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PROCEEDINGS



		>> KELLY ENGLISH: Hello, everyone.  This is Kelly English from the Knowledge Center at CBH.  Thank you for joining us.  We'll be getting started in about five minutes.  While you're waiting, you can go ahead and download some of the resources and handouts in the -- that are available, as well as click on the links to register for some upcoming events, including the March 14th Lunch & Learn, so we'll be getting started soon.  Thanks for joining us.  
	(Short break)
		>> KELLY ENGLISH: Good afternoon, everyone.  Welcome, and thanks for joining us today.  I'm Kelly English from the Children's Behavioral Health Knowledge Center at the Massachusetts Department of Mental Health.  Happy Valentine's Day, everybody.  We hope you enjoy the Navigating On-Boarding & First Few Months of Work.
	Before we get started, a couple of reminders and announcements.  First, we are recording today's webinar, and we will post the recording along with the slides and the handouts on the Knowledge Center's website.
	If you missed our first Lunch & Learn on Best Practices in Recruiting and Hiring Young Adult Peer Mentors, there is a link in the slides as well as in the handouts, also on the website, under the Webinars page, you can link to it.
	Registration is open now for our third Lunch & Learn on March 14th on Supporting On-the-Job Wellness and Utilizing Reasonable Accommodations, again with Vanessa Klodnick, with special guests Dr. Jonathan Delman.  You can see the link here up in the pod, so you can click on that to register.
	And also of note is registration is also open for the three-day training that is for young adult peer mentors themselves, so not for supervisors.  This is for folks who are working as young adult peer mentors or therapeutic mentors who want to use their lived experience in their work, so that's a three-day training that's starting in April.  That will be down in the new Bedford area, so if you have young adults that work for you, we'd invite them to participate and register for that training.  So the link is up there.  And I think that's it.
	Take note too of the many resources and handouts that are up here.  That are all posted in the center's website, but you can download them, in addition to today's slides, by clicking here in the -- the Resources and Handouts pod and download those to your computer.
	So at this point, I'm going to turn it over to the Vanessa Klodnick from Thresholds, in Chicago, who's been our expert trainer and coach for young adult peer mentoring supervisors.  She's also the developer of a guidebook for supervisors of young adult peer mentors that you can find on the Center's website under the Resources and Tools page on the Young Adult Peer Mentoring Practice Profile, so I'm going to turn it over to Vanessa.  
	>> VANESSA KLODNICK: Thanks, Kelly.  Hi, everyone.  I'm super excited about this Lunch & Learn because it really does touch on some of the things that I think are most exciting about integrating young adults in peer roles into your agencies and supervising them and supporting them so that they're super successful on the job.
	Today we're really going to focus on the onboarding process.  I'm trying to move forward, and it's not moving forward.  Oh, okay.  Great.  Perfect.
	So we're going to be focusing on onboarding.  One thing that -- just to reinforce what Kelly just said is there are some awesome, awesome resources that are on the CBH Knowledge website.  I really want to point you to the Toolkit for Effective Young Adult Peer Integration.  This focuses really on how agencies can be thoughtful about changing their systems, their policies, their practices as a whole to really better integrate young people in peer mentoring roles.  And then I'd like to highlight the Young Adult Peer Mentor Supervision Guide that a lot of what I'm going to be talking about today and in our next Lunch & Learn that builds on that work is really trying to create practice around effective supervision and ongoing professional development so that young people in peer roles can really thrive.
	Can you move it one forward, please.  Thanks.
	So one thing that's important is to be thoughtful about there needing to be an onboarding process for young people in peer roles, and this really comes from years of when I've been a young adult, peer mentor supervisor, and then consulting with folks across the country, is the need for really thoughtful coaching and reinforcement of some key and core competencies that are expected of young people in peer roles, and specifically, I've created this checklist, and so this is one of the available handouts that's available to you you can download, and what it is, it's a suggested list of topics that are really important to cover when you are early on in the process of onboarding young people in peer roles.
