
Suggested Selection Process 
There isn't one perfect way to select a peer support team, but I would avoid building the 
entire process around who volunteers first, who has the most impressive résumé or who 
leadership already likes. Selection should help you answer a much more useful question: 
Who could our people realistically trust on a hard day? 

A Simple Process 

1. Explain the role before asking for interest. Be clear about confidentiality, boundaries, 
training, time commitment, continuing education, consultation and the fact that team 
membership continues to be evaluated. 

2. Invite interest. Use a short application that gives people room to explain why they want 
the role and what they think peer support is. 

3. Consider coworker input. Nominations can help identify the people employees already 
trust, but they should be one source of information—not a popularity contest. 

4. Interview applicants. Use the same core questions for everyone and listen for judgment, 
humility, boundaries, ability to listen and comfort with not having the answer. 

5. Review legitimate personnel considerations. Follow agency policy and applicable labor 
or legal requirements. Don't confuse imperfection with unsuitability. 

6. Look at the team as a whole. Make sure employees have meaningful choices across 
shifts, roles, personalities, experience and ways of connecting. 

7. Make the decision and communicate it respectfully. Not being selected does not mean 
someone is a bad person or bad dispatcher. 

8. Revisit membership over time. Selection is not a lifetime appointment. 

Before You Move On 

☐ Did we select for trust and judgment rather than status? 

☐ Did we use more than one source of information? 

☐ Would employees have meaningful choices of peers? 

☐ Have we explained that membership is something we continue to evaluate? 

  


