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Blue Health
Wellness 
Programs

Arlington, Texas Police Department

The Arlington Police Department is located in North Texas and encompasses approximately 100 square miles. Arlington is in 
the center of the Metroplex, situated between Dallas and Fort Worth. The 49th largest city in the country, our residential pop-
ulation is 400,000 but we also have a great deal of day traffic on Interstate Highways 20 & 30, as well as two large state high-
ways. Arlington is home to the University of Texas at Arlington, a major urban research university. Arlington also hosts Texas 
Rangers baseball at Globe Life Field, Dallas Cowboys football at AT&T Stadium, Dallas Wings WNBA basketball at College 
Park Center, along with countless concerts and special events at these venues. A popular entertainment destination, Arlington 
also hosts Six Flags Over Texas and Hurricane Harbor theme parks as well as the International Bowling Museum and Hall of 
Fame. The Arlington Police Department is made up of about 700 sworn officers and 200 civilian staff. The new Police Chief, Al 
Jones, started on Monday, January 11, 2021.

Our submission is titled Blue Health and focuses on two separate programs that work hand in hand to improve Officer Well-
ness. The first program is called Blue Chip and it was launched January 30, 2020. Blue Chip was created under the Peer 
Support Team umbrella to combat the alarming epidemic of police suicides, which far outnumbered line of duty deaths in 
recent years. Officers were reluctant to seek help because they feared losing their jobs, being labeled as unstable, being seen 
as weak, etc. Blue Chip was developed as an avenue for them to feel safe in seeking mental health help and help reduce the 
stigma associated with it. The program was widely promoted and encouraged across the department using multiple promo-
tional materials, an internal website, and frequent reminders in corporate communications. The program is free and confiden-
tial to our employees and it is currently grant funded. Taking a more holistic approach to wellness, the program also includes 
spouses and children of officers and their families who are not always equipped to deal with the daily stressors of police work 
and effects in their personal lives. More details about how the program works are in the attachment about the Blue Chip Pro-
gram.

The other program is called Blue Fit and is also fully described in an attachment. This program focuses more on the physical 
health of our officers, but also touches on nutrition, mindfulness, and many other related topics. A group of 25-30 officers enter 
into a 13-week program with is overseen by a licensed physical trainer. It consists of multiple group workouts and one class-
room session each week. Participants have seen dramatic improvements in their health by losing weight, improving blood test 
results, eliminating medications, etc.  

Both of these programs have seen incredible results and dramatically increased participation. They integrate well for over- 
all health and wellness and are an extension of the department’s commitment to officer wellness, as displayed in the  
following:

• A very robust, active, recently restructured Peer Support Team
• Workout facilities at every station and training center
• Annual physical fitness test
• Required 8-hour suicide prevention training created by our training staff
• Required mental health training (40-hour CIT class)
• An Employee Assistance Program that is constantly expanding
• Free flu and Covid-19 vaccines 

In summary, the Arlington Police Department is committed to the overall health and wellness of employees and their families, 
and continues to implement new and innovative programs for improving quality of life.



Blue Fit: Arlington PD Invests in 
Mental Wellbeing Through Fitness 

and 
Lifestyle Education

By: Sergeant Aaron Oden, BS, ACSM-CPT 
 December 4, 2020

Society tends to perceive police officers only as public servants that go from call to call, crisis to crisis, dealing with people 
who are often at their lowest point in life. It is assumed that officers are able to shake off what they experience daily, with 
these experiences not affecting them after their shift is complete.

These perceptions could not be further from the truth. The fact is, police officers are just people with the same susceptibilities 
as everyone else and therefore they must take more care and intention in their efforts to counteract the stressors of the job. 
The Arlington Police Department (APD) is acutely aware of this dynamic and has a history of employing innovative efforts 
such as alternative shifts, peer support, and the Blue Chip mental healthcare program to promote officer wellbeing. APD 
recently teamed up with The Office of Community Oriented Policing Services (COPS) to rollout a program designed to equip 
officers with the knowledge and skills to lead a well-rounded, healthy lifestyle: Blue Fit!

One class has completed the program and the second class is underway. The third is being planned, all while working around 
the unique challenges COVID-19 has placed on our department.

