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Glossary

Transition (IDEA, 2004) - a coordinated set of activities for a child with a
disability that is designed to be within a results-oriented process, which is
focused on improving the academic and functional achievement of the child
by facilitating the child’s movement from school to post-school activities,
including...

e Post-secondary education

e Vocational education

e Integrated employment (including supported employment)

e Adult services

e Independent living

e Community participation

Competitive, integrated employment - full or part-time work at minimum
wage or higher, with wages and benefits similar to those without disabilities
performing the same work, and fully integrated with co-workers without
disabilities

Independence - the ability to complete a task from initiation to completion
without assistance

Prompting — a type of assistance presented by the educator immediately
before or after initial instruction to promote a desired response

Task analysis — systematically breaking down a multi-step skill into its
smallest components

Fading — the gradual release of responsibility where the job coach
intentionally and systematically reduces prompting and support to facilitate
student independence

Natural supports - individuals who are present within a job or school
environment “naturally” (e.g., other students, co-workers, peers) and are not
paid to be in their life



Importance of Job Coaching to Prepare
Students for the Workforce

What is Job Coaching?

As students with disabilities prepare for the post-secondary transition to the
workforce or community living, it is critical for students to receive less proximal,
educator-directed support and shift toward a self-driven approach to learning
where the student takes the lead and only asks for help when necessary. Job
coaching is one of the most influential roles in shaping the social, vocational, and
academic development and career trajectories for students with disabilities.
Research shows that job coaching is a highly impactful role that can serve as a
catalyst for long-term success in competitive, integrated employment settings
(Gilson & Carter, 2018; Parsons et al., 2001).

Job coaches often provide hands-on assistance and support to students, interns, or
employees as they are learning a new employment task. Although the term “job
coach” is typically referred to paraeducators who work in secondary transition
settings, it is important to remember that anyone who supports skill development
and social integration for students with disabilities across PreK-12 or beyond is
ultimately preparing them for adulthood and the workplace. Therefore, any educator
can consider themselves a job coach!

Any educator can
consider

themselves a job
coach!




Typical job coaching includes using evidence-based strategies, such as
task analysis, prompting, verbal instruction, physical demonstration, and
performance feedback to help students learn new job skills (Bennett et
al., 2010). The job coach serves as a liaison between the student and the
workplace. They are knowledgeable of the employer’s expectations for
their employees, but they are also highly aware of their students’ unique
skills, strengths, and support needs. They bridge the gaps that exist
between these two entities and help them understand one another
better.

Unlike a teacher’s role, the job coach is intended to provide support that is shaped
by the student and their environment, rather than designing instruction
predetermined by curriculum or a lesson plan.

Job coaching is a dynamic position that requires creativity,

flexibility, and innovation.
/!
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As students become more proficient with employment skills, the job coach should
fade support gradually to promote long-term independence and social integration.
The fading part is critical to foster long-term success for their students in the
workplace (Gilson & Carter 2016; 2018). When the job coach provides too much
support, their presence can actually be detrimental and prevent their student from
learning new skills and building social connections with peers. Thus, the “sweet spot”
of job coaching involves knowing how to promote long-term independence and
facilitate social integration by providing the appropriate amount of prompting,
performance feedback, and opportunities for reflection.

Even though the job coach’s role is undeniably important, paraeducators often
receive little training about how to perform these roles effectively. Common advice
given to job coaches is this: “Do as much as necessary but as little as possible.” What
does that even mean? How do we know what is the appropriate amount?

Job coaching is much more of an art than a science.

The amount of support needed is likely going to vary greatly based on each student,
job task, and setting.



This research brief introduces employment skills and outlines strategies to promote
task independence and social integration for students with disabilities in
employment settings. It also summarizes a framework that educators can use to
teach employment skills and support long-term maintenance of these skills in
workplace environments. “MADE 2 FADE” is informed by several evidence-based
practices, including community-based instruction, peer-assisted instruction,
response prompting, simulation, self-determination, and self-management
instruction (Ingles et al., 2021).

What are employment skills?

The term “employment skills” is commonly used to describe a broad range of skills
that tend to cluster around four domains:

General Work Behaviors

Work Production Related Behaviors

Task-Related Social Behaviors

Employment-Related Social Behaviors (Carter & Wehby, 2003)

General Work Behaviors refer to the types of skills that are often associated with
being a reliable and responsible employee. These are not related to the job
performance.

General Work Behaviors

Maintaining good personal hygiene

Requesting days off of work from the supervisor
Returning from break or lunch on time.

Arriving to work on time

Taking responsibility for own actions at work

Calling in to work when sick or running late

Accepting responsibility when work is missed or incorrect
Dressing appropriately for the job

Accepting unexpected schedule changes



Work Production Related Behaviors refer to the types of skills needed to
perform the job tasks appropriately, efficiently, and correctly.

