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>> Kelly English:  Good afternoon, everyone.

Welcome and thank you for joining us today.  My name is

Kelly English, I'm the director of the Children's

Behavioral Health Knowledge Center which is at the

Massachusetts Department of Mental Health.

We're glad you've joined us for the last in the

three part Lunch & Learn series for supervision of young

adult peer mentoring on utilizing reasonable

accommodations.  Before we get started on today's fast

and lively presentation, I just want to make note that

we are regarding today's session.  We will post it on

the knowledge center's website so you can share with

with others who may not have been able to have joined us

today.

Please note that there are several resources and

handouts that will also be posted on the center's

website.  You can download those here by clicking in

the -- on any of them and clicking upload the file.  You

can also register for some of our upcoming events.

We'll be doing our next three part series that are

a little bit longer that are supervision round tables

while you'll be able to actually see some real plays of
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supervision sessions that one of our presenters will be

doing with young adult peer mentors.  So those should be

really interesting and engaging opportunities to learn.

There's an upcoming core element in the young adult

peer mentoring training that's coming up in New Bedford

for young adult peer mentors, not supervisors.  But if

you've supervised someone who has not attended the core

elements of young adult peer mentoring training, we

invite you to attend the next one which is starting in

April.

If you have not had the chance to participate in

our last couple of Lunch & Learns, they are available to

you by going on the website.  So I invite you to take a

peek at those.

Today I want to make sure to acknowledge our great

presenter Vanessa Klodnick who is an expert in young

adult peer mentor and supervision and she works in

mental health and real lie gets the work you do every

day.

She worked at Thresholds in Chicago and has been

working here for many years.  And Jon Delman who we're

excited to have with us today who is a assistant

research professor at UMass med school and a vocational

specialist at the Spot young adult and first episode

psychosis programs in Boston.
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Before I turn it over to those two I want to 

highlight a couple of the other resources we'll be 

referring to and mentioning if you haven't already 

looked at the young adult peer mentor program on your 

website, I encourage you to do that.  

There's also a young adult peer mentor guide that 

Vanessa offered and Jon and Vanessa collaborated on this 

tool kit for agencies that are integrating young adults 

into their programming.  So I'd encourage you to take a 

peek at all of those resources.  

So Vanessa, I'm going to turn it over to you to 

start us off today.  

>> Vanessa Klodnick:  Great.  I hope everyone can 

hear me.  I'm super excited for these particular topics 

today and I'm jazzed that we have Jon joining us to talk 

about accommodations, too.  I feel that these are things 

that supervisors have particularly interesting concerns 

around, maybe fear, I'm not sure. 

I've talked to so many team around across the 

country who are doing young adult peer mentoring and 

this stuff about how do I help young people thrive in 

the workplace and not need accommodations.  How do I 

keep supervision from not turning into therapy?  These 

are things happening not just in Massachusetts.  It's 

happening everywhere.  
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My work is around listening, creating practice 

tools that really make sense.  And I'm particularly 

excited about things we're talking about today because 

it's things I've learned as a young adult peer mentor 

supervisor that have evolved over time as I've learned 

how important it is to be really, really thoughtful and 

intentional about supporting young adult peer mentor 

wellness.  

And so this first slide -- this is something that 

Jon and I worked on a paper together that was exploring 

what helps young people in peer roles will be 

successful?  Guess what?  A lot of young people and 

supervisors, in fact, who are participating in focus 

groups for that study actually talked about the young 

person in the peer roles capacity to be resilience, to 

have self-efficacy, the notion that I know that I'm 

competent.  Right?  

But to be resilience on-the-job and to continue to 

be optimistic and hopeful were really important.  Now, I 

would argue that these are important qualities for 

anyone at any helping field.  But however what was great 

is when I started and Jon and I started talking about 

what does this really mean, we came across the 

literature of psychological capital.  

And I think people out there in the te world have 
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heard of human capital and social capital.  What I like 

about it is it's something that can be built.  It's a 

state of being.  If I can be resilience on-the-job and 

hopeful and persevere, I'm going to be really successful 

in my role.  It can also be a huge protective factor in 

the face of crises and things that happen in the day to 

day work that we do with youth and communities.  

One thing too was the last couple of years I was 

trying to figure out a way to boost psychological 

capital and be thoughtful and strategic about it.  It 

actually popped up on my Instagram, Susan Davidson's 

emotional agility.  I say Google it, it's definitely a 

thing.  Many Ted talks.  

But what's interesting is how the business world is 

working with psychologists, to boost employees of 

capacity to have better and bigger increased 

psychological capital and essentially what emotional 

agility is when is when you have bad thoughts about 

yourself or your workplace, you acknowledge them.  