The Participants

Blue Fit embarked with 29 willing participants holding different 
ranks and assignments within the organization. This group was 
not full of fitness experts who could tell you the difference between 
conventional and variable resistance training. They were not expert 
nutritionists who could regurgitate the formula for net carbs. In-
stead, they were a group of people. People who, like a lot of others, 
struggle to fit exercising in between family time and earning a living. 
People who are not sure what to look for on a nutrition label, or how 
to identify healthy choices on a restaurant menu.

Some participants were suffering from chronic illness or taking a 
whole host of medications. Others were having trouble sleeping 
and knew that they were not operating at an optimum level of total 
mind-and-body wellness. 
“This is a great program that really jump starts those that need just a 
 little bit of a boost to get physically fit,” said Interim Chief Kevin Kolbye. 

What each participant shared was a recognition that they could be taking better care of themselves; a mindset to work hard at 
improvement, and a belief that a push in the right direction was all that they needed.

The Program

The program was structured to begin with a week of testing and interviews, and end with the same. Sandwiched in the middle 
was 12 weeks of certified personal trainer led exercise and expert education.

During the first week, each officer underwent a full fitness assessment overseen by hospital staff and a medical doctor. The 
assessment utilized Cooper Institute standards and included a full blood panel, curl-ups, pushups, body composition, the 
Bruce Protocol treadmill test and flexibility. Officers also had an interview with the personal trainer, where they discussed their 
own relationship with fitness and recorded measurements and additional benchmarks. Those who did not own a fitness track-
er were given their own to keep thanks to Arlington’s wellness coordinator. Fitness trackers are helpful in providing feedback, 
documenting progress, and providing cues.



Once the foundation was set, it was time to get to work! Each week there were six, hour-long workouts offered. Each officer 
had to attend at least three of these workouts but were free to attend as many as their schedule, and body, would allow. Twelve 
weeks might seem like a long time compared to holding a plank or running incline intervals, but it is not a lot of time when 
you are trying to effect lifestyle changing results. That meant the workouts had to be structured efficiently and designed  
to maximize results. This was accomplished using High Intensity Interval Training, otherwise known as HIIT. This style of  
exercise is ideal as it is easily structured for a group. HIIT focuses on cardiorespiratory, resistance and core training. Those 
methods combined with the intensity provide a full-body workout that continues to burn calories well beyond the final rep. 
The emphasis is not just weight loss, but to increase lean muscle mass and functional fitness. All things leading to a physiolog-
ical response that improves mood, sleep, and productivity. According to Sergeant Aaron Oden, “If you’re processing the stress 
that this job creates the way you should be, it lessens the probability of a negative encounter with a citizen.” The goal is an 
overall increase in quality of life. Of course, these benefits began to take hold after the participants worked through the initial 
muscle soreness.

Along with the workouts, participants were required to attend a weekly educational block. The intention of these sessions 
was to introduce information about healthy living beyond the sweat of working out.

The program was designed to empower these officers to continue their self-improvement journey beyond the structured 14 
weeks. The best way to achieve that was to pair activity with education. These sessions covered a wide range of topics: life 
transformation, nutrition and hydration, exercise form, the physiological response to stress and exercise, and injuries and 
ailments. Also covered were proper recovery, sleep and related disorders, breath work, mindfulness, meditation, and yoga. 
One of the keys of adherence to exercise is finding activities that are enjoyable. Introducing alternative exercises, like yoga. 
exposed participants to exercise methods they may not explore on their own, and subsequently would not get to experience 
the mental and physical benefits of the practice.

View Blue Fit video here or  
at https://bit.ly/38I9Y2o

The outward physical benefits of an improved lifestyle are great. When someone changes their exercise and nutrition habits 
for the better, it is hard not to notice; you can literally see the difference. But the crux of this program are the changes that you 
cannot see in a smaller waist size or bigger biceps. Improving mental health is the real focus. There are a multitude of studies 
that document the link between exercise and mental health. Studies indicate that low levels of neurotransmitters can contribute 
to depression. Exercise can increase serotonin, dopamine and norepinephrine as a natural way to mimic what some medica-
tions are designed to do. This can combat stress, anxiety and depression; all of which are very real threats to a police officer’s 
mental health. Cortisol is another culprit created by the body as a response to a stressful incident. While its presence is critical 
during times of stress, too much cortisol can affect sleep, the immune system and memory. Exercise can lower cortisol levels and 
improve the body’s response to stress. All of these factors play a major role in how an officer cares for themselves and for the 
community.

https://bit.ly/38I9Y2o
https://bit.ly/38I9Y2o


The Results

Blue Fit was a success quantifiably and quantitatively. Par-
ticipants exhibited different levels of improvement in their 
physical, mental, and emotional health. Perfection is typically 
an unrealistic goal and can easily spoil genuine efforts toward 
improvement. This program personifies Voltaire’s adage, 
“Don’t let perfect be the enemy of good.” Each participant 
improved in some capacity. Those that did not see great 
changes in weight or body composition, did see improvement 
in daily habits and quality of life. Others saw a reduction in 
resting blood pressure and cholesterol levels. 

