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Introduction/Description:  
 

Following the work done in the previous work packages of CCJ4C project, 

within Work Package 5 – Development of policy action recommendation based 
on the evidence built in the project for the development of a career guidance 
mechanism in CCJ on 2nd/3rd of November 2022 , SNPP - leading partner of 

WP5, organized, in Bucharest, an international seminar.  

The seminar was meant to be an opportunity to disseminate the results of the 

project achieved so far and to test if the results are meaningful for other 

jurisdictions than those involved in the project. The discussions during the 

seminar helped us to shape a set of proposals for the correctional career, 

proposals which are to be further discuss at a European level.  

According with the project requirements, in the organized seminar we were 

supposed to involve at least 4 countries, other than in the partnership, ready to 

replicate our process.  

 

Agenda of the workshop: 
 

Having in mind the increased number of participant countries (8 countries: 

Bulgaria, Hungary, Moldova, North Macedonia, Romania, Norway, Serbia and 

Spain) and the complexity of the subject, the workshop was organized in 2 days 

as follows (Annex 1): 

 

First day focused on the work as prison officer especially regarding recruitment 

and promotion in career with recommendation on career guidance. 



 

  

Second day was focused on challenges regarding prison officers’ careers and 

visit of one of the biggest prisons in Romania: Jilava Penitentiary. The 

participants had the opportunity to visit the former prison (used for political 

imprisonment) and the current facilities of the unit. During the visit, we used 

the Romanian example in what regards the perspective changes: the changes in 

HR in prison service. Most of the Eastern Europe representatives declared that 

they faced somehow similar situations.  

 

Participants of the workshop:  
 

The workshop was organized with 23 participants (Annex 2) representing 8 

countries: 

- Romania: National Trade Union of Prison Policemen executives and trade 

union leaders from the following units: Rahova Penitentiary, Jilava 

Penitentiary, Giurgiu Penitentiary, Miercurea Ciuc Penitentiary, Timișoara 

Penitentiary and Prison Hospital Mioveni. Also a representative of Publisind 

Federation 

- Bulgaria: 2 representatives of Trade Union of Prison Staff in Bulgaria 

- Hungary: 3 representatives of National Federation of Independent Prison 

Service Trade Union 

- Moldova: 2 representatives of Sindlex Trade Union Federation and Warder 

Trade Union 

- North Macedonia: 2 representatives of the Trade Union of Prison and 

Administration 

- Norway: 1 representative of The Correctional Service Trade Union  

- Serbia: 2 representatives of the Nezavisnost Trade Union of Administration, 

Judiciary and Police 

- Spain: 1 representative of the Prison Administration Trade Union  

 



 

  

Discussions engaged:  
 

The meeting started with a brief presentation of the participants followed by a 

presentation of the project and main findings (Annex 3). The participants had 

the chance to comment to the results presented and refer to their countries 

situation. Based on the information’s provided by the participants, a table 

containing comparative data was built (Annex 4).  

There were different remarks regarding the situation in different European 

countries, but the participants agreed with the results presented (the data are 

also representative in general lines for their countries). The CCJ4C infographic 

describes very well the general situation, and the participants validated the 

competencies identified and the description of the proficiency level as being 

suitable for correctional career.  

The case of development of Romanian prison service was also presented during 

the 2 days with debates starting from the selection process that was done in 

the communist period (the main criteria being to have ‘’healthy roots’’, no 

matter the education. After 1989 become compulsory for prison guards to 

graduate at least 10 grades. Then in 2004, once with demilitarization of the 

prison service, become mandatory for each prison officer to have at list a high 

school diploma. It was given 3 years to complete the requirements, those who 

failed were dismissed. Nowadays, there is a lot of prison officers (aprox 25%) 

that have academics degree even thou they don’t need such qualification for 

the position they held.  This situation is common in other countries where 

prison officers are following university studies because they want personal 

development and not as part of their jobs. Those who then will succeed to 

advance in career are probably to remain in the prison service, while others, 

who don’t get a chance of promotion will probably leave the service for better 

jobs.  

 



 

  

Each prison service is now populated with younger people – there is a shift of 

generation, but the system of teaching/training is still the same. Should be 

propose new methods or ways to adapt the training system to the new 

generation: as example they like more short movies than to read a chapter. The 

young generation praise more the free time than the bonuses from extra work. 

There is still a few research done within the prison agencies regarding staff. 

There should be involved universities and research institutes to realize research 

about staff and prison organization. This is generally difficult, having in mind 

that we talk about closed organizations but if there is no measurement there 

will be no improvement.  

Safety and security are a very big concern. Besides structural factors that 

should be provided like enough staff and improve work environment there is a 

clear need of self-defence courses and the need of psychological/counselling 

support.  

In terms of Career counselling, it is generally noticed that there is no formal 

mechanism in place, only some actions or initiatives implemented locally. 

Therefore, the participants debated each phase of the career, making different 

recommendations which are to be base of discussions for further steps of the 

project.  

 

Recommendations: 

 

1. Allow sufficient time for the applicants (newcomers) to understand the 

specific of the work. The induction process should be sufficient to better 

prepare the new commers.  

 

2. It is of outmost important to clarify which is the trajectory that a new 

prison officer can have, what are the requirements and obligation for 

each function. A clear description should be done, and this should be 

available for consultation.  



 

  

 

3. The promotion should be done after enough time spent in service – 

minimum years required, and minimum experience in management 

position should be clearly defined.  

 

4. The contractual conditions should be clear and remain unchanged during 

the contract – no worse condition on pension (for ex.) than those at the 

beginning of the contract.  

 

5. There should be factors of motivation/ bonuses for those who decide 

and who can work after the minimum conditions of pension are fulfilled. 

 

6. There should be available enough training for each position in the chart.  

 

7. There should be enough staff, following a standard, to reduce the stress 

and burnout. Perhaps a European standard should be proposed.  

 

8. Having in mind that no country has a prison career counselling this 

should be a position mandatory for all services or should be mentioned 

express into the job description of the HR responsible. 

 

9. The salary provided should be sufficient to represent a motivational 

factor.  

 

10. Working conditions, (as well as detainees living conditions), should be 

decent. It seems that in the countries where the labour inspection is 

independent and organized outside the prison, the working conditions 

are better. 

 

11. Each prison service should start a program targeting wellbeing and 

work/life balance. We should focus on the elements that will lead at 

increasing life expectancy for staff working in prison.  



 

  

 

12. The working program of the prison officers should always be a subject of 

discussion/negotiation with the employees’ representatives (trade 

unions). Quite often, the impossibility of choosing the right program 

impacts on turnover.  

 

13. There should be organized an European campaign regarding prison 

careers using the good results obtained by each of the prison services to 

improve the image of the profession.  

 

14. Having in mind that there is not enough training for all the prison officers 

become very important the role of the mentors. Each prison service 

should start a program of identifying the mentors, train them, bonify 

them and recognize mentoring as part of the job.  

 

15. Recruitment is almost everywhere transparent but, in some cases, due to 

the lack of application in fact there is no competition process. So, it 

become very important to clearly define the requirements and the job 

description to get the right person.  

 

16. There are certain differences regarding the number of applicants for 

prison service. Those who do advertising (Romanian prison service) have 

more applicants. Therefore, it is recommended to organize campaigns to 

recruit keeping in mind the geographical location for education and 

recruitment of new employees. 

 

17. It is recommendable to have collaboration with job centres or vocational 

centres to promote prison work.  

 

18. Prison administration should be encouraged to organize training 

programs for prison staff in collaboration with universities. Also, the 

training schools of the prison service should be recognized by the general 

education system and should provide the qualifications/ recognitions in 

the labour market.  



