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When Supports Fade and a Roadblock
Arises: What’s Next?

Evicta L. Harvey
MBA, CWDP
New Mexico Training Associates



Presenter Notes
Presentation Notes
Good ----! My name is Evicta Harvey.  I have just completed months long work with New Mexico Training Associates.  Today, I would like to provide a snapshot of an occurrence in our student-to-work transition process.


INTRODUCTORY - EXPERIENCE

Former United States Army Commissioned Officer

Thirty-Five Years of Work within the Disabled Community

Earned Master of Business Administration (MBA)

Over 25 Years as Adjunct Professor (Online/Classroom)
Over 20 Years of Positive Youth Development/Employment
Certified Workforce Development Professional (CWDP)

NM Comprehensive Community Support Services (CCSS)

Lifelong Matrilineal Neuromuscular Disorder Exposure
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Presenter Notes
Presentation Notes
Former United States Army Commissioned Officer in Maryland and West Germany
Thirty-Five Years of Work within the Disabled Community
Master of Business Administration from The University and completed so doctoral work in Industrial/Organizational and Vocational Psychology
Over 25 years experience as an Adjunct Professor online and in the classroom
Over Twenty Years of work with Youth Development/Employment
Certified Workforce Development Professional (CWDP) for 20 years
College of Employment Specialist Program (CESP)
Recent NM Comprehensive Community Support Services Worker
Lifelong Matrilineal Neuromuscular Familial Experience
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JAYLIN’S STORY Family / Staff Member

% Job Developer/Coach & Employer
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Presenter Notes
Presentation Notes
I would like to introduce you Jaylin.  Jaylin just completed a dual high school/job training course.  Her Career Training Coordinator has assisted her in registering for DVR and obtaining pre-employment skills.  She has been assigned a Job Coach.  Within three weeks, Jaylin notifies the team that she has obtained a job.  Jaylin is an adult and her own guardian.  What is your reaction.


LEARNING OBJECTIVES

Summarize the Onboarding Process

Review Onboarding and Inclusion

Discuss Fading as it relates to Supported Employment

Identify Individual Changes
Recognize Cognitive Dissonance
Assess Possible Onboarding “Gaps”

Plan Best Practices
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Presenter Notes
Presentation Notes
The Targeted Learning Objectives include:
A summary of the Onboarding Process
A Review on the Onboarding Process has included Inclusion
A mention of the Fading Goal
An identification of changes that might be noticed in an individual during the Employment Process as well as some causes, effects and outcome of the changes.
Recognition of the Gaps that might affect inclusive onboarding.
Finally, I will present some possible best practices for addresses situations in which an individual is voluntarily or involuntarily separated from employment.




AGENDA

Best Practices
for Recognizing
Change

Onboarding
Best Practices

Onboarding and Cognitive

; : Key Takeaw
Inclusion Dissonance S/ ebdaehieyss

Change Occurs
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Presenter Notes
Presentation Notes
Although Jaylin has not taken the regular inclusive pathway towards acquiring her first job, let us review the pathway towards obtaining meaningful employment.  
What is the regular Onboarding Process?
How does Onboarding and Inclusion look in the Process?
How does fading in Supported Employment affect the process?
The individual employee seemed very happy in their new job.  However, within a short time, you observe changes in the individual in relation to the job.  
What are the changes? How do  affect the workplace? 
What is Cognitive Dissonance? 
How do we best recognize the job seeker’s changes?
What happens next?
What are the key takeaways from these occurrences?


ONBOARDING SUMMARY

Pre- Orientation Foundation Mentoring
Onboarding B . First Building and Buddy

- Before the Day/Week « Over Several System
First Day Months . Day-to-Day /

Longer Term



Presenter Notes
Presentation Notes
Let us look at overview of the Onboarding Process.  
Pause to view the Overview
Next, we can review what happens in each process.


