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CUSTOMIZE, HIDE, OR OMIT, AS APPROPRIATE 
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THIS SLIDE CAN BE CUSTOMIZED 
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HIDE OR OMIT THIS SLIDE IF GROUP IS ALREADY FAMILIAR WITH NORCAL MHA OR 
SUBSTITUE THIS SLIDE WITH AN OVERVIEW OF YOUR OWN AGENCY 
 
Peer-Run Org: 

Over 50% of our Board  
Over 90% of our staff, including all of our managers and Executive Leadership 
team 

 
Member of CAMHPRO 
Work throughout Northern California Have peer employees embedded in Amador 
County, Placer County, and Sacramento County 
Work with many other Counties and CBOs across the state 
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IF ASKED:  Technical Assistance 
Organizational assessments - Assessments look at: 

Key informant interviews 
Peer staff focus groups 
Self-reported needs 
Workplace culture 
Policies and procedures 
Job descriptions, hiring, onboarding, supervision, evaluation of peer staff 
What’s working?  What could be improved?  What do you need to do your job 
better? 

 
Identification of strengths and opportunities 
Implementation planning 
Crafting peer roles and career paths 
Supportive coaching and mentoring  
Best practices and recommendations 
 
Trainings 
Organizational trainings for leaders and management (work culture and managerial 
competencies) 
Professional development trainings for peers (technical and behavioral skills) 
Creation of special trainings and educational materials, as needed 
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ASK: Why are you interested in this training and what do you hope to get out of it? 
 
RECORD responses to last question – what attendees hope to get out of this training - 
on flipchart 
Review these training goals at the end of the session to ensure the attendees’ needs 
were met 
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SAY:  In the last slide, we learned about risk factors for mental health challenges. These are the 
protective factors that working provides. Because working provides protective factors, working 
supports recovery and the maintenance of personal wellness. By getting a job and staying employed, 
you are contributing to your own recovery.  
 
Employment is an important social determinant of health and participation in employment can enhance 
health and wellbeing. Unfortunately, the majority of individuals with serious mental health conditions 
are unemployed. 
 
Unemployment rates among people with serious mental health challenges range between 80% and 90%, 
making this group one of the most recipients of social security the United States. This is unfortunate 
because most people living with a diagnosis desire and can work, but they are excluded from the 
workforce because of stigma. For those with mental health conditions who are in the workforce, there 
are issues related to sustaining their capacity for productive work.  
 
http://www.hindawi.com/journals/aph/2014/258614/ 
 
SAY:  Work is a key factor in gaining and maintaining recovery, and in preventing episodes of unwellness.  
 
Routine 
It provides us with a reason to get up in the morning. Now sometimes we may not wish we didn’t have 
to work, but actually, this routine keeps us healthy. 
 
Activity 
Work gives us something to do each day. The very act of saying to one’s self: “I have something to do 
today” protects our mental health. 
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Purpose, Contribution 
Our work may also be something that meets our needs for purpose and contribution. These are 
protective factors for mental health. 
 
Connection and Social Support 
We spend more daylight hours with the people we work with than those we live with. We are social 
animals who connect to each other and when we are away from work, we miss the social interaction. 
When people are away from work, they are socially isolated. Isolation is both a predictor and risk factor 
for mental illness. 
 
Identity 
I could ask each one of you what you do and you would answer without thinking, either your title or what 
you do. If you are off work, say for a year or more, and someone asks you, “So what do you do?” you find 
it difficult to answer, difficult to define yourself to the other person in terms that are true… by society’s 
values and standards, you are a nothing because you are not “doing” something. 
 
Resources, Independence 
Maintaining gainful employment allows people to get off disability and provide for themselves financially, 
allowing them to become independent and fully participate in society. In addition to financial resources, it 
provides individuals with important skills and access to information, both of which can be used to 
improve their own lives. In building healthy relationships, working allows people to build social capital as 
well, giving them access to opportunities they may not have had before.  
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SAY: We do know what makes people more vulnerable, and these are called risk factors. 
Each of these is an independent risk factor, and the more you have the greater your 
risk.  
 
EXPLAIN:  
FAMILY HISTORY - biological connection have been diagnosed with a mental illness or 
have experienced mental health problems, addiction, suicide or suicide attempts. This 
refers also to an individual’s previous history.  
 
PERSONAL HISTORY  - If someone has had a previous episode of mental illness, they 
are more at risk of having another episode than someone who has never had one.  
 