	What's most important about this -- and this is not doctrine and not required, and it's really for you to use it to fit and complement your own agency's practice with onboarding any employee, but it's to be really thoughtful about the practice of reflection, the necessary element of being successful as a young adult peer mentor, you have to be reflecting on your own growth, you have to be thinking about what am I learning and what am I doing, and what I love about Massachusetts is that you all already embrace and love -- oh, I love that we're on like a love kick since it's Valentine's Day, we love the idea of reflective supervision.  That as a practice of not jumping to solution solving work is what is my role in this, what am I learning, what am I feeling about this?  Helping young people in these roles do this is maybe new to them, or maybe they've only done it through therapy, right, so figuring out how can we do this to help a young person grow by using reflection.  It also plays a role in notes -- in writing notes.  We're going to have a little chat about that today as well.
	But quickly, just some of the most important things to think about in early onboarding, definitely in the first week and even the first day, is being thoughtful about professionalism, and if you see me train or have seen any of my webinars, I love to talk about professionalism and how young people in peer roles inherently are going to disrupt our notions of what it means to be a professional in your workplace at your agency, and we want them to.  We want our systems and our practices and our cultures to become more attuned to transition-age -- transition-age youth culture, but that being said, when a young person starts at their job being a peer mentor, being really concrete of the expectations of behavior, of communication, of dress, and not to make any assumptions about this because what happens and what I've seen and what I've actually experienced in my own practice as a supervisor, if this goes unaddressed, what will happen is a few days later, you'll have colleagues that are coming to you and be like, what's going on with that young person, oh, they're unprofessional, and already you've set that young person up to fail with building strong working alliances with their colleagues.
	And so helping a young person understand the basics of basic professional, what is the culture here, how do we communicate, so, so important.  One big thing, how do we write emails, do we respond to emails, things like this that we might just assume that our new staff understand -- any new staff, this could apply to any new young adult in any professional role at your agency, really helping to understand what is the expectation around communication, behavior, and dress.
	Another thing that's really, really important is that young people learn what their role is, and so last Lunch & Learn we talked a lot about -- or I did, I talked a lot about what is the role and what's the benefit of it?  Well, as a supervisor and as an agency, we have awesome, awesome, awesome resources in Massachusetts.  Being able to access the Practice Profile and understand what are the core practices, this is something that needs to be built in to training ongoing supervision practice and professional development for your young adult peer mentors.  Definitely become acquainted with the Practice Profile, and there's a link right on here in this screenshot that's on the screen.
	Also, something that I think is really important, we'll talk more about this next month, is around the bonding with colleagues.  Do not underestimate the importance of those early introductions, and we're going to talk a little bit today about ways to really foster bonding, but that is just so, so important.  I don't think that that's necessarily the first thing we think about when we're onboarding, but it should be, especially for this role.
	And then today we're going to talk a little bit about bio and elevator speech, and that is really getting at helping young people in peer roles understand who am I, who am I bringing to the job, how do I want people to see and understand me?  So, so important, and arguably important for anyone in any new job, but very important because for young people in these roles because they have to use who they are every day in their work.  They bring themselves to work.  I'm going to talk a little bit about that and some activities that you can use at your agency to really foster the development of that who am I and what do I bring to the job.
	One thing is really introducing what supervision is and helping folks to really understand that because sometimes people are like, wait, what, what is this?  You want me to bring when I'm struggling to my supervisor and, huh, I have to reflect on it, and how is that not therapy, right, like how is that not, and being really clear how it is and how it isn't.  In my guidebook I have a section on that that I think is powerful.  There are contexts on what that looks like, but if you're doing reflections on supervision, it will have lots of similarities of what you're doing in a variety of therapy modalities.
