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Foreword

Law enforcement has always been a stressful occupation.
However, there appear to be new and more severe sources of
stress for law enforcement officers than ever before. Some of
these stresses are related to increased scrutiny and criticism
from the media and the public and to anxiety and loss of
morale as a result of layoffs and reduced salary raises. Even
positive changes in law enforcement have increased stress
for some officers: while community policing can increase
officer job satisfaction and overall departmental efficiency
and morale, the transition to this approach can cause appre-
hension. Furthermore, in recent years there has been in-
creased recognition of longstanding sources of stress, in-
cluding those that some police organizations themselves may
inadvertently create for officers because of their rigid hierar-
chical structures, a culture of machoism, minimal opportuni-
ties for advancement, and paperwork requirements.

It is also becoming increasingly clear that law enforcement
frequently exacts a severe toll on the family members of the
officer. We should be concerned about the stress that law
enforcement work creates for family members for its own
sake, and we also need to recognize that a stressful home
environment can impair an officer’s ability to perform his or
her job in a safe and effective manner.

In response to these issues, we have seen heightened interest
in identifying and implementing strategies that will prevent
and treat law enforcement stress, including its impact on
stress on officers’ families.  This   Issues and Practices report
provides a comprehensive and up-to-date look at a number of
law enforcement stress programs that have made serious
efforts to help departments, individual officers, civilian
employees, and officers’ families cope with the stresses of a
law enforcement career. The publication is based on nearly
100 interviews with mental health practitioners, police ad-
ministrators, union and association officials, and line offic-
ers and their family members. It provides pragmatic sugges-
tions that can help every police or sheriff’s department
reduce the debilitating stress that so many officers experi-
ence and thereby help these officers do the job they entered
law enforcement to perform—protect the public.

Jeremy Travis
Director
National Institute of Justice
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Executive Summary

Contents and Background of This
Report
This publication provides practical guidance regarding the
development and maintenance of a law enforcement stress
program. The information is based largely on interviews with
nearly 100 people, including mental health practitioners, law
enforcement administrators, union and association officials,
and almost 50 line officers and family members from both
large and small agencies. The publication does not discuss
specific counseling approaches but does include references
to counseling literature and related resources.

Law enforcement officers face a number of sources of stress
particular to their field, ranging from organizational de-
mands (e.g., shift work) to the nature of police work itself
(e.g., exposure to violence and suffering). In addition, some
officers report new or increasing sources of stress, including
those which result from the implementation of community
policing, negative publicity, and reduced resources. It is
important that stress programs address the needs of the
family members of department personnel, who can be a
source of considerable stress or support for officers and who
themselves frequently experience difficulties associated with
their spouse’s or parent’s law enforcement work.

Planning the Program
A program planner or independent practitioner who expects
to provide mental health services to law enforcement agen-
cies—or wishes to improve or expand existing services—
needs to include key law enforcement administrators, labor
representatives, officers, and family members in the plan-
ning or expansion process, and to conduct a needs assess-
ment, form an advisory board, formulate program objec-
tives, and develop written policies and procedures that
identify the extent and limitations of program activities. Law
enforcement stress experts recommend a systematic and
holistic approach to program development, focusing on both
the prevention and treatment of stress at the individual and
organizational levels.

Structuring the Program
To provide such services, a planner can establish an in-house
program, an independent external organization, or a combi-
nation of the two. Each option has advantages and draw-
backs. Regardless of program structure, stress program ser-
vices must be delivered in a location that is accessible and
completely private—typically, not in a law enforcement
department building.

Choosing Among Staffing Options
Stress program staffing configurations may differ and may
include nonsworn mental health professionals, sworn mental
health professionals, interns, chaplains, volunteers, and peer
supporters. Careful screening, thorough training, and strong
management support are especially essential for peer sup-
porters to be of benefit.

Establishing a Referral Network
Program staff and independent practitioners need to select
and monitor qualified external service providers to whom
they can refer selected officers and family members in the
event of lack of time to treat them in-house or if special
counseling skills are required.

Dealing With Confidentiality
Strict confidentiality (within the limits of the law) is essential
to program success. However, there are exceptions to the
privileged nature of communication between clients and
licensed mental health practitioners, some of which vary
from State to State. To help ensure confidentiality, program
staff can distribute clear confidentiality guidelines, maintain
appropriate client records, and either send mandatory refer-
rals to external counselors or clearly distinguish between the
treatment of voluntary and mandatory referrals within the
program. In addition, staff need to consult with legal counsel
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in order to clarify their legal responsibility for maintaining
confidentiality and reduce their exposure to lawsuits.

Marketing the Program
To be successful, a stress program must generate awareness,
support, and referrals from administrators, mid-level manag-
ers, union or association officials, line officers, nonsworn
personnel, and family members of all personnel. In order to
generate support, program staff involve these target groups
in program planning, provide training, and make themselves
available around the clock. In the end, however, word of
mouth is the best source of support.

Preventing Stress and Stress-
Related Problems
Training officers and their families to recognize sources and
signs of stress and to develop strategies for coping with it is
a primary goal of any stress program. Most practitioners
believe that the academy is the best time to begin, but
in-service training is useful for reinforcing and extending
basic concepts and strategies.

Reducing Organizational Stress
Because certain structures and practices within law enforce-
ment agencies themselves can be a significant source of
stress for officers and family members, program staff and
independent clinicians sometimes work with departments to
modify agency policies and procedures. Program staff have
worked to alter rigid hierarchical structures, to make shift
work more flexible, to improve supervisors’ training meth-
ods, to provide conflict management among officers, super-
visors, and managers, and to help create  better matches
between officer skills and the needs of a given job. In
addition to reducing stress for individual officers such orga-
nizational changes can improve the overall efficiency of the
agency itself.

Responding to Stress-Related
Problems After They Occur
Among the treatment services that law enforcement stress
programs can provide are short- and long-term counseling,

critical incident stress debriefing, crisis intervention, and
assessment and referral to other providers.

Services for Family Members:
Treatment and Training
Since many practitioners report that most problems for
which officers seek assistance involve relationship difficul-
ties, programs are increasingly providing services, including
peer support, for family members.

Monitoring and Evaluating the
Program
Program staff and independent practitioners who regularly
monitor and can evaluate their own services are more likely
to be able to maintain or increase their funding and to find
ways of improving program operations and effectiveness.
Several guidelines suggest how to conduct useful process
and impact evaluations.

Managing Program Costs and
Funding
Program staff and consulting mental health professionals can
benefit by estimating both their total operating expenses and
their unit costs, such as cost per client or counseling hour.
While practitioners consulted in this study have found a
variety of ways to save money and to secure funding, it
should be noted that some managed care plans limit the
ability of programs and individual counselors to provide
services.

Tapping Other Resources
A limited search identified organizations and written mate-
rials and that can provide assistance in establishing or im-
proving a stress program. Experienced staff from several
stress programs are available to provide consultation by
telephone.
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(2) The board of directors should hire a second psychologist.

(3) The program should no longer carry out fitness-for-duty
evaluations because they conflict with its role as an
employee service.

(4) Better efforts were needed to make command staff
aware of the services that the program could offer.

(5) The program needed a clearly written statement of
purpose for the organization.

The board carried out all the recommendations, except for
the first one. “In looking back over all the varied activities of
our program,” Douglas Gentz, the program director, later
wrote, “I can find no single project which did our organiza-
tion more good than the evaluation. I strongly recommend it
as a way to (1) increase the effectiveness of a . . . program;
(2) increase the credibility and good working relationship
between the department and the program; (3) clarify and
refine the program goals; (4) enhance the general well-being
of the service delivery and clerical staff; and (5) provide a
benchmark for future evaluations.”5

Reporting the Data

Distributing copies of the report to key commanders (e.g., of
the SWAT team) and agency units (e.g., personnel) can help
develop or increase awareness of the program and its ser-
vices. The Palo Alto Police Department posts its stress
program’s quarterly reports for the entire department to
read.6 The reports provide monthly tallies for, among other
program activities, consultations to line staff, supervisors,
and management (and whether the consultation was work-
related or dealt with personal matters); meetings, including
debriefings, staff meetings, and watch meetings; ride-alongs;
and field training officer contacts. The bargaining agreement
between the Michigan State Police troopers’ association and
the department includes the following sentence: “[N]othing
herein is intended to prevent the departmental psychologist
from compiling statistical records, or making general reports
with reference to the types of problems and the needs of
departmental employees, as long as copies of said reports are
simultaneously provided to the Association.” By contrast,
Miami’s Metro-Dade program deliberately does not publish
its monitoring reports to avoid giving the media an opportu-
nity to misuse the data to criticize the department.

The Palo Alto Police Department posts the
quarterly reports prepared by its stress program
for the entire department to read.

Evaluating Effectiveness:
Conducting an Impact Evaluation
An impact evaluation (sometimes also called outcome or
summative evaluation) is designed to show what effects a
program has had on its clients and the department as a whole.
Program staff should not conduct an impact evaluation until
the program has been properly implemented and appears to
be on its way to achieving its process objectives. It takes time
for a program to get started, for deficiencies to become
apparent, and for corrective actions to be put in place. As a
result, an impact evaluation can normally begin during a
program’s second or third year and then be updated every
few years thereafter.

Implementing an impact evaluation requires the develop-
ment of outcome measures and the design of an evaluation
methodology, which usually require considerable expertise.
While program staff are often qualified to conduct process
evaluations, this may not be the case with impact evaluations.
Outside help is likely to be essential.

Outcome Measures

For impact objectives, the indicators measure a result or
outcome that the program is designed to accomplish (e.g.,
decrease in the number of days that personnel are absent this
year compared with the number for the previous year). Staff
also need to identify where the needed data may be found and
negotiate obtaining them (e.g., gain access to the department’s
personnel records for data on absenteeism). Listed below are
several outcome measures that staff can use to assess the
program’s impact on clients. The measures are divided into
two sets according to where the data will come from: (1)
personnel records and (2) specially designed survey ques-
tionnaires. Both types of outcome measures have their limi-
tations. Personnel records, for example, may be incomplete
or inconsistently filled out, while specially designed surveys
can be ignored by the people who need to fill them out,
questions that are phrased improperly can yield inaccurate
data, and baseline data are needed for before-and-after
comparisons (see the box “Writing Evaluation Questions”).
As a result, the most useful evaluations employ both types of
measures.
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Data from Personnel Records

When available, personnel records can provide valuable
information about program effectiveness, such as data for

• absenteeism and tardiness (e.g., total number of days on
sick leave, total number of unexplained absences from
detail, tardiness to roll call or detail),

• number of on-the-job accidents,

• job performance (e.g., failure to respond, failure to use
good police procedure, violation of department rules
and regulations),

• civilian grievances or complaints (e.g., inappropriate
brandishing of weapons, excessive force, civil rights
violations),

• disciplinary actions (e.g., suspensions, fines, job termi-
nations), and

• premature retirements or disability pensions.

Specially Designed Questionnaires

While treatment records already in use can provide some
information that can indicate program effectiveness, pro-
gram staff must often develop and administer questionnaires
to obtain truly useful information, such as data on

• medical examination results (e.g., height, weight, body
fat, blood pressure, heart rate, and number and type of
physical complaints),

• present levels of alcohol and drug use,

• reported level of job satisfaction (including morale and
satisfaction with supervision and hierarchical and cross-
functional communication),

• reported level of job-related stress and frustration (e.g.,
ratings of stress generated by certain types of situations
encountered on and off the job),

• supervisor ratings of job performance, and

• reported level of family-related stress.

