






 

Agency Overview 

Ninety-one dedicated men and women make up the Puyallup Police Department. 68 of the 91 

members are commissioned law enforcement officers, 13 members are certified Corrections 

Officers, and the remaining members fill in a variety of support staff positions. The Department 

is led by Chief Scott Engle, who was appointed as the Chief of Police in January of 2018. The 

Department has an annual budget of over $20 million and is one of the few cities in Washington 

that has a municipal jail. Finally, on average, officers annually respond to over 60,000 calls for 

service. 

The City of Puyallup is situated 35 miles south of Seattle and 10 miles east of Tacoma.  Puyallup 

is the third-largest city in Pierce County, behind only Tacoma and Lakewood. The State Office of 

Financial Management lists the 2019 population of Puyallup at just over 41,500. Puyallup is a 

bustling city that has two major highways, a busy state route, and a commuter rail station that 

move people to and from the area. Additionally, Puyallup has a large regional hospital, busy 

shopping mall, many big box stores, a community college, and his home to the Washington 

State Fair and Events Center, which annually draws over 1.7 million patrons. 

Approach to Wellness  

First and foremost, we believe in creating a culture of wellness at Puyallup PD. Our culture of 

wellness is one that supports policies, ideas, and norms that promote the health and safety of 

our members. We believe that by creating a culture of wellness, our members will be happier 

and healthier at work and home and that this happier and healthier view leads to less turnover, 

increased productivity, and fewer citizen complaints. Finally, our culture of wellness is a holistic 

one that endeavors to support both the physical and emotional wellbeing of our members 

equally. 

Our culture of wellness began in earnest in 2018 with the appointment of a new police chief, 

Chief Engle. At the time of his appointment, our agency was down several officers due to 

retirements and lateral transfers. Consequently, morale was down as officers were being forced 

to work overtime to cover patrol shifts and staff special events. 

Seeing that the Department was in a difficult place, Chief Engle implemented a simple phrase 

that put us on our wellness trajectory. The simple phrase that Chief Engle began utilizing 

throughout his talks with the members was “assume positive intent.” In other words, assume 

that your co-workers, command staff, and others are making a decision with the right 

motivation in mind. By encouraging members to assume the positive instead of gravitating to 

the negative, which is all too common in law enforcement, Chief Engle essentially flipped the 

script, and members began viewing decisions or actions in a positive light. Or in other words, 

the Department started to see the glass as half full, not empty. 



The change in mindset corresponded with a review of our existing policies related to wellness 

as well as thoughts on new initiatives that we could undertake that would enhance wellness. 

The following are policies, programs, and norms came out of the process: 

• Assume Positive Intent Mindset 

• Conscious Effort to Routinely Recognize Gratitude and Good Work 

• Peer Support Program 

• Monthly Wellness Challenge 

• Mental Health Training 

• Spousal Support Training 

• Healthy Snacks 

• Fun Work Environment 

• Traditional Exercise 

• Alternatives to Traditional Exercise 

• Training Trainers in Wellness 

Specific Programs 

We have the typical wellness programs that can be found in most law enforcement agencies 

throughout the country. For example, we have an Employee Assistance Program, we offer free 

flu and Hepatitis vaccinations, provide a gym and on-duty workout time at the Department.  

However, we believe what sets our department apart from other agencies is the other types of 

programs is our belief that promoting positivity builds resiliency and that the promotion and 

development of specific programs further our creation of a wellness culture.  The programs that 

foster this culture are highlighted below.  

Assume Positive Intent Mindshift 

All too often, people involved in law enforcement view actions or decisions through a negative 

lens. While much of this is attributed to what law enforcement officers see out on the street, 

negatively does not need to prevail and consume our thoughts. There have been countless 

studies that have shown that people who are more positive nature tend to live longer and have 

happier lives. Based upon our knowledge of how a positive mental outlook can improve one’s 

life, Chief Engle set out to change the overall fiber of the Puyallup Police Department by 

challenging members to shift from viewing a decision or action from a negative mindset to a 

positive mindset. The initial challenge came in the form of an email, shortly after he was 

appointed as Chief of Police, in which he laid out the idea of “assuming positive intent.” He 

asked that we view actions through a positive lens, not a negative lens. He challenged us to 

believe that none of our peers wanted to do something that would cause harm, hurt feelings, 

or result in a negative consequence. 

To strengthen our resolve in the idea of assuming positive intent. The Department purchased a 

magnetic sign that officers could move around the station. The theory behind moving the sign 



was that the idea of assuming positive intent should be living throughout the Department and 

not become stagnant like a picture that hangs on a wall. Officers were encouraged to move the 

sign throughout the station as a way to keep the vision alive. Consequently, the sign now 

appears in a new location nearly daily (See photo on the next page). 

Finally, as it relates to assuming positive intent, we have worked extremely hard over the last 

couple of years to make this a cultural norm. To reach the status of a cultural norm, the norm 

must be recognized by all. As such, it is not uncommon when a member views something 

through a negative lens to hear other members challenge that person by saying something to 

the effect of “are assuming positive intent.” 

 

 



Conscious Effort to Routinely Recognize Gratitude and Good Work 

Again, realizing the power positivity and its effects on one’s emotional well-being, the 

Department began to routinely recognize the excellent work that our members do day in and 

day out. The hope was that by making a conscious effort to identify good work or deeds, it 

would help promote a positive working environment. Three specific initiatives were created out 

of our desire to promote the positive. 

First, we begin every Command Staff or Leadership Team meeting with identifying who is 

“crushing it” or reasons to be grateful. The responses are published in our minutes that are 

distributed throughout the Department. Here are a few examples of some of the comments 

that have been published: 

 

Next, we created a “crushing it” board where members can recognize other members for the 

excellent work that they are doing.  The “crushing board” is near our Department mailboxes. 

 



The third area which by we are trying to create a positive culture is by formally recognizing 

employees for their positive accomplishments. Each month we award a Positive Impact Award to 

a member who has made a positive impact on the Department or the community. Our policy 

defines the Positive Impact Award as follows: 

The Positive Impact Award shall be awarded to employees who have demonstrated a pattern of 

behavior that exemplifies the highest ideals of the Puyallup Police Department. All department 

supervisors shall vote upon the award. 

Award shall be a written commendation on Department letterhead and posted within the 

department. 

 

Peer Support Program 

In January of 2018, we had an incident at our City recreation center. A subject exited his 

vehicle, fired off a round, and entered the recreation center property. The recreation center 

was occupied at the time with numerous patrons. Fortunately for us, the subject bypassed the 

center and walked to a rear parking lot adjacent to the facility. Several officers responded to 

the location from not only our agency buy adjoining agencies as well. After several minutes of 

negotiations, the subject opened fire on the responding officers. Five Puyallup Officers and two 

outside agency officers returned fire, and the subject subsequently died. Immediately following 

the incident, a call was made for Peer Support for several of the officers.  However, we quickly 



realized that we did not have enough Peer Support Officers to help the officers involved with 

the incident. 

