AN Damian Hinds
Ministry Minister of State for Justice

of Justice

Sir Robert Neil MP
Chair, Justice Select Committee

4 May 2023

Dear Bob,

| am writing following my attendance at the Justice Select Committee’s hearings on the 29" March and
18" April as part of your Committee’s inquiry into the Prison Operational Workforce, which the Department
welcomes. As | am sure you will agree, prison staff are amongst our finest public servants and the
Ministry of Justice (MoJ) is working hard to ensure that prisons are sufficiently resourced by an inclusive
talent pool to meet the evolving needs of prisoners and the Criminal Justice System.

| have provided written responses where | committed to write to the Committee with furthe detail following
the evidence sessions under the relevant subheadings below. | have also provided two Annexes with this
response. The Committee asked for a graphical chain of Prison Officer Initial training, which is
contained within Annex A, along with an infographic detailing the steps of the Prison Officer recruitment
process. Annex B contains the HMPPS response to the HMIP Thematic into the experiences of adult
Black male prisoners and Black prison staff, which will be of interest to the Committee.

Operation Safequard

The Committee asked the current uptake status of Operation Safeguard, what capacity it offers
and how much capacity is currently being utilised.

As the Committee will be aware, we have an existing agreement with the National Police Chiefs’ Council
that allows us to use up to 400 police cells under Operation Safeguard to provide extra capacity in the
short-term. Since Monday 6™ March, approximately 350 police cells across the country have been made
available under Operation Safeguard — the police are working to raise this number to 400. Since 20"
February, 487 prisoners have been held in Safeguard places across 553 nights (as prisoners held over a
weekend will spend 2-3 nights in a police cell). Daily numbers peaked on the night of Wednesday 8™
March when 62 prisoners were held in a police cell. Weekly usage has declined from a high of 235 in the
week commencing 6 March to none in the week commencing 11th April. On 24 April, 2 prisoners were
accommodated through Safeguard, no safeguard places have been used since. The average number of
police cells occupied under Operation Safeguard per night between the 20th February to 2nd May was 8.

Cells out of use due to maintenance

The Committee asked how many cells are in use which would otherwise be out of use for
maintenance and how much maintenance has been delayed due to capacity constraints.

In response to current capacity pressures, we have taken the decision to pause non-essential works in
adult male prisons which require headroom for them to be undertaken. We will re-commence these
projects when headroom allows. So far, these include roofing works on residential areas at HMP
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Moorland and minor works at HMP Pentonville. Together these return 69 places that would otherwise be
out of use for maintenance. Despite headroom pressures, we are continuing to undertake a significant
programme of critical statutory maintenance, investing approximately £50 million this financial year on
essential fire safety upgrades and similar amounts next year to ensure that prisons can continue to
operate safely beyond the current pressures.

We have committed to a maximum of 1,500 places in the adult estate being out of use for maintenance at

any one time from May 2023, with planning underway to accommodate critical statutory maintenance and
essential unplanned local maintenance within this margin.

Victims’ Perceptions of Justice

The Committee asked for the Department’s view on options for measuring victims’ perceived
delivery of Justice.

We are improving how victims can be heard across the criminal justice system through the Victims and
Prisoners Bill. This will set up a statutory framework for overseeing victims’ experiences and whether they
are receiving the treatment and services they are entitled to — and it will include systematically gathering
direct feedback from victims to understand this better across each stage in the justice system.

Magistrates’ Court Sentencing Powers

The Committee asked about the impact of the change to Magistrates Sentencing Powers’ on the
Crown Court backlog, how the Department is monitoring of the impact of the changes and for
reassurances on any further pauses and suspensions.