TRAUMA - This refers to chronic trauma, like living through a war, or child abuse or 
domestic abuse. It can involve being the victim of a crime or witnessing violence. It can 
also refer to physical trauma, like being in a car accident or having a significant illness or 
injury. It can refer to a critical traumatic incident like being in a fire or a bank robbery.  
 
ENVIRONMENT - the psychosocial conditions in which someone lives – might create 
substantial risks, such as exposure to ongoing violence, neighborhood poverty, or 
institutional stigma and discrimination (e.g., racism, heterosexism).  It could also 
include the environment in which someone was raised (e.g., inadequate parental 
involvement/supervision, parents with substance abuse histories, lack of health care  
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and other resources, childhood maltreatment or neglect, peer rejection, association 
with delinquent peer group), even if they no longer live in this environment.  
 
PERSONAL STRESS - involves significant financial problems, relationship problems, 
housing problems, problems with children or our parents or other family members, 
housing problems. This can also include workplace stress. This involves work overload, 
chaotic environment, changing priorities, high demand with low control, lack of 
resources, lack of training to do the job well, and a very significant stressor: lack of 
social support at work. 
 
SOCIAL ISOLATION - Research into social prejudice and stigma seems to be finding a link 
between social isolation and increased risk for developing a mental illness. Also, 
research into disability rates is finding a possible link between social isolation and 
increased risk for depression. This is seen when employees go off work for a physical 
issue and then develop clinical depression which keeps them off work even after they 
have recovered from the physical issue. 
 
Remember that even one of these means that you are more vulnerable. If you have 
even one, you may want to take a look at how you take care of your mental health to 
minimize the impact of the risk factor. 
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SAY: This is a review of the concepts learned in Recovery 101 
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SAY: Put a different way, the needs that are met from working all directly support a life 
in recovery. Recall from Recovery 101 and SAMHSA’s working definition of recovery that 
four major dimensions contribute to and support a life in recovery. These are: 
• Health (not just mental health) 
• Home 
• Purpose 
• Community 

 
Because health is only 25% of the picture, this definition of recovery includes 
psychosocial factors that contribute to personal wellbeing. Therefore, healthy and 
supportive interpersonal relationships with coworkers and the self-esteem boost that 
working provides have a significant role to play in a person’s recovery. 
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HANDOUT: As participants to refer to list of needs at work.  
 
RECORD: responses to the first question on flipchart under heading “MY NEEDS” 
 
Engage in a 2-3 minute popcorn-style discussion with participants around second 
question 
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Onboarding is the process of acclimating and welcoming new employees into an 
organization and providing them with the tools, resources, and knowledge to become 
successful and productive employees. 
 
While orientation prepares someone for their first day of work, onboarding is a 
broader, more long-term process that helps new employees acclimate smoothly, so 
that they become an engaged part of the team. 
 
Onboarding ensures that new employees feel welcome, informed, prepared, and 
supported. 
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Congratulations! You got the job. So now what? 
 
It’s essential that you prepare for your success at work. This requires planning around 
how your new job will impact your life. Your job may affect you in all of the ways listed 
here, and perhaps more as well.  
 
What other things should you think about in advance to prepare for success? 
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We will cover essential information in the next slide. 
  
Paperwork: Benefits, insurance, fingerprints/background check, timesheets, schedule, 
W4, other forms. 
 
Be careful with the personal items you bring to work. 
 
Be prepared to talk a little about yourself when meeting your boss and coworkers. They 
will want to know who you are and what brought you there. Don’t overshare! 
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EXPLAIN EACH OF THESE 
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Pay attention  
Ask lots of questions 
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http://www.ilo.org/ifpdial/areas-of-work/labour-
law/WCMS_CON_TXT_IFPDIAL_EMPREL_EN/lang--en/index.htm 
 
This is probably the most widely accepted definition of employment. What do you 
notice about this definition? 
 
What are the employee’s responsibilities under this definition? 
What are some reasonable expectations about this arrangement for employees to 
have? 
 
What are the employer’s responsibilities under this definition? 
What are some reasonable expectations about this arrangement for employers to 
have? 
 