In aggregate, the group lost over 180 pounds and 75 inches 
of waist circumference. Fitness categories for the Cooper 
assessments range from very poor to superior. Some partici-
pants improved from fair to excellent, and others from good 
to superior. Trainer Kelly Lovell shares, “Their stress levels are 
going down, their blood sugar levels are going down, their 
cholesterol is dropping and some of them are able to get off of 
their medicines.” APD scored a touchdown with this initiative. 
Thanks to the participants’ hard work, they have been walking 
billboards for the success of the program. Their visible results 
and high praise have piqued interest throughout the depart-
ment. APD looks to hit another homerun with the start of Blue 
Fit 2 in the new year, with the goal to eventually make the 
program available to all department employees.

“Thanks to the Blue Fit program, my quality of 
life has improved tremendously. The program 
exceeded my expectations, providing me with 
lifelong healthy habits.”

“As the program progressed, I know that I  
was feeling better physically and mentally. It 
was not just that I was losing weight and  
putting on more muscle. I was able to deal 
with stress better.”

“I believe, without a doubt, that this program 
has improved the quality of life I am living 
and has increased the longevity of the life I 
have in front of me.”



Blue Chip Program:  
Arlington PD  

Mental Health 
Peer Support Initiative

By: Lieutenant Becki Brandenburg 
December 4, 2020

The idea of creating “blue chips” came from staff members who wanted a symbolic token to serve as a reminder on how  
employees can access help when they need it most.

The Arlington Police Department, continuing to bolster and strengthen the department’s officer and employee wellness pro-
gram, has created a “Blue Chip” program where police employees can receive confidential mental health services at no cost. 
It is meant to generate awareness and serve as a symbol for employees to take care of themselves. This initiative comple-
ments the department’s internal peer support program. 

On each chip, there is a resource website and represents access to fully anonymous mental health services at no cost to em-
ployees. Service providers are selected based on their understanding of the unique challenges police officers face serving the 
community. The department participates in anonymous billing with each provider, so employee records are never shared with 
the department. This program expands services beyond the supportive services the city of Arlington provides to all employees 
to promote overall wellness. 

The unit, previously known as Critical Incident Stress Management (or CISM), is now re branded under the Peer Support 
Team. Team members on Peer Support focus on responding to the scene of critical incidents and follow-up, and providing 
overall wellness initiatives to the department as a whole. The unit is made up of 35 team members, four of which are mental 
health professionals. Each one serves on the Peer Support Team as an ancillary role and has other primary duties within the 
department.

What is the Blue Chip  
Program?

Every employee in the department is provided a 
blue poker chip with the Arlington PD Logo. The 
chip has a secure, password protected website 
address on it. Extra chips can be obtained from 
numerous areas within the department in an 
anonymous manner. They can then access the 
website and view a list of mental health providers 
that participate. Employees can contact the pro-
vider, identify themselves as an Arlington Police 
Department employee, and request services 
under the Blue Chip Program. The providers have 
agreed to provide treatment and anonymously bill 
the police department for the services. The Police 
Department’s Peer Support Coordinator receives 
an invoice, reviews it, and authorizes payment. 
The employees name is never revealed by the 
provider and never appears on the billing statement. Employees are encouraged to carry the blue chip with them and use it as 
an opportunity to start the discussion with a co-worker who is going through a crisis. While the chip has the functional purpose 
of obtaining the website information, it is also a symbolic token of the need to be aware of mental health issues and the impor-
tance of talking about health and wellness in an open non-judgmental way. This program is accessible to employees’ families 
as well.



View Blue Chip video here or at 
https://vimeo.com/495853136/ddcc98956d

Why Did We Implement the Blue Chip Program?