You acknowledge them for what they are, you process 

them which we in our world do that all the time.  We're 

quick with people.  We process.  You see the thoughts 

and try to detach.  That's the thought I'm having, 

seeing the bigger picture.  It's not rocket science but 

these things can help young adults and peer roles to be 
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more successful and more healthy psych logically 

on-the-job.  

There's a piece of the work that's really important 

and I'm going to get into it with the self-care action 

plan I'm going to introduce.  It's understanding who you 

are and your core values.  When stuff starts to not 

align with your car values, that's when you start to 

feel like crap or poop, I love the word poop.  

So being really aware that like why is this person 

saying this?  It's bothering me.  Understanding that is 

how you can really address and then change how you're 

thinking about things.  

If stuff are going against your core values and you 

can't change it, maybe it's time to change jobs, too.  

Anyways, just saying that.  I do think check her stuff 

out.  But the notion of psychological capital is 

essentially what I use as my foundation for even 

thinking about the notion of cultivating wellness 

community within a mental health provider, where we're 

having young adult peer mentors.  

One thing that's important to recognize is the 

young adult peer mentor role in Massachusetts 

specifically has a core practice element that is 

self-care.  And what's super cool is there's an awesome 

practice profile.  Check out the CDH knowledge center.  
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I love the practice profiles because they show you 

what's ideal and great, not perfect, but the best 

practice you can do, and what's okay, and what's not 

okay, what's insufficient practice, what we don't want 

our young people in peer roles doing.  

But what's in that profile is the notion of healthy 

habits, how do you manage stress, being self-aware of 

what stresses you out, your own mental health symptoms.  

When you start to notice, gosh, I might need to be going 

back to my self-care tool kit, doing some of the things 

that bring me back to life and relax me and help me 

reset.  

I think that core young adult peer mentor profile 

and self-care is awesome.  Go look at it.  Also what's 

really important as a supervisor and as a provider of -- 

if you're an administrator and you're on the call and 

you're thing what does this mean for me?  

It's thinking about job stress and thinking about 

how reflective supervision, Thank God, I love 

Massachusetts, you guys really get it and value the 

notion of reflection.  So supervisors aren't just being 

directive, telling staff what to do.  They're exploring 

and understanding.  

We're going to talk really briefly how that looks a 

lot like therapy, but it doesn't need to be therapy.  
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The other big thing as a supervisor is you need to model 

self-care.  And it's tricky.  Many us have very 

unhealthy habits and many us hide those from our 

colleagues for a variety of reasons.  Right?  Young 

people in peer roles we're asking them as part of their 

core practice is that you guys have to like come to work 

and be yourself and demonstrate healthy habits.  

That's like hard, right?  And so we want these 

young people to thrive and do that, we want to be good 

role models here.  Folks in other departments, higher 

administrators, how do we demonstrate healthy habits at 

work.  So important.  

This is a quick shout out around the value of -- if 

you were on my previous community learning webinars, I 

talk a lot about the working alliance and the value of 

it.  Why this is so important around wellness and 

psychological capital on-the-job, often we don't 

necessarily know our own triggers.  Uh-oh, I'm 

struggling.  

We might know about it but it's like whatever.  

I've got a million things to do and I'm going to keep 

pushing forward.  But the fact of the matter is 

sometimes your colleagues are the ones that have to be 

like, hey, are you okay?  Having a strong working 

alliance with not just the supervisor but coworkers and 
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their role and helping maintain wellness on-the-job.  

Also it's the supervisor's role, part of your job 

is to be aware of opportunities within your organization 

and in our community for life filling for your team that 

help cultivate wellness.  Look for those.  

Make that a part of something you do on your team 

that you do on your team, you talk through, hey, what 

can we do together as a team?  Maybe the team, you find 

somebody really excited about community activities, 

things like bringing in speakers that help folks stay 

well on-the-job.  

And a key piece of supervisory work which I think 

that we sometimes forget.  Quickly, I want to say these 

are part of my self-care principles.  The first one is 

highly debatable.  I don't think self-care should even 

be used.  I think it's challenging and stressful in 

environments.  

I think providers owe it to their staff to make 

sure we're doing things systemically that promote 

wellness on-the-job and I think I get lots of debate 

with this so this is not to do with Massachusetts or my 

own agency in Chicago.  But I want to say as a 

supervisor, I constantly have to say what am I doing to 

support my young people?  Am I doing enough?  Am I doing 

too much?  
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That's a wonderful thing I we're going to get on to 

in the next call, balancing that.  Everything is a 

balance.  And we want to be really good role models so 

the young people in peer roles are looking at how we 

manage relationships on-the-job.  

