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>> KELLY ENGLISH:  Good morning, everyone.  This is Kelly English at the Children's Behavioral Health Knowledge Center at the Department of Mental Health.  We'll be getting started in about five minutes.  While you're waiting, I'd like to direct your attention to the resources and handouts that are available that includes today's slides, as well as sample job descriptions, marketing strategy checklists, recruitment blurbs and other materials that will be helpful.  So you can go ahead and download those to your computer by just clicking in the resources and handouts pod.  There's a little square with a triangle, upside down triangle next to it that will allow you to download all of those files straight to your computer.  So take a second to do that, and we'll be getting back to you in about five minutes.  Thanks so much.  

Hello, everyone.  This is Kelly English from the Children's Behavioral Health Knowledge Center at the Massachusetts Department of Mental Health.  Thanks to all of you for joining us this afternoon for this webinar on best practices in recruiting and hiring young adult peer mentors.  This is Part 1 of a three‑part series for employers of young adult peer mentors.  

   Before I turn it over to Vanessa Klodnick, who will be our presenter for today, I just want to point you to a few resources that we've made available to you that are available for download.  In the resources and handouts pod that's on your screen, if you click on that, there is a little ‑‑ you can click on each description here and download that particular tool or resource.  There is a copy of today's slides as well.  You can also download all of them all at once by clicking in that little square, and by hitting download all, and you will get all of those terrific resources that include sample job descriptions, marketing strategy checklist and interview questions.  Lots of good stuff.  

   We are going to be recording today's webinar, and we'll post it on the Knowledge Center's Web site following today's webinar, along with the resources and tools.  So as I mentioned, this is the first of three webinars that are focused on best practices in recruiting and hiring young adult peer mentors.  The second one is coming up on February 14th, which is focused on navigating and on‑boarding the first few months of work.  And finally, on March 14th, a webinar focused on supporting on‑the‑job wellness and utilizing reasonable accommodations that might be of particular interest to folks in your human resources department, and we'll invite Dr. Jon Delman to be with us on that day in addition to Vanessa.  

   A few other resources before I turn it over to Vanessa for you all to be aware of.  Please check out the Knowledge Center's Web site.  You can download a copy of the Young Adult Peer Mentoring Practice Profile that we worked on with many young adults through a grant that the Department of Mental Health had for many years, and young adults and providers from across the state to really define the practice of young adult peer mentoring at the level of saying and doing, because this has been a terrific resource those of you who are getting up to speed, and as new providers of young adult peer mentoring.  So I would highly encourage you to take a look at the practice profile and the associated resources there.  Vanessa worked with us on a guide to supervising and developing young adult peer mentors, which is an accompaniment to the practice profile and aligned with the program profile.  

   And also, a tool kit ‑‑ we know supervisors are critically important, but also organizational climate and culture are critical to supporting young adult peer mentors and helping them thrive in the workplace, and so there's a terrific tool kit that was created, written by Vanessa and Jon, but sponsored out of the UMass Transitions Resource Center.  We have a link to it on the center's Web site as well, just full of terrific resources for you as well.  

   So at this point I'm going to turn it over to Vanessa Klodnick, who's an expert in young adult peer support, and someone who's incredibly passionate about creating communities that embrace and support the young adult peer mentor role.  Vanessa has trained hundreds of mental health professionals and transition best practices in the last decade through her work at Thresholds, the largest community mental health provider in Illinois and the UMass transition to adult center for research.  She leverages real‑life experience as a supervisor of young adults in peer roles, a consultant with multiple states and organizations in how to integrate young adults in peer roles effectively, and as a researcher who studies what it means to be a young adult peer support provider and have the best support ‑‑ how to best support young people in these roles.  So Vanessa, I'm going to let you take it from here.  

>> VANESSA KLODNICK:  Great! Can you hear me?  

>> KELLY ENGLISH:  Yes, we can! Go for it! 