 

  

  
19. There should be flexibility regarding relocation of staff between units or 

between corps. This will allow either to better balance the work life with 

personal life either will offer chances to advance in career if there are 

any opportunities in prisons other the one you work in.  
 

20. There should be investment done in training the leaders/manager show 

to provide support and how to create a good working environment. This 

also includes the discussions and counselling of the staff.  
 

 

As general conclusion and very broad reccomendation: the prison services 

should pay more attention to comply with Recommendation Rec(2006)2-rev 

of the Committee of Ministers to member States on the European Prison 

Rules, part V – Management and staff  

 

 

 

 

 

 

 

 

 

 

 



 

  

Evaluation of the workshop 
All the participants were asked to complete a satisfaction questionnaire to 

evaluate the session.  

All the participants considered that they were provided with sufficient 

information before the workshop, considered that the seminar meets or 

exceed their expectations and rated unanimously as excellent the following 

aspects: 

- Working environment 

- Time to introductions and finding out the background of other participants 

- Mutual understanding among participants 

Other aspects regarding the seminar were appreciated as follows: 

 

The biggest barrier in communication that was identified was that not all the 

participants were English speakers and had to rely on their colleague’s 

translation.  

The recommendation of organizing more such actions was frequently meet, the 

event being seen as a very good opportunity to share knowledge and good 

practice and inmate’s radicalization was inserted as a suggested topic for the 

future.   

10%

10%

10%

10%

20%

90%

90%

100%

90%

70%

0 0,2 0,4 0,6 0,8 1 1,2

Time and duration of the workshop

Participants contribution as clear and relevant

Moderators’ capacity to facilitate the session productively

Confidence with the importance of identified
recommendations

Confidence with the applicability of the identified
recommendations

5 Excelent 4 Very good 3 Good 2 Satisfactory 1 Poor



 

  

Publicity of the workshop:  
 

The Activity was illustrated on the website of SNPP as well as on participants 

Facebook: 
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European Career Counselling Guidelines for Staff Working in Criminal 
Correctional Justice System 
 

Perspective ale carierei în domeniul corecțional 

Lista participanți 

 Participant Organizație 

1.  Adrian Neagoe Sindicatul Național al Polițiștilor de Penitenciare 

2.  Stefan Teoroc Sindicatul Național al Polițiștilor de Penitenciare 

3.  Catalina Andrei Sindicatul Național al Polițiștilor de Penitenciare 

4.  Mihaela Neacsu Sindicatul Național al Polițiștilor de Penitenciare 

5.  Florin Stoica Sindicatul Național al Polițiștilor de Penitenciare 

6.  Csaba Gal Sindicatul Național al Polițiștilor de Penitenciare 

7.  Duricu Marius Sindicatul Național al Polițiștilor de Penitenciare 

8.  Serban Oprică Sindicatul Național al Polițiștilor de Penitenciare 

9.  Elena Tic Federatia Publisind 

10.  Zoltan Takacs Hungarian Prison Trade Union 

11.  Dr Muller Csaba Elod Hungarian Prison Trade Union 

12.  Szatmari Istvan Hungarian Prison Trade Union 

13.  Alberto Telez 
Martinez 

Spanish Prison Trade Union 

14.  Andrei Ivanov Moldovian Prison Trade Union 

15.  Angela Otean Moldovian Prison Trade Union 

16.  Goran Risteski North Macedonia Prison Trade Union 

17.  Igor Risteski North Macedonia Prison Trade Union 



 

  

18.  Jasen Todorov Bulgarian Prison Trade Union 

19.  Stanislav Zagorski Bulgarian Prison Trade Union 

20.  Dragan Cabric Serbian Prison Trade Union 

21.  Stanisic Janko Serbian Prison Trade Union 

22.  Sven Erik Rath Norwegian Prison Trade Union 

 

 



 

  

 
 

European Career Counselling Guidelines for Staff Working in Criminal 
Correctional Justice System 

 
 

AGENDA 

01.11.2022 – arrival of the participants 

20:00 – dinner 

02.11.2022 – Career counselling in prison service 

0930-1100 
Welcome speech 
Introduction of the participants organizations 
Presentation of the project 

1100-1130 
Coffee Break 

1130 – 1300 Work as prison officer 
Recruitment and career 

1300– 1400 Lunch break 

1400 – 1530 Recommendation regarding career guidance for prison staff  
 

1530- 1600 
Conclusion 

1600-2000 
Free time 

2000 
Dinner 

 

 

 

 



 

  

03.11.2022 – Applied visit Jilava prison 

0800 
Departure from the hotel (minibus) 

0800-0900 
Travel to Jilava prison 

0900-1100 
Challenges regarding prison officers’ career 

1100– 1300 Visit prison 

1300 – 1400 Lunch 
 

1400- 1430 
Conclusions 

1430-1530 
Travel back to Bucharest 

1600 – 1700 
Visit the Parliament of Romania 

1800 
Dinner 

 



International stakeholders event





Develop, test and set in place a working 
methodology for starting or improving the 
career guidance process in the criminal 
correctional justice (CCJ), focusing on the 
competencies needed to manage own career

Put on the European public agenda the need 
of a structured and guided approach to career 
management in prison system, starting with 
the involvement of the direct interested 
parties. 



Specific objectives

Run an analysis of the 
interested parties, 

possible scenarios and 
key factors in career 

guidance in CCJ careers

Collect the systemic 
and individual needs of 

those key actors, 
identifying the policy 
approach on career 
guidance for prison 
staff, correctional 

officers

Develop ready-to-deploy 
solutions for the correctional 

staff, prisons, prison 
administrations and 
responsible public 

authorities: profile of 
competencies (complex 

cartography of skills, 
behaviours and attitudes) 
needed to support career 
management, interactive 

tool to help users navigate 
the profile, self-asses, obtain 
development solutions and 

support in personalised 
learning pathways to 

strengthen the competencies

Pilot and embed the 
solution at prison 

administration level

Use public policy tools 
like structured public 
hearings, committee 

meetings, direct 
advocacy, to present the 

results of the 
methodology and push 

for its valorisation at 
European level



WP1. Management and 
coordination

WP2. Policy context analysis in CCJ 
Careers

WP3. Stakeholders analysis and the 
supportive competencies and 
educational needs

WP4. Development of learning 
tools and resources

WP5. Development of policy  
action recommendations 

WP6. Dissemination, Exploitation 
and Sharing of Inspirational 
practice

01.01.2020 - 31.04.2023



WP1. Management and coordination

Financial management

Logistic arrangements

Communication

Management meetings



WP2. Policy context analysis in CCJ Careers



WP3. Stakeholders analysis and the supportive competencies and educational needs

Driver Mapping, Axes of 
Uncertainty and DACUM

Competencies profile 
(DACUM)

Learning context



WP3. Stakeholders analysis and the supportive competencies and educational needs

DACUM workshops –Training needs



Develop online resources/ 
eLearning tool

Develop modules content

WP4. Development of learning tools and resources



WP5 - Policy action recommendations

Present results 
as Public Policy

Familiarizarea
factorilor de 

decizie

National 
events

International 
Event

EU event

Public:

Experts

Organizations

National 
stakeholders

EU 
stakeholders



WP6: Dissemination and 
exploitation of results

Individual level

National level

European level







Do you consider that 
your salary is enough 

to perform your 
duties?



Are you/your prison 
staff receiving 
enough training to 
perform your duties 
effectively?



Do you 
sometimes avoid 
telling people 
that you work in 
prison?





