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Hi!

My name is Vanessa. I’'m a clinical social
worker turned social science researcher. The
most rewarding work | have engaged in thus
far in my career has been developing,
implementing & supervising young adults in
peer provider roles in a mental health
treatment setting. What I’ve learned first
through my own experience as a supervisor
(& later through conducting research of
peer support) is:

“Good” supervision is critical for
young adult peer success.

This guide aims to specify what “good” is (in
principle & practice) so that providers &
supervisors can develop the necessary skills,
tools, & supports to provide effective
supervision to young adult peer mentors.
The fundamental principle that both
providers and supervisors must deeply
understand, buy-into & ardently support is
that “good” supervision is really about
development.

Developing Young Adult Peers
requires teaching, coaching,
reflecting, & problem solving in
strong partnerships between
Supervisors & Young Adult Peers.
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This guide is most beneficial to supervisors of
Young Adult Peer Mentors, but may be
valuable to others (e.g., young adult peers,
provider administrators, Family Partners,
supervisors of adult peer & non-peer staff).

Mental health providers & Young Adult Peer
Supervisors must see themselves as
investors in the development of a new &
exciting workforce that is going to shake up
the way we think about engagement &
service provision to transition-age youth
(TAY; ages 14-26 years).

Here’s my theory:

= Supports self-

exploration
* Examines relationships Increased
. Young Adult
= Teaches new skills
Peer Mentor
= Processes on-the-job on-the-job
experiences effectiveness
= Uses strategic ~ cenerates
storytelling Improved
= Supports on-the-job Q“a'l'(ty_:f
wellness Wor '-_' easa
Supervisor
= Reflects on self &
progress
= Co-developing solutions
3



First, the activities in this guidebook directly
expand on information provided in the
“Toolkit for Effectively Employing Young

Adult Peer Support Workers.”

Effectively Employing Young
Adult Peer Providers: A Toolkit

Sooathon Osman, P10, 20, MPH
Vit Virti ea Ko, PO, LCSW.

‘1' % .
PR s e

This toolkit is publically available at:
http://umassmed.edu/globalassets/t

ransitionsrtc/publications/effectivley

employingyoungadultpeerproviders
a_toolkit.pdf

Chapter 6 of the toolkit is specifically
dedicated to supervision. If you have not
read this toolkit, please do! It will enhance
your understanding of the many necessary
elements that need to be in place within an
organization to ensure Young Adult Peer
Mentor success. Providing “good”
supervision is just one piece of supporting
YA Peer Mentors to thrive on-the-job. Areas
addressed in the toolkit include how to:

= Establish a supportive organizational
culture

= Preparing & engaging non-peer staff

= Hiring & training young adult peers

= Addressing significant job difficulties
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Second, this Guidebook aims to reflect the
Young Adult Peer Mentor Practice Profile
(http://www.cbhknowledge.center/young-
adult-peer-mentoring-overview/). The
Practice Profile was developed in partnership
with young adult peers & provider staff
through the “Success for Transition Age
Youth” (STAY) project. The Practice Profile is
comprised of six core practice elements that
define the YA Peer Mentor role:

= Practicing Cultural Responsiveness

= Building Relationships & Collaboration

= Supporting Young Adult Vision & Goals

= Role Modeling

= Promoting Self-Care

= Demonstrating Safe, Professional &
Ethical Behavior

This Supervision Guidebook is organized
around these domains to support & reinforce
supervisor familiarity & use of the Young
Adult Peer Mentor Practice Profile.

Next, guidebook content evolved from my
work in developing online trainings for Young
Adult Peer Mentor Supervisors. These
trainings can all be found here:
https://www.cbhknowledge.center/yapm-

supervisor-tool-kit.

Finally, this Supervision Guide is ALIVE.

It will be updated as we learn first-hand from
Supervisors about the kind of guidance
needed to effectively supervise Young Adult
Peer Mentors. I’'m excited to develop new
ideas, activities, & processes through
providing training & facilitating online
learning collaboratives with Supervisors.
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This guide is organized by Young Adult (YA)
Peer Profile Practice Domain. It starts with
an overview of the foundation for best-
practice in supervision. This section is filled
with “reflection” icons (see icons on the
right). Then, the following sections include
exercises & activities that can be used in
supervision meetings in order to support YA
Peer Mentors in thriving on the job!

Have fun.

Be vulnerable.

Share a little about
yourself.

Don’'t try to “change” YA
Peer Mentors too much.

Balance direction with
reflection.

Keep an open mind.
Process your experiences.
Be real.

Laugh.

July 2019

Personal Reflection

Activity

It is essential that you as a supervisor start to
have fun in your role! You may be thinking,
what on earth is she talking about? But let me
tell you — supervising YA Peers is FUN —if you
embrace the principles & practices proposed
in this guidebook. | personally believe that
FUN is the missing piece in the transition-age
youth service engagement puzzle we are all
trying to solve.

Get ready to be a mover & shaker! You
are going to grow as a supervisor & as an
individual as you supervise YA Peer Mentors.
These young people are going to challenge
much of what is deeply ingrained in us & our
agencies. And, supervisors need to actively
reflect on this & partner with YA Peer
Mentors to change systems, policies,
practices, & agency cultures that are
incongruent with transition-age youth culture
& development.

It’s not your job as a supervisor to turn YA
Peer Mentors into therapists. Resist this urge!

Now, get ready to reflect! Iit’s important
to examine your supervision practices
regularly! Have fun!



Before effective supervision can begin,
supervisors are often responsible for recruiting,
hiring & screening young adults for peer roles.

What characteristics & experiences make
a great young adult peer mentor?

= Has a resiliency story of mental
health struggles in adolescence &
young adulthood that use to inspire
and support others

= Bring themselves to the job & can be
as authentic as can be without being
unprofessional

= Loves working with youth & young
adults

= Patient, Flexible, & Creative
= Eager to learn, self-reflect & grow

= Able & willing to communicate in a
way that youth understand, including
texting

= Engages with initiative. Goes to
youth, doesn’t “wait for” youth to
contact them.

= Does not take youth actions
personally; can focus on youth
experience & not their or the youth’s
personal “failure”

= Desire to work with family &
whoever youth identify as supportive

Recruit & hire Young Adults in
Peer Roles who can relate to
TAY & who TAY can relate to.
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Partner with Human Resources!

Meet in person with your HR contact to
review YAPM job description & strategize
recruitment! Clarify lived experiences of
value, including youth mental health
struggles & system experience. Consider
who your clients/youth participants are &
what characteristics & life experiences they
have had. Peer can mean many different
things. Your goal is to clarify the ideal
candidate to your human resource partners.

Explore any agency job exclusion policies
related to education attainment,
experience, & justice involvement. Many
successful young adult peer mentors have
histories of education disruption and justice
system involvement, as well as, lack
experience in professional roles. Hiring
practices may need amending in order to
hire young adults in peer roles who really
have the shared lived experience of youth
and young adult clients.

Inquire how & where openings are posted.
Recommend different communities &
venues for marketing the young adult peer
mentor position. Consider other mental
health agencies, organizations that serve
youth & young adults, & training programs,
colleges, & universities.

See the young adult marketing strategy
checklist on the next page, followed by
marketing blurbs & candidate screening &
interview questions.



YAPM Role Marketing Strategy Checklist

FACT: You will likely not find YAPM candidates on recruitment websites your agency typically uses.

Important Marketing Steps

v Develop clear job description that makes sense for your context. Have young people review this; revise
based on their feedback.

v" Develop brief descriptions of role for various online audiences & posting contexts. Have young adults
review; revise on their feedback.

v" Partner with HR; meet in person to review job description & qualifications

(\

Post on social media sites; encourage staff to share the role.

v"Inform as many staff as possible about new role. All staff are recruiters! Meet with staff in person to
answer their questions; follow-up with email they can forward on.

v" Partner with local groups & institutions — get out of the office!
o Leverage all community connections, lean on leadership!
o Find & connect with peer & advocacy groups
o Find & connect with Supported Employment & Vocational Training Programs
o Certification programs, colleges, universities, & treatment providers!

v If possible include online screening question: “Why would you be a good mentor for youth & young
adults with mental health challenges?”

v Help HR review resumes & cover letters to make sure that you are attracting the right candidates.

v" Meet with HR to evaluate this process

Example Peer Mentor Recruitment Blurbs
Aduvice:

e Balance what the position is with qualifications

e Clearly state the importance of having lived mental health experience & willingness to share personal
story with youth & young adults

e Tailor for your specific setting. Add info about context (e.g., clinic, drop-in center) &young people (e.g.,
system-involved, homeless, pregnant & parenting, recent onset of psychosis)

Super Short: Have a personal mental health journey that is inspirational? Want to mentor youth & young
adults to help them reach their goals? Apply here!

Short: Have a mental health journey is inspirational? Enjoy spending time with young people ages 14-21? Want
to use your own mental health journey to validate young people’s experiences and help them reach their goals?
If this sounds like something you or someone you know would be interested in, please contact us!

Medium: Have a mental health journey that will inspire youth? Enjoy role modeling, mentoring, and
coaching? Like planning social activities that bring young people together? Apply for our young adult peer
mentor position! We are looking for individuals with at least a high school diploma and some employment
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experience. Peer mentors meet with youth & young adults in the community to validate, inspire and support
personal goal achievement. If this sounds like something you or someone you know would be interested in,
please contact us!

Long: Enjoy connecting with youth & young adults? Have a personal mental health journey? Enjoy role
modeling, mentoring, and coaching? Like the idea of advocating for youth voices to be heard? Apply for our
Young Adult Peer Mentor position! We are looking for young adult peer mentors who:(1) have completed high
school and who also has some employment experience; (2) are mobile (able to travel to meet with clients in the
community); (3) are flexible with their time and can commit to the position for at least one-year, and (4) enjoy
working with a team where they will continually be learning through training and on-the-job coaching; and (5)
want to share their story to inspire and provide support to youth & young adults. If this sounds like something
you or someone you know would be interested in, please contact us!

Interviewing YA Peer Mentor Candidates

Basic Guidelines:
v" Review the job description with the candidate

v" Advise the candidate that they must be able to talk about their recovery
v" Make clear that it is essential that the candidate be able to serve as a role model
v

Ask about prior work history

Questions to Ask:

e Why are you interested in being a peer mentor?

e  Why do you think you will be a good peer mentor to young people with mental health challenges?

e What makes you relatable to young adults with mental health struggles?

e What does peer mean to you? What does mentoring mean to you?

e This job requires sharing some personal experiences when it makes sense, what do you think about this?

e What personal life experiences might you share that will validate, motivate, inspire and support young
people as they navigate their transition to adulthood?

e How will you engage young people? What ideas do you have for activities to engage young people?

e What have you learned through your own use of services that might be useful as a peer mentor?

e Canyou tell me about a time that you experienced conflict with a coworker? How did you handle it?

e What are your personal goals? How is this position as a stepping-stone to your long-term career goals?
e Asa peer mentor, how will you maintain healthy relational boundaries on the job?

e How many hours a week would you ideally like to work? What about nights and weekends? Are you
employed elsewhere or going to school? Will you continue with these commitments?

e  Working in community mental health can be stressful at times. How will you remain resilient on the job?
What do you do to manage stress? How might you model this for young people?
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There are a growing number of trainings available for young adults in peer support or mentoring roles.

Massachusetts has an incredible training that was developed by Kim Bisset, an expert in young adult
peer support and workforce development. The Massachusetts training for young adult peer mentors is
currently 3-days long. Supervisors must acquaint themselves with the training so that they are aware
of the skills and competencies young adult peer mentors are gaining through this initial training. The
Massachusetts Department of Mental Health/Children’s Behavioral Health (CBH) Knowledge Center
prepared a webinar that orients supervisors (and others) to the 3-day training curriculum. Check it out
here: https://www.youtube.com/watch?reload=9&v=QCI-uG3LTQQ&feature=youtu.be

Young Adult Training should include the following components:
e What it means to be a “peer specialist” & the core components of peer support practice
e Professionalism, communication & being an effective team member
e Developing “who you are” at work & strategic use of self on-the-job
e On-the-Job wellness & resiliency & negotiating reasonable accommodations
e Building & maintaining strong working alliances with youth, peers, & supervisor
e Engaging youth & young adults effectively

Initial training is critical. However, effective onboarding & on-going
professional development achieved through supervision are important
for young adult peer mentor on-the-job success.

On the next page is a list of topics ideally covered in the first 4-6 weeks of young adult peer mentor
employment. This list assumes your agency has at least 1 day of training that includes an orientation to
the organization, an overview of key practices and policies, including HIPAA.

Because reflection is so key for professional development (and strong Medicaid notes), make sure to
support young adult peer mentors to set aside time at the end of each day during their first 4-6 weeks
to reflect on what they are learning about themselves, their role, their colleagues and their agency.
Process the day and what you have learned (& what questions you have) with your supervisor, or one
of your colleagues during your weekly supervision meeting. Also, supervisors should take time at the
end of each week when onboarding a new employee & reflect on what is going well and areas where
you may need to provide additional training.
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Onboarding Key Topics to Cover with Young Adult Peer Mentors
Week 1

Professionalism expectations

¢ Increase familiarity with YAPM practice profiles
Bonding with new colleagues

Bio & elevator speech development

e Practice introducing self to TAY & colleagues

e Learn what supervision is & how it works

e Review & reinforce HIPAA

On-the-job wellness planning & practice

e Orient to technology; practice sending emails

e Safety & responding to unsafe situations

Week 2

e Learn about working alliances & mutuality

e Managing time & organization

Role modeling & what this means on-the-job

Ethics & managing sticky situations

Observing colleagues meeting with TAY individually & in group activities
Reflect & practice writing notes

Reasonable accommodations & how to request

e Strategic storytelling

e Connect with others in peer role

Weeks 3-4

e More strategic use of self on-the-job

e Practice profile selection, planning & setting goals

e Motivational Interviewing & Active Listening

e Continued shadowing of individual & group sessions

Co-facilitating & facilitating groups & activities

Prep for individual & group activities & debrief afterward

More practicing of writing notes from observations

Partnering with TAY to develop meaningful goals

e Communication Skills & Speaking up in meetings

e Revisit major training topics: HIPAA, Reasonable Accommodations, professionalism & clear
boundaries; feeling uncomfortable on-the-job; sticky situations & ethics

Remember: Some of these topics may be covered in training that your agency has offered; most can
be found in this YAPM Supervision Guidebook; or supervisors can be creative in developing ways to
support YAPMs in engaging in these activities, practices, & discussions to help prepare them to thrive
on-the-job!
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This guide provides supervisors with a

number of supervision exercises to support
the following key principles of effective YA
Peer supervision.

Supervision is not simply a meeting that takes
place between a Supervisor & YA Peer.
Supervision is both a practice & process that
Supervisors & YA Peers continually engage in.
Effective YA Peer Supervisors must:

¢ Value & understand the Young
Adult Peer Role

e Support YA Peers in developing
strong working alliances with
clients & co-workers

e Champion the YA Peer Role within
the agency & community

e Develop YA Peers through role
modeling, on-going training, &
reflecting

$top & Reflect

YA Peer Supervision is very important because
“Transition-Age Youth” (TAY; e.g., older youth
& young adults) can be a challenging
population to engage & work with. TAY are:

(1) In a developmental phase that is
defined by immense instability

(2) Taking on new levels of independence
while re-defining their social support
network & social role across multiple
social contexts simultaneously

(3) Engaging in age-appropriate risky
behaviors (e.g., illegal substance use)

(4) Figuring out career paths through
engaging in work & school

(5) Learning how to manage mental health
& maintain wellness across a variety of
contexts

Supervisors must recognize that Young Adult
Peer Mentors are facing a challenging phase
in life & to identify moments of resiliency to

use in their peer support provision.

What does it mean to be a “transition-age youth” in today’s society?

What was your transition to adulthood like?

What are some of your lessons learned?

What have you enjoyed most about working with TAY?

What makes it hard to work with TAY?

July 2019
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To best support Young Adult Peers, Supervisors
must embrace flexibility, creativity, & a critical
view of agency practice norms, policies, &
culture. Transition-age youth culture can at

Strong Working Alliances matter for
effective supervision & effective YA Peer
practice. Effective supervision is ALL about
TRUST! Supervisors must work to build
strong working alliances with the YA Peers
they supervise in order to be an effective

times directly oppose provider standards of
“professionalism.” Supervisors must partner with

YA Peers to examine & co-define

supervisor.
“professional” practice standards &
reinforce these co-created standards. Focusing on Development is key.
Supervisors must balance directives about Training & coaching on the Peer Mentor
professionalism with critical examination of how Practice Profile is a process that will
& why “professionalism” is defined. continue throughout supervision.
Supervisors have the coolest opportunity to
Trauma-Informed Transparency is key for help YA Peers develop foundational skills in
peer support to be effective. Thus in supervision, role modeling, strategic storytelling, &
there must be transparency in the practice & the developing strong working alliances - AND to
supervisor-YA Peer relationship —and a real joint help shape YA Peer professional identities!
willingness to critically examine when & why one
is transparent about their thoughts, feelings & Self-reflection & self-care are necessary

experiences. Part of peer support is sharing
one’s lived experience. Depending on the how

for Supervisors & YA Peers. Remain aware &
conscious of well-being as with all

the story is told (what details are included; employees, but remain attuned to the

where & how it is shared) can be traumatizing
for a number of people: the YA Peer, the
Supervisor, the client, &/or staff.

unique challenges YA Peers face on the job
(e.g., stigma & exclusion) & how
accommodations can be easily leveraged.

S$top & Reflect

Consider a supervisor from your past who was highly effective in supervising you...

What was the supervision experience like overall for you?

What made this supervision particularly beneficial to you?

What did your relationship with your supervisor look like?

What did supervision meetings look like?

How did you grow through the supervision process?
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Effective YA Peer Supervision meetings are
achieved through providing a space for:

Sharing | Development | Wellness

Supervision meetings are not optional; they
are a core element in supporting the
wellbeing & job success of both Supervisors &
YA Peers. In the busy fee-for-service world
that most non-profits function in today,
supervisors are often stretched for time &
regularly scheduled supervision often
becomes de-prioritized. Supervisors & YA
Peers must value & recognize the importance
of supervision meetings —and hold one
another accountable for ensuring that these
meetings happen regularly.

Agency administration must support regular
YA Peer Supervision meetings. And,
Supervisors themselves must also participate
in at least bi-monthly supervision with
someone who can support them in reflecting

upon their Supervision Practice with YA Peers.