Following the incident at the recreation center, we set out to improve our Peer Support 

Program. Before the event, the program consisted of one or two Peer Support Officers who 

received occasional training.  Our program lacked oversight, policies, and procedures. 

Recognizing that this was a glaring gap in our ability to care for our members, we set out to 

correct the issue and develop a program that would follow best practices. 

One of the first things that we did was identify a Peer Support Coordinator. The Peer Support 

Coordinator is a Captain in our agency. The Peer Support Coordinator then selected another 

member, with prior Peer Support experience, to help him work on policies and procedures that 

conform to a best practice type of a model. To date, the Peer Support Coordinator and fellow 

member have created a policy, operating guidelines, and a brochure for members that 

describes the program (attached, you will find our policy, guidelines, and brochure. 

Next, the Peer Coordinator identified a Licensed Mental Health Professional to support the 

team and the Department. The Licensed Mental Health Professional who was selected, 

specializes in trauma, and works extensively with law enforcement. The professional was 

contracted to provide routine training and support to the Peer Support Team as well as training 

to the entire Department. Additionally, a Licensed Mental Health Professional is available 

members who need assistance. 

As the team came together, four additional members and our Department Chaplain were 

added bringing our team total to eight (1 Team Commander, 1 Team Leader, 1 Licensed Mental 

Health Professional, our Department Chaplain, and 4 officers). All team members then received 

the necessary training to be certified as Peer Support Officers. This was follow-up by in-service 

training for all members of the Department so that they would know what to expect from Peer 

Support Team members.  

Since the formation of the team, our Peer Support Officers have had 30 consultations and been 

involved in three modified debriefs of members. It should be noted that the discussions 

generally occur when our Peer Support Officers proactively reach out to members who have 

experienced trauma. For example, most recently, our Traffic Unit responded to two fatal train 

vs. pedestrian incidents in two days. Our Peer Support Officers proactively reached out and 

inquired if they could be of any assistance. The reach out resulted in at least one or two Traffic 

Officers seeking Peer Support. 

Moving forward, our Peer Support Team is in the process training with other first responders 

(LE, Fire, and Emergency Management) in the region to build a robust regional program. The 

thought behind the regional approach is so that any agency that has experienced an unusually 

large or difficult incident could make a mutual aid request for other recognized Peer Support 

Officers. 



Monthly Wellness Challenge 

As part of trying to build a culture of wellness we implemented monthly wellness challenges in 

2018. The monthly fitness challenge is open to all Department members.  Each fitness challenge 

has a theme that promotes wellness. Members who choose to participate in the program send 

and email at the end of the month to a support staff member who logs the activity. The 

member with the highest total of what is being challenged wins a $25 gift card for the month.  

Below you will find some examples of challenges that we have done recently. The examples 

excerpts from emails that the Chief regularly sends out to staff.  

August Awesome 

For August our fitness challenge will continue with total workout minutes.  So, do a workout and 

send your minutes to McKenzi.  Whoever has the most workout minutes at the end of the month 

will get a month off for free.  Who’s still reading that caught that?  How about a gift card 

instead.  So get your August Awesome on and send your minutes to McKenzi. 

September Sleep 

First, a shout out to Det. Sgt. Gill for the suggestion for our wellness challenge for 

September.  Sleep is important to our health and wellness in some many different ways.  As we 

roll into September we need to remember the importance of getting a good nights sleep- and 

research says that is at least 7 hours.  So, get a minimum of 7-hours of sleep each night, keep 

track, and let McKenzi know for September.  A great focus for us in September- thanks Det. Sgt. 

Gill! 

October Opportunities 

For October, our health and wellness challenge are going to be simple- October 

Opportunities.  Take the opportunity in October to work out!  Whatever that work out looks like 

for you get it done!  We will count for those who participate how many workouts you got in 

during the month.  For October we are not going to track who gets the most workouts in, rather 

we are going to try to increase our participation in the monthly challenge.  So, it’s the honor 

system.  If you are going to participate by taking the opportunity to work out in October let 

McKenzi know.  At the end of the month we will draw from the hat for the winner.  Seize the day 

and jump on board with October Opportunities. 

The following pages contain examples of posters that are placed throughout the station for the 

month.  



 

 



 

 



Mental Health Training/Support 

As we set out on building a culture of wellness at Puyallup PD, we looked at areas where we 

were potentially deficient. We recognized early on that while we were good at encouraging and 

supporting physical activities, we had been slow to develop mental health programs. In 2019 

we set out to change that by providing two essential in-service trainings for all of our members. 

The first training occurred in February of 2019, was titled “Trauma and Law Enforcement: 

Almost Everything You Need to Know.” Our Licensed Mental Health Professional facilitated the 

training. The following were the established goals for the training:  

•     Discuss the difference between primary and secondary trauma 

•     Identify ways that these impact law enforcement specifically 

•     Discuss what you should expect from counseling 

The two-hour training was attended by over 80% percent of our staff. Reviews by the team 

were favorable and appreciative of the fact that the Department was taking mental health 

training seriously. Additionally, I would add that an unintended consequence of the training 

was that many officers grew comfortable with a mental health professional being around the 

police department and, even more specifically, our contracted professional.  

Recognizing that additional mental health training was warranted and wanting to show that we 

were committed to providing training in this area, we worked with the Puyallup Police 

Foundation to bring in another mental health trainer. The Puyallup Police Foundation is a non-

profit group that is set up to support law enforcement officers and their families. The 

foundation agreed to pay for the trainer if we decided to release officers to attend.  

In May of 2019, we hosted a three-hour training titled, “A Locker Room Approach to Stress.” 

The training discussed taking care of ourselves mentally, and recognizing that suicide is a 

significant issue facing first responders. See the flyer below for further specifics on the training.  

The training was open to not only Puyallup PD but our regional partners as well. Over 90% of 

our members attended the training as well as 25 students from outside agencies. 



 

 



Finally, as it relates to the mental health of our officers, I would say that as we have started 

talking about mental health, our members are becoming more and more receptive to receiving 

help.  Over the last year or so, several of our members have sought out professional help. 

Further, a few of these members have spoken openly about their struggles, which in turn is 

reducing the stigma and letting others know it is ok to seek help.    

Note: The photo below is posted in the Department breakroom and goes to the point that we 

recognize that mental health is an issue in law enforcement. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Spousal Support 

Although it might sound cliché, we believe that if you are happy at home, you are happy at 

work. To that end, we began providing classes for spouses in 2019. The flyer below is for a 

course that was provided by our Licensed Mental Health Professional

 

Aside from this class, we also hosted a “Welcome to Puyallup PD” class for spouses. The class 

was geared towards spouses who were new to Puyallup PD. The class was designed to allow the 

spouses to become connected while learning about PPD at the same time.  The class was led by 



our lead Police Training Officer (PTO). The Chief and Command Staff members were present.  

