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>> Good afternoon, everyone.  Welcome to the peer support teleconference.  During the presentation, all participant lines will be muted.  Participants will be allowed to ask questions at the end of the presentation.  As a reminder, today's call is being recorded.  Now, without further delay, I will turn your call over to Mr.  Tim Fuchs 

>> TIM FUCHS:    Good afternoon, everyone.  I'm Tim Fuchs.  I'm the operational director here at the National' Council on Independent Living,  NCIL.  Today's teleconference and webinar is being presented by the CIL‑NET, which is program of IL NET, and IL NET is a national training and TA project for Centers for Independent Living and sister project SILC‑NET which is for the Statewide Independent Living Councils.  It's operated between NICL in Washington, D.C. and APRIL in Little Rock, Arkansas.  Substantial support for the development of this presentation is provided by the U.S. Department of Education.  

And I want to make a few quick announcements, just housekeeping stuff, before we begin today.  First of all, by now many of you have seen our new webinar platform, Talking Communities, but for some of you it may be new.  So I hope that your transition to using it is simple.  We love how it works.  It's accessible, some neat features.  But if you have any issues using it, you can use the public chat, which is the box below on the right side of the screen, and you can type a question or a comment in there and just hit enter and it will appear to the group.

And if you have any more significant problems, if you can't connect, you can always e‑mail us, e‑mail me at Tim@NCIL.org.  

We are recording today's call and that is so that we can put an archive version of the call on line.  It will be available on ILRU's website about 48 hours after the call ends.  We're also going to break several times during the presentation to answer your questions.

Our webcast participants, you can type your questions right into the public chat screen.  If you're participating on the CART webcast, you can type your questions in the CART chat screen, and I'll be voicing questions from the webinar and from the CART screen live on the call.

If you're participating by telephone, as Julie mentioned, you can press 01 to indicate you have a question, and you will be ‑‑ your line will be unmuted and you will be able to ask your question directly to the presenters during our Q&A breaks.

The materials for today's call, including the PowerPoint presentation and an evaluation form, are located on our website, that's NCIL.org.  The link to those materials was sent to you in your confirmation e‑mail.  That's the same e‑mail you received with all the information to connect to the call.  If you did not open up the PowerPoint, you will want to do that now.

Of course, you're participating in webinar and it will be displayed automatically.  If you're participating in the CART webcast or teleconference is open, I am going to read the URL in case you don't have it and you can go back to the confirmation, too.  That is      www. NCIL.org/training/peersupport2010materials.html. 

And, again, don't worry if you didn't get a chance to write that down, it's the same URL that was sent to you in the confirmation e‑mail.

Let's see.  So I want to ask if you would please take a minute after the call to fill out the evaluation form.  That would be wonderful.  It's very quick to complete.  If you have done it before you know that's true.  If not, you have my word that it is.  It's very important to us.  If you're participating in a group, you're more than welcome to join as a group and fill it out.  Please let us know what you thought of today's call.  

With that, I want to begin today's presentation, and I want to do that by introducing our presenters, Amina Kruck and April Reed from ABIL.  I had the pleasure of working with Amina and April at an onsite peer support training we did last summer in Baltimore, Maryland.  It was great getting to know them and working with them.  I assure you they are excellent presenters.  They are passionate about their work at the Center and their peer support program and the movement as a whole.  I'm so excited you could be with us today.  Without any further ado, I'm going to turn it over to Amina to begin our presentation.

>> AMINA KRUCK:  Welcome, everyone.  So we'll go to slide 1.  Over view of the peer support role at the Center for Independent Living.  Mentoring is really at the heart of the Independent Living movement.  Mentors work with anyone who is adapting to a disability or seeking to increase their independence.  We do ask them to have a goal, Independent Living goals.  Peer mentors can utilize their own personal experience with living to a disability to empower others and reaching their Independent Living goals.

And we'll talk about later, we see how really both sides of the mentoring match benefit.

Slide 2, ABIL Peer Mentor Program.  It began really prior to 1990.  I came in in 1990.  And the program had been started for about a year before that by my predecessor.  I actually came to ABIL because I had a background in peer counseling.  And they wanted to work with this program, improve it.  So the first set of mentors had gone through training just prior to me being hired.  Justification for the development of the program, well, Maricopa County is big as some states the county we're in.  I ask if we have 40 counties in our state and we have 12 that's it for the whole state of Arizona.  Maricopa County half the population is here.  We had a small staff trying to outreach to a lot of people.

In addition to that, the person that started the program didn't have peer mentoring.  He felt we really needed to do something so they didn't have to reinvent the wheel.  He was really committed to it.  That's why he brought me into the program.

We knew the consumers and community members had a lot of knowledge that they could share and our administrative staff was pretty overwhelmed so they found that the peer mentors were very valuable to help them out and were interested to see how it would work but they had a little bit of conflict.  Like how will that work ‑‑ the difference between what is a staff person do and a volunteer do?

So today slide 3 ‑‑ our mentor program has ‑‑ well the last fiscal year we had 44 active mentors.  They weren't all matched at the same time.  Some of them were matched with more than one mentee.  They donated 1300 hours of that program to volunteer time.  We do use that like as matching on grants.  We translate it to dollars.  Some of the mentors along with other volunteers provided an additional 2900 hours of technical and clerical support to ABIL programs.  So they do presentations, disability presentations in the schools, out in the community.  They help us do clerical work putting packets together.  They do group mentoring sessions and they do other kinds of volunteer work related to advocacy showing up for events for advocacy.

And board members of counted in that, too, I believe.

So slide 4 ‑‑ 5, I guess would be the next slide.  Our volunteer program goals are really to provide qualified peer mentors to teach Independent Living skills.  And to support ABIL consumers to reach their goals, the people that come to us looking for assistance and to support ABIL staff and programs.

One of the benefits to having the mentors is let's say you've got one to four, maybe staff that are Independent Living advocates to work with individuals.  If you have a team of 40 peer mentors you have people with much more diversified options for ethnicity, for experience living in our state or some other state.  We have a lot of people move from our state from other places.  Gender, areas of the valley since our county is a couple hundred miles wide.  So it gives us much more opportunity to match people that will fit with each other.

Next slide.  5.  6, I guess it would be.  Slide 6.  Who coordinates the ABIL service?  ABIL designated a full‑time staff person as a volunteer coordinator.  We didn't start out that way.  We tried to have it be a part time person that was doing other things and as I did research looking at other successful volunteer programs around the valley, what I found was that that volunteer coordinator is a really special person with human resource type of skills.

And that it really needed a full‑time person dedicated to that role.  It was difficult if they were pulled off to do other things or do other direct service.  So we made a commitment ‑‑ about 1991, it took some convincing of the board that this was a good use of dollars, to dedicate full funding from our Part C establishment funds towards a volunteer coordinator position to really develop the program.

And so that's from our department of education voc rehab Part C funder.  The volunteer coordinates the Peer Mentor Program.  She is responsible for recruiting, orienting, training the peer mentors.

She makes the matches and she conducts program evaluations so she gets referrals from the direct staff for people who are looking for mentoring.

And then she supports volunteers, really as a peer mentors in a way.  Then the recognition in helping them be happy and make sure that the program is running smoothly and it takes her full time to do that.

Next slide.  Who are ABIL mentors?  Slide 7.  That's 6 on your I think at home you have 6.

Individuals with disabilities are mentors.  So they are already living independently, although they don't have to be ‑‑ sometimes they don't see themselves as role models but they have achieved a level of independence and knowledge about how to live with their disability and how to have a quality life that they enjoy.  So those are key things we look for.