Recruitment ∎Training/ support/ career ∎ Retention



Recrutiment: 

- Not enough staff/ a lot of vacancies:
- Need of standardization – as push factor for policy makers 

(how many functions are needed)
- Improve the recruitment process 

(not enough applicants/ too many applicants)
- Organize the contests internaly and geographically
- Lack of atractivity of the job

- Not enough benefits
- Professional stigma
- Dangerous job

- Not enogh advertising or improper advertising

-



Retention

- Big dinamic in term of retirement and hiring
-Lack of benefits : (prison workers' salary doesn't correspond to their 
responsibilities, resulting in a lack of motivation and unwillingness 
to work in prisons )
-Not matching the expectation (introduce trial periods before 
signing the contract)
-Not enough position/no fast track to advance in career
- No predictibility
- Lack of motivation
-Not enough training/appropriate training therefore sometimes 
-Not always best people for the job 













Specific 
topics 

Questions 
Country 

Romania Bulgaria Hungary Macedonia Norway Spain Moldova 

Description 
of the prison 

sector in 
your country 

Country population 19.000.000 6.899.000 9.730.000 2.000.000 5.400.000 47.400.000 2.700.000 

Number of staff 

13.000 6.400 9.000 780 5.000 incl 

administration 

and 
managment 

24.000 (in 

prisons under 

the Central 
Government) 

2.470 

Number of prisoners 23.000 5.500 Over 19.000 2.900 3.800 47.000 6.166 

Number of prisons 

44 12 Its central governing 

body is the National 

Penitentiary 

Command, under 

which 30 bv. 

institute, 10 business 

associations and 4 

institutions 

12 37 82 17 penitentiary 

institutions (1- 

Detention center 

for minors and 
young people, 

penitentiary for 

women and a 

penitentiary 

hospital) 

Are there any training 

centres belonging to 

prison service? How 

many? Aprox number 

of staff trained/year 

1 school, 3 

centres, other 

schools 320/year 

– graduate   

1 center. 160 

employees a 

year 

The Center for 

Education, Further 

Education and 

Rehabilitation of the 

Penitentiary 

Organization, the 

Penitentiary 

Department of the 

Faculty of Law 

Enforcement of the 

1 training centre, 

70-90 staff 

1 acadamy -  

170 per year 

1 centre, +- 900 ANP Training 

Center, 2020/2021 

- around 800 

employees 

(during the 

pandemic, 

online), 2022- 528 

employees 



National University 

of Public Service 

Number of trade 

union members 

6000+ 4000 2.000 Our advocacy body 

is the National 

Federation of 

Independent 

Penitentiary Trade 

Unions, which 

currently has 1.300 

members 

390 1750 in KY- 

approx. 3000 is 

organized i 

other 

organizations 

8.000 approx: 750 

How and where are 

the vacancies for PO 

advertised? 

Internet/ prison 
display 

They are not On the website of the 

National Command 

of the Penitentiary, in 

the press and at 

events in the 

framework of 

recruitment 

Public advert and 
the website of 

administration for 

actioning 

corrections 

Websites Public Call Vacancies are 

published on the 

official page of 

the 

Administration 

National Office of 

Penitentiaries - 

http://anp.gov.md/ 

Who is responsible 

for the process? 

Human 

resources NAP/ 

prison units 

Ministry of 

justice 

The staff of the 

Personal and Social 

Departments are 

responsible for the 

admission 

Administration for 

actioning 

corrections 

Krus Spanish prison 

service 
Human resources 

subdivisions 

What do candidates 

have to do to apply? 

Fill out paper/ 

pass the 
psycholigical 

exam/ pass the 

Visit local HR Candidates must 

obtain medical 

fitness certificates 

To have proper 

finished education, 
not to be 

condemned by the 

power of law, and 

to have full 

Send in a form 

online 

Online 

application 

Send either 

electronically or 

physically the 

requested 

materials 



all stage of the 

exam 

eligibility to work in 

professional work 

according to the 

competition file 

Entry requirements – 

age, school level, 

criminal record etc 

Romanian 

citizenship and 

live in Romania; 

know Romanian 

language; 

education 

requirements  

18 years old, 

fully capable of 

exercise and are 

fit from a medical 

and 

psychological 

point of view to 
perform the 

function; 

no criminal 

record  

f) meet the 
specific 

conditions of the 

position; 

g) they have not 

terminated their 

employment in a 

Age 18, 

secondary 

education 

Anyone who has 

reached the age of 

eighteen. 

Anyone who has a 

specific level of 

education (at least 

a high school 

diploma for a 

deputy officer, a 
higher education 

qualification for an 

officer). 

Who is fit for his 

intended duty 

position from a 

medical, mental 

and physical point 

of view. 

Whose way of life is 

not objectionable. 

Who accepts the 

restriction of some 

of his fundamental 

rights under this 
law. 

18 years, high 

school, no criminal 

records 

21 years 

old,high school 

diploma,  no 

criminal record 

Depending 

from the job 

from 

Universitary 

degree to 

secondary 
school 

Holds the 
citizenship of the 
Republic of 
Moldova and 
resides on its 
territory; 

 

Reached the age 
of 18 - up to the 
age of 50/55; 

 

Possesses the state 
language; 

 

Has secondary, 
specialized 
secondary or 
higher education, 

 

Is medically fit 
and 
psychologically 
recommended; 

 

Has not been 
definitively 
convicted for 
committing 
crimes, is not 
under criminal 
investigation and 
has not been 
released from 
criminal liability; 

 

Is not deprived of 
the right to hold 
certain positions 
or to exercise a 
certain activity by 



public position, 

for disciplinary 

reasons, in the 

last 5 years; 

good behaviour 

no part of 

political police 

extra condition – 

acces to 

clasiffied docs. 

Who 

acknowledges that 

he may be checked 

by a reliability test 

under the Police 
Act. 

Who does not have 
circumstances 

precluding him 

from entering into 

service. 

a final court 
decision; 
 

Is not a member of 

a party or a socio-

political 

organization 

Entry tests – 

Psychological, 

physical, and 

minimum completion 

level 

Psichological	test	

Medical	test	

Sport	test	

Ability	test	

Interview	

Exam	

	

All. Depends 

on number of 

candidates 

Admission tests: 
personality tests, 
intelligence tests, 
attention tests. 
The psychic aptitude 
test is carried out by 
the psychology 
professional group of 
the Center for 
Education, Further 
Education and 
Rehabilitation of the 
Penitentiary 
Organization. 
The applicant 
undergoes a physical 
assessment to pass 
the physical fitness 
test prior to 
enlistment. 

Psychological and 

physical tests are 

examined 

Physical test Right now not 

psychological 

or physical 

requirements 

Medical control 

and psychological 

testing, for some 

positions physical 

test 

 

Training 

Initial training – 

jurisdiction, length, 

training 

themes/curriculum, 

the organisation in 

1 year in school 

3/6 months 

induction for new 

entries 

Train 1,5 

months 

Basic training: After 

being equipped with 

the organization, we 

prepare future 

colleagues for work 

Initial training 

starts with 
examining the 

basics, then comes 

the practical part 

2 years school, 

one in the 
acadamy on out 

in  prisons 

3 months 

theorical 
training, 15 

months 

practical. The 

Initial training is 

mandatory for all 

newly appointed 

employees , with a 

duration of 3 



time, trainees’ 

evaluation, training 

evaluation, place of 

training, trainers 

profile 

in the framework of a 

14-week professional 

training close to their 

place of residence, in 

four-day school 

weeks. During this 

time, we will provide 

a full salary, free 

accommodation, as 

well as discounted 

meals 

with the trainer, 

practical training, 

as well as use of 

weapons and other 

stuff for using force 

practical part is 

not really 

training but real 

work 

months - agencies 

and 3 weeks – 

officers in the 

Training Center. 