If Supervision is weak, it increases the chance
that YA Peers will struggle in their roles.

@ Stop & Reflect

YA Peer Supervision meetings must be:

Regularly Scheduled (Space/Place/Time). YA
Peer Supervision meetings need to occur
regularly. They can be individual and/or group
meetings (a mix of these formats is most
desirable). These meetings must take place
somewhere that is private, convenient, &
comfortable for both YA Peers & Supervisors.

Collaborative (Relationship). Both parties
agree to participate in a respectful, mutual
relationship (working alliance) where both
learn & grow. Supervisors must avoid taking
on the role of “expert” despite coaching
around counseling & communication. Instead,
supervisors introduce supervision topics
(based on the domains described later) co-
develop the agenda, co-engage in meeting
exercises with YA Peers, & actively co-reflect
on these activities & on the situations that YA
Peers bring to supervision to discuss.

Reflective (Process). Supervision must focus
on YA Peers own observations of & reflections
upon their interactions & relationships with

YA clients, co-workers — & the Supervisor-YA
Peer relationship.

In your current work as a supervisor, how do you ensure supervision is:

a. Regularly Occurring

b. Collaborative

c. Reflective

July 2019
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Goals of YA Peer Supervision Meetings:

“Supervision” meetings provide a concrete
opportunity for YA Peers to be better
“mentors” through the “supervision” of a
more experienced person. For accredited
mental health professionals, supervision is
often required to strengthen both the
practice & professional identity of staff.
However, supervision ensures that staff are
consulting with others in their work with YA
clients. YA clients can be a particularly
challenging population to work with &
having others, especially someone with
clinical experience with TAY, can be very
helpful to YA Peers.

@ Stop & Reflect

Improve peer support practice with YA
Clients & their families

Actively collaborate with others to support
clients in meeting their personal goals

Reflect upon and learn from practice with
YA Clients, colleagues & your supervisor

Discuss sharing relevant experiences at key
times to motivate & support clients

Review self-care plan & any barriers to on-
the-job wellness

Co-develop plan to address any issues
related to job performance

Learn from the Practice Profile

From your experience, what kinds of goals are typically set in supervision?

When are these goals established? Who is involved?

How do you know that these goals are achieved?

How is YA Peer Supervision Different from Therapy?

More often than not, when new to supervising YA Peers, Supervisors are concerned about supervision
meetings turning into therapy sessions. And, also, although the concept of “supervision” is often
embraced & understood by counselors & mental health professionals, YA Peers may be confused as to
what supervision is and how it differs from therapy. Most therapy approaches employ reflection as a
tool for self-discovery and as a change agent. It is highly desirable that YA Peers to learn how to be
good reflectors, develop through this reflection process, & teach their clients how to engage in the

same kind of reflection (and ultimately change)!

July 2019
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= Both occur regularly & involve 2 people (or

more if group-based) who engage in a
conversation.

Both tend to include rapport building in
order to establish a strong working
relationship.

Both tend to involve an individual who
typically has more training or experience
(i.e., supervisor or therapist) who interacts
with an individual with less
training/experience (i.e., YA Peer or client) to
support reflection, to provide consultation,
and to support wellness.

Typically, goals are co-formulated in both.
However, in Supervision, goals are work-
related performance, while in Therapy, they
are likely un-related to work performance.

S$top & Reflect

Akin to therapy clients, YA Peers share life
experiences & practice communicating their
life experiences in helpful ways.

Akin to therapy clients, YA Peers process &
reflect on their ON-THE-JOB performance,
relationships, & wellness.

Akin to therapy clients, YA Peers learn new
skills & gain self-awareness through
supervision.

YA Peers will benefit emotionally &
psychologically (hopefully) from Supervision,
just like they should from therapy! That’s a
good thing! It feels good to learn, feel
supported, & gain increased self-awareness.
One doesn’t have to focus on mental health
goals to reap the benefits of effective
supervision.

In what ways have you personally benefitted from supervision?

Knowledge
. Skills

Wellness

. Developmentally/Career

. Other benefits

July 2019
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Be clear about the differences between Sharing one’s story for the ultimate purpose of

therapy & supervision from the start! Review helping a client reach their goals is different

the handout on the next page with YA Peers. than sharing one’s story for the sole personal

YA Peer goals are set for on-the-job success, benefit of the YA Peer.

not personal life success. Supervisors are Supervisors provide consultation & direction

responsible for the performance of their around clients & their families. Direction is

Staff, inCIUding the YA Peers they SuperVise. helpfull and at times necessary, especia”y

All YA Peer on-the-job goals should be with new YA Peers as they acclimate to the
role & context. One of the trickiest tasks

facing supervisors is how to balance direction

developed with practice profile domains in
mind & specify on-the-job activities that both

YA Peers & Supervisors will do to reach goals. with reflection — and to balance high support

Supervisors provide feedback on YA Peer with high accountability. Supervisors must

performance regularly & will bring any on- figure out a way to provide support that

the-job issues to the attention. Supervisors meets the on-the-job developmental needs of

are attuned to staff wellness, but not YA Peers while also providing critical feedback
responsible for providing support to directly
impact personal struggles. Supervisors help

YA Peers gain insight into their personal role

on their on-the-job performance.

Speak UP. Bracket a conversation if it

in on-the-job interactions and relationships,
but are not responsible for supporting YA
Peers in gaining insight into their personal
psychological wellbeing.

Ask, who is this sharing really benefitting?
Supervisors will ask YA Peers how their
personal life experience may help a young
adult client and provide space in supervision
for YA Peers to practice sharing their story.

S$top & Reflect

feels very unrelated to the job — or overly
focuses on processing of trauma, personal

relational struggles, &/or symptom

management for the mental health benefit
of the YA Peer.

State: “Our time together in Supervision
is to help you be successful on the job. I'm
concerned we are focusing too heavily on
this [add situation here]. Let’s figure out
who would be helpful to process this with.”

What do you do as a supervisor to maintain the integrity of supervision (& avoid

it from becoming therapy?)

When a YA Peer (or other supervisee) beings to process a situation with you that
you feel is better discussed with a therapist, how have you responded?

How was that response received?

July 2019
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This guidebook is designed with the 6 core Practice Profile elements in mind. Supervision will be most
successful with the continual review, reflection, & reinforcement of YA core peer mentoring practices.
Each of the 6 core practices (see diagram directly below) were developed through a process that
included young adult peers & their colleagues, including supervisors. Use of the Practice Profile is
highly encouraged in supervision because the profiles clarify the work and role of a peer mentor. YA
peer mentor roles are often misunderstood by colleagues & agencies that are new to peer support

service provision. The practice profile importantly give supervisors and YA Peers a common language to
use in their work together.

I. Practicing
Cultural
Responsiveness

VI. Demonstrating Il. Building
Safe, Professional & Relationships &
Ethical Behavior Collaboration

Demonstrating Safe,

Professi | Beha

and Professional Be Building Relationships
and Collaboration

»

: V. Promoting Self- Ill. Supporting
Care Young Adult
Q? Vision & Goals

Promoting Self-Care

Supporting Young Adult
Vision and Goals

IV. Role Modeli i
ole Modeling Recognize the Icons?

They’re from the Young Adult
Practice Profile! Look for these

3lop & Reflect in this Supervision Guidebook!

Role Modeling

How have you applied the Young Adult Peer Mentor Practice Profile in your
supervision practice?

What do you think is most helpful about the Practice Profile in your work so far?

What have YA Peers taught you about the Practice Profile?

July 2019 17



First, each of the 6 practice profiled
domains must be scheduled in a
supervision calendar. When planning for
success in each of these areas of
development (and reflecting upon it), it is
helpful to use a simple form to guide
discussion in order to establish goals across
these 6 domains (see following pages).
Goals, steps to achieve goals, and how the
Supervisor (or other staff) is going to
support goal achievement is necessary to
not only document, but review regularly.
Millennials like feedback often, so it is
important to reflect on these 6 core
domains often.

Also, it’s beneficial to have a calendar
scheduled ahead of time so that both
Supervisors & YA Peers come prepared to
discuss a particular practice domain during
supervision. In the proposed 2-month
schedule to the right, Goal Setting is Week
1 (this can be for identifying goals across
one or more of the domains); six weeks of
individual core practice exercises/
exploration/reflection; and reflection on
personal practice goals in Week 8.

If Group Supervision is possible (I highly
suggest this format of supervision with YA
Peer Mentors), then a supervisor can
support YA Peer Mentors in preparing for
and facilitating an activity & discussion
around a particular topic. This is a great
exercise for YA Peers to do in order to
develop their own knowledge translation &
group facilitation skills.

July 2019

For example, here is a quarterly schedule of
supervision focus is by domains:

Week 1: Orientation & Goal
Setting across all 6 Domains

Week 2: Demonstrating Safe,
Professional & Ethical Behavior

Week 3: Practicing Cultural
Responsiveness

Week 4: Building Relationships
& Collaboration

W Week 1: Supporting Young
Adult Vision & Goals

Week 2: Role Modeling
Week 3: Promoting Self-Care

Week 4: Reflection on
Development Across Domains

Exploring & Developing Goalss A
Valuable Parallel Process

It’s key to embrace the idea of exploration.
Exploration is a key experience during the
transition to adulthood. As a supervisor of
young adult peer mentors who are expected to
leverage their lived experience to engage and
support TAY with mental health challenges in
reaching their goals, you will get the
opportunity to explore their personal goals
related to the 6 practice profile domains. It is
through exploring — and brainstorming —
personal strengths and opportunities related to
the practice profile domains during supervision
that YA Peer Mentors will learn to identify areas
of potential skill and relational development.
Supervision inherently is an exercise in
exploration, reflection — & growth!
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Q Use the $eclf-Reflection Tools

Massachusetts created tools for YA Peers and their supervisors to improve peer mentor practice. Each
practice domain has a worksheet that YA Peers and Supervisors can “score” together to improve YA
peer practice proficiency. The “self-reflection tool” worksheets are available by clicking on each of the
icons on the right side of the young adult peer mentoring overview website page:
https://www.cbhknowledge.center/young-adult-peer-mentoring-overview.

To introduce these, show YA Peers how the worksheets list the core practices within each domain. For
example, below is the Building Relationships & Collaboration core practices listed on that self-
reflection tool. Review the practice profile to better understand TOGETHER what each of the practice
items represents. Use “ideal practice” as the benchmark. For instance, “first contacts,” reflects
contacting a new young adult as soon as possible according to program protocol; balancing getting to
know the new young person with sharing one’s own lived experience; facilitating discussion of pros &
cons of peer mentoring; & setting up the next meeting. The goal is to get an overall picture of YA Peer
competency; do not rate individual practice with specific young people. To rate, use the scale below.

Building Relationships & Collaboration Self-Reflection Tool Items
Practice Iltems Rating Examples of Strengths Examples of Areas

Needing Improvement

First contacts

Explaining the service

Understanding the young adult’s
family situation at the start

Understanding young adult’s
hopes for the future

Practical concerns for staying in
touch

Keeping the relationship healthy

Sharing information from others

Team meetings

Talking about ending the YAPM
service

5 High practice proficiency My practice in this area demonstrates a consistently high degree of mastery in a
variety of situations and with all types of young adults.

4 Good practice proficiency My practice in this area demonstrates consistently strong practice in most settings
and with most types of young adults.

Basic practice proficiency My practice in this area demonstrates a basic understanding and skill level.

Low practice proficiency This is an emerging skill for me. My practice in this area is inconsistent.

N/A This is a new skill for me. It is not yet present in my practice.
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https://www.cbhknowledge.center/young-adult-peer-mentoring-overview

YA Peer Development Brainstorm

In conjunction with the practice profile, use this diagram to explore a YA Peer Mentor’s strengths and
areas for growth. Discussion starters are included, but ideally, the Supervisor and Peer Mentor will
together use the Practice Profile to identify areas for growth —and to develop associated goals!

e How have you
practiced cultural
responsiveness?

e What have you
learned about

e What job- yourself? e How might you improve
related skills your working alliances with
our clients & co-workers?
do you want I. Practicing Y _
to develop? Cultural e What fosters/hinders on-

Responsiveness _i ion?
e What do you P the-iob collaborations

want to be

maore VI. Demonstrating | II. Building
confident in Safe, Professional & Relationships &
doing at Ethical Behavior | Collaboration
work? \

e How do you

Promotinc Ill. Supporting
manage your .
heal hg &y : CIre Young Adult
ealt Vision & Goals
wellness on
the job? —
e How might : e How do you effectively
you improve A Reils wdeaictiing partner with clients to
this? develop their vision?

e How do you leverage your
life experience when helping
a client plan goals?

e How do you share
relevant lived experience
with your clients?

e How do you “role model”
on-the-job? What’s
worked? What hasn’t?
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By partnering with a YA Peer Mentor to
identify particular Practice Profile Domains
to develop skills within, it fosters a kind of
structure for Supervision that is particularly
helpful for learning, reflecting, & growing. It
sets the tone that Supervision is about
growth beyond what is happening in the
moment (e.g., only processing on-the-job
struggles as they arise). Providing time in
supervision to address on-the-job struggles
is important, but having dedicated time to
reviewing goals, training and coaching,
reporting progress & reflecting throughout
this process is how Supervisors can best
help YA Peer Mentors thrive on the job.

Goals can easily be formulated as aiming to
reach “ideal” practice on certain practice
profile domain items with a client or across
clients. Prompt YA Peer Mentors to discuss
why they have struggled with a domain.
Make suggestions as to items to focus on —
& how you as the supervisor will help
support YA Peer Mentors in reaching ideal
practice.

s$top & Reflect

Pick 1 Practice Profile domain to focus on
every supervision session, but have a
quarterly plan that focuses on 2-3
domains.

Ideally one of the quarterly areas of focus
will be “Promoting Self-Care” as it is so
important that YA Peer Mentors remain
well on-the-job & role model effective self-
care practice to their clients.

Then, YA Peer Mentors & Supervisors
together identify 1-2 additional practice
profile domains to focus on:

= Practicing Cultural Responsiveness

= Building Relationships & Collaboration

= Supporting Young Adult Vision &
Goals

= Role Modeling

= Demonstrating Safe, Professional &
Ethical Behavior

What is most important is to be clear as to
how a YA Peer will know that they were
successful with achieving their goal. It must
be observable & measurable. Hence, a
guarterly plan can be helpful to develop at
the beginning of 90 days & review at the
end of 90 days.

What can | do to make YA Peer supervision more goal driven, while also

providing ample room for reflection?

What has helped me to grow on the job?

July 2019
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Q On-the-Job Development Plan

Here are some examples of On-the-Job Development Plans! These can be reviewed as often as a
Supervisor & a Young Adult Peer would like, ideally at LEAST ONCE A QUARTER (i.e., 90 days). Young
Adults like quick feedback!

Always remember to make goals as “SMART” as possible: Specific, Measureable, Achievable, Realistic,
& Timely. This exercise will help YA Peers to co-create SMART goals with their YA clients! Another
parallel process!

Practice Profile Domain: Promoting Self-Care

Goal 1 Plan \ Support Progress & Barriers

e.g., Develop & enact
tailored self-care plan

Practice Profile Domain:

Goal 2 Plan \ Support Progress & Barriers

Practice Profile Domain:

Goal 3 Plan \ Support Progress & Barriers
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Supervision meetings need to occur during a
regularly scheduled time in a regularly
scheduled place if possible. Supervision is
typically the first thing to go, especially as YA
Peers begin to become more autonomous on
the job and do not need as much guidance
and support as they did when they first
started. No matter how busy you are as a
supervisor and how busy the YA Peers are,
keep the time set aside for regular supervision
meetings — individual and group if possible.
Both supervisors and YA Peers should not
schedule other meetings during these
prescheduled times.

YA Peers thrive when they have a place to
process not only what they are learning about
their clients — but also what they are learning
about themselves! YA Peer stories will change
as they grow through their work as a YA Peer
—and this is a good thing!

S$top & Reflect

We want YA Peers to be reflective, continue
to grow, & to share their growth & resiliency
experiences with their YA clients & their
families.

And, most importantly, Supervisors need a
space to process their experience of
supervising young adult peer mentors. If
your personal supervisor is not able to
provide time and space to process your
experiences, support your reflection on your
role in facilitating thriving YA Peer Mentor —
client relationships, and help you to set goals
to improve your supervision practice —then
look for someone in your life who can help
you do this. This may be another YA Peer
Supervisor from a neighboring agency, a
Family Partner at your agency, or a friend.

How will you ensure that YA Peer Supervision is kept sacred?

What barriers to you foresee to this?

How will you ensure that you will get the supervision you need as a YA Peer

Supervisor?

What barriers to you foresee to this?

July 2019
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Date:

What’s gone well this week?

e YA Peer Mentor Perspective:
e Supervisor Perspective:
Anything on-the-job that YA Peer Mentor needs guidance &/or consultation?
e YA Peer Mentor Perspective:
e Supervisor Perspective:
Tasks/Discussion to follow-up from last supervision session?
e YA Peer Mentor Perspective:
e Supervisor Perspective:
Any administrative tasks that need addressing?
e YA Peer Mentor Perspective:

e Supervisor Perspective:

Selected Practice Profile Domain:

e Which practice item was reviewed & discussed within the selected domain?

e What did reflection upon this practice item reveal?
o YA Peer Mentor Perspective:

o Supervisor Perspective:

What is our to-do list? What are we responsible for until we meet next?

e What is the YA Peer Mentor responsible for:
e What is the supervisor responsible for:
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Applying Reflective Supervision principles &
practices is a very helpful approach to
supervising YA Peers. Supervisors play an
important role in setting the stage for YA
Peers to reflect during supervision meetings.
In order for reflection supervision to truly
take place, the supervisor and YA Peer need
to have a strong working alliance. This will
allow for the YA Peer to be vulnerable with
the Supervisor to examine their interactions
with clients & colleagues - and their personal
reactions to these interactions.

Reflective YA Peer
Practice is the activity of
reflecting on peer support

provision, including
personal reactions,
attitudes & beliefs.

S$top & Reflect

As part of your role as a Supervisor of Peers,
you need to reflect on your own work as a
supervisor. Through this reflection, you will
become more aware of your own biases and
assumptions that you bring to your work with
YA Peers. If you don’t have a supervisor or a
mentor who you can reflect on your work
with, find one! At least once a month you as a
supervisor should be actively reflecting on
your own supervision practice with YA Peers.

Being good at reflection also helps YA Peers to
be successful with service documentation!
This is because through reflection, YA Peers
are identifying the client’s problem, what
happened during the YA Peer-Client
Interaction, and how the client responded —
which are all key elements of Medicaid
reimbursable notes.