The Blue Chip Program was developed to address the significant mental health challenges law enforcement officers face, 
overcome the fear of being stigmatized, assure the anonymity of the officer, and reduce any cost barriers to treatment. The 
issue of suicide continues to plague police departments globally, with national and international police agencies experiencing 
unprecedented levels of suicides among their employees. In the United States, police officers are more likely to die by suicide 
than by the hand of a violent assailant. In addition to suicide risk, it is estimated that up to 35% of police officers suffer from 
some level of Post Traumatic Stress Disorder and one in ten are suffering from depression. Repeated exposure to traumatic 
events has a heavy psychological toll on police officers. A normal person will experience 3 to 4 traumatic experiences in a life-
time. On average, a 25-year police officer will experience 188 traumatic events (study by Chopko, Palmieri, and Adams, 2015 
presented to IACP Police Suicide Symposium.) Without some form of mental health therapy, many of these officers become 
at risk for developing PTSD, depression, suicidal thoughts, and burn out. Compounding these problems is a police officer’s 
reluctance to seek treatment for mental health conditions. The stigma associated with expressing a mental health issue is per-
vasive in the law enforcement profession. In a survey conducted by the New York Police Department Fraternal Order of Police, 
90% of officers believe there is a stigma associated with mental issues. Fears expressed by the officers include:
 • Job at Risk - Fear of having badge and gun taken away
 • They will be perceived by their colleagues as weak or unfit
 • Their family will suffer a negative impact
 • Their judgment under pressure will be questioned
 • Mental health service providers will not understand their unique issues related to policing
The same survey showed that only 20% of the officers taking the survey had utilized the department’s Employee Assistance 
Program, and 34% had utilized the department’s Critical Incident Stress Management Team. Despite the low prevalence of 
officers seeking treatment, 3 out of 4 that did report it as “helpful.”

Since the initiative began, there has been 
a significant increase the officers utilizing 
available programs.

Jan Feb Mar Apr May June July August Sept Oct Nov
Individuals 3 7 11 9 13 17 27 31 35 33 25
Sessions 4 14 20 14 25 40 62 74 77 80 73
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505.03 PEER SUPPORT TEAM 
      (Added 06-04-04)  (A 22.2.3) (Revised 08-13-16) (Re-titled 10-03-20)  
 
A. The Peer Support team is a partnership between police department mental health professionals 

and police department employees who are interested in preventing and mitigating the negative 
impact of acute stress on their fellow employees.  They are also interested in accelerating the 
recovery process once an emergency person or a group has been seriously stressed or 
traumatized. Team members must possess the following qualifications:   
1. Mental Health Professionals- Must have at least a master’s degree in psychology, social 

work, psychiatric nursing or mental health counseling, and must possess a mental health 
license in good standing (LMSW, LPC, LMFT, LCSW, Licensed Psychologist).    They 
should be specially trained in crisis intervention, stress, post-traumatic stress disorder and 
the critical incident stress debriefing process. 

2. Team Support Members- Public Safety Employees trained in the critical incident stress 
debriefing process and individual peer support.       

 
B. The goal of the Peer Support Team is to provide all public safety employees the opportunity 

to receive emotional and tangible peer support through times of personal or professional 
crisis and to help anticipate and address potential difficulties. 

 
C. While the primary purpose of the Peer Support Team is to provide support to employees who 

have been involved in the use of deadly force or other critical incidents, the team is also 
available to provide confidential and positive support to members of the department and their 
families who are experiencing other stressful situations.  Team members are available 24 hours 
a day to assist with issues including but not limited to: 

 Critical Incidents*  
 Family Issues 
 Anxiety 
 Depression 
 Alcohol and Drug Dependency 
 Grief and Loss Issues 
 Workplace Burnout 
 Referrals and Resources 
*Any event with a stressful impact sufficient enough to overwhelm the usually effective 

coping skills of either an individual or a group.  
 
D. Administration 

1. The Peer Support Team shall receive general guidance and direction from an advisor, 
appointed by the Police Chief. 

2. The advisor shall appoint one member to coordinate routine administrative matters. 
3. Members of the team will be diversified by race, gender, assignment, experience and rank. 
4. Applications to join the team are routed to the advisor through the applicant’s chain of 

command.  The applicant shall be interviewed by a panel consisting of the advisor, the 
coordinator and at least one team member.  The panel shall make a recommendation to the 
Police Chief who shall have final authority over the appointment. 
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5. Personnel assigned to the Internal Affairs and Homicide Units are not be eligible for 
membership but should receive the same training as Peer Support Team Members. 
 

