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OPTIONS FOR DEVELOPING AN OFFICIAL PEER SUPPORT PROGRAM FOR
THE PARADISE VALLEY POLICE DEPARTMENT TO ENHANCE OFFICER
WELLNESS

Problem

All police officers are subjected to several work-related stressors, both occupational and
organizational. Occupational stressors being various critical incidents to which officers
must respond. Organizational stressors being matters that fall within the organization
itself. Organizational stressors can be even more common in smaller police agencies such
as the Paradise Valley Police Department (Can & Hendy, 2014, p. 167). Furthermore,
these occupational and organizational stressors can negatively impact not only an officer’s
work, but the officer him/herself (Otto & Gatens, 2022, p.1).

The Paradise Valley Police Department has recently enacted a physical fitness program
with one of the intentions being, mitigating officer stress levels. That being said, the
department does not currently have a formal peer support team in place which can be an
essential piece to a comprehensive officer wellness program. According to Walden
University, not only do more officers die from suicide than those in the line-of-duty, but
that rate increases to three times the national average for those serving in smaller
departments (Walden University, 2023).

Assumptions

- Law enforcement will continue to be a stressful occupation.

- Lack of stress reduction can result in unhealthy living habits both physically and
mentally.

- The Paradise Valley Police Department remains committed to enhancing officer
wellness.

- Failing to enact a peer support program could result in personnel issues.
Facts
- The Paradise Valley Police Department covers the Town of Paradise Valley

encompassing 15.4 square miles between Phoenix and Scottsdale Arizona. (Annex

A).



- The Town of Paradise Valley has a population of 12,658 citizens. (Annex B).

- The Paradise Valley Police Department currently has 36 sworn positions and 18
civilian staff members. (Annex C).

- The Paradise Valley Police Department references peer support in current General
Orders, however, the department does not currently have an official peer support
program. (Annex D).

- Per Bluehelp.org (2023) there have been 958 police officer suicides from 2017
through April 22, 2023. (Annex E).

Discussion

Background

Recently, the Paradise Valley Police Department has taken steps to increase officer
wellness by completing gym updates and incorporating a fitness program. This fitness
program also requires participating officers to undergo a comprehensive physical at Heart
Fit for Duty located in Mesa, AZ. The current department leadership wishes to continue to
enhance the officer’s wellness. One way of accomplishing this would be to address the
mental health side of wellness and offer an official peer support program to officers.

Police officers can be exposed to several job-related issues, both occupational and
organizational, that cause them undue stress. In fact, organizational stressors such as
promotional processes, police culture and unsupportive supervisors seem to be more
common than critical incidents (Milliard, 2020). Peer support has recently become a very
effective tool for first responders nationwide to help mitigate stress levels from reaching a
point of concern. According to the Substance Abuse and Mental Health Services
Administration (SAMHSA), these peer support programs consist of first responders
providing support for each other. This support may come in the form of reflective
listening as well as other types of emotional support (SAMHSA, 2023, para. 4)

Benefits

Officers who deeply suffer from stress can easily spiral down the path of substance abuse
and/or suicidal ideation (Otto and Gatens, 2022, p.6). As cited by Millard in his article,
“Utilization and Impact of Peer-Support Programs on Police Officers’ Mental Health,”
Burke et al. indicated that peer-support can help those suffering from mental health issues
and improve self-efficacy (Milliard, 2020). The International Association of Chiefs of
Police (IACP) note that officers may be more likely to seek support from a peer who
understands what they may be going through and has experienced the same stressors
versus speaking with a mental health practitioner (IACP, 2023).



Van Hasselt et al. (2019) identified four specific benefits of a peer support program. Those
being 1) Peer support members can be trained to identify risk factors for suicide and other
disorders. 2) Trained peers can act as a first line of defense by letting these compromised
officers know admission is not a sign of weakness. 3) Police officers are more comfortable
speaking with a peer than a mental health professional. 4) Peer support will have
information on professional services that have already been vetted.

Comparison of Policies from Other Agencies

As part of this study, policies were collected from several area police departments. Of
those, policies from three departments were selected to be compared as possible guides to
establishing a formal peer support program at the Paradise Valley Police Department.
Ultimately policies from the Apache Junction Police Department (Annex F), Lake Havasu
City Police Department (Annex G), and Chandler Police Department (Annex H) were
selected for comparison. The information contained in those department policies were
then compared to the Peer Support Guidelines established by IACP in 2016 (Annex I) in
order to apply best practices when considering this new peer support program.

The Apache Junction Police Department is a smaller department set in the east Phoenix
valley. The department is currently accredited through the Arizona Law Enforcement
Accreditation Program (ALEAP). A review of their Peer Support policy (Annex F)
revealed the following:

Pros:
- Clearly established goals for the program.
- Sets a process for team member selection.
- Describes new hire mentoring.
- Outlines team members’ response.
- Defines team role in criminal investigations (OIS).
- Defines when an incident debrief is necessary.
- Outlines the need for confidentiality.
Cons:
- The training requirement is very broad.

- The policy does not specify a team structure.

The Lake Havasu City Police Department is another smaller agency. It is located

Northwest of Phoenix and sits along the Colorado River, bordering California. Lake
Havasu City Police Department is also ALEAP accredited. A review of their Critical
Incident Team policy (Annex G) revealed the following:



Pros:

- Defines the purpose and scope of the program.

- Addresses Critical Incident Stress Management (CISM).

- Lays out the structure of the team.

- Descriptive application process.

- Addresses the specifics of confidentiality.

- Describes team activation process.

- Contains a “catch all” defusing section to address any stress related issue.
Cons:

-The training section is broad and does not specify specific training.

The Chandler Police Department is a medium sized department located just Southeast of
Phoenix. The Chandler Police Department is accredited by The Commission on
Accreditation for Law Enforcement Agencies (CALEA). A review of their Critical
Incident Stress Management policy (Annex H) revealed:

Pros:
- Identifies the background and purpose for the program.
- Defines the team structure.
- Sets parameters for team activation.

Cons:

- Policy is short and overly broad.
- No mention of training requirements for team members.
- Lacks direction for cumulative stress issues.

- Does not effectively address the need for confidentiality.

The IACP Police Psychological Services Section established a set of guidelines in 2016
(Annex I). This document essentially outlines the best practices when establishing a peer
support team within a police department. The policies from Apache Junction PD, Lake
Havasu City PD, and Chandler PD all contained information that is recommended by
IACP. That being said, only Chandler’s policy indicates they incorporate a clinical partner
in their team. The guidelines also list specific topics that prospective peer support
members should be trained in when accepting a role as a team member.



Possible Solutions / Considerations / Options

In order to address the lack of an official peer support at the Paradise Valley Police
Department, the following options can be considered:

» A first option would be modeling a peer support program after the other Arizona
police agencies, selecting and training sworn personnel to create an in-house peer
support team at the Paradise Valley Police Department.

o Pros:
[ ]
[ ]
[ ]
[ ]
o Cons:
[ ]
[ ]
o Costs:

Members would be taking care of their own department so possibly
more of a vested interest.