ONBOARDING AND INCLUSION

|| O Cultural Integration

MISSION ., 4 Strategic Connection

Building

H.‘: ?2 3 O Customized Support

VISION

4 Long-Term

Engagement/Retention

1 Ongoing Communication


Presenter Notes
Presentation Notes
In Inclusive Onboarding the organization moves from just the functional training to the emotional connection of the new hire.
The organization ensures that there is accessibility and accommodation for to people with disabilities.
Representative - The organization’s goals should be to use inclusive languages, images and examples in all documentation and presentation.
Personalization – The organization should recognize diverse cultural, linguistic and societal background. 
Inclusion Onboarding should foster a sense of belonging, respect, and psychological safety.
It should set the tone for the organization as it deals with inclusion.
that includes all the onboarding process.
Organizations should regularly inform existing staff about the new hire’s role and background to assist the new hire in receiving a “warm reception”.
Set clear expectations
Ensure Respect and Commitment to the  Diversity and Inclusion Process.
Normally, the Onboarding Process Timeline is extended.
Inclusive onboarding includes customized support, cultural integration and services that connects with that new hire with disability.


Autistic
Spectrum
Disorder Dyslexia

Developmental
Co-ordination
Disorder

Cultural
Diversity

Sensory
Integration
Disorder

Auditory
Processing
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Presenter Notes
Presentation Notes
(Singer, 1998)  Autism was originally the baseline for the Neurodivisity Movement Fairly New (30 years) - Internet
HANDOUT [Awareness] – [1 in 7, 15% of pop.] Recognizing that neurodiversity has a great effect on person’s integration into the workplace. Neurodiversity is the concept that variations in human brains, like autism, ADHD, and dyslexia, are natural differences, not deficits, challenging the idea of a single "normal" way of thinking and promoting acceptance for diverse cognitive styles as valuable aspects of human biology, much like ethnic or gender diversity. It views conditions like autism and ADHD as distinct ways of processing the world, with unique strengths and challenges, rather than disorders to be fixed, stemming from a social movement started by sociologist Judy Singer in the 1990s. 
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Presenter Notes
Presentation Notes
Jaylin’s assigned Job Developer/Job Coach has entered the picture to assist her during her onboarding.  Jaylin, herself, has made great waves with her employer.  Although the job developer/coach has tried to assist Jaylin, she has moved quickly in her steps toward employment.
Divide into groups. – What are your thoughts are this?  What concerns do you foresee?


DEVELOPING A FADING PLAN

+ Fading Plan Definition —

BEGIN
e END

Covey

Slide 10


Presenter Notes
Presentation Notes
Fading Plan Definition – Systematically reducing the job coach dependency while maximizing natural supports, worker independence, and skill retention.
Goal of Job Coach - to help the job seeker to become as independent as possible in their community job.
Created by employee and job coach with input from person’s team
Team Members – Individual, Job Coach, Employer, Natural Supports, [Accommodations]
Adult Supervision – Job Analysis and Task Analysis – Observing coworkers to define standard procedures, identify necessary modifications and breaking down tasks to determine required accommodations.


ONGOING FADING SUPPORT

Observe /
Identify
Barriers
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Presenter Notes
Presentation Notes
When assisting an individual in the fading process, the intent is to
Observe and Identify barriers
Watch the individual perform the job independently first, if possible.
Observe the areas in which the person may have difficulty performing tasks.
Only assist the individual with the areas or processes that they are having difficulty.
Modify Accommodations as needed
Make changes to the process or environment to facilitate independence
Examples might include rearranging work areas for better flow or using physical aids (tools or modifications that replace the job coach’s direct presence, allowing the employee to gain independence) for example – visual aids ( checklists, pictures, color-coding) Assistive technology – (alarms for breaks, telephone/computer applications, vibrating pagers, digital recorders and software to manage, scanners), and physical modifications (jigs – devices that hold things in place, spacer, specialized tools or physical barriers to separate work area spaces
Teach – Train the parts of the job in which they are having difficulty (could be entire job).2) Ind specify methods, AD


