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[bookmark: _Introduction][bookmark: Introduction]Introduction
The Rehabilitative Leadership Toolkit has been designed for staff at every level. It is not an audit, or a performance measure, nor is it mandatory.
The Self- Assessments can be completed either individually or as a team, group or establishment. It is a flexible tool that can be completed in its entirety or in sections, whichever way you choose, it will help you to identify areas of good practice and those that would benefit from further development. The aim of the self-assessment tool is too:

· Establish whether there is a need for further development.
· Support reflective learning.
· Support leaders, at every level, to focus on whether or not more could be done in their work place.
· Identify areas of good practice.
Once you have completed the self-assessment the Toolkit gives you a range of resources which can be used to meet any areas or personal development needs.
	
Rehabilitative Leaders:

· Build cultures where all aspects are safe, decent, hopeful and optimistic about stopping offending.
· Consider how we do what we do, rather than what we do.
· Use their authority legitimately and in a procedurally just way.
· Are resilient, have energy, passion and the courage needed to consider every policy, procedure, language and behaviour. Always asking “How could we do it better”? 
· Lead in a way that is inclusive and empowering and have the ability to turn rehabilitative thoughts into action.

Absolutely anyone can use the self-assessment tool; directly or non-directly employed staff.  Peer workers, Culture Champions, committee representatives, visitors, people in custody and other internal or external Stakeholders.

The Self-Assessment tool will guide you through some, but not all, of the elements that contribute to making a culture rehabilitative:

· Processes and Policies - using the principles of procedural justice in all decisions, verbal and written communications.
· Relationships - being supportive, respectful and giving hope and optimism about stopping offending.
· Activities – people are given the opportunity to learn new skills and behaviours.
· Leadership - that is motivational and inspiring.
· Environments – that are clean, decent and safe to live and work in.



To get the best from the Self-Assessment it is important to be honest and open. You can opt for one of three responses for each section of the self-assessment tool:

· Proficient – Competent and produces results that are needed.
· Work in progress – under development, but not yet completed.
· Needs focus – Development and support required.
This is an opportunity for you to set standards and clear expectations linked to the vision of your working environment. 
A rehabilitative culture helps to meet HMIP expectations, and you will see feedback quotes from HMIP in each section. A great example of an establishment that has a rehabilitative culture is Warren Hill,
 “Warren Hill was the safest category C prison in the country, having the lowest levels of self-harm and violence among comparable establishments. It was a thoroughly respectful place, with strong staff -prisoner relationships being a defining feature. The accommodation was fit for purpose, there was excellent time out of cell and the range of activities, both educational and extra-curricular, and was impressive. There were more than enough activities available to keep every prisoner occupied on a full-time basis.  
Warren Hill was an excellent facility that benefited from dedicated staff delivering a range of specialist interventions in an atmosphere that encouraged good behaviour. It offered prisoners serving long sentences, many of whom have had little hope of progressing in the past, the chance to begin the often long and difficult path towards release or being placed in open conditions. We commend the approach and achievements at Warren Hill and hope that the approach that is taken there to underpin effective rehabilitation can be used as an example for other establishments to follow.
The prison’s rehabilitative culture and the effective systems to manage behaviour had enabled managers to close the segregation unit in 2017. Rare occurrences of challenging behaviour were successfully managed on residential units. Adjudications were infrequent, and the restorative justice approach to disciplinary procedures was good practice.”
		HMP Warren Hill, Unannounced inspection (2019).
We know that changing cultures can sometimes be difficult, but the benefits are worth the effort. If you require any further assistance or have any questions, we can be contacted at: rehabilitative.culture@justice.gov.uk 

Back to contents





[bookmark: Section_1]
[bookmark: _Section_1_–]Section 1 – Processes and systems
Processes and systems are effective when people feel they are treated fairly and justly, they have more confidence in authority, and see it as legitimate. If people are treated in a way that is procedurally just, they are more likely to accept and abide by decisions and rules. Procedural justice is: when people are given a voice and are heard, are treated courteously, with respect, and that those with the authority have trustworthy motives and use neutrality in reaching decisions. 
“There were good prisoner consultation arrangements. Staff responded promptly and effectively to prisoners’ suggestions, queries and concerns, and monthly meetings with prisoner representatives led to real change. Prisoners could easily make applications to manage their daily lives using touch-screen information kiosks around the prison, and responses were prompt. Complaints were well managed, and responses were prompt, polite and addressed the issues raised. Quality assurance was thorough.” 
HMP Kirklevington Grange, Unannounced inspection (2020).
Self-assessment 

	
	Self-assessment points
	Needs focus
	Work in progress
	Proficient

	Processes and systems

	[bookmark: SA_Neutrality]Neutrality:  
· Neutral starting point. No bias from the decision maker. 
· Consistent and transparent application of the rules. 
· Consistent and transparent communications about the purpose of meetings, processes and decisions.
· Use of different communication methods to explain how processes work and why. 
· Anticipate frequently asked questions. 
· Decision makers are approachable.
· Procedural Justice Principles are embedded.
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	[bookmark: SA_Respect]Respect:
· People are treated with respect and courtesy by people in authority.
· Their dignity and rights are respected. 
· Messages are personalised using the person’s preferred name. 
· Written with a specific intention to meet procedural justice principles.
· Introductions are used, with a respectful tone maintained. 
· Use people’s preferred names as much as possible.
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	[bookmark: SA_Voice]Voice:
· People are given every chance to give their side of the story. 
· Peoples concerns and experiences are heard and treated fairly.
· People have the chance to ask questions.
· Summarising and paraphrasing what people say to assure them they have been heard.
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	[bookmark: SA_Trustworthy_motives]Trustworthy motives:
· People in authority are sincere and authentic.
· They care and act in everyone’s best interests.
· What they say can be trusted.                    
· People are encouraged to make positive change and succeed.
· Possible outcomes are discussed and explained as early as possible during a process or procedure. (Especially if the decision is not in the person’s favour).
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	Comments:





or 
	
	Self-assessment points
	Needs focus
	Work in progress
	Proficient

	Processes and systems

	Neutrality:  
· Have I shown that the principles and values behind the decision are fair?
· Have I explained the reason for the decision, and have I done so clearly enough for someone else to explain it well to someone affected by it?
· Have I explained how the change will be implemented consistently for people? If there are exceptions, have I explained what these are in sufficient detail, to be understandable, and explained why?
· Have I shown the information or decision is based on facts and evidence, rather than opinions?
· Have I considered the involvement of a neutral person during a dispute or contest e.g. during a grievance or complaint?
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	Respect:
· Have I used a courteous and respectful tone?
· Have I used non-stigmatising language (for example, exchanging the word ‘offender’ for something less labelling, such as the people in our care, men, women, young person or child.)?
· Have I used collaborative rather than controlling language? If words like ‘must’ and ‘mandatory’ are required, adding an explanation can make this feel more respectful.
· Have I been sensitive to the fact that this information or decision may be difficult or unwelcome news to some people?
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	Voice:
· Have I consulted with a range of people and have I said so?
· What else am I or others going to do to hear people’s voices and have I explained this?
· Have I used simple language that everyone will easily understand?
· Have I explained who the reader/recipient can speak to if needed?
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	Trustworthy motives:
· Have I made it explicitly clear in what way I or others have people’s best interests at heart?
· Have I shown that I am sincere and that I care about people’s outcomes?
· Have I explained that the decision has been made to bring about a positive outcome, for whom and how?
· Have I sincerely acknowledged any detriment people might experience as a result of this decision, and explained what is being done to mitigate this?
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	Comments:








Guidance
NeutralityPeople need to see the authority figure or organisation as being open, transparent, unbiased and consistent in how they use authority. People need to understand how the decision, rule, change or policy has been reached. Processes and assessments need to be experienced as clear, relevant and free of bias.


[image: ]Return to self-assessment

RespectPeople need to feel that they are being treated with respect, dignity and courtesy, and that their rights are respected and protected. They need to feel collaborated with, rather than controlled.  A good mantra for this is “no decision about me, without me”.

[bookmark: Respect][image: ]Return to self-assessment

VoicePeople need to feel that they have had a chance to contribute during the process, to ask questions, to be sure they are heard, and that what they say is seriously considered.  Consultations need to be genuine and to take place in a way that empowers, encourages and enables people to respond.

[image: ]Return to self-assessment

Trustworthy motivesPeople need to see the authority figure or organisation as being principled, sincere and caring, and as someone/thing who genuinely has people’s best interests at heart.  People need to believe the authorities are trying to do what is right, rather than being motivated by hidden or ulterior motives.

[image: ]Return to self-assessment


https://intranet.noms.gsi.gov.uk/__data/assets/file/0004/1009939/Procedural-justice-infographic.pdf  
This is a one-page infographic with the basic explanation of PJ and its benefits.

https://hmppsintranet.org.uk/video/procedural_justice/ 
A short animation clip 4 minutes 6 seconds that explains how PJ works.

https://intranet.noms.gsi.gov.uk/__data/assets/file/0007/837799/PINs-before-and-after-PJ-examples.pdf  
This document gives examples of notices to prisoners before and then after PJ principles have been applied.

https://intranet.noms.gsi.gov.uk/__data/assets/file/0005/837797/SINs-before-and-after-PJ-examples.pdf  
This document gives examples of notices to staff before and then after PJ principles have been applied.

https://intranet.noms.gsi.gov.uk/__data/assets/file/0012/837795/Top-tips-for-applying-the-Procedural-Justice-principles-in-practice.pdf  
Basic tips for using the 4 principles of PJ.	
												
Back to contents

[bookmark: Section_2]
[bookmark: _Section_2_–]Section 2 – Relationships
Relationships are effective when people are supportive, respectful and believe rehabilitation is possible, giving hope and optimism about stopping offending. When they are morally conscious and think about the consequences of their actions. When they get people to think and talk positively about their futures. They know how to make every contact matter and encourage people to problem-solve and think about consequence.  When they enable someone to take steps to a better future.
 “The rehabilitative ethos that pervaded the prison was, in our view, key to the quality of engagement seen among prisoners, which in turn was reflected in the calm and settled atmosphere in the prison and the sense of well -being expressed by many of those we spoke to. Staff-prisoner relationships were a strength. Some 88% of prisoners told us they felt respected and we saw lots of evidence of a confident, caring and supportive staff group. The key worker scheme was embedded and effective with nearly all prisoners telling us they had a personal officer and 78% telling us they thought their personal officer was useful.”
HMP Buckley Hall, Unannounced inspection (2019).
 “Family days enabled family members to meet staff, see how their loved one lived and gain first hand insight into the TC.  The annual ‘visit with a difference’ enabled families to gain a wider understanding of the aims and objectives of Grendon.”
HMP Grendon, Unannounced inspection (2017).
Self-assessment
	
	Self-assessment points
	Needs focus
	Work in progress
	Proficient

	Relationships
	[bookmark: SA_Key_Workers_N_FMI]Do staff encourage participation in rehabilitative activities?
· Do I have strong partnership arrangements to support education, vocational skills and work activities?
· Have I used FMI skills to create rehabilitative opportunities in all my conversations? Supporting others to also do the same?
· Have I made sure key worker session notes evidence staff motivating and encouraging people to achieve targets and goals that have been set?
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	Are relationships mutually respectful?
· Do I model and encourage respectful behaviour among staff and people in our care?
· Do I create and foster a culture that promotes supportive relationships between everyone?
· Have I cared for people? Using the benefits of a multidisciplinary approach?
· 
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	Do staff incentivise and reward positive behaviour?
· Have I provided a regime that promotes personal responsibility taking? Do I encouraged staff to reinforce this behaviour? 
· Do I focus on finding people “doing good”? 
· Do I use positive reinforcement to recognise positive behaviours?