Coordination may be more convenient for critical incidents.

Team members would be working routinely and able to observe if
other officers are showing signs of stress related issues.

Team members will require routine training which is mostly free

through 100 Club of Arizona (Crabtree interview, 2023).

The Department is small and may not have the personnel numbers
needed to staff a peer support team.
Department members may not feel comfortable speaking with

someone in the department due to it being such a small department.

Nominal - $1000 budgeted for uniforms (casual wear) and ID

badges

» A second option would be partnering with another valley agency such as the
Scottsdale Police Department, who may already have an established peer support

team in place

o Pros:

The partner agency already has a program in place and there would
be no lag time.
The members of the partner agency’s team would already have

experience.



o Cons:

o Costs:

This would not put any additional manpower needs on Paradise
Valley PD.
Paradise Valley officers may rather speak with someone they don’t

work with on a day-to-day basis.

Paradise Valley would not have autonomy regarding decisions
concerning peer support.

Other valley agencies may be unwilling to participate.

Paradise Valley Officers may not feel comfortable speaking with
members from an outside department.

This would require officers to reach out, instead of having trained
individuals on staff that could detect potential issues in co-workers

while on duty.

Unknown

» A final option would be to utilize the services offered in the Bulletproof Support
Service application provided by the 100 Club of Arizona (Annex J).

o Pros:

The department already is supposed to have access to this
application.
Would not require any additional manpower needs.

Ability to stay completely anonymous.

Untested
May not suit each officer’s needs
This would be a one way of communication; officers would have to

reach out.



o Costs:
e Nominal less than $1000 for advertisement of the program
throughout the police department — The department already has

access to the application.

Conclusion

The examined research substantiated the need for the Paradise Valley Police Department to
adopt an official peer support program to enhance officer wellness. Adopting such a
program would add a mental health component to the existing physical fitness component
of the department’s officer wellness program. Peer support services can provide essential,
effective, and financially viable wellness strategies to mitigate the challenges of law
enforcement and build resiliency in the process (IACP, 2023).

This study presented three solutions for adopting a formal peer support program within the
Paradise Valley Police Department. Most likely, all three are viable options. However,
the absolute best option would be to adopt all three solutions. This would allow the
Paradise Valley Police Department to have autonomy over their own program. Members
of the Paradise Valley Police Department could also begin to use the program immediately
since the selected partner agency already has a team in place to provide services to them as
their team is developed and trained. The partner agency could also help mentor the
Paradise Valley Police Officers who wish to become part of their own peer support team.
And finally, the Bulletproof mobile application would simply provide another level of
service, providing additional information on available options. The cost to accomplish this
would most likely ne nominal.

Standing alone, the adoption of only one, or two of these options would be lackluster and
fall short of the program’s objective. Simply starting a new standalone peer support
program at the Paradise Valley Police Department would be feasible, however, the length
of time to stand up a well-trained team makes it’s a poor option. Additionally, having such
a small agency makes it difficult to achieve a sufficient number of trained peer support
team members that could provide services to the other members of the department. Simply
using another department’s peer support team would take away any program autonomy
from the Paradise Valley Police Department. And simply using the Bulletproof mobile
application that only provides outside options could be seen by officers as being
disingenuous.



Recommendations

When instituting a novel peer support program within the Paradise Valley Police
Department, it is recommended the agency take a comprehensive approach and move
forward with all three solutions. The department should begin by taking steps to develop
its own peer support team in-house. The department should simultaneously look to partner
with another valley agency (possibly Scottsdale Police Department) to utilize their existing
peer support program, both for its services, and to help build it in-house peer support team.
Finally, the department should solidify this new program by updating information on the
Bulletproof mobile application and endorse the use of the application in connection with
this new partnership. The successful implementation will require the cooperation and
coordination of the police department command staff, training unit, systems manager, and
town attorney in order to go live with the new peer support program on Monday,
September 4, 2023 (Annex K).

Freeman Carney, Chief of Police o Concur o Non-Concur

Paradise Valley Police Department

Comments:
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List of Annexes

Annex A (Map of the Town of Paradise Valley)
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Annex B (Town of Paradise Valley Information)

Paradise Valley

>
Town in Arizona
Railrogd P:
s Paradise
e melback Valley
iountain Cha

Paradise Valley is a town in Maricopa County, Arizona,
United States, and a suburb of Phoenix. It is Arizona's
wealthiest municipality. The town is known for its luxury
golf courses, shopping, expensive real estate, and
restaurant scene. According to the 2020 census, its
population was 12,658. Wikipedia

Weather: 70°F (21°C), Wind SW at 8 mph (13 km/h), 15%
Humidity More on weather.com

Neighborhoods: Mountain Shadow Resort, MORE
Area code: Area code 602

Elevation: 1,854

Population: 12,682 (2021)

Mayor: Jerry Bien-Willner
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Annex C (Organization Chart)

PVPD Organization Chart

Annex D (PVPD G.O. Defining Peer Support)
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PARADISE VALLEY POLICE | ©roerNumber
GENERAL ORDER 461

Handling and Investigation Date
of Critical Incidents 01-2817

Definitions

Agency Briefing: An Informational administrative meeting and subsequent report on
what happened during 3 criical Incident.

Case Agent: The odetective from the Investigating law enforcement agency who wiv
have primary responsibiiity for conducting the criminal investigation into a critica)
hcident.

Companlon Officer: An oficer assigned to another officerlempioyes to provide
emotional support and assistance following a critical Incldent. The companion officer Is
nomally 3 member of the Department.

Critical Incident: In the context of this order, @ critical Incigent Includes any oficer
involved shooting, In-custody death, or other Incident where the actions of 3 Department
employee result In serous physical injury of death. AN critcal incidents shal
immediataly be brought, through the chaln of command, to the attention of the Chief.

Debriefings: In the context of this order, 3 formal process that Is conducted Dy 3
quakfed mental health professional to address the psychological and emotional effects
of the critical Incident.

Investigating Agency: The designated agency conducting the criminal investigation
into a cntical incident. The Arizona Department of Pubic Safefy shall be the primary
Investigating Agency for the Paradise Valley Police Department. Should DPS not be
avaliable the Chler will make amangements for an atemate agency 0 conduct the
Investigation.

Involved Empioyee: In the context of this order, an employee Involved In 3 crtical
Incident wno discharged his or her firearm or used other force with the potential to cause
serious physical injury or deatn.

Law Enforcement Llalson (LEL): The primary Maricops Counfy Affomey’s Office
(MCAQ) employee charged with responging to all Officer Invoived Shootings andior In-
Custody Deaths.