The course was well attended, with approximately 12 new spouses attending out of 

approximately 15 officers hired in a specific time span.  

Healthy Snacks 

Again, believing in a holistic approach to creating a culture of wellness, the Department began 

looking at nutrition. Specifically, we wanted to encourage our members to eat fruits and 

vegetables and drink water.  To promote healthy eating in the Department, the Department 

started purchasing fruit and flavored water for members in 2018. The items are located in the 

break room and available to all members. 

 

 



 

Fun Work Environment 

Another component we believe is important is creating a culture of wellness is creating a fun 
work environment. Studies over the years have shown that when you create fun in the 
workplace, it leads to happier employees who feel more satisfied with their work. It also leads 
to a reduction in stress. To that end, we have done some “fun” things over the last few years 
with and for our members.  
 
First, we participated in the lipsync challenge 
(https://www.youtube.com/watch?v=MoNJWhOcidI) in 2018. The challenge involved over 30 
employees and created a buzz in the Department. Members genuinely looked forward to 
participating. The project brought a lot of happiness to the Department. Incidentally, the video 
had received over 318,000 hits to date.  
 
Next, over the past two years, the Department has held Dodgeball and Mattball events. Again, 
these events provided an opportunity for members to come together and have fun.  
 

 

https://www.youtube.com/watch?v=MoNJWhOcidI
https://www.youtube.com/watch?v=MoNJWhOcidI


Traditional Exercise/GYM 

Like many Police Departments across the country, our Department has a gym. As our building was built 

in 1968, our gym is relatively small and is shared by the Fire Department. Although the gym is small, it 

has hall the amenities offered in most gyms (treadmill, free weights, etc.) Additionally, if our members 

do not want to work out on location, they have access to the Puyallup Recreation Center. The Puyallup 

Recreation Center is a City-owned facility that has all types of workout equipment as well as racquetball 

and tennis courts and a regular gymnasium.  

To encourage members to exercise regularly, the Department has authorized members to workout on 

duty. Members must coordinate their workout times with their supervisors. We currently do not keep 

stats the number of individuals working out on duty; however, a recent analysis of the proximity card 

reader into the gym revealed that there are between 1,500 and 2,000 clicks annually into the gym. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Alternatives to Traditional Exercise  

Physical fitness is an indisputable cornerstone of any wellness program. However, finding activities that 

interest all members in being physically active is a challenge for any Department attempting to build a 

culture of wellness. Realizing that not everyone wants to run on a treadmill, lift weights in a gym or ride 

a bike around town, we set out on a course to expose members to alternatives to traditional physical 

fitness routines with the hope they would find something they would enjoy.  

In February of 2018, we used an in-service training day to expose our members to Yoga. The 

Department set aside two hours for every member to attend and hired a Yoga instructor. The instructor 

went over the benefits of the basics of Yoga with our members. Over 90% percent of our members 

participated in the training, and the reviews were very positive. Please see the attached lesson plan and 

after-action review.  

Also, around the same time that we hosted the Yoga class for the Police Department, the City began a 

Workplace Yoga Program that continues today. The plan is open to all members of the City and Police 

Department members are released from duty to attend if they so choose. While there are no sign-in 

sheets, there are Department members that attend the training. The picture below was taken from our 

Department mailbox room. 

 



 

Aside from Yoga, the Depatment allowed members to hire a Crossfit Instructor to come to the 

Department and provide a Crossfit 101 class to interested members. The Crossfit 101 class consisted of 

several different sessions over a number of weeks. Approximately 12 members particpated in this intro 

class.  

Fitness Mentor Support 

A key component to building and sustaining a thriving culture of wellness is supporting members who 

seek to raise the overall wellness level in the Department. Our Department is fortunate to have 

members who take their wellness and the wellness of others seriously. These informal wellness mentors 

send out wellness articles, post workouts in the gym, and encourage others to push their wellness goals.  

To support these mentors, and encourage others to follow in their footsteps, the Department seeks out 

training opportunities for these individuals to broaden their knowledge about wellness. For example, in 

2019, the Department sent six members to the IACP Officer Safety and Wellness Conference. It should 

be noted that the Department and the officer’s union partnered on this venture. The partnership 

consisted of the Department picking up the expenses for four members to attend and union picking up 

the costs of the two additional members.   

 

Closing Comments 

In reviewing this nomination our hope is that evident that our program is committed to creating 

a culture of wellness through a holistic approach. While many of programs are a bit outside the 

box, we believe that they resonate with our emerging workforce. As we move forward and 

begin to evaluate these the effectiveness of these programs, we believe strongly that we will 

have a happy and healthy workforce.  
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Course Title: Officer Wellness     Date(s) of Training: 02-27/02-28-2018     Training Hours: 2 
 

Instructor(s): Gill/Wilson/Vendor     Location of Training: Union Fire Hall 
 
 

COURSE CONTENT 
 

Training Goal: To introduce first responders and department support staff to stress mangement 
techniques and to educate department personnel on the negative effects of stress related to first 
responders. Reduce complaints and improper responses to incidents by providing stress management 
techniques and improve the overall well being of employees in their work and personal lives. 
 
Course Overview: 
Over the last several years, first responders have been in the spotlight when a poor response to a critical 
situation is observed. In many cases, this could have been avoided if the first responder had been trained in 
stress mangement, self awareness and the negative affects related to tramautic stress. This course will not 
only provide information on the effects of stress in both personal and work related life, but provide ways to 
decompress, destress and manage that stress.  
 
Performance Objectives: 

• Educate on what is stress and trauma 
• Educate on the negative effects of stress and cumulative trauma 
• Understand the mechanisms and importance of deep sleep and REM sleep 
• Provide coping mechanisims, self awareness techniques to manage and reduce stress ("shift and 

reset") 
• Provide employees with the tools to identify when a co-worker is losing emotional control and to 

intevene before the incident escalates. 
• Gain practical experience in using mind-body exercise to "shift and reset."

Staffing/Instructor Requirements: 2 Department personnel for the presentation, 1 outside first responder 
yoga instructor. 
 
Facility Requirements: Gym or Auditorium 
 
Equipment: 

• DT Matts, yoga matts 
• Workout attire 

• projector with screen 
• power source

 
COURSE DETAILS 

 
Format: 1 hour lecture, 1 hour practical exercise.  
 