As a supervisor, consider you own training and development as a practitioner.

How often did you engage in activities that led to you reflecting upon your work
with clients in order to learn about yourself (and how to be a better practitioner)

in the process?

What do you tend to reflect on in your own supervision processes? What do you
share with your supervisor about what you are learning and how you are
growing?

July 2019

25



This concept of “reflective supervision” comes from the early intervention with children and families —
and is all about directly reflecting on our practice through asking questions during supervision like:

e What we are doing in our interactions with clients and why?

e What we are not doing with our clients and why?

e Why we are reacting/responding a certain way to a situation?

e Why a client is reacting/responding a certain way to a situation?

e What role are we taking on in interactions with clients (& their families)?

e What roles are clients & families taking on with us?

e What are these roles facilitating? What are they blocking?

e How might we respond differently?

¢ How might we taken on a different role?

e How can we help the client and family to become aware of their role?

Reflective supervision is rooted in the concept
that not only are clients constantly evolving,
but practitioners are constantly evolving as
they learn about one another and gain new
perspectives and empathy for one another. It
is thru being reflective of the process of
practice - the interactions, communication,
the feelings that these elicit - that we can be
effective practitioners & YA Peers.

This kind of supervision practice is VERY
different than focusing on problem solving &
solutions. It’s focused on intensively
examining the bond & interactions we have
with clients & learning from these as we
reflect on them overtime. The entire process
is focused on gaining self-awareness in order
to be an effective YA Peers as well as
supervisors.

July 2019

In Massachusetts, Reflective Supervision is
widely embraced by the Child & Adolescent
Services Division. The YALE Model of
Supervision provides the basis of this
approach. I'm working to better align this
Guidebook with the YALE Model.

Applying reflective supervision is particularly
beneficial because of how peer support is so
much about mutuality & sharing one’s own
experiences — which are 2 areas that frighten
most clinically trained supervisors! By
employing reflective supervision, supervisors
can support YA Peers in identifying where
they may need to put limits on their mutuality
& sharing of their lived experiences.

See the appendix for additional resources on
reflective supervision.
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YA Peers will need support in developing
general reflection skills. These include a YA
Peer’s capacity to: (1) reconstruct & explore
the YA Peer-Client interaction, as well as (2)
examine and make sense of the
reconstruction in order to share it with a
supervisor. For those of you supervisors who
are middle-aged and older, remember the
“process recordings” you did in your master’s
program where you transcribed verbatim an
entire session with your client in order to
examine the interaction? Through doing a
process recording, you were recreating the
session in order to examine it —and an
exercise like a process recording can be
helpful to do periodically with your YA Peers
to help them learn how to recollect what

happened — while recording their impressions.

YA Peers will also need support with applying
their self-reflective skills in supervision to
explore one’s own feelings, thoughts, and
behaviors — within the context of the YA Peer
identity & developing personal peer practice
approach.

$top & Reflect

There are a lot of different ways to
reflect. It depends on the cognitive &
emotional capacity, as well as,
willingness of any staff person
(supervisor & YA peers) to engage in
meaningful reflection.

You might be thinking — how is this
NOT therapy? Reflection is a key tool
utilized by every therapist | know.

We all have slightly different styles in how
engage in practice with our clients — even if
we are trained similarly and applying similar
interventions. As a supervisor, you are
supporting a YA Peer in exploring who they
are in their role as a YA Peer. This is very
important because every aspect of
supervision should be something that a YA
Peer can utilize with their YA clients. Thus, any
reflection that you help a YA Peer to engage
in, they can then use those new reflective
skills in their work with their YA clients.

How do you use reflection in your supervision?

How might you use more reflection in your supervision practice?

Are there staff who it has been challenging to engage in reflective exercises during
supervision? Why?

What staff have made reflection easy during supervision? Why do you think that this

is?

July 2019
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Q $o, what are we reflecting on?

Reflect on what happened in the YA Peer-client interaction (i.e., details of the interaction) & your

own experiences, emotions, thoughts, and behaviors during this interaction.

1. Observe the experience/interaction

Client presentation

Your presentation

Your role

Client’s role

What happened during the interaction

Describe communication (content; pattern; tone)
How did client respond (verbally & behaviorally)?
How did you respond (verbally & behaviorally)?

2. Clarify the experience/interaction — ASK WHY a LOT!

What went well? Why?

What did not go well? Why?

Was there progress/change? Why or why not?

What was impacting this interaction? (Environment, other people, other factors?) Why?
What was the client feeling? (your hunch) Why?

What were you feeling? Why?

What was the client thinking? (your hunch) Why?

What were you thinking? Why?

What impact did this interaction have on the YA Peer-client bond? Why?

How is the bond impacting the interaction?

3. Reflect on new insights for working with the client & the population

What did this interaction teach me for how | work with this client moving forward?
What did it teach me for how | work with other clients?

4. Implications for how YA Peer sees/understands self

How did this interaction help me to better define myself as a YA Peer?

What am | learning about myself as a YA Peer through this reflection process?

What am | learning about myself as a YA Peer through this reflection process?

Supervisor reflects: What are they learning about the YA Peer in this process? What are they
learning about the client? What are they learning about themselves?

NOTE: Supervisors have a unique capacity to recognize YA Peers strengths & opportunities for

development through the process of supporting YA Peer reflection in supervision. This process will

result in natural identification of areas of development that can easily be incorporated into

performance evaluation planning.
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How to Actively Reflect in $upervision

Here is a tool that helps YA Peers to reflect on their peer support practice in a way that results in the
development, practice, and execution of a plan for improving their practice.

Stage

Stage 1: Focused
attention on the
problem

Stage 2:
Reconstruct &
observe the
Interaction

Stage 3:
Clarifying the
experience as
YA Peer

Stage 4:
Conceptualize &

July 2019

Questions to Prompt Reflection

e What is the client’s presenting problem (in
their own words)?

e What is your take on what their problem is?

e Have you had this problem? What was that
like for you? How did you address it?

e Has someone you know had this problem?
What was that like for them? How did they
address it?

e Were you able to tell the YA client you had
this problem (if you did)? Why or why not?

Your Responses to these
questions (record before or
during Supervision)

e How did interaction begin?

e What happened during the interaction?
e Where, who, when?

e What did the YA client say?

e What did you say?

e How did the interaction end?

e What was achieved during the session?
What helped? What undermined
achievement?

e What did the experience feel like for you?
Why?

e What role were you taking on in the
session?

e What role was the client taking on?

e What were you thinking during the
interaction? Why?

e What were you feeling during the
interaction? Why?

e How as the bond impacted?

e What did this interaction teach me about
how to engage this client?
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synthesize new e How can | change in my approach in order to
information better engage this client?

e What skills do | need to develop in order to
better engage? How can | do this?

e What do | need to pay attention to in the
next interaction? How can | do this?

e What does this experience mean for the
bond | have with this client? How might |
work to improve this bond?

SECHDIEELE o Pick 1 thing that you are going to do in order
concrete to shift one’s personal role, behaviors,
strategy & thoughts, emotions, communication during
practice the next interaction.

e Practice this thing with your supervisor

SEEORICTEE o Determine next appropriate interaction to
new strategy employ new skill/awareness/approach

CEVCLERS ECRCHE o Return to supervision & process what was
What are you different about the interaction where you
learning employed the new
skill/awareness/approach

e Use the stages again to examine the
interaction & reflect upon your practice &
what you are learning about yourself.

*Adapted from: http://www.cbttraining.com.au/wp-content/uploads/pdf_publications/Stedmon_Dallos_ch7.pdf

Do these stages of reflection help you in supporting YA Peers to reflect during
supervision? How so? How not?

How do you use reflection, but also coach and provide direction when you
feel it’s important?

What do you do if a YA Peer struggles to reflect? To understand the
perspective of others?
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Areas of Focus in this Practice Profile to be familiar with as a Supervisor:

Cultural Self-Assessment as part of Peer Mentoring

Overcoming practical barriers
Young Adult Culture Discovery
Community Culture Discovery

Cultural Differences among family & allies

Strengths in Context of Culture
Beliefs about Treatment

Addressing Cultural Misunderstandings

One of the core elements of being an effective
YA Peer is the capacity to interact with YA
clients & families in a way that is culturally
responsive & attuned. It is crucial that YA
Peers are aware of their own cultural
background & how it impacts their practice
with YA clients. Being mindful of one’s
privilege, culture, and life experiences and
how they align with or differ from clients is
important for YA Peers to be successful on the
job. Supervisors can support YA Peers in
becoming “culturally responsive” in their
practice with YA clients and their families
through exploration and reflection on “who”
YA Peers are & their identity this shapes the
stories they share to inspire YA clients.
Supervisors can also support YA Peers in
gaining increased competency in supporting
YA clients in exploring & reflecting on who
they are & what cultures influence who they
are and who they want to be!

July 2019

Practicing Cultural Responsiveness is the:

1) Ongoing process of acquiring an
understanding of how the values, beliefs,
attitudes and traditions that grow from racial,
ethnic, linguistic, religious, sexual orientation,
gender identity, socio-economic, or other
affiliate groups contribute to our own and
other people’s culture;

2) Learning about personal circumstances,
conditions, and experiences that influence our
own and other people’s thinking, behaviors, &
roles in their communities;

3) Being mindful of the power and privilege
differences and similarities between individuals
& among groups of people

4) Using this knowledge to work effectively
with all people.

See the YA Peer Mentor Practice Profile for
specific examples culturally responsive peer
mentoring practice.
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In order to practice Cultural Responsiveness, YA Peer Mentors must:

1.

@ $top & Reflect

Consider self-disclosure with purpose & intent regarding issues of age, culture, & life
challenges.

Ask about YA’s preferred language for communication & preferred mode of communication.
Invite YA clients to share their preferred identities (race, ethnicity, religion, sexuality)

Invite discussion over time with YA clients about their unique values, beliefs, attitudes,
assumptions, & life experiences

Help YA clients to recognize and “discover” strengths in their cultural background & shares
potential strengths even when YAs cannot identify strengths.

Explore YA client beliefs & attitudes regarding physical health, mental health, substance use,
medication, and other social services. Welcome discussion around how culture plays a role in
shaping these beliefs.

Explore the impact of separations from community &/or family (related to divorce,
immigration, homelessness, child welfare or juvenile justice involvement, natural disaster, etc.)
on YA clients.

Invites & support YA Peers in addressing cultural misunderstandings with providers, family,
friends, etc.

How have you learned cultural responsiveness? Consider where you were as a
young adult and where you are now in regards to your cultural responsivity.
How do you help your supervisees to be individually culturally responsive?

How do you help your team to have a culturally responsive approach?

How does your agency instill ensure that it is culturally responsive?

What areas could you as a supervisor do a better job of ensuring Young Adult
Peer Mentors (and other staff) are culturally responsive & attuned?

What might you introduce to your supervision practice to increase culturally

responsivity & attunement among your staff, colleagues, and agency?
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Gaining Self-Awareness
Supervision Discussion Questions

Exploring one’s beliefs and gaining self-awareness is critical for YA Peers. One way to continue to build
YA Peer self-awareness as a supervisor is to engage YA Peers (preferably in group supervision) in
discussion around self-awareness; self-esteem & self-respect; self-care; respect for and acceptance of
others; and conscious communication. The following are questions that can be integrated into
Supervision in order to support a YA Peer in gaining self-awareness on-the-job.

How Self-Aware am I?
e What am | learning about myself in my work as a YA Peer?

e How am | self-reflective in my work? In my personal life? Do | take time for reflection? What does
this look like? How am | gaining self-awareness in my role as a YA Peer

e How do I learn from my mistakes at work? In personal life? What have | learned since starting my
role as a YA Peer?

e What are my motivations for my work as a YA Peer? Have these changed since | started in my
position? How so? Why?

e What are my personal values and beliefs? How firm am | on these? Am | willing to hear opposing
ideas/viewpoints?

e How much am | aware of what | am feeling & thinking? At work? In personal life?

e Am | aware of my strengths and weaknesses? What would others say are my strengths and
weaknesses — do | agree with these? Why/why not?

Self-Esteem & Self Respect:
e Do | feel | am competent in my role as a YA Peer? Why/why not? How has my competence
increased since | began this role?

e How do | demonstrate self-respect? How am | gaining self-respect in my role?

e How has stigma impacted me on the job and in my personal life? How have | overcome stigma?
How do | continue to overcome stigma?

e How do | talk about my mental health and life experiences? Has my story changed in my role as
a YA Peer? How & why?

e How do | take pride in my accomplishments? How do | celebrate small wins in my work? In
personal life? How do | help my clients celebrate small wins?

e How self-motivated am I? What has helped me to stay motivated on the job? What can get in
the way of staying motivated?

e Am | willing to take risks? What risks have | taken at work? In my personal life?

e How do | handle criticism at work? In personal life?
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Self —Care:
e How do | look after myself physically, spiritually, mentally & emotionally?

e How do | maintain balance in my life?

e How do | maintain healthy relationship boundaries with clients, colleagues, my supervisor, and
others in my work as a YA Peer? How

e Am |l able to say “No”? When at work? And, when not at work?

e Am | aware of the supports in my life (personal & professional)?

Respect for & Acceptance of Others:
e Do my judgements of others affect how | listen to them?

e Dol treat others with respect and honor their differences?

Conscious Communication:
e Dol listen to others with curiosity and interest even when | do not agree with them?

e Dol “ask” more or “tell” more when dealing with differences?
e Dol take the time to express myself fully?
e Dol express my feelings in a respectful way?

e Am | aware how | communicate both verbally and non-verbally?

Get Online!

There are many online quizzes that assess cultural responsiveness in a variety of ways! Young Adults
(for the most part) LOVE online surveys where they learn something about themselves in the process.
There are always new surveys being developed by different groups. These are not necessarily
standardized measures — but it doesn’t matter. It’s gets a conversation started about things that are
often challenging to discuss. Take these quizzes together in group or individual supervision. And discuss
them! Solicit reactions to the questions

Search terms to use when looking for new online quizzes:
e Cultural sensitivity quiz or survey
e Cultural awareness quiz or survey
e Cultural responsiveness
e Cultural humility
e Cultural competency

Examples that are live online as of 11/21/17:
e https://www.quibblo.com/quiz/Zqywlu/Cultural-Sensitivity-Quiz
e https://jlmanning.wordpress.com/2012/11/13/how-culturally-sensitive-are-you/
e https://www.quibblo.com/quiz/a9yja6T/Cultural-Responsiveness-Assessment
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Embracing Difference & Building Empathy

(Adapted from: www.edchange.org/multicultural/activityarch.html)

Respect Exercise

In individual or group supervision, explore what respect is with YA Peers:
e What does it mean for you to show respect? (at work?) (in personal life?)
e What does it mean for you to be shown respect? (at work?) (in personal life?)
e When do you know you are being disrespected? (at work?) (in personal life?)
e How have you responded to being disrespected?
e Did the response work? Why or why not?

e How can we ensure that we displaying respect to YA clients, their families, and our colleagues —
even if we disagree/disapprove?

Name Exercise

In group supervision, pose the following questions to the group or have the group break up into dyads.
This a fantastic exercise for new staff orientation. Dyads can report back to the group about what they
learned about the new staff person.

e Who gave you your name? Why?
¢ What is the ethnic origin of your name? What does it mean? (Look this up online.)

e What are your nicknames, if any? How did you get this nickname? Who can use this nickname?
Who cannot use this nickname?

¢ What do you prefer to be called? Why is this?

Assumptions Exercise

This is another excellent activity for group supervision. Have each YA Peer pull up a photo or video clip
from their phone or computer — usually it is best to choose something that is not personally related.
So, for instance, go to Instagram; pick a photo from the discovery feed & share it with the group.

e What does this image/video clip tell us about this person? (“Who” is this person?)

e What race-ethnicity are they? What sexuality? What religion?

e What are their values? What are their beliefs?

e How do we know that? What assumptions are we making about this person? Why did we make
these assumptions? What does that tell us about who we are?

s$top & Reflect
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Cultural ICEBERG Activity

One way to think about & process one’s culture and
identity is through the metaphor of an iceberg. Only
10% of who you are is observable to others (i.e., the

tip of the iceberg). Skin tone; hair color and texture;
s observe.

_ _ What othe
clothing and accessories, language and accent; J‘,’,’
behavior, body language, mannerisms & facial

expressions; and tone of voice are all examples of

what can be observed by others.

|
However, most of “who we are” culturally lays R & \
beneath our skin tone and clothing choices. This is the What others t
90% of the iceberg that is under water & includes: observe & nqu' to be
personal values, politics, past experiences, " told.

religion/faith/spirituality, sexual preference, marital or -
relationship status. Think about when there were -~
WRONG assumptions made about you & your culture
based on observation. (Adapted from:
http://www.cin-ric.ca/resources/cultural-
competence.html#iceberg)

Iceberg Exercise

First, imagine that someone who does not know you walks into the room right now. Around the tip of
the iceberg, write down what this person would say about “who you are” from simply observing you.
Second, consider what isn’t observable to this person that is important about who you are. Write down
what would help this person get to know you better. Include your personal values, relationship status,
past experiences, politics, faith, hobbies, hopes, goals, dreams, likes/dislikes, etc.! Anything about you
that would help someone to get to know the REAL you beyond what is observed.
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Feeling Misinterpreted

Sometimes feedback can seem more negative than it really is for anyone who has a job. Here are
some examples from a research project | conducted with young adults with mental health conditions
that that capture feeling misinterpreted in the workplace.

“I look at things a lot differently than maybe somebody without a mental illness might
look at it. | come to find out...my boss might yell at me, but he didn’t mean to come off
at yelling at me, but it was yelling to me. It was very offensive to me. It might not [come]
off as offensive to anybody else.”

“I know plenty of times that people thought | was trying to argue and | was just talking...
trying to get the point across. They like, you don’t have to loud. And | am like: What are

you talking about? I’'m just talking.”

“When you move a certain way, people will read you a certain way. They may not even
get the right reading...”