	Something that's not on here, and I'm kicking myself, is safety.  I hope people looking and listening to this on the slide is where is safety, and safety is so important and should be the first thing.  People are going through a staff orientation where they're talking about HIPAA and confidentiality, do not underestimate reinforcing and reinforcing these often.  You cannot onboard a person, mention safety once, and expect people to remember that's the protocol, that's how I deal with that.  I try to train people to feel their gut, if something feels wrong, report to your supervisor as early as you can so we can get protocols in place, and recognizing safety and be very aware of those.  With young adults, lots of safety concerns in the practice in general.  We're going to talk a lot about wellness this week, and we already mentioned emails.
	I want to move into Week 2 and just highlight a couple of things that I think are important.  Oh, if you could stay -- go back one slide again.  Thank you -- is really being thoughtful about -- and I call them sticky situations, but helping young people orient to what those might be, the moments where ne feel uncomfortable, they feel like, wow, that feels wrong, wow, that makes me feel icky, and how to manage these and really recognizing that they're tricky for anyone to manage, even the most skilled, skilled clinicians out there, but helping young people recognize like, oh, I should bring those to supervision, I should bring those to my team, so, so important.
	And the other thing is, is observing.  So observing colleagues doing their work.  If you have a strong peer workforce and therapeutic mentors that young people in peer roles can really watch, have them watch, and while they're watching, have them be thoughtful about reflecting and reinforce having exercises after watching folks doing practice reflecting on what did I watch, what was the problem being addressed, what did the staff person who I was observing do, how did the person react, and then what was the outcome of that, right, so writing SOAP notes could be done immediately, and I would suggest doing that as soon as possible, and I have a slide on that coming up.
	Okay.  Next slide, please.  So one thing that's incredibly important, and this -- I hope that folks don't roll their eyes and they're like, oh, here we go, we're going to talk about the Therapeutic Alliance or the Working Alliance, and no duh, it's important, but for this work, I think you could have the best training and ongoing professional development activities, but if you don't have a strong Working Alliance forum between your supervisors and your young adult peer mentors, your young adult peer mentors and their colleagues, and your young adult peer mentors and their mentees and the families and the folks they work with in the communities, you're shooting yourself in the foot.
	I want you right now to take a moment and think about someone you work with that you actually don't work well with.  Think of that person, get them in your mind right now, and think about to what extent are you truly, the both of you, aligned in your goal, your vision?  How shared is your vision of the work that you do?  Are you always working towards the same goals?  Why or why not?  Think about that, right.
	Now I want you to keep that same person in your mind that's really hard to work with that person and think about the extent to which the tasks, the practice, the actual what you do, what they do, what do they do to reach that vision, what do you do to reach that vision, how aligned are those things, how disaligned are they?  Why, right, and then think about the bond.  Is there trust there?  Do you feel close to that person, they feel close to you?  I cannot tell you enough about the value of the Working Alliance as something to orient young people in peer mentoring roles to, that these things matter, that together the only way a young person in a peer role is going to be able to partner with the young people they're mentoring and come up with shared goals and work together is through having shared vision, vision that makes sense for both, and having shared practice, what are we doing together.  It's so, so important.
	I think it's such a crucial and essential thing to think about, and it's kind of big, it's kind of theoretical, but breaking it down and really examining it is something I think is really important for practice.
	Next slide, please.  And why I think this is important is because one of the number one things that comes up across the country is how do I help young people in peer roles maintain healthy relational boundaries?  How do I help them not cross the line and be unethical and have problems, and then how am I going to deal with that, and what is the risk and liability of that?  
	So something I want to you think about is moving the -- the shifting away from avoiding boundary violations to fostering strong working alliances and being truly on the same page, in vision, in task, and practice, and with bond, that we do trust each other and we are working toward a shared vision.
	I have a handout that if you've pulled open the handouts, it's called "Examining your Working Alliances."  This is my favorite activity to do.  I do it with all sorts of groups, too.  It doesn't have to be with people with lived experience at all, but really thinking about, you know, you could pick that person I had you just envision that you struggle with or you could pick your supervisor, you can pick someone in your personal life, and really thinking about, you know, that relationship and that alliance.  The notion of alliance, I think, is really powerful too.  We want young adults in peer roles to be thinking about my alliance with the young people I'm mentoring.  I think that's really powerful.  I also think it shifts away from the notion of relationship, which we all have the heebie-jeebies that it's going to be a boundary violation.