	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	[bookmark: SA_Rehabilitative_staff]Are staff seen as positive role models?
· Have you set standards and expectations, encouraging rehabilitative thoughts and behaviours from staff?
· Are you genuine and respectful to everyone in their care?
· Do you use your authority responsibly? Encouraging others to do the same.
· Are you considerate of the impact your behaviour and actions have on others?
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	[bookmark: SA_Legitimate_authority]Is authority used legitimately?
· I use incentives to promote positive behaviour, and minimises the need for punitive measures?
· I recognise the importance of dynamic security?
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	[bookmark: SA_Families]Are families and significant others seen as important to rehabilitation?
· Are all family services and events are inclusive and available to all?
· We work with families’ services providers to ensure effective outcomes?
· We see prison visiting through a “Child’s eyes”
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	Comments:






Guidance
[bookmark: Legitimate_authority]Legitimate authority
People want staff to have authority so that they can feel safe and have the headspace to think about their futures. They expect and want limits to be set; they want protection from their own impulses and from each other. Evidence suggests that legitimate authority is an important characteristic of a rehabilitative prison officer. As is respect, encouraging, being emotionally and morally conscious and being resilient. These characteristics can be learned, through training and coaching and through following the example of other good staff.

Heavy authority
Light Authority
Legitimate authority

· See themselves as providers of punishment
· Quickly resort to violence or physical restraint
· Achieves compliance through threats and warning
When staff overuse their power – using threats, warnings, physical force and punishment as their means to keep control – this creates a dynamic of hostility and grievance, which people express through both violence and self-harm.

· Sets limits
· Commands respect
· Confident manner
· Consistent and fair
· Able to impose penalties when rules are breached
Staff who have legitimate authority have a confident and fair manner, and this achieves respect from people. They are consistent and courteous, able to set limits and able to impose fair penalties when rules are breached but also comfortable with recognising effort and rewarding progress.

· Too friendly
· Defers decisions
· Easy to manipulate
· Avoidant
When staff have too little authority – underuse their power and defer all decisions to others – then some people are able manipulate and intimidate others, and this causes the whole community to feel unsafe.


    









Sweet spot


Return to self-assessment

Legitimate authority enables both safety and rehabilitation

[bookmark: Skills_of_rehabilitative_staff]Skills of rehabilitative staff
To support rehabilitation, our interactions should be meaningful, consistent and constructive. Staff need the skills to tackle criminal attitudes and coach self-management and self-motivation. They need to be able to pass on hope and optimism to the people in their care. Positive relationships should;
Be courteous and respectful
Even when things are tense, they continue to speak with patience and courtesy. They have good listening skills. They keep order by asking not ordering. They take care to avoid insult and humiliation. They continue to recognise people’s humanity.





Be rehabilitation-orientated
They believe rehabilitation is possible and part of their role. They have the skills to help people change.




Get things done
They sort things out, and they respond honestly and without undue delay.




Be resilient
Being a prison officer is a difficult and demanding job. Poor conditions affect staff as well as the people in our care. The effects carry over into their private lives. Effective staff know when to step aside and let someone else take over. They are self-aware and able to talk about how their work affects them, and they look out for each other.







Use legitimate authority
People do not want prisons to be over-permissive where it is too easy to get into trouble. They expect and want limits to be set. They want protection from their own impulses and from each other. Effective staff use authority wisely and professionally. They are fair and transparent in how they expect people to abide by the rules. They gain compliance through respect, not through threats and punishment.






Be morally conscious
Working for HMPPS is a morally challenging job. Staff have power over people. People who are sometimes vulnerable, sometimes dangerous, and sometimes both. Morally conscious behaviour is thinking about the consequences of their actions. It’s also talking about moral issues. This helps resilience and their effectiveness at providing support, structure and motivating others.







Have rehabilitative communication skills
They know how to make every contact matter to promote and support someone in taking steps to a better future. They coach people in problem-solving and thinking about consequences. They help people find new identities other than the criminal identity. They get people thinking and talking positively about their futures.








Return to self-assessment


[bookmark: Key_Workers_N_FMI]Key Workers and Five-Minute Intervention (FMI)
The Key worker role is an integral part of being a prison officer – Key workers support and provide a positive role model of trust and accountability. The focus of the key worker role is to reduce the negative effects of imprisonment. They coach, guide and encourage in order for a person in custody to settle, feel safe and be calm. They encourage people to engage in their rehabilitation and progress through their sentence.
Five Minute Intervention (FMI) training trains staff to turn their everyday conversations with those in our care into opportunities for change. FMI training provides staff with a practical tool kit of ten skills which encourage interactions to become more purposeful, with the aim of changing 6 target offending-related ways of thinking, feeling and behaving.


Teaching people to seek reliable information
Moving from negative to positive


Rolling with resistance

Creating space 

Giving and receiving feedback
 Criminal attitudes
Impulsivity
Problem solving
Perspective taking
Taking responsibility for the future
Setting and achieving goals



Giving people hope


Building commitment to change 
Socratic questions



Listening

Building trust, confidence and rapport 
Return to self-assessment



https://intranet.noms.gsi.gov.uk/__data/assets/file/0004/1083604/FMI-handbook.pdf
FMI handbook

https://intranet.noms.gsi.gov.uk/__data/assets/file/0008/1050659/Five-Minute-Intervention_1.pdf 
This is a one-page infographic that highlights the Staff skills of FMI.

https://intranet.noms.gsi.gov.uk/__data/assets/file/0009/1007478/Evidence-Summary-Behaviour-management.pdf 
Evidence summary behaviour management

https://intranet.noms.gsi.gov.uk/__data/assets/file/0012/1050321/Evidence-Summary-Positive-reinforcement-01.05.18.pdf 
Evidence summary positive reinforcement




[bookmark: Families]
Families and significant others

[image: U:\Documents\Pictures\Family.jpg]Maintaining connection with society helps people cope more effectively both whilst in custody and on release and reduces the likelihood of recidivism. There is good evidence, for example, that strengthening family ties through regular contact reduces the likelihood of reoffending and is an essential element in helping people avoid criminal activity during the process of rehabilitation.



Exclusion and isolation, on the other hand, cause frustration, despair and anger, in turn further disenfranchising people, exacerbating mental disorders and feeding aggressiveness and anti-social behaviours. This not only compromises safety, order and security during custody but also increases the risk to the public upon peoples’ return to society. An appropriate balance must therefore be found between security and the need to keep people connected to the outside world.

Family





Staying connected

Friends
Education



Employers


Return to self-assessment


https://intranet.noms.gsi.gov.uk/groups/rehabilitative-culture/maintaining-good-quality-family-relationships-whilst-in-prison
Maintaining good quality family relationships

https://intranet.noms.gsi.gov.uk/__data/assets/file/0018/1050183/Contact-with-families-and-friends-findings-paper-2016.pdf 
Contact with families and friends findings paper




[bookmark: Section_3]			Back to Content
[bookmark: _Section_3_–]Section 3 – Activities
Activities are effective when people are given the opportunity to learn new skills and behaviours. When they are able to ‘do good’ and to see the impact their efforts have on others and on their community. When helping someone too feel important, valued and that they matter. 
 “Most prisoners had very good access to activity and time out of cell. The leadership and management of learning and skills provision was judged by our Ofsted colleagues to be ‘outstanding’, with overall effectiveness ‘good’. There were sufficient education or work places for all and good attendance, punctuality and behaviour among prisoners. The curriculum reflected a detailed needs analysis and offered a wide range of high-quality educational and vocational learning that supported potential employment. Teaching, learning and assessment, and achievements were mostly good and, in keeping with the rest of the prison, usefully supported by peer schemes."
HMP Oakwood, Unannounced inspection (2018).
Self-assessment	

	
	Self-assessment points
	Needs focus
	Work in progress
	Proficient

	Activities
	[bookmark: SA_RC_Pyramid]Do people attend work and education on a regular basis?
· I prioritise the delivery of a full and constructive regime?
· I make sure that access to activities is equitable?
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	Do people take part in activities that address the causes of their offending and reduce their risk of reoffending?
· I prioritise and value Learning and make sure expectations are high?
· I have focus on Education and activities being needs-based and are flexible, adapting to changing requirements?
· I make sure that strengths are identified as well as areas to keep working on?
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	Do people learn skills which will enhance their opportunity to find employment on release?
· I create opportunities for people to experience real work, on the job training and life skills, and developing healthy lifestyles in preparation for release?
· Where possible I encourage Education and work placements in the community and actively support them?
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	Are people expected and encouraged to use time out of cell constructively, including weekends?
· I encourage free time to be used constructively, including activities shared by everyone to improve inclusivity?
· I facilitate as much access to green outside space and nature as possible? Especially those identified by Safer Custody as being vulnerable and needing support.
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	Comments:








Guidance
Activities need to be focused on promoting wellbeing and desistance. Such as offending behaviour programmes, substance misuse services, vocational skills, work, leisure and peer support. It is important that the needs of the individual are put first, understanding their risks, and how best to reduce the risk of reoffending. It is also important to make sure that someone is fully settled, rather than just inducted. Putting medical treatment before the allocation of work. It is about prioritising what interventions and activities will support the change individuals need to make to reduce their risk of reoffending. Making sure that you have a portfolio of vocational and employment skills delivered at accreditation levels that will improve people’s employability. Providing opportunities for those individuals to ‘do good’ and put something back into their community. People also need time to relax and socialise, being able to take part in activities that will widen their interests and belong to groups with anti-criminal attitudes.

A whole range of activities such as Education, work experience and new vocational skills as well as improved social capital will all assist people as they return to the community.

Resettle

   
                            Address attitudes and thinking
Offending behaviour programmes, address and change people’s criminal attitudes, thinking and behaviours. Opportunities for these new skills to be used should be provided, within peer support roles.


Address drug and alcohol problems
It’s important that effort is put into addressing substance miss-use issues, before teaching someone new skills. This sometimes raises issues around adverse childhood experiences or other traumatic events.  

	


Rehabilitative culture; rehabilitative staff prisoner relationships
Staff are an integral in motivating people to take responsibility for change. Identifying strengths and rewarding positive efforts. Building trust and acting as positive role models.




