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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). 
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- 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). 
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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: 
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 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. 
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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: 

 
Ø 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: 

• 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).   

o Cons: 

• 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. 

o Costs: 

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

badges 

 

Ø 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. 
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• 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. 

o Cons: 

• 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. 

o Costs: 

• Unknown 

 

Ø 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. 

o Cons: 

• Untested 

• May not suit each officer’s needs 

• This would be a one way of communication; officers would have to 

reach out. 
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o Costs: 

• 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. 
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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                   □ Concur           □ Non-Concur 

Paradise Valley Police Department 

 

 

Comments: 
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Annex E (Police Officer Suicides from 2017 – April 2023) 
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Annex G (Lake Havasu City Police Department Peer Support Policy) 
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Annex H (Chandler Police Department Peer Support Policy) 
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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) 
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Annex K (Implementation Schedule for the new peer support program) 
 

Task Assigned Due Date 

Review plan for additional 
budget items / add those items 

onto pending FY2023/24 
budget proposal 

 

Chief Carney May 30, 2023 

Selection of 4 Paradise Valley 
Police Officers to become the 

initial members of the new 
peer support team. 

 

Chief Carney, 
Commander DiVenti, 
Commander Beumler 

June 30, 2023 

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 
 

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

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

 
• 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 