	In this handout, it really makes you think about the exercise I did around goals and bonds and tasks but to dig into can I be my authentic self.  If I'm a supervisor of young adult peers, to what extent can I be authentic with my young peers, and how genuine can I be, why or why not, am I more genuine with others?  Why.  If I'm a supervisor, an administrator at an agency, do I have empathy with my staff, do I relate to them and understand what they're going through, do they have empathy for me?  These things matter for alliance building.
	And the one that makes people's toes curl is companionship, but to what extent are we companions.  This work is hard, and one way to prevent about stress and burnout -- and I'm going to get into this next month -- is really being thoughtful to the extent that I feel that I'm part of a team and people have my back and I'm in it with others and I feel supported.  We know from research that young people in peer roles, when they have a good strong working alliance and they feel like their supervisor has their back that they thrive in the job.  We have to figure out how to really support that.  And so using this exercise every once in a while in your supervision practice can be really powerful.
	Next slide.  So one thing that's important as an agency administrator or as a supervisor is you might be like, okay, so that's great, you just helped us examine our working alliances, cool, but then what do I do, like, how do I really, you know, improve these, and one thing you can do for this role specifically is role clarification, not just -- well, first starting out with how do I clarify what it is that young people in peer roles do.  We have the Practice Profile to lean on.  We can lean on those six domains, six core practices, but what does that look like in my agency day-to-day and what does it look like for a young adult in a peer role to partner with a colleague or even partner with me as a supervisor or agency administrator?  
	Then I think administrators and supervisors need to educate the agency at large, the clientele, the families, the community about the value of the young adult role, what it is and the value, the benefits of the role.  Young people in peer roles can do this, but I don't think they should be held accountable to do it only as something that they have to do.
	You also have to really promote sharing, supporting mutuality and strategic sharing with one another, and have I a couple of slides on this coming up of activities of how to do that, and then bonding, which I'm going to get into really next month.
	Next slide, please.  So in relation to having relational boundaries being something folks are always, oh, how do we help young adults in peer roles manage those, the other big thing is how do we help young people in peer roles be effective at documenting, how do we help them write a great SOAP note, and this is in the onboarding process, doing lots of observation, shadowing, shadowing folks, then reflecting and thinking, just as I had said before, about what is happening, what did I observe, and being able to write that, to articulate that.  I know folks in my personal life and professional life that struggle with this, really helping to hone in on it's not just about providing support and being a role model, it's also about being able to reflect on that and capture it because we need to really bill effectively to keep our doors open.
	So in my guidebook, I have what you see on this page, it's this really helpful way to help coach young people in peer roles to write effective SOAP notes.
	Next slide, please.  One thing that I've mentioned a little bit that's important in the onboarding process is really coaching people -- young people in peer roles to think about who they are on the job and what is their professional identity, and one way to do this is early on in training reinforcing who is it that defines who you are on the job and who decides what to share?  Young people in peer roles decide, and one way that you can do this is -- it's another handout that I have attached is -- it's very simple, but building your own identity through bio building, right, like what is my bio, how do I introduce myself, and so what's in this handout are some questions, and they're reflective questions, right, so this is going to help your young people in peer roles grow, by thinking what am I good at, what am I passionate about, what do I do to help improve the lives of the young people I work with, how have people responded positively to me, what impact have folks seen, and how do I impact my team and my agency?
	Doing this exercise every three to six months is so much fun, especially it's really fun to reflect back on how you understood yourself and who you were on the job three or six months ago or a year ago.  As a supervisor, it's a lot of fun to do these, but they're also really helpful because, guess what, young people in peer roles could use that with the mentees that they're mentoring and bring that to them and be like, this is really important to do is be thinking about how are you, because guess what it means to be a transition-age youth.  It's about development.  Really doing this ongoing is important.