Peer Support Team: A formal group of Individuais consisting of approved memoers who
have undergone training I peer support methods.

s
Approved by: PW Page 1
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Annex E (Police Officer Suicides from 2017 — April 2023)
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Annex F (Apache Junction Police Department Peer Support Policy)
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Apache Junction Police Department
Poicy Manual

Policy I Effoctive Date: December 8th, 2022 Ravision Date:

347

Peer Support

347.1 PURPOSE AND SCOPE

The purpose of this poiicy s 1o provige a team of frained members to assist Apache
Junction Police Depanment personnel through support and assistance guring sensitive
events and stressors that exists In police work and everyday Iife.

The Peer Support Team Is avallabie to all members and family contacts to assist them
when affecied by cumuiative stress Issues, deat In the family, or any other stressor

that could Impact the employee on the Jod.

347.2 GOALS
The specific goals of the Peer Suppor Team function are as follows:
(3) Lessen the Impact on Deparment members exposed to a critical Incident.

(b) Accelerate recovery from events before harmful stress reactions have a chance 0
damage performance, careers, heaith and famiies.

(c) Develop awareness among employees of the signs and sympioms of stress and
what can occur If left untreated.

(d) Provide Information on stress and stress managemeant.

(&) Provide raferral sources for professional assistance If necessary or raquestad.

347.3 TEAM SELECTION

The Peer Support Team will be composed of department employees who are selected
from swomn and non-swormn positions based on ther skils, knowledge, and abities.

The selection process will consist of the following (Also see policy 1002 — Promotions and
transfers)

(3) Resume

{b) Concumrence through the chain of command

{(c) Abidity to mantan confidentiality

(d) Police expenence within any dwvision and miltary experience

347 4 TRAINING

The Peer Support Team wil be tralned by professional s1af to ensure that each team
member has the necessary skills. On-going tralning and meetings will be conducted on
a regular basls.

15



Apache Junction Police Department
Polcy Manual

347.5 NEW HIRE MENTORING

AJPD Peer Support Team Member may be assignad o newly hired officers In order 0
promote retention and mentoring. Mentoring wil officially conciude when the new officer
successfuly compietes probation or their empioyment has been terminated. Assignad
Peer Support Team Members wil provide:

(3) Suppor.

(b) Resources.
{c) Education.
(d) Feedback.
(e) Referrals for professional help If needed.

() Cumulative stress training wil provide Peer Support Team Members with the
necessary skilis to 3ssist new officers In thelr first year of employment.

347.6 RESPONSE

The AJPD Peer Support Team wil respond to Incidents where there Is the likelihood
that employees will be subjectad to significantly abnormal stress elther during a police
Incident or at Its conclusion. The on-sc2ne supenisor for the following Incidents may
actvate the Peer Support Team:

(3) Employee-involved shootings.

(b) Line-of-duty death.

(c) Line-of-duty Injury with prolonged hospitalization and/or surgeries.

(d) Disaster scanes with muitiple victims.

(e) Prolonged tactical operations with death or severe Injuries.

347.6.1 PEER SUPPORT TEAM ACTIVATION

The Peer Support Team may 3iso be activated with supendsory discretion for other
stressful situations, depending upon the needs of the empioyeas involved, such 3s:

(3) Fataltrafc accigents.

(b) Bum Injuries with long-tem hospitalization.

(c) Unexpecied death of an employee.

{d) Death or traumatic Injury %o a chid.

(8) Any sltuation whare 3 member is physically or emotionally overwhaimed and the
employes states they are having the Inabliity to cope.

Activation of all or part of the Peer Support Team may occur, depending upon the type
and scope of the Incident and the number of employees Invoived.

347.6.2 CALL OUT REQUESTS
When a reguest Is made for 3 call-out of the Peer Support Team, a Team Leader will
nomally be contacted; however, an on-guty team member may be dispaiched to the

2 | Pear Sz
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Apache Junction Police Department
Poicy Manual

sliuation and advised of the nature of the Incident. When 3 peer suppor member
responds 0 the scene while sl on duty, officers will first fulflll their role as police
officers.

When peer support senicas are needed, It Is the responsbility of the on-scene
supenvisor 10 assign the officer to the peer support role. A Peer Support Team Leader
will be responsibie for determining the number of personnel required and have
Communications contact team members for the cal-out. Peer Support Team members
will be pald with compensatory time or overtime for responding o call-outs, meetings
and training.

347.7 CRIMINAL INVESTIGATIONS
Peer Suppor: shal take the following role when there Is a criminal investigation on-

going:

(B:l Paer Suppon Team members will not ask aMected personnel any qUESﬁOﬂS
regardlng the criminal matter If the Criminal Invesngaﬂons Division I:ClD] neegds to
Inferview the empioyee.

(b) After the Investigative Interview, the peer suppor member may ask questions
regarding the incident.

(c) The Peer Support Team member wil 13k to the affected person about the Impact of
the stressful event and what to expect regardng procagures.

(d) Peer Suppor Team members will not accompany affecied employees Into 3 crimina
Interview uniess there are speclal circumsiances, and then only with supervisory
approval.

() Peer Support Team members will not walk Into the prmary crime scens with
affactad employees whie the Investigation Is In progress. Team members wil stay
In the secondary crime scene araa.

347.8 DEBRIEFING AN INCIDENT

At the conciusion of an Incident, the affected Division Commander may determine that
3 mandatory débﬂ&ﬂﬂg Is necessary for employees who were directly or Indirectly
invoived In the Incident. Debriefings will normally be held within three (3) days of the
Incigent. The mlowlng are examples of lypes of Incikdenis that may resuth a OEMEﬂﬂgI

(s] Line-of-guty death of an employee.

(o] Employee-invoivad shootings.

{c] Line-of-guty Injury with prolonged hospitalization andior surgeres.
(¢] Unexpected deatn of an employee, Including suicide.

(=) Traumatic Injury to 3 citizen as 3 resuit of polce action.
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Apache Junction Police Department
Poicy Manuyl

Critical Incigent dedriefings are NOT operational critiques, and members of the peer
support team will not comment on operational or 1actical procagures. The debriefing
provides 3 format In which employses can discuss thelr thoughts, feelings, and
reactions. Debriefings alow employess to reduce siress from exposurs to 3 critical
Incigent.

347.9 INDIVIDUAL CONTACTS
The Peer Support Team aiso conducts individual contacts that Invoive one-on-one Interaction
between a t2aam member and an employee to provide the folloaing:

(3) Support.
(b) Referrals for professional assistance.
(c) Education.

347.10 CONFIDENTIALITY

Empioyess who desire peer support contact may communicate with 3 Peer Support
Team member directly, without supervisory personnel's knowledge or approval. The
content of the contact, and the fact that a contact was made shal remaln configential,
subject to the provisions of this orger. These contacts are generally short-term In nature
(hours to faw days) and are gesignad to address the Immed|iate needs of the employee.
Depending upon the nature of the employse’s needs, 3 professional referral for
counseling may be recommenadad.

347.10.1 MEMSBER IDENTITY
Confidentiaity wil be maintained to protact the identity of employees and the content of
any contact by 3 member of the Peer Supporn Team.