>> VANESSA KLODNICK:  All right.  Great.  Hello, everyone, and thank you for joining.  I'm super excited to do these really short lunch and learns to give you guys some basic principles around the recruitment and hiring process for this specific lunch and learn.  And also some materials that you can take and use as how it would work in your context.  So all the materials that are available for download aren't necessarily like this is the way to do it and it's the only way to do it.  Take those materials and really make them your own.  Use them to inform the way in which that you are identifying and attracting and screening, recruiting, and then, you know, interviewing and hiring young people in these peer roles.  

   Really quickly, though, in order to hire, to attract young adult peers and to screen and hire them, an organization needs to really understand what is the young adult peer mentor role.  And Massachusetts has developed this incredible practice profile.  I want to definitely send you guys that CBM knowledge center's Web site.  It is incredible.  Each of these six core practices make up what it means to be a young adult peer mentor, and I think they're just really, really great, and it's the first, to my knowledge, in the country to truly operationalize and define the practice of young adults in these peer roles.  The first one being practicing cultural responsiveness.  So being very eager to learn about others, who they are, their backgrounds, who they identify with now, who they might want to be and also leveraging your own self and bringing yourself to that, being in tune with difference, being inclusive and accepting, a core principle.  Also building relationships and collaboration, the second one.  Arguably the most important.  The bond, the alliance that forms between young people and peer mentor roles, and the young people that they are mentoring and engaging is so incredibly important.  It is arguably the crux of the whole role, is that strong, deep bond and alliance.  

   The third one is really peer mentors help to support young adults with their visioning and to really flush out what is it that I really want to do and what do I want to work on?  What is my perspective?  And really leveraging that and holding that as the most important thing that's driving practice.  So young adult peer mentors are very attuned to what is truly like the desires and the goals of young people that we work with.  

   And then role modeling.  The fourth one, this is a really important piece of this.  Young adults in peer mentor roles are important models of wellness, of resiliency.  They can share their lived experience in ways that are very strategic.  I often talk a lot about strategic use of self and how do you bring yourself to the job to really inspire, to build hope, to think of the future beyond struggles right now.  But being a role model is so incredibly important to this role.  The fifth part is promoting self care.  This also kind of goes around with modeling a little bit.  But this idea that, like, wellness is important.  As a young adult peer mentor, you are a beringer of wellness and helping young people that you work with practice wellness and self care in the many environments that they are navigating as youth and young adults, right, from work, to school, to peer relationships, romantic relationships, family, all those areas and maintaining wellness in those spaces.  

   And finally, a core practice of young adult peer mentor role is demonstrating safe professional and ethical behavior.  This just being so incredibly key around safety, professionalism, maintaining confidentiality, that this is another core piece of this.  This role is so important that I'm going to go to the next slide to talk about ‑‑ oh, there we go.  Okay.  So talk a little bit about the role.  But truly, if you're going to attract candidates, you have to be able to share things about like, okay, so the role is this.  It's this young person who brings their lived experience to really engage and support, instill hope, and I love ‑‑ I actually really like SAMHSA's definition right here of peer support.  It's coming from an adult perspective, but I like the idea that peers bring hope to people in recovery and promote a sense of belonging.  It is very important for young adults to feel a sense of belonging.  And although there isn't a ton of research out there, I can tell you with my work, locally in Chicago, with Thresholds, with Massachusetts, and then all across the country with different folks, I've been partnering with now for years, to try to really understand what is this role, what are the benefits, and to create research that can actually say like this is the benefit.  But I can tell you from my perspective, there's really these four buckets of the benefits of integrating young adult peer mentors at your agency, the first being around engagement.  Using young adults are challenged to engage in mental health treatments.  One way is to help integrate adult peer mentors.  Also change.  What I mean by change is that young adult peer mentors, when you integrate with them, they will change your environment.  Your systems will need to change, your practices will need to change.  All sorts of things will need to change.  And that's important because that's going to help engage these young people, these youth and young adults who typically feel misunderstood by the mental health system and treatment providers.  It's also going to change the experience of treatment.  This is really important to think about, that young people, as they're coming through their doors, and they're seeing other young people who have lived experience recovery and resiliency stories, they are in the space having a voice.  That experience, it changes what it means to be a client or be a young person accessing services, to experience changes.  It feels different to truly be understood by someone, and that's how many young adults who received peer mentoring services feel.  They feel hurt and understood.  