The change to Magistrates Court Sentencing Powers (MSPs) is no reflection on the magistracy or their
use of the extended powers: the Government places immense value on the continuing and outstanding
contribution of magistrates to the justice system. When we extended MSPs last year, we were clear we
needed flexibility to vary these powers. We are currently experiencing downstream pressures in the
criminal justice system, as manifested in Operation Safeguard, and it is important that the Government
ensures a cohesive, cross-system response to this growing pressure. Whilst increased MSPs is not the
only factor behind this pressure, it is safest to temporarily reduce MSPs to six months so that the Crown
Court retains power over decisions in response of longer sentences.

The extended powers were in place for nearly a year, which provides an adequate period of time to
properly review the measure, taking into account how it has been used and assessing relevant data
across the criminal justice system, with a view to reinstating the powers in due course should this be
supported by the evidence. We continue to make sure courts are working at full capacity and that victims
get swifter access to justice. We have invested a significant amount of extra money in the Criminal Justice
System to help improve waiting times for victims of crime and reduce the Crown Court backlog. We have
removed the limit on sitting days in the Crown Court which will enable them to sit at maximum capacity;
we will continue to use 24 Nightingale courtrooms and are also recruiting up to 1,000 judges across all
jurisdictions in 2023/24.

Impact of Leadership Journey Training, Structured Supervision and Mentoring

The Committee asked for updates on any positive data trends that the Department is seeing as a
result of initiatives designed to improve retention, including leadership training, supervision and
mentoring.



Analysis is underway to explore People Survey results for the 13 sites participating in The Leadership
Journey (which was referenced in the Department’s written evidence to the enquiry), comparing data from
October 2021 with October 2022. The Leadership Journey Route 1 launched in early 2022 and is running
until July 2023. While further investigation is needed around other contributing factors on a local level,
initial high-level results are promising. Sites participating in The Leadership Journey had a 9 percentage
point (pp) increase in their Learning & Development Theme score since joining the programme, compared
with a 5pp increase for HMPPS overall. The 'My manager' theme score also had a greater increase in
participating sites, with an 8pp improvement compared to 3pp for HMPPS overall. The most significant
difference is apparent in responses to "l believe actions of senior managers are consistent with my
organisation's values", where The Leadership Journey sites had a 9pp improvement in agreement
compared with 3pp for HMPPS overall.

Overwhelming qualitative verbal feedback received indicates that the New Colleague Mentor roles and
Buddy Schemes are having a positive impact. Quantitative retention data presents early indications of an
improving retention picture in many establishments, with a suggestion that NCMs are a contributing factor.
Evaluation of NCMs and Buddying is being undertaken by the Department through 2023/24. The numbers
of people receiving Structured Supervision in the pilot sites (HMP the Mount and HMP Wandsworth) are
currently too limited to fully quantify retention impact. However, early findings suggest that many of those
who are receiving supervision see this as a positive experience that they feel they are benefiting from.

Custody and Detention Apprenticeship

The Committee asked when the Custody and Detention Apprenticeship would resume and what
impact the removal of the requirement to complete the Level 3 Management and Care of
individuals in Custody and Detention would have on the learning and development of new staff.

As the Committee is aware, in January 2023, HMPPS decided its preferred approach to the Custody &
Detention Apprenticeship (C&DA) was for a suspension of current activity, including a ‘break in learning’
for existing apprentices. This decision also meant no longer mandating the C&DA for all new entrant
Prison Officers and removing the requirement to complete the Level 3 Management and Care of
Individual in Custody or Detention Diploma (MCiCDD).

Prison officer training is undergoing a transformation, with two entry points on recruitment. There will be a
Custody and Detention Officer Apprenticeship route, and an alternative path for non-apprentices. These
two routes offer the necessary training to provide the required skills and knowledge to perform the prison
officer role. We aim to resume the apprenticeship in late June 2023. For those staff remaining on the
programme or enrolling on the new Custody and Detention Apprenticeship, they will receive a qualification
which is the equivalent to 2 A Levels. Those on the non-apprenticeship route will not receive any formal
qualifications.

Learning from Unlocked Graduates

The Committee pointed to the fact that Natasha Porter of Unlocked Graduates is working with
HMPPS Learning and Development to share best practice and asked what progress has been
made here.