The training is 

based on the 

curricula 

approved by the 

management with 

the evaluation of 

the results at the 

end of the course 

Continuous training – 

mandatory, leads to 

career progression, 

training themes, 

organisation, trainers’ 

profile, trainees and 

training evaluation 

Every year No 

continuous 

training 

Continuing 

education: Annual 

training courses. Law 

enforcement chief 

selection, leadership 

training and 

continuing education 

system. Specific to 

positions 

Mandatory 

continuous 

training, not often 

leads to career 
progression, 

training theme is 

using stuff for using 

force, training for 

searching the 

possessions of the 

prisoners and the 
transport for the 

prisoners to the 

court, another jail 

or hospital 

 Not real 

continuous 

training, only if 

you get 
promoted 

Continuous 

training is done 

with the staff of 

each independent 

subdivision, 

within the 

Training Center 

(regime, security, 

lawyers , doctors 

). The theme is 

approved annually 

with the 

coordination of 

the heads branch 

directions . At the 

end of the course, 

the knowledge is 

evaluated and 



handing out 

certificates 

Do you have any 

mentoring program? 

Please describe 

For debut in 

career 

No Mentoring program: 

The new, hired 

colleague receives a 

mentor during a 1-

year probationary 

period, who helps 

him integrate, at the 

end of the 

probationary period 

he makes a written 

proposal about his 

mentee 

Participation in 

socialization 

No No All newly hired 

officials 

appointed with a 

trial period, they 

appointed a 

mentor by order, 

during one year. 

The mentoring 

activity is carried 

out pursuant to the 

Regulation on the 

conduct of the 

probationary 

period within the 

penitentiary 

administration 

system 

Any other comments 

you think is 

relevant... 

 No    There is a huge 

lack of training 

on very 

important 

aspects like 

yihadism, self-

defence... 

 

 
How prison officers 

advance in career? Is 

there any counselling 

Exams and 

contests 

They are 

promoted 

No advancement in 

the position of 

deputy officer there 

The system of 

career 

advancement for 

No You can take 

part on 

promotion 

Employees of the 

penitentiary 

administration 



Career 
management 

process? Is someone 

guiding the prison 

officer? 

they get 

information but 

not in a 

structured/formal 

way.  

 

after a 

competition 

is no supervisor 

career model. It is 

possible to proceed 

further only with 

specialized training 

almost 20 years is 

demolished and 

almost non-

existant. 

Requested by the 
syndicate, a 

rulebook has been 

made for 

promotions which 

contains proofs for 

finished education 

and the level of the 

education, 
conducted training, 

knowing of one of 

the six European 

language and 

computer 

knowledge, and by 

the 
abovementioned 

combined we get a 

total of points and 

qualifications for 

the work position 

calls, but 

usually you 

have to move 

to other prisons 

system advance in 

their positions and 

special degrees 

meeting the 

promotion 

conditions 

Do you have a career 

guide? 

Yes but is very 

general 

No  Yes No No There is a 

Regulation 

regarding the 

career 

development of 



civil servants with 

special status 

within the 

penitentiary 

administration 

system 

What kind of 

competencies are 

necessary for 

advancing in career? 

Lenght in job and 

depend on the 
sector 

3 years of 

experience 
and a 

bachelors 

degree 

Grade Exam. but 

that's just to keep the 

roster. There's no 

progress with that 

This has been 

described in the 
Rulebook 

requested by the 

Syndicate 

 Seniority, 

studies 

Annual 

evaluations with 

the qualification 

obtained at least 

"good" and the 

initial training 

course 

Is there any specific 

training provided for 

those who want to 

advance in career? 

This year starts a 

new programe 

No After one year of 

service, our 

colleague can apply 

for training at the 

National University 

of Public Service, 

where he can study 

for 3 years at full 

salary, and after 

graduation we 

guarantee the 

position of officer 

No No No Continuous 

professional 

training courses 

Any other comments 

you think is 

relevant... 

 No Deputy officers do 

not currently have a 

working career 

model, they reach the 

    



max pay grade after a 

certain position and 

there is no progress 

after that 

 

Retirement 
(pension) 

Is there any special 

law of pension for 

prison officers? 

Yes Yes Whereas in the past 

the general 

retirement age of 

professional staff 

was 57 years based 

on the 5-year age 

allowance and the 

retirement age at that 

time, while it was 

possible to claim a 

service pension 

under certain 

conditions even after 

25 years of service, 

today it is no longer 

possible to do so and 

the age limit is the 

same as the general 

retirement age 

Yes Yes and No Pension for 

prison officers 

is calculated on 

same basis as 
any others 

public workers 

Law no. 1544 

regarding the 

pension insurance 

of the military and 

civil servants with 

special status 

What is the condition 

for pension (age, 

length in service etc) 

47.5 years old/ 

25 years in 

service 

Minimu 15 years 

in service for a 

Its 27 years 

of 

experience, 

18,6 in 1st 
category and 

age of 55,5 

Currently, 

professional 

members can apply 

to be placed in pre-

retirement 

disposition - at the 

age of 60 if they have 

30 years of active 

seniority and 10 

years of beneficial 

seniority, and a 
male can request 

for pension by 

having minimum 

63 years old, 67 

is normal in 

Norway 

Age, lenght in 

service 

25 years of service 

with pensions. 

Depending on the 

type of 

penitentiary, the 

advantages are 

calculated 



not complete 

pension 

at least 30 years of 

service 

55 years of age, 

and 50 years of 

age for a female 

according to the 

coefficient of: 1 

year of activity – 

1.5 years of 

seniority is 

considered; or 1 

year of activity - it 

is calculated as 2 

years of seniority 

How much would be 

the pension related to 

the salary 

(%percentage) 

80 70% - 

depends 

Percentage of 

pension in relation to 

salary: The average 

of the last 10 years is 

taken into account 

and 80 % of it is the 

amount of the 

pension 

If there is a pension 

with the beneficial 

seniority, an 

addition of the 10 

years which had 

the best pay and 

the pension would 
be 80% of the best 

salaries, but in the 

second case it 

would be 70% of 

the average salary 

for all years of work 

with the condition 
of at least 15 years 

of active seniority 

Now 66% it is 

decreasing year 

from year 

It depends on 

the kind of job 

you do 

50% of the 

monthly salary, 

obtained during 

the last 12 months 

preceding the 

release 

Is any difference 

regarding pensions 

comparing to the 

police or military? 

No No With regard to law 

enforcement 

agencies, the 

conditions for 

No They have 60 

years 

No No 



retirement are the 

same 

Any other comments 

you think is 

relevant... 

 No      

 

Social 
dialogue 

Does your prison 

service had a 

Strategy document? 

Your trade union has 

been consulted when 

the strategy was 

drafted? 

Not formally 

adopted 

Yes The legal status of 

prison workers is 

regulated by the 

Professional Service 

Act 

There is a Strategy 

document for every 

prison, but the 

trade union was 

not consulted 

Yes No The Guardian 

union is at the 

stage of 

negotiating the 

collective labor 

agreement 

Is training part of the 

issues negotiated in 

the Collective 

Agreement? 

Yes No There is no collective 

agreement 

Yes No Yes  

Is the trade union 

involved in the career 

management 

process? In which 

way (Ex: consulted 

on the training plans, 

take part in new staff 

admission 

commissions etc) 

Yes No There is no official 

reconciliation of 

sectoral interests, 

there is no official 

reconciliation of 

interests by the 

government in 2015, 

the institution of the 

BSE was removed 

from the legislation. 

Only the institution 

of the OKÉT 

operates, which is a 

No No No  



full public service 

consultation forum. 

This is less likely to 

enforce law 

enforcement 

advocacy. 

Any other comments 

you think is 

relevant... 