Timeline: (schedule provided in minutes is flexible and may change on the day) 

• 0-5 welcome/seated 
• 5-10 introduction 

• 10-60 lecture 
 



PUYALLUP POLICE DEPARTMENT 
TRAINING LESSON PLAN  

Training Lesson Plan   Page 2 of 3 

 

• 60-120 Practical exercise.  
•       

•       
 

Case Law/Applicable Department Policy: 1014.1  PURPOSE AND SCOPE 
 Fitness for Duty 
All officers are required to be free from any physical, emotional, or mental condition which might adversely 
affect the exercise of peace officer powers. The purpose of this policy is to ensure that all officers of this 
department remain fit for duty and able to perform their job functions. 
1014.2  EMPLOYEE RESPONSIBILITIES 
a. It shall be the responsibility of each member of this department to maintain good physical condition 
sufficient to safely and properly perform the essential duties of their job position. 
b. Each member of this department shall perform his/her respective duties without physical, 
emotional, and/or mental constraints. 
c. During working hours, all employees are required to be alert, attentive, and capable of performing 
their assigned responsibilities. 
d. Any employee who feels unable to perform his/her duties shall promptly notify a supervisor. In the 
event that an employee believes that another employee is unable to perform his/her duties, such 
observations and/or belief shall be promptly reported to a supervisor. 
1014.3  SUPERVISOR RESPONSIBILITIES 
a. A supervisor observing an employee or receiving a report of an employee who is perceived to be 
unable to safely perform his/her duties due to a physical or mental condition shall take prompt and 
appropriate action in an effort to address the situation. 
b. Whenever feasible, the supervisor should make a preliminary determination of the level of inability 
of the employee to perform the essential duties required of the job. 
c. In the event the employee appears to be in need of immediate medical or psychiatric treatment, all 
reasonable efforts should be made to obtain sufficient information regarding the nature of the concern to 
enable the Department to assess options and react responsibly to assure the safety of the employee, other 
members of the Department and the public, while complying with the employee’s legal rights. 
d. In conjunction with the Sergeant and employee’s available Division Captain, a determination should 
be made whether or not the employee should be temporarily relieved from his/her duties. 
e. The Chief of Police shall be promptly notified in the event that any employee is relieved from duty. 
1014.4  RELIEF FROM DUTY 
Any employee suffering from a work or non-work related condition which warrants a temporary relief from 
duty may be entitled to be placed on family medical leave under state and/or federal law. Consult with 
Human Resources to assure proper notification and compliance with family medical leave rights. Employees 
who are relieved from duty for medical reasons may be eligible for workers compensation payments or may 
be required to use sick leave or other paid time off consistent with applicable policies. 
Any employee suffering from a work related condition which warrants a temporary relief from duty shall be 
required to comply with personnel rules and guidelines for processing such claims. 
1014.5  PHYSICAL AND PSYCHOLOGICAL EXAMINATIONS 
 PHYSICAL AND MENTAL EXAMINATIONS  
a. Whenever circumstances reasonably indicate that an employee is unfit for duty, the Chief of Police 
may serve that employee with a written order to undergo a physical and/or psychological examination in 
cooperation with Human Resources Department to determine the level of the employee’s fitness for duty. 
The order shall indicate the date, time and place for the examination. 
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b. The examining health care provider will provide the Department with a report indicating that the 
employee is either fit for duty or, if not, listing any functional limitations which limit the employee's ability 
to perform job duties. The scope of the requested fitness for duty report shall be confined to the physical or 
psychological condition that prompted the need for the examination. If the employee places his/her 
condition at issue in any subsequent or related administrative action/grievance, the examining physician or 
therapist may be required to disclose any and all information which is relevant to such proceeding. 
c. In order to facilitate the examination of any employee, the Department will provide all appropriate 
documents and available information to assist in the evaluation and/or treatment. 
d. All reports and evaluations submitted by the treating physician or therapist shall be part of the 
employee’s confidential personnel file. 
e. Any employee ordered to receive a fitness for duty examination shall comply with the terms of the 
order and cooperate fully with the examining physician or therapist regarding any clinical interview, tests 
administered or other procedures as directed. Any failure to comply with such an order and any failure to 
cooperate with the examining physician or therapist may be deemed insubordination and shall be subject to 
discipline up to and including termination. 
f. In the event an employee is required to submit to a “fitness for duty” examination as a condition of 
returning from medical leave required under the Family Medical Leave Act (FMLA), contact Human 
Resources for direction regarding how to proceed. 
g. Once an employee has been deemed fit for duty by the examining health care provider, the 
employee will be notified to resume his/her duties. 
1014.6  LIMITATION ON HOURS WORKED 
Absent exceptional situations members shall not work more than:  
• 18 hours in one day (24 hour) period, or  
• 30 hours in any 2 day (48 hour) period, or  
• 84 hours in any 7 day (168 hour) period.  
Except in very limited circumstances members should have a minimum of 6 hours off between shifts. 
Supervisors should give consideration to reasonable rest periods and are authorized to deny overtime or 
relieve to off-duty status any member who has exceeded the above guidelines.  
Limitations on the number of hours worked apply to shift changes, shift trades, rotation, holdover, training, 
general overtime and any other work assignments.  
1014.7  APPEALS 
An employee who is separated from paid employment or receives a reduction in salary resulting from a 
fitness for duty exam shall be entitled to an administrative appeal as outlined in the Personnel Complaints 
Policy. 
 
Assessment/measurement of success? This is informational training. Attendance and participation is all that 
is needed. 
 
 
LESSON PLAN APPROVAL: 
This lesson plan has been submitted, reviewed, and approved for instruction by the following supervisors: 
 

 
PRINTED NAME             SIGNATURE     DATE 



TRAUMA AND LAW ENFORCEMENT: 
(ALMOST) EVERYTHING YOU NEED 
TO KNOW
PHOEBE MULLIGAN, LICSW

FEBRUARY 26-27, 2019 I PUYALLUP POLICE DEPARTMENT



WHO I AM (IN 60 SECONDS OR LESS)

• Social worker (University of Washington, 12 years)

• Trained at Harborview Center for Sexual Assault and Traumatic Stress

• Therapist at the Child Advocacy Center in Pierce County

• Clinical Director of non-profit mental health agency

• Private practice, training, CAC, contracts



GOALS FOR TODAY

• Discuss the difference between primary 
and secondary trauma

• Identify ways that these impact law 
enforcement specifically

• Discuss what you should expect from 
counseling



QUESTION: 

WHY DON’T WE TALK WITH PEOPLE ABOUT 
THE THINGS WE SEE?



PRIMARY VS. SECONDARY TRAUMA

Primary trauma: experiencing or witnessing something horrifying or directly 
threatening.

• Ex: witnessing a death, intent to kill/harm, being in an accident, etc.

Secondary trauma: listening to upsetting stories, looking at photos/videos, 
interacting with people who are suffering/in crisis.

• Ex: taking a report of a traumatic event, reviewing child pornography or video of an 
assault, repeatedly watching system failures, etc.

• Typically shifts your perspective over time; difficult to link to one specific 
memory/incident.

Van Dernoot Lipsky, Laura. (2007). Trauma stewardship: An everyday guide to caring for yourself while caring for others. Las Olas Press: Seattle, WA.



