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This policy applies to Johns Hopkins Home Care Group, Home Health Services, Pediatrics 
at Home and Pharmaquip.  All ent it ies w ill be referred in this policy as JHHCG. 

POLICY 

 
The purpose of this policy is to ensure the integrity of its business pract ices by requiring 
that every employee of JHHCG disclose any conf lict  of interest, actual or potent ial, in the 
manner described in this policy.  The conf lict  of interest policy is designed to help 
employees ident ify situat ions that present potent ial conf licts of interest and to provide 
employees w ith procedures for making the appropriate disclosure of a conflict  of interest. 
 
JHHCG has an outstanding reputat ion for quality healthcare services, research and medical 
education.  This reputat ion is highly dependent on the public’s cont inued trust and 
conf idence.  Therefore, all employees must understand that conf licts of interest, actual or 
perceived, may be very damaging to the reputat ion of JHHCG.  Consequently, employees 
must cont inually examine their act ions and act ivit ies in relat ion to outside interests to 
determin if  there are reasonable grounds to conclude that a conf lict  of interest may exist. 
 
For purposes of this policy the term “ conf lict  of interest”  shall be def ined as being in a 
posit ion to use an employee’s contracts or posit ion in the organizat ion to advance his or 
her private business or f inancial interests or the private business or f inancial interest of 
family members, regardless of the f inancial impact on the employer.  Generally, either a 
conf lict  or potent ial conf lict  exists w hen the act ions or act ivit ies of an employee on the 
behalf  of the employer also include some element of, or potent ial for: 
 

• Personal gain or advantage to the employee or members of the employee’s family 
• An adverse effect on the employer’s interest  
• Improper gain or advantage to a third party 

 
All employees must avoid situat ions that present actual conflicts of interest.  How ever, it  
is equally important to appropriately manage – through full disclosure and avoidance of 
inf luence a potent ial conf lict  so as not to create the perception of a conflict  of interest.  
The guidelines included in this policy are provided to assist employees w ith the 
ident if icat ion of situat ions that could result  in conf licts of interest.  Guidelines are also 
provided to advise employees on the appropriate manner to manage a potent ial conf lict  of 
interest.   
 
Any employee w ho believes that he or she may have a conf lict  of interest, actual or 
potent ial should report all pert inent information to the employee’s supervisor.  The 
supervisor w ill be responsible for referring the matter to the Human Resources Department 
(HR).  The HR department w ill be responsible for not ifying the Legal Department. 
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Guidelines 

Generally, a conflict  of interest exists w hen an employee has a relat ionship that w ould 
cause an object ive third party quest ion w hether the employee can make business decisions 
on behalf  of an act ing solely in the best interest of the employee’s employer.  How ever, 
conf licts of interest may take many forms and individual interpretat ions of the concept may 
dif fer.  In an effort  to minimize the subject ivity of the term “ conf lict  of interest” , these 
guidelines are provided to assist employees during the examinat ion of their act ions and 
act ivit ies in relat ion to outside interests to determine if  a potent ial conf lict  of interest 
exists. 
 
A potent ial conf lict  of interest arises w hen an employee or an employee’s family member 
(as def ined below ) is a compensated or uncompensated off icer, director, t rustee, partner, 
associate, employee, personal representat ive, receiver, guardian, custodian, legal 
representat ive, or agent of an organizat ion that provides or proposes to provide services or 
supplies to JHHCG or its aff iliates and the employee is in a posit ion of inf luence, direct ly or 
indirect ly, the select ion of the vendor. 
 
Example:  A director in the Facilit ies Department has a daughter w ho is employed by an interior 
design company.  The interior design company is engaged by JHHCG to provide consult ing services. 
 The employee has the ability to inf luence the selection of the vendor. 
 
A potent ial conf lict  of interest can also arise w hen either an employee or an employee’s 
family member is direct ly or indirect ly the beneficial ow ner of a signif icant port ion of the 
capital account or stock of a partnership, corporat ion, limited liability corporat ion, sole 
proprietorship, or other business ent ity that either provides or proposes to provide services 
or supplies to JHHCG or its aff iliates and the employee is in the posit ion to inf luence, 
direct ly or indirect ly, the select ion of vendor.  For purposes of this policy, a “ signif icant 
port ion”  is def ined as 3% or more. 
 
Example:  The spouse of a manager in the Finance Department ow ns 25% of the stock of a 
corporation providing account ing services to JHHCG.  The employee has the ability to inf luence the 
selection of the vendor. 
 
A potent ial conf lict  of interest becomes an actual conf lict  w hen the employee involved in 
the conf lict  inf luences the employer’s decision, or direct ly or indirect ly part icipates in the 
decision to enter into a business arrangement w ith the conf licted ent ity.  
 