MoJ Learning & Development teams have been reviewing the curriculum offer for new prison officers.
Natasha Porter (CEO of Unlocked Graduates) recently attended a planning day at Newbold Revel (the
Prison Service Training facility) to share her expertise and views about what a good prison officer needs
in terms of training. Natasha has also shared resources, learning plans and content of the Unlocked
curriculum and we continue to work together to improve the impact of our training.

Prison Officer Vacancies

The Committee asked how many prison officer vacancies there currently are.



As has been communicated to the Committee previously, we do not publish vacancy figures. Workforce
planning has been devolved to Governors who now have greater responsibility for determining the
number of prison officers required to deliver services within their allocated budget.

Attrition Data for Ethnic Minority Staff

The Committee asked about the attrition rate amongst ethnic minority staff and how this
compared with staff who identified as white.

As part of the HMPPS Staff Equalities Report: 2021 to 2022, published in November 2022 (and the latest
point at which this data is available), we publish permanent staff leaving rates according to protected
characteristics. For 2021/22, the leaving rate amongst all ethnic minority group staff members across
HMPPS was 10.7%. In the same period, the leaving rate for all HMPPS staff was 12.6%. Amongst Band
3-5 Prison Officers in the same period, the leaving rate was 13.4% for ethnic minority staff members, and
14.5% for Band 3-5 officers of all ethnicities. This publication can be accessed here: HM Prison and
Probation Service Staff Equalities Report: 2021 to 2022 - GOV.UK (www.gov.uk)
https://www.gov.uk/government/statistics/hm-prison-and-probation-service-staff-equalities-report-2021-to-
2022.

Prison Officer Time to Hire

The Committee was interested in understanding how the Department tracks Time to Hire for
Prison Officers.

As was indicated in evidence given to the Committee, we do not publish our Time to Hire data.

Each recruitment campaign is unique and will have a different measure of what is an acceptable time to
hire based on the controllable and uncontrollable levers. We are continuously looking for efficiencies in
our recruitment processes and are seeing positive trends across our frontline operational recruitment.

Thank you for the Committee’s commitment to this very important issue. | would like to draw the
Committee’s attention to the Department’s upcoming publication of the quarterly HMPPS workforce

statistics, which is due to be released on 18th May. | hope you find this reply helpful and | look forward to
receiving your report in due course.

Yours ever,

\DW/\/\' /Lo

Damian Hinds
Minister for Prisons and Probation


http://www.gov.uk/
https://www.gov.uk/government/statistics/hm-prison-and-probation-service-staff-equalities-report-2021-to-2022
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The Prison Officer Recruitment Process
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Initial Training for Prison Officers
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HM Prison &
Probation Service

A Response to: HMIP Thematic Review — The
experiences of adult Black male prisoners and Black
prison staff

Introduction

HMPPS recognises that improving outcomes for Black prisoners and staff will require
a long-term commitment from the entire organisation. As such, we take the findings
of the thematic report seriously and will build on the positive work that has already
begun. This includes expanding the important work of our Race Action Programme,
providing a number of practical and innovative solutions, and evaluating and
implementing a number of pilot programmes aimed at improving outcomes for all.
We understand that positive relationships, between our staff, those in prison, on
probation and children in custody, are critical to help reduce reoffending and protect
the public. Evidence shows the relationship between staff and prisoners is also the
most significant factor in delivering a safe and secure prison environment and
rehabilitating offenders.

HMPPS is committed to achieving a diverse workplace that is representative of the
population it serves and is better able to understand and address needs, provide
appropriate support, and effectively embed positive change. Prisons become safer
and more secure when diversity is reflected at all levels of staffing and leadership,
with equitable outcomes and an emphasis on fair treatment for all. Diverse
workplaces boost morale, motivate staff, and promote efficiency and effectiveness,
supporting our workforce priorities to improve recruitment, retention and
engagement.