IMPACT OF PRIMARY VS 
SECONDARY TRAUMA

Primary trauma generally has two outcomes: 
natural recovery (1-2 mos) and PTSD 
(symptoms lasting longer than 2 mos).

Secondary trauma has many outcomes and 
occurs over a longer period of time.

• The longer you are working in a field that 
consistently exposes you to negative 
information and suffering, the more likely you 
are to see signs of this impact in yourself and 
others.



SECONDARY TRAUMA IMPACT

• Dissociative moments

• Sense of persecution

• Guilt

• Fear

• Can’t empathize, numbing

• Anger/Cynicism

• Addictions

• Grandiosity

• Feeling helpless/hopeless

• Sense that you can never do enough

• Hypervigilance

• Diminished creativity

• Inability to embrace complexity

• Minimizing

• Chronic exhaustion

• Inability to listen/deliberate avoidance



OVERVIEW OF PTSD

• Post-Traumatic Stress Disorder (30-60 days+ post event)
American Psychiatric Association. (2013) Diagnostic and statistical manual of mental disorders, (5th ed.). Washington, DC: Author.

• Intrusive thoughts/images (inability to control thinking about the event(s), distressed by 
memories)

• Avoidance (life adjustments to avoid reminders of trauma)

• Hypervigilance (being on high alert over a long period of time)

• Maladaptive cognitions (interpretations of the trauma that are untrue or unhelpful)

• Differences for LE
• Pattern vs. Variety

• Continued exposure

• Disclaimer: not everything will (or should) bother you. 



WHAT HAPPENS AFTER A DIFFICULT INCIDENT?

• Increase in internal emotion, decrease in external emotion (flat/numb)

• Use of powerful negative coping strategies to mask emotion

• Resistance to support/connection to others 

• Sleep disruption

• Replaying of incident or specific component of incident

• Shorter temper, increased irritability

• Decreased ability to engage in enjoyable activities



EMOTIONAL INHIBITION

• Men are socially allowed to express 3 emotions:
• Calm/Happy
• Apathetic
• Angry

• Emotion Inhibition Model©

• Women are generally allowed to experience emotion more openly, 
though it is even less acceptable when they’re operating in a male-
dominated profession.

© January 2019, Emotion Inhibition Model in Law Enforcement, SAKI Training, Mulligan, P.



EMOTION INHIBITION MODEL

INABILITY TO PROCESS/TALK ABOUT EXPERIENCES

ONGOING EXPOSURE TO PRIMARY AND SECONDARY TRAUMA

LAW ENFORCEMENT CULTURE

BEING MALE (+/- CHILDHOOD EXPERIENCES)

EXPERIENCING EMOTION 

(SADNESS, GRIEF, DISAPPOINTMENT, FEAR, SHAME, ETC.)



WHAT HAPPENS WHEN YOU CAN’T PROCESS 
THINGS THAT IMPACT YOU?

• Relationships and connection suffer

• Buried emotions leak out as 
anger/irritation

• Can’t engage fully with experiences/people

• Loneliness
Calm/Happy

Apathetic

Anger



SO WHAT IS THE ANSWER?

• Talking with people that you trust who 
can listen to the impact of your 
experiences 

• Learning to sit with and experience 
painful emotions that you’ve been told 
you should not feel

• Letting traumatic experiences be 
characterized as traumatic rather than 
meaningless



CORE 
COMPONENTS 
OF THERAPY

• “I run 6 plays. It’s like Novocain. Just give it time and it 
always works.” – Denzel, Remember the Titans 

• Psycho-education (information/normalization)

• Affect Regulation/Modulation (feelings)

• Cognitive Processing (challenging beliefs)

• Exposure

• Imaginal

• In-Vivo



QUESTIONS, THOUGHTS, CONCERNS?

• Contact information: 

Phoebe Mulligan, LICSW

pmulligan.licsw@gmail.com

206.498.6998
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PEER SUPPORT TEAM 
MISSION 

 
 

The Puyallup Police Department has recognized the 
value of providing a way for their employees and 

their family members to deal with personal and\or 
professional problems. A successful approach to 

this problem has been to provide a program which 
offers a Nonprofessional (peer) support program in 

addition to the current professional employee 
Assistance Program (EAP). It provides fellow 

employees or family members immediate 
confidential assistance with psychological and 

emotional support through pre-incident education, 
spousal/family support, on-scene support and 

demobilization, post incident defusing or one-on-
one interaction. 
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Peer Support Program  
Standard Operating Guidelines 
 
 
 
PURPOSE  
 
The purpose of the Peer Support Program is to prevent and/or lessen the potential 
negative impact of a stress upon emergency services personnel and family by providing 
emotional support, information and assistance.    
 
The Program will provide the emergency services personnel and family psychological 
and emotional support through pre-incident education, spousal/significant other support, 
on-scene support and demobilization intervention, post-incident defusing or one-on-one 
interaction. 
 
The Peer Support Team will be comprised of agency members who have been specially 
trained in stress management, critical incident stress and crisis intervention techniques 
and who work in conjunction with designated mental health professionals. 
 
A critical incident is any event, on duty or job related off-duty, involving actual or 
threatened death or serious injury, which has the potential to create a sense of fear, 
helplessness, horror or general distress, or an event that is overwhelming to the natural 
defenses of an officer.  Furthermore, a Peer Support Team offers the employee a 
sounding board for personal life crises. 
 
 
POLICY 
 
a. The Peer Support Program shall consist of volunteer Peer Support Team Members 

who have had a critical incident experience and some of the issues and feelings 
associated with critical stress.  These volunteers will be trained to provide support and 
reassurance to a fellow employee who has experienced a critical incident and/or are in 
crisis. 
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b.  The Peer Support Program does not take the place of a critical incident stress 
debriefing (CISD). 

  
c.  Peer Support is not to be considered a substitute for professional counseling. Peer 

Support Team Members are not trained mental health professionals; they are peer 
support providers. 

 
d.  All Peer Support activities shall be voluntary.  Employees may choose or reject a Peer 

Support Team Member.  
 
 
 
STATEMENT OF UNDERSTANDING  
 
Peer Support Team Members understand that their position is voluntary.  Team members 
will make time and efforts to participate in the Peer Support Program; it is understood 
that they make themselves available for co-workers. 
 
Most Team Member-employee interactions will occur during day to day operations and 
will not significantly affect the Team Members work assignments.  Should the Peer Team 
Member become involved in an extended peer counseling it is the responsibility of the 
Team Member to seek his/her supervisor’s approval.  No names or personal identifiers of 
the employee will be given to the supervisor. 
 
Compensation and/or overtime are addressed in the Puyallup Police Officers Guild 
Contract.  
 
The peer supporter’s supervisor should report negative job performance caused by peer 
support duties to the Team Coordinator for discussion and resolution. 
 