TIPS FOR FADING

Independently {  Assist When and if Necessary
/'

ah _
NIGTEI- IS + Maintain Dignity While Learning
Cues [ _
Assistin [ _ _
Establishing « Co-workers — Provide Security, Assurance
PO AL G - Acceptance and Engagement - Engaged
Relationships and Motivated
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Presenter Notes
Presentation Notes
Fading begins on the first day of employment.  Start thinking about how you can support the individual.
Give the individual extra time to process and respond before redirecting/assisting.  
Have high expectations regarding what the individual understands and/or work independently.  
Provide a consistent work schedule (posted, visual, at the individual’s desk and/or in his/her binder, if needed). Actively teach the student how to use it, so that eventually he relies on it to know what comes next/where to go (rather than on the adult’s reminders or on following peers).  
Ask facilitative questions (“What comes next?” “What are other  doing?” people “What does the schedule say?” ”What does it say in the binder?”).  
Give choices often (e.g., multiple times every day!), so the student can refine decision making skills and be comfortable making choices independently. Embed choices in required tasks.  
Maintain a log to track independence and the student’s need for assistance.
Start with the least intrusive prompts to get the student to respond 
Utilize self-monitoring checklists with the student; you may need to teach the student to use these.
Use strengths and weakness, likes and dislikes to motivate student participation and interest. 
Color code materials to assist the student with organization. 
Break big tasks into smaller steps or “chunks”.  
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Presenter Notes
Presentation Notes
You have checked in on Jaylin.  She has stated that her job is going okay.  Jaylin has related that sometimes things at the job move very quickly.  Other times, she has related that there are things that she does not like about the job.  In some of your conversations with Jaylin, you have started noticing some changes in her conversations about work.  Additionally, on some workdays, Jaylin has stated that she is not interested in going to work.
How do you respond?


IDENTIFYING INDIVIDUAL
CHANGES

Behavioral
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Presenter Notes
Presentation Notes
Jaylin presented some changes in her responses to her new job.  Others with whom you work may express verbal and/or nonverbal discomfort in returning to work.  What types of changes might occur that might indicate that there may be concerns that the individual might have.
Emotional – Frequent Sadness, Low Motivation, Irritability, Agitation
Cognitive – Distraction, Negative Thoughts, Trouble Focusing
Behavioral – Isolation, Reduced Performance, Avoidance or Procrastination
Physical – Muscle tension, Low Energy, Sleep Difficulties, Changes in Appetite, Upset Stomach, Headaches


COGNITIVE DISSONANCE
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Presenter Notes
Presentation Notes
Could Jaylin be experiencing some discomfort at work because have viewed some type of ambiguity in the workplace realities and what she believes or perceives? Additionally, has this discomfort caused conflict in their natural processing at the job?
In 1957, Dr. Leon Fessinger and others coined the “Cognitive Dissonance”.  Dr. Fessinger provided information generally that when there is dissonance, a person tries to resolve the conflict by taking measures to reduce the perceived harm “behavioral fading”.  It occurs through psychological stress.
These measures may include disengagement (ignoring what is before them), burnout (by overcompensating work) or apathy (I just do not care). Discomfort is initiated by beliefs that conflict exists with new information.  The individual seeks to reduce their discomfort.
Cognitive Dissonance in the workplace arises when the employee values conflict with workplace realities, causing mental discomfort and behavioral disengagement.
Jaylin could be experiencing this cognitive dissonance?
Let us look at the key aspects related to cognitive dissonance.



EFFECTS OF BEHAVIORAL SHIFTS

Effect of Cognitive
Dissonance

Anger

Shame Anxiety
Regret Stress
Low Reduced

self-worth self-esteem
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Presenter Notes
Presentation Notes
In Cognitive Dissonance, people struggle to align their actions with their values
Mental and Emotional Strain – Anxiety, Guilt
Physical Symptoms – Headaches, digestive issues, Muscle tension, Anger
Internal Conflict – Low Self-Worth, Reduced Self-Esteem


COGNITIVE
DISCONNECTION

Cognitive Dissonqnce

Psychological
Factors

Process Changes

Partial Disconnection
/ Limited Participation
J

Reduced Progress in
the Workplace

PERSONAL
EXAMPLE
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Presenter Notes
Presentation Notes
Psychological Discomfort experienced because of conflicting beliefs/actions, attitudes, values or self-perceptions – Increased Stress, Anxiety, or Inner Turmoil, Avoidance Behaviors, Rationalization or Justification, Selective Exposure to information to support existing beliefs while avoiding contradictory evidence.
Process Changes – Attempting find Common Ground or compromise, defensive reactions when confronted with opposing viewpoints
Partial Disconnection / Limited Participation – “Quiet Quitting” or full-on turnover
Reduced Progress in the Workplace – “Quiet Quitting”, 