E. Training 
1. Training of the Peer Support Team Members shall be coordinated by the Team Coordinator 

with approval of the Police Chief.   
2. Team members shall be trained under the International Critical Incident Stress 

Foundation’s (ICISF) Critical Incident Stress Management (CISM) System. 
3. Training shall be provided by an instructor certified in the CISM System by the ICISF.  
4. The following minimum entry level training courses are required to be part of the team: 

 Basic Group Crisis Intervention 
 Individual Crisis Intervention and CISM Team 

5. Additional ICISF courses recommended are: 
 Advanced Group Crisis Intervention  
 Suicide Prevention 
 Line of Duty Death 
 Law Enforcement Perspectives    

6. This does not preclude the group from attending additional training or seminars outside of 
the ICISF model. 

 
F. Responsibilities of the Peer Support Team. 

1. Personal Contacts- One on one consultations 
2. Referrals-Referral to an outside service agency if needed 
3. Critical Incidents 

a. Individual- In cases where an individual employee is involved in a traumatic incident the 
following procedures shall apply: 

 The on call Peer Support Team shall respond immediately to the incident scene 
when requested.  One team member shall be designated as the companion 
officer.  The remaining team members shall be available to assist with logistical 
issues. 

 The team leader shall contact the scene supervisor prior to anyone on the team 
contacting the involved employee.  The team is subject to orders of on duty 
supervisors at the scene.  Supervisors will allow the companion officer as much 
freedom as possible to stay with and assist the involved employee. 

 The companion officer shall stand by the involved officer while operational and 
investigative units perform their duties unless the scene supervisor exercises 
discretion to have the involved officer removed from the scene of the incident.   

 The companion officer shall accompany the involved officer who is removed 
from the scene.  Once at the Public Safety Building, the involved officer(s) may 
advise immediate family members of their welfare.  A team member shall 
advise the family of the ongoing investigation and what procedures they can 
expect the officer to go through in the immediate and near future.   

 The team member shall evaluate the needs of the family members for possible 
additional assistance. 
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 The companion officer shall not be present during any criminal or 
administrative investigative interview but shall remain available to render 
support and assistance after the interview. 

 If it becomes apparent that the involved officer needs assistance beyond the 
capability of the Peer Support Team, the companion officer shall accompany 
the officer on the initial visit to the selected service agency.   

 The companion officer shall accompany the involved officer thereafter to 
further interviews, meetings, or counseling sessions only if requested by the 
involved officer(s).           

b. Groups. Traumatic Incidents involving three or more employees will receive the same 
support as individuals involved in an incident.  However, in the case of an incident 
involving groups, the Peer Support Team Advisor and Coordinator will evaluate the 
incident and determine the need for a group intervention.  Group interventions will 
generally fall into one of the following categories: 

 Demobilization- Quick informational and rest session applied when operations 
units have been released from the scene of a major incident involving over 100 
personnel.  It serves as a secondary function as a screening opportunity to assure 
that individuals who may need assistance are identified after a traumatic event.  
Examples when demobilization might be used are after a natural disaster, plane 
crash or any event which involves multiple casualties and requires an extended 
police presence.  

 Crisis Management Briefing-A large group crisis intervention technique.  
Designed for use with large groups of primary victims (up to 300 at a time).  
May be implemented with civilians after mass disasters, students after school 
related incidents and employees after work related crisis.  

 Critical Incident Stress Debriefing- A group meeting or discussion about a 
traumatic event or a series of traumatic events with the individuals who were 
involved in the traumatic incident.  

 Defusing- A shortened version of the CISD usually implemented within 8 hours 
of a critical incident.  Used to determine if a full-scale debriefing is warranted.      

 
G. Team member names, phone numbers and pager numbers will be posted at each police facility 

and placed on the department Intranet.  An employee may access any of the provided services 
by contacting a member of their choice. 
 