Confidentialty will be extended 10 employees durng contacts by a Peer Support Team
member for Department policy violations not amounting to a violation of the Iaw enforcad
Dy this Department and where thers Is no Immediate threat to the employes or others.

347.10.2 CONFIDENTIALITY VIOLATIONS

All team members will sign a letter of confidentiality. Compromising confidentiality will
pe considerad a violation of this policy. Memders of the Paer Support Team who violate
the confidentialty of an empioyee contact wil e subject to discipinary action.

34711 INTERNAL INVESTIGATIONS
Peer Support Team members will not talk adout the content of any Intema Investigation
With the affected officers when there 15 an admonishment not to 13k about the
Investigation. Peer Support Team members may talk adout the stressful Impact of the
Investigation, but not the Investigation itself.

4 | Pear Support
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Annex G (Lake Havasu City Police Department Peer Support Policy)

Policy Lake Havasu City Police Department
1035 Lake Havasu City PO Foicy Manual

Critical Incident Team (CIT)

1035.1 PURPOSE AND SCOPE

The Lake Havasu City Polica Department offers confidential assistance and suppon o a3l
depanment employees and their family members In imes of personal need or due to traumatic
Incidents. The CIT shal respond when there ks 3 lkelhood employees will be sudjectsd to
significantly abnormal levels of stress elther during an Incident or at its conclusion.

The odjectives of this program/policy s 1o minimize psychological trauma department employees
and thelr familes may experience throughout thelr career and render assistance In an attempt to
accelerate normal recovery to abnormal events, some of which are unique o the depariment. it
does not replace psychological treatment.

Department employees have been tralned as Critical Incigent Team Members to provide peer
suppor: sarvices. The 12am members are not licensed counselors or therapists but act 3s 3 peer

support provider, offering Information and the opportunity to obtain Information and direction to
resolve emotionaly charged matters In 3 confidentia setting.

1035.1.1 DEFINITIONS
Definitions related to this policy Include:

Critical Incident Stress Management (CISM) - CISM Is the process of eoucating, preventing o
mmgamg the effects from exposure to an abnormal of mmly unusual event.

Critical Incldent Stress - Any situation faced by personnel that causes them to experience
unusually strong emotional reactons, which have the potential to Interfers with their ablity to
perform. This Is 3 normal respons2 of normal people to an abnomal event.

CISM Defusing - Defusing Is 3 small group discussion following 3 critical event. It Is typically
provided within & t0 12 hours of the event. If the time frame cannot be met, It Is better to schedule
a dedriefing (se2 below). The duration Is usually |ess than 1 hour. The homogenous group (samea
event/same people) will be the focus. Most police personnzl defuse after shift without knowing It
by ta%ing In the locker room or In the parking lot. The goals are to normalizefower tenslon, set
expeciations and to provige Information, discuss coping mathods, and kientify those who need
aaditional support.

CISM Debriefing — This Is 3 small group Intervention. It Is typically conductad 24 1o 72 hours afer
the event. It Is done “Out of Service” meaning the participants will not be called out. It Is 3 team
Intervention. Mental health professionas should be avalladle to attend. The goals are to mitigate
Impact of 3 hormibie event, accelerate NOrMal r2covery process In normal peopie having common
reactions to 3 homnc event.

1035.2 CRITICAL INCIDENT STRESS MANAGEMENT PROGRAM (CISM)
The Department recognizes employees may be sudjected to high levels of stress during the
performancs of thelr duties. These siressors may have a dirsct Impact on the employee and family.

Copyrght Laspol LLE 20024343, Al Rights Reascved rooent Team -
Pubiiabed Wb pacmiaion Dy Laks Hamau City Polos Crcal T (cm-1

Dazaryrect
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Cntical Incident Team (CIT)

The CISM program provides a structured process In which stress and reactions, which occur as
a result of 3 critical Incident, may be vented In 3 controlied setting.

CISM services are provided by members who have recaived training In stress related matters.
Members form a3 Critical Incident Team (CIT) when providing CISM services. Team member
selection Is basad on the member's skil, education, tralning, and knowledge. The t2am shall
Include a mental health professional.

CIT team members may provide a defusing during or Immediately after a major Incident. A gefusing
Is directed at stabliizing the Incident. The defusing allows employees Impacted by the critical
Incident to vent reactions or emotions and permits CIT members to 3ss2ss the need for a formal
group debriefing. A dedriefing Is 3 confidential, structurad group meeting which Is attended Dy
Individuals directly and Indiractly involved In a critical Incident. CIT members may faclitate the
meeting, along with 3 mental health professional who may be prasant, to provide any Immediate
assistance and guidance. CIT members also provide Ingividuals with Information about possible
normal symptoms and reactions to unusual events.

The team Is not trained 10 provide assistance to non-emergency personnel who are experiencing
stress due 1o other factors. The team Is not trained or able 10 a0dress Issues that family members,
friends, cO-workers, or ciassmates who are not diractly Involved with the gelivery of emergency
services 1o the speciic Incident they mignt be experencing. The team Is not tralned to provige
mental health services 10 anyone In regards 1o Issues that are not a result of professional ralated
high stress Incidents (aivorce, depression, anger managemsant, drug aduse).

1035.3 CRITICAL INCIDENT TEAM (CIT)
A. The CIT wil be overseen by the Chief of Polic2. The team will normally consist of & team
members Inciuding 2 coordinators at the discretion of the Chief of Pollce.

B. The coordinator(s) will be the link between Police Administration and the CIT members for any
CISM related business.

C. The coordinator or team members will be avalladle 24 hours 3 day.
D. The coordinators) responsibliities will be:

-  Establishing the general direction of the program and maintaning s well being
consistent with sound agministrative practices.

«  Keeping the Chief of Police Informed of any disturbing trends and making
recommendations regarding those trends.

= Assessing the nead to breach confidentiality between team members and employees
and may notify the aected employee If and why the breach was necassary.

. Establishing training standards for t2am members.
. Overseeing the selection of team members.

-  Sening 3s an advisor 1o the t2am members and acting as llaison between the team
members and thelr supervisors.
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Cntical Incident Team (CIT)

Removing team members from the program for cause with approval of the Chief of
Pollce.

Responding to reguests for CIT/member services from other agencies.

Amanging driefings and maintaining contacts with mental heaith professions who
assist at brefings.

Assisting Immediate supervisors In resolving CIT member scheduling conflicts.

1035.3.1 CIT SELECTION
Any employee Is eligile to apply for membership to the CIT.

A. Application Process

When a vacancy arises or the need 10 expand the team, volunt2ers will be solcked through an
open memorandum. Applicants must submit 3 resume through their chain of command 0 the
CIT coordinator(s). The resume package should also Include 3 memorandum expressing the
applicant’s Interest and wilingness 10 be of servica.

The CIT will review Me applicant's qualificatons and work history. The quality of the applcant's

Job performance, as well 35 any pravious discipinary actions recaived, will be the significant factor
In the selection procass.