Questions devised for these instruments must be phrased in
a balanced way that permits accurate measurement of re-
spondents’ true opinions (see the box “Writing Evaluation
Questions”).

Selecting a Research Design

A useful impact evaluation involves much more than record-
ing changes in clients’ work performance, job satisfaction, or
general health. Knowing that changes occurred is important,
but insufficient. Beyond that, there must be a demonstration
that the program was the cause of those changes. Such a
demonstration requires a comparison between those clients
and another sample of similar police officers who did not
receive program services.

Anecdotal Evidence Can
Sometimes Be Useful

While always suspect, some types of anecdotal evi-
dence can be suggestive of program impact, espe-
cially when they involve a pre/post comparison or a
matched group comparison. For example, a Bureau
of Alcohol, Tobacco, and Firearms (ATF) agent in-
volved with both the Waco conflagration and the
Oklahoma City bombing told of how his family never
talked about the Waco events at home until after
they had participated with an ATF peer support
group in Oklahoma City. Until that time, he reported,
“It was not okay to talk about or even feel anything
about these incidents.” Furthermore, the peer sup-
port group visited the school this agent’s children
attended. As a result, the children, who previously
had considerable anxiety about going back to school,
became more comfortable returning. This anecdote
is indicative of the program’s effectiveness because
it suggests that the improvements in the agent’s
family were probably due to the intervention of the
peer supporters (although something else in the
family’s life could conceivably have been the cause).
By contrast, when officers credit the program with
having enabled them to remain on the job, there is no
way of knowing whether they would have actually
quit had they not participated.
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With limited staff, time, money, and expertise, few programs
can conduct the type of experiment that can unequivocally
prove program impact—randomly assigning some officers
and family members in need of counseling to a “control”
group that is refused program services so that this group can
be compared with clients who did receive services. Further-
more, most program staff would consider it unethical to deny
services to any officer or family member who seeks help. In
addition, many of the individuals assigned to the control
group might seek counseling elsewhere, with the result that
they could no longer be considered “controls.”

As a result, most program directors settle for what are called
“quasi-experimental” research designs (see the box “Two
Acceptable Research Designs”). While not perfect, quasi-
experimental research designs can still yield extremely use-
ful information if their findings are approached and evalu-
ated with caution. The studies reviewed below are examples
of this type of research.

• Nancy Bohl, Director of San Bernardino’s Counseling
Team, compared a group of 40 male officers from
several police departments who had received a 1-1/2-
hour group debriefing after a critical incident with a
group of 31 officers in departments that received no

Writing Evaluation Questions

The manner in which a question is worded may affect how the respondent uses the rating scale. Consider this
example: “To what extent do you find the department’s handling of officers involved in a critical incident to
be a source of stress?” Clearly, this phrasing strongly suggests that the respondent should agree that the typical
handing of a  critical incident is a stressful experience. This alternative wording would be better: “Do you find
the way your department handles officers involved in a critical incident to be stressful?”

The response alternatives provided on a rating scale must be balanced, as well. This example fails to achieve
that balance: “On the whole, how would you rate your satisfaction with your job—very satisfied, satisfied, not
at all satisfied?” This set of response alternatives would be better: “very satisfied, mostly satisfied, neither
satisfied or dissatisfied, mostly dissatisfied, very dissatisfied.”

Questions must also be worded in a way that avoids potential “social desirability” effects. Respondents are
often motivated to avoid looking foolish and will give what they think are socially desirable responses. Consider
this example: “Have you made a sincere effort in the past several months to improve your relationship with your
immediate supervisor?” Regardless of what effort they have in fact made, some officers will indicate that they
have done so. Similarly, even if ironclad confidentiality can be guaranteed, many officers will be reluctant to
admit to wrongdoing (e.g., alcohol abuse, violation of department regulations).

Respondents may also provide answers they think the questioner wants or expects to hear. Consider the
following question: “Since your involvement with the stress program began, has your level of job satisfaction
increased, decreased, or stayed the same?” If the questioner is on the stress program staff, some respondents
may be reluctant to admit that their satisfaction has actually decreased or remained the same, not increased.
To avoid this bias, questions must be phrased in a way that does not betray the questioner’s real motivation
in posing them.

Since these kinds of biases can be introduced in subtle ways, project staff inexperienced in designing and
administering questionnaires may want to ask a professional researcher to review both the phrasing of all
questions and the project’s plans for their administration.
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debriefing. Written data were collected from the 71
officers three months after their critical incidents. The
results showed no difference between the groups in
terms of the measure of anxiety. However, the officers
who participated in the debriefing were significantly
(statistically) less depressed and angry, and had signifi-
cantly fewer stress-related symptoms, than the untreated
officers.7

• A study of a Philadelphia Police Department program
for alcoholic officers found that the typical officer in
inpatient treatment cut his or her sick leave days from
nearly 21 to under 10 days per year, reduced injury days
from just over 4 to just over 2 days per year, and reduced
suspension days from over 2 to just over 1 day per year.8

This study cannot prove with certainty that it was the
program that produced the favorable results; perhaps
many of these officers would have improved without
inpatient care. Nevertheless, the evaluation illustrates
how three key measures of program effectiveness (sick
leave, injury, and suspension days) can be used to
suggest strongly that a program is effective. The results
also illustrate another important feature of doing a
process or impact evaluation: the desirability of con-
verting the benefits into dollars so that department
administrators see that their expenditure of agency funds
for the stress program pays off—literally.

Perhaps the most useful information an impact evaluation
can yield, in addition to suggesting the need for program

Two Acceptable Research Designs

One Group Pre-Test/Post-Test Design

With this design for measuring the impact of a stress program, outcome measures are taken for program
participants both before and after treatment, but there is no comparison group. Because it can be
implemented easily at low cost, this design is the most commonly used—the Philadelphia Police Department
study reviewed in the text is an example of this type of research design. The objection to this design is that other
events that occur while the officers are in treatment may be the actual causes of any observed changes,
rather than the program itself. For example, department rules and regulations or their enforcement may
change; a supervisor who has never been liked or respected by line officers may retire; labor-management
relations may improve. Without information from a comparison group, the contribution of these other factors
cannot be completely excluded.

Nonequivalent Control Group Design

This design involves choosing a group of officers or family members who, for whatever reason, did not
participate in counseling or training sessions and comparing their experiences with those of officers and family
members who did receive these services. The San Bernardino study summarized in the text is an example of
this type of research design. This design makes it easier to determine whether some external change is
responsible for improvement in the treated officers and family members (such as a change in command staff)
because, if so, the matched group should show improvement, too. The limitation of this design is that the
officers or family members who do not seek counseling may differ in some important respects from those who
do. The problem of noncomparable groups can be reduced if it is possible to select officers and family
members for the matched comparison group who are as similar as possible to the counseled group, for
example, in terms of years of service, gender, marital status, rank, and type of stress-related problem. The only
way to eliminate this problem completely, however, would be to assign officers and family members seeking
counseling or training randomly to one group that gets counseling and one that does not, which programs
obviously cannot do.
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improvements, is that the program is cost-effective. This
means that the program saves the department more money
than it costs to run it.

• The Philadelphia study described above enabled the
department to conclude that it had more than recovered
the costs of running the program in the three years of the
program’s operation. The department expected to save
over $50,000 per year in the future because of the
program’s activities.

• Two of 27 inspectors in the Postal Inspection Service
who had sought counseling in 1993 with police psy-
chologists under contract to the agency reported that the
program was an alternative to their taking disability
leave. The average salary and benefits for an inspector
total about $85,000 per year. Typically, disability leaves
are taken for at least a year, and it is not uncommon for
inspectors to resign or take disability retirement. The
total cost to the Inspection Service for paying psycholo-
gists to counsel the 27 inspectors was $13,070. Had
even one inspector taken disability leave (let alone early
retirement), there would have been additional medical
bills associated with the disability. Based on these data
alone, the counseling program appears to have been
very cost-effective.

The checklist on the following page summarizes the steps
involved in implementing an impact or process evaluation
regardless of the design chosen. For additional information
about different evaluation designs and the evaluation pro-
cess, program staff can consult two standard works in the
field:

• T.D., Cook, and D.T., Campbell, Quasi-Experimental
Design and Analysis: Issues for Field Settings. Rand
McNally, 1979.

• P.H., Rossi, and H.E., Freeman,  Evaluation: A System-
atic Approach. Third Edition. Beverly Hills, California:
Sage, 1985.

However, even with these aids as guides, most programs
should engage the help of outside research specialists in
conducting any type of impact evaluation both to ensure
objectivity in the findings (and, equally important, the ap-
pearance of objectivity in the findings) and to bring the
necessary expertise to bear on the technical issues involved
in this type of assessment.
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 1. Decide on the evaluation’s goals—why it is being
conducted*

 2. Identify the evaluation’s audience(s)

◊ program staff
◊ department
◊ union or association
◊ general public
◊ other

 3. Decide who will conduct the evaluation

◊ program staff?
◊ outside consultant?
◊ both collaborate?

 4. Decide on type of evaluation*

◊ process evaluation?
◊ impact evaluation?
◊ select research design

(e.g., quasi-experimental)

 5. Select measures of program performance
and effectiveness, based on program goals and
objectives*

◊ direct observation of behavior?
◊ objective indicators of behavior change?
◊ both?
◊ quantitative?
◊ qualitative?

6. Select types of respondents

◊ line officers
◊ administrators and managers
◊ civilian staff
◊ family members

Checklist of Steps for Evaluating a Program or a Program Activity

* See text for more detailed information about these steps.

 7. Select measurement methods*

◊ survey?
◊ records analysis?
◊ interviews?

 8. Develop data collection instruments and estab-
lish methods of administration*

 9. Decide how many respondents to contact or
events to observe

◊ all eligible respondents (universe)
◊ random sample
◊ non-random sample

 10. Decide when to collect the data*

◊ collect data prior to program participation
(baseline)?

◊ collect data after program participation
(post-intervention)?

 11. Collect the data

◊ take steps to obtain a high response rate
◊ ensure respondents’ anonymity
◊ use trained data collectors

 12. Analyze the data*

◊ use descriptive statistics (e.g., what percent
of eligible officers participated in the pro-
gram?)

◊ use inferential statistics (e.g., were officers
who participated in program training less
likely to require disability leave due to stress-
related problems?)

 13. Interpret and report the results

◊ clarify the evaluation’s limitations
◊ tailor the report or reports to the intended

readership
◊ conclude with recommendations
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Chapter 13
Managing Program Costs and Funding

Due to fiscal constraints, law enforcement executives are
reluctant to fund department activities, especially non-line
law enforcement services such as stress programs, that lack
visibility in the community. For this and other reasons, new
law enforcement stress programs tend to have difficulty
obtaining funding, while existing programs usually remain
underfunded. These realities heighten the need for programs

to keep costs to a minimum and for program staff and
independent mental health professionals to present strong
justification for initial and continued funding. This chapter
discusses the basic elements of program costs, options for
reducing or containing costs, possible outside sources of
supplemental funding, and strategies for convincing man-
agement to support the program adequately.