Our long-term approach includes short, medium, and long-term actions. This
includes working closely with third sector partners, trade unions and our staff
networks, such as RISE, which focuses on Black and other underrepresented
staffing groups. We will conduct robust annual reviews of the impact of our actions,
which we will adapt in real time to reflect local and national change. For the first time,
we will be taking a whole system approach, mainstream our race specific work and
make it relevant to all parts of the organisation. We will focus on improving
professional standards, increasing senior leader accountability, and promoting
collective responsibility. This includes working with Black people and other
underrepresented groups, prisoners, people on probation, children, staff, and other
stakeholders to create positive and sustained change in every part of HMPPS that is
rooted in evidence and focussed on action.



Why the findings are important

It is HMPPS’ clear intent for HMPPS to adopt a zero-tolerance approach to racism
and discrimination and create an organisation that actively identifies and eradicates
the ways racism is built into policies, practices, and overall ways of working. This
includes leveraging the strengths and leadership of Black people and other
underrepresented groups, as well as drawing on their lived experiences to effect
positive change. This contributes to the One HMPPS agenda by aligning activity in
England with activity in Wales, which is currently implementing its Criminal Justice
Anti-Racism Plan, as well as other public sector services and organisations that are
already working to remove racism and discrimination.

Dealing with racism cannot be left solely to our Black staff and those in our care.
Therefore, we will continue to work together to promote collective responsibility and
improve senior leader accountability across the organisation. HMPPS has already
made positive progress in this area which we plan to build upon.

Evidence of positive relationships between staff and prisoners were highlighted in
the HMIP report, particularly when there was a shared identity — and we will continue
to support staff in fostering this approach. This will support rehabilitation outcomes,
reduce risk, and improve public protection.

We recognise the need to better co-ordinate activity and share best practice as part
of creating an open learning culture throughout the agency.

Our primary focus includes:

e greater insights — developing a broader and deeper appreciation of Black staff
and prisoners’ experiences, as well as a better understanding of what drives
improvement, ensuring that concerns and discrimination faced informs all
solutions.

« improving relationships — building stronger relationships between staff and
those within the criminal justice system, based on the insights learned will
reduce violence and conflict within our secure premises and establishments.
This will better enable people to access and positively engage with the services
they need to reduce reoffending.

« community cohesion — offering meaningful activities for people in custody, on
probation, and staff to build more inclusive and respectful communities via
greater mutual understanding and stronger connections. This will help foster
safer environments and improve outcomes for all.

o equality of opportunity — ensuring equal access, support, and opportunity,
through a range of actions and measures to significantly reduce and remove
racial inequities and disparity for all within HMPPS.



Our approach
We will build on HMIP’s priority themes in their improvement pathways:

e accountability and communication

e building a culture of trust and learning

e reverse mentoring and forums to promote dialogue
e food as a means of connection and comfort

e events to promote expression and discussion

Our main pillars outline our work to deliver against these pathways, with further
activities to be developed in the coming months.

Our ambitions closely support the two new HMPPS people priorities, developed in
response to the People Survey Findings 2022:

1. Setting high professional standards to ensure we treat everyone fairly and
with respect
2. Making HMPPS a great place to work

This approach also expands on the Government’s Inclusive Britain report (2022),
including using positive action to improve opportunities for underrepresented groups,
improve training and create a workforce that represents the communities it serves.

The Declaration on Government reform (2021) recognises the need to set new
standards which includes the importance of drawing on talent from a wide range of
backgrounds to ensure that minority groups can flourish in public service.

We aim to model and champion this approach within HMPPS. Building on the Civil
Service Diversity and Inclusion Strategy (2022 — 2025), we will also take steps to
ensure our actions are informed by data and supported by evidence to reflect our
obligation of zero tolerance for bullying, harassment, and discrimination.

The work outlined within this response, particularly that which will be carried out by
our new HMPPS Professional Standards and Behaviour function, will lead delivery
on this approach.