Applicants must attest that they are not currently the sudject of a discipiinary Investigation and hat
they are not suTering from or being treated for any serous personal problems. The CIT wil select
the most quaifiad Individuals and thelr names will be prasented to the Chief for inal approval. The
program coordinator will notify new CIT members of their appointment.

Selected appiicants will be required 10 attend and successfully complete the basic Introduciory
courses needed In accordance to the international Critical Incident Stress Foundation (ICISF).

8. Tralning

Team members must attend 3 minimum of eight (8) hours of continuing training per fiscal year to
maintain their active status with the team. Review Dy the coordinators and the Chief of Police wil
occur If the training obligation Is not met.

C. Assignments

Prior to responding to any incident, CIT members will notify the coordinator(s) and obtain approval
for the response. Ifa sehedmng confict occurs, the member wil rnmedlatly ﬂom the program
coordinator(s). CIT members will notify their immediate supervisors of any required training,
program meemgs or schaduled aebﬂeﬂngs‘ Requests for CIT services from other ageneles or
Individuals will be directed to the program coordinator(s) for approval from the Chief for response.

1035.3.2 CONFIDENTIALITY

Confidentiaiity Is essential to promoting trust and anonymity between peer support members and
Individuals requesting assistance. Confidentiality is essential 1o protect the identity of employess
and content of any contact by a member of the CIT. It must be made clear that CIT members
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Cntical Incident Team (CIT)

are not licensad counselors or therapists but act 3s 3 peer support 10 provide Information and
the opportunity to obtain Information and direction to resolve emotional charged matters In a
configential setting.

A. Confdentlality Guldslines

Team members and Indlvidual Interactive sesslons are considerad confidential Dy the department
In order to ensure trust, anonymity, and effectiveness of assistance requested. Confidentiality
cannot be absolute because of the serousness of a circumsiance or legal reguirement. Whikle
every reasonable efort 10 protect anonymity shall be taken by the member, there are confidentiality
exceplions.

In orger for groups (debriefings) to be efective, group memboers must feel what they share about
themseives wil remain private and within the group. In other words, members must fael thelr
statements are confidential (not privieged). Therefore, all members are responsidie 1o “keep the
privacy” of ther fellow members by not discussing the statements or other material In any way
which could be used to igentify what 3 specific group member stated. They must only speak for
themseives and not for others In the group.

B. Confndentlality Exceptions

The rights and privacy of employees will be safeguarded to the maximum extent possible, while
balanced with the department's compelling interest In maintaining a safe and productive workplace
and workforce. There are some shuations whers confidentialily cannot be absolute. While every
effort wil be made 1o protect anonymity, the gravity of some situations wil demand attention by
management. Confidgentialty will be maintained except In the following circumstances:

Where there Is a serflous breach of department policy.
When a crime has been commitied.

When drcumstancas Ingicate those being assisted are In danger or are 3 threat to
themseives or others.

When child'eider abuse Is aleged or apparent.
When there are Indications of domestic violence.

When subpoenaed, the subpoenaed Information should be discussed with 3 legal
aavisor to Insure whether e requested Informazon or testimony should be provided.

C. Breach of Confidentiality Conssquences

Compromising a configence for any other reason than stated In exceptions t0 authorized
confgentiaity will be consigersd a3 vioiation of department policy. A Team membder who violates
configentiality may be sudject 10 nvestigation and aiscipline.

D. Breach of Confidentiality: Non-Emergency Procaduras
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Cnitical Incident Team (CIT)

3. Whenever a team member belleves a confidentiality excaption Is present, the member
will, 35 s00n 3s possible, contact the program coordinator(s) and provide a briefng on the
general circumstances of the situation.

D. If, In the judgment of the program coordinator(s), Immediate attention Is required, the
member wil disciosa all Information about the situation, Inciuding the klentity of the employee
or Individual(s) Involved. The program coordinator(s) wil Initiate appropriate steps to resoive
the matter.

c. If, In the judgment of the program coordinator, a confidentiality excaption Is not present,

the matter will be considerad confidential and the matter will go no further than the program
coordinator(s) and member.

E. Breach of Confidentiality: Emergency Procedures

If 3 member becomeas aware of an emergency situation Involving a confidentiality exception and
the program coordinator(s) cannot be Immeadiately contacied, the member will contact the on-duty
supervisor and disclose all Information.

1035.4 CIT ACTIVATION
A_ Activation Procedures

The CIT may respond to Incidents where there is lIkelhood that empioyees will be subjected to
significantly abnormal stress elther during a police Incident or at Its conclusion. The on-scane
supervisor shall notify the CIT coordinator(s). If the program coordinator(s) cannot be contacied,
the next taam member should be contactad.

Activation of the CIT should be considersd by the on-scene supenvisoricommander for the
following:

-  An on-duty Incident In which action taken by or against 3 depanment employse or
employee of another agency particlpating In 3 depariment-iad task force operation
resuits In d2ath or serious physical Injury.

- A collision Involving a department vehicle, or 3 vehicie authorized for us2 in conducting
deparment busin2ss, which results In death or serfious physical Injury.

. An off-guty Incident Invoiving an employee where a department-issued or authorized
firearm has been dischargad, causing death or serlous physical Injury.

- Anyon-guty Incident whers shots have been fired at an employee or Dy an employee,
and Is not Isted below In the exceptions.

B. Discretionary Activation of a CISM Team/Member

The on-guty supervisoricommander may activate 3 CIT team/member whenever the folowing
occurs:

«  Prolonged or violent tactical operations.
- Major disasters.
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Cnitical Incident Team (CIT)

Other stressful situations, depending on the needs of the employee(s) Involved.

Any ncident deemed serous enough by the magnitude of the circumstances to
mandate critical Incident Investigation and review.

A significant event Invoiving chikiren.

Knowing the victims Invoived In the event
Observation of 3 traumatic Incigent.
Mufti-significant Incidents within 3 short time frame.
Employees’ reaction o the Incident

C. CIT Coordinator's Activation Responsibliities

When a critical Incident occurs, the CIT coordinator(s) will communicate with the critical incident
on-scene commander to evaluate the need for CIT services. The CIT coordinator(s) will:

(3)
{0)

(e

(d)

Determine If 3 defusing or debriefing Is needed.

Initiate contact of CIT members and coordinate with their appropriate supernvisor(s) in
order to facilitate on scene action.

Contact the supervisor In charge of the Investigation or Incident to coordinate on-scane
defusing.

Determine the number of CIT members needed for 3 particular Incigent. Activation of
al or part of the CIT may depend upon the type and scope of the Incident and the
number of employees nvolved.

D. Debriefings

(3)

{0)
(<
{d)
(2)

At the conclusion of an Incident, 3 CIT coordinator(s), 3 t2am member, or any other
supervisor may raquest a debriefing be conducted for employees diraclly or Ingirectly
Invoived In the Incident.

Participation In dedriefngs is voluntary.
Debriefings wil normally be heid within three days (72 hours) of the Incident.
A mental heath professional may be present for a debriefing.