Key Points

• Stress programs and consulting mental health professionals need to estimate the costs of their services.
This estimation involves identifying cost elements, such as personnel and rent, and calculating unit costs,
such as cost per client or counseling hour.

• Clinicians have found a variety of ways of saving money, including

— securing in-kind contributions,
— increasing their use of relatively inexpensive staff,
— referring some clients to outside sources of help,
— devoting less time to high-cost services,
— serving other agencies, such as correctional departments,
— putting in uncompensated overtime.

• Programs and independent consultants have been able to tap a variety of funding sources besides the
law enforcement agency, including

— officer unions and associations,
— State and local governments,
— private funding sources.

• Program staff increase their chances of securing or increasing funding from the department if they
increase police chiefs’ motivation to provide funds by

— offering to improve the department’s image,
— showing how the department can save money,
— offering to improve the department’s efficiency and morale,
— documenting stress among department personnel.

• Managed care plans may limit programs’ and individual counselors’ ability to provide services because
of screening requirements and restrictions in mental health coverage.
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Estimating Program Costs
Most programs have incomplete cost information because of
the difficulty of estimating their expenses. Separate budget
line items for the operation of in-house programs generally
do not exist; staff, office space, and equipment may be shared
with other department units; and in-kind contributions of
space, supplies, and personnel are often used.

Identifying Cost Elements

Many programs, however, share certain cost elements:

• personnel, including staff salaries and benefits, which
account for the bulk of total costs in programs with paid
staff;

• consultants, who may be used in addition to or in place
of in-house staff;

• rent and utilities;

• vehicles (or mileage reimbursement if personal cars are
used) for responding to emergencies and meeting clients
away from the program’s offices;

• equipment and supplies, such as beepers, paper, books
and periodicals, business cards, program brochures,
training materials, and coffee;

• telephone, fax, and postage; and

• travel, for example to conferences and training semi-
nars.

In addition, programs that are just starting will incur some
one-time start-up costs that staff of established programs
typically need not consider, such as the purchase of office
furniture, computers, and duplicating machines, and possi-
bly the development of a peer support component.

Independent mental health professionals who consult to law
enforcement agencies may also have difficulty estimating
their costs because officers may constitute only a part of their
practice, reimbursement will vary according a given officer’s
insurance coverage, and the practitioners may provide sig-
nificant pro bono services to the departments they serve in
the way of free counseling, crisis intervention, and training.

Calculating Unit Costs

Calculating unit costs can be useful for monitoring costs over
time, identifying increases or decreases in program or indi-
vidual counselor efficiency, and showing funding sources
how inexpensive the program is on the basis of some unit of
service delivered. The most common measures are likely to
be cost per officer or family member counseled, cost per
counseling session, and cost per participant in training ses-
sions. These figures can be calculated easily by dividing total
program costs by the total number of clients, counseling
hours, or training participants. Of course, this calculation
cannot be validly made by programs or counselors that
perform several activities—for example, counseling, super-
vision of a peer support component, and stress management
training—unless staff keep track of the number of hours they
devote to each activity. If they do keep such a record, they can
determine the percentage of time they spend on each activity,
multiply that percentage by their total expenses, and divide
the resulting figure by the per-unit measure. For example,
assume a counselor spends 40 percent of her time counseling
officers and has bottom-line expenses of $100,000 per year
for all the services she provides the department. This means
that approximately 40 percent of her $100,000 in expenses,
or $40,000, are devoted to client counseling. If she treats 20
officers and family members in the year, her cost per client
is $2,000.

By estimating the number of officers and family members
likely to need counseling, and the number of sessions they
could be expected to need on average, the director of Erie
County’s Law Enforcement Employee Assistance Program
negotiated contracts with each participating agency accord-
ing to which the agency pays $14 per officer or nonsworn
employee in its department per year. Of course, this amount
of money could be inadequate or excessive depending on
actual program utilization. Furthermore, the harder program
staff work to recruit clients, the lower the program’s per-
client reimbursement will be. The director of Tulsa’s Psy-
chological Services tries to solve this dilemma by negotiat-
ing a total budget with the police and fire departments that
slightly exceeds anticipated program usage and then revert-
ing any unused funds to the city. As a result, between $4,074
and $22,273 has reverted to the city each year, or between 2
and 15 percent of the program’s budgeted amount.
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Ways of Saving Money
Program staff and independent practitioners have found a
variety of strategies for minimizing costs.

Secure In-Kind Contributions

Some programs receive in-kind contributions of space or
supplies, such as rent-free or less-than-market-rate office
space. In Boston, the police stress program at one time
occupied offices rent-free on city-owned hospital grounds.
For over a decade, the Catholic Archdiocese has provided
the San Francisco Police Department’s stress unit with free
office space at a seaman’s mission owned by the church.

Devise Alternative Staffing Configurations

There is the potential for considerable cost savings in the area
of program staff, since salaries and fringe benefits typically
account for most program costs. The use of consultants,
volunteers, student interns, and peer supporters, instead of
regular paid staff, can sharply reduce program costs. “It is
assumed that mental injuries require the services of highly
paid mental health professionals,” one observer writes, but
the same observer concludes that “in the few studies that exist
regarding effective coping skills, peer support appears to
provide the treatment of choice for traumatic sequelae [after-
effects].”1  However, staff need to weigh carefully the sav-
ings gained by this approach against the benefits of hiring
licensed professionals and in-house staff. See chapter 4,
“Choosing Among Staffing Options,” for a discussion of the
benefits of hiring licensed professionals as well as the
advantages and disadvantages of using volunteers, interns,
and peer supporters.

Network

Programs may be able to save money by referring some or
even all officers and family members to independent mental
health professionals, group practices, and agencies, and by
limiting the number served by in-house clinicians. Another
option, used by several programs, is for program staff to
conduct only short-term counseling (for example, for up to a
year) and to refer long-term clients to outside practitioners.
Chapter 5, “Establishing a Referral Network,” discusses the
advantages and drawbacks to using consultants to provide
some program services.

Change Services Mix

Program directors and independent practitioners who are
considering or are already providing different types of ser-
vices can consider reducing or eliminating one or more of
these activities in order to save money or to devote additional
resources to the remaining types of services. For example,
Tulsa’s Psychological Services, which provides counseling,
consultation to department supervisors, education and train-
ing, and research and development, has steadily reduced the
percentage of staff hours devoted to providing consultation
to police managers and has increased the percentage of hours
devoted to counseling officers and family members. Whereas
7 percent of staff time was spent on consultative services in
1987 and 79 percent on counseling, by 1994 the percentages
were 1 and 86 percent, respectively.

Serve Other Agencies

Programs can sometimes achieve economies of scale if they
increase the number of agencies they serve. For example,
Tulsa’s Psychological Services serves the city’s fire depart-
ment as well as its police department. The Rhode Island
Centurion Program and San Bernardino’s Counseling Team
contract with correctional facilities as well as law enforce-
ment agencies.

Put In Overtime

Staff in most programs contribute uncompensated overtime
in order to get the job done, conducting trainings or treating
some clients for free or at reduced rates. The director of the
Counseling Team in San Bernardino is able to make up partly
for the way her pro bono treatment of clients lowers her
average hourly counseling fee by requiring full compensa-
tion for the training she conducts around the country.

Sources of Funding
Many programs are funded entirely by a single law enforce-
ment agency. However, even if the department provides
complete or core program funding, supplemental funding
from other sources may still be needed. In addition, small law
enforcement agencies, which constitute the vast majority of
police and sheriffs’ departments in the country, can rarely
afford in-house stress programs. Mental health professionals
who serve these departments have to supplement their in-
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come with some combination of private clients, teaching, or
contracts with a number of law enforcement or correctional
agencies.

The Adams County, Colorado, Sheriff’s Depart-
ment secured a $26,000 annual grant from a local
victim/witness assistance and law enforcement
board to hire a psychologist in part by explaining
that the stressful nature of the work makes police
personnel “victims” of crime.

The following are funding sources that programs, group
practices, and independent practitioners can try to tap:

• Unions and associations. For many years, the San
Francisco police officers’ association contributed as
much as $2,000 each year (obtained from membership
dues) to the department’s stress unit. The association
still pays the unit’s telephone bills. The Teamsters
Union, which represents Erie County sheriff’s deputies,
covers the cost of the beeper used by the director of the
Erie County Law Enforcement EAP. The Metro-Dade
police officers’ association sometimes provides finan-
cial assistance to officers who do not have insurance
coverage that covers mental health treatment. The Dade
County Chiefs of Police Association established a Po-
lice Officers Assistance Trust to help defray the costs of
counseling and other needs associated with catastrophic
events such as an officer’s or family member’s death.
Money is raised through fundraising events like golf
tournaments and stock car races. Fraternal Order of
Police fundraisers provide modest support for the Rhode
Island Centurion Program; however, John Carr, the
program director, warns that “because taking union
money may lead management to regard the program as
being in bed with labor, it is best to try to secure financial
or administrative support, with clear policy guidelines,
from both labor and management.”

• State and local governments. The county provides the
Metro-Dade program with second-dollar funding through
the Law Enforcement Trust Fund, made up of money
and proceeds from the sale of goods confiscated during
drug seizures. The Psychological Services Division of
the Prince Georges County (Maryland) Police Depart-
ment, established in 1979, was maintained until 1988
with grants from the Governor’s Commission on Law
Enforcement.2 Some departments obtain funds from
their State’s Peace Officer Standards and Training

(POST) agency, for example, by securing reimburse-
ment to pay POST-certified instructors for providing
stress-related training to personnel or peer supporters.
The Adams County, Colorado, Sheriff’s Department
secured a $26,000 annual grant from a local victim/
witness assistance and law enforcement board to hire a
psychologist. The department won the grant by explain-
ing that officers and nonsworn personnel, because of the
stressful nature of their work, were themselves “vic-
tims” of crime.3

• Private funding sources, such as community-based or-
ganizations and foundations. As noted, the local Catho-
lic Archdiocese provides the San Francisco stress unit
with free office space. Such sources can be useful not
only for underwriting program costs but also for helping
to pay for treatment for officers who require outside
assistance that their insurance does not cover. For ex-
ample, the director of the Erie County program was able
to convince an inpatient facility to treat an alcoholic
officer for free. Interphase 911, a treatment center for
law enforcement officers in Florida, has also occasion-
ally offered “scholarships” for officers who lack finan-
cial resources. (Such a strategy can work to the advan-
tage of the treatment center if it later obtains referrals of
insured officers.)

Program staff who have secured grants stress the importance
of writing detailed, comprehensive proposals that include a
statement of objectives, an explanation of the specific ways
the money will be used, and a detailed line-item budget.

Strategies for Securing Funds
Chapter 9, “Reducing Organizational Stress,” suggests a
number of approaches to motivating top administrators to
change the way their department is run in order to reduce
stress among personnel. As discussed below, with slight
variations several of these strategies can also be used to
obtain funding, or additional funding, for the stress program.