Safe, Decent and Fair
Being safe, decent and fair, offers headspace for people to be able to think about change. How we achieve this sends an important message about our culture.




Return to self-assessment


https://intranet.noms.gsi.gov.uk/__data/assets/file/0010/1049779/Prisoners-reforming-prisons.pdf  
This document uses the user’s voice to design regimes around responsibility taking and purposeful and meaningful use of time.

https://intranet.noms.gsi.gov.uk/__data/assets/file/0008/1049723/ISFL-Principles-v0.7.docx  
This document gives the principles for incentivising substance free living. 
Back to contents
[bookmark: Section_4][bookmark: _Section_4_–]Section 4 – Rehabilitative Leadership
Rehabilitative Leadership is effective when it involves leading in a way that generates hope and inclusion. Rehabilitative leaders use their authority in a procedurally just way and strike a balance between control and flexibility. They set clear rules and boundaries to provide a safe environment and allow flexibility through opportunities for development and trying new things. 
 “The sustained improvement we have seen had much to do with the consistent, capable and courageous leadership we observed, principally from the director but also others including the Oakwood staff. Oakwood is not an easy prison to run and presents many risks. Some of the initiatives we have seen, notably the extensive use of peer support, can go badly wrong if they are not constantly attended to. That said, the empowerment of prisoners represented by such schemes had contributed greatly to a culture of decency and respect that was enabling prisoners to contribute and invest in the well-being of others as well as themselves.”
		HMP Oakwood, Unannounced inspection (2018).


Self-assessment

	
	Self-assessment points
	Needs focus
	Work in progress
	Proficient

	Leadership
	[bookmark: SA_Building_vision]Do your leaders have a clear vision, values and expectations?
· I understand my population’s needs and have a strategic approach to developing services to meet these needs?
· I encourage a whole systems approach which promotes positive behaviour and minimises the need for punishment?
· I have a shared vision and show passion to bring others on-board, involving them along the way?
· I influence and inspire others through clear, direct communications? 
· I use active listening skills, encourage, network and coach.
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	Do your leaders consistently model and encourage rehabilitative attitudes and behaviours?
· I focus my attention and resources to identify and address peoples’ offending-related risks and needs?
· I work collaboratively with partner organisations to support rehabilitation?
· I maintain self-awareness, acknowledging my own strengths and limitations? I develop myself and build personal resilience?
· I consistently role model our vision and values, empowering people to contribute to achieving shared goals?
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	[bookmark: SA_Building_purpose]Do your leaders provide a strong and shared sense of rehabilitative purpose?
· I regularly check everyone understands and shares the rehabilitative goals and how they contribute? 
· I make sure opportunities are provided for people to maintain contact with the outside world?
· I make sure the effectiveness of interventions is monitored and evaluated? With arrangements to adjust when needed.
· I identify and develop talent in others? 
· I fully value the voice of others, embracing diverse backgrounds and viewpoints to generate better solutions?
· 
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	Comments:







Guidance
[bookmark: Building_vision]Building vision
Culture change starts and ends with leadership. Effective leaders are future orientated, and it is the job of the leader to point people to a better future, to show them the way. 
‘A compelling vision is contagious’, and the strategic vision needs to be:
Authentic
The vision has to be driven and motivated by passion
Explained
Everyone needs to understand why?
Modelled
Senior managers need to lead by example



Crystal Clear
The what, when and how (including details about desired habits, routines and behaviours) needs to be made explicitly clear


Implemented
Culture is about what you do, not what you say you will do

Monitored
The smallest things matter. Continually assess: is this in keeping with the strategic priorities and visions


Coached
Celebrate success so people know what good looks like
Courageous
Weak vision = weak commitment



	Return to self-assessment









[bookmark: Building_Purpose]
Building purpose
Everyone needs a clear sense of purpose in relation to rehabilitation. Rehabilitative leadership involves leading in a way that generates hope and involvement. Rehabilitative leaders use their authority in a procedurally just way and strike a balance between control and flexibility. They set clear rules and boundaries to provide a safe environment and allow flexibility through opportunities for development and trying new things.

Listed below are some of the contributors to a rehabilitative culture and activities that can be helpful in each area. Most establishments are already developing a rehabilitative environment, but the challenge is getting all aspects of our culture in line with this approach, all the time.

Supporting rehabilitative cultures
	Contributor                                                                           Activity

	Relationships that are supportive and collaborative
	Five-minute interventions, strategy of choices, conditions of success, families work, key work

	Management and leadership that encourage engagement
	Coaching, councils and committees, communications

	Activities that promote wellbeing and desistance
	Offending behaviour programmes, substance misuse services, education, work, leisure, peer support

	Fair processes and systems that focus on rehabilitation
	Reward and recognition, fair and transparent policies, procedural justice

	A normalised environment that promotes safety, decency and hope
	Access to outdoors, clean and decent conditions, breakages repaired, signs and symbols to explain and enlighten, positive language



https://intranet.noms.gsi.gov.uk/__data/assets/file/0020/1060436/Definition-of-Rehabilitative-Leadership-and-Values.pdf  Return to self-assessment

This is a one-page infographic that has the definition of rehabilitative leadership and the values.

https://intranet.noms.gsi.gov.uk/__data/assets/file/0010/1049815/Getting-the-small-things-right-table-2.docx  
This is a short frame work that identifies how to get some of the small things right.

https://intranet.noms.gsi.gov.uk/__data/assets/file/0019/1060444/Rehabilitative-orientation-assessment.pdf  
Helping managers to understand how rehabilitative their staff are.

https://intranet.noms.gsi.gov.uk/__data/assets/file/0005/940118/Rehabilitative-leadership-v7.pdf  
Rehabilitative leadership source book.

https://intranet.noms.gsi.gov.uk/__data/assets/file/0008/1060937/CM-Management-Toolkit.pdf  
This is a good practice CM support document produced by HMP Wymott.

https://intranet.noms.gsi.gov.uk/groups/rehabilitative-culture/creating-and-transforming-culture
Rehabilitative Leadership, Kate Gooch

Back to Contents


[bookmark: Section_5]
[bookmark: _Section_5_–]Section 5 – Environments
Environments are effective when they provide a safe, decent, fair and well-maintained space for people to work, live in and visit. Remember environments affect staff as well. Having daylight and darkness regulates body rhythms, colours that look fresh and clean, with real views of nature through windows and providing privacy and autonomy.
 “The wings were well-designed. They were open, bright and spacious and had large and well-equipped association areas and dining tables. External and communal areas were clean and well-maintained.”
HMP Lancaster Farms, Unannounced inspection (2019).
Self-assessment

	
	Self-assessment points
	Needs focus
	Work in progress
	Proficient

	Environment
	[bookmark: SA_Normal_environment]Are facilities and residential areas normalised as much as possible?
· I make sure spaces are comfortable and support conversations?
· I continually look to normalise living spaces? Whilst meeting the needs of the users.
· I regularly check posters, notices and signs still have relevance? And are in-keeping with the tone of your values?
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	[bookmark: SA_Green_views]Can people have views of and/or access to green open spaces?
· I make maximum use of outside spaces, making sure minimum restrictions are in place for free flow movement?
· Where outside space is not available, I use artwork to create a feeling of open outdoor spaces?
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	Is there ample natural light and ventilation?
· I ensure windows work effectively and people can control draughts and the flow of air into their rooms?
· I make full use of the natural light available to me?
· I provide curtains to block out light at night and allow people to sleep?
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	[bookmark: SA_Clean_and_decent]Is the physical environment clean and decent?
· I take personal responsibility for providing clean and decent living Conditions? 
· My priority is creating conditions to provide a protective and supportive environment? Giving a sense of safety for those that live and work in them.
	Help
	
	

	
	
	
	
	

	
	
	
	
	

	Comments:












Guidance
[bookmark: Access_to_green_outside_space]Access to outside green spaces
                                                                                                                                                                                                                                                             [image: ]
[image: ]
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Real views of nature through windows are best. Where there are no long-distance landscape views, the site itself could deliver them, with surrogate nature views – whole-wall images







Return to self-assessment

[bookmark: Green_Views][image: ]Green views

   
[image: ]     [image: ]

[bookmark: Colour_and_normal_environments]Colour and ‘Normal’ environments
People are often concerned with keeping their room/landings clean and hygienic, so colours that look fresh and clean are best. Variety enables navigation, lightens mood and provides stimulation and visual interests, both for staff and people in our care.

[image: ]                  [image: ]
Soft architecture promotes caretaking; individuals trusted with fragile environments are more likely to maintain them. In-cell technology enables autonomy and exercise of choice. Daylight and darkness regulate body rhythms, having natural light in upper and lower levels.Return to self-assessment

[bookmark: Clean_and_decent]Clean and decent
Having clean and decent living areas, where things get repair quickly.
[image: ]
Return to self-assessment



https://intranet.noms.gsi.gov.uk/__data/assets/file/0009/1049805/Dominique-Moran-Presentation.pdf  
This presentation covers what we want to achieve in a rehabilitative environment, what works in other settings and how might we achieve it in prisons.

https://intranet.noms.gsi.gov.uk/__data/assets/file/0007/1049794/Evidence-Summary-Rehabilitative-Prison-Environment-23.05.18.pdf  
This evidence summary asks if the prison environment can impact on outcomes.

https://intranet.noms.gsi.gov.uk/groups/rehabilitative-culture/national-standard-for-the-cleanliness-and-physical-decency-of-prisons  
This sets an agreed standard of cleanliness and access to kit.

https://intranet.noms.gsi.gov.uk/groups/rehabilitative-culture/clean-and-decent-self-assessment  
This is a self-assessment that can be used to give assurance with cleanliness and decency.

https://intranet.noms.gsi.gov.uk/__data/assets/file/0009/1049805/Dominique-Moran-Presentation.pdf  
This presentation covers what we want to achieve in a rehabilitative environment, what works in other settings and how might we achieve it in prisons.

https://intranet.noms.gsi.gov.uk/__data/assets/file/0007/1049794/Evidence-Summary-Rehabilitative-Prison-Environment-23.05.18.pdf  
This evidence summary asks if the prison environment can impact on outcomes.

https://intranet.noms.gsi.gov.uk/groups/rehabilitative-culture/clean-and-decent-self-assessment  
This is a self-assessment that can be used to give assurance with cleanliness and decency.

https://intranet.noms.gsi.gov.uk/groups/rehabilitative-culture/developing-wings-evidence-base-presentation
Developing wings Presentation - supporting the development of rehabilitative wings/units and places.

https://intranet.noms.gsi.gov.uk/__data/assets/file/0006/1082841/Developing-wings-and-units.pdf
Developing wings evidence base (Aug 19)

https://intranet.noms.gsi.gov.uk/__data/assets/file/0007/1049794/Evidence-Summary-Rehabilitative-Prison-Environment-23.05.18.pdf 
Evidence Summary – A Rehabilitative Prison Environment




































[bookmark: _Section_6_–]Section 6 – Learning Resources


Coaching Workshop: 
Coaching is about expanding people’s capacity to create the desired future. It is not telling people what to do, but asking them to examine the thinking behind what they’re doing so it is consistent with their goals. Coaching is about giving people the gift of your presence, asking questions, listening. 
By the end of the workshop participants will be able to:
· Explain what active listening is
· State the difference between open, closed and probing questions.
· Demonstrate yours skill at when/how to best use each type.
· Describe the G.R.O.W. Coaching Model.