Individuals from other agencies directly Involved In the Incident may attend the
dedrienng.

E. Defusing

Any employee can amange 3 one-on-one defusing by contacting a CIT coordinatorn(s) or any team
member at any Iime of the day. An on-duty one-on-one meeting that occurs will require the prior
notiNication of the afected employee’s and 18am Member's supervisor.

Copyright Laspol, LLC 20024343, Al Rights Reascved -
Publiahed web paeriaaion Sy Lake N Clty Pollos Criical Incident Team (CIT) -6

24



Annex H (Chandler Police Department Peer Support Policy)

-~ CHANDLER POLICE
"% DEPARTMENT B-08 EMPLOYEE HEALTH AND

Fv'.’?‘c. 3
3 :9,. GENERAL ORDERS WELLNESS

'\’ (%] Serving with Courage, Fride, and Satject Efectee
o Dt cation
400 CISM PROGRAM 06/30/22

Summary This policy describes the In-house Critical Incident Stress Management
Program (CISM), L2., peer support.
A. PURPOSE
[2225)
. TOPROVIDE PROFESSIONAL INTERVENTION 10 lessen the Impact of
major events on police personnal

. TO PROVIDE SUPPORT 10 police parsonnel at the scene or after an
encounter with a critical Inclgent

The Critical Incident Stress Management Team and / or chapiain may be
called on to address the stress and frauma assoclated with critical Incidents

which Police Depariment employees encounter in the performance of their
duties

. BACKGROUND
THERE ARE UNIQUE STRESSES TO THE POLICE PROFESSION

1. COMMAND PERSONNEL should be aware that minimizing exposure
time at stressful Incidents might result In fewer stress-related problems.
This can be accomplished by rotating personnel and by removing nitial
responding personnel from Me sCene 35 500N 3s possibie.

. THE DEPARTMENT'S PEER SUPPORT PROGRAM may be calied on to
address the stress experiencad by depariment members In critical
sltuations

D. DEFINITIONS

. CRITICAL INCIDENT: An Incigent that exposes personnel to unusually
strong emotional iInvolvement

. DEFUSING: Prmarily an Information-type meeting that provides an
update on the Incikdent, Including njuries, 3s well 35 3 brief review of
stress-related symptoms and how to manage them

. DEBRIEFING: A format in which police personnel can discuss thelr

feelings and reactions, thus reducing the stress resuiting from exposure
to a crtical Inckdent

. CRITICAL INCIDENT STRESS MANAGEMENT TEAM: A frained team
of peer suppor personnel supported by one or more mental health
professionals
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Empiloyee Health: (CI3M)
oenswz2

E. COMPOSITION OF CisM
[336.1]

CPD GO B-03.400
Page 2

The team is composed of:

Rav 1
2.
3.

4.

. A SUPERVISOR: The Cperational Support Bureau lleuenant

EMPLOYEES from a cross saction of the depaniment
A PROGRAM COORDINATOR: Appoini2d by the Polica Chief
A MENTAL HEALTH PROFESSIONAL assigned to the team

F. INITIATION OF INTERVENTION

[s581)
1.

THE ON-SCENE SUPERVISOR will notify the CISM coordinator or a
team member of incidents which may quallfy as a critical Incigent and
may wamant some kind of intervention

THE ON-SCENE SUPERVISOR OR THE TEAM COORDINATOR wi
gecide to elther call out the whole team or 3 smaller group to handie the
Incident or to provide some kind of Intervention

THE CISM TEAM may be activated Dy the on-scene supenvisor for the
following Incidents:

3. The death of a Police Departmant member
b. A mass casualty iIncident
¢. Serous Injury or death of 3 citizen resulting from a Police Department

operation

THE FOLLOWING INCIDENTS MAY BE DEBRIEFED at the discretion of
the on-scene supenvisor or the team coorainator In response to the needs
of the employee(s) Invoived:

3. Incikients Invoiving the death of a child or violence o a child

b. Serous Injury to 3 member of the department

c. Loss of ie of a cltizen nvoiving a rescue operation following an
extraordinary and prolongad expenditure of physical and emotional
energy

d. Incikients that atiract extremely unusual or critical news media
coverage

€. An Incikdent In which the circumstances were so unusual or sights and
sounds so distressing as to produce a high level of immediate or
delayed emotional reaction or anxiety

THE CISM TEAM WILL DELAY their contacts untl any hnital
Investigations have been conciuded by the Criminal Investigations Bureau
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Annex I (IACP Peer Support Guidelines)

Peer Support Guidelines
Ratified by the IACP Police Psychological Services Section
San Diego, California, 2016

1. Purpose

1.1 The goal of peer support is to provide all public safety employees in an agency the
opportunity to receive emotional and tangible support through times of personal or
professional crisis and to help anticipate and address potential difficulties. Ideally, peer support
programs are developed and implemented under the organizational structure of the parent
agency. Receiving support from the highest levels within an organization helps a peer support
program to work effectively.

1.2 These guidelines are intended to provide information and recommendations on forming and
maintaining a peer support structure for sworn and civilian personnel in law enforcement
agencies. The guidelines are not meant to be a rigid protocol but reflect the commonly
accepted practices of the IACP Psychological Services Section members and the agencies they
serve. The guidelines work best when applied appropriately to each individual and agency
situation.

2. Definitions

2.1 A peer support person (PSP), sworn or civilian, is a specifically trained colleague, not a
counselor or therapist. A peer support program can augment outreach programs such as
employee assistance programs (EAPs), in-house treatment programs, and out-of-agency
psychological services and resources, but not replace them. A peer support person is trained to
provide both day-to-day emotional support for department employees as well as to participate
in a department’s comprehensive response to critical incidents. PSPs are trained to recognize
and refer cases that require professional intervention or are beyond their scope of training to a
licensed mental health professional.

2.2 To increase the level of comfort and openness in PSP contacts, assurances can be made that
such information will be protected. There are three levels of non- disclosure of personal
information to differentiate in this context:

2.2.1 Privacy is the expectation of an individual that disclosure of personal information is
confined to or intended only for the PSP.

2.2.2 Confidentiality is a professional or ethical duty for the PSP to refrain from disclosing
information from or about a recipient of peer support services, barring any exceptions
recommended to be disclosed at the outset (See Section 6).
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2.2.3 Privilege is the legal protection from being compelled to disclose communications in
certain protected relationships, such as between attorney and client, doctor and patient, priest
and confessor, or in some states, peer support persons and sworn or civilian personnel.

2.3 Anonymous statistical information is tracked using a form (electronic or paper) that PSPs
fill out to show the utilization of the peer support program; e.g., number of contacts (family or
employee), time spent (in person or telephonically), type of service, referrals given, and
follow-up services. Anonymous statistical information can be used as a guide for a department
to increase the amount of PSPs, to monitor the hours worked per PSP, and also to justify to the
department why a peer support program is necessary. It also helps the department recognize
training needs in various divisions.