Offer To Improve the Department’s Image

Program staff and independent practitioners can suggest how
establishing or expanding services designed to reduce of-
ficer stress can simultaneously improve the department’s
image. It was eight officer suicides in five years, three of
them in 1994, that prompted the Philadelphia police depart-
ment to create the agency’s first stress manager position.4
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Show How the Department Can Save Money

Early identification of critical incident stress and prompt
intervention can result in significant department savings in
reduced disability and early retirement claims, absenteeism,
trauma-related medical costs, and litigation when officers
mistreat citizens.

• The Barrington Psychiatric Center in Los Angeles esti-
mated that the average cost of intervention and relief
with cases in which post-traumatic stress disorder was
detected soon after the event totaled $8,300 per victim,
whereas the average cost of cases in which detection and
treatment were delayed amounted to almost $46,000. In
addition, employees who received prompt treatment
averaged 12 weeks of recovery before returning to work
compared with 46 weeks in the delayed treatment group.
“Clearly, the expense of a few sessions for all involved,
especially if conducted as a group, would be signifi-
cantly less than long-term treatment and/or disability
leave of a significantly involved few.”5

• There were fewer stress-related disability claims by San
Diego officers after the San Ysidro McDonald’s massa-
cre in 1988, when immediate intervention programs
were implemented, than stress-related retirements fol-
lowing the Pacific Southwest Airline crash in 1978.6

• A cost-benefit study of a program for alcoholic officers
in the Philadelphia Police Department found that by
cutting down on the officers’ sick leave days, injury
days, and suspension days, the department more than
recovered its costs three years after the program began.

The department estimated that it would save $50,094
each subsequent year.7

• The police psychologist for the Palo Alto Police Depart-
ment estimates that the stress program cost is absorbed
many times over with the prevention of one stress-
related disability retirement.8  Before the Palo Alto
stress program began in 1980, there had been a dozen
recent stress-related retirements; between 1980 and
1996 there was only one.

• The San Bernardino Sheriff’s Department estimated
that over a six-year period it reduced its psychological
stress retirements from eight to zero at a saving of
$1,500,000 for each officer, or $12 million total, in
retirement funds alone.9

Quantifying the benefits of a stress program can serve as a
convincing tool for budget planning and justification. Ap-
proaches for conducting program evaluations that can yield
cost-effectiveness data are discussed in chapter 12, “Moni-
toring and Evaluating the Program.”

“A dollar in psychological services now can save
us hundreds of thousands down the road.”

— Robert Peppler, Assistant Sheriff,
San Bernardino Sheriff’s Department

Document Stress Among Department Personnel

Program planners and independent practitioners can summa-
rize the literature cited in chapter 1 of this report to use as

Other Ways To Motivate Police Executives To Provide Funding

• Alter the planned or existing program’s service mix to include more visible types of services, such as
training and critical incident debriefings that, unlike individual counseling, which goes largely unseen,
may help the chief conclude that the program is doing something tangible.

• Work with legislators to have dedicated funding or added funding introduced into the law enforcement
budget.

• Obtain a professional legal opinion regarding the possibility that administrators who ignore the psycho-
logical aftereffects of critical incidents among their personnel risk suits alleging negligent officer
supervision, retention, or training if mental injuries contribute to work actions that injure citizens.10
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evidence to help convince police administrators of the need
for establishing or expanding stress services. Chapter 2,
“Planning the Program,” suggests how program planners and
staff can conduct a needs assessment that will document the
particular stresses and their severity in an individual law
enforcement agency. These agency-specific findings may be
more persuasive than the results of studies reported in the
literature about other jurisdictions.

“Clearly, the expense of a few [critical incident
debriefing] sessions for all involved, especially if
conducted as a group, would be significantly less
than long-term treatment and/or disability leave
of a significantly involved few.” 11

Medical Insurance Issues
The nature of mental health services coverage available in
the medical insurance policies of law enforcement officers
and nonsworn personnel, and their families, can have an
enormous impact on the extent to which these individuals use
stress programs. At one extreme, Michigan State Police
officers and family members pay nothing and need no
insurance coverage to receive treatment with the department’s

Behavioral Science Section. At the other extreme are offic-
ers in hundreds of small law enforcement agencies that have
no in-house stress program and whose medical insurance—
if they have any at all—provides no outpatient mental health
benefits. Most plans offer something in between these ex-
tremes. One preferred provider organization (PPO) allows
seven free visits without prior approval if the counselor is on
the organization’s list of approved providers, and then a total
of 20 visits after case manager approval. Another PPO
reimburses only three visits and only for group therapy. After
one free session, if an officer’s or family member’s insurance
does not cover treatment or runs out, Rhode Island’s Centu-
rion Program accepts direct payment or, if necessary, offers
a sliding scale of payment or even free service.

Before authorizing payments for mental health services,
many managed care plans require insured individuals to have
an independent screening to determine eligibility. Some
health maintenance organizations (HMOs) and PPOs re-
quire two screenings: first by an internist and then by a case
manager. Counselors and officers alike report that many
potential clients are unwilling to be screened because of the
inconvenience and their concerns about confidentiality. One
counselor talked about an unnamed officer who paid out of
pocket for several visits rather than go through an assessment
screen; the officer would have—and, according to the coun-

Insurance Limitations Can Change a Program’s Plans

Washington, D.C.’s, Metropolitan Police Employee Assistance Program (MPEAP) “provides short-term sup-
portive counseling/crisis intervention. Most clients’ needs fall into this category. Sometimes, such as in the case
of death, divorce, critical incidents, post-shooting stress or other situational life crises, long-term therapy is not
needed. However, in some cases individuals’ problems are very deep-rooted, as in cases of child abuse/
neglect, childhood trauma, clinical depression, etc. These situations may interfere so greatly with an
individual’s ability to function that long-term therapy is necessary. In these extreme cases, referrals are made
to an outside therapist.”

“Although our initial plan for counseling was less than or up to six months, that plan has been
abandoned. In fact, many of our clients have been with us for over a year. Why the change? The cost
for counseling nowadays averages $80.00 per session. The recommended treatment is usually one
session per week. Unfortunately, most police officers do not have insurance coverage to pick up this
cost or they have HMOs that may pay little or nothing towards the cost of treatment. Therefore, the
chances that an officer/family member will follow up on a referral are very poor due to the financial
burden posed by weekly therapy on the outside.”

— Beverly J. Anderson, Clinical Director/Program Administrator, and Officer Jeffrey A. King, Peer
Counselor Coordinator, Washington, D.C., Metropolitan Police Employee Assistance Program.12
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selor, should have—remained in treatment but had to stop
coming because of the expense. Another counselor treated an
officer who remained in therapy for many months, paying
$90 a session out of pocket rather than accept screening that
would allow the hundreds of employees at his insurance
company—and perhaps his supervisor—to find out he was in
therapy.

In addition, managed care providers may not cover certain
conditions for which officers need counseling. Because one
officer’s preferred provider organization did not provide
benefits for marriage counseling, he came for counseling by
himself for depression for two sessions but then stopped
coming because continued treatment seemed pointless if his
wife could not join him.

Finally, HMOs and PPOs limit the officer’s options for
choosing a counselor because the therapist has to be a
member of the provider organization. As a result, many
officers are prevented from selecting a therapist with an
understanding of law enforcement and its stresses, since few
mental health workers associated with HMOs and PPOs have
this type of background.

When collective bargaining is not involved in selecting
health insurance coverage, the department, or the county or
city budget director, may seek to purchase the least expen-
sive policy. However, if insurance is a bargaining issue,
unions can negotiate for policies that provide good mental
health coverage, perhaps even reallocating some coverage
(e.g., for eyeglasses or dental care) to psychological services.
In addition, unions can try to obtain an indemnity plan, not a
managed care plan.

Despite increasing retrenchments among city and county
funding sources and greater restrictions in insurance cover-
age for mental health conditions, stress program staff and
individual mental health practitioners are finding ways to
begin, maintain, or even increase services to law enforce-
ment agencies. Doing so, however, requires constant vigi-
lance, good record keeping and program assessment, and
periodic knocking on doors to solicit additional money.
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Chapter 14
Tapping Other Resources

This chapter presents several resources for information
about law enforcement stress programming.  The list is
based on a limited search and is therefore not comprehen-
sive.

Agencies and Organizations
American Psychological Association (APA)
Division of Psychology and Public Services
Police and Public Safety Section
750 First Street, NE
Washington, DC  20002
(202) 336–5500 or (800) 374–2721
(202) 336–5502  (fax for order department)

The APA’s Police and Public Safety Section consists of
approximately 300 psychologists who can provide expertise
on a variety of police psychology issues.  Also, at the APA’s
national convention each year, the section sponsors a one-
day “mini-convention” on police psychology.  Audiotapes
of presentations made at the conventions are available.  Call
the APA’s 800 number and ask the Continuing Education
Department for an audiotape catalog.

Scott W. Allen, chair of the section, can be contacted at:
Health Services Section
Metro-Dade Police Department
8525 Northwest 53rd Terrace
Suite 215
Miami, FL  33166
(305) 591–1106

Concerns of Police Survivors (COPS)
P.O. Box 3199
North Highway 5
Camdenton, MO  65020
(314) 346–4911
(314) 346–1414 (fax)

COPS is a national support organization, with many local
chapters, for families of law enforcement officers who have
died in the line of duty.  Members provide peer support and
practical assistance to newly bereaved surviving families,
conduct national counseling and training programs for sur-
vivors, and help law enforcement agencies develop a plan
for dealing effectively with line-of-duty deaths.  The orga-
nization distributes a number of free publications on support
for surviving families.

Federal Bureau of Investigation (FBI)
Behavioral Science Services Unit
FBI Academy
Quantico, VA  22135
(703) 640–6131
(703) 640–1354 (fax)

The FBI Behavioral Science Services Unit has sponsored a
number of conferences on law enforcement stress and police
psychology, several of which have been compiled into
publications (see “Publications and Videos,” below).  For
additional information about the unit or to inquire about the
opportunity for attending the next FBI police psychology
conference, contact Tony Pinizzotto, Program Manager for
Police Psychology, at the above address, or call
(703) 640–1710.

Key Points
Information regarding law enforcement stress and stress programs is available from

• agencies and organizations,
• publications and videos,
• program materials, and
• individuals with experience in law enforcement stress programming.



174 Developing a Law Enforcement Stress Program for Officers and Their Families

International Association of Chiefs of Police (IACP)
Police Psychological Services Section
515 North Washington Street
Alexandria, VA  22314-2357
(703) 836–6767 or (800) THE–IACP
(703) 836–4543 (fax)

The Police Psychological Services Section, established in
1985, is made up of approximately 70 police psychologists
who contribute articles to the IACP’s The Police Chief
magazine, present training programs at the annual confer-
ences, and schedule in-service training for police psycholo-
gists at each annual conference.  The section has also been
instrumental in the development of guidelines regarding
peer support, fitness-for-duty evaluations, dealing with of-
ficers involved in on-duty shooting situations, and
preemployment psychological evaluation services.  Mem-
bership in the section is open to any active or associate
member of the IACP.

In addition to the section’s activities, the IACP has devel-
oped “model policies”  related to post-shooting incident
procedures and employee mental health services, as well as
brief “training keys”  on job stress in police work, frustra-
tions with and adjustment to police work, coping with stress,
alcoholism in law enforcement, post-shooting service, po-
lice work and family life, and post-traumatic stress disorder.
The training keys provide an overview of the topic, a
discussion guide, and suggested readings.  The organization
also offers training courses to law enforcement agencies on
critical incident management.  Descriptions of these and
other training courses, as well as where and when the courses
are offered, are presented in the IACP’s annual training
catalog.  Agencies can also contract with the IACP to have
instructors come to their jurisdictions to provide training.