Procedural justice Workshop:
When people perceive the process of applying the law (how decisions are made, rather than what decision is made) is fair, it influences their views and behaviour. 
When people feel treated fairly and justly, they have more confidence in authority, see this as more legitimate, and they are more likely to accept and abide (or commit to abide) by decisions/rules/ sanctions/the law.
By the end of the workshop participants will be able to:
· Understand what Procedural Justice is. 
· Why it matters? 
· How it can help us.

















Engagement Workshop draft:

Engagement is a key element needed to help people meet a range of challenges. By involving staff and service users in decisions and communicating clearly with them, organisations can seek to maintain and improve morale, especially during periods of difficulty and change.

It can help to create a positive culture and community.
It can help us to feel treated in a procedurally just way.
It can help to generate creative and innovative thinking and practice, and share responsibility for this.
It can offer opportunities to develop skills, confidence and ‘doing good’ for others.

By the end of the workshop participants will be able to:

· Understand why engagement is important.
· Understand the SEEDS2 approach and Enabling Framework.
· Understand the benefits of engagement.
· Find ways to overcome concerns and challenges.
· Recognise & incentivise those who engage.






Additional Resources

https://intranet.noms.gsi.gov.uk/groups/rehabilitative-culture/7-elements-of-a-rehabilitative-culture
7 elements of a rehabilitative culture


https://intranet.noms.gsi.gov.uk/groups/rehabilitative-culture/rehabilitative-leadership-and-its-contribution-to-safety
Rehabilitative leadership and its contribution to safety


https://intranet.noms.gsi.gov.uk/__data/assets/file/0006/1035177/Security-and-Rehabilitative-Culture-Sourcebook.pdf
Security and rehabilitative culture sourcebook


https://intranet.noms.gsi.gov.uk/__data/assets/file/0005/1082714/SoSA-Handbook_COVID19_Oct20_FINAL.pdf
State of Security Assessment - This document has been completed by the Security Risk Unit to support COVID-19 response and recovery
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Coaching Conversations 








Title slide 


1





Our equalities statement and vision 


HMPPS is committed to fairness for all. We treat our staff properly and ensure equality of opportunity. We deliver our services fairly and respond to individual needs. We insist on respectful and decent behaviour from staff, service users, and others with whom we work. We do not tolerate discrimination, harassment or bullying and we take prompt and appropriate action whenever we discover them.


 We are determined that we will:


Develop and deliver services tailored to the diverse range of people in our care


Foster a workforce which is reflective of our diverse society at all levels


Create inclusive and flexible workplaces where everyone is treated fairly and with respect.
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Discuss our equalities statement and vision with learners, exploring how this relates to the learning environment. 





We should always seek to create a safe and nurturing learning environment that is fully inclusive and tailored to support individual needs and requirements.





Next: Our Commitment to the Public Sector Equality Duty
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Our commitment to the Public Sector Equality Duty


The Public Sector Equality Duty (PSED) came into force in April 2011. It was created under the Equality Act 2010. Under the duty, a public body must, in the exercise of its functions, have due regard to the following:





Eliminate discrimination, harassment, victimisation and any other conduct prohibited under the 2010 Act


Advance equality of opportunity between those who share a protected characteristic and those who do not


Foster good relations between those who share a protected characteristic and those who do not.
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The Public Sector Equality Duty (PSED) came into force in April 2011. It was created under the Equality Act 2010. Under the duty, a public body must, in the exercise of its functions, have due regard to the following:





•Eliminate discrimination, harassment, victimisation and any other conduct prohibited under the 2010 Act





Staff are accountable for their behaviour and responsible for embedding equality and inclusion into all aspects of their roles; any form of discriminatory behaviour must be consistently challenged.





•Advance equality of opportunity between those who share a protected characteristic and those who do not





•Encourage people who share relevant protected characteristics to participate in any activity in which participation by such people is disproportionately low. Remove or minimise disadvantages suffered by people who share a relevant protected characteristic that are connected to that characteristic





•Foster good relations between those who share a protected characteristic and those who do not





•The business needs to that ensure specific needs of all those with protected characteristics are met in both custody and the community.
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Domestic arrangements


Health and safety/fire


Facilities


No smoking policy


Refreshments and meal times


Start and finish times


Mobile policy


Individual requirements


Evaluation process
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Introductions
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Welcome learners to the workshop.





Explain who you are and why we are here today, allow the learners to introduce themselves to the group
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Workshop Goals



By the end of the workshop participant will be able to:





Explain what active listening is





State the difference between open, closed and probing questions.





Demonstrate yours skill at when/how to best use each type





Describe the G.R.O.W. Coaching Model.











Ensure learners understand the workshop goals 
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Quote
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What is coaching?





Additional notes for slide 7


Coaching is a profession that supports personal and professional growth and development. It is forward moving and future focused. The emphasis is on action, accountability and follow through. Coaching is about change - and change requires action. 





Coaching allows you to make improvements to what is already there as opposed to transferring in  replacements.
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Definition 





Coaching is about expanding people’s capacity to create the desired future. 





It is NOT TELLING PEOPLE WHAT TO DO, but ASKING THEM to examine the thinking behind what they’re doing so it is consistent with their goals. 





Coaching is about giving people the gift of your presence, asking questions, listening. 








Robert Hargrove. Masterful Coaching Field book ©2000 p52








Explain the definition of coaching - possible flip chart exercise.





NB – Leave this slide up to use as reference for building block questions. 





Additional notes for slide 5


Coaching is not therapy or counselling. In coaching we are always looking at what an individual’s goal is – this week, next week, in 3 months time, in 12 months time. We do not look backwards over the past – or delve deep into issues that may be re-occurring. We do not look to the past to find the solutions to something that is happening now. A coach is always exclusively about the ‘now' and the ‘future’. Similarly – coaching is not mentoring. Mentoring is about providing advice – in coaching, a coach NEVER gives advice because the goal and the path to get there is different for each and every individual. What's right for one person is not for the next. A mentor is an expert in their field and provides advice to those up and coming stars in that specific field. Coaching holds the belief that each individual has the answer within themselves and the skill and technique of coaching is to help find those answers. 


Ask learners to review the definitions, what are the building blocks for successful coaching?
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Building blocks 





Confidentiality


Observation


Active Listening


Questioning skills


Giving and receiving feedback


Coaching conversation model: GROW


Building Relationships








High light the building blocks and the relationship to the definitions





Coaching is about expanding peoples capacity to create the desired future.


Confidentiality


Building relationships





It is not telling people what to do but asking them to examine the thinking behind what they are doing so it is consistent with their goals.


Questioning skills


Giving and receiving feedback





Coaching is about giving people the gift of your presence asking questions and listening.


Observation


Active listening


Coaching conversations model - GROW





Ask the questions – is there a difference between coaching and Training – the answer should be yes. Now show slide 7
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TRAINING IS… the way we teach people knowledge/hard or soft skills so they ‘know how to do things’.


COACHING IS… a way to give them guidance on ‘how to improve their performance’





TRAINING IS… a process where information is generally one-way.


COACHING IS… an interactive process that provides guidance and encourages them to make productive decisions while taking personal ownership of those decisions.





TRAINING IS… usually done at a point in time


COACHING IS… ongoing


Training versus Coaching 








Training is about transferring knowledge while coaching is about enhancing knowledge (or skills)—development.





Example: a person may have the basic knowledge following training to bake a cake. Not all cakes are created equal, however it is likely that the fiftieth cake a learner makes will be a lot more satisfactory than the first.





Clearly, a person can be trained to bake a cake and turn out an acceptable textbook creation. It is also true that practice over time will improve the result. But consider the impact of coaching from a veteran cake maker. It will be the tips, tricks, and secrets of a seasoned coach that will propel the learner cakes from OK to Oh My!
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Coaching: Recall/Effectiveness 


						Told			Told and shown			Told, shown and experience


			Recall after 3 week			70%			72%			85%


			Recall after 3 month			10%			32%			65%
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Active Listening 


Listening and responding in a way that focuses the attention on the speaker and leads to improved understanding.


Builds trusts


Encourages positive problem solving


Takes practice











 


Additional notes for slide 12


The key to receiving messages effectively is listening.  Listening requires more than hearing words.  It requires a desire to understand, an attitude of respect and acceptance, and a willingness to try and see things from another’s point of view.


 


Some people worry that if they listen attentively and patiently to a person who is saying something they disagree with, they are inadvertently sending a message of agreement.  Not so.


 


When we listen effectively we gain a greater understanding of the other person’s perception.  Then, whether we agree with it or not, we can understand their motivation, attitude and behaviour.  We have a deeper understanding of the problem and the potential paths for reaching agreement.


 


You can learn to become an effective listener.
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Active listening 





Step 1: Pay attention


Step 2: Show that you are listening


Step 3: Provide feedback


Step 4: Defer judgements


Step 5: Respond appropriately











 


Additional notes for slide 13 


Effective listening is one of the most important coaching communication skills we have. The goals of effective listening are: 


 


To let the other know that you want to understand his or her point of view 


To understand accurately what another is saying; and 


To let the other know that he or she has been understood. 


 


Skills of an Effective Listener: 


 


There are five key elements of active listening. They all help you ensure that you hear the other person, and that the other person knows you are hearing what they say.


 


1. Pay attention: 


Give the speaker your undivided attention, and acknowledge the message:


Look at the speaker directly. 


Avoid being distracted by environmental factors. 


"Listen" to the speaker's body language. 


 


2. Show that you are listening: 


Use your own body language and gestures to convey your attention:


Nod occasionally. 


Use appropriate facial expressions. 


Encourage the speaker to continue with small verbal comments like yes and uh huh. 


 


3. Provide feedback: 


Our personal filters, assumptions, judgments, and beliefs can distort what we hear. As a listener, your role is to understand what is being said. This may require you to reflect what is being said and ask questions. 


Reflect what has been said by paraphrasing. "What I'm hearing is." and "Sounds like you are saying." are great ways to reflect back. 


Ask questions to clarify certain points. "What do you mean when you say?" "Is this what you mean?" 


Summarize the speaker's comments periodically. 


 


4. Defer judgment: 


Interrupting is a waste of time. It frustrates the speaker and limits full understanding of the message. 


Allow the speaker to finish. 


 


5. Respond Appropriately:


Active listening is a model for respect and understanding. You are gaining information and perspective; you add nothing by attacking the speaker or otherwise putting him or her down. 