ASSUMPTIONS IN COGNITIVE
DISSONANCE



Presenter Notes
Presentation Notes
In explaining Cognitive Dissonance, there are core assumptions to the theory:
Humans naturally seek consistency in their beliefs, attitudes or knowledge;
Inconsistency  between cognitions, or between beliefs and actions, produce an unpleasant mental tension or discomfort
The discomfort acts as a driving force that causes individuals to 
Change their behaviors
Change their beliefs; or
Rationalize the conflict
Individuals will overly avoid information and/or situations that will increase inconsistency


ASPECTS OF COGNITIVE
DISSONANCE AND FADING

Reduction Strategies

Fading Process

Factors Affecting Intensity
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Presenter Notes
Presentation Notes
Reduction Strategies – Change behaviors, Justify action with new information or ignore conflicting evidence (i.e., confirmation bias
Fading Process – Initially, a person may feel uneasy about a behavior ( overstepping a professional boundary). Then, they may rationalize it as “necessary” or “minor”  eventually causing the moral or ethical concern to “fade” from their awareness.
Examples
Ethical fading – professional consistency breaks rules, rationalizing that the rules are trivial or that are doing a favor, eventually forgetting that the rule exists.
Relationships – Someone who values honesty may lie to a partner, then justify it as “protective” creating a cycle of dissonance and further distortion.
Beliefs – A person smokes and knows that it causes cancer but may focus on low-risk statistics.
Factors Affecting Intensity
Importance – Greater personal value placed on the conflicting beliefs leads to higher dissonance
Ratio – The proportion of inconsistent to consistent elements impact the level of discomfort.


THE CONNECTION BETWEEN
FADING AND COGNITIVE
DI NANCE



Presenter Notes
Presentation Notes
Job Coach acts as a bridge to ensure individual can eventually manage responsibilities and feedback independently
Worker may feel that the independence of job is jeopardized by the cognitive dissonance behavior
The individual feels unprepared or the individual feels the workplace expectations clash with their capabilities.
Challenges (Inadequate fading or rapid removal)
Anxiety, Job Performance Decline
Potential Job Loss, if person struggles with social skills or executive functioning
Resolutions 
By Employee 
By Employer


IMPACT ON DECISION-MAKING

Poor
Catalyst for Decision-
Change Making

Cycle of Self-
Justification



Presenter Notes
Presentation Notes
Catalyst – Pushing Individuals to make choices that align more closely with beliefs or values.
Could be a positive life change.
Or, resolving dissonance can result in hasty or ill-fated decisions
Cycle of Self Justification – from one bad decisions to further poor choices or 
Poor Decision – Making - the individual  chooses path of least resistance (ignoring facts) or rationalizing their choices
I ask you, any anyone in the audience been in a situation where you felt discomfort



IMPACT OF WORK ON WELL-BEING
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Presenter Notes
Presentation Notes
Understand the individual’s unique needs
Advocate and make accommodations
Provide coping strategies and stress management techniques
Encourage the job seeker to build social support networks
Identify barriers to career development and growth



WHAT CAN WE DO?

' Recognize Signs
' Acknowledge “Gaps”

' Monitor Behavior Changes

' Implement Strategies



Presenter Notes
Presentation Notes
Recognize Signs: Look for signs of cognitive dissonance, such as employee stress, reduced performance, and conflicts between beliefs and actions. 
Assess Leadership Dynamics: Understand how leadership behaviors can influence cognitive dissonance and drive behavioral shifts among employees. 
Monitor Behavior Changes: Observe changes in employee motivation and decision-making, as cognitive dissonance can lead to decreased productivity and increased tension. 
Implement Strategies: Use open communication, critical thinking, and conflict resolution strategies to manage cognitive dissonance and promote a harmonious work environment. 
Use inclusive language:
Regularly ask questions:
Create systems for addressing misunderstandings: 