H. Confidentiality 
1. No mention will be made in any department report of the presence of a Peer Support Team 

Member at the scene of, or as a result of, a traumatic incident.  No Peer Support Team 
Member will discuss with anyone any details about contacts or time spent with an 
employee or family member who received services from the Peer Support Team.  
Exceptions may be made as necessary for proper functioning of the Peer Support Team or 
as permitted by the involved employee or family member to an outside agency the person 
has been referred to for assistance. 
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2. No member of the Peer Support Team will keep formal or private records of supportive 
contacts.  Any member of the Peer Support Team who violates the confidentiality order 
will be removed from the team. 
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401.08   USE OF FORCE INVESTIGATIONS  
     (Re-numbered and Revised 04 05 20) (Revised 06-09-20)	

A. Definitions 
1. Critical Incident – For the purpose of this policy, a critical incident is any action, alleged 

failure to act, or use of force by an employee that results in discharge of a firearm by the 
employee or is alleged to have resulted in serious bodily injury to another, or death to 
another. This term shall include custodial death. (Revised 04 05 20) 

2. Critical Incident Scene Coordinator (CISC) – The Central Criminal Investigations Section 
Lieutenant.  In the absence of the lieutenant, the CISC will be the Homicide Sergeant.  The 
CISC is not the Incident Commander (IC), although he/she will work collaboratively with 
the IC, the CISC is coordinating and directing the investigative aspects of the critical 
incident. (Revised 04 05 20) 

3. Overwatch Officer - Officer assigned to preserve and protect evidence that may be on the 
involved employee’s person or clothing, and to monitor the involved employee while at 
the scene. (Revised 04 05 20) 

4. Public Safety Information – Necessary and limited information provided by involved 
employee at the scene to ensure both the immediate safety of the public and effective police 
response.   The purpose of this information is not to determine justification for using force. 
(Revised 04 05 20) 

 
B. Types of Use of Force Incidents 

1. No Serious Bodily Injury or Death While in Police Custody.  Uses of force that did not 
involve a discharge of a firearm by an officer, did not result in death, or is not likely to 
result in the death of any individual, will be reported and reviewed through the chain of 
command as specified in G.O. 401.07. (Revised 04 05 20) (A 4.2.2) 

2. Discharge of Firearm by Officer at an Animal.  The discharge of an officer’s firearm at 
an animal, regardless of the extent of injury sustained by the animal, will be reported and 
reviewed through the chain of command as specified in G.O. 401.07.  Internal Affairs shall 
respond to the scene and conduct an administrative investigation. The Incident Commander 
may request additional resources as needed. (Revised 04 05 20) 

3. Use of Force by Officer Causing Serious Bodily Injury, or Death While in Police Custody.  
The Homicide Unit shall have primary responsibility for conducting the criminal investigation in 
cases of: 
a. Discharge of a firearm by an officer at an individual; (Revised 04 05 20) 
b. Use of force by an employee that results in, or is alleged to have resulted in, death or 

is likely to result in the death of any individual; and (Revised 04 05 20) 
c. The death of an individual while in police custody or in the jail, even if force was not 

used. (Revised 04 05 20) 
4. Pursuits Involving Crash-Related Injury or Death.  Pursuits involving crash-related 

injury or death will be investigated by the Traffic Section.  Internal Affairs shall respond 
to the scene and conduct an administrative investigation of pursuits involving crash-related 
injuries resulting in serious bodily injury or death. (Revised 04 05 20) (Revised 06-09-20)  

 
C. Critical Incident Scene Response to Deadly Force.  

1. Involved and Witness Employee(s) shall: 
a. Determine the physical condition of any injured person, render first aid when 
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appropriate, notify Dispatch Services of the incident and location and request necessary 
emergency medical aid; (Revised 04 05 20) 

b. Unless removed from the scene for medical treatment, remain at the scene until the 
Critical Incident Scene Coordinator (CISC) arrives. If the involved employee’s 
presence might cause a more hazardous situation to develop, (violent crowd for 
example) the ranking employee at the scene may instruct the employee and the 
employee’s assigned Overwatch Officer to relocate to a more appropriate location 
before the CISC arrives with an assigned Overwatch Officer. (Revised 04 05 20) 

c. If reasonably possible, take steps to protect his/her safety and to preserve any evidence 
at the location, including, protect any weapon that may need forensic examination, if 
applicable. (Revised 04 05 20) 

d. Prepare written reports of the incident in a timely manner as directed by supervisors. If 
the involved employee is the subject of a criminal investigation, the employee may 
decline to prepare a written report based on the employee’s constitutionally protected 
rights. (Revised 04 05 20)   

2. Responding Supervisor. The responding supervisor on scene will assume the role of 
incident commander and remain in that position until relieved. Where multiple supervisors 
are present, the ranking supervisor should take command and shall: 
a. Ensure that medical attention is being provided to anyone in need; (Revised 04 05 20) 
b. Separate and isolate involved employee(s); consider removal from scene if needed; 

