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8 Core Principles

• Mutual

• Reciprocal

• Non-directive 

• Progressive

• Inclusive

• Safe

• Recovery focussed

• Strengths-based



National good practice

1. Training for Peer Support Workers and the staff they will be 
working with

2. Clear job descriptions understood by Peer Support Workers 
and staff they are  working with

3. Specific code of conduct for Peer Support Workers

4. Arrangements for support for mental health problems made 
on an individual basis, including arrangements for future 
admissions should these be necessary



National good practice

5.    At least two Peer Support Workers employed in each team

6. Develop a career structure with promotion opportunities

7. Select and train, then recruit to post

8. Be open, and allow staff to be open  

9. Don’t forget – how we treat Peer Support Workers should be 
a model for how we treat all our staff with lived experience 

10. Supervision and support, including external supervision 

(ImROC, 2013; SRN, 2011)



Skills Based Training

• To prepare people who have a personal lived 
experience to work alongside others with similar 
experiences 

• To enable trainees to select aspects of their recovery 
journey to support others

• To ensure the development of safe and skilled Peer 
Support Workers



Accreditation

• Accreditation by the Open University guarantees 
quality and standard of training (20 credits at Level 4 
– Certificate level)  

• This experience marks the return to formal education 
for some; a mile stone in many recovery journeys. 



Core Content

• Introduction to peer support and recovery

• Strengths spotting

• Active listening skills

• Wellness planning

• Use personal stories of recovery to support others

• Working through setbacks and challenges

• Use of recovery focused language



The Training Experience

• 11 day course

• Co-production

• Role-modelling

• Experiential learning

• Practical group work

• Discussion and role play



Challenges of Training

• Recruitment and selection

• Completing the accredited assignment

• What next?

• Parity for other support staff

• The use of virtual learning environments

• Transferring skills to practice

• Emotive nature of the training



Support for Trainees

• Personal supervisors

• IMH Academic supervisors

• Emphasis on wellness planning

• Online resources and message board

• Recommendation of peer study groups

• Use of reflective diary

• Action planning and problem solving approaches



Support for Organisations

Prior to and during training:

• Collaboratively working together to prepare the 
organisation, staff and PSWs to foster recovery 
focussed services

• Team preparation workshops 

• Support with recruitment and selection processes for 
peer support training

• Working in partnership with personal supervisors   
and wider organisation using embedded 
feedback systems



Support for Organisations

Following training:
• Maintaining the partnership and offering support 

with the development of recovery focussed practice
• Co-developing supervision packages shaped by the 

peer support trainees themselves
• Providing further learning opportunities for peer 

workers and staff in line with service development 
needs

• Offering evaluation tools and independent 
monitoring to assess initiatives and benchmark 

current practices 



Other Approaches

• Employ and then train

• Shorter condensed courses

• Locally developed awareness training

• Non-accredited volunteer training

• No specific peer support worker training



Planning for Peer Support 



• Friend or worker? 

• Power 

• Stress 

• Accountability 

• Distinctive role

Challenges for PSWs



Broader Challenges 

• Confusion about the role

• Core responsibilities of the role

• Employment support

• Confidentiality and boundaries



Role Clarity

• Role clarity significantly predicts job satisfaction for 
PSWs (Davis, 2013)

• It is has been identified as crucial for successful 
implementation alongside a supportive organisational 
culture (Gillard et al., 2014)

• Lack of clarity and structure are significant barriers 
undermining peer support (Gates, 2007; Gillard, 2013)

• The role of management to provide routine structures 
for support and working practice has been frequently 
stressed (e.g. Chinman et al, 2006)



Questions to consider

• Disclosure of personal experience of mental health problems and boundaries

• What induction process do you have for new PSWs? How will you structure 
their first few weeks?

• Do Peer Support Workers attend team meetings?

• Can Peer Support Workers write in/read notes?

• What is their role/stance in relation to medication issues?

• What is their role in maintaining safety?

• How would a typical day be structured?

• How will you support Peer Support Workers at work?

• How long will Peer Support Workers support people for?

• How will Peer Support Workers make contact with service users?



“The necessity of consistent mentoring and supervision for peer support 
workers cannot be over-emphasised” (Mowbray et al, 1996)

• Managerial supervision – to deal with requirements of job, policy, 
procedures, team relations, time management and productivity.

• Peer supervision – to provide support, problem solving, trouble 
shooting, help to negotiate the ambiguities and complexities of the role.

Support Structures for PSWs



Success and slippage

Successful PSWs: 

• Use their lived experience when 
helpful and relevant

• Are accepted as an equal 
member of the staff team while 
maintaining a distinct 
role/identity

• Use strengths based language 
and approaches when supporting 
others

• Maintain healthy boundaries 
with people they support

Slippage

• PSWs over disclose or share 
experiences in a shocking manner

• Directly or aggressively 
challenges staff members’ 
working practice

• Use stigmatising language when 
supporting people

• Work in a way which contradicts 
the principles of peer support



Our Key Learning 

• Development of an overarching strategy 

• Organisational/cultural mechanisms for PSWs

• Team Preparation 

• Defining the PSW role 

• Recruitment and selection 

• Evaluation 

• Celebration 



A Recovery Standpoint? 

• Mutual

• Reciprocal

• Non-directive 

• Progressive

• Inclusive

• Safe

• Recovery focussed

• Strengths-based
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