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Objectives 

Discuss the role organizational culture 
plays in the success (or not) of the peer 

workforce in Certified Community 
Behavioral Health Centers (CCBHCs) 

List at least two strategies that support 
the successful inclusion of the peer 

workforce in organizations.   





Peer Support Services 

Definition 
: 

Peer support services are services designed and 
delivered by individuals who have experienced a 
mental or substance use disorder and are in 
recovery.  This also includes services designed 
and delivered by family members of those in 
recovery. 

 

 
Criteria for the Demonstration Program to Improve Community Mental 
Health Centers and to Establish Certified Community  

Behavioral Health Clinics 2015 

 

 



Peer Support 

Specialist/Recovery Coach 

A peer provider (e.g., peer support specialist, 
recovery coach) is a person who uses their lived 
experience of recovery from mental or substance 
use disorders or as a family member of such a 
person, plus skills learned in formal training, to 
deliver services in behavioral health settings to 
promote recovery and resiliency. 
 

Criteria for the Demonstration Program to Improve Community 
Mental Health Centers and to Establish Certified Community  

Behavioral Health Clinics 2015 
 

 



Tasks of Intentional Peer 

Support (IPS) 

1) Connection 

2) Worldview 

3) Mutuality 

4) Moving Towards 

 



#1 Why Do You Want a Peer 

Workforce? 

Lived experience of recovery that inspires hope and promotes 
trust in both staff and those receiving services 

Enhanced ability to connect with those they serve and role 
model recovery 

Operationalize nothing about us without us 

Knowledge of the community and community connections 

Insight into stigmatizing language and practices like segregated 
bathrooms 



#2 Gain Organizational Buy In: 

Identify a Champion and a Team 

Who “gets” peer support? 

How will you operationalize this?   

Changing culture is more than hiring staff – it 
takes a team 

Provide a comprehensive training program -  communicate role and 
responsibilities of peer workforce, concepts of recovery and self-
help to; non-peer staff including supervisors, administration, and 
management  



#3  Develop Clear Job 

Descriptions 

If you understand peer support the 
job description will reflect that.  

One strategy to prevent drift to the 
mean—peer support staff ending up 
filing papers 

Provides a foundation for on going 
growth and training 



#4  Consider What You are 

Paying:   

Salary has a huge impact on 
success of peer support staff:   

• Coming off of benefits can be a scary thing 

• Increase success by providing health 
insurance and a living 

• Financial value of “lived experience” 



# 5   Transform Your 

Environment by Dealing with 

Issues as They Arise 
• Make a statement about recovery by hiring peer 

staff  -  raises our internal biases 

• Team discussions clarify roles, how peer staff 
relate differently and have boundary differences 

• How do these conversations make all of us re-
think our roles? 

• Involve all staff in understanding the principles 
and values of peer support services, 
competencies taught the peer workforce, and 
their code of ethics 

 



#6   Supervision: Cultural 

Humility and Confronting Internal 

Bias 

No matter how supportive you are of peer 
support you will find your own rough edges 

Can you really “listen” deeply to the experience 
of “othering” that behavioral health challenges 
create and be changed by that listening?   



#7  Supervision:  How are Your 

Skills? 

Were you trained to 
be a supervisor or just 
promoted from Friday 
to Monday?   

Understanding 
empathy within the 
context of 
accountability: Be 
clear about what 
supervision is and is 
not.   

Promote  work 
accountability:  Think 
about resolving ADA 
issues upon hiring  

Watch for the soft 
discrimination of low 
expectations, for 
example; assuming 
peer workers cannot 
understand and 
practice important 
concepts like 
confidentiality  



#8 Supervision: Hire the Right 

People 

Would you hire a 
doctor who hadn’t 

been to medical 
school? 

If your state doesn’t 
provide training how 
will you decide what 

training the peer 
support staff need?   



#9  Supervision: Creating Career 

Pathways 

Provide ongoing continuing education 

Provide professional advancement 
opportunities  

Pave the way for the peer support staff 
to become the supervisor 

Participation in program development 
activities, i.e.,  planning committees 
etc.  

Teach leadership skills and create 
leadership opportunities 



#10  Supervision:  Champion, 

Challenger and Consultant 

Support the role of 
peer support and 
resist drift to the 
mean 

Focus the staff member on 
their role, their personal 

development and creating 
high expectations 



Questions 



Contact Information 

Cheryl S. Sharp, MSW, ALWF 

cheryls@thenationalcouncil.org 

202/684-7457, ext. 254 
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