Be candid, open, and honest in your response. 


Assert your opinions respectfully. 


Treat the other person as he or she would want to be treated.
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Active Listening: non- verbal’s 





Eye contact


Facial expressions that indicate you are ‘present’ and ‘focused’


Open body language











Additional notes for slide 11


Eye contact:


Since the visual sense is dominant for most people, eye contact is an especially important type of nonverbal communication. The way you look at someone can communicate many things, including interest, affection, hostility, or attraction. Eye contact is also important in maintaining the flow of conversation and for gauging the other person’s response.





Facial expressions: 


The human face is extremely expressive, with the ability to express countless emotions without saying a word. Unlike some forms of nonverbal communication, facial expressions are universal. The facial expressions for happiness, sadness, anger, surprise, fear, and disgust are the same across cultures. 


 


Body movements and posture:


Consider how your perceptions of people are affected by the way they sit, walk, stand up, or hold their head. The way you move and carry yourself communicates a wealth of information to the world. This type of nonverbal communication includes your posture, bearing, stance, and subtle movements. 


 


Equality and inclusion considerations


Many people from ethnic minority groups who were born and brought up in Britain are capable of using English.  But don’t make assumptions, some find their English deserts them in a stressful situation or may choose not to speak English in order to avoid difficult situations.


 


Don’t jump to conclusions – adapt your approach to each different situation..


Examples:


People from parts of India may shake their head from side to side as a sign of agreement and active listening. In the UK/west we tend to nod our head to agree and affirm and to show we are listening.


Eye contact (other than unwanted staring) is generally regarded as a positive aspect of body language in Western cultures, which in this context typically refers to Europeans. 


A specific difference regarding eye contact can be found in some black Caribbean cultures however, whereby young people tend to be instructed not look at someone eye to eye when being told off or disciplined. When cultures meet obviously this provides potential for friction, given the 'Western' expectation in such situations, for example, "Look at me when I'm talking to you". 


Most English people with only a basic knowledge of a foreign language have experience of being abroad and trying to communicate in stressful situations.
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Listening: Activity








Look, listen and repeat








Explain you are going to start telling a story.  After 20 seconds you will point to someone in the group who will continue the story, using the last five words you used.


 


Let that person continue for about 15-20 seconds, then point to another to continue, again using the last five words spoken. And so on…


 


After six or seven turns, go back to someone who has already had a go and then continue until you’ve covered most of the group.


 


Ask the following questions:


How did they feel while waiting their turn?


How did they feel immediately after their turn?


How did they feel when one who had had an earlier turn was involved again?


 


Make the point that it is not easy to listen, and that it requires concentration, which in turn can be tiring. 


 


It is not an option to switch off.
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Activity – Emotional Barriers to Active Listening


You find the communicator attractive/unattractive


You are not interested


Not focusing


Identifying rather than empathising


Sympathising rather than empathising


Prejudiced or biased


You have preconceived ideas or bias


You make judgements


Previous experiences


Preoccupation


Having a Closed Mind

















Group exercise with feedback 





You find the communicator attractive/unattractive and you pay more attention to how you feel about the communicator and their physical appearance than to what they are saying. Perhaps you simply don't like the speaker - you may mentally argue with the speaker and be fast to criticise, either verbally or in your head.


You are not interested in the topic/issue being discussed and become bored.


Not focusing and being easily distracted, fidgeting, looking out of the window or focusing on objects other than the speaker.


Identifying rather than empathising - understanding what you are hearing but not putting yourself in the shoes of the speaker. As most of us have a lot of internal self-dialogue we spend a lot of time listening to our own thoughts and feelings - it can be difficult to switch the focus from 'I' or 'me' to 'them' or 'you'. Effective listening involves opening your mind to the views of others and attempting to feel empathetic.


Sympathising rather than empathising -  put yourself in the position of the other person rather than feeling sorry for them.


You are prejudiced or biased by race, gender, age, religion, accent, and/or past experiences.


You have preconceived ideas or bias -  effective listening includes being open-minded to the ideas and opinions of others, this does not mean you have to agree but should listen and attempt to understand.


You make judgements, thinking, for example that  a person is not very bright or is under-qualified so there is no point listening to what they have to say.


Previous experiences – we are all influenced by previous experiences in life.  We respond to people based on personal appearances, how initial introductions or welcomes were received and/or previous interpersonal encounters.  If we stereotype a person we become less objective and therefore less likely to listen effectively.


Preoccupation - when we have a lot on our minds we can fail to listen to what is being said as we're too busy concentrating on what we're thinking about. This is particularly true when we feel stressed or worried about issues.


Having a Closed Mind - we all have ideals and values that we believe to be correct and it can be difficult to listen to the views of others that contradict our own opinions. The key to effective listening and interpersonal skills more generally is the ability to have a truly open mind - to 
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Activity – Environmental Barriers to Active Listening


Lighting


Temperature


Seating Arrangements


Environmental Noise


Privacy


Listening to more than one conversation at a time


Feeling unwell or tired


Disability


Outdated equipment


Interruptions


Language/Dialect


Jargon

















Group exercise with feedback 





Lighting – a dark room can make you feel tired


Temperature – too warm again can make you feel tired. Raises awareness of any physical discomfort and this can become distracting.


Seating Arrangements – physical proximity and maintaining eye contact. Consider moving seat so back is to the window.


Environmental Noise – Alarm bells (when are the tests carried out?) Dogs barking, traffic, office noise, photocopier, shredder!!


Privacy – Let people know you are busy, note on the door, out of office on.


Trying to listen to more than one conversation at a time, this includes having the television or radio on while attempting to listen to somebody talk.


Feeling unwell or tired, hungry, thirsty or needing to use the toilet.


Disability – accessible meeting room, hearing loops, consider how the environment could affect those with Autism etc.


Outdated Equipment – Poor quality IT/telephony systems can be distracting at best and disregarded at worst.


Interruptions  - Where possible make people aware of what you are doing and you are not to be disturbed. Try not to let an interruption disturb your flow and ensure that the person you are communicating with remains the focus.


Language/Dialect – Use of translation services where necessary. McKenzie friend might be helpful. Slow speech down to mitigate loss of conversation due to accent. Paraphrase to gain understanding.


Jargon – avoid where possible. Know your audience!
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Types of questions 





1 – Open





2 – Probing





3 – Closed
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Open questions 





Solicit more than a “yes” or “no” or other one-word response





Aim to get someone to talk


Are useful when you want general information


Common lead-ins are what, how, and why 














Additional notes for slide 16


Possible link to FMI and the use of socratic questioning - 


An open question asks the respondent for his or her knowledge, opinion or feelings. "Tell me" and "describe" can also be used in the same way as open questions. 





Examples:


What happened at the meeting?


Why did he react that way?


How was the party?


Tell me what happened next.


Describe the circumstances in more detail.





Need to add - Example of using Socratic questions as part of Rehabilitative Adjudications.
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Closed questions 





Solicit a “yes” or “no” or other one-word response





Aim to limit talking or to control direction of conversation


Are useful when you want specific information


Common lead-ins are who, which, would, are, can, have, do, is, will, and may














Additional notes for slide 17


A closed question usually receives a single word or very short, factual answer. 





For example, 


"Are you thirsty?" The answer is "Yes" or "No"; 


"Where do you live?" The answer is generally the name of your town or your address. 





Can be useful to establish understanding and reflection of a conversation,


“Do you understand that you do not have the authority to do this?”  Yes or No?


“Do you agree that this is an accurate account of our conversation?”  Yes or No?
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Probing questions 


Definition:





Questions that do not introduce a new topic but allow you to probe further to find out more information.





Examples include:





“Could you tell me more?”


“Could you give me an example?”


“Why was that?”


“Could you expand?”











Additional notes for slide 18


Asking probing questions is another strategy for finding out more detail. Sometimes it's as simple as asking your respondent for an example, to help you understand a statement that they have made. At other times, you need additional information for clarification, "When do you need this report by, and do you want to see a draft before I give you my final version?" Or to investigate whether there is proof for what has been said, "How do you know that the new database can't be used by the sales force?"
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The question funnel 











Additional notes for slide 19


The Questioning Funnel 



This is a questioning technique that seems so obvious when you understand it that you might find yourself using it every day
A funnel is wide at the top and tapers at the bottom.  Using the questioning funnel means starting "at the top of the funnel" with at least one open question, then narrowing down to draw out specific points with closed questions later.

Responses to the open question at the start help to assess understanding and gather ideas (e.g. "What did you notice about the report/ experiment / match etc.).  It's very likely that the learners will spot something that you hadn’t thought of, and didn't intend to discuss.   The discussion will be all the richer for it.  NB. Notice that at the top of the funnel is open, it is this open section of the discussion that helps us to get an understanding of the learner.

The specific point you wanted to draw out might well come out without probing, but if not you can move down the funnel to more directed, but still open questions (e.g. "What can you tell me about the use of language in the report?") and finally to more closed questions ("What was the impact of morale, when this happened?“)

Why does this technique make a difference?  Everyone can have a go at responding to an open question (maximising participation) whereas only learners who know the answer to a closed question can participate.  More importantly, learners will often respond to open questions in ways you did not anticipate, and frequently these responses will have value over and above your "intended" discussion.



The question funnel is often used by detectives taking a statement from a witness:


"How many people were involved in the fight?"
"About ten."
"Were they kids or adults?"
"Mostly kids."
"What sort of ages were they?"
"About fourteen or fifteen."
"Were any of them wearing anything distinctive?"
"Yes, several of them had red baseball caps on."
"Can you remember if there was a logo on any of the caps?"
"Now you come to mention it, yes, I remember seeing a big letter N."


Using this technique, the detective has helped the witness to re-live the scene and to gradually focus in on a useful detail. Perhaps he'll be able to identify young men wearing a hat like this from CCTV footage. It is unlikely he would have got this information if he's simply asked an open question such as "Are there any details you can give me about what you saw?"


 


Cross-Cultural Issues


 


When questioning people from different cultural backgrounds, communication styles can vary. 


Be aware of what words you use - some words can mean different things in different cultures.


Non-verbal communication should also be considered.  For example, in some cultures people avoid eye contact with elders or people in authority.


There may be different attitudes to disclosing emotions. Questions that are natural to you may seem intrusive to others.


 


Recognising there are cultural differences is the first step towards understanding and respecting each other.


 


Equality and Inclusion





Imagine being in a position of having to explain to a prisoner from a different culture how to make an application for a change of cell.


English isn’t his/her first language and culturally they are uncomfortable dealing with someone who is not from their background.


You are the only person available, how can you establish an effective professional rapport with the prisoner? 


Here are some ideas of how to be helpful.  





Speak clearly, slowly and calmly – don’t shout since this is intimidating.


If you have to repeat something, repeat it exactly, don’t paraphrase.