Immediate to short-term actions

Over the next 3-6 months, HMPPS will carry out a comprehensive review of our
complaints and grievance processes, procedures, and forms as they relate to
Discrimination Incident Reporting. We want our staff and prisoners to have
confidence and trust in our ability to tackle unacceptable behaviours. We must have
the capability to detect all forms of discrimination when it is reported, through both
staff training and new metrics to help us measure impact and outcomes.

By June 2023, we will also have completed an initial sprint which will swiftly assess
current site-based initiatives to improve Discrimination Incident Reporting, against a
clear set of design principles. We will prioritise promising activities which can be
quickly scaled up within existing resource.

By September 2023, HMPPS will have established its new Senior Civil Servant
(SCS) led Improving Professional Standards and Behaviour function, which will
improve how we address discrimination, bullying and harassment. It will boost
confidence by reducing the likelihood of unacceptable behaviour and serious
incidents through protective and preventative measures, as well as improving
reporting and effectively managing situations when they do occur.

During this first phase of delivery, we are intentionally concentrating on staff-related
actions and outcomes. This is because staff hold the relationships with people in
custody and on probation and are the main route to creating change. This also
allows us to better sequence our response and implement engagement and
communication plans for those in our care.



Medium to long-term actions

Over the next six months, we will concentrate on developing a consolidated set of
solutions and policies that will tackle the causes of racism and drive longer-term
change. We will consolidate all activity under four main pillars: People, Practices,
Policy, and Progress, designed to foster better cohesion and drive the next iterations
of race action and wider change work.

People: Securing equal opportunity for all staff, prisoners, those on
probation and children in custody

We will drive change through:

People in custody and on probation
e monitoring the impact of Use of Force (UoF)

We have developed a toolkit for Good Governance highlighting assurance
processes and requiring an explain or reform function. Information collected,
pertaining to force, is accessible on the Equalities Monitoring Tool, which will
be available in the first quarter of 2023/24. We have created a national UoF
network to facilitate peer support and share best practice. We are evaluating
the UoF coordinator training programme and developing a Policy Framework
due for publication mid-2023.

e in May 2023 we will refresh local mental health support and education
services
In collaboration with NHS and Department of Education partners, and wider
partners. This will incorporate nationally recognised Afrocentric perspectives
into our work, in addition to current Eurocentric perspectives, to meet race
and cultural needs.

¢ we will collaborate closely with third sector partners
HMPPS will develop and consider options for a heritage and arts programme
aimed at fostering positive relationships and bridging racial divides. This
development will aim to include education curricula and agency-wide events,
building on initiatives such as the annual Insights Festival. Such activities
promote understanding and appreciation of all cultural heritage.

e build on existing practice
Further develop effective reverse mentoring programmes that directly reflects
one of the six HMIP improvement pathways.

People in HMPPS employment
e positive action pathways
Using current legislation to support recruitment of high-performing Black and
other underrepresented staff into leadership positions, thereby increasing
diversity in senior leadership teams.



local, regional and national representation targets

In development with the Race Action Programme, we aim to bring our Black
and other minority groups staffing numbers in line with the working age
population.

targeted recruitment
Where there are clear gaps from underrepresented groups across the
organisation, including all partner services and across all levels of leadership.

staff development

Including increasing mainstream participation in development programmes for
Black and other underrepresented employees and tracking career progression
after programme completion. This also includes embedding staff supervision
and guided reflective practice, developed in partnership with NHS partners,
which is proving successful in supporting staff wellbeing, and improving peer
to peer and staff to prisoner relationships. Further we will ensure equal access
to coaching, shadowing, mentoring, deputising, secondments, and other
programmes with measurable outcomes and accountability.

several pilot schemes

Though in their early stages, the schemes will take time to produce results.
This includes progression buddy schemes and Everyday Inclusion
programmes aimed specifically at reducing racial disparities. These pilots
specifically support two key HMIP-identified improvement pathways.