   And also opportunity, there is ‑‑ to instill a sense of hope, there's ‑‑ without doing anything, by simply just employing young adults in peer mentor roles, youth and young adults that you serve will see, wow! There are young people! Or are adults that have lived experience from their youth and their young adulthood who are sharing that, and there's a role for that, and I could do that! Some day I could be a peer mentor, and I could use my lived experience.  And suggest having these roles present so incredibly important to instilling that kind of hope, sense of belonging, but really, really changing your environment, your practice, the culture of your agency to be more attuned with these youth and young adults we're trying so hard to engage.  

   Also, this is a slide that I've used for years and tweaked it, but essentially, young adults in peer roles fill a gap in services and this gap, if you take a step back and think, we do services a certain way.  We train people, we professionalize them in order to identify symptoms and treat symptoms.  And adult professional providers mean well.  They typically mean well, but they often just don't understand transition aged youth nor do they want to try to communicate in a way, like using texting or social media or however that young people try and communicate and typically community, adults don't always want to do that.  And so by filling this gap, by integrating young adult peer mentors, you truly are going to increase ‑‑ you're going to ‑‑ excuse me ‑‑ integrate a workforce that truly will say no, I get you, and I can show you why I get you.  I've been through some crap like this, or I've had that kind of thing happen.  So incredibly important.  

   And also the sense of mutuality that can happen, that young people do form these bonds and they can share together their struggles.  That is so incredibly powerful for engaging anyone of any age, but very specifically for engaging youth and adolescents and young adults.  

   So one thing I think is really cool about Massachusetts, if you're thinking, like, wow, I would really like to maybe integrate young adults in peer mentor roles, that's so cool.  You guys already have a workforce to draw from.  Right?  You have the role of therapeutic mentors.  That exists.  And so thinking about who at your agency is in this therapeutic mentor role and who would be this awesome young adult peer mentor.  Consider those who really have a story of their own mental health resiliency and recovery from their adolescence and young adulthood, who they could really relate to young people going through these things.  Right?  So think about those the therapeutic mentors you already have on staff that could potentially step into these young adult peer mentor roles.  I would also say that I think what's most important is that you have folks who not only can tell their story, but know who they are and are proud to bring who they are to the job, who can be authentic on the job.  I think that's really, really important, and you know who those people are.  They're the people that are exciting that young people gravitate towards, more passionate.  You also have to have ‑‑ one other bullet point I want to emphasize is you have to have folks who really are patient, creative, and willing to go to young adults, go to youth, meet them wherever they're at.  I know that's a quirky thing to say for social workers and counselors, but truly, get out of the office.  Go meet young people where they feel comfortable.  Get to know them.  Share a little bit about your own struggles with the transition to adulthood.  We've all struggled with that.  So being able to do that.  Think about who that you currently have on staff might be able to do that.  They would be a fantastic young adult peer mentor.  

   Also, something that's so important in recruiting, screening and hiring young adults in peer roles is you have to partner with your human resources or your talent management folks.  You have to sit down, and I can speak this from my own lessons learned, for years of trying to educate peers in to various settings, you really have to sit down with whoever is doing the hiring and screening, and whoever is posting the information on the internet or who is really the harbinger of sharing all of what this role is.  Just sit down with them and review the job description.  And I want to highlight that we have an example job description as one of the things that are available for download, and I want to also say that it's just a suggested job description.  It's not mandated.  You can absolutely make this work for your context.  It lists off the responsibilities that are generally part of a young adult peer mentor's role.  There are also some qualifications.  What I want to emphasize, what's most important, is that you explain to your human resources person, or whoever is doing screening on your behalf, or you ‑‑ if you're someone who's doing screening and hiring, be really thoughtful about not screening people out for not having a certain high level of education and for maybe not completing bachelor's degrees.  Don't screen people out for having just a system involvement.  Make sure you cast a wide net because, in fact, if you think about who your youth and young adult clients are, you want to hire and recruit folks for these roles who can relate and can be relatable.  You want your youth and young adults to relate to these folks, and it might be those very struggles, right, of maybe having to drop out of school or maybe failing out or maybe getting involved with the law for a while, or maybe going to jail.  These are things that can be incredibly important for peer mentors to be able to share what it was like to overcome these struggles.  You don't want to screen people out prematurely.  