All staff, not just young adult peer mentors, all 

staff should have a self-care plan.  And I'm going to 

show you.  If you want to open it up now, it's in the 

resources handout.  It's called the self-care action 

plan.  I'm going to quickly walk through it.  

I also want to say it's really important that 

there's multiple -- I want to say I have it here -- a 

multilevel approach to self-care.  But really what that 

means is you might have a daily practice around wellness 

and self-care, but you also want to have practices when 

you're under the stress or super stressed or in crisis, 

and that is something I have laid out in the self-care 

action plan.  And I want to get to how you recognize 

your own personal workplace stress and needs and if you 

open it, I think you'll find it illuminating.  

So if you have the self-care action plan open, what 

I think is really key here and I've been doing these for 

years with people.  And it's not about -- all day long 

we can write our perfect commitment and what we're going 

to do to stay well on-the-job and thrive.  But what 
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really ends up happening is things get in the way of our 

perfect plan.  

And that is just all sorts of things like we're not 

waking up early enough in the morning to make sure 

lunch -- that's like my thing right now.  I'm always 

racing out the door and I forget things and then I'm 

like all haywire all day because I can't remember where 

I put something I need like my thumb drive.  But 

anyways, this is the thing as a supervisor to really 

process.  

You can built out commitments for.  I have great 

examples.  These are all real world examples.  Some of 

them come from your friends in Canada and Australia who 

have great workplace wellness guidelines.  But the idea 

of picking things, using smart goals to really define.  

Saying I'm going to commit to this.  

Many people will always commit to physical 

self-care stuff but challenging your staff to think 

beyond physical, professional, emotional, social, things 

they can really do to maintain wellness on-the-job.  

The thing that's key for 20 somethings.  Not many 

them are going to be 20s or early 30s, I have it listed 

here as independent living, but it's really this young 

adult developmental domain.  Some of them have many 

things going on in their lives, going back to school, 
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managing roommate situations, bills, student loans, the 

car broke down again.  

And it is really, really important to help young 

people in this age group to think about those things 

matter.  Those are the things that they're going to be 

using as their own lived experience with their young 

people who are their clients.  

The young people they're connecting with and 

mentoring, they're going to be sharing some of that 

stuff so you want them to have the opportunity to 

process that.  What gets sticky, as you can imagine, is 

people are like, oh, that's alternative therapy, all 

about personal stuff.  We'll get to that in a second.  

What's really important here and I think this is 

sometimes where we focus too much maybe is what do you 

do when you're stressed or how do you recognize the 

stress?  Early onboarding young adults in these peer 

roles and coming back to this is so, so important.  And 

I think the key here is understanding what makes it 

worse.  

So you can have ideas about what is important to 

use when you're overwhelmed.  And you've got this bag of 

tools.  I hate the tool kit reference.  I'm a social 

worker and I feel like we overuse that, but let me just 

say the idea of having go to things under stress I think 



14

is really important and having it concrete is important 

for young adults in peer mentor roles.  The thing is 

what might you avoid and all be thinking thoughtfully 

about those.  

And finally this is another sheet if you want to 

open it up, a resource, how do you prevent supervision 

from becoming therapy.  This is something I continue to 

be fascinated with, that folks in supervisor roles are 

worried about this.  It can be like therapy.  I'll 

emphasize this.  

On many things I've outlined on this resource, it's 

between two people, you're sharing what's going on in 

your life, you're reflecting on your own personal 

experience as a young adult peer mentor and you're 

trying to understand what's going on?  What's not?  

Quality of our relationship, how might I engage 

differently to help young people make progress on their 

goals.  

But there's a couple of clear differences.  The 

goal for supervision are really around on-the-job 

success, around building psychological capital.  That 

matters, but it shouldn't be around goals of personal 

self-care outside of the office.  Although I think a lot 

of these greatly overlap. 

The key is the ability to bracket conversations.  
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The last thing on the resource, thinking through when a 

young person is in a peer role and they're talking to 

your colleagues about other stuff that feels really 

personal, and you get that gut feeling like you feel 

like that doesn't sound professional, you have to 

process it with maybe a supervisor or a colleague, 

figure out how you can talk about it with your young 

adult peer mentor and say, hey, it seems like you're 

really talking a lot about this and it seems like that's 

really something in your personal life.  

You have to have conversations about that because 

ultimately you want these young people to be able to 

speak in a sophisticated way and reflect on their 

current lived experience with life being a young adult 

because they're going to use it in order to inspire and 

support young adults that they're working with.  