RECOGNIZE THE SIGNS

% Mental Discomfort/Anxiety

G N S———— @ g

@ Avoidance of Information
v MY ey -

$ Shlftlng Beliefs

i M S i i ey Y

$ Downplaylng of the Conflict
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% Defensive Behavior

$% Inconsistency in Actions
P R s———




% Lack of Pre-Onboarding Engagement

GAPS AND INCLUSIVE ONBOARDING

&% lIgnoring Digital Accessibility/Support

&% Ignoring Psychological Safety

% Assuming One-Size Fits All

% Onboarding — Just an Admin Task

&% Lack of Cultural Integration

% Unconscious Bias in Training- Neurodiversity
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Presenter Notes
Presentation Notes
Lack of Pre-onboarding Engagement – Not communicating between offer acceptance and the first day – leaves the new hire anxious and disengaged.
Assuming One-Size-Fits All – Not offering diverse, tailored training methods for different learning styles and generations
Ignoring Digital Accessibility and Support – Assuming all employees have the same digital proficiency, or providing inaccessible, non-user-friendly tools and paperwork.
Treating Onboarding as Just an Administrative Task – Focusing on the tasks rather than welcoming the person, which fails to create a sense of belonging.
Ignoring Psychological Safety failing to create safe spaces for communication, such as ignoring pronouns or flexible naming options
Lack of Cultural Integration – Focusing only on role tasks rather than introducing the employee to company culture, team dynamics and social connections, especially in remote environments
Unconscious Bias in Training – Assuming all employees understand cultural normals and ignoring the potential for neurodivergent employees to required different communication styles







MONITOR INDIVIDUAL CHANGES

‘ Avoid One Size Fits All
‘ Use Continuous Monitoring
‘ Try to Close the Equity Gap for New Hire

‘ Use Surveys and Regular Check-in

‘ Include Measurable Metrics



Presenter Notes
Presentation Notes
Avoid one Size fits all – Ensure that each employee is measured by their own needs by using regular job performance evaluations
Use Continuous monitoring – use various aspects in assessing the individual’s ongoing performance.
Close the equity gaps for new hires
Measurable measures depending on the particular job.
Tracking time-to-production, turnover rates and engagement surveys
T


IMPLEMENTATION STRATEGIES

Encourage Self Advocacy

Foster Psychological Safety

Recognize Practical Applications



Presenter Notes
Presentation Notes
Implementation strategies involve creating and using internal psychological conflict to encourage
And drive behavioral change
Learning, or
Decision-Making


COMMUNICATE

Use Open
Communication
[Ongoing]

Use Community/
Follow Up Support

Employer
Engagement
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Presenter Notes
Presentation Notes
Audience Engagement Question
Turn to the person next to you and discuss


ENCOURAGE SELF-ADVOCACY

Understand Advocate and make
individuals’ needs accommodations

4

SN

Identify barriers to
career
development and
growth

Encourage clients to
build social support
networks

\\\\ /



Presenter Notes
Presentation Notes
Recognize that your individual, each individual has different needs.
At the onset, when the job seeker starts to express some self-doubt or change in work-related behavior, talk with individual about different ways in which they can advocate for themselves.
Talk with the job seeker about their interaction and possible bonding in the workplace.
Explain (re-explain) the process that the particular job impacts selected career paths and/or career growth.


FOSTER
PSYCHOLOGICAL

SAFETY:

Pull them aside (I notice)

Check in individually (encourage managers)

Encourage Self-Advocacy

Recognizing
Normalizing

Shifts Discourage Retribution

Promote a Culture of Inclusion

Recognize Own Biases (Gender, Cultural,
Generational, etc.)
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Ignore the
Occurrences

Call Out in
Front of
Other

Be
accusatory

Lose
Control

OVERREACT

FOSTER PSYCHOLOGICAL SAFETY:

Recognizing (Normalizing) Shifts
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RECOGNIZE PRACTICAL
APPLICATIONS (EXAMPLES)