Use open questions rather than those expecting a Yes/No answer.  It is easier to be sure that you’ve been understood.  e.g.  “Is your son’s name Rashid?” might be answered, “yes” even if the question was not understood.  Asking, “What is your son’s name?” will ensure you know whether or not you’ve been understood.


 


Asking, “Do you understand?” and getting the answer “yes” is no guarantee that you’ve been understood.  Don’t forget to check for non-verbal signs of incomprehension like a fixed smile or a blank look.


 


Use simple words where there’s a choice e.g. ‘end’ instead of ‘conclude’, ’car’ rather than ‘vehicle’.  Avoid jargon or specialist language.  Keep your sentences as short and simple as possible.


 


Use active rather than passive verbs: E.g. the healthcare will see you at 10 am Instead of You will be seen by the doctor at 10 am.


 


Try using visual as well as verbal communication to reinforce your message.


 


Pictures or signs/mime can help someone understand what you are saying when words are not enough. E.g. the servery/hotplate, pictures of a cow, pig, lamb, or vegetables’.


 


When dealing regularly with people from a particular ethnic group who have very little English, why not prepare a card with the phrases you are most likely to use.  Then you can read or point to the appropriate phrase.


 


If you have someone who is hard of hearing or deaf, make sure that you talk face to face with them, most partially deaf people tend to lip read to a certain extent. (remember do not shout!) 


 


Ask about reasonable adjustments that may be in place for a particular individual. Many places have things like “passports” in place for those with learning disabilities, autism support etc. where you can find the best way to communicate with an individual. 
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A helpful tool 


Coaching conversation model that helps to structure the conversation and get maximum participation from your staff. 





This model is called G.R.O.W. 





GROW stands for:





Goal – SMART (Specific, Measurable, Attractive, Realistic, Timely)


Current reality


Options (or Obstacles)


Will (or Way forward)








GROW Discussion


 


Made famous by John Whitmore in his book: Coaching for Performance


It’s a model that helps us navigate through the coaching conversation


The model is presented sequentially here, but in reality it is much less linear and conversations may start anywhere and revisit each of the stages several times.
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The GROW model 








 


1. Goal 


During the first stage of the process, the goal is the priority. Once a topic for discussion is agreed, specific outcomes and objectives should be discussed by the coach and learner. These may be short term goals, or – when appropriate, and a clear path to the outcome can be agreed – they may be long term aims. Goals should be Specific, Measurable, Accurate, Realistic and Timely. The goal should also be inspirational and positive, whilst being challenging and requiring them to stretch themselves and their abilities to achieve it. 





Example questions for a coach: 


What do you want? 


What does that look like? 


What will people be saying to you? 


How will you feel once this is achieved? 


What is different?



2. Reality 


During the second stage of the process, both coach and pupil outline and discuss the current reality of the situation using a variety of different methods and techniques. The coach may invite the learner to assess their own situation before offering advice or specific feedback on the current scenario and obstacles faced. The focus should be on the learner, and the coach should be looking to identify potential in the situation, rather than problems. They should examine any assumptions made by the learner with regards to their reality and outlook on future goals and discard any history or events that are irrelevant to the goals at hand. 





Example questions: 


What is happening right now? 


How far are you from an ideal situation? 


How do you feel about your current situation? 


What is the impact on you and your life? 


What is standing in the way of your goal? 






3. Opportunity 


Once reality and all obstacles to current goals have been discussed, and irrelevant barriers discarded, the options as to how to overcome current issues preventing progress should be examined. At first, the full range of options should be put-forward and discussed, predominantly inviting suggestions from the learner. Any suggestions posited by the coach or mentor should be offered carefully and with consideration of the client’s overall position. By the end of stage 3, the coach should ensure that at least some choices have been made with regards to overcoming obstacles, and there is significantly less ambiguity surrounding immediate actions. 





Example questions: 


What could you have? 


What ideas do you have? 


What actions have worked for you in the past? 


Who could help you to achieve your goals? 


What information do you need and how could you acquire it?



4. Will/Wrap-up/What next?/Way Forward 


The final stage of the process is when the learner commits to decisive actions in order to move towards their goal. A plan is drawn up, with the coach guiding the ideas discussed by the learner – including specific guidelines and timings in order to make achievable progress. Any potential obstacles that may be encountered during the process are identified and subsequent solutions are considered, including an outline of the support required throughout. Both coach and learner should remain flexible throughout the entire process and goals/actions may need to be altered to react to both positive or negative events. 





Example questions: 


What will you do to achieve your goals? 


How and when will you do it? 


Who will you talk to throughout? 


Are there any other measures you need to put into place? 


How committed are you to this action? 
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Activity tips 


Where are you now (in relation to your goal)?


Guide the discussion, don’t dominate


Don’t assume you need to provide all the answers


Balance listening and questioning


Good questions encourage answers


Use listening tips (i.e. paraphrasing, summarising)
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To be a good coach you need the right stuff! 


Confidence in your own abilities and a belief that people can achieve what they want to achieve





Genuine affinity for people and a belief that people 


A belief in others and a real wish to see them succeed 


An ability to take second place and not seek any glory


An ability to see things from others’ points of view (with sensitivity)


Knowing when to step in and when to be quiet 


A sense of humour 


Patience and a willingness to make 


    time for people 








 


Can coaching work for everyone?


 


In short – YES! In reality – NO! 


 


You have to commit and put the time in. You have to take accountability and want to change or ‘move forward’. If you don’t want to change, you’re not going to change. If you don’t think you can change, you’re not going to try. As a coach, you often have to get people to this point, before coaching can begin. But, in all honesty, sometimes that just never happens.





Be patient – people develop at different rates and just because they are not ready today they might be tomorrow.
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When to coach 


You have an opportunity to coach whenever: 





You are asked how to do something 


Your advice is sought by others 


A staff member says they cannot do a particular job 


Your opinion is asked for or a decision required 


You see a job or task that could be done quicker, better or cheaper 


Mistakes are made 








How long does it take?


 


It takes as long as it takes. 


 


This is different for different coaches in different situations. it’s important to give people the skills and tools to be able to move forward with out the coach being with them all the time. 
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Workshop Goals



By the end of the workshop participant will be able to:





Explain what active listening is





State the difference between open, closed and probing questions.





Demonstrate yours skill at when/how to best use each type





Describe the G.R.O.W. Coaching Model.











Ensure learners understand the workshop goals 
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Procedural Justice
What is it, why is matters and how it can help us.


Your name here


Your role here


Your email address here


proceduraljusticeenquiries@justice.gov.uk 

















1











Procedural Justice (PJ) theory originated in part from asking ‘why do people obey the law and comply with authorities, and how do we make this more likely?’





Most people, most of the time, do what is asked or expected of them, even though this might be inconvenient.  What makes this happen?





Trying to make people do what we want doesn’t work very well…what makes people do something willingly instead?














Not a new concept…
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When people perceive the process of applying the law (how decisions are made, rather than what decision is made) is fair, it influences their views and behaviour. 





When people feel treated fairly and justly, they have more confidence in authority, see this as more legitimate, and they are more likely to accept and abide (or commit to abide) by decisions/rules/ sanctions/the law.


What makes people find a process fair?



Outcomes matter, but process matters more












Procedural Justice (or procedural fairness) perceptions


			VOICE
Being able to tell their side of the story and this being  sincerely considered by the authority figure
			NEUTRALITY
Transparent, consistent and open use of rules so that everyone understands, neutral and principled decision making



			RESPECT
Taking issues seriously, being courteous and polite, respecting rights
			TRUSTWORTY MOTIVES
Sincerity and care, trustworthy motives, being open, honest, doing what is best for everyone
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How does PJ fit in rehabilitative culture?








Re-


settle


Address 


attitudes 


and thinking


Address drug & alcohol


problems


Rehabilitative culture; 


Rehabilitative 


staff prisoner relationships


Safety, Decency & Fairness
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Employees:  


When staff feel fairly and justly treated in the workplace, research shows this is associated with:





Better life and job satisfaction 


More commitment to the organisation


Less stress, sickness absence and job burnout 


Less fear of being victimised by prisoners


More support for rehabilitating prisoners 


Less support for punishing prisoners 


Less likely to want to leave the job


Additionally, for prison officers, better PJ perceptions are associated with:


PJ in organisations has been linked to greater compliance with policies and rules, and better conduct of employees (use/abuse of power, good conduct/ wrongdoing)


And there seems to be some kind of ‘knock on’ effect – how fairly staff feel treated is linked to how fairly prison residents feel treated.











Procedural Justice perceptions - staff
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Procedural justice in prison:


When prison residents have more positive perceptions of PJ this predicts significantly:


Lower levels in misconduct (ranging from obeying orders to  serious assaults) in prison.


Better emotional/psychological health; lower rates of self-harm and attempted suicide.


Lower rates of reoffending after release.


More positive beliefs about desistance from crime





When procedural justice is lacking…


“… it means that a substantial and meaningful layer of strain is added to a group of individuals who are optimized to react with violence or aggression to that strain” (Bierie, 2013)











Injustice





Anger





Violence
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What do we know about specific processes…


Research in England and Wales has revealed that people in prison find the following processes unjust:


IEP 


Adjudications


Offender Management


Recall to prison


Research in the US has shown how important a PJ complaints process is:


How many complaints, and whether they were granted or denied (outcome) has no effect on violence.





But, how late the prison is at responding, and outright rejecting complaints as irrelevant or not requiring action (process), predicted more violence in the next month.


Staff?


No research, but anecdotally we hear about promotion boards/opportunities, annual leave, performance management, shift/detail, change programmes and requests from the centre.
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Where does PJ apply in HMPPS practice?


Just a few examples of when we use authority in HMPPS, but the list is endless….











Headquarters/


Centre





Audits


Assurance processes


Policies, rules and instructions (and changes to these) for HMPPS staff


Change programmes


Letters/instructions to Governors


Managers / 


Supervisors





Staff performance reviews


Disciplinary hearings


Policies, rules and instructions


Prison/team management


Secondment opportunities


Annual leave decisions


Frontline staff





Behaviour management / incentives / rewards and sanctions


Adjudications


Rules and day-to-day instructions


Complaints/concerns handling


Information notices


Use of force / C&R (adults) / Minimising and managing physical restraint (young people)


Whenever authority is being used (formally or informally) and we want to secure compliance, cooperation or decision-acceptance, PJ CAN HELP!
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Improving PJ perceptions – (some) specific behaviours – the things to do, look out for or help others do


V


V


V


N


N


V


R


R


T


N


T


R
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Communicating that everyone’s rights are important and are protected








Offering chances to ask questions or raise issues (and taking these seriously)








Explaining processes or programmes before starting








Summarising and paraphrasing, active listening








Introductions, using names, eye contact, courtesy, tone, vocabulary








Explaining the purpose of changes or procedures








Explaining reasoning for decisions








Being approachable, not intimidating











Being consistent with the application of rules








Consulting with staff – their perceptions and ways to improve








Giving people a chance to tell their story, and sincerely considering this








Providing the right information at the right time















































PJ is reasonably simple, swift and economic, and we can be pretty good at this, but it is deceptively simple, can be easily dismissed as ‘common sense’ and lots of things can easily get in the way of us doing this consistently:


Being in a rush


Feeling stressed or annoyed


Forgetting how important it is to the recipient


Thinking it’s obvious


Thinking it’s someone else’s job


The culture or ‘norm’ of the organisation or interaction (“we’ve always done it this way”)


Thinking it’s not deserved


Because we aren’t always aware of how we make decisions (there are more than 100 thinking errors or biases that influence our thinking!)
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PJ in practice: Communicating changes or instructions


If changes and decisions are communicated in a way consistent with procedural justice principles, they are more likely to be accepted, even if they are unfavourable changes. 