Please answer the following questions & discuss:

e How have you been misinterpreted at work?

e How did you deal with it? (What did you do? What did you feel? What did
you think?)

e Were you able to discuss this with someone? Supervisor? Mentor? Co-
worker? Friend? Why or Why not?
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Keeping a Self-Awareness (& Wellness) Journal

Being a successful YA Peer is rooted in the assumption that a YA Peer is able to see how they have
overcome struggles — and to share these with their YA clients. While YA Peers are in their roles, they
will be learning to be resilient on the job (and likely in their personal lives too). One of the best things
that you can do to instill the culture of valuing reflection is to set aside time at work for reflection.
Supervision is a time for shared reflection, but supervisors should support YA Peers in regularly
reflecting upon their practice, their growth, & their resiliency on the job. Journaling is a simple, yet
effective way to reflect upon one’s practice as a YA Peer. Consider having YA Peers individually reflect
in a journal twice a month on their practice with YA clients and their experience with being a YA Peer.
Thirty minutes or less is sufficient. As a supervisor, it is helpful to have YA Peers do some reflecting on
their own before coming to a supervision meeting. You can help your YA Peer to reflect by providing
prompts to their journal writing.

Prompts might include the following:
e What has gone well in the last 2 weeks?

e Why did this go so well? What was my role? What were the role of others?
e How are my working alliances with my clients? My co-workers?

e How might | improve these working alliances?

e What has been a struggle in the last 2 weeks?

e What helped me to overcome this struggle?

e What have | learned from this struggle?

e What is something | can share with my clients in the future?

e How am | culturally attuned to my clients? My coworkers?

e How is my privilege, power, race, gender, ethnicity, diagnosis, sexuality impacting my
working alliances with my colleagues? With my clients?
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Areas of Focus in this Practice Profile to be familiar with as a Supervisor:

First Contacts

Explaining the Service

Understanding Young Person’s Family Situation at the Start

Understanding Young Person’s hopes for the future

Practical Stuff for staying in Touch

Keeping the Relationship Healthy
Sharing Information from others
Team Meetings

Talking about Ending the Young Adult Peer Mentor Service

Valuing Mutuality

Peer support when individuals with

common life experiences help one another
to maintain wellness, overcome struggles, &
enjoy life. “Peer” is defined however the
agency (and transition-age youth clients)
want to define it. However, true peer
support is rooted in the notion of
MUTUALITY. This is where people really help
each other based on a shared affiliation & a
deep understanding of this experience.

Both people who engage in the peer support
relationship provide mutual support.

S$top & Reflect

This relational process & experience is what
produces validation, empathy, hope,
newfound strength & empowerment

On the next page is a diagram that shows
where Young Adult Peer Mentors fall on the
continuum of helping relationships.
Supervisors should review this with their YA
Peers & YA clients so that it is clear as to what
the relationship should look like. YA Peer
Mentors bill for their time; are typically full-
time employees; and have specific activities
that they do with their YA clients. They share
their experiences in their work, but are not the
personal friends of their clients.

As a supervisor, how do you practice mutuality?

As a colleague, how do you practice mutuality?

As a friend, how do you practice mutuality?
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It is super important to understand that in
all peer support (& arguably all
relationships) are dynamic & have power
imbalances. The extent to which who is
helper in the relationship versus who is the
receiver will vary from relationship to
relationship & is subject to change
overtime!

Helping to explore & manage mutuality is
an exciting part of supervising YA Peers!

Providers and supervisors should not be
afraid to recognize the radical notion of the
“client role” as shifting closer to the “helper
role” and the “helper role” sometimes
shifting to the “client/receiver role.” It feels
good to help & YA Clients benefit immensely
from providing support to others. The
healing process in many cultures &
treatment philosophies is the act of giving
and helping. By allowing and supporting
mutuality, effective peer support at your
agency will be possible.

However, there are limits to mutuality that
must be clearly defined in agency policies
and practice. For instance, prohibiting
sexual relationships and physical fighting
between YA Peers & client should be
established early on. But, it should be
recognized in supervision that the following
are normal — & REALLY GOOD things to
bring up in supervision:

e Sexual or romantic feelings towards
client
e Anger, frustration, or irritability towards
client
Normalize that you as a supervisor have
experienced these things — & that it is
through supervision that we make sure to
not harm the working alliance we have with
our clients. State that there is nothing to be
ashamed of & we wouldn’t be human if we
did not feel emotions about/towards our
clients.

Continuum of Helping Relationships

Peers as providers as Friendship

Therapy

One Directional

Psychiatry

Case
Management
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Adapted from Davidsonet al., 2006

Young Adult
Peer Mentors
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Establishing Clear Policies/Guidelines around Safety & Professionalism
During Orientation & quarterly thereafter, remind YA Peers about KEY information that they need to
bring to a supervisor either immediately or during supervision.

e Anytime that a YA Peer feels unsafe with a YA client (and/or their family)

e Client discloses any suicidal or homicidal ideation

e C(Client feels in imminent danger

e Client makes a sexual comment or behavior towards YA Peer

e Client threatens, touches aggressively, physically harms YA Peer

e Client asks YA Peer to buy something or provide money to client

e YA Peer runs into client in the community

e Client or family texts/calls/emails YA Peer outside of standard work hours

e Client or family (or colleague) discriminate or use microaggressions that affect the YA Peer

Activity: Processing the Ethics of Being a YA Peer

Always Never Sometimes OK
OK oK When?

. Keep attraction to client secret from supervisor?

A
B. Keep client’s attraction to you secret from supervisor?
C

. Keep relationship boundary concerns from supervisor?

D. Bend the rules for a client? A coworker?

E. Share religious/spiritual beliefs with a client?

F. Advocate for client despite supervisor/team’s opposing
point of view?

G. Share after-hours social time with a client?

H. Share a meal with a client?

I. Engage in common interest with a client?

J. Spend time alone with client in their apartment?

K. Loan money to a client?

L. Hug a client?

M. Loan personal items to a client?

N. Accept gift from a client?

0. Attend family event with a client (per client request)?

Adapted from: http://peer.hdwg.org/sites/default/files/Ad4BoundariesinPeerClientRelationships.pdf
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Emphasize maintaining “strong
working alliances” instead of
maintaining “healthy relational
boundaries.”

A primary goal of YA Peers is (should be)
forming strong working alliances with their
clients. The first question | get from
practitioners who are interested in
supervising peers is: “how do | help them to
maintain boundaries with their clients?” |
think that this is NOT what we should be
focused on; instead, we should be focused
on threats to strong working alliances. Using
the term “alliance” is more appropriate
because it implies that the YA Peer and
client are on a team working towards
common goals — which is what we want YA
Peers & clients to feel & achieve!

The working alliance is a
collaboration based on the
development of an attachment bond
and a shared commitment to goals &
tasks. Strong working alliances
between clients and practitioners
result in better treatment outcomes.

In the adult world, the notion of peer
support is based on the assumption that
shared lived experiences facilitate strong
working alliances. But just being a “peer”
doesn’t mean that you suddenly have a
strong working alliance with all clients.
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bond

tasks

Working Alliance

As clinicians, we don’t always work well with
every single client that comes through the
door. Ae need to make sure that young
adult peer mentors do not become
discouraged when they struggle with
relationship building with particular clients.

It’s your job as a supervisor to help YA Peers
to discover any patterns that go along with
struggling to form strong working alliances
with clients. Perhaps, it is that a YA Peer has
a challenging time forming working alliances
with clients with a certain set of
characteristics or life experiences given their
own biases and assumptions). This is what
Supervision is all about: helping YA Peers to
examine their practice to improve upon it —
and provide better support to all clients!
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What can Supervisors do to Support YA
Peers in Building Strong Working Alliances?

¢ Model strong working alliances through the
Supervisor-YA Peer alliance

e Teach YA Peers about the working alliance &
how to achieve strong working alliances

¢ Examine the quality of YA Peer-Client
working alliances in weekly in supervision

¢ Support YA Peers to navigate relationships,
which are rooted in communication,
behavioral interactions, emotions.

¢ Normalize the challenges to managing human
interactions & “relationships.”

Why should supervisors build strong
working alliances with YA Peers?

e Increases likelihood that a YA Peer will share
on-the-job struggles with their supervisor.

e Increases likelihood that YA Peer will feel
comfortable discussing the pros & cons of
supervisor suggestions & directives.

e Provides for an excellent opportunity for
modeling relationship building skills on how
to develop strong working alliances with
clients, families, & co-workers.

S$top & Reflect

How do you currently encourage mutuality?

Building strong working alliances between
Supervisors & YA Peers fosters a natural
parallel process. IF Supervisors are successful

in building strong working alliances with YA
Peers, this will lead to YA Peers being more
likely to be successful with developing strong
working alliances with their YA clients & their
COLLEAGUES!

How can Supervisors build strong working
alliances with YA Peers?

Be transparent about your desire to support
YA Peers in their work in order to support the
success of YA clients.

Express your intention to coach/mentor &
build a foundation of skills that will benefit
the YA PM far beyond their current role.

Be present when you meet with YA Peers.
Celebrate small successes.

Practice a little mutuality. Share your
experiences from when you were new to the
field; what you do to stay healthy on-the-job.
Be honest. Put on your “mentor” cap.

Be accessible during the work day.

How do you currently put brackets/boundaries on mutuality?

How might you expand or change your approach to mutuality when supervising

Young Adult Peer Mentors?
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Language matters. What if we were to “let go” of our fear about “boundary violations” and instead

focus on building strong working alliances between YA Peers and their clients?

“Healthy

Relational
Boundaries”

How we tend to talk about staff-client
interactions/connections given our

training, our colleagues, & provider culture

“Peer support” is based on the idea that if
both the client and peer provider are
authentic in revealing, discussing, and
reacting to each other’s lived experiences,
there will be an immense benefit for both
parties involved. Based on empirical data,
Spencer and colleagues (2006) theorize
that collaboration, empathy, authenticity,
and perhaps scariest for non-peer
providers “companionship,” are key
relational processes in peer support
transactions. From research we’ve done
with the UMASS Transitions RTC, young
adult vocational peer mentors, we know
that trust & likely “mutual trust” are key
for particularly vulnerable young adults
with SMHC and histories of child welfare
and juvenile justice involvement.
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“Strong

Working
Alliances”

How we need to be talking about YA-Peer-
client relationships —and maybe all on-the-
job relationships in mental health settings?

Think about relational processes & how
they contribute to the development of a
bond that is essential for the working
alliance: collaboration, companionship,
trust, authenticity, & empathy. It can
helpful in supervision to process with YA
Peers how they are doing with these
relational elements with their clients. We
can have too much or too little of each
relationship element — and that can
threaten the strength & longevity of the
working alliance. We can’t assume that
magically all YA Peers will have equal
empathy for all clients — nor have the
capacity to be authentic 100% of the time!
It’s bringing these ideas to supervision
which will help you to help YA TPMs to
manage their relational boundaries with
their clients.
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Examining Working Alliance Complexity

Directions: Pick a client, colleague, your supervisor, or someone you supervise & reflect on the
following 5 working alliance elements. Reflect individually & discuss with peers, supervisor — or
perhaps even your client(s)!

How much do | experience
trust in this alliance? Does the
other person trust me? Why
or why not?

How well are
collaborating?
To what extent
do we both feel
that it is a true
collaboration?

Collaboration

How authentic
am | able to be
with this
person? Can |
be myself?
What do |
keep from this
person? How
authentic is
the client
during our
interactions?
Why?

To what extent
are we
companions? How
close do | feel to
this client? Would
the client feel the
same way? Why
or why not?

How empathetic do | feel with/towards this
person? When am | not empathetic? Does this
person empathize with me? Does this person
feel validated by me? Why or why not?

1. Collaboration Reflection:

2. Trust Reflection:

3. Authenticity Reflection:

4. Empathy Reflection:

5. Companionship Reflection:
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Examining Working Alliance $trength

A working alliance is a collaborative relationship based on a joint understanding and consensus on
client goals and tasks, as well as, confidence and willingness of both parties to work together to
achieve the specified goals and tasks. To examine your working alliance with a particular individual in
your life, consider the questions below.

Part 1: Your Best Supervisor
Consider a supervisor, manager, or boss who you believe was THE BEST. Now respond to the extent
which you agree/disagree with the statements below.

Aligned GOALS: Strongly Disagree | Unsure Agree Strongly

What ARE the goal(s) of the relationship? How well Disagree
understood, jointly created, & agreed upon are goals?

1. Goals are clearly defined (You clearly know what y’all are
working towards & why.)

2. Goals are established together. (You feel that this process
values both parties’ input.)

3. Both parties’ agree on the importance of established goals.

Aligned TASKS: Strongly Disagree | Unsure Agree Strongly
What are the task(s) that are related to the goals of our Disagree Agree

relationship? How well understood, jointly created, &
agreed upon are these tasks?

1. Tasks are clearly defined. (Tasks are operationalized; each
party’s individual tasks are also clear.)

2. Tasks are established together. (You feel that this process
values both parties’ input.)

3. Both parties’ agree that the established “tasks” are the
right way to make progress towards goals. (You both believe
the tasks are feasible & will result in goal achievement.)

BOND: Strongly Disagree | Unsure Agree Strongly

How strong is the “bond” between you & 7 Disagree Agree
1. The relationship is founded upon trust. (Both parties trust
one another to follow-through, listen, partner, provide
helpful & critical insight, etc.)

2. Both parties can be authentic. (For the most part, you can
express your feelings and opinions openly & vice versa.)
3. Both parties feel respected & appreciated.
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Part 2: Your Worst Supervisor
Consider a supervisor, manager, or boss who you believe was THE WORST. Now respond to the extent
which you agree/disagree with the statements below.

Aligned GOALS: Strongly Disagree = Unsure Strongly
What ARE the goal(s) of the relationship? How well Disagree Agree

understood, jointly created, & agreed upon are goals?
1. Goals are clearly defined (You clearly know what y’all are
working towards & why.)

2. Goals are established together. (You feel that this process
values both parties’ input.)

3. Both parties’ agree on the importance of the established
goals.

Aligned TASKS: Strongly Disagree Unsure Strongly
What are the task(s) that are related to the goals of our | Disagree Agree

relationship? How well understood, jointly created, &
agreed upon are these tasks?

1. Tasks are clearly defined. (Tasks are operationalized; each
party’s individual tasks are also clear.)

2. Tasks are established together. (You feel that this process
values both parties’ input.)

3. Both parties’ agree that the established “tasks” are the right
way to make progress towards goals. (You both believe the
tasks are feasible & will result in goal achievement.)

BOND: Strongly Disagree Unsure Agree Strongly

How strong is the “bond” between you & ? Disagree Agree
1. The relationship is founded upon trust. (Both parties trust
one another to follow-through, listen, partner, provide helpful
& critical insight, etc.)

2. Both parties can be authentic in the relationship. (For the
most part, you can express your feelings and opinions openly
and vice versa.)

3. Both parties feel respected & appreciated.

Discussion Questions:

e How can you improve the working alliance between you and your supervisor?
e How can you improve the working alliances between you and your colleagues?

e How can you improve the working alliance(s) between you & the young adult peer mentors that
you are/will supervise?
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Creating Balance in YA Peer-Client Meetings

Examine YA Peer & Client meeting content & flow! The goal for meetings is that the YA Peer and YA
Client are each talking or sharing for approximately 50% of the time each. Conversation topics should
evolve overtime as well. Supervision is an excellent space for reflecting upon the extent to which
sessions are “controlled” by the YA Peer in regards to topics, content, tone, & the flow of conversation.

Specify how much of the time you
are talking/sharing versus the client
talking/sharing:

Describe the content of the conversation in the
last session (or in the last month):

Who has set the topic/tone of the meeting? To what extent is discussion guided by both
the YA Peer & the YA client together?

What might you try when meeting with this client in order shift the balance of the
conversation?
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Empathy in the Working Alliance

You can do this exercise with anyone in your life in order to gain insight into strength of the working
alliance. It’s helpful to do this exercise with a variety of alliances: those that feel challenging, as well as,
alliances that feel easy. Rather than just focusing on only alliances that feel “challenging” is important
because it will help YA Peers to maintain healthy relationship boundaries in alliances that are stronger.
And, by examining alliances that are more challenging, YA Peers can gain insight into perceived
differences and engagement barriers that will allow the YA Peer to have increased empathy for clients
that are having a harder time bonding and connecting with.

It’s necessary to acknowledge that we all act slightly different in each relationship that we have. We
take on different roles; feel closer to (and can be more vulnerable) with some; can feel more distant
(and less vulnerable).

What is our alliance like? . .

Who am | [YA peer] in this alliance?

Who is [client]?

How are we similar?

How are we different?

How canlhelp _____ [client] to understand me better?

What can | do to better understand where ______is coming from?

What have | taught or what can | teach [client]?

What can or has [client] teach me?
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Strong working alliances will develop
between Supervisors and YA Peers who
together critically examine agency culture,
systems, and practice to ensure that it is
informed by youth culture & a
peer/recovery perspective.

Supervisors must be willing to examine,
reflect upon, & challenge agency practice
norms, policies & culture. Before coaching
on behavior corrections, Supervisors must
reflect upon YA Peer actions &
communication style. Youth culture can
directly oppose agency standards of
“professionalism.”

Supervisors must partner with
YA Peers to co-define

I”

“professional” practice

standards; then reinforce &
educate others about these co-
created standards.

Expert Pat Deegan has described Peer
Specialists as “Disruptive Innovators” in her
online blog. Disruption is inherent in Peer
Support. Once a YA Peer is “integrated”
into the provider context, provider norms
will be challenged. And, sometimes, with
these growing pains come unprofessional
behavior on behalf of colleagues. Most
commonly observed are
“microaggressions.”
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Microaggressions are: “brief and
commonplace daily verbal, behavioral,
and environmental indignities, whether
intentional or unintentional, that
communicate hostile, derogatory or
negative racial slights to the target person
or group” (Sue et al. 2007).

Supervisors must address inherent
tensions between the YA Peer Perspective
& Practices & the Non-Peer/Non-Young
Adult Staff Perspective & Practices.
Supervisors can partner with YA Peers to
develop and engage in education efforts to
help non-peer & non-young adult
colleagues to understand the YA Peer
Approach. Supervisors may also spend time
educating YA Peers on the approach of the
various individuals who work in community
mental health (e.g., psychiatrists; social
workers; counselors; rehabilitation
specialists; etc.)