 No However, there is 

regular consultation 

with the National 

Command and local 

trade unions also 

consult with the 

Commander 

    

Other 
aspects: 

Dynamic of the staff 

(number of 

exists/number of new 

staff) 

65% less than 5 

year in the prison 

sevice 

100/80 

yearly in 

prison 

 The proportions 

are almost the 

same, but have to 

mention that there 

is lower interest for 

applying to work in 
the prisons 

 The new staff 

only replace 

those who get 

retired. There 

are still more 

tahn 3000 
vacancies 

2022 – 2940 

positions, 2470 

employees , 251 

newly appointed . 

Releases from the 

system 418, of 

which 141 with 

the right to 

pension 

Violence against 

staff: how big is the 

phenomenon? Is 

there any counselling 

offered for the staff 

after they experience 

traumatic situations? 

Not a big issue 

but... 

Yes Minimal physical 

assault on staff is 

below 10 per year. 

However, verbal 

attacks are on the 

rise. Do you offer 

counseling for staff 

The violence 

occurs very often, 

especially in the 

recent period. 

There is no 

counselling 

offered. 

 Violence 

against staff is 

increasing, not 

just number, 

but also 

seriousness 

Cases of assault 

on employees 

during the year 

2022-12; in 2021 -

17 cases. 

Psychological 

counseling is 



after experiencing 

traumatic situations? 

Stress management 

trainings, counseling 

of a specialist 

psychologist. 

Everywhere in the 

institutes there is a 

psychologist who 

also deals with the 

personal staff 

offered at the 

employee's 

request by the 

psychological 

specialists within 

the ANP. We don't 

have 

psychologists for 

staff in 

penitentiaries 

Any other comments 

you think is 

relevant... 

 No In the case of a 

deputy officer 

position, the starting 

salary is at least HUF 

453,600 gross to 

HUF 509,755 gross 

per month depending 

on the place of 

service and position, 

in the case of an 

officer's position, a 

minimum monthly 

gross of HUF 

570,571 

   We do not have an 

article in the Penal 

Code that defines 

and frames the 

actions of 

insulting the 

prison staff 
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Introduction  

This public hearing's objective was to examine and verify the conclusions of the CCJ4C Country 

Report, which was the outcome of two prior activities: 

• In WP2, a thorough analysis of the current regulatory environment for career development, 

advice, hiring, and training was done. 

• To test the results and confirm future requirements, in particular for Danish Prison Officers 

and managers, a DACUM workshop was conducted as part of WP3. 

 

Agenda and Process 

The Danish Public Hearing was hosted by the Danish Prison Officers Union (Fængselsforbundet) and 

took about 1.5 hours. The Public Hearing was on 25th of October 2022. Prior to the meeting, 

participants were sent the agenda, presentation and the full report from WP2 named “Survey of 

European Prison Officers Career Guidance Needs” so that they had an idea of what was going to take 

place. 

 

Participants were asked to discuss the three core areas: recruitment of staff, retention of staff and 

professional development. These included specific issues for which concrete solutions could be 

proposed to add practicality to the discussion. 
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Participants had the opportunity to discuss in broad terms, but also became more concrete in terms 

of recommendations on policies, working conditions, structures and the like. There was thus a good 

developmental process in the discussions. 

 

Participants 

The Public Hearing was attended by a total of 11 representatives from various positions within the 

Danish Prison Officers Union (Fængselsforbundet). It was a mix of unit managers, union 

representatives, Danish regional representatives and union staff. Almost all of them had a 

background as prison officers, and therefore had some concrete know-how from previous work 

experience. 
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Full name Organization 

Bo Yde Sørensen Danish Prison Officers Union (Fængselsforbundet) 

Erik Larsen Danish Prison Officers Union (Fængselsforbundet) 

René Larsen Danish Prison Officers Union (Fængselsforbundet) 

Mette Nielsen Danish Prison Officers Union (Fængselsforbundet) 

Henrik Thøgersen Danish Prison Officers Union (Fængselsforbundet) 

Brian Kristensen Danish Prison Officers Union (Fængselsforbundet) 

Hanne Munk Degn Danish Prison Officers Union (Fængselsforbundet) 

Nina Odgaard Danish Prison Officers Union (Fængselsforbundet) 

Gert Jensen Danish Prison Officers Union (Fængselsforbundet) 

Chris Westergaard Danish Prison Officers Union (Fængselsforbundet) 

Søren Gregersen Danish Prison Officers Union (Fængselsforbundet) 
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DACUM Report Results 
 
The Danish DACUM workshop resulted in these identified challenges: 

• General lack of understanding between administrative straff and guards, which means, you 

should be able to exchange knowledge and introduce job tasks across the organization; 

• Lack of staff in almost all areas of prisons; 

• Retaining current staff; 

• The lack of new staff, this also means lack of motivation to work harder, when you are 

constantly understaffed and there is no incentives to do the extra work; 

• Further education of staff; 

 

Competences needed for further training are identified as: 

Further courses for prison staff to be further educated, cooperation with colleagues, having more 

responsibility, being more mature, experience within the job to be able to exchange knowledge, 

support from management, having enough staff, more time dedicated to certain tasks, training in 

general of staff. 

 

Outcomes of the Discussion  

 
1. Recruitment of staff, being more visible and flexible 

The suggested solutions for further recruitment of staff were multiple. Participants had a clear idea 

that the geographical location for education and recruitment of new employees was important. It is 

already an ongoing process to geographically develop the education so that one can take the 

education in even more places in Denmark. This, and having school placements for primary and 

secondary schools. 

It was also suggested to be present when soldiers graduate and are looking for jobs in the civilized 

world. The police already do this for recruitment because those kinds of people fit the profile as 

policemen – this would be obvious but has to be decided on a political level.  

In addition, recruitment staff should be more present when, for example, factories close down. This 

type of people could also be interesting for the profile of prison guard. In relation to this, job centres 

could also promote the job and training more. Could be a direct agreement with them etc. 

 

Another suggestion was to look at merit/credit schemes, to attract more different kinds of profiles. 

For example, if a social worker could be trained and given merit/credit for some of the subjects or 
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experience, he or she has had, this would benefit both the person and the intake of staff. More 

obvious areas to give merit/credit could be the military and the police. 

  

On a simpler level, it was also discussed and suggested that the general atmosphere around prison 

work was poorly portrayed by journalists. Generally, people want to read the negative stories about 

assaults etc, but there are a lot of positive things happening too which unfortunately are not being 

highlighted.  

In addition, something as simple as asking those who quit their jobs why they did so was suggested. 

Or those who don't complete the education about why they quit. The latter is particularly relevant as 

politicians have recently removed the State Education Subsidy (SU) from prison guard training and 

given them trainee pay (i.e. more pay than SU). It would therefore be relevant to know whether this 

has made a positive or negative difference even if it is at an early stage. 

 
2. Retention of staff, professional development 

There were many suggestions for these identified problems. The problems of retaining employees 

start from the moment they are hired. Young prison officers in particular are typically put on the job 

and do not have great career prospects. This needs to be addressed bureaucratically so that people 

have the opportunity to see a career path as a prison staff member. Including developing in the job 

and acquiring new skills through experience sharing and training. This could also be an exchange of 

prison guards among Danish prisons, to acquire new knowledge about how the work is done in 

different places in Denmark. 

In addition, it is also important to be flexible in administration in general. For example, it should not 

be a problem to move between two prisons if you want to move to another part of the country. An 

example was given of a person who found it difficult to move from one prison to another because of 

staff shortages. This is obviously a problem for both prisons, which is why it seems incredibly rigid. 