   Next, you really want to attract great, great people.  In order to do this, you have to have a marketing strategy.  So I just want to highlight that I have included, as part of the downloads, a marketing strategy checklist.  This slide is kind of like a brief snapshot of a longer checklist.  The one thing I want to emphasize, that's so important, is really having young people go to your youth and young adult clients and have them look at the blurbs that you're putting on.  And also, I want you to be thoughtful that most people who are great fits for this job aren't searching for these types of jobs online.  And so what you want to do is you want to educate all of your colleagues about this opportunity.  You want to tell them about it.  You want to sell it.  You want to have staff language, which I also, on the next material that's available for download, are some recruitment blurbs.  These can be used in a variety of ways.  You can use them in E‑mails to your colleagues, to your own social network, on your linked in.  To say we've got this awesome opportunity.  Do you know anyone who has lived experience of overcoming mental health challenges, who might be a great mentor.  Typically, people aren't looking for these jobs, and so you have to find them.  You really want to partner with all of your agencies.  Any kind of collaborations you have with youth and young adults serving agencies to find folks who would be great for these positions.  

   Then one thing that I get asked all the time is what can I ask.  Right?  I'm screening someone who may or may not identify as having a disability.  How can I ask things that aren't offensive.  And let me tell you, there are things you cannot ask.  And actually, on my next slide.  But I wanted to talk about some questions that we've used in screening and interviewing that I think are awesome.  I think they help you get at what you're looking for.  My favorite, favorite, favorite question is, why do you think you'd be a good mentor.  But one thing you have to make sure you emphasize when you are putting your blurbs out there, is that part of the job is sharing your own lived experience.  Sometimes you have to explain what that is.  Like, overcoming mental health challenges, you know, struggles with school and work as being a young adult, and being really clear that, like, that's what's of value.  You have to have had that experience, but you also have to be able to share a little bit of it.  So being really clear when you start an interview or a screening process, or you have posted your job description on the internet, having a little part of your description that clearly says, like, we are looking for people who are willing to share what they've been through.  

   As part of this, I actually have ‑‑ one of the last downloadable materials is a bunch of interview and screening questions.  Here are some of them on this slide that I think are really helpful.  Definitely, a couple to highlight that I think are important for any screening or any interview is ‑‑ for any candidate, peer or not peer, is how have you experienced conflict, and how have you handled it.  And some of these peer roles are likely to experience conflict with their colleagues.  They think differently.  They're bringing a different lens and they often ‑‑ there will be dissension, and so being able to really negotiate and be on the same page is so important.  

   And finally, to wrap this up, is what's not to ask.  And so these are the things that we cannot ask these things.  The Americans with Disabilities Act prohibits us from asking someone, what is your diagnosis?  Do you have SSI?  What medications are you taking?  These are not things that you would ever ask in a screening or in an interview because they are ‑‑ it is straight‑up discrimination.  

   However, if you go back ‑‑ let me go back to my previous slide, there are plenty of questions you can use to really get at someone sharing what they've overcome in order to really mentor young people well.  So with this being this really, really quick lunch and learn that I hope was helpful, and that these materials, if you have feedback or comments, I would love them.  We have this chat box right now.  I am sure we're going to end in about a minute, but if you guys have any questions, please ask them, or E‑mail me at vanessa.klodnick@thresholds.org.  I will get back to you.  I continue to learn by doing this work and partnering with people so all of your comments, thoughts and ideas are very, very welcome.  Thank you so much.  