They are integrated living in the community and they have a desire to help others to help them do the same thing.  So they are passionate about that.  Peer mentors are not nor do they try to be medical professionals, counselors or therapists.  We call them peer mentors.  We call it peer support what we're doing.  We don't call it counseling.  We're not looking for counselors.  Most of our mentors don't have any kind of counseling background.

Next slide.  ABIL paid or volunteer.  This was a big controversy and it continues to be in the community.  There's a lot of debate.  We have a mental health recovery community and they pay their peer mentors.  And we appreciate why they do that to give them value to the work that they are doing, but we decided that we wanted to keep our program volunteer because it meant so much to the mentees to actually have a person that's a volunteer that's not just another paid staff to be with them.  They have had so many people helping them that were paid staff.  Mentors are available at other hours, non‑office hours, and they are somebody truly choosing to be there of their own free will to do this with that person.  That means a lot to the mentees.

And in return, that helps maybe a quarter to a third of the mentees turn around and become mentors later on to give back what they received.  But we do use ‑‑ we let the volunteers know that their time is very valuable to us and that we actually put a monetary value to that and use it as matching in kind support for different grants that we get.

So for mentors, they are available, like I said, they can have relationships on weekends and on evenings and so over time we have had to redecide this decision as it's been brought up.  We understand why other organizations choose to ‑‑ what we do do, though, we do compensate them.  So we do provide mileage, support for them, or sometimes bus tickets for them if that's the transportation that they use.  So that ‑‑ and on some indications because of what the Independent Living goals are for consumers, we have actually given them a stipend to help them pay for some social activity that they have done with the mentor because that's a really important part of the mentee's goals.

I'm going to let April go with the next slide number 8 who are ABIL mentees.

>> APRIL REED:  So the next slide is who are the ABIL mentees?  Well they are ABIL consumers.  So they are already signed up with ABIL services and they are working one on one with an ABIL staff person before they even get to the point where they are referred to the peer mentors program.  So that's really important.  We ask that the staff person work with them one month to ‑‑ or four meetings.  This really allows the staff person to get to know that mentee, to explore with them what their goals are.

And then the staff will fill out a referral form that we have and send that over to me.  And then I will begin the process in working to find a peer mentor.  Not every ABIL consumer is referred to have a peer mentor.  It's really important the consumer be ready to commit and be a full partner with their mentor.  I always kind of tell the staff if they are not returning your phone calls, that might be a good sign that they are not ready for a peer mentor.  We expect full participation.  We expect them to be a teammate with their mentor as much as possible.  So not everyone is at that point where they could work with a mentor.  Not everyone would want a peer mentor.  Just depends on what their goal is whether the staff would refer them or not.

>> AMINA KRUCK:  It's possible they might have two mentors working with them in totally different goals.  Maybe somebody is really good at using the bus system and that's one of their goals.  They have another goal to pursue school or something.

>> APRIL REED:  Absolutely.  So we take a look at what skills are they requesting help with and that definitely guides us as to do they ‑‑ who they work with and do they work with more than one mentor on those goals.

The next slide is what do ABIL mentors do?  So ABIL mentors work with anyone whose adapting to a disability or seeking assistance to work on their goals.  The mentors help newly disabled individuals who are trying to adapt to living with a disability.  Often times maybe the person isn't newly injured but they are still three or four years later exploring what it's going to mean for them to live with a disability.  And they also just may be somebody that because of their disability growing up with a disability there are still goals they want to work on that will help them be more independent.

Our mentors agree to have regular contact with the mentee, that can be by phone, in person, by e‑mail, I have mentors and mentees that text each other to check in with each other, they Facebook, we really let them work out how the contact is going to be best for the two of them.  But the mentors do have to agree to be in touch with their mentee a minimum of two times a month.

And we don't have any requirement about how much time they spend with the mentee, just the two contacts.  So it might be an hour for a month.  It might be four hours.  However much time the mentor and the mentee agree to spend with each other.

>> AMINA KRUCK:  I might add here, too.  We work with adults.  We're not working with people under 18.

>> APRIL REED:  Right.

>> AMINA KRUCK:  So at some point in the future that might happen.  We're talking now about working with adults.

The other thing is we live in Arizona where people move to all the time because of the climate so sometimes that's what someone is looking for is just help to get used to the place, get to know people, that kind of thing.

>> APRIL REED:  The next slide continues, what do ABIL peer mentors do?  Again, they are teaching specific Independent Living skills.  That could be using public transportation, learning how to use the bus, learning how to budget.  Maybe they are wanting to learn more about their disability and how to ask for accommodations, advocacy is often a big request.  They are wanting to learn how do I speak up.  How do I explain to people about my disability.  And self‑esteem is often a big one.  They are wanting to talk to somebody who is going to want to understand to have a disability.  It might not be the same as theirs, but they want that foundation of understanding that maybe family or friends don't have.  We hear that a lot from mentees.  I want to talk to somebody who knows a little bit about what I'm going through.

>> AMINA KRUCK:  Sometimes when they are matched with somebody with a different disability because of the particular goal they have.  Somebody with an expertise in that area, there's an added benefit that they get a wider perspective about living with a disability, not just their medical condition, so it's very beneficial when they are matched to people who have different disabilities.

>> APRIL REED:  And I think that's an important point that we really looking at the primary matching criteria is about these goals.  So if there's somebody that has a completely disability than theirs that can be the best person to teach them how to use computers, then it doesn't matter necessarily that they have the exact same disability as their mentee.  So we're looking at goals as a primary focus of the match.

Peer mentors also assist in helping the mentee connect to community resources, whether that's with us.  They help the mentee get to ABIL programs, find out about what is going on here, find out about other community services.  Mentors provide support and encouragement.  Self‑esteem and encouragement is a big piece of what people are requesting from the mentor.  They are role models, as they role model they are teaching skills.  Often it is self‑advocacy that is helping the mentee kind of grow and develop their Independent Living skills.

And mentors may also advocate with service providers if that's an area of need for the mentee.

The next slide is additional opportunities for peer mentors.  As Amina mentioned earlier, our peer mentors besides working one on one with the mentees many of them help us in other ways.  They will do disability awareness presentations with us at schools or local businesses.  We partner with our youth transition program here at ABIL which works with youth in the high schools.  And so our peer mentors will go in and talk about their disability, how they transitioned from school to adult living, maybe it's just something simple as explaining how they get to the bus and how they ‑‑ or how they applied for the very first job.  That's often a big question at the school.  Our mentors also help at group mentoring sessions.  This is a group we do once a month where we get our mentors and mentees together and we just talk about all kinds of disability related topics.  The mentors really act as coaches and help brainstorm and a side benefit is it also gives the mentors a chance to also connect with each other.

>> AMINA KRUCK:  It's also a good place for mentors that aren't quite ready to do one on one.  Like we had one couple, they only wanted to work with people who were amputees.  We didn't have referrals for amputees but we got them involved with that group.  So it's a good ground.  Also that group has been used to help people who are still living in nursing homes who are preparing to move out, get out and start talking to some people that are living out in the community.

>> APRIL REED:  And I'll also use the group once somebody has finished the training to try to get them tied into the group right away.  Again it does ‑‑ they get to kind of observe mentoring going on and they get to talk to mentors who have worked with us for a long time.  It can really kind of coach them as they are starting out even before they are matched for the first time.