Stephen F. Curran, chair of the section, can be contacted at:
Greenside Psychological Associates
660 Kenilworth Drive
Suite 101
Towson, MD  21204
(410) 823–0555
(410) 823–2677 (fax)

International Critical Incident Stress Foundation, Inc.
5018 Dorsey Hall Drive
Suite 104
Ellicott City, MD  21042
(410) 730–4311
(410) 730–4313 (fax)

Foundation staff travel around the country offering an
intensive course on emotional trauma and how to respond
effectively to individuals who have experienced a critical
incident.  One- to two-day courses cover such topics as “Peer
Counseling Techniques,” “Advanced Critical Incident
Stress,” “The Family Factor,” and “Traumatic Stress Man-
agement.”  Chevron Publishing Corporation, a publisher
affiliated with the foundation, offers a number of training
guides, books, videotapes, and other materials about pre-
venting and treating stress among emergency services per-
sonnel.

National Association of Police Organizations (NAPO)
750 First Street, N.E.
Suite 1020
Washington, D.C. 20002–4241
(202) 842–4420
(202) 842–4396 (fax)

NAPO is a coalition of 3,500 police unions and associations
from across the United States organized for the purpose of
advancing the interest of America’s law enforcement offic-
ers through legislative advocacy, political action, and edu-
cation.  Police Research Education Project (PREP), NAPO’S
research and educational arm, is currently conducting a
research study on support programs for law enforcement
officers.  The National Law Enforcement Officers Rights
Center was established under PREP to protect officers’ legal
and constitutional rights.  The Rights Center filed an amicus
curiae brief in the U.S. Supreme Court supporting the
confidentiality of statements made by a police officer to a
licensed mental health practitioner (see chapter 6, “Dealing
With Confidentiality,” for a discussion of the case).

National Criminal Justice Reference Service (NCJRS)
Box 6000
Rockville, MD 20849–6000
(800) 851–3420
(301) 251–5212 (fax)
askncjrs@ncjrs.aspensys.com

NCJRS is a reference service provided by the National
Institute of Justice, the research arm of the U.S. Department
of Justice.  Information specialists conduct literature searches
on subjects related to law enforcement, including law en-
forcement stress.  The reference service distributes many
Federal Government documents free of charge and sells or
obtains others through interlibrary loan.
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Publications and Videos
Ayres, R. M.  Preventing Law Enforcement Stress:  The
Organization’s Role.  Washington, D.C.:  U.S. Department
of Justice, Bureau of Justice Assistance, 1990.

In contrast to the “person-centered” approach to occupa-
tional stress, this book examines law enforcement stress
using the “organizational health model.”  It reviews organi-
zational sources of stress, the implications of higher educa-
tion on law enforcement stress, and management strategies
for developing a healthy law enforcement workplace.

Contact the National Criminal Justice Reference Service,
described above in “Agencies and Organizations.”

Blau, T.  Psychological Services for Law Enforcement.
New York:  John Wiley and Sons, Inc., 1994.

Written by a police psychologist and former president of the
American Psychological Association, this book provides a
comprehensive review of police psychological services,
including crisis intervention, critical incident counseling,
the prevention of stress, individual and family counseling,
management consultation, and training.  An extensive bib-
liography is included.

Contact John Wiley and Sons, Inc., in New York City, at
(212) 850–6000.

Goolkasian, G.A., Geddes, R.W., and DeJong, W.  Coping
with Police Stress.  Issues and Practices.  Washington, D.C.:
U.S. Department of Justice, National Institute of Justice,
June 1985.

This book is part of the Issues and Practices in Criminal
Justice publication series of the National Institute of Justice.
Based on a review of the literature and interviews with law
enforcement stress program staff, the book provides an
overview of law enforcement stress and guidance on the
development of a stress program, including planning, orga-
nization, services, training, and monitoring and evaluation.

Contact the National Criminal Justice Reference Service,
described above in “Agencies and Organizations.”

Niederhoffer, A., and Niederhoffer, E.  The Police Family:
From Station House to Ranch House.  Lexington, Massa-
chusetts:  Lexington Books, 1978.

This book’s examination of the law enforcement family
contains information still relevant today.  The book includes
a discussion of sources of stress for officers and their family
members, including children, and descriptions of some
departments’ efforts to address stress-related problems among
officers and their families.  The book is out of print but may
be available in a local library.

On the Front Lines:  Police Stress and Family Well-Being.
Hearing Before the Select Committee on Children, Youth,
and Families, House of Representatives, 102nd Congress,
1st Session, Washington, D.C., May 20, 1991.  Washington,
D.C.:  U.S. Government Printing Office, 1991.

This publication provides transcripts of testimony presented
to a congressional hearing on law enforcement stress for
officers and their families.  The statements of psychologists,
other experts, and officers and family members are in-
cluded.

The publication can be purchased on microfiche for $15.80
or on paper for $35.10 from the Congressional Information
Service in Bethesda, Maryland, at (800) 227–2477.  The
publication’s order number is 1992–H961–7.  The publica-
tion also may be available through interlibrary loan.

Reese, J.T., and Goldstein, H.A., eds.  Psychological Ser-
vices for Law Enforcement.  Washington, D.C.:  U.S.
Department of Justice, Federal Bureau of Investigation,
1986.

This is a 543-page collection of papers presented at the FBI’s
1984 National Symposium on Police Psychological Ser-
vices.  The papers are grouped into:  (1) police officer
selection and assessment; (2) counseling:  issues and prac-
tices; (3) organizational issues; (4) psychological services;
(5) critical incident reactions; and (6) stress and stress
management.

Contact the FBI Employee Assistance Unit at the address
and phone number below or the National Criminal Justice
Reference Service, described below in “Agencies and Orga-
nizations.”

Reese, J.T.; Horn, J.M.; and Dunning, C., eds.  Critical
Incidents in Policing.  Revised.  Washington, D.C.:  U.S.
Department of Justice, Federal Bureau of Investigation,
1991.

This is a collection of papers presented at a conference
sponsored by the FBI Behavioral Science Services Unit.
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Papers address the nature of critical incident trauma, efforts
by stress programs to address the emotional effects of
critical incidents, and approaches to providing debriefings
and counseling.

Contact the FBI Employee Assistance Unit
J. Edgar Hoover Building
10th and Pennsylvania Avenue, NW
Washington, DC  20535
(202) 324–5244

Reese, J.T., and Scrivner, E., eds.  Law Enforcement Fami-
lies:  Issues and Answers.  Washington, D.C.:  U.S. Depart-
ment of Justice, Federal Bureau of Investigation, 1994.

This publication consists of papers presented at an FBI
conference, grouped into the following categories:  (1) law
enforcement’s impact on families, (2) family problems, (3)
factors unique to law enforcement and their effect on fami-
lies, (4) trauma in the law enforcement family, (5) organiza-
tional culture and the family, (6) counseling issues, and (7)
professional issues.

Contact the FBI Employee Assistance Unit at the address
and phone number above or the National Criminal Justice
Reference Service, described above in “Agencies and Orga-
nizations.”

Scrivner, E. and Kurke, M., eds.  Police Psychology Into the
21st Century.  Hillsdale, New Jersey:  Lawrence Erlbaum,
Inc., 1995.

This book includes chapters on “Employee Assistance Pro-
grams in Police Organizations,” “Professionally Adminis-
tered Critical Incident Debriefing for Police Officers,” “Law
Enforcement Families,” “Counseling Issues and Police Di-
versity,” and “Organizational Management of Stress and
Human Reliability.”

Contact Lawrence Erlbaum, Inc.
20 Industrial Avenue
Mahwah, NJ  07430
(201) 236–9500

Stress Management for the Law Enforcement Family
California Peace Officers Standards and Training (POST)

This 90-minute video provides comprehensive information
on law enforcement stress for both officers and their
families.  Police psychologists, officers, spouses, and chil-
dren are interviewed.

Available for $79.95 from the
California Commission on POST
1601 Alhambra Boulevard
Sacramento, CA  95816–7083
(916) 227–4889

By Their Own Hand: Suicide and the Police Officer:
Getting Help Before It’s Too Late
New York City Police Department and the New York City
Police Foundation

This package, consisting of a 40-minute video and accom-
panying 23-page trainer’s guide, requires one-and-one-half
hours to present.  Through interviews with officers and
family members, the video presents the histories of three
New York City police officers, two of whom seriously
considered committing suicide, and one who of whom did
commit suicide.  The trainer’s guide presents lecture mate-
rial and discussion topics, as well as reviews the key points
in the video.  The package’s objectives are to enable officers
to identify common risk factors and warning signs that
indicate someone may be thinking about suicide, get help
when having life problems, recognize when other officers
may be having life problems and intervene to help get them
assistance, and identify community and departmental re-
sources available to the officer who needs help with both
major and minor emotional problems.  A before-and-after
evaluation of the package conducted by the Columbia Uni-
versity Graduate School of Social Work with over 4,000
New York City police officers found that six months after
the session there were increases in use of the department’s
Psychological Services and Counseling, the likelihood of
officers seeking help for themselves and others, and aware-
ness of their own and others’ major and minor emotional
problems.

Available for $75 from the
New York City Police Foundation
345 Park Avenue
New York, NY 10154
(212) 751–8170

Program Materials
“Dynamics of Fear”
Michigan State Police Department Behavioral
Science Section

In this 35-minute video, produced by the Michigan State
Police Department’s Behavioral Science Section, six offic-
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ers describe critical incidents in which they were involved,
illustrating six separate phases of fear that police psycholo-
gist Roger Solomon has found officers often pass through
during the incident.  The video suggests how officers can
prepare for dealing with fear.  A training manual accompa-
nies the video. Available for $15.

Michigan State Police Behavioral Science Section
2510 Kerry Street
Suite 106
Lansing, MI  48912
(517) 334–7745

Peer Support Training Manual
The Counseling Team

Prepared by The Counseling Team in San Bernardino,
California, this 160-page manual provides extensive infor-
mation on peer supporter services, basic support methods,
listening skills, critical incident stress, grief and bereave-
ment, assessment and referral, and suicide.  The Counseling
Team distributes the manual free of charge.

The Counseling Team
1881 Business Center Drive
Suite 11
San Bernardino, CA  92408
(909) 884–0133

“Stress Management for Supervisors” Training Cur-
riculum
Rochester Police Department Stress Management Unit

This 11-hour training curriculum has been used and revised
for 20 years at the Rochester Police Department and other
police departments in New York State.  It reviews topics
such as drug and alcohol use, dealing with problem employ-
ees, stress and managers, and post traumatic stress syn-
drome.

Available from the Rochester Police Department Stress
Management Unit
Civic Center Plaza
150 South Plymouth Avenue
Rochester, NY  14614
(716) 428–7540

Individuals With Experience in Law Enforcement Stress Programming
The following individuals have agreed to respond to telephone calls for technical assistance with law enforcement stress
programs.  The individuals are members of the project advisory board, program staff who were interviewed in the
preparation of this report, or both.