Work Production Related Behaviors

Carrying out instructions that need immediate attention
Completing quality work

Working well without the close supervision of others
Solving routine work-related problems without help
Finding necessary information prior to performing the job
Working well under pressure

Working at the speed expected by the supervisor/teacher
Working at job continuously without getting distracted
Performing job responsibilities without having to be asked
Responding appropriately to job-related emergencies

Showing initiative

Solving problems




Task-Related Social Behaviors refer to the types of social skills needed to
interact with others in the workplace setting in appropriate ways to promote a
positive workplace culture.

Task-Related Social Behaviors

Working together with others as a member of a team
Accepting help from co-workers or peers

Asking a supervisor or teacher for assistance when needed
Asking for an explanation when instructions are unclear
Seeking clarification for unclear instructions

Speaking appropriately to a supervisor or teacher

Offering to help co-workers or customers

Referring questions to others when unsure of the answer
Talking about job concerns in a professional manner with a supervisor or teacher
As'king a co-worker or peer for assistance when needed
Following directions

Finding necessary information prior to starting a job task

Accepting constructive criticism without getting angry or upset




Non-Task-Related Social Behaviors refer to the types of social skills
needed to engage in friendly interactions with people in the workplace
through casual small talk or personal conversations.

Non-Task-Related Social Behaviors

Making appropriate eye contact

Making friends with co-workers or peers

Interacting appropriately with strangers

Listening to the other person in a conversation
Acknowledging what others are saying (e.g., nodding)
Speaking in an appropriate tone of voice

Using polite language (e.g., thank you, please)
Maintaining appropriate affect most of the time
Expressing appreciation to co-workers or peers
Responding appropriately to joking or teasing
Disagreeing with co-workers or peers without arguing or yelling
Refraining from inappropriate touching of others
Offering compliments to others

Starting conversations with co-workers about non-work topics

b s
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Establishing Sustainable Independence

Given all the different types of employment skills, it may seem daunting to imagine
how to equip students to be successful in all these areas. However, many of these
skills can be taught using similar strategies - regardless of whether they are
technical “hard” skills, like how to fold pizza boxes, or “soft skills,” like how to greet
customers.

There is a common refrain among job coaches that their
goal is to work themselves “out of a job”.

This means that they are trying to provide just enough support for students so that
they will eventually gain the confidence and competence to fulfill their job
expectations on their own. To do this well, job coaches can implement several
instructional strategies to equip their students with the skills to become
independent (National Technical Assistance Center on Transition, 2018). All these
strategies can be implemented with or without the use of assistive technology.

11



Modeling — Watch Me First!

Research shows that much of what people learn behaviorally happens by watching
others do it first (Bandura et al., 1966). Think about how children learn to walk and
talk - it is because they often have adults and peers to model these behaviors for
them! The same is true for academic skills, social skills, and employment skills.
Modeling is one of the most common ways that educators can demonstrate a task to
a student before they are expected to complete it on their own.

Successful components of modeling:

 Give simple instructions with potential visuals

» Demonstrate the task step-by-step

* Give the student a chance to try the task on their own.

* Provide constructive, detailed feedback to the student about their attempt

The modeling process should be completed until the job coach feels
that the student understands the expectations of the task. Then the job
coach can give them a chance to try it on their own. Modeling can also
be done using technology, such as video modeling.
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Task Analysis — Break it Down!

A task analysis is a written series of steps which reflect the content and order of
instruction of a complex skill or activity as small teachable units. Job coaches can
examine a skill area within a sequence-based activity and break into subskills.

Task Analysis - Putting a Coat On
(Pratt & Steward, 2020)

1.Pick up the coat by the collar (the inside of the coat
should be facing you)

2.Place your right arm in the right sleeve hole

3.Push your arm through until you can see your hand
at the other end

4.Reach behind with your left hand

5.Place your arm in the left sleeve hole

6.Move your arm through until you see your hand at
the other end

7.Pull the coat together in the front N

8.Zip the coat =

- 1 —
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Visual Cues

Visual cues provide an anchor for your students to know when to start or stop doing
an activity.

Examples:

“I will wave my hands in the air when your time is finished to sweep the floor.”
“When | walk back over to you, you’re going to finish your math worksheet.”

WOrA oreak

Auditory Cues

Auditory cues offer a noise-based indicator to alert your students of when to start or
stop doing an activity. The job coach can also engage in covert audio coaching,
which is a practice in which the coach provides real-time support to the student
from a distance through a bug-in-ear device.