. ccontabllity

==

Address Rationalize
Systemic and Take
Issues Responsibility

Bridge Values Process
and Actions Discomfort
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Presenter Notes
Presentation Notes
Systemic Issues – Biased Hiring, Rigid Work Environment, Cultural/Social Barriers (i.e., “tokenism”, inclusion/diversity  for show, lack of accessibility, microaggressions [exclusionary]
Microaggressions – snubs, verbal, nonverbal, hostile, insults , negative messages [ONGOING]
Rationalize - Examples – You want to lose weight, recognize that you are not exercising. You are not losing weight
You make excuses.
Bridge values and actions
Change behavior – quit smoking
Change beliefs/attitudes
Add new beliefs


BENEFITS OF GOOD INCLUSIVE
ONBOARDING

Higher Better Improved
Retention Performance Culture



Presenter Notes
Presentation Notes
The job-seeker wants to remain with the company or in the workforce.
The job-seeker feels a sense of belonging and strives for improved performance.
As a result, the perceived change in the job seeker’s beliefs and values in the  workplace, the employer may see an improvement in the overall organizational culture.
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Presenter Notes
Presentation Notes
After three weeks, Jaylin revealed to you, she has lost her job.  How would you proceed?


REAL LIFE CONNECTION

Ms. Harvey,
they let me

go!

They said
that | was
TOO slow!!!

Two Weeks

~
7
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Presenter Notes
Presentation Notes
Name
Transition
Others who did not understand, so slow
Motivation – (I did it!)
Registration with DVR
Positive Pre - Employment Training
Awaiting DVR
I found a JOB! (Pizza Parlor)
Daily Check In about Experiences
Part-Time (Four Days a Week)
Make Pizzas
How Do You Feel?
Anyone Assisting You?
Second Week
Second Week, Second Work Day
They Fired Me
Comfort
There Will Be Other Jobs
Continued Job Search
Third Week – Ms. Harvey, my family told me that I do not have to work.
Stayed in Touch even after I separated from the job


RESOURCES

COGNITIVE DISSONANCE

Festinger, Leon (1957). A Theory of Cognitive Dissonance. Stanford, CA. Stanford
University Press.

Sullivan Porter, Katie. “When Beliefs Clash: How Cognitive Dissonance Shapes Workplace
Behaviors” (September 10, 2025) Leadership, Organizational Development, Teamwork
Leadership Circle https://leadershicircle.com .

Wehman, Paul and John Briout. (1999). VCU RRTC VCU Rehabilitation Research and
Training Center. The Impact of Supported Employment for People with Significant Disabilities:
Preliminary Findings from the National Supported Employment Consortium Article 15.
Supported Employment and Natural Supports: A Critique and Analysis, pp. 215-228.
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Presenter Notes
Presentation Notes
We have come to the conclusion of what I have for you today.  Can I address any questions that you might have?

https://leadershicircle.com/
https://vcurrtc.org/resources/viewContent.cfm/111

RESOURCES

NEURODIVERSITY

:‘JThe Ne%r?dizvoezrgity Movement” National Autism Society http://www.autism.org.uk Retrieved
anua : :

Baqurl, Nicole and Julia Freuh §Contributors) “What Is Neurodiversity” (November 23, 2021)
Harvard Health Publishing https://www.Harvard.edu .

“Understanding Neurodiversity Through A SensoB/ Lens” STAR Institute for Sensory Processing
hitp://sensoryhealth.org Retrieved January 13, 2026.

Onboarding

“The Effect of Poor Onboarding on New Hires” (January 16, 2023). Paychex
http://www.paychex.com.

“Why Onboarding Fails” (February 13, 2019). Association for Talent Development http://www.td.org.
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Presenter Notes
Presentation Notes
We have come to the conclusion of what I have for you today.  Can I address any questions that you might have?

http://www.autism.org.uk/
https://www.harvard.edu/
http://sensoryhealth.org/
http://www.paychex.com/
http://www.td.org/

QUESTIONS



Presenter Notes
Presentation Notes
We have come to the conclusion of what I have for you today.  Can I address any questions that you might have?


CONTACT INFORMATION

Name - Evicta L. Harvey

Telephone - (575) 215-3499



Presenter Notes
Presentation Notes
If there are no more questions, please accept my contact information, if needed.

mailto:Adwumate3en.elh@gmail.com

THANK YOU
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Presenter Notes
Presentation Notes
Thank you very much for your time and consideration.
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