 
CONFIDENTIALITY 
 
a. The Peer Support Program is a confidential program.  No records identifying 

employees who utilize the program will be maintained. 
 
b. Peer Support Team Members shall not discuss information obtained while acting in a 

peer support capacity with anyone other than the Mental Health Professional or their 
designee for the purpose of mental health support unless required by law.  Peer 
Support Team Members shall not divulge shared information with other employees, 
family members, friends, supervisors or management, or the general public.  A Peer 
Support Team Member cannot be found insubordinate for failure to divulge 
information obtained as a Peer Support Team Member under any administrative 
investigation of employee misconduct other than for illegal activities.  Peer Support 
Team Members may consult with the organization’s Mental Health Professional, who 
will also maintain confidentiality. Requests to contact the organizations Mental 
Health Professional should be routed through the Team Coordinator. 
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c.  Employees shall be advised that confidentiality will be maintained except in the 

following circumstances: 
 
(1) The protection of confidentiality within the Department shall not apply to employee 

misconduct that constitutes illegal activity.  A Peer Support Team Member shall 
divulge information, obtained from an employee who acknowledges participation in 
misconduct that constitutes illegal activity, to the proper authority (e.g. personnel’s 
supervisor, law enforcement). 

 
(2)  Confidentiality cannot be maintained when an employee shares information with a 

Peer Support Team Member who is subpoenaed to testify unless covered under RCW 
5.60.060 (see Appendix) Peer Support Group Counselor. * applies to law 
enforcement peer counselors only. 

 
(3) A Peer Support Team Member who, as a consequence of obtaining any information 

from an employee, believes that the employee is an immediate danger to him/herself 
or others, shall consult with the Program’s MHP, who will determine what steps 
should be taken.  The MHP shall notify the employee's Commander if appropriate. 

 
 
 
 
 
 

Members of a Peer Support Program 
 

Advisory Board 
Peer Support Team Coordinator 
Mental Health Professional (MHP) 
Peer Support Team Members  

 
Advisory Board 
 
Members include: 
 
1. State Licensed/Certified Mental Health Professional (MHP) 
2. Peer Support Team Coordinator (Board Chair) 
3. Administrative Representative 
4. Guild Representative 
5. Department Chaplain 
6. EAP Representative 
7. City Personnel Representative 
 
The functions of the Peer Support Advisory Board are: 
 

1. To oversee the program 
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2. To advise and approve policy 
3. To receive information on the progress of the program 
4. To recommend funds for the program 
5. To provide administrative support to the program 
6. Evaluate the program's operation 
 
 

Peer Support Team Coordinator 
 
The Peer Support Team Coordinator is the most senior peer support member of the team.  
He/she manages the program and coordinates the team of peers and is the main link 
between the program and the MHP.  The functions of the Peer Support Team Coordinator 
are: 

1. To manage the peer support team 
2. To manage all matters relating to CISD activities 
3. To maintain records of team activities 
4. To assist in the recruitment of new team members 
5. To develop in-service education specific to the team 
6. To assist the MHP with his or her duties 
7. To act as the liaison for the peer support team 

 
 
 
Mental Health Professional (MHP) 
 
The MHP manages all matters related to the psychological or clinical aspects of the 
program.  The functions of the MHP are: 

1. To advise on all of the clinical aspects of the program 
2. To ensure quality of service 
3. To offer clinical support and program guidance to the Team Coordinator 
4. To train and assist in the selection of new team members 
5. To assist in cross training of team members and ongoing continuing education 
6. To assist in the development of policy and written operational protocols 

 
Peer Support Team Members  
 
Peer Support Team Members are the main service providers.  Their functions are: 

1. To provide crisis intervention and basic counseling for staff and their families 
2. To provide referral to mental health professionals where appropriate 
3. To be part of a critical response team with or without mental health professionals 
4. To assist in field education about psychological support services 
5. To undertake training and supervision necessary to the role. 
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Lines of Authority 
 

The Peer Support Program is a function of, and managed by, Lakewood Police 
Department. The Advisory Committee reviews the operation of the Peer Support Program 
to ensure that the goals and objectives of the program are maintained, and program policy 
is followed. It is the responsibility of the Team Coordinator to manage the program and 
ensure that the Chief of Police is kept informed as to status of the program. (See 
organizational chart) 
 
The Chief of Police designates the Team Coordinator. Team Members, once they have 
received the basic 2-day training, will be designated by the Chief of Police as Peer 
Support Team Members. 
 
For all matters relating to Critical Incident Stress Debriefing (CISD) activation, it is 
recommended that the guidelines established by the King County CISM Program (24 
Hour Request: 253-854-2005) be followed.  The Peer Support Team Coordinator may 
consult with the Mental Health Professional over decisions about appropriate actions and 
ensure that the involved emergency service personnel and the members of the Peer 
Support Team are notified of a CISD. 
 
All individual contact with a member of the Peer Support Team must always be initiated 
from the member seeking assistance (or a delegate chosen by that member).  A 
communication system should be established to activate the Peer Support Team Members  
 
Refer to the Puyallup Police Officers Association Contract for issues related to overtime 
or call-outs. 
 
 
 
 



 8 

 
 
 
 
Program Administration 
 
a. The Peer Support Program is administered by the Team Coordinator.  The Program is 

overseen by the Peer Support Program Advisory Board (see Organizational Chart). 
 
 Peer Support Program Advisory Board Membership: 
 

 Mental Health Professional (MHP) 
  Peer Support Program Team Coordinator (Board Chair) 
  Administration Representative 
  Representative from Guild 
  Department Chaplain 
  Representative from EAP 
  City Personnel representative 
 
b.  The Team Coordinator, MHP, Administration Representative and Guild 

Representative shall hold permanent positions on the Advisory Board. 
 
c.  Bargaining units having representation on the Advisory Board shall appoint their 

representative(s). 
 

AGENCY

ADVISORY BOARD COORDINATOR MHP

PEER TEAM CHAPLAINS

EAP

EMPLOYEES FAMILY
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d. The Committee shall meet at least once a year to review the policy, procedures 
(SOP), and evaluate the program.  The Peer Support Advisory Board may meet more 
frequently as deemed necessary by the Chairperson.  The Board shall provide policy 
and procedure recommendations to agency's Administration. 

 
 
Peer Support Application 
 
 
Recruitment and selection of candidates for service as Peer Support Team Members 
should be an ongoing function of the Program. Peer Support Team Members will be 
selected from employees who have demonstrated an ability to cope with a traumatic 
event and effectively deal and command respect with their peers.  Persons seeking a 
position on the Peer Support Team should complete the application process. 
 

a. Interested employees may submit a memorandum to the Team Coordinator 
indicating their interest in participation in the Program. The Team Coordinator 
will provide the applicant with a Peer Support Program application and 
questionnaire. 

 
b. The Team Coordinator will make a recommendation to the Advisory Board 

regarding the employee's suitability for participation based upon job performance, 
observed interpersonal skills, maturity, judgment, and personal and professional 
credibility.  

 
c. The Team Coordinator and Advisory Committee shall jointly interview 

recommended employees and select candidates based upon qualifications and the 
needs of the organization. 