Example:  The spouse of an employee in the Finance Department ow ns 25% of the stock of a 
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corporation providing accounting services to JHHCG.  The Finance Department employee is one of 
four JHHCG employees w ho are responsible for identifying and engaging an accounting f irm.  The 
Finance Department employee promotes the f irm in w hich his spouse ow ns stock w ithout disclosing 
the relat ionship.  The Finance Department employee also votes to engage the f irm in w hich his 
spouse ow ns stock. 
A conf lict  of interest arises w hen an employee or an employee’s family member accepts 
compensation or substant ial gif ts or favors from a vendor in exchange for access to, 
information about, or other business advantages related to the employer. 
 
Example:  A vendor’s representative offers an employee an opportunity to travel to Orlando, Florida 
for f ive days to view  demonstrat ion of new  medical equipment.  The offer includes airfare, lodging 
meals and golf or other entertainment w hile at the company headquarters.  The actual 
demonstrat ion w ill not exceed four hours. 
 
Note:  This policy is not intended to preclude the acceptance of items or entertainment of nominal or 
insignif icant value that is consistent w ith normal business practices. 
 
A conf lict  of interest w ill not arise simply because a family member of an employee is aff iliated 
w ith or has a f inancial interest in a vendor that provides or proposes to provide services or 
supplies to JHHCG.  In order for there to be conf lict  of interest, the employee must be in a 
posit ion to inf luence, direct ly or indirect ly the select ion of the vendor.  The follow ing is an 
example of a situat ion that does not result  in a conflict  of interest.  
 
Example:  The spouse of a staff accountant in the Finance Department is an employee of a public 
accounting f irm.  The public accounting f irm is proposing to conduct a f inancial analysis for the Finance 
Department.  The staff accountant in the Finance Department does not have the ability to inf luence the 
selection of the vendor. 
 
For purposes of this policy, “ family members”  include an employee’s spouse, siblings, spouses 
of siblings, parents, grandparents, children, grandchildren, great grandchildren, and spouses of 
children, grandchildren and great grandchildren. 
 
The mere appearance of a potent ial conf lict  of interest does not necessarily imply 
inappropriate behavior.  How ever, w hen the quest ion of a conflict of interest arises, it  must be 
acknow ledged appropriately disclosed, and either eliminated or properly managed. 
 
If  an employee has a potent ial conf lict  of interest, it  must be disclosed to his or her supervisor. 
 The supervisor w ill be responsible for not ifying the Legal Department.  In the event it  is not 
ent irely clear that a conf lict  of interest exists, the employee w ith the potent ial conf lict  shall 
disclose the circumstances to his or her supervisor.  The supervisor shall contact the Legal 
Department for its determinat ion as to w hether a conf lict  of interest exists. 
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The employee involved in the potent ial conf lict  may not part icipate in any process leading to 
the approval or disapproval of the transact ion creat ing the conf lict  – including any vote or 
other submission of opinion.  In addit ion, the employee must not indirect ly attempt to 
inf luence the decision-making process.  Only the Legal Department may grant exceptions to 
this policy. 
 
Employees w ho fail to disclose potent ial conf licts of interest and avoid any direct or indirect 
inf luence in accordance w ith this policy shall be appropriately disciplined.  Discipline w ill be 
commensurate w ith the seriousness of the act ion and may include terminat ion.   
 

 
PROCEDURE 

 
Employee Responsibility 

• Examine act ions and act ivit ies in relat ion to outside interests and relat ionships to 
determine if  there are reasonable grounds to conclude that a potent ial conf lict  of 
interest may exist. 

 
• Not ify your supervisor in w rit ten format 

 
• Refrain from any attempts to either direct ly or indirect ly inf luence the decision-making 

process in w hich there exists a potent ial for conf licts of interest. 
 

• Refrain from part icipat ing in any discussions leading to the approval or disapproval of 
the transact ion creat ing the conf lict , except to disclose material facts relat ing to the 
conflict . 

 
• Abstain from vot ing on the transact ion creat ing the conf lict  of transmitt ing any other 

opinion, including not being present in the room w hen the vote is taken, unless the 
vote is by secret ballot. 

 
• Aff irm, on an annual basis, compliance w ith this policy though Performance 

Management Process. 
 

 
Supervisor Responsibility 

• Discuss w ith the employee the w rit ten documentat ion of the conflict  of interest.  Sign 
and date the document. 
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• Forw ard documentat ion to the Human Resources Department  
 

• Monitor employees’  act ivit ies to ensure that potent ial conf lict  of interest does not 
result  in an actual conf lict  through part icipat ion in the decision making process 

 
 

 
Human Resources Responsibility 

• Discuss employee documentat ion w ith the supervisor. 
 
• Forw ard all documentat ion to the Legal Department for review . 

 
 
 

 
Legal Department Responsibility 

• Review  the documentat ion 
 
• Determine if  any act ion must be taken to protect JHHCG or its aff iliates 

 
• Communicate act ion required, if  applicable, to the employee and the employee’s 

supervisor. 
 

• Communicate the potential conflict of interest to the VP responsible for the department 
that is considering the transact ion that resulted in the conf lict . 

 
• Enter the information from the Conflict  into a database 

 
 
SPONSOR 
 
Director Human Resources  
 
REVIEW CYCLE 
3 years 
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