>> AMINA KRUCK:  Keep them involved because that's one way you lose mentors is if they don't get matched or they are not doing anything.  Keeps them interested.

>> APRIL REED:  And sometimes we'll do presentations where the mentor, if they are not matched one on one they can come in and talk to a group and share their story.  Again like Amina said, it keeps them tied in.  It feels like they are contributed even if they are not matched one on one yet.

Mentors also help us with community advocacy and outreach.  Just earlier this month and last month we had mentors that came to the capitol with us and kind of coached consumers as they were going around to speak to their legislators and so that's a big piece of what our mentors will do is helping people get tied into systems advocacy and what's going on in the community.

>> AMINA KRUCK:  We just had a ballot initiative yesterday vote because we have such a bad deficit with our budget, state budget, for a one cent sale tax temporary for three years and so we had mentors come in and do phone calls to get out the vote a couple days ago.

>> APRIL REED:  The way we know with their interested in these kind of activities is we ask them on their application, are you comfortable giving presentations?  Are you interested in community advocacy?  Are you comfortable speaking in groups?  And so we really can get an idea as they are applying, where are they going to fit?  What kind of opportunities are they going to be excited about.

>> AMINA KRUCK:  This is one of the places where the volunteer coordinator of certain kind of a person, they really need to be an extrovert.  You can tell there's lots of interaction on the phone, in person, we'll refer when we need somebody to do information tables, put packets together, any of that thing.  We refer it to the volunteer coordinator.  She has a database to keep some of this information but she keeps a lot of it in her head.  She develops a personal relationship with every volunteer.  She is there to support them, help them feel good about what they are doing, help them use their skills or maybe even recognize some skills they didn't realize they had.  So that role of a volunteer coordinator is really a key role.

>> APRIL REED:  The next slide is any questions?

>> TIM FUCHS:  We'll take questions from the audience.  Julie, can you help us with that?

>> Yes, sir.  If you do have a question you would like to ask at this time, you can do so by pressing zero then one on your telephone key pad to enter into the question queue.  You can ask a question press zero plus one.  Looks like your first question comes from Karen Pettry.

>> I'm wondering how many paid staff ABIL has.

>> AMINA KRUCK:  When we started this program, we had about 11.  And today we have about 84.  So we have a lot of programs at ABIL but we started dedicating this when we had only 19 staff.  So how we convinced the board and we were lucky at that point, we had an executive director that had peer mentoring and new the value of it.  I had to promise her that person would get her staff hours equal in volunteer hours from volunteers.  So that was our first goal was worth of volunteer hours to pay for the position.

>> How do you track the services that the mentors provide for the 704 report?

>> AMINA KRUCK:  I think that we're going to talk about that a little bit later.  So if you hang on we'll get to that.

>> Okay.  One final question.  Do you offer any type of insurance coverage for the mentors?

>> AMINA KRUCK:  We don't provide health insurance but we have liability insurance so that if they have an accident in the process or somebody accused them of something we would be covered, they would be covered.

>> Okay.  Thank you.

>> And your next question comes from Tim Sheehan.  Go ahead, sir.

>> Thank you.  Amina and April you mentioned earlier on when you were talking about the program description that your peer mentoring program is currently for adults and then you mentioned and I know that ABIL has a youth program.  Why do you make that distinction?  Is it just programmatic or is there other reason why you don't involve youth in the traditional IL philosophy peer mentoring approach, as well.

>> AMINA KRUCK:  Our board has not been supportive of us working with youth because of the liability with working with youth.  But we have another program that goes out to the high schools, it's a United Way supported program and works in the high schools and so the way we do do it is to bring speakers out to do presentations to that.  Then most recently April has been working with the southwest institute for youth with disabilities to create a youth mentor manual and to support their efforts to create a youth mentoring program.

>> APRIL REED:  That's a really exciting piece because they wanted to offer youth mentoring through their program for a long time and had even a couple years ago come through our training but they really didn't have the time and the funding to have ‑‑ create something from scratch.  We have been able to help them do that and they are going to have a really neat program and what's nice is I'll be able to help supervise and coach them as they are developing that.

>> AMINA KRUCK:  And their ‑‑ modifying our training program, our training manual.  You can see our training manual.  It is on the ILRU website.  So it's the youth themselves and the discussions that have gone on about what should be or shouldn't be in it is very interesting and enlightening for us as well as for them.

>> Thank you, ladies.

>> I do have several other audio questions but I would like to turn it over to Mr.  Fuchs for some web questions.

>> TIM FUCHS:  Okay.  I have one question waiting.  Martha Mendez would like to know how long it takes to teach an individual to become a mentor?

>> APRIL REED:  We have a two‑day training that we will do which we will talk about a little bit later.  But theoretically it depends on the person.  We don't ever look at a mentor and say they have done the two‑day training, they are finished.  We really look at it as that's a big part of my job is coaching the mentors and providing one on one training.  They come to, also, come to things here at ABIL where we are often training.  So it's really ongoing, most of them really appreciate that and take advantage of it.  But it's for all of them they are all receiving coaching and training from me on a one‑on‑one basis as they are matched.

>> AMINA KRUCK:  We started out having a 40‑hour training but this day and age people are too active and they won't do 40 hours of training.  So they have a couple of hours of training.  Most of them we know in one other form or another.  Other staff do.  So we have some information about them.  And then that relationship that April develops with them.  Sometimes people go through the training and we can tell in the training they are not ready to be mentors.  We let them go through the training and then we talk to them about that.  We find other ways they can volunteer.  I remember even early on in the program there was a guy who was pretty crude and very sexist, the volunteer coordinator at that time said we can't let this guy out loose.  He was a fabulous transportation advocate.  And so we found other ways to use his talents besides one on one because we really weren't quite comfortable with the one on one except in rare cases.  It's a judgment, again, your volunteer coordinator has the human resource judgment ability.

>> TIM FUCHS:  Okay.  Great.  That's the only question by the web.  I want to remind folks you can enter your question both in the public chat on the webinar or on the CART screen.  I'll voice those for you.  For now I know there are some questions pending on the phone.  Julie, can you help us with those?

>> Yes, sir.  The next question comes from Michael Atkins.  Go ahead, sir.

>> Training manual, please.

>> Go ahead, sir, with your question.

>> Yes, can you hear me?

>> Yes.

>> Yes, I'm curious as to the title of the training manual, can you provide that, please?

>> AMINA KRUCK:  Tim what is it called on the ILRU website?  There's a place you go for documents.

>> TIM FUCHS:  Let me look that up and I'll announce it in a moment.

>> Thank you very much.

>> AMINA KRUCK:  We'll get back to you on the exact title it has.  Are there any other questions?  If not we will move on there will be another space to ask questions.

>> Yes, ma'am, there is another question from Debra Bolger.  Go ahead.  Go ahead with your ‑‑ just one moment.  Go ahead with your question, ma'am.

>> We want to know what ABIL stands for.

>> AMINA KRUCK:  Arizona Bridge to Independent Living. 

>> Your next question comes from Peggy Powell, go ahead, ma'am.

>> Hi.  I'm interested in knowing what other kinds of recognition activities you have done with your volunteer mentors?

>> AMINA KRUCK:  Well, we will be talking about that and there's a slide on it later on.  So we'll just wait for that one.  Thanks.  Tim, I want to do a time check.  We go to just to the top of the hour?

>> TIM FUCHS:  No, till 4:30.  We have plenty of time.

>> AMINA KRUCK:  Great, any other questions?