Practice: Addressing professional standards, preventing, and tackling
unacceptable behaviour

HMPPS will review professional standards and procedures, creating an environment
where staff can trust that where poor behaviour is reported, it will be investigated and
followed-up appropriately. HMPPS are increasing the number of qualified specialist
investigators and creating new roles for full-time mediators in the agency’s Tackling
Unacceptable Behaviours Unit.

We will drive change through:

developing professional standards

Specific to tackling racism and racial discrimination, bullying and harassment,
with accountability and measures; and a standard specific to taking a zero-
tolerance approach to racism and discriminatory practices.

having clear expectations

Setting out acceptable and positive behaviours, likely actions and outcomes
where racist behaviours and serious racial incident occurs, and clear
supportive measures for all impacted by racism and inequity.



an uplift in HMPPS Race Champions.

These are not new roles, but rather voluntary tasks performed in addition to
regular duties.

evolve work from the Race Action Programme

Using new technologies and engaging techniques such as gamification
(learning through gameplay) to help bring to life some of the key learning
modules for managers in comprehending cultural difference (see Appendix 1).
establishing co-design and delivery working groups

This will be themed around HMIP’s pathways to improvement. Effective
internal and external stakeholder engagement including with our lived
experience engagement panel, strategic youth advisory board, and third
sector partners.

Policy: Establishing HMPPS policy commitments
We will establish policy focusing on long term organisational behaviour and change
through:

taking proactive steps

We will become an organisation with zero-tolerance to racism and
discrimination by developing standards, practices and policies that can be
measured. This will include a long-term policy ensuring learning and iteration
in real time, embed commitments, and secure sustained change.

reframing and realigning work

Within a new zero-tolerance and people specific agenda, this will be led by
minority groups, championed by majority groups, implemented together, and
owned by all.

longer-term preventive and policy actions
Include specific research on what positively shifts behaviours and cultures
within an HMPPS context and sets out what good looks like.

Progress: Governance, accountability, metrics, and measures

HMPPS want to be confident that work across the organisation delivers the right
change, with tangible benefits, outcomes, and key performance indicators. We will
ensure robust governance and senior accountability is in place so we can check,
challenge and quality assure activities, with clear measures to monitor and track
progress. Activities will allow for early learning, amendments, or stoppage, if
activities will not drive the desired behaviours or improve outcomes.

We will hold ourselves accountable by:

Improving the effectiveness of internal / external scrutiny and audit
panels.



e ensuring race specific work has appropriate consideration
HMPPS is currently reviewing existing governance across the organisation to
develop a streamlined and efficient governance model. This will improve the
agency's decision-making capacity and agility, including facilitating effective
prioritisation.

We will ensure that the processes developed for this response align with the ethos of
the new design and are accompanied by appropriate evaluation and metrics to

measure impact, progress, and governance and accountability for all decisions
made.



Structural change and senior operational support

HMPPS will establish two new functions to provide additional operational and
national support.

1. HMPPS Race Disparity Unit (RDU)

The RDU will serve as a national centre of expertise, bringing together all race-
specific work, essential to achieving our broader business and national people
priorities. It will ensure we have a comprehensive understanding of what is going on
within our organisation. We will establish a clear scope that goes beyond traditional
RDUs by focusing not only on effective data collection and analysis to help us
understand what our data is telling us, but also on contributing to the development of
practical and strategic, evidence-based solutions. The RDU will take forward learning
from the Race Action Programme, deciding what activities and initiatives move into
business as usual. It will own delivery against the HMIP-identified improvement
pathways and provide a race equity and review function. It will develop principles
which each prison, probation delivery unit, and HQ group will need to embed. This
will further ambition for achieving zero-tolerance, securing diversity within supply
chains and publication of performance statistics.