>> KELLY ENGLISH:  So thanks, Vanessa.  This is Kelly again.  Thanks for all of those resources, tips and tools.  I just want to let folks know if you have questions for Vanessa, feel free to type them in the Q & A pod.  We have about nine minutes or so before we let y'all leave to go grab lunch.  I'll let folks know while we're waiting for questions that the registration for the next webinar that's coming up on February 14th, that's more about navigating on‑boarding and first few months of work.  That registration is open.  You will see a link to that following today's webinar that you can just go ahead and sign on.  We'd love to have you join us for all three, but certainly this next one that's coming up on February 14th.  

   And again, while we're waiting here for questions to come in, if you haven't already downloaded the resources and handouts that Vanessa mentioned, please make sure to do that.  They are terrific.  These are just samples, just kind of starter so to speak.  Take them, customize them to your own environments.  We know young adult peer mentors work in our state in lots of different settings, ranging from therapeutic mentoring programs where they're doing Medicaid billing, and how to follow the ‑‑ the folks who are in that role have to meet the requirements set forth in the therapeutic mentoring performance specifications, but we also have young adult peer mentors working in access centers, drop‑in centers, young adult peer mentors working in our Department of Mental Health flexible support service programs, our statewide programs.  But we have young adult peer mentors in a lot of roles, so take those tools and do what you want with them in your own space.  

   So a question about waiving education requirements for these positions.  So I think as I mentioned, at the moment, if you are hiring young adults within therapeutic mentoring programs, those young adults that are getting young adult peer mentors who are getting hired within those have to meet the requirements that are in the performance specifications for therapeutic mentors.  That's ‑‑ as of today, that's the best guidance I have on that issue.  

   Looks like there's some other folks.  I think those are things, folks, if you're working in therapeutic mentoring programs and are interested in hiring young adult peer mentors, those are some things to bring to your managed care entity, technical assistance team, you know, and talk with them about those particular issues around hiring young adult peer mentors, for sure.  

>> VANESSA KLODNICK:  One thing I want to add, just emphasize, that it is about going and really finding folks for these roles, too.  We've learned in Illinois, and also, gosh, Texas and New York, it is tricky to find folks, and so really having people be able to not just describe, but really sell, this is really exciting, and we know that this role is truly changing mental health treatment for youth and young adults.  And it's such an important role.  

>> KELLY ENGLISH:  So Vanessa, there's a question about would you recommend hiring at least two peer mentors at a time if funding allows so that they have a peer at work?  

>> VANESSA KLODNICK:  Yeah.  That's a great question.  Best practice is two or more so that you have a forum, so young people have support from each other.  And you could think about this akin to any type of professional role.  You'd want to have more than one.  It's great when you have someone who speaks your language, talks your talk, right?  So really having two or more is ideal.  Also, I love group supervision with young adults in peer roles.  It is so fun.  And it is such a space for just emotional well‑being in these roles.  It can be challenging for young people.  So having a space where young people are in the same type of role and really can learn from each other and can see each other grappling with similar things is also really powerful.  So yes, I would definitely say two or more is ideal.  Definitely ideal.  Having one, you can do it, but as a supervisor, my suggestion would be that you actively pursue finding opportunities for young adults in peer roles to connect to other people either at a different site within your agency or at a different agency.  Like figuring out ways to make that happen regularly.  

   Oh, I like this next question.  We've also had barriers with having a car as well.  Like, definitely that.  And then having these, one of the big challenges is having this requirement around education level, that you have to have this certain type of either certification or level.  I do think folks across the country struggle with this.  Kelly, do you have any other thoughts on that question?  

>> KELLY ENGLISH:  No. I mean, I think these issues related to the therapeutic mentoring performance specifications, you know, I mean, I think those are discussions that we can certainly bring to our colleagues over at Mass Health, and certainly bring them forward to the managed care.  I don't have an answer today, which I'm sure isn't satisfying, but I appreciate that those are some of the things that might get in the way of the expansion of this role, so we can certainly bring those questions forward.  