 

Managers in prisons typically operate under their own guidelines and typically have little or no 

previous management experience either through training/courses or actual experience. This is 

incredibly problematic as you then have many different ways of managing, which ultimately works to 

the detriment of staff. It is therefore important to further train managers and work on their 

relationship with prison guards. This is both related to the managers themselves, but also to retain 

staff. No one wants to work under poor management conditions. In addition, leadership assessments 

could be held to ensure that leaders have the right soft values. 
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Finally, it was discussed that there is a lot of bureaucracy in general, which makes working conditions 

difficult. For example, you may be entitled to 5 days off per month, but you are not guaranteed when 

these are. This means that the system quickly becomes incredibly rigid, which may be another reason 

why it is difficult to retain staff. 
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Introduction  
There are 16 Federal German States, each of which has jurisdiction over their own 

correctional system and criminal legislation. Prisons are run solely by the federal states but 

governed by a federal law: each state issues their respective regulation that outlines how 

they manage prison and probation services, including how staff are trained. Despite these 

different interpretations of federal law, state-level prison staff training structure is fairly 

homogenous, since formal prerequisites are outlined at the federal level: recruitment and 

selection requirements, basic training blocks and examination procedures are the same 

across Germany. In addition, it is legislated that Ministries of Justice and Academies for 

Prison Officers are required to work closely together through regular and continuous 

exchange (Obergfell-Fuchs, 2018).  

 

Bremen Federal Ministry of Justice is a participating partner in the CCJ4C Corrections 

Careers Partnership. Therefore, the policy action recommendations which we outline in this 

document are drawn from input from staff and policy makers of the Free Hanseatic City of 

Bremen. This includes leadership staff at the centre for training prison officers in Bremen – 

the School of Administration of the Free Hanseatic City of Bremen (“Verwaltungsschule der 



                    
Freien Hansestadt Bremen”), which, in 2019, delivered 781 training lessons to 1250 officers 

as part of their induction training. Its aim is to comprehensively develop the trainees’ 

competences (i.e. readiness and ability to behave appropriately, responsibly, and 

thoughtfully in professional, social, and private situations) required to adequately serve in the 

State’s correctional facility. 

 

Background of action policy recommendations 
As part of the CCJ4C Corrections Careers Project, Bremen Federal Ministry of Justice and 

Constitution participated in two key activities, which have been integrated into project results: 

 WP2 explored existing policy in place and included a survey of prison officers’ 

existing needs. 71 prison officers responded from the Federal State of Bremen.  

 

 WP3 explored current and future needs, through a Developing a Curriculum 

(DACUM) process, in which 15 participants participated, including front line staff, 

trainers and line managers. As a result of this process, six skills and seven 

competencies were identified as priorities for future training.  

 

Based on the results of the above two activities, the aim of this document is to draft 

proposals to improve the recruitment, retention, and professional development of employees 

in the prison service of the Federal State of Bremen. This document will then be circulated 

and used as the basis of debate to form concrete recommendations for policy.  

 

Skills and Competences Required by Bremen’s Prison Officers (from 
DACUMs) 

Six skills identified as priorities for training  
The German DACUM workshop results pointed out six current skills that are needed 

for prison officers: 

 Intercultural competence through specific training; 

 Awareness of rehabilitation needs, preparation for release procedures and aftercare 

structures; 

 Urine control, escorted leave, security measures (such as conducting cell controls); 

 Processing applications, correspondence with other authorities and institutions 

involved in the prisoners’ care and rehabilitation, daily routines; 

 Implementation of training contents; recognising needs in training, accepting existing 

training and putting it into place; and 



                    
 Continuous updating and development of specific specialised knowledge (in relation to 

special issues and basic knowledge, such as substance misuse and mental health). 

Seven competencies identified as priorities for training 
During the DACUM workshop, participants agreed that the following skills are needed 

for prison officers in the future. Those highlighted in the list below in bold are themes dealt 

with in the following section on promising practice in Bremen: 

 More knowledge about cultural specifics, civic education and awareness of different 

cultural and ethical values in society (then mirrored in prison); Intercultural skills and 

language competencies. 

 Practical skills on how to cooperate and develop partnerships with relevant institutions 

and wider cooperation partners; 

 More theoretical knowledge about the ‘correct’ way to deal with inmates, a 

competence so far almost exclusively obtained from professional practice; 

 Improve the quality and practical knowledge of new colleagues, and improve the quality 

of exchange of competencies between incoming and outgoing staff1; 

 Dealing with the danger of suicide/ suicidal thoughts of inmates; 

 Dynamic reaction to very specific challenges in the shortest possible time as well as 

dealing with the emotional instability of staff and inmates caused by such events; 

 Confidence and routine in dealing with technology and digital solutions;  

 

Two promising practice examples from the Federal State of Bremen 
 

Theoretical knowledge about the ‘correct’ way to deal with inmates 

Our correctional officers accompany prisoners twenty-four hours every day. They are 

confronted with vulnerabilities and prisoners at risk, alongside the ever-changing dynamic on 

the wings and in detainee’s behaviour. This proximity to detainees provides also real insight 

into prisoners’ development during their sentence. Most prisoners come from the margins of 

our society; they have experienced socio-economic barriers and other forms of social 

exclusions. These experiences have made them distrustful and suspicious of prison staff. In 

Bremen Prison, our staff asked to know more of the theory behind how we can create a working 

alliance in these circumstances.  

 

                                                
1 Responses from the Corrections Careers Prison Officer Needs Survey told us that there are a 
significant number (48%) of officers who have been in the service more than 11 years, of whom 33% 
had served more than 15 years. 21% of prison officers had worked for up to 2 years in the prison 
service.  



                    
The core of any intervening communication in our prion is a three-step one: first the 

establishment of a personal contact. Whilst also working to care for all prisoners, one 

correctional officer is given special responsibility to support a small group more intensely (in 

the adult prison, this will be around 6 prisoners to one officer. In the juvenile prison this goes 

down to around 2 per officer.  

Then in the second step, the correctional officer works with the prisoners to clarify the problem 

– what is the a challenge and what possibility is there of learning from it? Finally, the 

correctional officer learns techniques to point out of a concrete positive perspective. If possible 

and relevant s/he works at this stage to combine it with a support offer. 

 

Dealing with the danger of suicide/ suicidal thoughts of inmates 

The second promising practice centers around risk-prevention and risk Management. Suicide 

prevention and the treatment of mentally disordered people with a higher risk of committing 

suicide are central aspects of the prison work. Apart from psychiatric disorders, there are 

indications that troubling “life events” lead to an increase in suicide risk and imprisonment is 

such a life event. While in a prison setting, suicide events tend to occur at an earlier stage of 

inprisontment, the use of a specific screening tool for suicidality at the beginning of 

imprisonment, as well as during critical landmarks (verdict, trial days) consequently seems 

recommendable. Again, the proximity to the prisoners (detailed above) is an advantage. 

Correctional officers are trained in conducting conversations with inmates.  

 

Bremen Federal Ministry of Justice and Constitution’s Policy Action 
Recommendations 
 

The following policy action recommendations have been drafted based on the above data 

generated in the Corrections Careers project. The aim of these statements is to propose 

improvements to the recruitment, retention, and professional development of prison officers 

in the Federal State of Bremen, which reflect the actual and current needs of employees in 

the prison service. These recommendations will be circulated to key stakeholders – including 

front line staff, policy makers and trainers of staff - and a debate will be supported to inform 

and improve the statements. The outcome of this process will be concrete recommendations 

for policy action.  

 



                    
Recruitment 

1. Offer ways to ‘experience’ this valuable public service role during recruitment: 

such as asking current staff to act as recruitment ambassadors. Underline throughout 

the recruitment phase that rehabilitation is not just a job for prison: correspondence 

with other authorities and institutions involved in the prisoners’ care and rehabilitation 

is crucial, as is building connections with outside of the prison that support 

reintegration.  