YA Peers cannot transform
practice, systems, culture by
themselves, they need allies -
& Supervisor Support.
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Addressing Microaggressions & YA Peer
Exclusion Activity

Directions:

Consider the following situations (all based on real life experiences)! From the perspective of a
supervisor (or a more senior YA Peer), discuss how you would address these situations if they
happened in your context.

e YA Peer staff member walks into the building, the traditional staff don't even say hello. They
look down and pass by like this person is not even there.

e A non-peer colleague continues to ask a YA Peer to do things for them that they feel that can’t
bill for or that feels very administrative (e.g., make copies, transport clients).

e Everyone goes out for impromptu happy hour drinks after work. No one invites the YA Peer(s).

e AYA Peer brings a recording to you of another staff member telling a young adult client that
they are a “ward of the state” and “too sick to keep a job” — and “without meds, they will never
get better.”

e AYA Peer reports that staff are taking bets as to when they think that one of the clients will go
back to the psychiatric hospital.

e Non-Peer Staff frequently use terms in meetings like: decompensate, crazy, non-compliant, low
functioning, high functioning, schizophrenic, co-dependent, poor prognosis, manipulative,
attention seeking, help-rejecting, non-compliant, poor insight, etc.

e YA Peer Staff are silent during team meetings.

e One of your coworkers reports to you that a YA Peer is telling clients problematic information
while on a trip to the library to explore community resources. The staff reports the YA Peer
stated: “You will be poor for the rest of your life if you apply for SSI — and the only fun you’ll
have is access to the library, the “poor man’s entertainment.”

e A YA Peer spoke passionately during a meeting because she felt that a client was being treated
unfairly. One of your non-peer coworkers is concerned that the YA Peer was very
unprofessional for speaking up like that & needs to stop "personalizing the issue."

e A non-peer colleagues made a comment expressing surprise that a YA Peer can afford the type
of car that he drives or tickets to the musical Hamilton.

s$top & Reflect
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Areas of Focus in this Practice Profile to be familiar with as a Supervisor:

Encouraging a Vision for the Future

Choosing Actions (using lived experience)

Honoring Aspirations & Developing Care Team Support for Increasing Youth Voice

Doing Actions at YA Pace

Treating Detours as Learning Opportunities

Knowing when & how to exit
Planning to sustain

Effective Communication for YA Peers!

Being a YA PM is so much more than simply
telling your story to YA clients, families,
colleagues, and other caseworkers. It’s all
about being an effective communicator &
being able to get YA clients to open up with
you! Supervisors & YA Peers can practice
effective communication together. Although
“active listening” may be something that
Supervisors believe they are well-versed in, it
is excellent to return to the “basics” with YA
peers. YA peers will likely be new to
examining how they communicate & tend to
benefit immensely from practicing very basic
counseling skills such as active listening.

$top & Reflect

The most important communication element
for YA Peers is actually how they listen.
“Active listening” is a well-embraced
practice in community mental health. It
requires the listener to understand and
figure out what the speaker is actually
communicating during an interaction.
Practicing active listening regularly in group
supervision can be particularly powerful for
YA Peers. By balancing a focus on sharing
and listening, YA Peers can be successful in
their role.

How do you model effective communication in your supervision practice?

What types of communication barriers/challenges have you observed among YA

Peers and other staff you have supervised?

What have you done to address and improve communication?
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Why practice
“active listening”
as a YA Peer?

What is “ACTIVE
listening?”

But, what am |
really listening

*

X

The ability to listen actively improves & strengthens relationships. The act
demonstrates respect & generates trust between two individuals. The
practice communicates that care & understanding through acknowledging
what a person is feeling, not just what they are doing and thinking. Active
listening helps people to process and talk through their experiences and
perceptions — which is a key in providing peer support.

All you have to do is listen, really listen, & convey that you are hearing what
someone is telling you! If your client feels heard — you were actively listening!

The feelings are contained in what the speaker is saying [not just the facts or
ideas] so you can respond to these through being present, empathetic, &

for? understanding.

Howdoldol
engage in Active
Listening?

Being present (e.g., be steady & quiet inside as you listen)
Listen in a way that the other person can feel

Hold off on problem solving

Do not worry about the outcome of the interaction
Demonstrate acceptance & empathy

Active Listening = What to Practice & Reinforce
Teaching & reinforcing active listening is a key element to effective supervision for YA Peers. It is

essential for a supervisor to do an active listening activity at least once a quarter with YA Peers. Most
Peer training programs have motivational interviewing and active listening elements, so the concept is
not new for YA Peers. Supervisors can review what active listening is during supervision; Role plays are
the perfect way to practice communication with YA Peers! Group supervision is great for this activity.

Leverage Nonverbal Communication:
e Silence & pausing (tap your foot 3-5 times before responding!)

e Nods (try nodding in agreement or disagreement rather than speaking)

e Facial expressions (using eyes, mouth, eye brows) share much about what we are thinking:
happiness; anger; disgust; excitement; confusion; boredom, interest; sadness)

e Eye contact (too much can be over stimulating) — engage in an activity where dyads are not
directly facing each other, but are communicating nonetheless. Try going for a walk; engaging a
game or an art project — anything that gets a YA Peer & client side-by-side.

e Posture: Leaning in or sitting back; folding arms; sitting straight vs. slouching
e Breathing patterns (e.g., breathing in quickly or slowly)

e Grunting, laughing, sighing

e Eye movements (e.g., eye rolling, squinting, glaring, wide open)

e Not paying attention to your phone or other potential distractions in the environment
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Add Little Slightly-Verbal Encouragements:

“" n u III "

mmm,” “uh-huh,” “go on,” “I see” “oooh!” “wow”

Integrate Door Openers:
“I'd like to hear more,” “Tell me more,” “Help me understand,” “oh, how so?”

Use Open-Ended Questions (but limit the use of “why”):
“How did you respond?” “What happened next?” “What was your take on that?” “What do you
think about that? “What led to that?” “How did that come to be?” “What’s the story there?”
“What’s your take on that?” “What was the reason for that?”

Reflecting Techniques:
“You feel uncomfortable when your friends talk about school.”
“You feel angry about your visit being cancelled. I'd be upset, too.”

Summarization:
“Here is what | hear you saying, you felt good at first; but now...”

Avoid Closed-Ended Questions:
“Did you think he responded well?” This produced a “yes” or “no” response.
Try instead: “How did he respond?” “How do you think that went?” These questions will keep the
individual expanding on their perspective!

Active Listening Activities

e Roleplaying in dyads with 1 or 2 individuals observing the dyad & noting communication.

e One fantastic activity is to ask YA Peers what is their favorite TV show and then to pull up a clip
from YouTube to analyze a conversation between 2 people — especially the non-verbal
communication. Simply ask the YA Peers to identify what helped keep the conversation going;
and what hampered communication.

e Have dyads make videos using their smartphones of their attempts at active listening. Share
videos & discuss where active listen was employed well —and where there were opportunities
to improve active listening. It is also really fun to get administrative staff and non-peer staff to
make videos for YA Peer Mentor analysis.

July 2019 55



*

18

Motivational interviewing (Ml) naturally is a good fit for youth & young adults. Young people are likely
to respond to a more collaborative approach in exploring and generating change goals instead of
complying with institutional or counselor generated goals. The central tasks of adolescence (i.e.,

developing autonomy and individuation) require questioning and challenging authority figures. Ml
seeks to minimize conflict and power struggles through acknowledging ambivalence and exploring
personal choice in order to decrease resistance to change. The dual non-confrontational and non-
judgmental approach of Ml combined with its embracing of ambivalence to foster motivation for
change makes Ml a fantastic fit for engaging youth and generating change. Ml is also brief in nature
and is easy to use.

For Supervisors to know:
e On-going supervision reinforcing the Ml
approach is considered best-practice & has
also been shown to be effective in learning Ml
(Bennett et al., 2007; Miller et al., 2004).

e One study found that Ml skills were not
retained without added supervision (Heaven
et al., 2006).

e The spirit of Ml is composed of 4 key
elements: 1) collaboration (vs. confrontation),
2) evocation (drawing out, rather than
imposing ideas), 3) autonomy (vs. authority),
and 4) compassion. The Oregon Youth

Transition Program summarized the spirit of Ml in a diagram (see right).

Logic of Motivational Interviewing

Most move

' Change comes Confrontation & Reducing
through a series

. Knowledge ; :
from within negative i ngot ambivalence is
rather than messages are helbful the key to

from without ineffective 5 change

of steps prior to
changing their
behavior
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Guidelines for Effective MI (Miller & Rollnick, 2002):
1) Talk less than your client does.
2) Offer 2-3 reflections for every question that you ask.
3) Ask twice as many open-ended as closed questions.

4) When you listen emphatically, more than half of your reflections should be deeper, more
complex reflections (paraphrase), rather than simpler repetition or rephrasing client response.

Supervision Discussion Questions
1. Which clients do more talking than you when you meet? Why is this?

2. Which clients do less talking than you when you meet? Why is this? What might you change in
order to get these clients to open up more?

How to Start the Conversation
YA Peers have the opportunity to develop a partnership in exploring goals & identifying what needs to

change through a strong initial declaration that YA Peers are NOT here to direct YA clients. Instead, YA
Peers are present to really listen, support, and advocate for YA clients (& their families) to ensure
clinical team hears what they are saying. The best way to establish this partnership early on is for YA
Peers to boldly state their intentions of partnership.

Resources for TAY Motivational Interviewing
e http://www.motivationalinterviewing.org/
e http://www.ytporegon.org/content/spirit-motivational-interviewing
e http://www.nova.edu/gsc/forms/mi_rationale_techniques.pdf
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OARS

Engagement in Ml is facilitated through core communication skills that are easy to remember through
the mnemonic acronym OARS. OARS stands for: (asking) Open questions; Affirming; Reflecting; &
Summarizing. And, in order to incorporate your personal lived experience in a way that resonates with
YA clients and their families: share information, advice, and life experiences with permission.

Ask Permission “Do you mind if we talk about [insert topic]?”

Open-ended “What’s happened since we last met? What was that like for you?
Questions What makes you think this needs to change?”

Affirm Recognize effort: “The important part was that you put yourself
out there; you tried so hard.”

Recognize strengths: “You are persistent.” “You are strong.”
Express confidence: “/ believe that you can succeed.”

Express support: “We are going to keep working on this together.
You are making progress!”

Normalize: “I've struggled with this & friends of mine have too.”

7

Reflective Listening Repeat or rephrase: “It sounds like...” “What | hear your saying...

Summarizing Let me try to summarize what | hear you saying...
Let me see if | am understanding you properly...
Allow me to make sure | am following you correctly...

Evoke Change Talk “What would you like to see different about your current
situation?” “What makes you think needs to change?” What will
happen if the situation doesn’t change?”

Motivational Interviewing Exercises for
Supervision

1. Find YouTube videos of motivational interview tutorials. Have YA Peers watch the video with the
Supervisor & silently record OARS statements. Discussion observations. Supervisors can also stop the
video at key points & ask YA Peers to identify what OARS they have observed.

2. Encourage YA Peers to role play with each other & record it using their smart phones. Then, have YA
Peers review their recording together to identify where they effectively used Ml and where there were
opportunities to use MI.

3. As a supervisor, make brief videos of you (& your esteemed colleagues) doing a terrible job of
applying MI. Cut the client off; ask closed-ended questions. Then, show these videos to YA Peers &
have YA Peers identify mistakes.
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Generating Reflections Activity

What is each client really trying to say with these comments? What is the underlying meaning in what
they are saying? How can you reflect back to the client so that they can feel that you really heard what
they have to say?

1. Everyone is so focused on whether or not | take my medication. | don’t need medication.

2.1 do not have a mentalillness. | do not know why | am even here.

3. My parents told me that that they will stop paying for college for me if | don’t stop getting high.
They have no idea how hard school is.

4. | want a job but | want SSI because it will help me to afford an apartment and move out of my
parent’s house.

5. I have all these friends on Facebook, but sometimes | don’t know if they are really even my
friends.

6. | don’t like meeting with the psychiatrist. He makes me feel like | am crazy. And, | might be a little
crazy sometimes, but not that crazy.
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Areas of Focus in this Practice Profile to be familiar with as a Supervisor:
e Demonstrating Reliability
e Communicating honestly & strategically
e Walking the walk

Sharing Lived Experience to Inspire

There are many ways to prompt behavior
change in YA clients. For YA Peers, one way is
through sharing a life experience that
demonstrates resiliency while also providing
validation. Storytelling is an art & comes with
risks for YA Peers who are being vulnerable
with sharing information to a YA clients,
families, co-workers, and supervisors. It is
through storytelling that YA Peers canin a
sense establish themselves as “peers.” Thus, it
is worth spending time in Supervision Meetings
that is dedicated to story development, story
sharing, and what story sharing means for
identity and one’s role as YA Peer.

First, it is essential to recognize the following
about sharing lived experiences in community
mental health settings:

YA Peers are more than their recovery “story.”
This can be very frustrating for YA Peers who
are people with real lives who have lots of life
experiences [LIKE EVERYONE] beyond their
experience with mental health problems. In
supervision, it is key to acknowledge how
challenging it can be to be identified by a few
life experiences that for many feel very long
ago and not that pertinent to their current life.
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Focus on the Present, the Past & the Future.
Ask YA Peers: What are you learning about
yourself through your work? What can you
share with your clients? What are your
hopes? It’s not just about sharing stories
about the past.

Stories are dynamic, not static. Lived
experience “stories” will change. As a
supervisor, that’s a good thing! YA Peers
grow in their role, learn & and gain additional
insight into themselves, their situations, &
other factors.

YA Peers control what is shared; when it is
shared; and how it is shared. Permission
must be sought from YA Peers, as well as, a
discussion about what it will mean to share
one’s story to a particular client, family,
coworker, agency, institution, or community.

Practice, Practice, Practice. Use supervision
time for a storytelling workshop at least on a
quarterly basis. Reflection on storytelling is
necessary. What is triggering to share today
might not be tomorrow & vice versa.
Unintended consequences of sharing are real
— be ready for them!
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S$top & Reflect

What is self-disclosure in your opinion?

What are your beliefs around self-disclosure? Have these changed overtime?

When is self-disclosure helpful? When is it unhelpful?

How do you help your staff navigate self-disclosure on-the-job? When has this come
up in supervision?

Strategic Storytelling: A Helpful Foundation

Strategic Storytelling is a helpful framework from the field of child welfare. Supervisors can help YA
Peers to apply Strategic Storytelling principles and processes in both the preparation for and reflection
upon sharing personal life experiences with YA clients, their families, and colleagues. Below is a list of
guestions that Supervisors & YA Peers can use to examine and reflect upon the process of storytelling.

1. What is the story you are considering sharing? Or, what story did you share?
* What are the key elements to your story?
* What details might/did you keep private?
* How much background/set-up is necessary for the story?
* How traumatic is the story?

2. What do you hope to achieve through sharing this story? (Or, what did you hope to achieve?)

e What is Purpose of my sharing this story?

e What kind of impact do | want my story to have? (e.g., attitude change; increased awareness;
validation; etc. etc. etc.)

e Who will benefit? Me? Client? Colleague? Team?

e How will they benefit specifically?

e What impact will the story have on the working alliances that you have with clients,
colleagues, etc.?

3. Who is your audience? (Who have you shared with or who do you intend to share with?)
* How is the audience likely respond to hearing your personal experiences?
* How will hearing your story make them feel?
* What are you hoping will resonate with the audience?
* How will you tell this story differently depending on the audience?

4. How will you claim the meaning & significance of your story?
* How did/will you claim the personal meaning of your experience when telling you story?
* How did/will you identify the emotions that you personally have when sharing this story?
* How will you explain the rationale when you start to tell your story?
* How will you explain what you hope to achieve through sharing this story?
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Strategic Storytelling Exercise 1

1. Identify the audience & how the story will impact the audience (e.g., their
feelings/thoughts/behavior). For example, your audience could be your peers, your supervisor, your
clients, community provider, etc. & what your desired impact: understanding, trust, buy-in,
excitement, partnership, etc.

Your Audience:

Desired Impact:

2. Choose a Question to Respond to:
e Write about a time when you effectively coped with a challenging situation (on the job orin
your personal life). What caused the challenging situation; what helped you to get over it?

e What have you learned about yourself in the last year? On the job? In your personal life? How
did you come to know this?

e When were you most burnt-out at work? In your personal life? How did you get over this?
What helped you to address this?

3. Choose your Purpose & Generate the Content.
e Describe the situation. Add the details that you think are important — that make the story come
to life & understandable.

4. Reflect on the Meaning & Significance of Your Story:
e Explain the personal meaning of your experience when telling you story; don’t let others
interpret this for you.

e What emotions occurred when you share your story? When they occur, name them concretely
when telling your story.

e Explain the rationale when you start to tell your story & stipulate what you hoped the response
will be to your sharing the story
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Q What to Share: With who? When, Why & How?

Instructions. We share in lots of ways, how we act; how we dress; what we say; etc. It’s
important to process when to share & when not to share certain things about oneself in
individual or group supervision. Consider the list below. Ask yourself these questions.

Always OK? Never OK? With who? Why?

Sometimes OK? What Details do you share
When? or not share?

A. Mental health
diagnosis?
B. Sexuality?

C. Cultural background?

D. Hopes & dreams?

E. Personal beliefs (e.g.,
political, religious)

F. Frustration with mental
health system?

G. After-hours social
time?

H. Work & school
successes? Failures? (e.g.,
being fired)

|. Favorite hobbies?

J. Traumatic experience?

K. Social Media Accounts
(e.g., following; friending)

L. Being physically

attracted or annoyed with
?

M. Personal items? (e.g.,
bike, lip balm, hair brush)
N. Current or history of
substance use?
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0. Gossip?

P. Feeling down or
anxious?
Q. Guilty pleasures?

R. Your favorite person to
work with?

S. What you are doing on
Saturday night?

T. Ameal?

U. Justice system
involvement?
V. Favorite sports team?

X. Your home address?

Y. Yours (or someone you
know) Xfinity password?
Z. Money?

Additional things for you to add in your context:

***Important to Know. One’s responses to these questions will likely change overtime, and should as
one becomes more comfortable sharing & recognizes when to share/not share when with colleagues &
young people.
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The Evolving Elevator Speech & Bio

Most people think of elevator speeches are
part of getting a new job. However, YA
Peers need a quick way to describe
themselves to a variety of audiences in
order to engage, educate, and partner with
people. Simply stating, “I’'m the Young Adult
Peer Mentor,” does not always clarify to
potential clients (& their families),
colleagues, or other outside of the
children’s mental health field in
Massachusetts who you are; what your role
really is; and your contribution to the team,
provider, and field.

More likely than not, colleagues will be
especially confused as to the added benefit
of partnering with YA Peers. Therefore,
coaching your YA Peers to professionally
introduce themselves to a variety of
individuals in a way that clarifies their role
(a little) and garners additional interest as
to how this role is particularly beneficial to
the team/agency will save you time as a
supervisor down the road.

