

2. If no such consensus is reached, the Director of Outpatient Services and Internship Director 

of Training will consult the Director of Programs & Service Compliance (DPSC).  The DPSC 

will, within 24 hours, discuss the reported concerns with the Director of Clinical Training, 

and if a consensus of recommended action results between the two administrators, then this 

action will be presented to the intern(s) who initiated the grievance.  Generally, the grievance 

process will need not exit the training program by virtue of exceeding the DPSC.   

 

3. If no such consensus is reached at step 2. the DPSC and Internship Director of Training will 

consult the Chief Operating Officer (COO), who represents an administrative arbitrator that 

will ultimately effect the document of recommended action that will be forwarded to the 

intern(s) who initiated the grievance.  The COO reserves the right to consult with the Chief 

Operating Officer (CEO) if this appears to be indicated.   

 

As is indicated, any of the aforementioned administrators that become involved through this process 

must ultimately meet with the intern(s) providing a grievance prior to the creation and execution of 

the binding action plan.  The resolution and action plan will be communicated verbally and 

documented in writing, and will be finalized within ten (10) business days.  In all cases, the 

Internship Director of Training will remain in relevant communication with any and all parties 

involved in concerns issued by Pre-Doctoral Psychology Interns to oversee and document resolution, 

unless this is deemed inappropriate by a superior.   

 

The suggestions and comments of interns on any subject are important, and we encourage interns to 

take every opportunity to discuss them in the course of their internship training.  The job status of 

any intern who uses this policy will not be adversely affected in any way. 
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Internship Training Team  

 

Training Director   Jonathan Roberds, Psy.D., LP 

Clinical Supervisor    Sarah Wodder, Psy.D., LP 

 

Additional Program Personnel Sarah Wodder, Psy.D., Executive Director 

 

Jonathan Roberds, Psy.D., Clinical Director 

 

Jonathan Lepore, LCSW, Director of Outpatient Services 

 

Judy Holden, B.S., Director of Compliance; Director of 

PATHS 

 

Jessica Zimpfer, B.S., Deputy Director of PATHS 

 

Brittany D’Agostino, MPH, Director of Quality  

 

Amy Tiberi, Ph.D., Postdoctoral Fellow 

 

Renee Green, Psy.D., Postdoctoral Fellow 

 

Sarah Ziegler, Psy.D., Postdoctoral Fellow 

 

 