 

2. Well-trained officers make positive ambassadors: From the evidence provided in 

Corrections Careers, we can also see that being offered professional development 

makes prison officers positive ambassadors of prison and rehabilitation, both inside 

and outside the prison: Where a respondent identified a prison as being positive and 

proactive about promoting working in corrections as a career, they were also more 

likely to receive in-house career guidance, to have a mentor or counsellor who is not 

their line manager, and to feel they had a good understanding of what the 

rehabilitative aims of corrections are.  

 

„Ich berichte mit Begeisterung von der und meiner Arbeit im Vollzug, weil 
die so wichtig ist und ich mir kaum eine gleichwertig interessante Arbeit 

vorstellen kann.“ 
„I’m always enthusiastic about telling people about my work in the 

correctional system, because it is so important and I can hardly imagine an 
equally interesting job.” 

Bremen prison officer 

Retention 
1. Train managers in the importance of learning and development as an effective 

tool to inform and motivate staff:  

Council of Europe 2019 Guidelines regarding recruitment, selection, education, 
training and professional development of prison and probation staff recommend… 

“Where possible, opportunities should be made available to prospective candidates for 
on-site visits to familiarise themselves with the role and everyday work of prison services 
and probation agencies and their importance to society.” 



                    
Irrespective of the type of training, prison officers in Bremen simply feel valued when their 

competencies are discussed and they are guided towards professional development 

opportunities. The line manager is in a key position to support this, and to advise on training 

which would further the prison officer’s understanding of rehabilitation and (re)inclusion 

needs (in Bremen, specifically intercultural awareness and the basics of through-the-gate 

reintegration theory and procedure).  

 

2. Find the right tool to show the effective points for the career development of 

individual staff members:  

 
From the evidence base established in Corrections Careers, we know that critical points exist 

after 6 years and 19 years in service, as well as at other life-changing moments, for different 

staff demographics. Regular, one-to-one reviews are one tool, which team leaders in other 

prisons and in other professions use to effectively note when might be good for their 

employees to engage in training. Likewise, participation in training should be an indicator in 

staff appraisals. In Bremen, 56 out of 71 staff said they did not have annual appraisal with 

line managers. Staff could be consulted on whether an annual appraisal with a line manager 

would help to keep them on a professional development path and subsequently motivated to 

remain in the prison service.  

 

Would an annual appraisal benefit you? Responses from Bremen Prison Officers:  

 

For: „Eindruck über die Arbeitsweise von Außen. Durch Feedback kann man sich 

verbessern und frühzeitig an Negativem arbeiten.“ (“Gain a different perspective on 

your work. Feedback helps you improve, and work on the negatives early on”) 

 

Against: „Beurteilungen sind nur bei Beförderungen/neuen Stellen angedacht und davon 

gibt es nicht jedes Jahr welche, aus der jährlichen Beurteilung würde kein 

Erkenntnisgewinn hervorgehen, für den Beurteiler und Beurteilten. Die Jahresgespräche 

hätten die Funktion für den jährlichen Leistungsstand.“ (“Appraisals are only planned 

for promotions/new jobs and there are not any of these every year; the annual 

appraisal would not yield any knowledge for the appraiser and appraisee. The 

annual appraisals would have the function of annual performance reviews.“) 

Why do prison officers quit? Top three responses from 71 Bremen Prison Officers:  

35% said a lack of career options 
23% said because of shift work/ not-family friendly working hours 
18% said because the job was low paid/ lower paid than other civil service jobs in Bremen 
with similar duties 



                    
Professional Development  

1. Form an evidence basis that the benefits outweigh the costs. 

Training – particularly in specific areas – can be a costly investment. As can freeing staff 

from general duties to attend training sessions. However, from feedback that the benefits 

outweigh the costs, and Bremen Prison Officers have identified a range of areas – from 

security-based training to practical advice on partnership building to practical treatment of 

inmates with mental health or substance misuse issues. In addition, there is a legal obligation 

for Bremen Federal State to provide further training, practical advice and interdisciplinary 

cooperation (§ 97 para. 2 BremStVollzG) to its justice staff.  

 

2. Theoretical training and practical methodologies to increase intercultural 

understanding.  

Prison Officers say they need training to improve their skills and competencies in 

understanding and communicating the values in society, reflected in prison. They also say 

they need theoretical knowledge about the ‘correct’ way to handle prisoners, such as 

knowing the right way to handle specific prisoners and/or groups of prisoners. They identify a 

need for training in certain areas (such as mental health and substance misuse) to be kept 

up to date with progress in treatment in this area.  

 

3. Intergenerational and inter-agency exchange and training, with particular 

reference to digital competencies: 

Bremen Prison Officers identified a need to enhance collaboration and mutual understanding 

between staff. The Council of Europe recommends offering in-service training with mixed 

groups irrespective of their respective tasks and duties, and inter-agency where possible. In 

Bremen Prison, a need for digital competency training (both for security and for rehabilitation 

purposes) was specifically identified.  

Next steps 
The aim of these draft action policy recommendations was to propose improvements to the 

recruitment, retention, and professional development of prison officers in the Federal State of 

Bremen. We have shown how these recommendations reflect the actual and current needs 

of employees in the prison service. These recommendations will be circulated to key 

Council of Europe 2019 Guidelines regarding recruitment, selection, education, 
training and professional development of prison and probation staff recommend… 

 

7.2 a) Training should focus on particular approaches such as pro-social modelling and work 

with specific groups including: women, juveniles and foreign nationals. 



                    
stakeholders – including front line staff, policy makers and trainers of staff - and a debate will 

be supported to inform and improve the statements. The outcome of this process will be 

concrete recommendations for policy action, coordinated on a European level with the 

CCJ4C Corrections Careers Partnership. 

 

Reference documents 
 A full literature review and country reports from all partners form the basis of this 

project work. This can be downloaded in 5 languages here: 

https://www.careersincorrections.com/  

 Report of the Prison Officer Needs Analysis Survey (2020) carried out by the 

Corrections Careers partners is available here:  

https://www.careersincorrections.com/  
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1. Preparation activities 
 

      In stage of preparation for the workshop, the project team from Timisoara Prison 

established the list with potential participants to the workshop and send them an invitation 

for collaboration with a short description of the project and the agenda of the Workshop 

“FILTRAREA ȘI ADAPTAREA RECOMANDĂRILOR DIN DOMENIUL JUSTIȚIEI 

CORECȚIONALE” planned in 21 September 2022.  

In the preparatory stage were made the necessary arrangements to identify a space 

for the event and to contract the necessary services for the workshop. 

 

2. Workshop brief description 

Timisoara Prison organized the workshop with policymakers, practitioners and 

researchers to filter and adapt the recommendations” were 20 persons have participated. 

The Workshop “FILTRAREA ȘI ADAPTAREA RECOMANDĂRILOR DIN DOMENIUL 

JUSTIȚIEI CORECȚIONALE” (Filtering and adapting recommendations in the field of 

correctional justice”) has been run in 21.09.2022  starting at 10 AM.  

The objective of the workshop was to discuss with the national stakeholders the 

national position paper conceived and to present our own recommendations, 

recommendations that during the workshop are going to be filtered and adapted. 

The workshop was focused to filter together with the participants and adapt the 

recommendations for recruitment, retention and professional development of employees. 

At the workshop attended 20 representatives of: 

 Timisoara Prison; 

 Arad Prison; 

 Oradea Prison; 

 Educative Centre Buzias; 

 International Police Association - Region 6; 

 Centre For the Promotion of Lifelong Learning Timisoara. 

 Career Guidance and Counselling Centre – West University of Timisoara. 

 Romanian Centre for Penitentiary Studies – West University of Timisoara. 

 National Trade Union of Penitentiary Policeman – Timisoara . 