An elevator speech is 30 seconds or less (3-
4 sentences). During it, one must state their
name, who they are, what they do, and
their impact/effectiveness. It’s like a bio,
but something that is informal enough to
actually say out loud to someone else!
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This is a fun exercise to do in training or
early in supervision with YA Peers. And, to
revisit periodically because, GUESS WHAT —
elevator speeches evolve as YA Peers grow
in their role!

Questions to Ask to Develop an
Awesome Elevator Speech or Bio:

1. What am | good at? What do | really
excel at? What have others told me | am
good at? Why do you think that they said
that?

2. What am | most passionate about?
What makes me come alive? What
motivates me?

3. What do | do to improve the lives of
clients? What do | actually do? What is
about my approach/my style/my story —
that really resonates with people?

4. How have clients responded positively
to me? What impact have | seen?

5. How do | positively impact my team?

My agency? My community?

Responses to all of these questions will help
with building the bones of your elevator
speech! Avoid acronyms and any fancy
language. Write how you would actually say
it aloud & practice stating it aloud.
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Here's an example (Vanessa):
I’m a social worker turned social scientist. | live in Chicago where | help build and study mental health

services for transition-age youth. | am passionate about growing the young adult peer workforce — and
work with a variety of providers and states to help develop practice tools & systems to increase young
adults in peer roles. So far, I’'ve conducted online and in-person trainings — and a cool guidebook for
supervisors to help supervisors be super effective in supervising YA Peer Mentors.

Variation on Elevator Speech Supervision Exercises:
e Record elevator speech individually & then playing it during supervision

e Practice giving elevator speech to: 1) someone at work; 2) someone who knows you well; 3)
someone in the community

e Propose & develop different versions of the elevator speech (shorter; longer; different angle,
different language) for a variety of contexts

Resources to Help YA Peers Discover their Strengths:
e http://www.viacharacter.org/www/

@ $top & Reflect

How do you introduce yourself to new employees? Colleagues?

When informally telling a colleague about your role as the supervisor of YA Peers,
what do you say typically?

How might you change what you say now to inspire others to not only respect, but
be interested in the YA Peer role?
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Building YAPMs On-the-)ob Identity

A FUN & Important Practice: It’s important for YAPMs early on to start considering
how they are perceived & what they want their colleagues & the young people they
work with to know about them. Many are familiar with creating a bio for social media so
that the world knows a little bit about who they are; what they care for; what they do;
what they enjoy doing; what they aspire to. Use these questions to support YAPMs in
considering what truly makes them unique! At least every 6-months, review responses
to questions — and continue to build & expand on the bio!

Questions to Develop an AMAZING BIO:
1. What am | good at? What do | really excel at? What have others told me | am good
at? Why do you think that they said that?

2. What am | most passionate about? What makes me come alive? What motivates
me?

3. What do | do to improve the lives of young people? What do | actually do? What is
about my approach/my style/my story — that really resonates with people?

4. How have others responded positively to me? What impact have | seen?

5. How do | positively impact my team? My agency? My community? What are my
aspirations?
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Q Role Modeling 101

Role modeling is a skill that can be learned. Supervisors play a critical role in helping YA Peers become
effective as role models. Here are some key role model characteristics:

Passionate Dedicated,

& a Capacity to positive, K h
Inspire Others empowering sz ss 6 nows wio
Values they are &
what they
stand for

Active internally at

A Commitment agency & within Able to

to Community communities that overcome

matter for youth & obstacles &

young adults willing to share

how they have

Aware of difference; makes no
Accepts Others assumptions about others, &
demonstrates respect & genuine interest

Questions to ask yourselfs

1. What are you passionate about? How do you inspire others?

2. What are your core values? What inspired you to be a peer mentor? What do you hope to achieve?
3. How are you involved in your community? Work? School? Family? Friends? Spirituality? Hobbies?
4. What have you overcome? How do you share what you have overcome?

5. When have you noticed differences between yourself, your colleagues, and young people?

6. What assumptions have you made about your colleagues? Your supervisor? Young people?

7. How do you generate genuine interest & respect? How do you generate trust?
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Q Constructing “You” on the Job

B YOU!

*  What do you want your to notice about you?

Who defines

who you are
on the job?

*  What do you want your to know about you?
* How might they learn these things about you?

*  What will/do you share?

* How will/do you act?

*  What do you not want people to know about you?

* How can you ensure that they don’t know this?

Share only what feels comfortable & safe to you right now.

Young Person Says (fill in): You do NOT feel
comfortable
responding. What
do you say?
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Storytelling Exercise

“To be a person is to have a story to tell.” Isak Dineson

e Humans are natural story tellers. We learn about the world and ourselves mainly through stories.
We are surrounded by stories. Think of how much time we spend watching TV, movies, reading
books, or talking on the phone or reading email....so we are telling our story all the time and
learning about others’ stories — even when we are not aware of it.

e Telling our story & helping others to tell theirs is a way for us to make and remake our experiences.
Telling our stories allows us to claim our experience- to bring memories and meaning together —
allowing for more coherence and control of our experience.

e No story is perfect. People aren’t perfect. Your story is going to change over time as you get older
and gain more perspective on your experiences.

e Your experience with jobs and school are only 1 part of your entire story, but it’s important to work
on finding ways to tell your story to young adults who will be in your shoes soon. Others can learn
from your story. Your story can be motivating and can allow for you to connect with others.

Exercise: What story do you most want to share with your YA clients about what you have
overcome?

[Allow for 15 minutes to write; then 15 minutes to share with peers or supervisor.]
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When we tell our story, it’s healing. We get in touch with emotions — good & bad ones. Telling your
story is getting in touch with your strengths, power, and courage. Stories are sometimes very funny
because you are able to see the humor in a situation that at the time was very challenging and
stressful. Laughing can be healthy and does not mean your experience was any less meaningful or
challenging. You can just see where mistakes were made that you now find funny or ridiculous.

Exercise: Describe when you made a mistake (or you thought you did), but that you learned
from it. What happened? Who/what was involved? What did you learn? How did you learn
this?

It’s often hard to see how far you have come until you look back and tell your story. Coping
strategies are interwoven in your stories of challenges you’ve faced. As you listen to your
colleagues stories, you may discover new ways to deal with things. With telling your story, you are
generating knowledge for others to use.

Exercise: Describe some positive things you have learned about yourself in the last few
years through your work and education experiences.
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e We have many stories we can tell — both of positive and negative experiences. Think about some of
the positive things you have learned about yourself through looking for a job, working, or as a
student. How did you come to know these positive characteristics?

Exercise: What you have you learned that you hope to share with your clients?

e We are always learning. As Peers, we learn so much about ourselves through our work. Our
clients, colleagues, and supervisors are always teaching us something. We can understand
these teachings through reflecting.

Exercise: What you have you learned about yourself in your role? What have you learned
from your clients?

July 2019 72



Areas of Focus in this Practice Profile to be familiar with as a Supervisor:
Encouraging healthy habits with YAs
Managing Stressful situations
Knowing rights, resources, and responsibilities
Working to increase awareness & understanding of behavioral health challenges

Support Peers in Building Psychological Capital through Self-Care

Psychological capital is a “positive
psychological state of mind that is often
characterized by a person’s self-efficacy,
optimism, perseverance, hopefulness and
resilience” (Luthans, Youssef, & Avolio,
2007, p. 3). Yes, psychological capital is a
thing that can be BUILT! It generates
motivation to overcome barriers to
accomplish goals. Those with high levels of
psychological capital don’t sweat the small
stuff & see challenges as learning
opportunities. Supervisors who embrace
the notion of being “resilient” on the job
through learning new skills & reflecting
continuously on one’s practice are
successful in developing & supporting

YA Peers on the job!

Supervisors play a key role in fostering YA
Peer psychological capital. Focusing on
building psychological capital through
enacting self-care is the foundation for
developing healthy staff in stressful helping
professions.
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Self-efficacy
Optimism
Perseverance
Hopefulness
Resilience

Through building psychological capital on
the job, supervisors support YA Peers to
stay attuned to their wellness & to
communicate when their mental health
gets in the way of the of their job duties.

Supervisors must validate that we all have
days where we experience stress & feel
overwhelmed- it’s part of working in this
field. Supervisors must help YA Peers to
recognize their personal signs of stress &
distress — as they look slightly different for
everyone.
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Resiliency on the job is a pattern of
adaptation that evolves over-time as YA
Peers reflect on their self-care practices.
Self-care is not an escape from reality and
negativity — or something that we do in

reaction to something negative in our lives.

According to Merriam-Webster, Resilience
is the ability to become strong, healthy, or
successful again after something bad
happens; able to recoil or spring back into
shape after bending, stretching, or being
compressed. However, as a supervisor,
embrace this definition of resiliency:

Resilience is a pattern of
positive adaptation to a past

or current life adversity. It is a
description of a pattern, not a
personality trait.

$top & Reflect

Resilient Self-Care is a Process.

Better Self-care habits of self-care don’t
suddenly appear after being inspired
through a workshop or blog post. They
don’t even take full form in one particularly
transformative workshop or retreat. Saying
or knowing that we need to take better care
of ourselves or doesn’t make self-care
happen. It means changing habits and
schedules, shifting deeply held beliefs about
self-worth and identity, and addressing the
many barriers that get in the way of our
resilient self-care practice.

Resiliency is something we can foster in YA
Peers and in ourselves as supervisors —
which | believe is achievable through the
process of what | call practicing “Resilient
Self-Care.”

How do you (as a supervisor) practice self-care on-the-job?

How might you improve your self-care practice in order to role model this practice to

YA Peers?

How might you find ways to celebrate self-care on-the-job among your team and

colleagues?

What gets in the way of self-care on the job? What do you do to address this?
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Step 1: Create an Environment that Values Self-Care

There is a HUGE problem with “self-care” as a concept as most believe that the “the individual”
practitioner is the one to address these complex issues that are often really system or social problems.
Organizations and supervisors need integrate a multilevel approach to self-care where the
organization, supervisors, & teams value & practice self-care.

e Supervisors must role model & practice self-care! YES, that’s YOU Supervisors! Use your own
experiences of how you overcame struggles related to self-care —and be vulnerable and admit
that it’s challenging to always take care of yourself in a demanding and emotionally charged
type of work. Your transparency will matter to YA Peers; it will also give them courage to be
transparent with their YA clients.

e Encourage YA Peers to share how they build resiliency on the job through supervision.
Bi-monthly, | encourage 5-10 minutes to be spent on examining a YA Peers self-care plan. Ask:
What’s working? What’s not working? What are they learning about themselves?

¢ Institute systematic use of work breaks & personal and vacation time. This is something
that is so very important to ensure that YA Peers (who are often new to the professional work
environment and full-time employment) are aware of the benefits that their job comes with!
Ensure that you let YA Peers know that they need to take time off! It’s how we stay healthy.

e Support connection to EAP & personal therapy. Express to YA Peers that even the most
talented practioners benefit from therapy where they can process their personal life with a
neutral party whose job is to help you improve your wellness. Remind YA Peers how to access
the Employee Assistance Program (EAP) at your agency &follow-up about their experience.

e Private space for YA Peers to decompress & process with one another. First, find a space
that YA Peers can make their own where they can go to get away from the “community mental
health” context. A simple office with comfy chairs and quality lighting with a door that closes is
key. Second, bringing YA Peers together to process and decompress also supports wellness.
Providing a space for expressing frustration without judgement with one another (without a
supervisor) is very important for wellness. Peers can validate one another and help each other
problem solve on-the-job through provision of a bi-monthly meeting of just YA Peers.

Step 2: Recognize self-care is a process.

There is no magic bullet for self-care. It is an individualized practice that is self-initiated, but can be
supported by supervisors and organizations. Support YA Peers (and your colleagues) in recognizing that
taking care of oneself is an important part of the job —and that practicing self-care is something that
one is going to have to personally commit to. Support YA Peers in connecting with their peers,
colleagues, and even clients about how they practice self-care. We want YA Peers to be talking about
how they take care of themselves to maintain wellness. By focusing on self-care, YA Peers will naturally
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become fantastic role models for clients! It’s a very tall order to expect YA Peers to maintain balance

in their work & personal life in order to be mentors and role models to YA clients.

Step 3: Embrace the notion of “being kind to yourself.”
This the first principle that | teach to YA Peers. In the helping professions, we need to learn how to be

kinder to ourselves. This is something that Supervisors need to reinforce regularly in their staff.

Step 4. Learn about yourself! Self-care is multi-dimensional.
Self-care is only possible through self-examination and reflection. You need to know what makes you

happy; what gets you down; what makes you feel stressed; and what helps to mitigate this stress. In

Supervision, you can explore these discussion questions with your YA Peers to get them thinking about

what is really personally meaningful in their lives.

Big Questions to Process:

What makes me truly happy?

What brings me joy?

What makes me feel most accomplished?

What has worked to help keep me healthy, well, happy in the past? What hasn’t
worked?

What helps me to feel connected to myself (the real me)?

What motivates me?

Questions that begin to get at Self-Care:

What feels refreshing?

What replenishes me? Feeds my soul?

What can have an immediate relaxing impact on me?

What gives me a sense of purpose?

What am | thankful for?

What do | have in my life that | don’t take the time to acknowledge?

Step 5: Support YA Peers to Develop, Enact & Evaluate Self-Care Plans

Use resources for self-care plan development.

e University of Buffalo Self-Care Starter Kit: http://socialwork.buffalo.edu/resources/self-care-
starter-kit.html
e Student Self-care Plan: http://www.bloomu.edu/documents/social_work/SelfCarePlan.pdf

e Recovery & Wellness Lifestyle Plan (by Copeland):http://store.samhsa.gov/shin/content//SMA-
3718/SMA-3718.pdf
e Australian Self-Care Plan: http://au.professionals.reachout.com/developing-a-self-care-

plan#Activity

July 2019

76



Self-Care is Multidimensional

Virginia Satir was a renowned therapist who developed a mandala to illustrate the many aspects of a
human being - all of which need to be fulfilled in order for us to be happy. Consider Self-Care across

multiple domains is the goal (see diagram below from Lavelda Nayolr LMFTA). Here are examples of
the different dimensions to self-care:

: Intellectual: Activity that makes us think
Keys To Effective Self Care nreflectudl: AcHVIty that maices Us thin

Contextual: Your surroundings (physical,
social)

Interactional: Socializing & being with
others

Physical: Engage in a physical activity

Sensual: Stimulate the 5 senses: taste,
touch, sight, sound, & smell

Emotional: Stimulates emotions &
makes you feel good

Nutritional: Stimulating your body in a
healthy way

Spiritual: Activity that nourishes your
soul

BALANCED

Pick 3 domains. How will/do you practice self-care regularly in these areas?
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Self-Care as a Process

To help YA Peers understand that self-care is a process, review the diagram below together. Discuss
the questions associated with the diagram below. It’s not just, I’'m going to “eat better.” It’s about
defining how to eat better; engaging in the process of “eating better” as a YA Peer defines it; and
evaluating the effectiveness of those self-care efforts.

How do | already practice self-
care? What helps me stay well?
What | might | do to be healthier?

7

How will you evaluate
your self-care plan?

How will you activate
your self-care plan?
How will you know you What do you need?
were successful? /C l What needs to be in

place?
How will you feel as you
are practicing self-care? Engage What will your self-care
What will be impacted? practice look like? What

Evaluate

/ things may get in the way?
How do you plan to
address these?

Connect

Who will you tell/connect with/share
about your self-care practice?

Explore:

Activate:

Engage:

Connect:

Empower:

Evaluate:
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On-the-)Job $elf-Care Action Plan

Self-Care Action Plan

These are practices that one does order to maintain on-the-job wellness. Working in a helping
profession necessitates a focus on daily wellness. Establish a practice commitment across multiple self-
care domains. See example list below. Consider what gets in the way of maintaining these practices.
Practice commitments may be specifically aimed at preventing barriers to self-care. Review regularly in
supervision. Amend as needed.
Self-Care My Practice
Area Commitment*
Workplace &
Professional

Physical

Plan to Prevent
Barriers

What Gets in the
Way?

Emotional &

Psychological
Social &

Relational
Young Adult
Life
*Make these: Specific, Measurable, Attainable, Realistic, & Timely. Need to include the
frequency (e.g., daily for 10 minutes on work break by self)

Workplace & Professional Self-Care Examples
e Arrive to work & leave on time daily
e Develop strong working alliances with colleagues; improve alliances that are challenging
e Be prepared for & present in supervision
e Find & regularly consult with peers & on-the-job mentors
e Identify & set up a peer-support group
e Set aside time weekly for reflection on what one has achieved & is learning
e Set aside time for planning & organizing schedule
e Use calendaring system to stay on top of appointments & organize work
e Read about peer support profession, it’s roots & also it’s advances
e Attend professional development programs, trainings & conferences
e If working extra hours, communicate this with supervisor ASAP

Physmal Self-Care Examples
Eat regular & healthy meals/snacks
e Develop plan & do meal prep regularly
e Develop a regular sleep routine
e Take lunch breaks
e Increase daily steps; increase frequency of stretching
e Engage in deep breathing exercises
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e Schedule & attend needed Medical, Dental, Vision & any specialist physical health check-ups
e Use your sick, vacation & personal time
e Get some exercise before/after work regularly

Emotional & Psychological Self-Care Examples
e Monitor on the job stress; enact emergency self-care tools when necessary
e Develop supportive friendships in your personal life
e Disconnect from social media &/or electronics
e Keep a reflective journal; identify what you are thankful for; what you are learning;
e Maeditate; practice deep breathing
e Watch Ted talks & motivational brief online videos
e Take time for yourself; make time for relaxation (whatever relaxes you!)
e State positive affirmations aloud
e Disconnect from work email & work phone outside of work hours
e Make time to engage with positive friends and family
e Do things that you enjoy when you are not in the office (e.g., music, dance, art, sports)
e Use calm & mindfulness apps on your phone
e Join & participate in online communities of peer support providers
e Engage in therapy/counseling/life coaching
e Pursue something that you have always wanted to do
e Learn a new skill
e Travel; use different routes to work

Social & Relational Self-Care Examples
e Connect with friends/family (who value & support you in your work role) in your personal life regularly
e Prioritize close & healthy relationships (e.g. with partners, family & children)
e Ask for support from personal network when you need it
e Respond to texts on your own schedule; explain while at work that you will respond when you can
e Do healthy activities that you enjoy with social network: exercise, healthy eating, art, exploration, etc.
e Attend special events of your family & friends
e Join sports or fitness group
e Find people with similar interests at work; have lunch with these individuals
e Learn how people in your personal social network manage on-the-job stress
e Find local activities that inspire you; meet & spend time with people with similar interests

Young Adult Life Self-Care Examples
e Limit social media & text distractions
e Secure reliable transportation
e Develop budget; adhere to budget
e Develop savings
e Pay bills on time
e Locate & secure safe & affordable housing
e Get to know & maintain positive relationships with neighbors
e Coordinate moving
e Check in with parents/caregivers regularly
e Address roommate issues
e Stay on top of laundry
e Maintain grooming & appearance
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Recognizing Self-Distress & Burnout ) .
-Lack of motivation & energy Which do you typically

-Poor sleep, unusual dreams or nightmares experience when under distress?
-Headaches & body aches What do you notice?