>> I do have two more audio questions but I would like to check with Mr.  Fuchs for web questions first.

>> TIM FUCHS:  Yeah, they are rolling in now.  Okay.

Let's see.  Julie Kates is valuable but doesn't pay the bills.  Do you see volunteers move on to regular employment?  Is this a steppingstone.

>> AMINA KRUCK:  Absolutely we do.  Some of them work for us now.

>> APRIL REED:  Yeah.  And we also see volunteers it can be such a confidence boost and they realize they have something that they can contribute.  We see them go on to working.  We also see a lot of them go on to education, pursue that.  And some of them depending on their situation, if working isn't a goal or education isn't a goal, we see them really step out of our ‑‑ the benefits we see for our mentors later on.

>> AMINA KRUCK:  We also are one of the work incentive plans.  We are the work incentive planning and assistance provider for the whole state.  So ‑‑ and most of my staff doing that are people who are on social security benefits before so we have a lot of role models around here of people who are working now with their disability that we're on social at one point in the past.  We very much into promoting people getting themselves out of poverty through employment when that's possible.  We also have an employment network here.

>> APRIL REED:  We're definitely very happy to lose voluntary up tears for that reason that they found work or going to employment.  That's a good thing.

>> AMINA KRUCK:  One great example is Fernando Cruz.  He was somebody we helped move out of a nursing home 20 years ago.  He's an American Indian and was living in a nursing home.  We helped him move out.  He was one of our first trained peer mentors eventually he went to a community college for a two‑your degree and volunteered with us and then he went and got his bachelor degree.  Came back to work with us but couldn't really be paid what that staff position was valuable for because he needed attendant care through our long‑term care system and that was before the ticket to work went through and we didn't have a Medicaid buy in.  We had to pay him at a lower rate.  He helped us advocate to get a Medicaid buy in program.  Went back and got his masters and came back.  We created a whole program that was won awards for helping people move out of nursing homes that he coordinates.

So that's one of our shining examples of somebody who ‑‑ that's over the last 20 years that relationship.  He now owns his own home.  So yes.

>> TIM FUCHS:  Well I want to make time for some questions because we're doing all right on time.  But I also want to point everyone to the training manual that we received a question about.  It is the ‑‑ it is on ILRU's website.  If you're on the webinar Darryl just posted the link.  You can go to ILRU's website and on the left‑hand side of the screen click on publication and training manuals and it's called building an effective peer support program.  I want to get to the question so if you have any trouble finding it, you can always contact me after the call and I can send you the link then.  But Julie, let's try to get at least to a couple more questions quickly and then we'll resume the presentation.

>> Thank you.  The next question comes from Wilma Murphy.  Go ahead, ma'am, with your question.

>> Wilma Murphy.

>> AMINA KRUCK:  Hello.  What's your question?  Wilma?

>> TIM FUCHS:  Wilma, if you have a question you can press zero one but let's go ahead to the next question now.

>> Your next question comes from Miguel.  Go ahead, sir.  Are you there?  Do you have a question?

>> Can you hear?

>> AMINA KRUCK:  Hello.

>> Hello.

>> AMINA KRUCK:   

>> My name is Eric but ‑‑

>> AMINA KRUCK:  Okay.

>> On your peer support do you also incorporate the one‑on‑one peer support with group peer support, as well?

>> AMINA KRUCK:  So are you saying that somebody who is getting a mentoring relationship do they ever participate in the groups, as well?  Is that your question?

>> Have you implemented or incorporate your one‑on‑one peer support with group peer support?

>> APRIL REED:  Right.  We do have one‑on‑one matches and we also have a monthly group mentoring session which is group peer support where the mentors and mentees meet together.  And so anyone, any of our mentors or mentors can participate in that whether they have a one‑on‑one match or not.

>> How did you incorporate that?  How did you implement that.

>> AMINA KRUCK:  Can't hear you.

>> How did you incorporate that or implement that into your guys' program?

>> APRIL REED:  Well, we ‑‑ about two and a half, three years ago, decided to try group mentoring and really like Amina mentioned, for example, we had a couple who wanted to work with amputees and I hadn't had a referral for them for a while, they were really excited to go and I just thought, you know, they would be great speaking in groups and they are so wonderful, so much information.  That really kind of spurred us to talk about is there a way that we could use our peer mentors that weren't matched one‑on‑one.  Could we keep them busy in another way.

>> AMINA KRUCK:  Throughout this program there have been group mentoring sessions that were regular monthly meetings that happened and they kind of came and went based on the mentors that we had involved and also the volunteer coordinator.

So this last time another thing that got it going was Paula Redeke one of the coordinators helping people transition out of nursing homes had some people she really wanted to have some events to get them out of the nursing home and start talking to people that had made the transition.  That kind of ‑‑ those two combinations between the mentors that we had and her request is what kind of got the ball rolling this last time around.  And it's been very successful now for almost three years.

>> Okay.  Great.

>> TIM FUCHS:  Thanks for taking the time to do that.  Let's go ahead and get back to the presentation.  April?

>> APRIL REED:  So our next slide we'll talk about some barriers to doing the program like this and one of the challenges we face is making matches.  Sometimes we will have a request where we just don't have a peer mentor available at that time.  And so in that case we will try to refer that person to another service.  Remember that they are always working with their ABIL staff person.  So even if we don't have a peer mentor available at that given time they have their staff person that's continually there working with them on their IL goals.  So that can be challenging.  Sometimes we will have mentees who are not real sure, the peer mentors, therefore what the role of the mentor is supposed to be.  For example, we had a brand new match and the mentee thought that maybe the peer mentor would be there to help them do the laundry and dishes.

So we went back to that person, that mentee, and really coached them and explained about what the peer mentor was there to do.  What they couldn't help with.  Actually in that case we were really able to get that mentee hooked up with some services for some attendant care, for some help in their home.  So sometimes we do have to go back and coach the mentees about the role of the mentor and what they can and can't do.

Inappropriate behaviors of mentors and mentees.  The mentor it usually comes up.  Usually what I'm coaching the mentors on is help to self‑care and how to learn again what is their role and what's the responsibility of the mentee.  Sometimes they just have such a giving spirit that they can really need a reminder about taking care of themselves.

>> AMINA KRUCK:  Give money, do things that they really don't need to do.  I'll just jump in here a minute to say.  I know people worry about litigation or worry about somebody being more of a predator type and because of the nature of how we get our referrals and the time that April spends and the relationship she has with the mentors and the staff has with the mentees, we really have had very little inappropriate behavior from a predatory type of way.  Many years ago, probably 15 years ago, we did have a gentleman that was hitting on the women in an inappropriate way and we had to ask him to leave the program.

But for the most part, that hasn't come up at all which S has been really gratifying.  The people who are willing to spend their time doing this mostly are there because they really want to give back and April is able to find good matches for them that work for them.

So for those of you who are worried about that, if you've got relationships developed, you can see warnings when that come up in people.  You will see later on how we do the evaluation and stuff.  Lots of opportunities if something is not right in the relationship for us to be aware of it.

We learned that the hard way, mostly not because of inappropriate behavior but because the matches weren't really happening.  And so that's why you will see later on when we talk about how we do program evaluation, that came from the school of hard knocks of you can't just turn these people loose and think things are okay.  You don't know if the match is really cemented yet.  So you really need to be checking in early on in the relationship to make sure it's working.