(Revised 04 05 20) 
c. obtain public safety information from involved employee(s) in accordance with Section 

501.01 (Public Safety Information) of the Use of Force Investigations SOP; (Revised 04 05 
20) 

d. Assign an Overwatch Officer to each involved employee. Involved employees shall be 
isolated from witness employees and any other involved employee(s) until the involved 
employee has been interviewed by investigator; (Revised 04 05 20) 

e. Separate and isolate involved witness(s); consider removal from scene if needed. 
Witness employees shall be separated from one another; (Revised 04 05 20)  

f. If any employee is removed from the scene, notify the CISC; (Revised 04 05 20) 
g. Secure the scene and ensure that crime scene perimeters are established. Once 

established, employees shall leave the crime scene unless they are assigned a specific 
function within the crime scene; (Revised 04 05 20) 

h. If a fatality occurs, ensure the body is concealed from public view in accordance with 
G.O. 410.03; (Revised 04 05 20) 

i. If involved officer(s) are removed from the incident scene, ensure BWC and DVR 
systems are immediately stopped. (Revised 04 05 20) 

j. Once the dynamic incident scene is secured and transitioned to an investigative scene, 
ensure all BWC and DVR systems are stopped. (Revised 04 05 20)     

k. Locate and identify non-employee witnesses; (Revised 04 05 20)  
l. Assign an officer to be responsible for the crime scene log; (Revised 04 05 20) 
m. If BWC or DVR recordings captured the critical incident, notify personnel from 

Research & Development and request response to the scene to assist with the 
preservation and recovering of said recordings; (Revised 04 05 20) 

n. Notify investigative and administrative personnel.  If appropriate, the supervisor shall 
relay the involved employee’s request for an attorney, one support person or association 
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representative, and a Peer Support Team response member; and (Revised 04 05 20) 
o. Afford the opportunity for involved or witness employees to call a family member. The 

supervisor shall identify a secured area to ensure the employee has privacy without any 
recording devices in the area; (Revised 04 05 20) 

p. Initiate a command page with all relevant information available at the time.  
3. Overwatch Officer 

a. Maintains the integrity of the evidence on each involved employee(s). (Revised 04 05 20)   
b. Maintain sufficient view of the involved employee at all times. (Revised 04 05 20) 
c. Shall permit confidential conversations between the involved employee and the 

employee’s attorney.  The Overwatch officer shall step away during any confidential 
conversations. (Revised 04 05 20) 

d. Shall not discuss the incident with the involved employee. (Revised 04 05 20) 
e. Shall not be a part of the responding Peer Support Team. (Revised 04 05 20) 

4. Critical Incident Scene Coordinator 
a. Contacts the incident commander to determine resources needed, including utilizing 

additional resources to adequately conduct the investigation. (Revised 04 05 20) 
b. Responds to the scene and coordinate the investigative response. (Revised 04 05 20) 
c. Coordinates with the Crime Scene Unit to ensure the timely evidence processing of the 

employee. (Revised 04 05 20) 
d. Coordinates with the Training Center for weapon replacement if needed. (Revised 04 05 20) 
e. Ensures that notifications have been completed to Peer Support, the appropriate police 

association if applicable, and the employee’s legal representative. (Revised 04 05 20)    
f. Coordinates with the media office regarding public statements. (Revised 04 05 20) 
g. Coordinates the safe transportation of the involved employee away from the scene as 

soon as the employee’s presence is no longer needed. (Revised 04 05 20) 
h. Coordinates department contact with the family of the deceased/injured person as soon 

as the identity of that person is established, and family can be found to ensure the family 
that an unbiased, detailed, and thorough investigation will be conducted. (Revised 04 05 20) 

i. The CISC is not the Incident Commander (IC), although CISC will work 
collaboratively with the IC. (Revised 04 05 20) 

5. Investigative Response Units 
a. Homicide Unit – Will ensure the timely investigation of the criminal investigation in 

accordance with the unit’s Standard Operating Procedures. (Revised 04 05 20) 
b. Crime Scene Unit – Will collect and process evidence related to the case in accordance 

with the unit’s Standard Operating Procedure. Emphasis should be placed on the 
expedited processing of involved and/or witness employees(s). (Revised 04 05 20) 

c. Internal Affairs Unit – Will ensure the timely investigation of the administrative 
investigation in accordance with the unit’s Standard Operating Procedures. (Revised 04 05 
20) (Revised 06-09-20) 