-Skin inflammation (e.g., acne) & itchiness

-Often feel negative emotions (e.g., anxious, helpless)

-Struggling with concentration; forgetful

-Easily irritated or upset

-Reduced sense of accomplishment & role commitment

Self-Care under Distress — What to do when experiencing on-the-job distress
Self-Care Tools when Helpful (what to use) Harmful (what to avoid)

Distressed
Calming tools

Positive Self-Talk tools

Social Support tools

Mood boosting tools

Empowerment & Resilience
tools

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? What
thoughts do you need to avoid; or acknowledge & dismiss?

Social Support Tools

Who do you reach out to for support when you need it? Who is good at empathizing with you? Who is
good at helping you see the bright side of things? Who in your life makes you feel worse when you are
down? Who might you avoid?

Mood Boosting Tools
What activities boost your mood? What do you know that you can do that makes you laugh and smile?
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? Feel in control? What/who makes you feel powerless to change your situation/feelings?

Content Adapted from:
e  https://www.ucalgary.ca/wellbeing/files/wellbeing/self-care-starter-kit.pdf
e  https://schools.au.reachout.com/articles/developing-a-self-care-plan
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Addressing the Barriers to Self-Care

You can have the best self-care plan in the world, but if there are things in the way to actually
practicing the self-care plan you have devised, it’s not going to work. Most of my time as a supervisor
was identifying & problem solving around the barriers to self-care. Having someone, another peer or
even a YA client, who regularly discusses self-care with YA Peers is helpful so that YA Peers are held
accountable to their plans. (This is akin to having a gym partner who you work with regularly. It’s
helpful to have someone in it with you.)

Making self-care concrete and helping to recognize one’s resources is very important to practicing self-
care. An exercise that can help YA Peers to achieve this is through creating a self-care logic model.

Goal: (What do | hope to achieve at work in regards to self-care & being resilient):

Example Goal: To be less stressed at work.

/Resources | have\/Activities I plan to\/How I know | was\/ What | hope to \

that will help me do for Self-Care Successful with achieve on the job
to praéct'lc: Self- (5 Ruine s Activities (Resiliency)
g me to manage (Ex: Went running Short Term
(Ex:. R'un.nirTg.shoes; stress.) 2x a week for a (Ex. Feel less
no injuries; time) month) stressed)
Known Barriers e T

that I plan to
address: (Ex. Not experience

stress in situations
that used to stress
me out.)

(Ex. Motivation)
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People in the helping professions are
especially susceptible to Burnout, Vicarious

Trauma, and Compassion Fatigue. (See
handout on next page.) There are many
frustrating barriers facing TAY (individual,
contextual, social, and system-related) that
contribute to these negative on-the-job
psychological experiences for peer & non-
peer young adult staff. Many people (&
providers) do not like working with TAY
because of all of the risk factors they bring to
the table, which can determinably impact
staff without the right supports in place.

e TAY engage in risky activities regularly.
(It’s a normal part of the transition to
adulthood; it’s how TAY learn)

e TAY are more likely to engage in
substances that may negatively impact
both physical and mental health. They
are also very likely to experience stress in
personal lives, which can impact work &
school performance too.

e TAY are less likely to utilize traditional
mental health treatment; TAY are at
higher risk for suicidality & homicidality.

@ $top & Reflect

e TAY are typically embedded within
family systems! Family can add to the
level of stress that a practitioner who is
used to working with middle-aged and
older adults is not used to — especially if
the youth is new to mental health
symptoms & treatment.

Thus, YA Peers will work with a population
that is recognized to be challenging — and
thus, it is important as a supervisor to ensure
YA Peers are aware of their on-the-job
wellness & that you do everything you can to
support on-the-job wellness.

Burnout, vicarious trauma, & compassions
fatigue must be recognizable to both
supervisors and YA Peers. Often providers
offer courses in learning how to combat
these common experiences among staff.
Encourage your YA Peers to attend these
when they are offered at your agency!

If YA Peers experience burnout, normalize

the experience for them. It is not shameful to
be negatively impacted by the demanding
work that we do. Support YA Peers in refining
their self-care plan to address burnout.

How do you (as a supervisor) prevent burnout among your staff?

When have you observed burnout? How did you address burnout?

How have you addressed your own personal experiences with burnout?
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Learning about Threats to
On-the-)Job Wellness

. Vicarious Trauma
TAY Clients

Compassion

Emotional residue of accumulating &
carrying the trauma stories of our Fatigue
clients; becoming traumatized through
hearing trauma experiences of others.

Low
Psychological “When caring too much

—
Capital m hurts.” A reduced capacity
or interest in being
empathic; dissociation

A state of chronic stress that from clients & their work
Lack of leads to: physical & emotional as helping professionals.
exhaustion; detachment &
Self-Care cynicism; feeling ineffective &
lacking in accomplishment.
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Leveraging Your Social Network

As a Supervisor, you can support your YA Peers in identifying who in their lives they can go to for
support. This is important because this exercise can be replicated by YA Peers with their YA clients.

What is a social network? Your social network is made up of all the people you know. Imagine a
web of connections with you in the middle. If you think about it, you know a lot of people. Consider:
family, friends, acquaintances, neighbors, community members, coworkers, supervisor, healthcare
professionals, church members, classmates, teammates — anyone who you know!

Consider who you can easily go to for support in your personal & work life.
e \Who can you go to for support for your wellbeing? What about for support around your on-the
job experiences?

e Consider when and how people in your network can provide support.

e Consider these different types of support:
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Create a Social Network Diagram!

Directions: Write names of who you are close to and who you know in the space provided below!

People who you know who you are not
close to, but consider part of your network

Discussion Questions:
e Where do you have the most social support?

o Where might you want to develop additional sources of support to thrive on the job?

e How will you go about growing your social support network & resources?
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Mitigating Job-Related Stress

We all have things that stress us out at work. By being aware of these stressors, we can develop plans
to prevent them from occurring. Sometimes we have more control over certain stressors than others —
but a Supervisor can help YA Peers to figure out ways to mitigate or eliminate stress through gaining a
new perspective, developing skills for addressing stress, and addressing any social or contextual factors
that add to stress. Also, as a supervisor, sharing how you have overcome stress at work.

What makes you stressed at work?

1. 2. 3.

Who or what contributes to (or exacerbates) this stress?

What can you do to cope with or prevent this stress?

What can your supervisor or the agency do to prevent this stress?
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Addressing Negative On-The-)Job Thinking

In the role of YA Peer, it is not uncommon for Supervisors to hear YA Peers describe that they feel

overwhelmed, misunderstood, or that they are not making a difference in their clients’ lives. First,
welcome and celebrate the fact that YA Peers are telling you how they are feeling at work. Thank your
YA Peers for being letting you know. Second, explore what thinking is linked to these negative feelings.

This is an application of the principles of Cognitive Behavior Therapy and also an opportunity to

demonstrate how a YA Peer can help a client explore how their thinking is related to their feelings and

behaviors.

Here are some examples of negative on-the-job thinking we’ve observed in YA Peers with examples of

how to reframe the negative thinking into positive thinking.

Negative
1. | can’t keep up.

2. I'm not making a difference.
3. I feel that | am not heard at work.

4. My colleagues do not like or respect me.

5.1 am so worried about a client.

6. | don't know what to say sometimes.

7. 'm not getting through to my clients.

8.1 am overwhelmed.

Your Negative Thoughts (On-the-Job)
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Positive
1. I can keep up by working with my supervisor to
prioritize my tasks.

2. All I can do is do my best. | am going to focus on
what is in front of me.

3. Even though | didn’t get the response | wanted, at
least | expressed my idea &/or opinion.

4. | demonstrate respect for all of my colleagues. |
know it takes time to get to know & trust new co-
workers.

5. Itis normal to be concerned for clients. | know that
when my worrying gets in the way of other things in
my life to talk to my supervisor about it.

6. | am learning what to say in a lot of different
environments with a lot of different people right now.

7. My clients are going through a challenging life
phase and sometimes it will feel like we are not
connecting.

8. I've got a lot of questions | need answered before |
am going to get this.
Now, make them Positive Thoughts...
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Addressing Challenging Situations at Work

Describe: A situation at work that you dislike; are frustrated with; or complain about:

Reframing & Reflect upon the Challenging Situation

Reframe: How can you reframe this situation as a positive challenge?

Reflect: What are you learning from this situation? Or, what has this challenge taught you?

Reflect: What is the positive/benefit of this situation? For you? For the client? Others?
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Simple Thought Record Exercise:
Positive & Negative On-the-)Job Experiences

First, think about 2 positive on-the-job experiences from the last month. Describe these positive
experiences in detail in the column on the left hand side (include: who, what, when, & where) of the
table below. Then, describe what feelings and thoughts you have about experiences.

Positive On-the-Job Experience Associated Feelings Thoughts
Who? What? When? Where? What did you feel? Describe & What was going through your

rate your emotion 0-100% mind as you started to feel this
way about your experience?

Now, think about challenging on-the-job experiences from the last month. Examine what the situation
was; describe what feelings did you have when dealing with this situation; & what were you thinking?

Challenging On-the-Job Associated Feelings Thoughts
Experience What did you feel? Describe & What was going through your

Who? What? When? Where? rate your emotion 0-100% mind as you started to feel this
way about your experience?

Take away: Your thoughts influence how you feel about on-the-job experiences! If you can change
your automatic thinking, then you can change your emotional response!
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Using reasonable accommodations to
support YA Peer on-the-job success is a
process! These can be really helpful tools
that a lot of people don’t know about.
Supervisors need to feel comfortable with
the concept of “reasonable
accommodations” & maintain awareness of
this process in supervision & in the
development of YA Peers.

What is a “reasonable
accommodation?”

Modifications or adjustments to ordinary
business operations toward supporting a
qualified employee with a disability perform
essential job functions. The standard for
reasonable accommodations:
e Reasonableness: Is the suggested
accommodation reasonable?

e Undue Hardship: Will the suggested
accommodation put Undue Hardship
on the organization (productivity,
quality, impact on other staff)?

Accommodation Worksheet to Guide you
through this Process! There is a really
fantastic description of the process of
establishing and evaluating “reasonable
accommodations” that can be found on the
next page that was developed by Dr. Jon
Delman at UMASS. Use this as a guide as
you negotiate & review reasonable on-the-
job accommodations with YA Peers.
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Why help YA Peers to use Reasonable
Accommodations? YA Peers should
understand accommodations not only for
their on-the-job success, but for the
employment & academic success of their
clients. YA Peers experiences with
requesting & negotiating accommodations
provide important insights to YA clients who
likely need or will need accommodations.

YA peers must recognize the need for an
accommodation, which can sometimes be
tricky as they may not be open to the idea
of using “an accommodation.” Explore YA
Peer perspective as to what is getting in
the way of their performance. Do not
assume poor performance is related to
mental health! It usually isn’t. Lots of
system and context-related factors often
come up! Having a strong working alliance
with YA Peers is VERY important so that YA
Peers will come to a Supervisor when
struggling.

Commonly Reasonable Accommodations:
e Flexing time to go to mental or physical
health appointment; take classes; pick
up kids; finishing documentation

e Extra training around a particular aspect
of the job (most common=
documentation)

e Not working with a certain subset of
clients (if they are within one’s personal
social network

91



Personalized Accommodations Process ©

I. Questions to be Addressed in this Order:

© Jonathan Delman 2012
All rights reserved
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Areas of Focus in this Practice Profile to be familiar with as a Supervisor

Safety precautions . .
Professional Development

Self-disclosure

Confidentiality

Relationships .

During the hiring & onboarding process, it is critical that YA Peers make a commitment to their
position. We take relationships seriously in our mental health treatment setting — and want to avoid
abrupt job endings with YA Peers (and thus client-YA Peer relationships). Therefore, during the hiring
and onboarding process, it is important to review the job expectations & obtain a level of commitment
to the position from YA Peers. Below is an example of a Commitment Letter.

YA Peer Commitment Letter

| commit to being a YA Peer Provider at [Agency] for 12 months. | will use my life
experiences with mental health and treatment to inspire, motivate, and validate youth and young
adults who are enrolled in [Agency] services. | recognize that | possess & will continue to

develop the following in my role as peer provider:

1. Positive Attitude. Peer mentors possess a positive attitude, are responsible, trustworthy, and
are positive role models for transition age youth. If | am having a hard time feeling positive
about my work, then | will connect with my supervisor to troubleshoot.

2. Wellness. | recognize that | am far enough along in my own recovery process and am able to
recognize when mental health symptoms interfere with my job tasks. | know how to talk about
these experiences with my supervisor. | plan to continue to practice self-care and am open to
discussing reasonable accommodations if | need extra support on the job. | will share how |
maintain wellness with my clients.

3. Professionalism. | am able to establish and maintain appropriate relationships with youth and
young adult clients (& their families). | also possess professional judgment over what topics are
appropriate to discuss with my clients and their families. | understand that | will continue to
learn about how to communicate effectively at the agency and am open to feedback around
how | can be more professional in my interactions.
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4. Communication. | am able to effectively communicate via email and phone. | can coordinate
appointments autonomously with clients and summarize my interactions with clients (&
families) through writing detailed notes in the electronic health record. | understand that |
cannot share personal information about my clients with anyone outside of the agency.

My role is important and | will be developing strong bonds with youth and young adults to help them
reach their goals. | understand that missing shifts without notifying my supervisor or leaving my
position without sufficient notice can potentially harm my team and my clients.

If | am not able to make it to work, | will my supervisor at least an hour before my shift. | understand
that | will not be paid for any shifts that are missed. | further understand that if | miss several shifts my
supervisor will determine whether | can continue to be peer provider.

| understand that | will review my on-the-job performance with my supervisor every three months. The
first three months are a probationary period to see if | am a good fit for the agency and if the agency is
a good fit for me. | understand that | will be expected to increase my skills, knowledge, and
competencies — as well as, examine my bonds with clients through supervision.

Employee:

Printed Name / Position Signature

Supervisor:

Printed Name / Position Signature
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Supervisors must educate YA Peers about how to maintain client confidentiality & reinforce these
practices to ensure that YA Peers are upholding confidentiality according to HIPAA. Reviewing
confidentiality standards at least quarterly with YA Peers as part of supervision is key.

What is HIPAA?

It’s a policy: The “Health Insurance Portability & Accountability Act” of 1996 that states agencies must
provide reasonable safeguard to protect privacy of client’s protected health information (PHI).
Essentially, HIPAA protects client information from being used or disclosed inappropriately. Review
your agency’s HIPAA policy with YA Peers. Here are general guidelines:

What is Protected Health Information (PHI):
Specific individually identifiable health information that is maintained or transmitted in any form (oral;
electronic) that is created or received by a health care provider, that relates to the:

e Past, present or future physical or mental condition of an individual

e Provision of health care to an individual

e Payment for that health care

e Identifies or could be used to identify the individual

How to Maintain Confidentiality through HIPAA:

e No client personal health information should be shared with anyone outside of the agency. Do
not discuss any client PHI within your personal social network.

e Do not leave client records or other confidential information out & available for anyone to see.
For instance, if you are writing an email or a note in the EHR & step away from your computer,
lock your computer screen.

e Do not discuss clients in public areas (i.e., elevators, corridors, kitchen, cafeteria)
e Do not put PHI in regular trash bins; use confidential trash bins.

e Do not include client information or photographs on social media (including Facebook, Twitter,
& Instagram) without client permission.

e Prior to speaking with the client in the presence of others, ask client if it is OK to discuss PHI in
the presence of others (e.g., family). Ask others to wait outside or go to a different room during
confidential discussions.

e Do NOT give information to family members of your YA clients unless there is a release of
information signed by the YA client.

e Inresponding to a call from an individual who wants to know if a client is served by your
agency, tell this individuals you are not allowed to share this information. (YES — you can
neither confirm or deny an individual’s enrollment (past or current) at your agency)

e Consult with your supervisor in ANY instance that you feel that confidentiality is threatened.

July 2019 95



1]
Sometimes the concept of confidentiality can be confusing to YA Peers & their YA clients. YA Peers
must understand the following key philosophies & communicate these clearly to their YA clients.
Supervisors can help YA Peers to reinforce these principles with their clients; and supervisors must
create a culture of trust through establishing & reinforcing these practice principles amongst their
team, YA clients, and families.

1. YA Peers work on a team & will be sharing client PHI with their team. YA Peers,
YA clients, & their families must understand that information will be shared amongst team members in
order to provide the best quality of care to youth and families.

2. YA Peers are not allowed to keep client secrets. If a client requests that certain
information be kept from the team, this is a red flag to the YA Peer & likely information that the YA
Peer will NEED to share with the team. The YA Peer should remind the YA client that they are not able
to keep secrets from the team and discuss how to share the information with the team together if
possible. Here is a stock response: “I work on a team to support you in reaching your goals. We share
helpful information amongst each other in order to do our best —so | can’t keep things from the team.”
This must be established at the start of the relationship, as well as revisited.

3. YA clients & their families are not held to HIPAA standards in regarded to
what the YA Peer PHI the peer shares with them. What a YA Peer shares with a client can
be shared with others. What YA Peers share with their YA clients is their choice. This is why it is so
important for YA Peers to consider what they want to share with their clients and what they don’t
want to share with their clients. As a supervisor, clarify that we all have things in our personal lives that
we don’t broadcast at work — and that we would be mortified if everyone knew about us. Have clients
reflect in their wellness journal or on their own during supervision the following questions. Explain
that you do not want to know these personal details, but want YA Peers to be aware that there are
limits on what they want people knowing about their “lived experience.”

e What do you not want your clients knowing about you?

e What do you not want your coworkers knowing about you?

e What do you not want your supervisor knowing about you?

$o What Should | Report to my Team about my Clients?