 
Selection Committee 
Selection of employees into the peer team should be undertaken by the Peer Support 
Advisory Board. It may also be useful to consider having an additional position on the 
selection committee filled by a person from outside the organization, who is familiar with 
peer programs. 
 
 Criteria for Member Selection 

• Good rapport with fellow emergency workers 
• Respect for management and union 
• Good listening skills 
• Sensitivity to the problems of others 
• Understanding of confidentiality issues 
• Willingness to learn 
• Peers must be prepared to work within the guidelines and limitations of their 

organization’s peer support program, they must be prepared to consult with 
mental health support staff and to refer staff to professional services when 
appropriate. 
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It is recommended that those who are selected into teams should be free of major 
personal problems themselves. A minimum of three years job experience is suggested 
Job Descriptions: 
 
Team Coordinator.   
 The Program Coordinator shall: 
 

(1)  Coordinate the recruitment, selection and training of Peer Support Team 
Members. 

(2)  Maintain a listing of professional resources for potential referrals. 
(3)  Coordinate liaisons between Peer Support Team Members, Supervisors, Guild, 

training division, investigation teams, referral psychologists, EAP, MHP, and 
the organization. 

(4)   Maintain an accounting of resources utilized by the Program, including the 
number of times the Team has been utilized. 

(5)  Establish and maintain evaluations of the Program and Team Members. 
(6)   Coordinate the educational materials for the Peer Support Program. 
(7)  Attend related training seminars to maintain expertise. 
(8)  Compile annual report of activities to the Advisory Board, agency 

administration. 
(9)   Ensure that Peer Support Team Members adhere to the Program's 

confidentiality policies. 
(10) Provide ongoing evaluation of the Program using employee surveys and other 

methods deemed appropriate by the Advisory Board. 
(11) Provide Program awareness through employee orientation and awareness. 
(12) Maintain and distribute current Peer Support lists to appropriate individuals. 
(13)  Receive complaints regarding any part of the Program, process, advise Advisory 

Board of major complaints, and notify complainants of action taken. 
(14) Assess training needs, report significant trends, and track the composition and 

geographic locations of Peer Support personnel for accessibility. 
(15) Advise the MHP, agency administration and Advisory Board of any issues that 

might result in liability with the Peer Support Team and/or Program. 
 
 
Mental Health Professional  
The MHP shall: 
 

(1) Assist in the selection and training of Peer Support Team Members. 
(2) Provide Peer Support Team with clinical support. 
(3) Provide consultation to Peer Support Team Members. 
(4) Assist as needed with referrals. 
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Peer Support Team Members  
The primary responsibility of the Peer Support Team Members is to listen, provide 
support, referral, information and psychological support for peers who have been 
involved in a critical incident and/or are suffering personal crises.   The Peer Support 
Team Members is not authorized to act as a psychological counselor to the employee.  
The role of the Peer Support Team Member is one of support in dealing with the 
employees’ reactions to a critical incident or personal crisis.  A Peer Support Team 
Member shall not hamper or impede any investigation or attempt to act as a 
representative for the employee.  The Peer Support Team Members shall: 
 

(1) Be recommended to the Peer Support Program. 
(2) Successfully complete a recognized basic 16 hours Peer Support Team training 

course.  
(3) Complete 8 hours continuing education/training annually. 
(4) Recognize that an assignment as a Peer Support Team Member is voluntary, and 

be available to provide emotional/psychological support to co-workers. 
(5)  Maintain contact with the Team Coordinator for ‘call-out’. 
(6) Keep all communications strictly confidential except as provided in the 

confidentiality policy statement.  (Refer to ‘Confidentiality’) 
(7)  Upon request of an employee’s Supervisor, make contact with employees. 
(8)  Be available for support, if requested by an employee and/or their support system 

during anniversary of a critical incident or tragedy. 
(9)  Abstain from any intimate/social relationship (e.g., dating) with any employee, 

employee's family member or agency’s personnel to whom the Peer Support 
Team Member has provided support. 

(10) Abstain from religious or financial entanglements with employees.  
(11) Avoid espousing any particular moral standard or philosophy to the employee. 
 
 

Supervisors 
This outline is meant to aid the Supervisor in their role in relationship to the Peer Support 
Program. 
 

(1)  A Supervisor may request the services of a Peer Support Team Member under 
the following circumstances: 

 (a) When an employee has been involved in a critical incident and, in the opinion 
of the Supervisor, peer support would be appropriate. 

 (b) Help assess the need and facilitate a group debriefing (CISD) following an 
incident. 

(2) If an employee declines support, the Supervisor shall respect the employee's 
decision and provide the employee with a Peer Support Program pamphlet 
and/or other resources. 

(3) Supervisors can assist in the selection of Peer Support Team Member by making 
recommendations of employees they feel worthy as a Peer Support Team 
Member.  
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Termination from the Peer Support Team  
 

a. A Peer Support Team Member who fails to fulfill any of the responsibilities of a 
Peer Support Team Member may be removed from the Program upon the 
approval of the Advisory Committee. 

b. Failure of the Peer Support Team Member to maintain a minimum number of 
continuing education hours. 

c. The integrity of the Program is essential to its effectiveness.  Any breach of 
confidentiality or other inappropriate activity by Peer Support Team Member 
shall be sufficient cause for that individual to be removed from the Program. 

d. Peer Support Team Member may resign from the Program by notifying the Team 
Coordinator in writing. 

 
Using Peer Support Services 
 

a. Department employees and their family/significant others may contact Peer 
Support Team Members directly for support services in dealing with reactions to 
critical incidents and/or personal crisis and stress.  Departmental or supervisory 
approval or notification is not required.  Peer Support rosters will be distributed to 
all Supervisors, all worksites, and other areas such as dispatch centers, bulletin 
boards.  

 
Initial Training 

The initial training program should follow the standard Basic Peer Support Training 
Model established by the King County CISM Program or the International Critical 
Incident Stress Foundation, Inc. (See Training Curriculum) 

  
a. Peer Support Team Member shall complete 16 hours of initial training in: 
 
 (1) Information on typical immediate, short and long-term psychological reactions 

to critical incidents. 
 
 (2) Skills in active listening, providing support, referral to professionals, 

debriefing, and defusing. 
 
 (3) Policies and procedures of the Peer Support Program, legal issues, and the 

responsibilities and limitations of the Peer Support Team Members. 
 
b. Annual maintenance training will provide Peer Support Team Members with:  
 
 (1) Updates on relevant information. 

