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Lunch & Learn Schedule

1. Best Practices in Recruiting & Hiring 
(if you missed this, visit http://www.cbhknowledge.center/)

2. Navigating On-Boarding & First Few Months of 

Work 

3. Supporting On-the-Job Wellness & Utilizing 

Reasonable Accommodations 

(Guest: Dr. Jon Delman)

Promoting self-care & wellness processes

Accessing wellness tools, & services 

Keeping supervision from becoming therapy

Negotiating Reasonable Accommodations is a process 

Common YAPM Reasonable Accommodations 
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Key Resources for Integrating & 

Supporting YAPMs

CBH Website!
http://www.cbhknowledge.center/

Toolkit on 

Effective YA 

Peer Integration

YAPM 

Supervision 

Guide
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Psychological Capital: It’s a thing!

 Self-efficacy

 Optimism

 Perseverance

 Hopefulness

 Resilience

Psychological Capital is:

 a positive psychological 

state of being 

characterized by (Luthans

et al, 2007)

 a protective factor

 can be developed

Also, check out psychologist 

Susan David’s Emotional Agility
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Promote Psychological Capital through Self-

Care & Cultivating Wellness Community

 Self-care is a core YAPM Practice 

[http://www.cbhknowledge.center/yapm-promoting-

selfcare]

 Use reflective supervision to identify & mitigate on-

the-job stress. Teach, coach & role model on-the-job 

self-care. 

 Support YAPMs & their colleagues in developing 

strong working alliances to support one another

 Support identification, accessing, & development of 

wellness activities & tools for individuals & groups
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On-the-Job YAPM Self-Care Principles

 Although it’s called “self-care,” which implies 

“individual,” it’s really a systematic effort!

 All staff need to practice self-care & should 

have an on-the-job Self-Care Action Plan

 Needs to be part of supervision! Especially for 

YAPMs – address misunderstandings & 

frustration.

 Multi-level approach to self-care is necessary: 

daily & under distress

 Know signs of personal workplace distress!

See handout!
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On-the-Job YAPM Daily Self-Care 

Action Plan & Process

Daily Self-Care

 Workplace & 

Professional 

 Physical

 Emotional & 

Psychological 

 Social & Relational

 Independent Living

Explore

Activate

Engage

Connect

Empower

Evaluate

Need to address what gets 

in the way – & prevent this!

See 

handout!
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On-the-Job Self-Care 

Action Plan when 

Distressed 

Self-Care Tools Helpful (what to use) Harmful (what to avoid)

Calming Tools
What activities & settings help you to 

relax? Re-set? Center yourself?

When activities & settings make you 

agitated? Which might you avoid?

Positive Self-Talk 

Tools

What can you say to yourself to feel 

better? Any mantras?

What self-talk makes you feel worse?

Social Support 

Tools

Who do you reach out to for support? Who might you avoid?

Mood Boosting 

Tools

What activities boost your mood? What activities do you need to avoid 

when feeling down/sad?

Empowerment & 

Resilience Tools

What/who helps you feel empowered? 

Get through struggles? Helps you see 

your progress & big picture?

What/who makes you feel powerless 

to change your situation/feelings?

Adapted from: 
 https://www.ucalgary.ca/wellbeing/files/wellbeing/self-care-starter-kit.pdf

 https://schools.au.reachout.com/articles/developing-a-self-care-plan

https://www.ucalgary.ca/wellbeing/files/wellbeing/self-care-starter-kit.pdf
https://schools.au.reachout.com/articles/developing-a-self-care-plan
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Preventing Supervision from 

becoming Therapy

 Reflective supervision can look a lot like therapy, 

but there are differences

 Clarify that SUPERVISION is for Reflection, Self-

Discovery & Growth of YAPM on-the-job

 Learn to ask: Who is the sharing benefitting? 

What are we really processing? Is it/could it be 

work related? Is it something that’s getting in the 

way of work?

 If it feels personal & unrelated to the job, then 

suggest discussing outside of supervision 

meetings.

See handout!

Reflect in 

your own 

supervision 

about what  

supervision 

meetings 

feel like!
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Negotiating Reasonable 

Accommodations is a process

Reasonable 

Accommodations: 

Modifications or 

adjustments to 

ordinary business 

operations toward 

supporting a qualified 

employee with a 

disability perform 

essential job 

functions.

Documentation

Evaluation

Conversation
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ADA Reasonable Accommodations

 Taking Action

– Request; No particular communication method required

– “Other obvious” 

 Reasonable Accommodation Threshold Standards (Legally Required)

– Reasonableness: Will it address the issue, & the likelihood of 

doing so?

– Undue Hardship: Will the suggested accommodation put an 

Undue Hardship on the organization (productivity, quality, impact 

on other staff)? 

 Developing, Implementing & Evaluating Accommodations is an 

Interactive Process
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Personalized  Accommodations  Process

Part II.

Independent Preparation 

by employee and/or 

supervisor: 

• Review of questions

• Information gathering

Part III.

Co-party Interactive

Dialogue Elements:

• ADA rules of interactivity

• Principles of solution

focused negotiation

• Strengths/Needs analysis      

Part IV. 

Establish RA

• Implement RA

• Monitor & change as 

needed

• Evaluate process

Part I. Questions to be addressed in this order: 
1. What are the job’s primary functions/tasks? 

2. What primary functions/tasks is the peer is having difficulty with?

3. What are the challenges & barriers to successful execution of functions/tasks?

4. What type(s) of accommodations may help peer to perform these functions/tasks?  

5. What is the most effective and reasonable accommodations(s)?

 ©  Jonathan Delman 2012 All rights reserved 
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Staff Awareness of Opportunities 

& Responsibilities

 Company-wide use of Effective & Efficient RA Assessment Process
• Clearly & structured- forms
• Focus on process of interaction & information assessment, while 

lowering emotional content and blaming

 Providers need to educate/train staff on the American with 
Disabilities Act (ADA), particularly the concept & practice of RAs

• Supervisors have confidence to address rather than ignore
• Bring up in supervision at least quarterly

 Transparency in RA Request & Assessment Process 
• Clear to all staff
• Many young adult peers would rather stop showing up to work 

instead of discussing on-the-job struggles 
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Common YAPM Reasonable 

Accommodations 

 Lkdasflj

 Aldfjk

 Alkjdfj’

 Flexible scheduling of work hours to accommodate 
appointments, work/school, child/elderly care responsibilities

 Extra training & check-ins

 More intensive individualized supervision to divide large 
assignments into smaller steps

 Not working with all clients or participating in all activities

 Reduction of paperwork requirements

 Reduction of distractions in the workplace

 Using public transit instead of driving with clients 

 Safety accommodations, e.g., not meeting alone with a YA 
client



If you have questions, comments, or ideas, please email me at: 

Vanessa.Klodnick@thresholds.org

The following will be made available on the CBH website: 

1) Accommodations Process with questions to guide effective 

negotiation

2) Self-care & on-going evaluation plan 

Join me again on 4/11/19 for the first part of a new 3-part series!

Online & Live Young Adult Peer Mentor Supervisor Round Tables
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Questions?
Thank you!

mailto:Vanessa.Klodnick@thresholds.org