Even small changes (such as prohibiting certain items in prisons or changes to the regime) have the potential to lead to major upset to people (staff or prison residents) and regime. 





At the extreme, examples of major disturbances in prisons around the world can be traced back to, alongside other background factors, changes that were implemented in a way that was not procedurally just.  
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With thanks to Gareth Sands
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More and less PJ communication in a prison context


This prison is now smoke free.  This means that cigarettes, tobacco, and rolling paper are now unauthorised items.  If you are found in possession of any of these items action will be taken against you.  This may be through the Incentives and Earned Privileges Scheme or the Adjudications Process.


The Smoke Free Legislation has been introduced as a result of the ever increasing recognition of the health effects of passive smoking on other people.  Its implementation will help to protect the rights of non-smokers and encourage smokers to quit.  Desirable outcomes for the Smoke Free Legislation include a healthier nation and cleaner environment for all.  We want all staff, men and visitors to be as healthy as they can be.











PJ in practice: Concrete day-to-day examples


PJ works, it can be simple but it doesn’t happen by accident.





What does it look like in routine processes, and how can we use the principles more often, more consistently and more deliberately (especially when we start experiencing the barriers we’ve discussed)?
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			Key Points			Script Reminders (taken from police experimental trial in Queensland, Australia)			PJ Element


			Random			Hello. 
This Random Breathalyser Test (RBT) is a little bit different.
Cars have been pulled over at random.
You were not specifically singled out for this test.
 			Neutrality


			Road Toll			354 deaths in 2009.
Hardest parts of our job is going to a traffic fatality. 
Can you please help us by driving safely?
 			Trustworthy Motives


			Crime Prevention			Here is a monthly police bulletin that has crime prevention tips and important numbers.  
This month…thieves are targeting money, satellite navigation systems, and mobile phones left in cars.
Do you have any comments/questions about this?
Have you noticed any other problems that we should be concentrating on?			Citizen Participation / Voice


			Survey			University of Queensland survey about this RBT for you to fill in at home.  
We would really appreciate your feedback.  
Do you have any other questions for me about this RBT or anything else? 			


			Test			“I now require you to provide a specimen of breath for a breath test.”  Etc…
 			 


			Positive Message			I just want to finish off by thanking you for [positive thing that driver had done]
 If over the RBT limit…process as usual.
 			Dignity and Respect
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With thanks to Holme House DST
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With thanks to Holme House DST

















17





						Responding to a query, app, request, complaint (verbally or in writing)


			Greeting			Mr/Ms [name], thank you for getting in touch about [summary of problem]
It has been given to me to reply to you because…[introduction]


			Appreciating the issue/ problem			I appreciate this must be frustrating/difficult for you/something you want answers to quickly.
At HMP X we take this [problem] seriously because [reason] 
(If applicable) I am sorry for [mistake made, delay in reply, …].  
Thank you for your patience while this gets sorted out.


			Investigating the issue/ problem			To fully investigate the issue, I have looked at and spoken to [list] 
(If possible) We also spoke on [date] about this, and you told me [summary of conversation] 


			Decision made and reasons			I discovered / have learned / come to the decision [detail] for the following reasons [detailed explanation] 
If you feel I have not factored something important into the decision, please contact me.


			Impact and next steps			I hope this answers all of your questions / I am sorry that this may not be the outcome you were hoping for.
If you have more questions, or you would like to discuss the decision, please write back to me, or ask [named staff member].
(If applicable) More information about [the issue] can be found at [location].


			Ending			[Your name]
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Where is there already great PJ practice here?





How can that be shared and duplicated?


What processes do staff feel are procedurally just or unjust?





How do we know?  Have we asked?


Where would more PJ benefit us here most (specific processes, activities or difficulties to focus on first)?


What processes do residents feel are procedurally just or unjust?





How do we know? Have we asked?


What can each of us do individually  to use more PJ and use this more often?





What can be done as a whole prison? 
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The PJ intranet page has lots of resources, some of which include: https://intranet.noms.gsi.gov.uk/support/safety/procedural-justice 


PJ in English and Welsh prisons research (gov.uk publication)


4 min animation on PJ on the intranet (or available on DVD).


Infographic 


Evidence summary 


Top tips page


PJ in action examples 


Information notices – before and after PJ examples


PJ communications checklist


Staff and prison resident PJ scores routinely provided for prisons as part of MQPL and SQL reports (2018 onwards)


Email for support: flora.fitzalan.howard@justice.gov.uk or ProceduralJusticeEnquiries@justice.gov.uk 











PJ resources
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NOTICE TO PRISONERS

We take seriously reports of weapons and drugs that could cause harm to members of our community at Hewell.
We haven't taken this decision lightly. We know how important it is to you to have visits and to be active. On this
occasion we have to put safety first. We will be as quick as possible in order to return you to normal routine.

Domestic and legal visits will be cancelled - Visitors will be contacted early this morning.
Video links will continue as normal.

Medication will be served as efficiently as possible.

Lunch will be served at your door.

Mail and newspapers ordered with be delivered to your door.

We intend to unlock at 4.30pm for evening meal, showers, phone calls & domestics.
There will be no gym sessions or exercise.

There will be no work or education - You will still receive your normal pay.

We intend to return to a normal regime tomorrow - Subject to your co-operation
and completion of the search.

REMEMBER

Please uncover your observation panels

Obs Panels are important so we can check you are safe

Gareth Sands .
Governor Please remove any nude pictures from the walls

Only use cell bells in an emergency Any misuse will be challenged
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> Will you help us to provide a safe secure drug free environment by
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from illicit activity?
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> There were ## incidents of self-harm.
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> These figures are much higher than anyone wants, staff & prisoners
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Title slide 
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Our equalities statement and vision 


HMPPS is committed to fairness for all. We treat our staff properly and ensure equality of opportunity. We deliver our services fairly and respond to individual needs. We insist on respectful and decent behaviour from staff, service users, and others with whom we work. We do not tolerate discrimination, harassment or bullying and we take prompt and appropriate action whenever we discover them.


 We are determined that we will:


Develop and deliver services tailored to the diverse range of people in our care


Foster a workforce which is reflective of our diverse society at all levels


Create inclusive and flexible workplaces where everyone is treated fairly and with respect.
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DRAFT


Discuss our equalities statement and vision with learners, exploring how this relates to the learning environment. 





We should always seek to create a safe and nurturing learning environment that is fully inclusive and tailored to support individual needs and requirements.





Next: Our Commitment to the Public Sector Equality Duty
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Our commitment to the Public Sector Equality Duty


The Public Sector Equality Duty (PSED) came into force in April 2011. It was created under the Equality Act 2010. Under the duty, a public body must, in the exercise of its functions, have due regard to the following:





Eliminate discrimination, harassment, victimisation and any other conduct prohibited under the 2010 Act


Advance equality of opportunity between those who share a protected characteristic and those who do not


Foster good relations between those who share a protected characteristic and those who do not.
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DRAFT


The Public Sector Equality Duty (PSED) came into force in April 2011. It was created under the Equality Act 2010. Under the duty, a public body must, in the exercise of its functions, have due regard to the following:





•Eliminate discrimination, harassment, victimisation and any other conduct prohibited under the 2010 Act





Staff are accountable for their behaviour and responsible for embedding equality and inclusion into all aspects of their roles; any form of discriminatory behaviour must be consistently challenged.





•Advance equality of opportunity between those who share a protected characteristic and those who do not





•Encourage people who share relevant protected characteristics to participate in any activity in which participation by such people is disproportionately low. Remove or minimise disadvantages suffered by people who share a relevant protected characteristic that are connected to that characteristic





•Foster good relations between those who share a protected characteristic and those who do not





•The business needs to that ensure specific needs of all those with protected characteristics are met in both custody and the community.
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Domestic arrangements


Health and safety/fire


Facilities


No smoking policy


Refreshments and meal times


Start and finish times


Mobile policy


Individual requirements


Evaluation process





4








DRAFT
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Introductions
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DRAFT


Welcome learners to the workshop.





Explain who you are and why we are here today, allow the learners to introduce themselves to the group
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Workshop Goals



By the end of the workshop participants will be able to:





Understand why engagement is important.


Understand the SEEDS2 approach and Enabling Framework.


Understand the benefits of engagement.


Find ways to overcome concerns and challenges.


Recognise & Incentivise those who engage.














DRAFT


Ensure learners understand the workshop goals 
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Definition

Engagement is a key element needed to help people meet a range of challenges. By involving staff and service users in decisions and communicating clearly with them, organisations can seek to maintain and improve morale, especially during periods of difficulty and change.

 




















DRAFT


Explain the definition of engagement - possible flip chart exercise.





Ask learners to review the definition, what are the successful building blocks for engagement.
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Why is Engagement Important?

It can help to create a positive culture and community

It can help us to feel treated in a procedurally just way

It can help to generate creative and innovative thinking and practice, and share responsibility for this

It can  offer  opportunities  to develop  skills,  confidence  and  ‘doing good’  for others











“You cannot beat the feeling of being listened to, making things happen and feeling good about yourself”








DRAFT


It can help to create a positive culture and community:


When people are stakeholders in the community, when they are actively involved in considering the needs of, and contributing to decisions about, themselves and others, when they do things for each other, share experiences and deliberately come together, it can foster trusting and respectful relationships. 


Having a shared ‘identity’ or sense of ‘togetherness’ is linked to people having better 


social capital, wellbeing, and the ability to cope with and recover from challenges.


It can help us to feel treated in a procedurally just way:


Having a voice, being able to contribute and discuss decisions that are made about us or affect us, and feeling that things are done with rather than to us, is a core component of feeling treated fairly. 


We have good evidence that perceptions of procedural justice are linked to better well-being, safety and stability for everyone working or living in prisons.


It can  help  to generate  creative  and  innovative  thinking  and practice,  and  share  responsibility  for this:


Potential  solutions to problems and innovative ideas can come from  anyone  in a community; 


encouraging  many  people to get involved  can give us a better  chance  to identify these,  and also to share  responsibility for the  workings of the  community. 