Examples:

“When the timer goes off in 5 minutes, you will be done shelving these books!”
“Your favorite song will play on my phone when it’s time for a break.”
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Types of Prompting

A prompt is any type of assistance given to support the student in completing a
task before, during, or after they make an attempt on their own. Prompting should
be used sparingly after the skill has been initially taught. Verbal prompting can fall
into four different categories:

Antecedent prompt: any type of instructional prompting that gives participant
directions for performing the task before an attempt is made.
e “Use the copy paper on the back shelf to fill the printers.”
e “Remember to set your timer for 30 minutes and then open the doors for
business.”

Behavior-specific praise: specific and positive verbal reinforcement that is
connected to a behavior

e “| appreciate the way you put the dishes into the cabinet.”

e “Excellent work greeting the customer with a smile.”

Question/redirection: any type of
coaching that comes in the form of a
comprehension check related to an
instruction that has previously been
given

“How many plates are you supposed to
set on the table?"”

Correction: after an attempt is made,
any type of remedial prompting that
provides additional support for the
student with the goal to change the
behavior

“Next time be sure to use both hands
when picking up that heavy box."

15



< Time Delay >

( Gesture >

Modeling

Least-to-Most )

( Partial Physical >

Full Physical

When encouraging independence, job coaches should
start by providing the least amount of help necessary
and then gradually increase prompts only if needed
based on the student’s performance.

This is called least-to-most prompting (or system of

least prompts). The first level is always no prompt - to
allow the student to attempt the task on their own.
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Promoting Social Integration

When you think of the typical workplace, what comes to mind? Perhaps it is an office
setting with a desk and computer. Perhaps it is the fast-paced environment of a
restaurant kitchen. Maybe it is an active construction site with cranes and concrete.
Or maybe it is a bustling shopping mall with different retail stores and food vendors.
The diversity of “workplaces” speaks to the importance of promoting skills that are
transferrable across a variety of places. Many of the technical skills that are often
viewed as “vocational skills,” like cleaning or food preparation are only applicable to
the jobs that include these responsibilities. Therefore, it is important for job coaches
to emphasize skills that can be widely used across many types of jobs.

Think again: What is the one common
denominator across almost every workplace?

Interacting with other people!

Indeed, research shows that the primary reason why people with disabilities often
lose their jobs is due to an inability to meet the social demands of the workplace
(Agran et al., 2016). Job coaches can be a huge asset in fostering social proficiency
and comfort in the workplace. These skills, collectively called “employment-related
social behaviors” include interacting with customers, co-workers, requesting
assistance from others, and responding appropriately to feedback.

Overall, community-based instruction, or simulated learning environments that
mirror a workplace, are much more effective at promoting generalized employment
success rather than traditional classroom settings. That is because they present

real-world challenges and opportunities that are difficult to replicate in a classroom.
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Even if it is difficult for you to conduct instruction in community-based
settings, there are ways to simulate these types of contexts within the
classroom or school environment. For example, many schools offer
school-based enterprises, such as a coffee shop, in which transition-
age students gain transferable employment skills and experiences
without ever having to leave the building. This can be done on a smaller
scale as well by using real-world artifacts within the classroom
environment.

For example, if you are teaching students how to work in a restaurant,
set up the space to mirror a restaurant kitchen or host stand.

Another way to simulate real-world environments is by introducing the
students to natural supports. Natural supports are people who exist
naturally in the environment, like peers, co-workers, and even the
supervisors or managers. Unlike the job coach, these are people who
are not “paid” to be in the employee’s life. Receiving support from
natural supports will reduce the reliance on a job coach while fostering
social integration in the workplace. Natural supports can also come in
the form of assistive technology, such as timers and smartwatches.
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MADE 2 FADE

Adapted from Ingles et al. (2021)

Job coaches can gradually fade by reducing their support in the form
of the “3 P’s.” As the student becomes more independent and
confident, reduce the following “3 P’s” in this order:

1.Prompting — how much direct support you provide to the student -
Follow the least-to-most prompting procedure previously
described

2.Proximity — how close you are to the student while they complete a
task — Can you observe the student from further away (i.e., at least
six feet)

3.Presence - how available you are to the student while they
complete a task — Encourage the student to ask peers or co-workers

for help.
MADE 2 FADE (M2F) is a stepwise procedure that educators can follow to
help their students increase their confidence and competence in
employment settings. It is an easy mnemonic to remember the “how to” of
effective job coaching. Although this framework was designed for
employment contexts, it can also be applied to other types of skills,
including academics, functional skills, or social skills.

In the first half of MADE 2 FADE (“MADE”), educators should focus on skill
acquisition, whereas the second half (“FADE”) emphasizes independence.
Job coaches can move through these steps in whichever process is most
accessible and supportive for their students. Fading support is critical for
long-term independence, but it must be implemented gradually based on
the student’s individual performance and needs.