And then I wanted to talk about one other thing about inappropriate referrals from, I'm April's supervisor.  The one of the biggest barriers that we had over the years is getting staff to do appropriate referrals, to understand.  So she has to go meet.  There's another unit that is working directly with the consumers in this way in setting goals.  Somebody asked about the 704 report, and because they are working with a staff person, they have established Independent Living goals and those are being tracked through the staff person for reporting for 704 reports.

So some of those goals that get set with the staff person are achieved with the volunteer not with the actual staff person but they are tracking and part of that evaluation process.  So we had to teach staff this is not a dumping ground for people you don't know what to do with.  This is not a dumping ground for people that are overwhelming to you about their needs, although sometimes we helped with people who have a lot of needs getting more than one mentor involved.

Then the other side of it is the staffer that doesn't want to let go of people.  Like we had a new person, he had been wanting this job for a long time, he's been waiting so he could go it and he did early intervention out in the rehab centers and he just was everything to everybody.  He just didn't want to let go of anybody to go to a mentor.  So we start looking through April and I will talk, any staff people that aren't making referrals to you?  Then let's go talk to them, their supervisor, about that, what that's about.

>> APRIL REED:  A lot of times the staff and I'll just have a meeting and talk about somebody that they would like to refer.  So we can really have a discussion about where that person is at, any of the staff concerns, and I can even say to the staff at that point, well, I have questions about this.  I need to know more about this area for this person or more about the school that they are working on before I can look for a mentor.  So we do that a lot.

>> AMINA KRUCK:  Something that's not on the list here is bad volunteer coordinator.  I have had those, too.  That there were matches on paper, but there weren't really matches happening.  And so it does require the follow‑up to make sure that ‑‑ so what happened that happened for instance in the last person that had that position, what happened was that the staff didn't trust that person and wouldn't refer people over to them.

So when April came into this position, April had already been an intern with us and had done another position in the other unit where they already knew her, we ‑‑ I realized that part of what she had to do was start rebuilding the trust with the staff again to let them know she was really paying attention.  She was there.  She was going to make sure the mentoring was working.

>> APRIL REED:  So the next slide is effective peer support program components.  And we identified a few and we will kind of break them down for you but recruitment, mentor qualifications, mentor training, mentor supervision, mentor recognition, and mentor evaluation are really critical components of a good program.

The next slide is about mentor/mentee recruitment.  For our mentor recruitment.  We do ongoing outreach for new mentors because we want to maintain a diverse active peer mentor list.  You will have people that are ready to head back to school so they will leave your mentor list.  For whatever reason you need to continually be recruiting.

Sometimes people are calling us and asking for an application.  They might have heard about the program from one of our staff, another disability organization that we work with, so they will call us and ask for that application.

We do advertise in our newsletter and I'll go out and do community outreach presentations and tell people about our volunteer opportunities.

A lot of our referrals do come from our staff as they get to work with other agencies and meet people, consumers out in the community, they will refer people that they feel would be a good mentor.

And sometimes we have someone that has worked with the mentor in the past, has achieved their goals and is in a place where they want to give back and so they will come to the program that way.

The next slide continuing on to mentee recruitment.  Again as I said earlier ABIL mentees are consumers, they are already consumers, already working with a staff person.  They are going to be working with that staff person for like I said at least one month or four meetings.  And they are going to sit down with that staff person and complete what we call a consumer request for a peer mentor.  And so they are going to fill out what do I need a peer mentor for?  When can I meet with a peer mentor?  There's a place on that form for staff to give me notes about what they have been working on.  Any insight that the staff has.

Then finally that mentee is going to sign a confidentiality release that is specific to our Peer Mentor Program and allows us to begin recruiting for mentors and share with our peer mentors a little bit about this mentee so that we can assign a peer mentor for them.

The next slide is ABIL peer mentor qualify indications.  Our peer mentors must be 18 years old or over, they complete a peer mentor application, and they provide us with three character references.  On the application they are telling us about the goals that they feel that they could teach someone, their areas of interest, are they interested working one‑on‑one, do they want to do presentations?  Are they comfortable in the group setting?  They are also giving us information about their previous work history, volunteer history, so we can know what skills they bring to the program.

The character reference form we have a form that we will give them to get filled out for us.

So after they complete that they will send those back into me, I'll review them and then we'll do a phone or in person interview.  It gives me a chance to ask some questions.  It also gives them a chance to ask questions about the program to find out if we're good fit for them, as well.

The next slide continues, peer mentor qualify indications.  Every peer mentor must agree to sign a form at our peer mentor training.  It's our mentors rules and guidelines form.  On the form we outline they must maintain consumer confidentiality.  The exception to that is if the consumer reports thoughts of suicidal behaviors or homicidal thoughts or if there's a suspicion of abuse.  Also the peer mentors must agree to maintain the appropriate mentor/friendship relationship.  For example, we don't date the mentee.  The form continues to outline some certain expectations that we have for them.  They must sign that for us at our peer mentor training.

>> AMINA KRUCK:  All these forms are in the manual.

>> APRIL REED:  They are in the appendix to the manual.

To continue on with peer mentor qualifications.  They must complete a fingerprint and background check.  They must also sign a criminal self‑disclosure form.  That's something specific to the state of Arizona that we're required to get them to fill out which indicates they have no felony convictions and we have a staff person here that notarizes that form for them.

We are very lucky that right now we are able to cover the cost of the fingerprint and background checks.  That help as lot of our mentors out to be able to complete the application.

>> AMINA KRUCK:  That's something we just implemented in the last about a year ago and that was our liability insurance required that prior to that the volunteers didn't have to do the fingerprint background check.

>> APRIL REED:  The next slide is ABIL orientation and training.  As I said earlier we do have a two‑day peer mentor training class.  We typically hold that twice a year.  It's mandatory for all of our peer mentor.  Every once in a while I will get somebody that mentored with another program, do I still need to do the training?  Yes, we do a lot of things that train them specifically on our program, not just on mentoring skills.  We do ask that they complete that training.

If someone would ‑‑ fills out an application and we have joust completed a training a month ago, we do have the option to do a one on one training with them.  And so I will do that, if necessary, just so that we don't lose that person's interest if they would have to wait several months for the next training.  One of the neat things about our training is that our staff assists me in presenting the curriculum.  The mentors actually get to meet our staff, a lot of them, people that are going to be referring to them.  It's great for the staff.  They get to put a face to the mentor and get to communicate with them a little bit so that's great.  But, also, the staff share about their program, many of them will share about their personal experience with mentoring.  It's very beneficial for our trainees to hear that.

The next slide ABIL orientation and training continued.  Another benefit of the training is that the peer mentors get to meet each other.  So sometimes if one person might be too shy to ask a question, somebody else will jump in and ask it.  So that's a real benefit of the group training.  Also, they get to hear from each other about why they want to mentor and what led them to that, what each other's backgrounds are, what skills do they want to share.  Sometimes just sharing about what are they nervous about?  Are there any fears?  And so that can really be beneficial.

Also at our training we have a section where current peer mentors come in and do a peer mentor panel.  It really gives our trainees an opportunity to ask questions and the current peer mentors will share stories and experiences so they really get to hear from people who are actually mentoring for us right now and it's a real learning opportunity for them.

As we said earlier we do have a training manual and all of our participants have the training manual and it has a lot of the forms we use and we will go through that in the training.

The next slide continuing on with our training and orientation, most of our participants have a disability, many of them are unfamiliar with IL philosophy and people first language.  We really find that it's important to include this and honestly, we have a lot of great discussion on language and etiquette session.  So it's a real learning opportunity for the mentors.