It can  offer  opportunities  to develop  skills,  confidence  and  ‘doing good’  for others:


For residents, taking on  volunteer  roles and helping others, such  as representing  or advocating  for peers at council  meetings,  may be an 


opportunity  to develop skills and self-confidence,  and offer  a sense of meaning and purpose, which  has been linked to better  future  outcomes. 
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 Benefits of Engagement & Service User Involvement.























Benefits for Service Users

















 









































Benefits for Services























 
































Benefits for Organisations











 














“I always hung back and kept to myself, but they really made the effort to involve me and now I’m enjoying being part of it, and having my say.”








DRAFT


Benefits for Service Users


Helps prepare people to re-enter society ready and able to contribute


Improves wellbeing and mental strength


Builds self respect


Can alter the way people see themselves and their own potential, as well as how others see them


Supports the development of new social networks


Improves personal skills and abilities:


Self-confidence; team work; time management; communication skills; creative skills.


Offers a ‘voice’ and improves a sense of inclusion 


Creates a sense of feeling valued and respected


Promotes equality and diversity


Provides opportunities for active citizenship


Offers hard skills: i.e. qualifications 


Benefits for Services


Identifies areas for improvement and generates new ideas


Can be instrumental in suggesting constructive and reasonable solutions based on first hand experience of services 


Creates opportunities for  credible role-models or peer supporters to support & progress positive outcomes


Can reduce levels of self-reported crime


Users have the time needed to engage effectively with peers  


Services can become more effective and accessible for seldom heard groups


Can reduce reoffending after release from prison 


Enhances understanding of services and systems and how they work


Can reduce instances of self harm and suicide 


Adds value to service planning, development and delivery


Contributes to more substantive outcomes such as supporting compliance and reducing reoffending.


Benefits for Organisations


Breaks down organisational hierarchy


Improves communication and understanding between staff, volunteers and service users


Offers different perspectives and new ideas


Brings people together to achieve mutually desirable outcomes in a supportive environment


Demonstrates to service users that inclusion is possible and real


Achieves effective use of resources & creates a vision for a more positive future


Enables the organisation to draw upon and make effective use of people’s skills and capabilities


Gives ownership of the services to those they are provided for 


Supports and enables a culture of whole system learning
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Staff Training & Development – SEEDS2 & the Enabling Framework





Staff training and development need to routinely consider ways in which staff are supported to take an inclusive and engaging approach to their work with service users.  The SEEDs approach offers ways to consider how organisational culture can enable - or inhibit - effective engagement with offenders; the nature of that culture is largely determined by the behaviours and actions of managers and leaders.  The relationship between the offender and practitioner can be a powerful vehicle for changing behaviour and reducing re-offending.  These key principles form the basis of the SEEDS2 approach.  Effective Engagement, Development and Supervision. 


A whole system approach to support person-centred practice


Based on organisational development principles


Managers and leaders at all levels have a part to play


The Supervision and Line Management Meetings Framework (SLMMF) enables reflective person- centred Practice Supervision within the NPS.  





‘Help us stay focused on  what is important - not just targets’


‘Enable us to use professional discretion’ 


‘Nurture and support us as individuals’


‘‘Maintain a balance in supervision’





Source: SEEDS2 Enabling Framework  and Engaging Practitioner– Quality and Effectiveness – Effective Probation Practice.  Effectiveprobation.practice@justice.gov.uk


  


“I want to help with the training because having had so much help myself from probation, I wanted to pass that on – to pay it back, if you get what I mean.”
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Staff Training & Development – SEEDS2 - The Engaging Practitioner




 











Practitioners need to be supported to work in ways which enable them to work as “Engaging Practitioners”.  This SEEDS2 Engaging Practitioner checklist  is useful when considering what we are seeking to achieve in how we work with our service users. 


Relationship building 


Motivational Interviewing


Structuring sessions 


Cognitive Behavioural Techniques


Risk - Need - Responsivity


Pro-social modelling


Learning through reflection





Source: SEEDS2 Enabling Framework  and Engaging Practitioner– Quality and Effectiveness – Effective Probation Practice.  Effectiveprobation.practice@justice.gov.uk


  


“ I made a comment about changing the way we were allocated to activities. I didn't think they would listen, but they took my suggestion and now more people have a job and are getting qualifications for the out”
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Relationship building - combining the setting of clear boundaries with work to get to know and understand the individual





Motivational Interviewing - interviewing techniques that promote readiness to change





Structuring sessions - a consistent framework for all sessions, which focuses on purposeful engagement





Cognitive Behavioural Techniques - Addressing unhelpful thinking and behavioural patterns, teaching cognitive skills and providing opportunities to practice


Risk – Need - Responsivity - directing resources to those with the highest risks and needs, and matching the intervention and the style of intervention to offender characteristics





Pro-social modelling - exemplifying pro-social behaviour, challenging anti-social statements and behaviour and reinforcing (e.g. through praise) pro-social statements and behaviour





Learning through reflection - regular opportunities and support for practitioners and managers to get to the answers through their own reflection rather than being told or advised what to do
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Concerns and Challenges




 











Source: SEEDS2 Enabling Framework  and Engaging Practitioner– Quality and Effectiveness – Effective Probation Practice.  Effectiveprobation.practice@justice.gov.uk


  


Lack of management buy in for Service User Involvement


Role adjustment issues


 


Senior managers or trustees


may not have involved


service users before so may


need a push to get started.


Staff feel unprepared or unsupported


SU Involvement projects require a time


commitment and specialist


skills that staff may not have,


or know how to access.


Staff apprehension


Concerns over the inclusion of ‘difficult voices’





Staff may feel uncomfortable, or even threatened, by service users voicing their opinions.


Some service users may not


want to participate in your


project if ‘difficult voices’


such as sex offenders or


perpetrators of domestic


violence are also involved.


Staff can sometimes be


wary of SUI because they


haven’t been consulted


themselves, or fear


participants will be negative


“You have to make people feel they are genuinely a part of it..”
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Team Exercise: 


Lack of management buy in for Service User Involvement


• Identify key champions who can promote the SUI message


• Develop a SUI statement or policy for your organisation


• Identify benefits of SUI to your organisation’s work


• Highlight examples of other organisations using SUI to improve services


• Develop training materials for managers and trustees


Staff feel unprepared or unsupported


• Ensure that your staff members have access to training if needed to facilitate SUI


• Discuss a staff member’s SUI role during appraisals and supervision; and identify where further support might be needed


• Develop appropriate policies and guidance to support


implementing and sustaining SUI.


Staff apprehension


• Hold open discussions about what SUI can offer and potential activities


• Be clear from the outset about the limits of SU Involvement – what is and is not up for discussion or change


• Have ongoing communication with staff about project aims and outcomes


Role adjustment issues


Communicate clearly across your organisation why you are doing your SUI project and what you hope to achieve 


Draw up a job description for the service user,


Ensure any staff member involved in a SUI project knows who to contact if they need advice or help


Encourage staff to have a positive attitude to service users’ comments 


Concerns over the inclusion of ‘difficult voices


• Be clear from the start that your project aims to attract a broad range of voices


• Develop clear policies and guidance frameworks to assess any risks posed by inclusion of service users, and clear routes of decision making in cases of concern


• Consider how your SUI strategy links with the organisation’s wider safeguarding framework


• Let all participants know who to speak to if they want to discuss their concerns


• If there are concerns about participants, consider holding


a separate event so more voices can be heard


• Ensure that forum or event facilitators are briefed on the potential problems that can arise from having a wide range of offences represented on a panel or within a room, and trained in appropriate responses.
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Incentives and Recognition


Monetary incentive and recognition for service users is often not possible within public sector organisations but there are many other ways to acknowledge their contributions. 





According to research conducted by Weaver, Lightowler and Moodie (2019), motivations for participation are as much about how it makes participants feel as what they got out of it. For many it was about feeling worth something; about being and feeling normal, about doing things differently and doing different things; and having somewhere to go and something to do. Some people want to get involved because they feel that they have a contribution to make, they want to share their expertise and experiences, use existing skills and develop new ones, and they want to make a genuine difference and feel productive.





Could you provide employer references? 


Can service users access training given to permanent paid staff?


What qualifications could be achieved as part of a SU role?


What will the service user role job description look like?


Written acknowledge-ment goes a long way!
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Incentives and Recognition


 


Give service users the right information from the start so they can make an informed choice about how, and on what terms they want to be involved.


Discuss and agree with service users the terms of involvement before they commit to it.


Book and pay for service users’ travel in advance whenever possible.


Always reimburse expenses as soon as possible; do not leave service users out of pocket or at risk of being financially worse off because of their involvement.


If you decide to pay service users, pay them according to open and consistent criteria that take into account the level of involvement, the type of work and the skills and expertise required.


Signpost those involved who are in receipt of benefits to information and independent support/advice to help prevent them from breaching the benefit rules.


Regularly monitor and evaluate your payment and reimbursement policy and practice.


Make staff aware of the payment and reimbursement policy and ensure that they follow it in practice.


Where events are held jointly with other organisations, make sure that payment and reimbursement are equal for all participants/contributors.


Some Good Practice Tips


Support all participants to fully understand:


What is expected of them and what support they are entitled to.


 The importance of using the most cost-effective travel available.


Their responsibilities to seek advice and keep to the benefit conditions required by Jobcentre Plus and where relevant, to declare earnings to Her Majesty’s Revenue and Customs (HMRC).


References: Revolving Doors Agency (2016) – ‘Service user involvement with offenders in the community. A toolkit for staff’


 Clinks (2016) ‘Guide to service user involvement and co-production’ 
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Involving Service Users in Recruiting, Training and Developing Staff


Service users can add significantly to how we recruit, train and develop our staff. Service users can participate in drawing up Job Descriptions and Person Specifications, designing an advert, and producing recruitment packs and information. They can also assist with identifying training needs, designing & developing course content as well as delivery of training and support.


Service users can:


Provide a unique first-hand perspective of what is needed from people delivering support


Tell us about what’s important to them and asks them relevant questions


Judge how well participants engage and communicate with them


Identify the attitudes and behaviours that are important to them


Improve their own confidence, self-esteem and independence 


Selection


 


Induction and Training


Feedback about performance


“Involvement gives users real world opportunities to showcase their skills, engage with the organisation and help them realise they are not only users of, but part of the organisation, while keeping them en-gaged and visible.”
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Finding out what service users want from the staff who support them and then using this to inform everything you do, is a key principle for involving people in staff recruitment and development.


Service users can design questions for use in job interviews and participate in face to face interviews, visits, presentations and in letting successful candidates know they have got the job.


Service users can be involved in inducting new staff and in their ongoing development and specific training activities.


Service users can contribute to staff appraisals, and provide feedback about their performance either directly or through user group meetings
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Workshop Goals



By the end of the workshop participants will be able to:





Understand why engagement is important.


Understand the SEEDS2 approach and Enabling Framework.


Understand the benefits of engagement.


Find ways to overcome concerns and challenges.


Recognise & Incentivise those who engage.
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Recap the workshop goals 
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