What are some common conditions of employment? 
Who determines the conditions of employment? 
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*Well = the way your boss or employer wants you to perform the job 
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Intelligence is not the only important quality. Being effective in a company also means 
working hard, being reliable, and being an excellent member of the team. 
http://www.forbes.com/sites/bruceupbin/2011/01/03/when-smart-people-are-bad-
employees/#306de00f7d2b 
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K = Knowledge 
E = Emotionalization 
A = Motivated Action 
 
Get to know your agency  
Mission, vision, values (K, E) 
Programs, services, activities (K, E) 
Key people and partnerships (K) 
Organizational structure (K) 
Organizational culture (K, E) 
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http://study.com/academy/lesson/what-is-organizational-culture-definition-
characteristics.html 
 
At concerts, sporting events, and just about everywhere that people get together, 
group members convey social expectations by how they dress and act. Newcomers to 
the group are expected to learn what is acceptable to the group by observing the 
behavior and dress code of the group members and adapting to the situation 
accordingly. 
 
Every company has its own unique personality, just like people do. The unique 
personality of an organization is referred to as its culture. In groups of people who work 
together, organizational culture is an invisible but powerful force that influences the 
behavior of the members of that group. So, how do we define organizational culture? 
 
Organizational culture is a system of shared assumptions, values, and beliefs, which 
governs how people behave in organizations. These shared values have a strong 
influence on the people in the organization and dictate how they dress, act, and 
perform their jobs. Every organization develops and maintains a unique culture, which 
provides guidelines and boundaries for the behavior of the members of the 
organization. 
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K = Knowledge 
E = Emotionalization 
A = Motivated Action 
 
Figure out your role in the bigger picture 
What your program does (K) 
What your position does (K) 
Why it matters to the agency (K) 
Why it matters to you (E) 
Your unique contributions (E, A) 
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K = Knowledge 
E = Emotionalization 
A = Motivated Action 
 
Always meet or exceed expectations 
Performance expectations (A) 
Behavioral expectations (A) 
Attitudinal expectations (K, E, A) 
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EXPLAIN EACH 
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Performance expectations = The quality and quantity of the work you do 
 
Job knowledge 
Possessing the skills and knowledge to perform the job competently, and becoming 
familiar with the rules and policies in the Employee Handbook. Characteristics to 
consider: expertise in position, knowledge/functionality in other related positions. 
Results to evaluate: time required to perform routine and other tasks, accuracy of 
work, appropriate use of resources, training completed.  
 
Productivity 
Proper use of use materials & equipment to complete workload in a timely fashion; 
staying busy and looking for things to do when work is slow. Using time effectively and 
prioritizing work appropriately.  
 
Work quality 
Accuracy; neatness; timeliness; attention to detail; meeting volume/quantity 
requirements; adhering to duties and procedures in Job Description and specific 
instructions.  
 
Motivation 
Does not remain idle. Is hard working and self-motivated.  
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Problem Solving 
Handling unexpected situations calmly to minimize problems. Ability to work 
independently with minimal oversight and direction.  
 
Communication 
Organizing and expressing ideas and information clearly, using appropriate and efficient 
methods of conveying the information. Communication with supervisor/manager, 
patience in hearing other’s viewpoints, and clearness in their communication to others. 
Openness to receiving feedback and coaching, consistency in practicing active listening, 
and effectiveness in getting their message across to others.  
 
Improvement/growth 
Striving to learn and improve. Seeking out ways to better yourself and the company. 
Taking on new responsibilities. Applying feedback to improve performance. Correcting 
errors; Requesting assistance in a timely manner. Recognizing & learning from mistakes, 
taking appropriate action to reduce errors. 
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How you act in the workplace 
 
Attendance and punctuality 
Do you show up to work, work events, and meetings on time? Do you miss a lot of 
work? Is the time you take off planned or unplanned? What is the impact on your 
organization, your boss, and the rest of your team? 
 
Preparedness 
Do you show up ready, willing, and able to perform your job each day? Do you have the 
materials you need to do your job? Do you read and review the materials that are given 
to you? 
 
Organization 
Is your work station messy and disorganized? When using shared equipment, files, 
documents, etc. do you take good are of them? Do you put things away where they 
belong? Do you clean up after yourself or leave messes for others? Do you lose or 
break company property? Can you find things when you need them? Are you protecting 
privacy and confidentiality? 
 
Appearance 
You are the face of the organization. Are you dressed appropriately for work? Are you 
hair, clothes, face, and body clean? Are you fragrance neutral?  
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Following policies and procedures 
Are you familiar with the rules, policies and procedures in your workplace? Do you 
consistently follow them? Do you ask for clarification if you don’t understand them? 
 