Atkins, Jeffrey

Name Title or Position Address Telephone and
Fax Numbers

Areas of Experience

Counselor Behavioral Science
Section
Michigan Department
of State Police
2510 Kerry Street
Suite 106
Lansing, MI  48912

(517) 334–7748
(517) 334–6684 fax

• peer support
• alcohol  abuse
• statewide

program

Bohl, Nancy Director The Counseling Team
1881 Business Center
Drive, Suite 11
San Bernardino, CA
92408

(909) 884–0133
(909) 384–0734 fax

• services for
small depart-
ments

• peer support
• organizational

change
• critical incident

debriefing
• peer training
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Name Title or Position Address Telephone and
Fax Numbers

Areas of Experience

Carr, John Executive Director Family Service
Society
(Rhode Island
Centurion Program)
33 Summer Street
Pawtucket, RI  02860

(401) 723–2124
(401) 729–0098 fax

• services to small
departments

• peer training and
supervision

• critical incident
debriefing

Conner, Yvonne A. Administrator Drug Enforcement
Administration
Employee Assistance
Program
600 Army Navy Drive
Arlington, VA  22202

(202) 307–8158
(202) 307–4705 fax

• Federal program
• coordination of

nationwide
program

• needs assessment

Delprino, Robert P. Assistant Professor,
Department of
Psychology

Buffalo State College
1300 Elmwood
Avenue
Buffalo, NY
14222–1095

(716) 878–6669
(716) 878–6228 fax

• needs assessment
• family issues
• organizational/

personnel
psychology

• critical incident
debriefing

Firman, John Coordinator for
Research and
Analysis

International
Association of Chiefs
of Police
515 North Washington
Street
Alexandria, VA
22314–2357

(703) 836–6767
(703) 836–4543 fax

• research and
evaluation

• model policies
• psychological

committee of
the IACP

• training
curricula

Garrison, William Sergeant/Supervi-
sor, Health
Sciences Section

Metro-Dade Police
Department
8525 Northwest 53rd
Terrace
Suite 215
Miami, FL 33166

(305) 591–1106
(305) 597–7812 fax

• funding sources
• legal issues
• dealing with

environmental
and other
disasters

Gentz, Douglas Chief Psychologist
and President,
Psychological
Services

Open World Garden
5515 South Lewis
Tulsa, OK  74105

(918) 749–0034
(918) 749–5179 fax

• needs assess-
ment

• program
organization

• critical incident
response groups
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Name Title or Position Address Telephone and
Fax Numbers

Areas of Experience

Goss, Cindy Director Erie County Law
Enforcement Employee
Assistance Program
Erie County Office
Building
95 Franklin Street
Buffalo, NY  14202

(716) 858–7714
(716) 858–8072 fax

• serving several
departments

• referral network
• critical incident

debriefing
• training
• peer support

Johnson, William J. General Counsel National Association of
Police Organizations
750 First Street, N.E.
Suite 1020
Washington, D.C.
20002–4241

(202) 842–4420
(202) 842–4396 fax

• legal issues
(labor, criminal,
critical incidents)

• labor issues
• legislative issues
• stress manage-

ment education

Kaufmann, Gary Director Behavioral Science
Section
Michigan Department of
State Police
2510 Kerry Street
Suite 106
Lansing, MI  48912

(517) 334–7745
(517) 334–6684 fax

• organizational
change

• critical incident
debriefing

• statewide
program

Kirschman, Ellen Coordinator Health Resources
Coordinator Program
Palo Alto Police
Department
275 Forrest Avenue
Palo Alto, CA 94301

(510) 530–3072
(415) 329–2551
(510) 530–3071 fax

• family issues
• organizational

change

Langston, Elizabeth Executive Director Center for Criminal
Justice Studies
Fraternal Order of
Police
309 Massachusetts
Avenue, NE
Washington, DC  20002

(202) 547–8191
(202) 547–8190 fax

• union issues
• suicide
• domestic abuse

among law
enforcement
officers

Mastin, Peter B. Ombudsman Bureau of Alcohol,
Tobacco, and Firearms
Room 8430
650 Massachusetts
Avenue, NW
Washington, DC
20026

(202) 927-8023
(202) 927-7943 fax

• Federal program
• critical incident

debriefing
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Name Title or Position Address Telephone and
Fax Numbers

Areas of Experience

Prietsch, Christine Deputy Director Employee Assistance
Program
Justice Management
Division
U.S. Department of
Justice
Pennsylvania Avenue
and 10th Street, NW
Room 1262
Washington, DC  20530

(202) 616–5519
(202) 514–8797 fax

• Federal program
• peer support

Scrivner, Ellen Deputy Director
for Training and
Technical
Assistance

Office of Community
Oriented Policing
Services
U.S. Department of
Justice
1100 Vermont Avenue,
NW, 11th Floor
Washington, DC  20005

(202) 514–9002
(202) 616–9613 fax

• family issues
• peer training
• critical incident

debriefing
• training of

police psycholo-
gists

• community
policing

• program
planning

Scully, Robert Executive Director National Association
of Police
Organizations
750 First Street, N.E.
Suite 1020
Washington, DC
20002–4241

(202) 842–4420
(202) 842–4396 fax

• union issues
• legislative

issues

Wildman, Len Counselor Stress Management
Unit
Rochester Police
Department
Civic Center Plaza
Rochester, NY  14614

(716) 428-7540
(716) 428–6565 fax

• training for line
officers and
mid-level
managers
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Appendix A
Peer Support Counseling Guidelines

San Bernadino County Sheriff’s
Department Program Guidelines

Introduction
Almost everyone has experienced, or will experience, a
stressful situation in his/her lifetime.  It is during these times
that family and friends come to the rescue.  They are able to
provide needed support and understanding that help over-
come life’s problems.  The Peer Support Program is one of
those “friends” who is available to every San Bernardino
County Sheriff’s Department employee.

This handbook has three specific objectives:

• It  provides a  background  for  understanding  the
department’s Peer Support Program.

• It provides practical guidelines for management of
the program.

• It provides the peer supporters with guidelines for
assisting their peers.

This handbook is divided into two sections.  Section One
contains a description of the program, including the roles of
the organizational components.  In addition, it contains an
outline of the information and a listing of procedures for
practical administrations of the program.

Section Two describes the skills and techniques that may be
used by a Peer Supporter to assist persons who are faced with
stressful situations.  Each Peer Supporter must comply with
the policies and procedures outlined in this handbook.

As the Peer Support Program matures, policy and procedure
changes are inevitable.  The program coordinator, advisory
board and the peer supporters shall be required to keep open
lines of communication to facilitate this maturation process.
Effective, honest communication in a caring environment,
balanced by the program protocol, will greatly enhance the
opportunity for a successful program.

Section I

Peer Support Program

Unit 1

Definition

The Peer Support Program is a program that offers assistance
and appropriate support resources to employees when per-
sonal or professional problems negatively affect their work
performance, family unit or self.  This assistance is confiden-
tial, providing it does not violate any law or department
regulation.

This program is designed to:

• Provide emotional support during and after times of
personal or professional crisis to other employees
who express a need for assistance.

• Promote trust, allow appropriate anonymity, and
preserve  confidentiality  for  persons using  Peer
Supporters within the guidelines of the program.

• Develop peer supporters who can identify personal
conflicts and provide guidance or referral to
professional\alternate resources as required.

• Maintain an effective peer supporter  training and
response program.

• Support those who have had family tragedies.

• Check on status of illnesses and IOD’s and provide
support where desired and needed.
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Mission Statement

The San Bernardino County Sheriff’s Department has recog-
nized the value of providing a way for their employees and
their family members to deal with personal and\or profes-
sional problems.  A successful approach to this problem has
been to provide a program which offers a non-professional
(peer) support program in addition to The Counseling Team.
The peer support program is composed of a group of peers
who have volunteered to make themselves available to any
member of the department.  This will provide a way for the
San Bernardino County Sheriff’s Department employees to
talk out personal and\or professional problems confiden-
tially with someone who understands and cares.

The San Bernardino County Sheriff’s Department’s most
valuable resource is its employees.  The peer support
program’s goal is to assist peers with stresses caused by
personal and\or professional problems and help them con-
tinue to be a productive member of the San Bernardino
County Sheriff’s Department.

Unit 2

Duties and Responsibilities

Role of peer supporters. The peer supporter provides sup-
port and assistance to employees in time of stress and crisis.
Peer supporters responsibilities are as follows:

• Convey trust, anonymity, and assure confidential-
ity within guidelines to employees who seek
assistance from the Peer Support Program.

• Attend the Peer Support 3-Day Training Seminar:
“Listening and Helping Techniques.”  Additional
training will be required during the maturation of
this program.

• Provide assistance and support on a voluntary
basis.

• Assist the employee by referring him\her to the
appropriate outside resource when necessary.

• Be available to the individual for additional follow-
up support.

• Maintain contact with the Program Coordinator
regarding program activities.

• Peer Supporter will agree to be contacted and, if
practical, respond at any hour.

• Attend annual 8 hours of updated Peer Support
Program training provided by The Counseling Team,
and attend bi-annual meetings.

The peer supporter is not exempt from federal, state, local
laws, or the rules and regulations of the Department.  When
necessary, contact the Peer Support Program Coordinator
for assistance and guidance.

Role of the peer support advisory committee.  The Peer
Support Advisory Committee acts as the policy setting board
for the program’s operation and future direction, subject to
review and approval by the Sheriff.  The committee also
participates in the selection process of peer supporters.

Members are selected by current peer supporters, except
those from The Counseling Team.  Three Peer Support
Advisory Committee members will be selected by the Peer
Supporters.  The Peer Support Advisory Committee will be
peer supporters who will answer directly to the coordinator
who is appointed by the Sheriff.

Membership consists of representatives from:

• The Counseling Team

• Peer Supporters from the San Bernardino County
Sheriff’s Department

• Program Coordinator who is appointed by the
Sheriff

Role of program coordinator.   The Peer Support Program
Coordinator acts as the primary liaison between the peer
supporters, Peer Support Advisory Committee, resource
persons, and the department.  The Program Coordinator
serves as the link to ensure that the Peer Support Program is
being managed by the peer supporters in accordance with
the goals and objectives established for the program.

Major duties of the Program Coordinator’s include:

• Supervising the Program on a daily basis.

• Serving as a member of the Peer Support Advisory
Committee.
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• Recruiting and coordinating the screening of the
Peer Support applicants.

• Coordinating training of peer supporters.

• Developing resources to assist individuals when
problem areas are identified.

• Maintaining only statistical data of reported
contacts by peer supporters.

• Offering guidance to peer supporters when
problems occur.

• Coordinating follow-up response of peer
supporters when referrals are made to The
Counseling Team.

• Off duty emergencies must be approved through
the Program Coordinator or his designee in order to
be compensated.

Role of San Bernardino County Sheriff’s Department psy-
chological services in the peer support program.  The
Counseling Team shall:

• Provide a permanent member on the Peer Support
Advisory Committee.

• Design peer support training curriculum and teach
peer supporters basic and continuing (updated)
curriculum.

• Be on-call and available to supervise peer
supporters if necessary.

Unit 3

Peer Support Selection Process

All interested employees who choose to volunteer as a peer
supporter must submit their request through their chain-of-
command to the Peer Support Program Coordinator.