>> AMINA KRUCK:  We show them all the Ed Roberts video.  That's owl little Bible.  Everybody gets that.

>> APRIL REED:  And a lot of the history piece, they don't realize about the disability history and how some of the things have come into play with legislation.  That's a good education piece for them.

>> AMINA KRUCK:  It really helps them get how ABIL is different from other disability organizations.  They start to learn about our culture if they don't already know about it.

>> APRIL REED:  The next slide continues on with training and orientation.  Another form that our mentors must sign is the volunteer duty to report form.  They sign this at the peer mentor training and it outlines our requirements for our mentors if they have a mentee that reports suicidal, homicidal thoughts or any incidents of abuse.

On our next slide you will see that we call this our kind of a section they call it the pass the buck policy.  Basically what it means for the mentor is that if their mentee expresses these thoughts, desire to hurt themselves or others, the volunteer's responsibility is to contact me.  And that's the pass the buck.  So once they contacted me to alert me to the situation, then the responsibility falls on me to follow through.

>> AMINA KRUCK:  I just want to say, again, this has rarely come up but it has come up.  And again that relationship that the mentors feel comfortable with the volunteer coordinator to tell them right away so that then we can follow up on it.

>> APRIL REED:  And it rarely does come up and we just encourage the mentors that they don't have to make any judgment about whether is this a serious comment or not.  Their job is just to let us know and then we follow through and whether it's me contacting the mentee or contacting their staff person that we're going to do immediate follow through with their mentee.  That's a real sense of comfort for them.  Also they don't have to worry about the mentee feeling betrayed or angry with them about reporting this because when the mentee signs up for a peer mentor our staff are specifically explaining to them the limits of confidentiality.  That's why we have the specific release.  All of our mentees know if there's an issue related to this that their peer mentor has to report this.

And so the relationship after any issues are addressed the relationship typically can continue on and there is still trust between the mentor and mentee.

Our next slide is ‑‑

>> AMINA KRUCK:  Which is the slide we're on right now.

>> APRIL REED:  Actually I think they skipped ahead of me a little bit.

>> AMINA KRUCK:  Program evaluation.

>> APRIL REED:  That's way ahead of me.  I'm on slide 25.

>> AMINA KRUCK:  Need to go back a few slides, please.  What's the name of the slide?

>> APRIL REED:  It's ongoing and training and development.  The first bullet point is mentors are invited to attend follow‑up training.  So as we said earlier, mentors do attend a lot of training with us, that might be a legislative workshop, we do workshops about disability liberation, community resources.  We have different agencies that will come and present about their resources.  And so a lot of our mentors do take advantage of that opportunity.

>> AMINA KRUCK:  We have at least two workshop as month, every month.

>> APRIL REED:  As I said earlier, I'm continuously doing one‑on‑one training with our mentors as needed.  It may be something as simple as maybe they never worked with an individual with that particular disability and I might be coaching them about some particulars for that disability.

And, also, coaching them through a challenging situation that might come up.  A mentor called me today because her mentee found out that she might be losing her home.  So the mentor called to kind of get some feedback and some coaching from me.  So that goes on continuously with the mentors.

>> AMINA KRUCK:  Sometimes the mentors call because they are in crisis.  They have a sudden ‑‑ their disability gets worse, they have a parent dying, something like that, and so they will often get some peer counseling from the volunteer coordinator.

>> APRIL REED:  The next slide, building mentor awareness skills and commitment, we gave you kind of a breakdown of our peer mentor manual.  As we said we include information about Independent Living philosophy.  Our executive director comes in every training and presents that section and Amina presents a section on disability liberation and awareness.  I can't state how much it means to the peer mentors to have the executive director and my director come in and speak.  It really makes an impression on them and they realize how much the staff really care about the mentors and what they are doing.

We talk about adapting to disability, the grieving process, we talk about self‑advocacy, we talk about how do you help someone goal plan, what's the difference between helping versus creating a situation where someone is dependent on you, so we had sections on each of those topics and you do have access to our manual if you would like to look at those further.

And so now we're on the slide that's about any questions.

>> TIM FUCHS:  Actually, if it's okay with you, in the interest of time.  Why don't we go ahead and keep track of the questions, and we can go ahead with the presentation and break at the end.  Does that sound okay.

>> APRIL REED:  That's fine.  So the next slide is about ABIL mentor supervision.  We really believe that we have to look at our mentors as individuals.  Some of them need little supervision.  They are off and running.  They know what their role is, what they are comfortable with, they just check in with me.

Others might just really be one or two steps ahead of their mentees and so they need more support and coaching or they might be nervous about doing this thing called mentoring and feel like they don't recognize the skills that they do have.  So it's part of my job is to coach them and help them with that.

Some of our mentors they find that they are really uncomfortable one‑on‑one but maybe they are great at community advocacy, so treating them as individuals.  We don't expect them to fit into one type of role.

And really that's what is great about having the group mentoring sessions, the school presentations, and the one‑on‑one.  We can really hopefully get somebody into an area where they are going to be comfortable and really be successful.

The next slide is about ABIL program coordination.  The volunteer coordinator documents the mentor and mentee contact.  So at the end of the month the mentors report to me on a time sheet and they also report to me when we do periodic evaluations which I'll talk about in a minute.

But I know what is going on with each match.  So I can document that into our database and also into their hard copy files with the time sheets, with the evaluations.  So that I know what is going on with the particular match and so I can give staff an update on that, as well.

>> AMINA KRUCK:  Do you have contact with every mentor that has a match every month?

>> APRIL REED:  We do one month ‑‑ depending on when the match is started.  We'll do an evaluation at one month, three months, six months, and then if we happen to have a match that goes on we'll do an official evaluation at one year.

But otherwise I am speaking to the mentors every month as they report their time and they will give me updates.  I'm in touch with them at least or hearing from them at least once a month.

>> AMINA KRUCK:  So a lot of that is done through e‑mail and phone?

>> APRIL REED:  Yes, absolutely.

And it also helps us‑to‑document the progress of the goal and our evaluation forms specifically ask the mentor and the mentee about the progress of the goals.

And, also, if there's new goals that are coming up as they are working together.  As Amina said we do track our volunteer hours.  We do that as in kind donations to ABIL.

We ‑‑ I will meet with the staff as we said periodically to give them updates on the matches, to just maintain that open communication.  Often when we're meeting about a match to give an update, they will say, I wanted to talk to you about a new referral.  So just gives us a chance to sit down, check in with each other, make sure that we're ‑‑ the staff and I both know what is going on with the mentor and mentee.  Also, as I said, make sure that any new referrals are appropriate.

>> AMINA KRUCK:  And that people understand from outside of our organization, too, not just internal staff, that if somebody wants to have a mentor, they have to start with a staff person working in establishing goals.  They don't refer them, the consumer, to April to get a mentor, only a staff person does that referral over.

>> APRIL REED:  The next slide is about ABIL program evaluation.  The effectiveness of the match really relies on evaluation and we do believe and see statistically from our data the earlier we do an evaluation, the more successful the match can be.  Often times when you first match someone it may just be they keep missing each other by phone.  So maybe I need to step in and help with that.  Well I'll know that when I do the one month evaluation.  So we can early on addressing the issues or concerns that might be coming up.

And, again, we typically do the evaluations at one month, three months, six months and then if the match goes on longer on a yearly basis.