Language/tone 
Do you use appropriate language for the workplace? Do you communicate in a 
respectful tone? 
 
Conflict avoidance/resolution 
How well do you get along with others? Can you express alternative points of view in a 
non-threatening way? Do you know when it is appropriate to compromise and when it 
is important to take a stand? Do you treat others with respect and professionalism at all 
times? 
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Your personal drive to achieve and potential for growth. 
 
Commitment 
“What can I do for the agency to make it better?” Characteristics to consider: 
professionalism, reliability, loyalty and dependability. Acting in alignment with culture, 
values, and mission of organization.  
 
Personal Responsibility 
Personal responsibility is the willingness to both accept the importance of standards for 
individual behavior and to make strenuous personal efforts to live by those standards. 
But personal responsibility also means that when individuals fail to meet expected 
standards, they do not look around for some factor outside themselves to blame. 
Personal responsibility means refusing to adopt a victimhood mentality. Victims 
typically identify themselves based upon attributes of powerlessness, dependency, 
entitlement, apathy, worry, fear, self-doubt, and the like. Things “happen” to victims 
that they have no control over and therefore have no responsibility to prevent or 
correct. Personal responsibility means that we understand we have control over the 
ways in which we behave, whether we are initiating or responding.  
 
Interpersonal Skills 
Being sensitive to the needs, feelings and capabilities of others. Approaching others in a 
non-threatening and pleasant manner and treating them with respect.  
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Teamwork 
Working on projects as part of a team, exchanging ideas and contributing skills that 
complement those of the other team members. Fulfilling commitments to team 
members.  
 
Integrity 
An employee’s ability to own mistakes, treat others fairly, and ability to demonstrate the 
company’s values by their actions. Maintaining a high level of character and a 
professional attitude. Is able to conform and promote the company’s standards of 
conduct. Being proactive in reporting own problems or errors and making decisions 
based on the “right thing to do.” Consistently behaving ethically, communicating 
honestly, and establishing trust with coworkers, supervisor, and people served.  
 
Judgment 
Identifying needs, finding creative solutions, welcoming change, defining problem and 
making decisions/taking action in a timely manner. The employee is sought out by 
others for advice and solutions, and makes appropriate decisions based on 
understanding of the bigger picture, analysis, experience, and best practices. Acting 
professionally and appropriately when representing the agency. 
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Demonstrate enthusiasm and initiative 
Show interest in your agency and what it does (E, A) 
Understand the issues that impact your organization (K, E, A)) 
Stay informed about developments in mental health and peer support (K, E, A) 
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Review email etiquette handout together 
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Not every job is a good fit – for the employer or the employee. The sooner you realize 
this, the better off you will be. If you don’t think the agency is a good fit for you, rather 
than pretending you care and trying to make it work, perhaps you can identify an exit 
strategy that works for you and your employer. 
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Love what you do  
Passion and commitment are essential  

 
Do what you love  
Do the actual tasks you like doing. Trade off less desirable tasks. If you can’t do that, 
reframe the way you look at the task: fairness, outcome, benefit 
 
Create an environment for success  
You have to set yourself up to win. Surround yourself with supportive friends and 
family. Create a daily routine that sets your mood and includes activities that are 
conducive to success. Think about your setting, music, food, sound, potential 
distractions, atmosphere. Make it easier for you to do what you need to rather than 
harder.  
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Eat the frogs first 
“If it's your job to eat a frog, it's best to do it first thing in the morning. And If it's your 
job to eat two frogs, it's best to eat the biggest one first.” Mark Twain 
 
If you can’t avoid it, learn to love it 
Change the way you look at the task. What might be fun about it? How can you make it 
more fun? 
 
Focus on the outcome 
How will you feel when it is done? What benefits does completion bring? Why is this 
task important? 
 
Find an external motivator 
If you can’t do it for you, find another reason to get it done: your boss, the people you 
serve, your family, etc.  
 
Avoid distractions 
Do one thing at a time. Multitasking doesn’t work. Set aside time to focus. 
 