2. Senior Operational Support (SOS)

SOS will provide peer-led operational support and specialist coaching at the most
senior levels. Supported by subject matter experts and those with lived and learned
experiences, SOS will make recommendations for further action. It will serve as site-
specific support offering practical advice, guidance, resources, a supportive space
for Governing Governors and Heads of Probation Delivery Units to discuss issues,
receive referrals for additional help, and other forms of pragmatic assistance to
prevent incidents, foster a culture that is inclusive and fair, and improve
disproportionate outcomes. They will further establish clear working procedures and
terms of reference for smaller regional support teams, aligned to the One HMPPS
redesign, which focuses on improving frontline delivery with reduced HQ function.
The regional teams will report to the national group and be responsible for
supporting local and regional delivery.

Both actions will be implemented (on an interim basis) by June/July 2023 and will
form part of the new HMPPS Improving Professional Standards and Behaviour
function. The Prison Operational Management Committee and HMPPS People Sub
Committee will serve as interim governance routes.

Communications and Stakeholder Engagement
HMPPS will implement a strong and effective two-way communication plan that
establishes the flow and pace of information on this work to all. We will be open and



transparent, streamlining our communications process to ensure that everyone is
aware of our work, progress, and opportunities to collaborate with us on this journey.

Conclusion and Commitment

HMPPS acknowledge that the issues outlined in the report are not always unique to
HMMPS, but rather reflect broader societal issues. Consequently, our response is
commensurate to what is within our power to change. We want to build on the good
work that is already being done and deliver sustainable change in the long term that
is rooted in the evidence-base, maximises resources and improves performance in
targeted areas. We need to sequence and pace delivery of our activity so that staff
and prisoners feel involved, empowered, and motivated. We commit to reviewing
implementation of our activities annually to make sure that actions are having a
positive impact on outcomes and best practice can be identified and shared.

As a result of the above actions, we believe we will improve race-specific outcomes
across HMPPS, especially for Black staff and Black prisoners. By collaborating to
drive positive change, we will be in the best position to eradicate racism within our
organisation, achieve on our priority to make HMPPS a great place to work (and
reside) for all and deliver our agency level outcomes to protect the public and reduce
reoffending.
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Annex - Summary of current work we intend to build on,
embed, and scale

Tackling Unacceptable Behaviours Unit (TUBU)

The aim of TUBU is to help improve the working environment by providing additional
support, insight and expertise to staff raising concerns and to managers responding
to those concerns.

TUBU provides a safe place for staff to raise concerns, encourages early resolution
to conflict, promotes a learning and improving culture, and ensures that where formal
routes of grievance and investigation are required, that these are effective,
procedurally fair and just.

We seek to increase confidence of staff to call out unacceptable behaviours, to
support staff and managers in dealing effectively with them when they are surfaced,
enable us to act proactively to shape a more inclusive and professional culture and
inform future policy and strategic approaches to bring positive changes to our culture
and ensure we enable people to be their best.

TUBU'’s work includes:

¢ a confidential helpline to support staff who are experiencing any
unacceptable behaviours (bullying, harassment, discrimination, or
victimisation)

e a mediation service to help resolve workplace conflict

¢ climate assessments — a programme of activity to regularly assess the
situation in every area of the organisation by looking at the lived
experiences of staff, identifying any issues and supporting leaders to work
with their teams to bring about positive change

e a specialist investigation service to enable managers to access trained
investigators, advice or signposting for complex and sensitive cases
involving bullying, harassment, discrimination or victimisation.

e a programme of engagement and awareness raising, delivering
awareness sessions on bullying, harassment, and discrimination,
gaslighting, trialling psychological safety, and development of awareness
videos

TUBU's efforts are essential for improving workplace conduct and ensuring that all
forms of unacceptable behaviour are managed, and individuals are held accountable
for their actions. HMPPS is currently developing and increasing resources to expand
and embed TUBU's work throughout the agency.