2.4 Some examples of applicable activities for a PSP include the following:

2.4.1 Hospital visitation

2.4.2 Support with career-related issues

2.4.3 Post—critical incident support

2.4.4 Death notification

2.4.5 Substance abuse and EAP referrals

2.4.6 Support with relationship and family issues

2.4.7 Support for families of injured or ill employees

2.4.8 On-scene support for personnel immediately following critical incidents

3. Administration

3.1 Departments can create a formal policy that grants peer support teams departmental
confidentiality to encourage the use of such services. Such a departmental policy is
recommended to be mindful of the jurisdiction’s laws regarding legal privilege and
confidentiality that apply to PSPs. It is highly encouraged PSPs not be asked to give, or
release, identifying or confidential information about personnel they support. Management can
receive information about peer support cases through anonymous statistical information
regarding utilization of PSP services.

3.2 Departments are strongly encouraged to use a steering committee in the formation of the
peer support program to provide organizational guidance and structure. Participation by
relevant employee organizations and police administrators is encouraged during the initial
planning stages to ensure maximum utilization of the program and to support assurances of
confidentiality. Membership on the steering committee in subsequent stages is encouraged to
include a wide representation of involved sworn and civilian parties as well as a mental health
professional licensed in the department’s jurisdiction, preferably one who is knowledgeable
about the culture of law enforcement.
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3.3 It is beneficial for PSPs to be involved in supporting individuals involved in critical
incidents, such as an officer-involved shooting or when an employee is injured or killed. PSPs
often provide a valuable contribution by being available to make the appropriate referrals in
response to officers and other employees dealing with general life stressors or life crises. PSPs
also make an invaluable addition to group interventions in conjunction with a licensed mental
health professional.

3.4 In order for the department that has a PSP team to meet the emerging standard of care in
peer support programs, it is preferred that the department have clinical oversight and
professional psychological consultation continuously with a licensed mental health
professional who is qualified to provide that consultation to the PSP team. The role and scope
of the professional mental health consultant can be mutually determined by the agency and the
mental health professional.

3.5 It is recommended a peer support program be governed by a written procedures manual
that is available to all personnel.

3.6 Individuals being offered peer support may voluntarily accept or reject a PSP by using any
criteria they choose.

3.7 Management may choose to provide non-compensatory support for the PSP program.

3.8 PSPs are recommended to carry identification that is visible and also identifies their agency
and that they are a member of a peer support team.

3.9 Departments are encouraged to train as many employees as possible in peer support skills.
Peer support team size varies across agencies depending on the size of and resources available
to each agency. The number of PSPs can depend on many variables: such as the crime level
and geographical area covered by the agency; the number and size of divisions within a
department; who is transferring, retiring, or promoting; and the agency’s budget.

3.9.1 Peer support teams are encouraged to have enough trained and accessible members to
provide services to all sworn and civilian department personnel, across all shifts and divisions.
Team size is recommended to be manageable by program leaders or coordinators. Departments
are encouraged to have sworn and civilian members of the agency available to increase the
commonality when responding to personnel in different departmental positions (e.g., a sworn
officer versus a telecommunications operator).

3.9.2 Larger departments are encouraged to disseminate PSPs across sworn and civilian
personnel, divisions, and shifts throughout their agency. When economically and logistically
feasible, they can make their PSP services available to adjacent agencies. Smaller departments
may need to combine
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resources with adjacent agencies, particularly for training and critical incident support. Many
critical incident response teams already exist across services (police, fire, paramedics,
dispatchers, and so on). Additionally, building interagency team relationships is beneficial for
major incidents where the agency’s PSPs themselves are close to the incident and may desire
support (such as after an employee’s death or suicide).

3.9.3 Program managers are advised to consider long-term team planning in order to balance
the impact of transfers, promotions, and retirements on the team size and availability.

3.9.4 A peer support program coordinator is recommended to be identified to address program
logistics and development. This individual coordinates peer support activation, makes referrals
to mental health professionals, collects utilization data, and coordinates training and meetings.

3.9.5 The peer support program is not an alternative to discipline. It is highly recommended
that a PSP does not intervene in the disciplinary process. A PSP may provide support for the
employee(s) under investigation or during a disciplinary process but ideally will refrain from
discussing the incident itself. Further, it is recommended that the employee(s) are cautioned
that any information shared with the PSP regarding the incident in question might not be
confidential based on agency policies and jurisdictional requirements.

4. Selection/Deselection

4.1 Ideally, PSPs are volunteers who are currently in good standing with their departments and
who have received recommendations from their superiors and/or peers. It may be helpful to
include an interview process. The interview panel may consist of peer support members and
the licensed mental health professional associated with the peer support team.

4.2 Considerations for selection of PSP candidates include, but are not limited to, previous
education and training; resolved traumatic experiences; and desirable personal qualities such as
maturity, judgment, personal and professional ethics, and credibility.

4.3 It is beneficial that a procedure be in place that establishes criteria for deselection from the
program. Possible criteria include breach of confidentiality, failure to attend training, or loss of
one’s good standing with the department.

4.4 PSPs can be provided with the option to take a leave of absence and encouraged to exercise
this option when personal issues or obligations require it.
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5. Consultation Services from Mental Health Professionals

5.1 It is recommended that a peer support program have mental health consultations and
training. Preferably, this consultation will be available 24 hours a day and is recommended to
be with a licensed mental health professional, who is specifically trained in Police and Public
Safety Psychology and understands the specific nature of the agency involved.

5.2 It is beneficial for PSPs to be aware of their personal limitations and seek advice and
counsel in determining when to disqualify themselves from working with problems for which
they have not been trained or problems about which they may have strong personal beliefs.

5.3 After a large-scale event, it is recommended PSPs attend a mandatory critical incident
debriefing to discuss the impact the event had on their team.

6. Confidentiality

6.1 It is prudent for departments to have a policy that clarifies confidentiality guidelines and
reporting requirements for PSPs. It is recommended for a department’s policy to avoid role
conflicts and multiple relationships with individuals performing PSP roles.

6.2 It is beneficial for limits to confidentiality to be consistent with state and federal laws as
well as departmental policy. It is recommended that recipients of peer support be advised that
there is usually no confidentiality for threats to self, threats to others, and child and vulnerable
adult abuse. Additional exceptions to confidentiality may be defined by specific state laws or
department policies. In general, the fewer confidentiality restrictions, the more confidence
department members will have in the program. These can be well defined in the PSP manual,
including procedures to follow when one of these exceptions to confidentiality occurs.

6.3 It is advised that PSP members have a well-informed, working knowledge of the three
overlapping principles that have an impact on the boundaries surrounding their
communications with members within the role of peer support. Those principles are privilege,
confidentiality, and privacy.

6.4 PSPs are counseled to respect the confidentiality of their contacts, to be fully familiar with
the limits of confidentiality and legal privilege and be able to communicate those limits to their
contacts. The extent and limits of confidentiality can be explained to the individuals directly
served at the outset and, ideally, will also be provided through agency-wide trainings.