>> AMINA KRUCK:  Just to be clear, April is doing that evaluation with the mentors, the staff person is doing it with the mentee.  So April has to remind the staff person it's time for you to do the evaluation.  Then they can see each other's evaluation, how it comes back so they both are on the same page about how that's going and the staff person doesn't dump that person on the volunteer coordinator.  They know what is going on with the mentor/mentee.  They can see it in the database.  They both have access to look at that record.

>> APRIL REED:  The evaluation forms kind of match up.  We can compare and it we exchange those forms so each of us will have a set to look at.  It really does make sure the mentor and mentee are on the same page about how the match is going.

The next slide is ongoing maintenance and support.  Again, as we said, the volunteer coordinator is the primary contact person and support person for all the mentors.  It's really critical that they feel comfortable contacting me with any questions, any concerns, that we have an ongoing open communication.  I really over and over say to the mentors, if you're not sure, just call me.  You're not bothering me.  I want to hear from you.  I worry if I don't hear from you.  That's when I'm going to be calling you.  So really in the longer you work with a mentor, you can really get them into the habit of checking in with you and I think it's a real comfort level for the mentors that they have always got that person to go to if they have questions.  They will call me just to tell me about a success.

And that's great.  They really got that person who is going to know what they have been working on and be able to celebrate that with them.  Again, our staff are the referring staff are the primary contact for the consumers, the mentees.  So I'm going to give them updates on the match but they are going to be the ones following through with the consumer to find out from their perspective how things are going.

I think I will turn it over to Amina now.

>> AMINA KRUCK:  The next slide is ABIL peer mentor recognition.  We do do that.  We have a couple of different events that happen for that.  We usually have a holiday party that's done in December for mentors and mentees together and other volunteers attend that, as well.

And then we have a "Spirit of ABIL" award reception.  We have a nice ‑‑ it's a combination ‑‑ we have a large personal assistants program for people who get home and community‑based services.  So we combine that "Spirit of ABIL" award with somebody in the community that receives that "Spirit of ABIL" award and then we also honor our peer mentors.  They get like a certificate and a pin, I believe and like a money order at this point we actually give them some cash, too, for their time served in the program honoring one and five years, ten years.  I don't know if we have any ten‑year volunteers.

>> APRIL REED:  We're getting ready to have a couple.

>> AMINA KRUCK:  And then other awards are given out during that, as well.  We provide them with lunch for that.

>> APRIL REED:  It really is meaningful for them.  They come into the office wearing their pins.  It's something simple like that.  It really is meaningful to them.

>> AMINA KRUCK:  Those are like lapel pins not writing pens.  We have a monthly newsletter that goes out to 4,000 people and we try to do a peer mentor/mentee story every quarter.

For the benefits of mentoring, we talked a little bit about that.  The mentors get a lot of self‑satisfaction from being able to give back and help others.  That's really meaningful for them.  They say that over and over again.  They really benefit from meeting the other mentors and getting to know other people with different disabilities.  That's always a high point for them in the training.  The initial training and orientation that they get.

Could we have the next slide?  Thank you.

Then they improve their own skills.  Almost always report back when we do evaluations with them that they are learning skills, knowledge, and their self‑esteem improving.  And we have seen ‑‑ you can go to the next slides, benefits of mentoring to mentees.  One more thing about mentors.  They often go on to volunteer at other community organizes, go back to school or go to employment.

So we often see that really has improved.  That they ‑‑ their goals expand.  Their vision expands.

The benefits to mentees is that they don't have to start from scratch and reinvent the wheel which was a concept the original person who started this program talked about.  It really ‑‑ they get a lot of hope.  I remember when early on of a peer mentor going out to a group at the rehab center and a sister of a young paraplegic getting pulled over to the side and of our volunteer coordinator and saying can you help us find good housing.  We want him to have a room with a view.  And she said well I have something better than that and she introduced this young mentor who was a para who drove a convertible, took this young ‑‑ he was about 17 or 18.  He was right on the edge of our program.  Down to see the car.  Was a red convertible.  Ironically later this car got stolen from the man.  He got car jacked at a McDonald's.  He did get his car back eventually, that mentor.  But anyway all of a sudden this young man who was a new paraplegic sees this guy in a sports car which was his biggest desire to drive.  And that young man went on to do mentoring for us and he ended up studying as a college student in a foreign country which was really exciting.

So there's a lot of benefits to the mentors.  They achieve their Independent Living goals, of course and of opportunities they decide to be mentors themselves.

The next slide is benefits of mentoring to the community.  It expands what we can do.  It expands our resources.  We provide other good employees and employers, volunteers for other community organizations and for ourselves.  We have hired several of our peer mentors that have graduated.  That's it.  We're ready for questions.  Thank you.

>> Your first audio question comes from Wilma Murphy.  Go ahead, ma'am.

>> AMINA KRUCK:  Hello?  Do you have a question?  Maybe we need to go to the next person.

>> Miss Murphy, are you there, ma'am?  Miss Murphy?

>> Hello?

>> AMINA KRUCK:  Hello.

>> Go ahead with your question.

>> AMINA KRUCK:  What's your question?

>> She says she doesn't have a question but Mr.  Ken does have a question.

>> I would like to know what ‑‑ when do you establish a minimum of two contacts a month?

>> AMINA KRUCK:  You want to know why we do that?

>> Right.  Why more than once a month?

>> APRIL REED:  Well, we really feel to be active and involved that it takes a minimum of two contacts a month.  And like I said, they can check in with each other by phone, e‑mail, they can have an in person meeting, it seems like most of our peer mentors and mentees are doing a combination.  They might one month meet in person and then e‑mail for the next contact.  They really can do whatever is beneficial to their schedule for that month but two contacts a month really is necessary for them to be active, in touch, up to date with each other.

>> AMINA KRUCK:  Working on goals.  They have goals and if something happens one gets ill, for instance, maybe goes in the hospital for a while or something, they can take a hiatus and stale maintain the relationship if they choose to do that.  If they are actively working on goals they need to be in touch more than once a month.

>> Thanks.

>> AMINA KRUCK:  Thank you.

>> Your next question comes from George Handi.

>> Hold on, please.  Can you hold on?

>> Yes.

>> Hello.

>> AMINA KRUCK:  Yes.

>> The question I had this training, I think it was like last year or before, in Baltimore, I wanted to know if the manual was any different from the manual that you have on line now?

>> APRIL REED:  It should be the same.  It's the same manual.

>> Okay, cool.  We have another question.  Hold on.  I'm sorry.  That was it.  I'm sorry.

>> APRIL REED:  Thank you.

>> AMINA KRUCK:  Moderator, is there somebody else with a question?

>> Yes, ma'am.  The next question comes from Michelle Wakely.  Go ahead, ma'am.  Do you still have a question?  Or has it been answered?  It must have been answered.  Mr.  Fuchs, do you have any web questions.

>> TIM FUCHS:  I do.  They have been adding up.  The first one is what is the difference that you consider between an IL goal and a PM goal, until and peer mentoring goal.

>> AMINA KRUCK:  They are the same thing.  It's an until goal it's just a goal that includes mentoring to help achieve.

>> APRIL REED:  Kind of the way to look at it, too, once they are matched with a peer mentor doesn't mean they stop the work that they are working on with the staff person on the goal.  The peer mentor is there to provide additional support as they work toward the goal.  It's the same goal.

>> TIM FUCHS:  Okay.  Thanks.  Then someone else asked a question before you did the background check piece.  You answered that you do background checks.  But they also asked if you do any specific training on sexual harassment.