(2) Maintenance of skills. 
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Peer Support Team Application 
 
 

Applicant Name__________________________________________________________ 
 
 
Current Department Assignment ___________________________________________ 
 
 
Number of years in Law Enforcement _______________________________________ 
 
 
Signature of Supervisor ___________________________________________________ 
 
 
 
1. Why are you interested in being on the Peer Support Team?     

            
            
            
            
   

 
2. What types of traumatic incidents have you been involved in? Have you ever participated in a 

critical incident debriefing? How was it?       
            
            
            
            
   

3. Which incidents had the most impact on you? Please describe how it affected you and how 
you coped with it.          
            
            
            
            
            

4. What do you think are the qualities of a good listener?     
            
            
            
            
       

5. Are you a good listener? Why?        
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6. What skills or qualities do you think you have that would make you a good candidate for a 
Peer Support Team Member?        
            
            
            
            
        

7. Have you had prior experience providing support to a peer?     
            
            
            
            
        

8. What reasons do you think there are for having a Peer Support Program?   
            
            
            
            
            
            
            
         

9. Additional Comments:         
            
            
            
            
            
             

Please return application to ___________________________________-By           /      /       
 
 



WHAT KINDS OF ISSUES CAN 
THE PEER SUPPORT TEAM HELP 
ME WITH? 
 

 Work issues. 
 Family issues. 
 Personal issues. 
 Critical incidents. 
 Stress coping techniques. 
 Any time an employee would like 

support, information or referral to deal 
with their emotional health and well 
being. 

 
Peer Support Program team members are not 
mental health professionals or professional 
counselors.  Team members are your peers, 
who have been specially trained in how to 
assist you in dealing with issues that affect 
your personal and professional life. 

 
 
 

Many people experience symptoms of Post-
Traumatic Stress (intrusive thoughts/images, 
avoiding reminders of memories, self-blaming 
beliefs about events, feeling flat/numb) 
following both a significant traumatic event or 
the accumulation of exposure to 
violence/trauma. These experiences and their 
impact can negatively affect you and your 
connections to people you care about. 
Counseling helps you decrease this impact and 
manage experiences effectively. If you are 
interested, please contact the team MHP 
directly: 

 
Phoebe Mulligan (LICSW) 

206-498-6998 or 
Pmulligan.licsw@gmail.com 

 

 

Peer Support Team 
Members are available 24 
hours a day, 7 days a 
week, on or off duty. 
 
Feel free to contact any team 
member any time you need 
support or would just like to “talk 
out” an issue.  You do not need 
supervisor approval, and there 
will be no record of your contact. 
 
Team members will be able to 
offer you support, information, or 
referral to professional resources, 
if you so desire. 
 

Puyallup Police Department 
Peer Support Program 

Jason Visnaw, Team Commander 
 

Team Members 
Dan Drasher (Team Leader) 

Jon Waller 
Greg Massey 
Zach Kenyon 

John Berg 
Rob Kearney 

Chaplain Boisture 
Phoebe Mulligan – MHP (LICSW) 

 
 
 

Work, home, and cell numbers are available on 
the department personnel roster. 

 

 
 

 

 
 

 

 
 
 

Puyallup Police Department 

311 W. Pioneer 
Puyallup, WA 98371 

(253) 841-5415 
 

 

 
 

mailto:Pmulligan.licsw@gmail.com


The Mission of the Puyallup 
Police Department Peer 
Support Team is: 
To provide fellow emergency 
service personnel confidential 
assistance with psychological and 
emotional support through pre-
incident education, spouse / 
family support, on-scene support, 
and demobilization intervention, 
post-incident defusing, or one-on-
one interaction. 
 

PURPOSE 
The purpose of the Peer Support 
Program (PSP) is to prevent and / 
or lessen the potential negative 
impact of stress upon emergency 
services personnel by providing 
emotional support, information, 
and assistance. 
 

CONFIDENTIALITY 

The Peer Support Program is 
a confidential program.  No 
records identifying persons 
who use the program will be 
maintained! 
 
PSP team members will not discuss or 
divulge information obtained in their 
capacity as a PSP team member to any 
employee, family member, friend, 
supervisor, administrator, or any  
 

 
member of the public, except under the 
following circumstances: 
 

 The protection of confidentiality, 
within the department, does not 
apply to employee misconduct 
that constitutes illegal 
activity. 

 
 If the PSP team member, as a 

consequence of obtaining any 
information from an employee, 
believes that the employee is an 
immediate danger to 
themselves or others, the  
team member will consult with 
the program’s mental health 
professional (MHP), who will 
determine what steps should be 
taken. 

 
 

PRIVILEGED 
COMMUNICATION 

 
Communication between a PSP 
team member and an employee is 
specifically protected as a 
“privileged communication” per 
RCW 5.60.060, and Puyallup Police 
Department policy.  This is the same 
type of privilege legally afforded to 
other privileged communications 
such as attorney/client, and 
doctor/patient communications. 
(See RCW 5.60.060 (6) (a) (b) (i) (ii) for specific information) 

 
 

 
What does this mean to the 
employee seeking support? 
 
It means that the PSP team member 
cannot be compelled to testify about any 
communication made by an employee 
seeking support for an incident in which 
the officer was involved while acting in his 
or her official capacity. 
 
It also means that a supervisor, 
administrator, city employee, or elected 
official cannot compel or order a PSP team 
member to disclose any information 
obtained in their capacity as a PSP team 
member, unless it involves a previously 
mentioned exception. 
 
Simply put, a PSP team member is a 
confidential, non-judgmental source for 
support, information, and referral for any 
problem or concern for which an employee 
would like assistance. 
 

 
 



PUYALLUP POLICE DEPARTMENT 
TRAINING AFTER-ACTION REPORT 

 
 

 

Training Course Title: Officer Wellness   Training Instructors: Gill/Wilson  Training Hours: 2  
 
Date(s) and Location of Training: April 2018,  
 
Attendance Roster Completed?  Yes      No  
 

Training Lesson Plan Completed? Yes      No   
 

Handouts (if any) Attached?   Yes      No   
 
 
Describe the course goals/objectives. Were goals met? Introduce Officers and PD Staff to methods 
used to keep first responders healthy both mentally and physically. Explain the affects of stress, lack of 
sleep, shift work and diet on the body. Mitigation of those affects. 
 
Describe any scenarios or measurable objectives course participants displayed: Officers 
participation in an hour of first responder yoga in an effort to explain 'shift and reset'.A survey monkey 
was sent out. Overwhelming positive feedback. 
 
Describe any successes that were identified because of the training: Officers showed a great deal 
of interest. Only one employee in the department opted out of the yoga. Officer feedback was strong 
and there were several requests for more of this training.  
 
Describe any areas of needed improvement that were identified because of the training: This 
is a new concept for PPD> More time needs to be spent educating instructors and getting officers buy in. 
 
Were the provided time parameters and equipment sufficient for this training course? Yes. 
 
 
 
 
AAR Completed By: K Gill          Date AAR Completed: 04-16-18 
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