So you don't want to shut down when a young person 

is struggling with someone in a peer mentor role.  I 

hate the word boundaries, but I want to say it's a 

conversation and making sure that you have folks to talk 

about it is so super important.  

So I want to pass this on to Jon Delman.  And if 

you do any work with building psychological capital in 

the workplace with young adult peer mentors, 

accommodations are not going to be something you are 
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going to have come up a lot.  

I don't know why people are afraid of them, but 

they're so, so important.  So Jon, want to pass this 

over to you so you can talk a little bit about your 

model which is easy to use but a process of negotiating 

reasonable accommodations. 

>> Jon Delman:  Good afternoon, Vanessa and thank 

you to everybody.  Over the next few minutes, I want to 

introduce you to this process through which we can 

address job difficulties that people are having such 

such as peer mentors and also generally how to improve 

performance for people with disabilities and otherwise.  

You can look at there will be a link to a chapter 

I've written about this.  For introduction, reasonable 

accommodations are changes you make in the workplace to 

help an otherwise qualified person to do their job 

better and support their disability needs.  

There are really -- and it really comes from the 

Americans with Disabilities Act as a legal aspect to 

this that kind of requires you to do this.  But the 

process being developed through the ADA hasn't been, I 

think, really effective, and I've used it in a lot of 

the work that I've done and I continue to use it in 

working with these young adults that I support in their 

work.  
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So there's really three aspects to developing an 

accommodation.  An accommodation is, for example, such 

as giving someone extra training beyond which they might 

ordinarily receive because they have some sort of 

learning difficulty.  Other common ones are reduced time 

in the workplace because they need more time for your 

mental health.  But there's whole list of them and they 

should be generated through conversation.  

And according to the law, it's not one party that 

decides what the accommodation is.  There's a 

discussion.  And here's the framework.  When do you take 

action as an employer?  Sometimes on occasion an 

employee will ask -- say they're having trouble 

on-the-job because of depression or some other 

disability.  You would enter into this process.  

Other times they'll ask specifically for an 

accommodation.  According to the law now if it's 

otherwise obvious that the person is having disability 

issues, it really is incumbent to help the person not 

only because of the law but because it will improve 

workplace issues.  

If you know an employee with history of depression 

and you can see they're struggling on the job, it really 

is incumbent on the employer to notice that and offer 

some support.  We'll get to that in a second.  
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So the reasonable accommodation standards are 

pretty straightforward.  The accommodation has to be 

reasonable.  That is it has to address -- if it's time 

off, it has to address an issue the person is having 

that will improve that issue so they can do the job.  

So if they are depressed and they're asking for 

like time off, you want to make sure that that's an 

accommodation that is reasonable and it will address the 

depression and the person will perhaps get some help 

with their depression during the time off.  Time off may 

not always be the best accommodation, but it can be and 

you want to discuss that with your employee to see if 

they can use the time to work on things.  

However, no accommodation should be an undue 

hardship on the organization.  So most mental health 

accommodations are about time, time off.  Not about 

building ramps or things like that.  

But sometimes a person may ask or say I need 3 to 

6 months off and you may be thinking I really need a 

peer mentor in that position during that time so we can 

serve our clients.  You may see that as an undue 

hardship because you don't have the peer mentor there 

and then you may want to enter into a negotiation with 

the employee to say maybe we you can take time off for a 

month instead of three months.  Maybe you can cut your 
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hours back.  But you don't have to offer something 

that's going to really interfere with the operations of 

the company.  

And there's also an aspect of evaluating the 

accommodation as you go.  I won't speak too much to it.  

It's in the chapters.  So the key takeaways for 

developing an accommodation is for a company you really 

want both employees and employers to understand how to 

prepare for a conversation on an accommodation.  These 

are five questions that I ask in order what the 

conversation might be.  

The first thing you need to do are what are the 

essential job functions.  You say what is the person 

struggling with?  It could be that they're depressed and 

not seeing as many clients as you'd like them to see.  

And you have to think about why is the person having 

trouble.  And either the person approaches you or you 

approach the employee and you discuss that, why are you 

having trouble not seeing so many clients?  They say I'm 

depressed.  I don't have the energy.  

So you say, okay, let's think about how we can 

handle that.  And with regard to the discussion, it 

could be time off, but we could give you some extra 

supervision, more structure, and make this job easier 

for you so you feel better about seeing more client.  
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It really is about the discussion.  Any 

accommodation could be valuable depending on the 

situation.  A type of accommodation might be supervision 

twice a week instead of once a week.  