>> APRIL REED:  We do in the training manual we will talk about appropriate relationships that this is not a dating relationship.  There's a difference between even a peer mentor relationship and a friendship.  We do talk to them about that when we talk about the role of a peer mentor.

>> TIM FUCHS:  Okay.  Thanks.  And we receive add question about injuries or liability but you answered that one, as well.  And let's see.  The next content question says where do you recruit your peer mentors from?

>> AMINA KRUCK:  That's a good question.

>> APRIL REED:  Well, we had a slide on this.  We recruit a lot of times our staff are referring someone to us.  We might go out and do a community presentation.  A couple of our really great mentors right now came from a hospital support group I went to speak to.  We also advertise in our newsletter and ‑‑

>> AMINA KRUCK:  People come to us want to volunteer, too, word gets out in the community.  They have been volunteering and move to this community and looking for a volunteer opportunity.  Sometimes we get volunteer referrals from the volunteer center.  We used to.  Sometimes from the other different rehab centers that had benefit from their consumers they have worked with who received mentoring and they will refer people over to us if they don't snatch them up themselves for their own programs.  We have been asked by medical centers to use our mentor program.

>> TIM FUCHS:  This is the last question I'll ask before I turn it over.  RRCI asks for more information about the stipend program especially how much is given and is it tax deductible.

>> APRIL REED:  By stipend we mean mileage and we will reimburse them the same our staff is reimbursed for mileage.  We can reimburse them for bus tickets.  If it's something we're reimbursing them for a social activity if they have done with the mentee if that's been the goal, it's usually reimbursing them for lunch or a movie ticket or something like that.

>> AMINA KRUCK:  They bring us the receipt.  They have to bring us the receipt to get that reimbursement.

>> TIM FUCHS:  Okay.  Great.  Well why don't we go back to the telephone and see if any questions have come in there yet.

>> I do have one question it's from Marlene Brundel.  Go ahead, ma'am.  Your line is open.

>> That is actually Nita.  I had a question for you.  Do you require your mentees to sign any disclaimer or release forms releasing the Independent Living from any liability in case there's any inappropriate situations as far as lawsuits or anything like that?

>> AMINA KRUCK:  No, they sign an agreement form of what they agree to do including their agreeing to appropriate behavior.  And the mentors and the mentees do that.  And then we do have liability insurance so nothing has ever come up to ‑‑ in all these years to be a problem.

>> Okay.  So with ‑‑ all right.

>> AMINA KRUCK:  Our agency has liability insurance and so the mentors are covered when they are mentoring even if they are not on site just like a staff person is if they are not on site.

>> APRIL REED:  Right.  Just to clarify, too, is that the release that the mentee signs when they become a consumer with ABIL they are going to sign some releases with their staff.  But this is ‑‑ when they sign it for a peer mentor this is specific to the program.  What is nice about that is it gives the staff a chance to really explain the mentor's role, the mentees role as they are talking about this release before the request form even gets to me.  So that helps with ‑‑

>> AMINA KRUCK:  Misunderstandings about the relationships.

>> APRIL REED:  Informed consent.

>> Okay.  Great.  All right.  Thank you.  That answers my question.

>> AMINA KRUCK:  I have a question here that's about staff evaluating mentees.  So just to reiterate, the staff person that's working with the consumer does an evaluation how the mentor relationship is going.  The volunteer coordinator does an evaluation with the mentor to see how that relationship is going.  And then I as a program director periodically will do some evaluation to see how the volunteer coordinator is doing.

>> That was the last of the audio questions that I have Mr.  Fuchs.  Do you have any more web questions.

>> TIM FUCHS:  We are coming down top end.  I don't see any questions on ‑‑ let me double check on the CART screen, no questions showed up.  So that only leaves ‑‑ well they asked if the stipend counted as income and based on your last answer obviously it does not.  And then let's see.  We have ‑‑

>> AMINA KRUCK:  Can I say one thing about that quickly, Tim?  I will say officially social people on social disability or SSI that they do question volunteering just like they do employment and how much volunteering is doing just like they look at if somebody is employed and how much they are earning.  Never had it be a problem for people but do I need to say that as a disclaimer.  A social security rep will tell you if they want to know if somebody that is disabled is doing volunteer work.

>> TIM FUCHS:  Good point.  Thanks.  We have one question that says how long did it take ABIL to establish the current program?

>> AMINA KRUCK:  Well, when I came in in 1990 to get established with the volunteer coordinator, it took me about a year of research and going to the board and the executive director to justify the position to do real coordination full time.  We had a part time person doing that and part time doing direct service.

And the program had already started.  So it's been going all this time but it has had ups and downs and that has been based on who ‑‑ I have to take responsibility.  It was always me, chose to be the volunteer coordinator and if that person was really doing what they were saying they were doing.  Having the time to document to get rid of somebody that is not doing the right job and build the program back up.  The volunteers have gone down ‑‑ do you know how many volunteers you came in that were really active.  Maybe ten.  So we had to rebuild it back up.  They had 35 but they were on paper only.  So I learned some lessons there.

>> TIM FUCHS:  Okay.  Great.  Well we had two questions now roll in about videos.  The first relates to the one that I saw last year in Baltimore that was excellent.  That's the one you made about the peer mentor program.  Darryl wanted to know if you would let us know if that's available for other centers?

>> APRIL REED:  Yeah.  That is.

>> AMINA KRUCK:  Yeah.  If they contact April or I then we would be happy to get it sent off to them.

>> TIM FUCHS:  That's fantastic.

>> AMINA KRUCK:  It's about 15 minutes long and it's just interviews with the staff, the mentors and the mentees.

>> TIM FUCHS:  Okay.  Excellent.  And the other question comes from Becky and she wanted to know if you could give more information on the video you mentioned related to Ed Roberts.

>> AMINA KRUCK:  It's an old 60 minutes Ed Roberts video.  I could find contact information for you.  It was CBS and it's not captioned and they won't caption it and they won't let us caption it but we do show that regularly.  It's about 20 minutes long and it's an interview with ‑‑ starts out with him in the iron lung.  It's bad language.  It's old fashioned language.  It was in the '80s but it's a fabulous interview about Independent Living.  It's really cool.

I was wondering, Tim, if we gave you a copy of that DVD if that's something you would distribute to people that wanted it?

>> TIM FUCHS:  If you can give us enough copies, yeah.  I don't know if we're going to be able to reproduce it if you were.

>> AMINA KRUCK:  We would have to do the copies then they can contact us. 

>> TIM FUCHS:  We can help you distribute it, for sure.  So if folks want to make a request, just the same as if they have follow‑up questions they can e‑mail me at Tim@NCIL.org.  It looks like those are the last questions.  I want to mention one thing quickly.  And that is to please fill out the evaluation form.  If you're on the webinar that link in front of you on slide 38 is ‑‑ you can click on the slide and it will take you right there.  If not you can access it on the training page where you found the connection information for today's call.

Again, if you think of any questions, whether they come up in five minutes or five days, I'll just offer myself as a single point of contact.  You can e‑mail me with questions or requests at Tim@NCIL.org.  And, again be a full archive of this training whether you want to go back and listen to it again or missed part of it, will be available on ILRU's website within 48 hours.  So by Friday afternoon or so or Monday at the very latest.  Amina, April, what a wonderful job.  I want to thank you for an excellent presentation.  So thanks so much.  April and Amina if you could hold the line I would appreciate it.  Everyone else have a wonderful afternoon.  