Break up big projects into smaller tasks 
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Just start!  
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Mentalism (addressed on next slide) 
 
Macro-Aggressions 
Obvious and easily identified by all who witness it as unfair, biased, and/or 
discriminatory  
 
Micro-Aggressions 
More subtle/not as obvious, so harder to point out or confront 
 
Low Expectations 
Myths about peer support that keep peers trapped in subordinate, low-level positions 
and prevent them from fully contributing and reaching maximum potential 
Can create feelings of hostility from other staff who think peers get a “free pass” 
Reinforces stereotypes about peers 
 
Marginalization 
To place in a position of marginal (minor/diminished) importance, influence, or power 
 
Tokenism 
The practice or policy of making no more than a minimal/symbolic/superficial effort to 
offer opportunities to minorities equal to those of the majority; “box-checking” 
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Refer to RAND report, pp. 16-19. 
 
ONLY IF YOU HAVE TIME: Working in small groups, pick FOUR of these myths and 
provide responses and solutions to each of them.  Report back to the group.  
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* = Assumes that there is more than one peer in the workplace. Really important that 
peers have one another and access to supports themselves! 
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Our sense of belonging on a team has a direct impact on our commitment to task, 
sense of role clarity, and collaborative effectiveness. 
 
The other big implication of feeling lonely at work is that we increase our level of 
surface acting or “covering.” That is, we intentionally conceal parts of our authentic 
identity. What happens when we feel lonely at work is we start to pretend to be 
someone else. And when we pretend to be someone other than who we are, we start 
to emotionally withdraw. 
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Refer to handout on cooptation. 
 
When peers are brought into the “legal, ethical and clinical cultural framework” of 
treatment organizations, they experience acculturation and, through that process, 
surrender the very attributes that recommended their participation in behavioral 
health systems of care to begin with. 
 
In one survey, 77% of the PSS working in treatment organizations reported that they 
are supervised by treatment staff members and participated in employment-related 
training to increase their abilities to provide treatment services at a much higher rate 
than PSS working in peer organizations. In practice, this means that the PSS employed 
in treatment organizations receive guidance and direction from credentialed treatment 
professionals, people who have consciously embraced the treatment culture. 
  
In addition to receiving supervision from treatment staff members, 85% of the PSS 
working in treatment organizations also reported receiving training intended to 
increase their knowledge of the treatment methods used in the organizations in which 
they work, while only half of the PSS working in peer organizations reported having 
received training to provide treatment services. The provision of training of this sort is 
clearly intended to move PSS toward professional models of service provision.  
  
The combination of supervision and training reported by PSS in this study can  
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reasonably be construed as a powerful force encouraging acculturation into the cultures 
of the treatment organizations in which they work. This may also suggest that PSS in 
treatment organizations are perceived as “helpers” to the treatment staff members, a 
situation reported in the literature, and, consequently, in need of basic skills to perform 
this function. The possibility that treatment staff view PSS as “helpers” rather than 
providers of a separate set of services is reinforced by the fact that PSS in treatment 
organizations are much more likely to work part-time than PSS in peer organizations. 
  
Finally, the data presented here indicate that PSS working in treatment organizations are 
much more likely than those working in peer organizations to engage in education or 
training that will prepare them to apply for jobs as treatment professionals. The desire 
among PSS working in treatment organizations to move into professional roles strongly 
suggests that they recognize the secondary status of PSS in these organizations. 
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Refer to handout on cooptation and language guide 
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Research indicates that steps should be taken to minimize or, if possible, eliminate the 
conditions that contribute to cooptation of PSS. These steps can include providing peer 
support services through peer-run organizations, tailoring the supervision of PSS to 
emphasize the non-professional nature of the services they provide, providing training 
specifically designed to enhance skills that support the provision of peer support 
services, and explicitly defining peer support services as separate from, and 
complimentary to, treatment services. These efforts can be undertaken at both the 
organization and system levels to enhance the quality of the peer support services 
provided. 
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When peer leadership roles are lacking and peers are relegated to the confines of their 
assigned programs without representation in management or a voice at the table when 
important matters are decided, their workplace needs go unaddressed.  
Peers report feeling that workplace leaders do not advocate for their interests, so their 
pay, benefits, and working conditions are unlikely to ever improve. 
Additional structural barriers include county personnel and risk management 
departments that refuse to deviate from standard hiring practices for peer positions, 
and institutionalized stigma that results in different treatment and practices applicable 
only to peer staff (prohibiting peer access to client data; walling off peers from 
important activities and information because peers are more “risky;” identification as 
peer treated as a black mark when applying for other positions, etc.). 
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REVIEW training goals from Slide 8 
 
ASK audience if this training met the needs they identified when the training began 
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