6.5 PSPs are advised not to provide information to supervisors or fellow peer support members
obtained through peer support contact and can educate supervisors on the confidentiality
guidelines established by the department.
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6.6 It is recommended for a PSP to not keep written formal or private records of supportive
contacts other than anonymous statistical information that can help to document the general
productivity of the program (such as number of contacts).

6.7 PSPs are advised to sign a confidentiality agreement, indicating their agreement to
maintain confidentiality as defined above. It is recommended that the agreement outline the
consequences to the PSP for any violation of confidentiality.

6.8 After a large-scale event, PSPs are advised to participate without giving up confidentiality,
in the “After Action” report requested by the agency. This report is produced in conjunction
with the chaplains and mental health professionals involved in the event.

7. Role Conflict

7.1 PSPs are advised to refrain from entering relationships if the relationship could reasonably
be expected to impair objectivity, competence, or effectiveness in performing their role or
otherwise risks exploitation or harm to the person with whom the relationship exists. For
example, PSPs avoid religious, sexual, or financial entanglements with receivers of peer
support. PSPs are recommended to receive training related to handling the complexities that
can develop between PSPs and receivers of peer support.

7.2 Because of potential role conflicts involved in providing peer support, including those that
could affect future decisions or recommendations concerning assignment, transfer, or
promotion, it is preferred that PSPs not develop peer support relationships between supervisors
or subordinates.

7.3 A trained PSP knows when and how to refer peers, supervisors, or subordinates to another
PSP member, chaplain, or mental health professional to avoid any potential conflicts of
interest. This includes recognition that a large number of contacts between a PSP and any one
individual may be an indication that a referral is needed.

7.4 Supervisors may have additional requirements regarding the reporting of issues such as
sexual harassment, racial discrimination, and workplace injury that can place the supervisor or
the agency in jeopardy if the procedures are not followed. PSPs are advised not to abdicate
their job responsibility as officers or supervisors by participating in the program. Each agency
is recommended to evaluate supervisor responsibilities and the viability of having supervisors
as PSPs.

8. Training
8.1 The steering committee identifies appropriate ongoing training for PSPs.
8.2 PSPs are recommended to advance their skills through continuing training as scheduled by

the program coordinator. It is recommended that four hours of update training per quarter be
provided to peer-support members.
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8.3 It is advised that PSPs be provided with a mechanism for providing feedback to the
program coordinator, including but not limited to, the request of specific training, program-
related problems in the field, or the need for new or additional resources.

8.4 Relevant introductory and continuing training for PSPs could cover the following topics:

8.4.1 Confidentiality — federal and state laws as well as agency policies
8.4.2 Role conflict

8.4.3 Limits and liability

8.4.4 Ethical issues

8.4.5 Communication facilitation and listening skills

8.4.6 Nonverbal communication

8.4.7 Problem assessment

8.4.8 Problem-solving skills

8.4.9 Cross-cultural issues, including diversity and implicit / explicit bias
8.4.10 Common psychological symptoms

8.4.11 Medical conditions often confused with psychiatric disorders
8.4.12 Stress management and resiliency

8.4.13 Burn-out

8.4.14 Grief management

8.4.15 Domestic violence

8.4.16 Medical issues with significant psychological or lifestyle impact
8.4.17 Suicide assessment

8.4.18 Crisis management intervention

8.4.19 Work-related critical incident stress management

8.4.20 Dependency and abuse (alcohol, substance, gambling, and other addictive behaviors)
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8.4.21 When to seek licensed mental health consultation and referral information

8.4.22 Relationship / family issues and concerns

8.4.23 Military support

8.4.24 Local resources (e.g., social services, AA meetings, childcare, and so on)
8.4.25 Organizational stress and communication

8.4.26 Brief screening tools

8.4.27 Wellness and self-care (for employees and PSPs)
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Annex J (Advertisement for Bulletproof Mobile App from 100 Club of Arizona)

FEATURES

Privale & Confidendial
Provicing privale and
confdential acoes to offical
1eoUICes for putiic safely
parsornel and thak fomiy

24-Hour Access

Valabie rescurces avaliobie
whan public safely perscnnel
and thal fomiies reed I most

BULLETPROOF
MOBILE APP

Check out the latest health & wellness app
developed for First Responders!

There are many variations of health & wellness
needs in the Public Safety Community. The 100
Club of Arizona brings you and your family
confidential rescurces in the palm of your hand!

USE CODE: PA12

Latest Resources
Comgrehandve collecion
of todls hat wppart and
Improve Wl responder
Pacilh ond welineas

BULLETPROOF IS GENEROUSLY SPONSORED BY:

THE BOG & RENEF

PARSONS

FOUNDATION
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Annex K (Implementation Schedule for the new peer support program)

Task Assigned Due Date
Review plan for additional Chief Carney May 30, 2023
budget items / add those items
onto pending FY2023/24
budget proposal
Selection of 4 Paradise Valley Chief Carney, June 30, 2023

Police Officers to become the
initial members of the new
peer support team.

Commander DiVenti,
Commander Beumler

Select Partner Agency

Chief Carney

June 30, 2023

Train the 4 new peer support
officers

Sgt. Williams

July 28, 2023

Ensure Bulletproof mobile
application is running
effectively

Systems Manager Perea

July 28, 2023

Order signage and pamphlets

Chief’s Executive Secretary

August 7, 2023

Complete Memorandum of
Understanding (MOU) with
partner agency

Town Attorney

September 1, 2023

Program introduction

Chief Carney

September 4, 2023
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Annex L (Executive Summary)

OPTIONS FOR DEVELOPING AN OFFICIAL PEER SUPPORT PROGRAM FOR
THE PARADISE VALLEY POLICE DEPARTMENT TO ENHANCE OFFICER
WELLNESS

Problem

All police officers are subjected to several work-related stressors, both occupational and
organizational. The Paradise Valley Police Department (PVPD) does not currently have a
formal peer support team in place which can be an essential piece to a comprehensive
officer wellness program. According to Walden University, not only do more officers die
from suicide than those in the line-of-duty, but that rate increases to three times the
national average for those serving in smaller departments (Walden University, 2023).

Possible Solutions

e PVPD can develop its own in-house peer support program.

e PVPD can partner with another valley agency such as Scottsdale Police Department
who has an existing peer support program.

e PVPD can utilize the Bulletproof mobile application to help refer its officers to
mental health services (Annex J).

Recommendation

It is recommended the Paradise Valley Police Department Office take a comprehensive
approach and approve all three solutions. The department should develop its own peer
support team at the same time partnering with another valley agency that already has an
established peer support program. Finally, PVPD should incorporate the Bulletproof
mobile application to shore up and maintain information for this new partnership. The
successful implementation will require the cooperation and coordination of the police
department command staff, training unit, systems manager, and town attorney in order to
go live with the new peer support program on Monday, September 4, 2023 (Annex K).

[ ] Concur [ ] Do not concur

Freeman Carney, Chief of Police
Paradise Valley Police Department
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