Depending on the student, setting, and task, M2F may take anywhere from
one week to one year from start to finish. M2F allows for individualized
instruction to occur along this continuum, with the ultimate goal of
decreasing educator support and proximity and increasing student
confidence, independence, and social integration.




MADE 2 FADE

Adapted from Ingles et al. (2021)

Step / Definition

What does this look like?

M = Model the task or
interaction

Demonstrate a new task, skill,
or interaction.

The job coach provides hands-on instruction to
the student through a system of least-to-most
prompting. The job coach models the task and
then provides verbal or gestural prompts to
support the student throughout the task
attempt.

A = Assess understanding
Check in with the student to
make sure they understand
the task expectation.

The job coach asks the student, “What is the
first step we need to take when we are folding a
pizza box?”

D = Differentiate instruction
Based on the student’s
understanding, change the
instructional method, setting,
or difficulty level if needed.

The student answers the comprehension check
question incorrectly, so the job coach adds a
gestural prompt. She points to the long edges of
the pizza box to indicate these sides should be
folded first.

E = Evaluate mastery
Conduct an informal
assessment to evaluate the
task to fidelity based on the
pre-established criteria (e.g.,
80%; 4 of 5 steps).

The job coach uses task analysis to evaluate the
student’s progress on the box folding task. This
student’s goal is to do 8/10 steps correctly
(80%).

2 = Repeat as needed

Repeat the MADE steps as
often as needed for the
student to reach the mastery
criteria.

During the first evaluation, the student scored
60%. The job coach returns to MADE, placing an
emphasis on reteaching steps 4-7, which is
where the student struggled. During the second
evaluation, the student scored 90%. It is time to
move on to FADE!




MADE 2 FADE

Adapted from Ingles et al. (2021)

F = Follow from a distance
Reduce the following systematically
in order:

Prompting
Proximity
Presence

The job coach should fade gradually
as the student exhibits more
independence in the task.

First, the job coach minimizes prompting (e.g., verbal
directives, gestures) to give students the chance to
try out the task on their own. Prompts are only
provided if the student demonstrates an urgent need
after a short period (e.g., incorrect attempt or 20
seconds of no attempt). Next, the job coach reduces
their proximity. This means she is at least six feet
apart from the student, where she is able to observe
their behaviors and intervene if needed. Next, the job
coach minimizes their presence. This means that
instead of being continuously available during the
student’s tasks, she would only check in at the
beginning, middle, and end of the tasks as needed.

A = Allow room for failure and
adjustment

Provide space for students to work
through challenges on their own.
This may also include giving space
for natural supports to assist the
student with completion of the task.

The job coach has reduced their prompting, proximity,
and presence. Without the job coach’s immediate
availability, the student’s peers have stepped in to
assist the student with work-related tasks. They have
also engaged in social conversations and gotten more
comfortable with workplace expectations. This also
means that there will be challenges. The job coach
does not intervene whenever a challenge arises.
Instead, they will let the student solve the problem
independently and facilitate self-reflection later.

D = Demonstrate trust

Give the student multiple
opportunities to gain new
responsibilities by increasing the
rigor of the tasks and embedding
choices.

After the student has exhibited independence and
overcome barriers, the job coach will present them
with new tasks and new opportunities to thrive in the
workplace. The job coach may ask the student to show
another peer how to fold pizza boxes. They also might
be ready to move up to a more advanced task in the
same workplace setting (e.g., preparing the pizza).

E = Empower the student to be
independent

Allow the student to flourish in their
newfound independence and
confidence. They are on their way to
being an all-star employee!

The job coach checks in periodically with the
student as needed or requested by the student.
The job coach still provides support when the
student learns new skills or takes on new
challenges.
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OPEPP Mission

The Ohio Partnership for Excellence in Paraprofessional Preparation (OPEPP)
helps districts build the capacity to include and leverage paraprofessional
educator expertise effectively.

OPEPP Services

The OPEPP model is built upon the Council for Exceptional Children’s
Standards for Paraprofessional Preparation. These standards recognize the
significance of paraprofessional educators in the improvement of teaching and
learning for all students.

OPEPP uses a tiered model to offer no-cost targeted and customized support to
school districts and other educational organizations interested in examining
and improving their use of paraprofessional services to support student
learning. OPEPP offers a variety of professional learning opportunities to all
educators and agency personnel interested in participating. OPEPP resources
are designed to help teachers, paraprofessional educators, and others respond
to the complex demands of their work, and to work together to overcome
challenges and help all students, including those with disabilities and learning
difficulties, attain mastery in academics and other areas of life. More
information about OPEPP learning modules and workshops, technical
assistance and professional development packages, and additional resources is
available through the OPEPP website at https://www.opepp.org/.
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