   So there's another question about recommended amount of time that a peer mentor candidate has been without their own peer mentor.  

>> VANESSA KLODNICK:  Yeah.  I'm going to interpret that question.  If this is a question about hiring graduates from your program, that's an interesting one, and one that we will definitely have ‑‑ we're going to do another series of supervision, sticky situations I call them, things that you typically struggle with, and I always have as an example in that type of training is something about the graduate and how tricky that can be to navigate as an organization.  It's totally feasible, but you just have to have a lot of things in place to make it fly and be very aware of the stickiness that can arise, but it is completely feasible.  So Marcy, if you're getting at that, but if you're not, thinking about, you know, folks having mentors, one thing that I always as a supervisor of young people in peer roles, as part of self care and wellness, you know, I make sure that all my staff, actually, forget just people who have lived experience, and we all do, to some extent, on a continuum, have struggles with our own transition to adulthood, which I often really push staff that I work with to leverage and use in their work, right, to really help bond with young people.  But definitely, that, like, this idea of you do need support when you're in these roles.  Like, I don't say that everyone's required to have their own therapist while they're doing work but I definitely think it's important that young people in mentor roles find either through their supervisor or someone else at the agency, or outside, someone to really process some of the struggles that they're having on the job, but inevitably, in a helping profession, if you're serving youth and young adults with a series of mental health conditions, it's it is going to be a challenging job and so you need to be able to really process that, what that means for you, how it's like to really identify, like, wow, I really have been through that, and that is really troublesome for me, having space to do that I think is important.  But I don't have any recommendation.  I don't think peer mentors, folks who fill the young adult peer mentor role necessarily have to have had their own young adult peer mentor, either.  I think that's like a bonus.  But I always, when I train peer mentors and folks who really leverage their own lived experience, I emphasize that it's really about bringing yourself and that we all have mentors.  We can find them in our past.  We just have to reflect and think about it.  

   Yeah.  That's interesting.  I mean, that's ‑‑ this is ‑‑ Marcy, great question around, you know, how do you assess if someone is ‑‑ and I don't love the term readiness, the whole IPS supported role would be like, you know, if someone says they're ready and they appear to have the skills and are able to perform the job function, you feel that the hiring manager for that person that this person would be a good fit, then I would say go for it.  But thinking about if you are ‑‑ if you're talking with this young person, they're talking about their instability, thinking through how do you help this young person get things in place so they can thrive in this role, right?  That's an interesting thing, and also I'm glad this came up because we can make sure to incorporate in our future trainings around, like, this kind of worry that we get as clinicians, and as supervisors.  Oh, they don't seem that stable.  Can they really do this.  Right?  And the argument that should be made is that anyone who wants to do this job can do it but we need to also assess, like, do they have the appropriate skills to be able to do this and support somebody.  So exploring that with them to see.  And maybe as well that you are obviously working directly with that person but make a suggestion if there's things that you could get in place, then perhaps we could move forward with that with you.  This is a tricky, grayish area, I would say, and to be careful about simply stating, you know, someone seems too unstable for this job, that that is really not the case.  But you can think of when you've interviewed people who don't have any ‑‑ are not discussing anything, and you're like, oh, I don't think they're ready for this job.  I don't think they have the experience.  So just being really thoughtful about do they seem like they would be a good fit?  Can they take care of themselves on the job in order to fill the job duties and responsibilities.  I hope that's helpful.  

>> KELLY ENGLISH:  Terrific.  So thank you.  And that might be a good topic that we'll get into more on our third webinar in March around on‑the‑job and reasonable accommodations.  

   So more to come.  We hope that you found today helpful and take away some good resources and information.  Thanks to Vanessa and to all of you for spending half an hour with us today.  Have a great afternoon, and hope to see you on February 14th.  

[Webinar concluded]