Any member of the San Bernardino County Sheriff’s Depart-
ment may also submit the name of a peer to their chain-of-
command or to the Peer Support Program Coordinator for
consideration as a peer supporter.

Prospective peer supporters must be willing to meet the
following criteria:

• Agree to maintain confidentiality within the
guidelines provided in this handbook.

• Be empathetic and possess interpersonal and
communication skills.

• Be motivated and willing to manage time effec-
tively.  This will allow minimal impact on their
normal duties.

• Must successfully complete the selection process.

• Must attend and successfully complete the 3-day
training program.

• On-going training.

The Peer Support Advisory Committee will recommend
candidates suited for appointment as a peer supporter to the
Sheriff for final approval.

Any employee may seek support from any of the named
supporters and do not have to stay within their work groups.

Peer Support Training Program

The peer support training program will be coordinated by
The Counseling Team.  The major emphasis will focus on
skill development for conducting peer assistance.  The main
areas covered include:

• Effective listening

• General assessment skills

• Problem-solving skills

• Relationship termination (death, divorce, etc.)

• Referral and follow-up.

Follow-up training and workshops will be scheduled to
enhance problem solving skills, provide group sharing, and
allow an exchange of experiences.  The mandatory 8 hours
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of updated Peer Support training will be offered 3 times per
year and all Peer Supporters will be required to attend one of
the eight hour courses.

Rules and Regulations

Service assignment:

• Peer  supporters  may  voluntarily  withdraw from
participation at any  time.  They are, however,  re-
quired to notify the Program Coordinator.

• Peer supporters will be removed from participation
in the program  for conduct  inconsistent with pro-
gram policy and objectives.

• All  peer  supporters  serve at  the direction and
pleasure of  the Advisory  Committee and can
beremoved at any time for any cause.

• Peer supporters will be removed from participation
in the program if up-dated training is not attended
(annual) at least once per year.

Organization resources.  The following guidelines provide
the peer supporter’s formal authority to obtain certain
organizational resources and support he\she needs to assist
peer employees:

• Lodging and per diem expenses may be provided
for training, workshop attendance, and assignment
referrals to a work location outside the peer
supporter’s currently assigned location.  All such
activity is subject to prior authorization by the
commander.

• The peer supporter is authorized to use department
facilities to meet with employees, with appropriate
prior approval as necessary.

• The peer supporter is permitted to consult with
employees off duty with advance notice to the
Program Coordinator and\or Advisory Committee

Members and approval from the peer supporter’s
immediate supervisor.  No names or personal iden-
tifiers will be given to the supervisor.

Unit 4

Confidentiality

The acceptance and success of the San Bernardino County
Sheriff’s Department Peer Support Program will be deter-
mined, in part, by observance of confidentiality.  It is
imperative that each peer supporter maintain strict confiden-
tiality of all information learned about an individual within
the guidelines of this program.

The policy of the San Bernardino County Sheriff’s Depart-
ment Peer Support Program is to maintain the confidential-
ity.  Communication between the peer supporter and a person
is considered confidential except for matters which involve
the following:

• Danger to self.

• Danger to others.

• Suspected child abuse.

• Narcotic offenses.

• Domestic violence.

• Factual elderly abuse.

• In cases where law requires divulgence.

• Where divulgence is requested by the peer.

A general principle for peer supporters to follow is inform
the person, prior to discussion, what the limitations and
exceptions are regarding the information revealed.  In those
cases where a question or any question regarding confiden-
tiality arises, the peer supporter must immediately contact a
member of the Peer Support Advisory Committee and\or
The Counseling Team who will take appropriate action or
contact the Program Coordinator.
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Section II

Field Management of the Peer
Support Program

Unit 5

Discipline

Internal investigations.  It may occur that a peer supporter is
assisting an individual who is or becomes the subject of a
disciplinary investigation.  The peer supporter should be
guided by the confidentiality policy of the Peer Support
Program.  He should not volunteer any information received
in confidence; however, peer supporters may not hamper or
impede the actual investigation nor may they attempt to
shelter the individual from the department’s investigation.

The peer supporter’s role in disciplinary situations should be
one of support and assisting individuals through the stress
they may face during the disciplinary process.  If peer
supporters have any questions or concerns regarding these
situations, they should consult with the Program Coordinator
for guidelines and assistance.

Unit 6

Peer Support Program Skills and Techniques

The purpose of this section is to provide the peer supporter
with a summary of the guidelines to be followed when
dealing with situations under field conditions.  These guide-
lines are the basic tools for providing assistance.  Used
properly, they will help boost peer supporter confidence and
will reduce the risks of mismanaging emotional problems.
For more detailed guidelines, the peer supporter should refer
to the material contained in the Peer Support Training
Manual provided by The Counseling Team.

• Listening — Listening techniques are fundamental
to the use of all other interviewing skills. The
purpose of effective listening include:

• Encouraging self-expression.

• Allowing peer opportunity to direct the interview.

• Giving peers a sense of responsibility for what
happens.

• Helping peers relax and be comfortable in the
interview.

• Fostering trust of the peer supporter and a sense of
security.

• Enabling the peer supporter to draw more accurate
inferences about the peer.

• Assessment— The process of making a judgement
about the  information  gathered  during  the inter-
view.  Several  factors must  be considered.  They
are:

• Assess  whether  the problem is one with  which you
can assist the peer or one that should be referred to
professional resources.

• Assess whether the problem needs urgent attention.

• Referral— The process of directing the peer to the
appropriate professional service(s) available.

New Policy Regarding the Peer Support Program

Peer support program. The Department recognizes the need
for a Peer Support Program. This is a self-help program
designed to assist employees who desire advice or support
from a peer.  It is designed to assist employees during times
of grief, stress or other personal problems.

Scope of the peer support program.  Members seeking peer
support and peer supporters are not exempt from laws, rules,
regulations, directives or orders that govern them.  Peer
support is, however, intended to be a support system for
department personnel and family members seeking their
help.  The assistance provided and the dialogue between
supporter and peer is deemed confidential providing it meets
the requirements of this section.

Duties/Responsibilities of the Peer Supporter:

• Advise peers seeking assistance that  peer  support-
ers  are not exempt from laws, rules,  regulations,
directives or orders; but any exchange of informa-
tion not in violation of this statement will be confi-
dential.

• Provide all assistance and support on a volunteer
basis.
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• Convey trust, anonymity and assure confidentiality
to peers who seek assistance from the Peer Support
Program.

• Assist peers by referring them to appropriate and
viable referral resources when necessary; i.e.,
Alcoholics Anonymous, The Counseling Team,
etc.

• Be available for follow-up support.

• Maintain contact with the program coordinator
(Errol Bechtel assigned by the Sheriff) regarding
the program and report statistical information.

Duties of the Program Coordinator and Peer Support Advi-
sory Committee. The Peer Support Advisory Committee
acts as the policy setting board for the program.  It directs the
program’s operation and provides direction for the future.
The program coordinator is responsible for the policy and
direction offered by the committee.  The program coordina-
tor is Errol Bechtel and the Peer Support Advisory Commit-
tee members are Doug Williams, Ed Ripley, Greg Kyritsis,
Nancy Bohl and Bonnie Spitzer approved by the Sheriff
from volunteers within the Department.
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Appendix B
Police Association Peer

Recruitment Notice
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Appendix C
Sample Peer Supporter

Application Form
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Appendix D
Peer Supporter Solicitation Memorandum

San Bernardino Counseling Team

Memorandum
TO: All Personnel

FROM: Administrative Services Division

SUBJECT: Peer Support Program

The Department is implementing a Peer Support Program in the very near future.  The purpose of the program is to provide
all employees with personal, one-to-one support and referral during times of personal or professional difficulty.

Peer supporters are comprised of volunteers, department employees who express an interest, agree to maintain confiden-
tiality regarding peer contacts, are empathetic and possess strong interpersonal and communication skills, and are willing
to attend professional training courses.

All Department members are asked to submit up to twenty names who you feel would make a strong peer support committee
member regardless of rank or assignment.  From these forms will come a list of proposed members who will be contacted
for further participation.  Please complete the attached list and forward it to:___________________________________.

This program will be coordinated by the Department’s Peer Supports Committee comprised of members the employees
select.  This will be an excellent program that will be of great benefit to all members of our Department.

Nominations for Peer Support Committee

Qualifications

1. Someone you feel you could go to with a problem.
2. Would agree to maintain confidentiality.
3. Is empathetic and possess strong interpersonal skills.

Selections are from all employee groups, assignments, and rank. (Dispatcher, Clerk, Police officer, Lieutenant, etc. ) Please
nominate as many as you feel would perform well, up to 20.

Name Name
   1.  ________________________________ 11.  _______________________________
   2.  ________________________________ 12.  _______________________________
   3.  ________________________________ 13.  _______________________________
   4.  ________________________________ 14.  _______________________________
   5.  ________________________________ 15.  _______________________________
   6.  ________________________________ 16.  _______________________________
   7.  ________________________________ 17.  _______________________________
   8.  ________________________________ 18.  _______________________________
   9.  ________________________________ 19.  _______________________________
10.   ________________________________ 20.  _______________________________



193Appendix E

Appendix E
Sample Peer Supporter Contact Form

San Bernardino Counseling Team
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Appendix F
Sample Peer Supporter Contact Form

Erie County Law Enforcement Employee Assistance Program
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Appendix G
Program Agreement

With Outside  Service Provider

PSYCHOLOGICAL SERVICES INCORPORATED
5515 South Lewis

Open World Garden Office Complex
Tulsa, Oklahoma 74105

(918) 749-0034

Date

Name of Consultant

Address

Dear________________________:

I am writing a letter to follow-up on your earlier indication of interest in providing consultation services that would be
referred from Psychological Services (PS).  PS is a private non-profit corporation contracted to the City of Tulsa to perform
psychological services for the police and fire personnel and their immediate family members.  All costs are reimbursed by
the city and not borne by the clients.  Because of a small in-house staff there will be times when referrals to subspecialists
(consultants) will be indicated, and it is therefore necessary to develop agreements with subspecialists in our area.  Because
of the direct funding of our program by the City of Tulsa, it is necessary that special understandings and agreements be
achieved between PS and consultants.  We are therefore asking you to agree to the following understanding:

1. You will agree to see PS clients on referral from the Chief Psychologist of PS.

2. The initial appointment between the PS referral and your office will be made by the PS Program Administrator.  The
referral client should, however, present a Referral Request (see example) to you or your staff upon arrival for the first
appointment.  This form serves the dual purpose of documenting the referral from PS and also indicating the service we
are requesting.  If the patient does not have a Referral Form, a phone call should be placed to the offices of PS to see if
indeed the office visit has been authorized by our Chief Psychologist.

3. We ask to be consulted prior to proceeding with any evaluation or procedure beyond that which was initially authorized.
Testing, if not done prior to the first visit in your office, should be referred back to PS for completion.

4. We ask that you complete a consultation report on each patient that we refer to you and return that note to us for inclusion
in our patient records.  This report would be due upon completion of authorized services (noted in Referral Request).

5. PS, a community service organization, will pay $60.00 per full treatment hour.  We understand that this is just below
prevailing office rates.  Reimbursement will take approximately thirty days from receipt of your statement in our office.

6. We ask that you submit your statement directly to us.  We ask that you do not seek payment at any time from a PS client.