It is important to establish and reinforce what types of observations, experiences, and information that
YA Peers should share with their team about their clients. YA Peers are likely not going to have a
training in social work, counseling or mental health — so we can’t expect them to know what is
“important” to share with their team.
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Q When & What to Tell your Team: A Discussion

Immediate Report to Supervisor

Any threat YA Peer safety that occurred during an
interaction with a client

Immediate threat to self, including any reports of feeling
better off dead; having a plan to commit suicide or a
reported suicide attempt

Immediate threat to others, including any threats to
seriously hurt or kill someone

Immediate threats to personal safety in regards to
domestic violence, gang activity, death threats from
community member

Substantial changes in mood & functioning that are far
from baseline

If client was high during the meeting

Report in Team Meeting

Small successes that a young person has achieved on their
way to completing a goal

Using a new coping mechanism

Stop use of medication or other treatment
Work & school engagement; any changes
Changes in Social Support

If disengaged & explained why to Peer, share reasons for
disengagement

Engagement in risky behavior but that is not putting the
youth in eminent danger (e.g., substance use; unprotected
sex)

Engagement in illegal activities: sex work, drug dealing,
and substance use (if under age)
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Learning Workplace Policies, Practice &
Culture

In order to be successful on the job, Supervisors need to orient YA Peers to their roles and their
context. | consider this a process that begins with new staff orientation, but continues as new YA Peers
step into the role, the more senior YA Peers can support orientation to workplace policy, practice, &
culture. Some YA Peers will be new to employment or new to working in a non-profit setting (e.g.,
office building or clinical space). YA Peers are considered experts (given their lived experience with
mental health services and treatment) and will be partnering with clinical staff with lots of degrees and
clinical experience (who may or may not buy-into the value of peer support). Part of being successful at
work is for YA Peers to be aware of the workplace social and behavior expectations, policies and
cultural norms.

Make no assumptions as a supervisor. Many YA Peers have disclosed to me that they were
either afraid or did not know to ask these things when they started their job. And, the longer a
YA Peer stays at a particular agency, the better they are able to orient new YA Peers to the
culture of the workplace.

List of Questions to Process with YA Peers
1. What is the agency mission?

2. What do you need to do when you check in or start your shift?

3. When are your breaks? How long are they for? Where do people usually go on their breaks? Is
there a break room? What do you do on a break?

4. If you smoke, where can you smoke? Can | smoke with clients?

5. Where do employees usually eat lunch or dinner? Do certain employees take their work
together? Can you bring a lunch? What restaurants or food stores are in the area?

6. What is the dress code? What do people typically wear daily to work? Can my tattoos be
visible? Can | wear shorts or gym shoes? Can shirts have logos or sayings? Can | wear a hat?

7. Where do | store my things at work? Will my things be safe? Can | bring a purse or backpack to
work?

8. Can you listen to music on the job? Can you eat or drink on the job?
9. Can you take personal phone calls at work? Can you check personal email at work?
10. What is the relationship like between the supervisor and other employees?

11. Are there rules around employees dating? If | begin a relationship with a colleague, who should
| tell?

12. How does your supervisor address angry clients/families?
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13.
14.
15.
16.
17.
18.

19.
20.
21.

22.
23.

@ $top & Reflect

How does your supervisor address problems between employees?

Is there a particular supervisor who lets people get away with things?

If you have a problem, who and when do you go and talk to someone about it?

What are the attendance policies? How does your manager address tardiness?

When are performance evaluations? What do they look like? What are my performance goals?

What are some perks for employees? (e.g., free food or coffee at work; cell phone
reimbursement; travel reimbursement; access to the internet)

What are the acceptable and unacceptable reasons for being absent and/or tardy from work?
What are the three most common causes for people getting fired from the agency?

Can | use the internet at work for personal reasons? Can | use my work email address for
emailing people in my personal life?

How quickly am | expected to respond to an email?

Do staff text & email with clients?

How do you onboard new YA Peers? Do you do anything different than what you do
with other staff you supervise?

How do YA Peers learn about the agency culture?

How do you introduce standards of professionalism?

How do support YA Peers in being themselves on the job, while also adhering to
agency standards?
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Understanding Agency Social Norms

Agency’s also have cultural norms for social interaction. YA Peers need to be aware of these norms so

that they can communicate in a way that will lead to them being heard by clients, families, and co-

workers. Here are discussion questions for YA Peer Supervision that have been adapted from: “30
Ways to Shine as a New Employee” by Denise Bissonnette (1999) that help to generate YA Peer

awareness of agency social & cultural norms.

10.

How do people at the agency address each other? How should | address administration;
colleagues; clients; and families? Do | call people by their first names? When might | be more
formal vs. less formal?

What do employees say when they answer the phone?

What are the customs of interruption at the agency? Can you just walk into an office or do you
have to knock? (Is this different for different staff?) Do people tend to email or call each other
with questions?

How do staff socialize during lunch or dinner breaks?

Are there after-hour work functions? If so, what are they like? Should | attend these? Who
coordinates them?

What's the sense of humor in the workplace or classroom?
Are people at work “Facebook” friends or do they follow each other on Instagram or Twitter?

Do people talk about their personal lives at work? If so, what do they tend to talk about? What
might | share with my colleagues? What do | want them to know about my personal life? What
do | not want them knowing about me?

How can | “be me” at work? How can | appropriately bring elements of my identity to work
(e.g., decorating cube or office space)

Who can you trust at work? Are there some people who are known to gossip? How is gossip
addressed at work? What should you do when someone tells you something personal about a
colleague that makes you uncomfortable?
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Resolving Disagreement & Conflict at Work

Disagreements, frustration, & conflict between colleagues can arise — especially in agencies that are
newly integrating YA Peers.

1. Your colleague is bossing you around and telling you to do their job tasks.
Resolve this situation:

2. You ask for a day off 3 weeks before and your supervisor does not give you the day off.
Resolve this situation:

3. Your colleague continues to make fun of you.
Resolve this situation:

4. You notice your coworkers are stealing or engaging in fraudulent documentation.
Resolve this situation:

5. A customer yells at you and demands a refund.
Resolve this situation:
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Writing Excellent Notes in Electronic Health Records

The second most frequently asked question |
get asked from providers who are employing
YA Peers (the first most frequent being “how
do you help YA Peers maintain healthy
boundaries with their clients?”) is: “How do
we support YA peers in writing quality
session notes in a timely manner for
Medicaid reimbursement?”

First, there should be an initial training period
where YA Peers have the opportunity to learn
the necessary components of a note and the
process through which staff who are
excellent at writing quality & timely notes are
shadowed. When possible, the training
period should include a systematic review of
notes and booster sessions on note writing.
As a supervisor, it is important to co-develop
individualized systems, protocols, and
practices that help YA Peers to be successful
with service documentation. For effective
documentation, YA Peers need:

(1) Schedule/plan for writing & prompts to

remember to write

(2) Space with minimal distractions

(3) Time to reflect & also write

(4) Tools to write (e.g., voice to text
options; computer; tablet; internet access)

(5) Know what to document from a session

(6) Know how to actually document: (a)
problem/need; (b) what happened in the
meeting; (c) client response; (d) client
progress & (e) next steps

(7) Be able to successfully write in clear,
concise, grammatically accurate sentences
with clear examples of client progress

July 2019

This is a LOT — even for the most organized and
efficient staff member. What we as providers
need to do a better job recognizing is that
individuals who are diagnosed with serious
mental health conditions are also at high risk
for having cognitive struggles, particularly with
memory, processing, attention, and planning.
By proactively addressing documentation by
recognizing that it is challenging & that
individualized systems and practices are
necessary for YA Peer Success, you can avoid
the negative feelings (and perceptions of
failure in the role) that arise when YA Peers
become consistently behind with
documentation or continue to write notes that
are not reimbursed. If necessary,
accommodations for service documentation
must be addressed individually with YA Peers
and a plan devised to help support the YA Peer
in developing the skills to effectively document
support provision per agency requirements.

Second, as a supervisor, an excellent way to
model service note writing is to leave 5-10
minutes at the end of a supervision meeting
and co-document with a YA Peer what was
accomplished during the meeting and what the
next steps are for both the supervisor and the
YA Peer. This not only helps YA Peers to feel
like they leave Supervision with a clear plan to
enact at work in order to achieve their goals,
but it provides another opportunity for
modeling how to partner with a client to
produce a note that truly captures client
experience.
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TIP: Document Service Delivery with your Client!

The best way for YA Peers to write a note that is truly informed by clients (& integrates client voice and
perspective) is for YA Peers to take time at the end of their session (5-10 minutes) to co-author the
service note that will be entered into the electronic health record with their client. This is an exercise in
reflection and analysis that can help a client and YA Peer to not only consider what they are working
on; how they contributing to the process; what they have achieved, and what their plan is moving
forward — but it also helps to ensure that the client and the YA Peer are truly aligned in their work
together!

You are probably thinking: What if my perception of the session doesn’t align with the clients? That’s
when you have a conversation about it! It's part of the process of getting aligned!

e YA Peers can & should reflect on their sessions with their clients. In doing so, they are role
modeling an important practice that can be employed by clients beyond the session. Also,
agreeing to disagree is a GOOD THING. It demonstrates that we acknowledge our differences
and together we are co-documenting our perceptions in a way that honors both of them.

e Supervision is an excellent place to process discrepancies between YA Peer & client
perceptions of the content, process, & outcomes of YA Peer-Client sessions. It is excellent
fodder for discussion about what we really think we are doing and accomplishing in sessions
when we find out our clients see things VERY differently!

¢ Inherent Conflict between Deficit Note Writing & Peer Strengths-Based Approach. You may
also be thinking: the way we write notes for insurance reimbursement is very deficits-focused,
how can we co-write notes that are both strength-based & reimbursable? This is where having
a conversation about what to include & what not to include based on your agency’s protocols-
and create

TIP: Document MOST IMPORTANT Experience during $ession.

Documenting the “most” important experience during a session can be super challenging to determine
for staff in general. By posing the question at the end of the session with a client, “what was the most
important activity that we did today?” it is possible to co-determine what this important activity
actually is. It can be challenging to break down what feels like 1 activity into a series of smaller
activities for billing purposes. Generally, the rule of thumb is documenting one important activity for
every 15 minutes of service provision. Thus, if you have met for 30 minutes, you should have 2
activities that you engaged in during that time.
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What to Include

How to Write a Good Quality Note!

Example Statements to

in the Note

I. Problem & Need Statement

use in your Notes

Identify presenting
problem or task &
associated mental
health need that
the Peer Provider
helped the YA Client
with.

YA Client needs

assistance with: > lEEEaEeE]

skills
e conflict resolution
e budgeting

A. Problem/Task

o feeling hopeless
e anxiety

o lack of energy
o disorganization
e impulsivity

e Joe needs assistance with
cooking due to his excessive
anxiety.

e Joe struggles with following
directions due to his getting
easily overwhelmed.

Il. What happened during the Meeting? Focus on the MOST |

MPORTANT thing!

A. YA Peer
Provider Action.
What did the Peer
Provider do in order
to support the client
in reaching their
goals (aka: to
address problem &
need)

Guideline:

1 “activity” or
“intervention” per
15 minutes

[YA Peer Name] +

o demonstrated
e shared

o validated

e supported

+ [Client Name]

2. Add the “what”

life skills
budgeting
communication

Specify how the
action contribute to
client’s goals.

3. Add the “WHY”

e YA Peer helped Joe identify
small steps needed to work
towards applying for
benefits.

e YA Peer coached Joe on ways
to approach people in order
to make friends.

e YA Peer reminded Joe about
his upcoming appointment
with his therapist to manage
his anxiety.

B. YA Client
Action. How did the
client respond to the
YA Peer action?

State what the client did or said during the
meeting:

e [YA Client Name] did...
e [YA Client Name] said

e [YA Client Name] became

Joe completed 50% of the SSI
application.

Joe became anxious while in
the social activity with peers.

4. Show if Progress
was made OR was
not made.

Member made progress/didn’t make progress
AEB (as evidenced by)...

Joe made progress today
AEB .
Joe did not make progress
AEB

5. $pecify the
plan.

What are some next steps to help support the
member in working towards the identified
goal?

Next week, staff will support
Joe with completing the rest of
the SSI application.
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Building Blocks to Peer Program Success. This toolkit provides insight into best-
practices in supervising peers, which include administrative, supportive, and clinical

supervision. Accessible at:
http://peer.hdwg.org/sites/default/files/6._SupervisingPeersComplete.pdf

Pillars of Peer Support Services Summit Six: Peer Specialist Supervision. This
guide describes the process of a meeting of peer provider stakeholders, researchers, and
administrators to develop best-practice around peer support supervision. Building on 25-
previously developed pillars of peer support, five principles additional principles of peer
specialist supervision were developed. These include: 1) Peer Specialist Supervisors are Trained
in Quality Supervisory Skills; 2) Peer Specialist Supervisors Understand and Support the Role of
the Peer Specialist; 3) Peer Specialist Supervisors Understand and Promote Recovery in their
Supervisory Roles; 4) Peer Specialist Supervisors Advocate for the Peer Specialist and Peer
Specialist Services Across the Organization and in the Community; and 5) Peer Specialist
Supervisors Promote both the Professional and Personal Growth of the Peer Specialist within
Established Human Resource Standards. Accessible at: Daniels, A. S., Tunner, T. P., Powell, I.,
Fricks, L., Ashenden, P. (2015) Pillars of Peer Support — VI: Peer Specialist Supervision.
www.pillarsofpeersupport.org; March 2015.

Enhancing the Medicaid Peer Provider Workforce: Recruitment,
Supervision, and Retention. This document describes a number of tips for successful
employment of peer support staff. Specifically, it provides helpful appendices from Nanette
Larson of Illinois Department of Mental Health for tips for effective supervision of peer support
workers. Accessible at:
http://nasmhpd.org/sites/default/files/Assessment%201%20%20Enhancing%20the%20Peer%?2
OProvider%20Workforce_9-15-14.pdf

Peer Services Toolkit: A Guide to Advancing and Implementing Peer-run
Behavioral Health Services. Hendry, P., Hill, T., Rosenthal, H. (2014) Peer Services
Toolkit: A Guide to Advancing and Implementing Peer-run Behavioral Health Services. ACMHA.
This guide provides concrete advice for supporting the success of peer run programming
including how quality supervision leads to improved outcomes. Mentoring and coaching are
emphasized as key for effective supervisors. Accessible at:
https://www.leaders4health.org/images/uploads/files/Peer_Services_Toolkit.pdf

Framework for Supportive Supervision Case Discussion. Core Skills for HIV/AIDS
Supervisors JRI Health, Education and Training Funded by the Massachusetts Department of
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Public Health, HIV/AIDS Bureau. Accessible at:
http://peer.hdwg.org/sites/default/files/Framework%20for%20Supportive%20Supervision%20
Case%20Discussion_0.pdf

¢ Reflective Practice Guide. lllinois Children’s Mental Health Partnership. This guide
provides on-the-ground clinical practice and case examples of “reflective practice” in working
with young children and families. The principles and approaches to practice parallel the
processes of supportive supervision to young adult PRWSs. Supervisors must be reflective about
their supervision of YA PRWs in order to provide effective supervision. And break through the
biases that clinical supervisors may have toward YA PRWs. Accessible at:
http://homevisitingva.com/conference/sheri-parcell2016supplemental.pdf

o Community Toolbox: Providing Supervision for Staff and Volunteers: The
Work Group for Community Health and Development at the University of Kansas. This free
online resource provides concrete information about providing effective supervision and some
of the challenges that arise in providing supervision. For example, “who should provide
supervision” is an important section that all employers of YA PRWs should consider when
developing their peer support service elements. Accessible at: http://ctb.ku.edu/en/table-of-
contents/leadership/effective-manager/staff-supervision/main

e Clinical Supervision: A Key to Treatment Success. Dixon, G.D. (2004). Southern
Coast Beacon. Southern Coast Addiction Technology Transfer Center (SCATTC). This very brief
article clearly outlines the differences between counseling, clinical supervision, and
administrative supervision. Accessible at:
http://attcnetwork.org/explore/priorityareas/wfd/getready/docs/Beacon004.pdf

o Peer Self-Care Plan. This series of documents provides helpful examples of how to teach
& support self-care in PRWSs. It includes activities to support PRW self-care exploration and skill
development as well as a simple tool for effective supervision and ways to identify and address
countertransference. Accessible at:
http://peer.ndwg.org/sites/default/files/Lotus%20Supportive%20Supervision%20tools_0.pdf

o Peers in Action (PACT) Supervision Tools. These tools include checklists that
operationalize the actions that a PRW takes with clients, allowing for self-assessment and
reflection in supervision. Accessible at: http://peer.hdwg.org/sites/default/files/PACT-
SupervisionTools.pdf

e Administrative Supervision Scenarios. This document provides activities for training
staff to effectively supervise PRWs. Accessible at:
http://peer.hdwg.org/sites/default/files/Lotus%20Administrative%20Supervision%20Tools_0.p
df
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o Supervisor Guide: Peer Support Whole Health and Wellness. This guide specifies
the multiple roles that a supervisor has of a peer support provider, including: performance,
education/growth, relationships with co-workers; management issues; and personal wellness.
Boundaries are highlighted as important to consider in supervision. Tucker, S. )., Tiegreen, W.,
Toole, J., Banathy, J., Mulloy, D., & Swarbrick, M. (2013). Supervisor Guide: Peer Support Whole
Health and Wellness Coach. Decatur, GA: Georgia Mental Health Consumer Network. Accessible
at:
http://www.integration.samhsa.gov/Supervisor_Guide_to_Peer_Support_Whole_Health_and_
Wellness_-c- 2013.pdf

o Peer Specialist Toolkit: Implementing Peer Support Services in VHA. This
toolkit was designed for PRWs in the Veterans Administration. It has simple language and tips.
It also highlights how supervisors can support peer identify and role to prevent “peer drift”
while in the role of PRW (Ellison et al., 2012). There are a number of additional tips & resources
for peer support supervisors in the appendix starting on page 89. Accessible at:
http://www.mirecc.va.gov/visn4/docs/Peer_Specialist_Toolkit_ FINAL.pdf

o Strategic Sharing Workbook: Youth Voice in Advocacy. This is a fantastic tool
from the Portland RTC for supervisors to support YA PRWs in developing their peer support
worker identity. Supervisors can use some of the exercises to assist young people in thinking
about who they are and the story that they want to use to inspire system level change. It’s
youth-friendly and can be adapted for individual connections between YA PRWs and YA clients.
Accessible at: http://www.pathwaysrtc.pdx.edu/pdf/pbStrategicSharingGuide.pdf
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