It could be from another peer mentor and then you 

evaluate that.  But the key thing is you have these 

questions.  So either the supervisor or the employee can 

think through these and then approach the other person 

and say as an employee I'd like an accommodation.  It 

might be extra supervision.  I think that would help me 

with some structure and I would be better on my job and 

I'd see more clients.  

And then you have a dialogue about that in the tool 

kit.  There's rules for dialoguing and how to talk about 

this issue and then you establish the accommodation and 

evaluate it.  But the key point is when you're thinking 

about an accommodation, don't start with the illness or 

symptoms.  That will put you into a more therapeutic 

discussion.  It really needs to focus on job functions.  

And that's why companies and staff need to be 

aware.  If they're aware of the process for developing 

an accommodation, they'll be more likely to do that and 

understand the value of helping a person be as 

productive as they can on-the-job.  

Thank you very much.  
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>> Kathryn Swaim:  Thanks, Jon, so much.  I wanted 

to go to the final slide and also let folks know if you 

have questions, type them in the Q and A and also I 

think we can open this up for a conversation for a few 

minutes.  

>> Kelly English:  Great, hi, everybody.  This is 

Kelly English.  Thanks so much Vanessa and Jon for that 

information that's really practical and pragmatic and 

things that people can do today.  There's no necessarily 

special training or anything like that, right?  

So we have a lot of great resources and tools.  

Questions, type them on in.  There's one that's come in.  

How might you deal with peer mentors who are in need of 

hospitalization, a psychiatric hospitalization?  

>> Vanessa Klodnick:  Yeah, I think it would be 

treated as any employee.  Jon, do you want to respond?  

>> Jon Delman:  Yes, you need to think about what 

kind of accommodation you can offer a person.  The 

question is how do you know about it?  The person tells 

you they're hospitalized and I think it's okay to ask 

the person, you know, when can you come back to work?  

Because it's an undue hardship.  If the person is going 

to be in the hospital for six months, it might be not 

practical to hold the job for the person.  

But you want to try to negotiate with someone so 
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you can perhaps hold the job for them.  But it all 

depends on the if circumstances of the company.  If you 

have ten peer positions, you're more likely to be able 

to negotiate an accommodation for that person than if 

you just had one person full time.  

But you have to think how can I help this person 

continue to do well, but it may be that you may not be 

able to do that.  

>> Vanessa Klodnick:  Yeah, and I've work would 

young people that have been in young peer mentor roles 

that did have psychiatric hospitalizations and a lot of 

times I was able to contact the team how we could better 

be able to help the person and come back to the job.  

Also, recently an organization that I worked with in New 

York, one of the peer mentors had been homeless for 

about a month but didn't tell anyone and was really 

struggling.  

And that is one of these moments where you really 

want to develop a strong working alliance with young 

adult peer mentors so they do share what's going on.  

Without knowing that, there was performance issues about 

not showing up, falling asleep.  It was a mess.  

If that would have been known, there would have 

been some support.  What can we do for you?  You are on 

employee.  We have employee assistance.  And colleagues 
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of mine were like, oh, I would have never shared with 

anyone I was homeless.  

And I think that we need to think about what are 

the typical experiences of young people and we need to 

change some of our stigmatizing beliefs around that and 

maybe we should help our coworkers with things like that 

if it's getting in the way of their work.  

>> Jon Delman:  Legally, you really can't inform 

people that a person is out sick or out because of 

disability.  Out sick, not even the specific disability 

unless the person gives permission.  

So you know, it's a tough situation.  You 

sometimes -- regardless of disability, you have to tell 

someone that someone's out for a personal reason and you 

can't tell them much beyond that.  And just like any 

other person being out.  But the person may give 

permission being that it's a mental health thing.  But, 

yeah, it's just like any other person.  You generally 

don't share information as to why they're out.  

>> Vanessa Klodnick:  Great questions.  Really, 

really good.  

>> Kelly English:  So thanks, everybody.  We're a 

little over our time, but I invite you to e-mail Jon.  

His e-mail is up here on the screen and on the slides 

that you can download as well as Vanessa.  If you have 
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additional questions, we hope to see many you have on 

the upcoming supervision round tables where you can 

observe some mock supervision sessions.  So the 

registration is open now for those.  

And I think that's it.  We'll be posting this 

webinar with the regarding in the next couple of days on 

the knowledge center's website.  Thanks so much to all 

of you who have joined us today or been with us through 

all three, and thanks again to Vanessa and Jon for a 

great webinar today.  Thanks, everybody, and have a 

great afternoon.

(Webinar concluded.)

**************************

Kimberly Pruitt, FPR, RPR 