	Next slide, please.  Also something I think is really amazing, there's a literature out there about what it means to role model.  We also have within the Practice Profile one of the core practices is role modeling, so you can go to the CBH website, check that out, but something that's really important is what does it mean to be a role model, and this is something that you could introduce into your supervision practice.  It's really fun in group supervision to talk about, like, how do I demonstrate passion because that's what it means to be a role model, you're passionate about something, you have a clear set of values, you have a commitment to your community and your work, you accept people.  Like, how do you do that?  And you have an ability to overcome obstacles.  This is not storytelling.  It might be, you might share a story that helps someone understand, but this is the essence of who you are, who you bring to the job, and so figure out how to do this and how we captivate or cultivate, really, young people in being strong role models is through these things.
	So when you're onboarding, being really thoughtful about what are the expectations, and this goes back to our first Lunch & Learn, how do you screen for these things, how do you get young people in peer mentoring roles that really embody -- that can really demonstrate these things because those are the young people that are going to be relatable, that are going to be really good at engaging young people with mental health challenges.
	Next slide, please.  As an activity to really reinforce bonding among your team, among young people in peer roles, among folks who are nonpeers and who are not young adults is to use this exercise that comes out of the business world.  This is simple social networking, using the acronym FORMAL.  I love this, it's simple, but we don't always have to be talking about deep, deep stuff, we can be talking about who we are, who's our network, who are we most close to, what do we do, who do we care for?
	What's our occupation, what's our dream job, what do we love about our job, what do we hate about it?  
	Recreation, what do we love to do, what is life giving, what are we into, what motivates us?  
	The other thing to talk about apps, tons of people have apps on their phone.  It's a great way to start conversation.  One thing important to reiterate, young people in peer roles, we cannot make the assumption that they just know how to engage someone really well, and by giving them acronyms like this and training on this and reinforcing this in supervision is so, so important, but also to do this with all of your colleagues, right.  How do I get folks bringing who they are to the job, because that is how you create a space that makes young people in peer roles thrive.  Some people are able to be their authentic self as much as possible.
	Next slide, please.  And this is something -- this is a very simple slide.  I use this for a bunch of different exercises in supervision, but typically I use it as, like, well, who am I today?  How do I share my mental health story?  How do I -- who do I identify as, right, and what comes to mind first, right, and is that comfortable to share at work or not and why?  Right.  How do I want people to understand who I am, what part of my cultural identity, my social network, what am I passionate about, and how does that intersect with the professional identity I am bringing to work to motivate, to relate, to engage young people, right, and to do this you have to reflect a lot, and this is around storytelling, but it's really about building the shareable identity and who I am on the job.
	And I say this -- this is a holistic, of course, approach to understanding someone who is on the job, but weaving this into supervision is so important.
	Next slide, please.  And finally, I'm going to list my last tool, what to share with who and when and why and how.  This is a really powerful tool.  Feeling comfortable about sharing your private life at work, which, to some extent, we're asking young people in peer roles to do on a daily basis,  is something really important to bring into your training, your supervision practice, and this activity really pushes folks to think about what you're willing to share or not share, how you use strategically pieces of yourself in your work, and maybe what do you keep out of your work, right, what are the topics that you're just never going to share with anyone, but maybe there's some things you might up sharing with some folks, maybe not now but maybe in a year.  Then you share something and go, nope, never again, that didn't go over well, and you process why, why'd that happen, what was that like for you?  
	One thing that's really important, and I want to end with this because we only have a couple of minutes and I want to open it up for questions, is around supervisors are required -- this will have to do with job wellness, we're talking about this next month, but microaggressions, hearing your staff, hearing your young mentors when they say to, that made me feel really uncomfortable, and not dismissing it, listening, really, really listening, because in these roles, young people are excluded, they do experience discrimination, and we don't want harm to come to people who are bringing themselves to the job as part of their job, so we're going to talk about that next month more in detail, but just really, really important to be open and to really be listening and not dismissive of the discomfort that young people will experience.