This year, HMPPS will undertake a review of professional standards and procedures
to ensure that the most effective processes and procedures are in place across the
Service which will increase trust and confidence that poor behaviour will be properly
reported and investigated, with effective and transparent results. MoJ is developing
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training to improve the knowledge and skills of managers to appropriately manage
allegations or disclosures of racism and discrimination, harassment, and bullying. It
is expected this will result in increased agency and authority for leaders to take swift
and robust action, offer effective support, as well as clear measures for a tough
stance against racism, discrimination, harassment, and bullying.

Race Action Programme (RAP)

HMPPS established the Race Action Programme three years ago to provide
direction, guidance, and practical solutions to support front line colleagues in their
efforts to tackle racism and to develop HMPPS’ maturity in this area. RAP will shortly
implement an effective two-way comms and stakeholder engagement plan to better
engage and collaborate with our staff and partners. Using launchpad, prisoner radio,
and Inside Times, the programme will further engage with prisoners to raise their
awareness and give them the opportunity to influence the design of our initiatives.

HMPPS will launch its first immersive technology and gamification learning module
(which is using technology to learn through digital game play) in May 2023 to assist
all middle and senior managers in better understanding of cultural difference. It will
concentrate on retention; the leading People risk for the agency. This initiative will be
fully evaluated, prior to wider development of modules, using the Kaufman
evaluation model which focuses on 5 levels of effective evaluation including input,
process, application, internal and external benefits, and outcomes. The potential
insights gained from this address both the recommendations of the Probation Race
survey and the suggestions made in this thematic.

In 2021 HMPPS launched the Race Allyship Charter and have more than 1,500 race
allies and this number continued to grow. Our community of Race Allies will be
complimented by our Senior SCS Champions and build on the MoJ Framework to
increase in number, strengthen the governance to support them and compliment this
with effective communication and engagement activity. The thematic also highlighted
the significance and demand among frontline staff and prisoners for greater and
more effective use of forums. Several events have been hosted by the Support and
Safe Spaces priority project for ethnic minority employees. HMPPS will also develop
a framework for safe spaces for all.

The Inclusive Policies and Data project will improve our ethnicity data through the
Prisons Equality Monitoring Tool and provide support and guidance to local Diversity
and Inclusion leads to support them in effective use and analysis of data. This
project has delivered an initial series of policy animations to support the release of
policies with known disproportionality (e.g., performance management) to ensure
consistent application. It has also implemented a framework — Policy Dialogue
Sessions - through which policy authors can access D&l professionals (external and
internal) and those with lived experience to inform their design and protect against
any inbuilt disproportionality. Further, by introducing the Manage Incentives Digital
Prison System (live in all prisons), operational leaders and managers will be able to
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view data visualisations on current incentive levels, negative and positive behaviour
case note entries, and trends data broken down by the five ethnic groupings for their
prison, allowing them to identify concerns/areas of disproportionality and inform
actions.

Strategy, Planning and Performance

Culture development work within the Transform Delivery Directorate has now moved
to the Strategy, Planning and Performance Directorate, to align with preventative and
protective measures against unacceptable behaviour. This work will now form part of
the new Professional Standards and Behaviour function with a view to providing
greater support to local establishments and frontline workers.

It will continue to deliver local culture initiatives based on ten core principles of a
good prison culture, developed from a clear evidence base, and comprises four key
components. Procedural Justice — awareness raising, training and bespoke support
to embed this approach across the agency. Voice — practical support and tools to
increase stakeholder engagement. Leading from the middle — a support package for
middle managers to help them understand their role in culture development.
Celebrating Success through powerful stories.

Staff and senior operational leaders welcome this work and standardised approach
in helping to improve their overall ways of working. The team has developed a range
of tools and activities which help prisons to understand their culture and implement
the positive changes that are needed. The work has been implemented at various
pilot sites, including those with high issues of racism and discrimination. Whilst the
model is subject to current evaluation, increasingly positive feedback from sites and
those in custody is emerging and we will move quickly to ascertain priority work,
scalability at pace and potential for expanding across the agency.
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