6. Media Office 
a. Shall provide a public information plan to include all involved organizations (Revised 04 

05 20) (A 11.3.4d) 
b. Shall be responsible for the dissemination of information to the media and public in 

accordance with the unit’s Standard Operating Procedures. (Revised 04 05 20) (A 11.3.4d) 
7. Body Worn Cameras 

a. In accordance to this policy, the CISC or IC will order all cameras stopped and 
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deactivate the geofence when the scene is secured and the incident has transitioned 
from an active scene to an investigative scene. This does not prevent officers from 
reactivating and deactivating BWC/DVR as necessary when any police action(s) is/are 
to be taken. (Revised 04 05 20) 

b. Refer to General Order 209.09 regarding use, access, activation and deactivation of 
audio and video function, and release of Body Worn Camera footage restrictions. (Revised 
04 05 20) 

c. Before providing a walk-through statement in the field, employees have the right to 
conduct a review of video as specified in the policy on Body Worn Cameras (General 
Order 209.09) and as required by law. (Revised 04 05 20) 

d. The employee’s legal counsel may view the video with the employee in the field.  The 
inclusion of the employee’s legal counsel to view the video in the field is a revocable 
courtesy that may not interfere with any ongoing police investigation(s) or the securing 
of the scene. (Revised 04 05 20)  

  
D. Release of Information. The administrative and criminal investigations will be under the 

direction of the City Attorney's office and deemed confidential attorney work product, not to 
be disclosed except by express waiver of the Police Chief or by court order.   

a. Entities outside of the City, including but not limited to the Tarrant County District 
Attorney’s Office or any federal agency conducting an investigation, requesting 
employee interviews or the release of any department documents, including training 
records, must be coordinated by the Police Chief or designee, prior to complying with 
the request.   

 
E. Deadly Force Review Board (DFRB).  Completed administrative and criminal investigations 

in cases of serious bodily injury or death of a person by uses of force other than a vehicle will 
be reviewed by a Deadly Force Review Board appointed by the Police Chief.  The Police Chief 
may, but is not required to, appoint a DFRB in cases involving motor vehicle operation by an 
officer.  (Revised 11-01-97) 
a. Each Board will have two Lieutenants, a Sergeant, and two patrol-grade officers.  Police 

personnel in the chain of command of the involved employee(s), those involved in the 
incident or the investigation, and those who were at the scene of the incident for any reason 
are ineligible to serve on the DFRB.  The Police Legal Advisor and Training Commander 
will be ex officio members of the Board.  The employee may select one member of the 
Board subject to the membership criteria stated in this provision. (Revised 06-04-04)    

b. The Board will elect a presiding officer from among their members.  The Chairperson 
presides at all meetings of the Board and votes only in case of a tie. 

c. The Board will review reports and facts submitted by Internal Affairs and, if applicable, 
the appropriate other investigative section.  The Board will not hear any direct testimony 
from involved personnel or witnesses.  If additional information on the facts of the incident 
is needed, the Board will ask the investigative segment to conduct supplemental interviews.  
The Board will submit a written report indicating its concurrence or non-concurrence with 
the investigative segments report(s).  The report will state specifically the reasons for the 
Board's conclusions.  The DFRB report on an Internal Affairs investigation will be sent to 
the commander of the employee's Division.  The DFRB report on a criminal or traffic 
investigation will be sent to the Police Chief. (Revised 11-01-97) 
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d. The Board will make a report to the Police Chief, evaluating the quality of supervision 
prior to, during, and after the incident and the quality of the post-shooting investigative 
process(es), and recommend establishment or revision of any training, policy, or procedure 
determined during its review to be necessary. (Renumbered 03-30-92) 

 
F. Civil Rights Investigations.  The department will not order or request any of its members who 

may be suspects to confer with federal investigators without the advice of counsel.  (See 
General Order 206.02). (Effective 12-31-87) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


	Destination Zero Letter - Blue Chip-Blue Fit.pdf
	DZ Toolkit 2021 (003).pdf
	Destination Zero Award Submission Final.pdf
	Destination Zero Award Submission Introduction
	Destination Zero Award Submission 01-14-21
	_GoBack

	Destination Zero Award Submission

	GO 505.03 Peer Support.pdf
	GO 401.08 Use of Force Investigations.pdf