Developing a Law Enforcement Stress Program for Officers and Their Families198

It is important to remember that a PS client must present an appropriate signed referral form to insure payment through
PS.  If service is rendered to a PS client without the appropriate signed referral form, this should be considered an
unauthorized visit, and you should bill the patient directly in that circumstance.

7. You may bill for a no-show appointment (notice not given of cancellation or reschedule less than 24 hours in advance
of appointment).  After three no-show appointments (the limit you may bill per client) the case should be considered
terminated.

8. Your billing statement to PS must include the following information for each case:

a. Client Case Number (as noted on referral form)—NO BILLING STATEMENT SHOULD CONTAIN CLIENT NAME
b. Date of appointments
c.  Number of people seen per appointment (couples, family members, etc.)
d.  Length of appointment (standard 50 minute session would equal 1 hour)

No-show clients should be noted by date for clients not providing the necessary 24-hour notice of cancellation or
reschedule. The bill should conclude with the total number of hours and the rate of $60.00 per hour.

9. You may submit statements on a monthly basis or at the end of the authorized treatment period. Your consultation report
would then be included with your final statement.

10. This Letter of Agreement represents an understanding between PS and its consultants and can be severed by providing
the other party with written notice.

I sincerely hope that the above Agreement is acceptable to you.  It provides us with the mechanism by which we can maintain
a cost effective program; provide a high quality of care; and assure our consultants that his/her fee will be paid promptly
and in full.  There may be parts of the Agreement that are confusing to you, and I would certainly be glad to meet with you
upon your request to discuss this personally at any time.  If you should have any questions regarding the Agreement, please
do not hesitate to give me a telephone call and we will discuss this further.  If, however, you find the Agreement acceptable,
I would appreciate your signing at the bottom of this letter and returning the original to my office for filing.  The copy is
for your own records for future reference.  We are looking forward to working with you on numerous occasions in the future.

Sincerely,

Chief Psychologist

I hereby agree to the above understanding and will accept referrals from Psychological Services according to the terms as
outlined above.

______________________________________________
Signature

______________________________________________
Date
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Appendix H
Stress Counseling Policy Plan

Rochester (New York) Police Department
1. What Information Will Be Deemed To Be Privileged?

The Departmental Advisory Committee views the Stress Project as primarily a training effort.  In the area of peer counseling,
however, It is the Department’s policy to allow the Stress Program to function beyond the reach of the discipline system,
because it is our belief that individual officers must be free to express themselves about the job-related problems.  The
records and recollection of designated peer counselors shall not be admissible in Departmental hearings, and the peer
counselor will not be ordered to give information to the Department concerning the content of peer counseling sessions.
The Department will not invoke Section 75 of the New York State Civil Service Law in order to procure information as to
an officer’s involvement in the Stress Counseling Program.  In the event that an officer accepts a voluntary referral for
outside professional assistance, the same privilege would apply to these records and discussions.

It is the Department’s policy to protect the confidence of any employee who voluntarily seeks help from the project in
dealing with a stress-related problem that might subject him or her to ridicule or embarrassment.  There are, however, two
specific exceptions to this policy plan.  Nothing in this policy plan or the subsequent special order should be construed as
in any way allowing the staff of the project to withhold information as to events in which they themselves are directly
involved.  Secondly, as required by the Rules and Regulations of the Rochester Police Department, any crime pursuant to
the laws of New York State which is reported to the peer counselor shall be reported by the peer counselor to the Rochester
Police Department.

Information given by officers participating in the program will, for Department administrative proceedings, be privileged.
Records of counseling will be treated by the Department as privileged information, and no information given to counselors
can be made available for use in administrative or disciplinary proceedings, except that information given to peer counselors
which constitutes the admission of a crime in violation of the laws of New York State.

At no time during the life of this grant shall said policy plan be made mandatory.

2. Program Information

The substances of this policy plan, if acceptable to DCJS, will be part of a special order describing the project.  This order
will be distributed to all Departmental sworn personnel.

The Locust Club will make the operation of the project an item of discussion at their first scheduled regular meeting after
the receipt of the grant award and will forward to the Advisory Committee for discussion and resolution any problems or
questions raised at the outset of the project.

3. Project Records

The Director of the Stress Program will keep only those records of participation that are essential to the orderly
administration of the program.  All records will be anonymous.  The Project Director will see that all records and files are
kept secure and confidential at all times.
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The records kept on the peer counseling component will serve three (3) purposes:
a. Systematically record the nature and incidence of stress-related problems that come to the attention of the project.

This is a necessary descriptive phase of any exploratory project.
b. To measure the number and type of contacts between project personnel and the type of service or referral offered.
c. To document the expenditure of both City and LEAA funds for approved grant purposes.

The following personnel will have access to the project records for the above purposes: the Project Director and project staff,
the Inside evaluator, and financial and internal audit personnel.

The contact’s records will include a case number, date, and location of the peer contact and a short description of the problem
or problems discussed and any recommendation or referral that was made.  The case number will be substituted for the name
of the participant in the project.  Records will be maintained by numbers only and at no time will a person’s name be part
of any record-keeping process.

The Project Director will keep financial records of the time spent by project staff and consultants in a manner that will allow
financial audit without violating the confidence of the officers who receive counseling.

_________________________________ _______________
Thomas F. Hastings Date

_________________________________ _______________
Robert J. Coyne Date
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Appendix I
Sample Consent to Treatment Form
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Appendix J
Stress Program Brochure
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Appendix K
IACP Administraive Guiidelines for

Dealing With Officers Involved in On–Duty
Shooting Situations

(Police Psychological Services Section—International Association of Chiefs of Police)

Administrative Guidelines for
Dealing with Offlicers Involved in
On-Duty Shooting Situations

Adopted by the MCP Psychological Services
Section at the 1988 Annual Section Meeting

In the past, officers involved in on-duty shootings were
often subjected to a harsh administrative/ investigative/
legal aftermath that compounded the stress of using deadly
force.  A “second injury” can be created by insensitively
and impersonally dealing with an officer who has been
involved in a critical incident* Due partly to such treat-
ment, many officers have left law enforcement prema-
turely, as victims.

To minimize emotional problems, the Police Psychologi-
cal Services Section of IACP has adopted guidelines for
dealing with officers involved in a shooting.  The guide-
lines were first submitted to the section by the author in
1987 at the section meeting at the IACP conference in
Toronto.  After discussion and the making of some changes,
the guidelines were preliminarily adopted.  At the 1988
section meeting, they were approved as presented below.

The goals of these guidelines is to provide information on
how to constructively support the officer(s) involved in a
shooting in order to diminish emotional trauma.  Extensive
field experience has shown that following these guidelines
reduces the probability of long-lasting emotional prob-
lems resulting from a shooting.  However, these guidelines
are not meant to be a rigid protocol.  It is important to apply
these guidelines in a flvdble manner that is appropriate to
the situation.

1. At the scene, show concern.  Give physical and mental
first aid.

2. Create a psychological break; get the officer away from
the body and some distance from the scene. The officer
should remain with a supportive peer or supervisor and
return to the scene only if necessary.  This break should
be of a non-stimulant nature, with discretionary use of
drinks with caffeine.

3. Explain to the officer what will happen administratively
during the next few hours and why, so he does not take
the investigation as a personal attack.

4. If the gun is taken as evidence, replace it immediately or
when appropriate (with the officer being told it will be
replaced).  This guideline can be modified depending on
how aggravated the circumstances are and how stressed
the officer is, e.g, very depressed, agitated, suicidal, etc.

5. The officer should be advised to consider retaining an
attorney to watch out for his personal interests.

6. The officer should have some recovery time before
detailed interviewing begins.  The officer should be in a
secure setting, insulated from the press and curious
officers.

7. Totally isolating the officer breeds feelings of resent-
ment and alienation.  The officer can be with a support-
ive friend or a peer who has been through a similar
experience. (To avoid legal complications, the situation
should not be discussed prior to the preliminary inves-
tigation.) It is important to show concern and support to
the officer during this time.

8. If the officer is not injured, either he or the department
should contact the family with a phone call or personal
visit and let them know what happened before rumors
from other sources reach them.  If the officer is injured,
a department member known to the family should pick

*Roger M. Salomon, “Post-Shooting Trauma,” The Police Chief, October 1988, pp. 40-44.
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them up and drive them to the hospital.  Call friends,
chaplains, etc., to make sure they have support.

9. Personal concern and support for the officer involved in
the shooting, communicated face-to-face from a high-
ranking administrator, goes a long way toward alleviat-
ing future emotional problems.  The administrator does
not have to comment on the situation or make any
premature statements regarding legal or departmental
resolution, but can show concern and empathy for the
officer during this very stressful experience.

10. The officer should be given some administrative leave
(not suspended with pay) to deal with the emotional
impact. (Three days, more or less as the situation dic-
tates, is usually sufficient.) Some officers, however,
prefer light duty to leave.  Depending on the situation
and the officer’s reactions, it may be best to keep him off
the street temporarily and avoid the double-bind situa-
tion of the officer’s going back to work and facing the
possibility of another critical incident before the inves-
tigation, grand jury hearing, coroner’s inquest, and
district attorney’s statement have been completed.

All personnel at the scene (including dispatchers) should
be screened for their reactions and given leave or the rest
of the shift off, as necessary.

11. To defuse the stigma of seeking counseling, there should
be a mandatory confidential debriefing with a licensed
mental health professional experienced with the law
enforcement culture and trauma, prior to returning to
duty.  This debriefing should be held as soon after the
incident as practical Return to duty and/or follow-up
sessions should be determined by the mental health
professional

Everybody at the scene, including the dispatcher, should
have a debriefing with the mental health professional
within 72 hours.  While this can be a group session, the

officer(s) who did the shooting may or may not want to
be included in the group debriefing, as actually doing the
shooting creates different emotional issues.  Follow-up
sessions for other personnel involved in the shooting
may be appropriate.

12. Opportunities for family counseling (spouse, children,
significant others) should be made available.

13. If the officer’s phone number is published, it may be
advisable to have a friend or telephone answering ma-
chine screen phone calls, since there are sometimes
threats to the officer and his family.

14. An administrator should tell the rest of the department
(or the supervisor, the rest of the team) what happened
so the officer does not get bombarded with questions
and rumors are held in check.  Screen for “vicarious
thrill seekers.”

15. Expedite the completion of administrative and criminal
investigations and advisement of the outcomes to the
officer.

16. Consider the officees interests in preparing the media
releases.

17. The option of talking to peers who have had a similar
experience can be quite helpful to all personnel at the
scene.  Peer counselors are an asset in conducting group
debriefings, in conjunction with a mental health profes-
sional, and in providing follow-up support.

18. Allow a paced return to duty, that is, the officer can ride
around with a fellow officer or perhaps work a different
beat or shift.

To prevent such incidents in the first place, train all officers
in critical incident reactions and what to expect personally,
departmentally, and legally.
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Appendix L
IACP Model Policy, Post-Shooting

Incident Procedures
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Appendix M
Erie County Employee Assistance
Program Intake Assessment Form
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Appendix N
Sample Program Statistics

Michigan State Police Department Behavioral Science Section
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Appendix O
Program Staff Hours Spent

by Program Activity
Tulsa  Psychological Services