	And so last slide.  I'd love to open this up for questions.  If you have comments or ideas or things that you're like, wow, that really struck a chord with me, please, ask a question in the chat box.  We have a couple of minutes left.  It would be great to get some questions.  And also to let you know that next month I am going to be joined with Dr. Jon Delman, who's going to talk a little bit about his reasonable accommodation process, and I'm going to talk a lot about wellness and cultivating wellness and psychological capital on the job but also, then, how do you negotiate very informal and more formal reasonable accommodations in these roles.  
	>> KELLY ENGLISH: Great.  Thanks so much, Vanessa.  Just to remind folks too, the registration is open for March 14th.  The resources and handouts that Vanessa mentioned today are all right here, right up on the screen.  You can click on the pod there.  There's a little box with some lines and a little arrow.  You click on that, and it will let you download them all to your computer.  They will also be available on the Knowledge Center's website.
	So, Vanessa, there's one question about, what are the ideas and expectations for young adult peer mentors and mandated reporting requirements?  
	>> VANESSA KLODNICK: I love this question.  I love it for so many reasons, I'm going to make sure that we have a piece at the next Lunch & Learn as well as we're going to have a series of supervision sessions where you all can watch me supervising a young pepper with lived experience, and we're going to have this definitely be a -- person with lived experience, and we're going to have this be a theme with it.  So your coached staff, so whatever your basic reporting is, your requirements at your agency, that is going to be what would be the standard of practice for this young person, but I will tell you that I have had to really help young people navigate what should I bring to supervision in the team versus what should I not?  Really, really interesting, and we're going to make sure to have this a big conversation topic on those future learning sessions.  
	>> KELLY ENGLISH: Great.  Thank you.  And I'm seeing from one of my colleagues that the training registration link for the Core Elements training isn't working up here on the website, but if there are folks who want to participate in that -- and that is just for young adult peer mentors, you can get in touch with my colleague.
	Let's see.  So I think we lost our connection here for some reason or it's not -- oh, all right.  Okay.
	Last question before we sign off because we're a little bit over time.  What might you tell other staff about young adult peer mentors -- peer mentoring if they're having concerns with their behaviors or if they're uncomfortable with this new role, as it may be different from what they are used to?  
	>> VANESSA KLODNICK: That's interesting.  I think that if it's coming from it's staff that are concerned, if your colleagues are concerned about the behavior of a young person, that is something to explore and examine together with that person.  We'll definitely have -- I don't want to say that we're going to work on this in the future, but we are.  This comes up a lot where your colleagues are going to be like, wow, that Young Adult Peer Mentor is super unprofessional, I did not like that, that was not okay, and you're going to have to take a step back as a supervisor or colleague or administrator, if you're hearing this, and think like, okay, well, what was actually happening, right, and try to understand it, from the perspective of a young person really trying to be relatable and trying to help a young person given their lived experience and what they've learned about the role and how they're supposed to intervene and not jumping to conclusions like, oh, we have to, you know, have some kind of intervention to fix this young person's behavior.  Sometimes we have to change the way we intervene and work with young people; however, that being said, if it's about the Young Adult Peer Mentor themselves and they feel like they're concerned about their own behavior and their own capacity to do the work, that is also something that's really not -- I mean important, and bringing that to supervision and having that be something, well, like, what do you want to work on and how can we work on these behaviors together, you know, and being on the same page, I think I cannot stress this enough.  It's about both the young person in the peer role and the supervisor really being on the same page of what behavior needs to change and why and how we're going to change it. 
	>> KELLY ENGLISH: All right.  So thanks so much, Vanessa, and to all of you for joining us this afternoon.  Again, happy Valentine's Day.  All of the resources, including the recording for today, will be up on the Center's website, so thanks, and we hope to see many of you back here on March 14th.  Take care, and have a great afternoon.  