 

 

 



3. Main discussions 
 

The welcome speech at the workshop was delivered by Mr. Valentin-Dorin 

ZAHARIA, cooperation and programs officer and also the project manager at Timisoara 

Prison. After this moment all participants has opportunity to present themselves. 

Mr. Liviu-Ștefăniță MARICA, the director of Timisoara penitentiary was also 

present during the introduction, to tell the participants a few words about the importance 

of the project and the career development process in the penitentiary system. 

Mr. Bogdan-Ionuț NICOLESCU presented a Power Point presentation about the 

Project “European Career Counselling Guidelines for Staff Working in Criminal 

Correctional Justice System”. He delivered information about partnership, project 

objectives and activities. He also presented the purpose of the workshop and what we 

want to achieve at the end of it. 

The next presentation was about “National position paper” from the romanian 

correctional system presented by Mr. Radu-Constantin CIOLACU. He explained what 

competencies were identified into the project, what were the results of the analysis carried 

out in previous work packages.  

 

 Following the first part of “National position paper”, Mrs. Magdalena RADU 

presented the proposals for the recruitment, retention, and professional 

development of employees. We filtered the recommendations, and we tried to adapt 

the recommendations in the situations where adapt was needed.  

 

At the end of the workshop, Mr. Valentin-Dorin ZAHARIA thanked for the participation 

and involvement in the project, and invited them to answer the evaluation questionnaire 

of the workshop. 

 

4. Conclusions and proposals 
 

In the last part of the workshop, the participants had to filter and adapt the proposals for 

the recruitment, retention, and professional development of employees. 

The list drawn up by Timisoara Prison consists of the following proposals: 
 

- extending the 3-day period to 2 weeks for prospective employees to get an idea of 

what working in a prison entails before signing the employment contract; 

- introducing the employee motivation method; 



- the introduction of career counselling because this idea could be very beneficial for 

prison staff; 

- identification of ways of carrying out exchanges of experience inside or outside the 

country into the prison systems; 

- the participation of all staff members in leadership and communication courses; 

- team building activities and mode of action in case of operational incidents. 

 

The other recommendations, proposals made by the participants are in fact a 

complement to those presented by the project team. 

 

 

5. Workshop evaluation 
 

Results of evaluation questionnaires applied: 
 

At the end of the workshop each participant filled the evaluation questionnaire.  

The results are presented in next and chart: 

Workshop preparation: 
 

 

 

1. Was provided sufficient information before the seminar?

YES NO N/A

2. Was the working environment satisfactory?

YES NO N/A



The workshop: 

 

 

 

3.Did the seminar give adequate time for introductions and 
finding out the background of other participants?

YES NO N/A

4. How do you rate the time and duration of the seminar?

5 points 4 points 3 points 2 points 1 point

5. How clear and relevant were the participant's contributions?

5 points 4 points 3 points 2 points 1 point



 

 

 

 

6. Do you feel that there is a mutual understanding among the 
participants?

YES NO N/A

7. How do you rate the moderator's capacity to facilitate the 
session productively?

5 points 4 points 3 points 2 points 1 point

8. How confident are you with the importance of the identified 
recommendations?

5 points 4 points 3 points 2 points 1 point



 
 

 
 

11. Please feel free to add any feedback relevant to the organisers of the workshop or 

the project management team. 

- shaping approaches to legislative harmonization. 

 

12. What do you consider to be the main strength of this workshop? 

- free discussion, exchange of views, the interaction during the workshop;  

- participants from many different fields and institutions; 

- the organization of the workshop and the clarity of information; 

- “open” space in which some ideas were discussed; 

- the desire for change and the involvement of the project moderators; 

- the objectives of the project, the multidisciplinary nature of the fields from which the 

participants come; 

- the presence of career counsellors. 

 

9. How confident are you with the applicability of the identified 
recommendations?

5 points 4 points 3 points 2 points 1 point

10. Did the seminar workshop meet your expectations?

5 points 4 points 3 points 2 points 1 point



13. Where there any weak points? 

- sometimes the moderator could have intervened more; 

 

14. Can you see any problem areas for the project that should be tackled as soon as 

possible? 

- integration of the identified solutions into the current legal framework; 

- the fastest possible achievement of project objectives. 

 

Suggestions: 

 

15. Do you consider that the workshop should have covered other topics? If yes, which 

ones?. 

 

16.Do you have any suggestion for the future? 

- presentation, dissemination in other penitentiary units; 

- involvement of responsible N.P.A. staff; 

- organizing such workshops also on other occasions; 

- promoting the achievement of project objectives; 

- outsourcing of certain services can have a great long-term impact on the pressure felt 

by employees; 

- to make the event last longer in order to debate the issues more widely. 

 

6. Communication 
 

The workshop communication was in Romanian language. 

The moderator of the workshop was Mr. Valentin-Dorin ZAHARIA 

During the event, the members from Timisoara Prison project team Mr. Bogdan-Ionuț 

NICOLESCU and Mr. Radu-Constantin CIOLACU and Mrs. Magdalena RADU presented 

the next two Power Point materials: 
 

1. Project presentation and the objective of the workshop presented by 

Bogdan-Ionuț NICOLESCU 
 

 



 

 

 

 

 

 



 

 

 

 

 

 



 

 

 

 

 

 



 

 

 

 

 

 



 

 

 

 

 



 

 

1. National position paper presented by Radu-Constantin CIOLACU and 

Magdalena RADU. 

 

 

 



 
 

 

 

 

 
 

 

 



 

 
 

 

 

 

 

 
 



 
 

 

 
 

 

 

 

 



 

 
 

 

 

 
 

 

 



 

 
 

 

 
 

 



 
 

 

 
 



 
 

 

 

 
 

 

 

 



 
 

 

 

 
 

 

 

 



 
 

 

 

 
 

 

 



 
 

 

 

 
 

 

 



 
 

 

 
 

 

 



 
 

 

 

 
 

 

 

 



 
 

 

 

 

 
 

 

 



 

 
 

 

 

 
 



 
 

 

 

 
 

 

 



 
 

 

 
 

 

 

 



After the workshop for disemination of the event an announcement was published on 

Timisoara Prison Facebook page: 

 

 
 

7. Pictures 

 

 



 



 
 



8.Annexes 
 

Annex 1 – Agenda of the workshop 
 

 
 

 

 

 

 



Annex 2 – workshop evaluation questionnaire 
 

 



 



 



Annex 3 – Result of the activities 

 

Starting from the existing policy in place in the romanian correctional system and having 

in mind the identified competencies and needs, we formulated proposals for the 

recruitment, retention, and professional development of employees. 

 

Of the proposals made we considered the following two to be the most suitable: 

 

1. Career counselling in prisons 

We believe that employees in the correctional field need career counselling because work 

in the correctional field can lead to routine, and we can no longer find professional 

development opportunities in this field without the help of a specialist 

By carrying out this type of activity employees will be more oriented and supported 

whenever they find themselves in a professional impasse, or want to make a change, 

within the same institution 

The counseling activity would need to be coordinated at the level of the National Prison 

Administration and implemented in each penitentiary unit.  

 

We believe that this type of activity can be performed by a team consisting of: 

- staff psychologist in the unit; 

- professional training worker; 

- human resources worker (to have access to relevant data from the professional file or 

options for filling other vacancies); 

- career counselor (specialist outside the system). 

 

Carrying out this type of career counseling activity could be achieved by allocating a 

number of hours for each penitentiary unit and by providing in the annual budget the funds 

necessary to carry it out. 

 

The activity could be carried out by providing services, paid by the hour, of a career 

counselor, in order to carry out counseling activities with the staff of the penitentiary unit. 

 



 
 

2. Leadership and communication courses for all the staff members 

 

We think this type of proposal it’s appropriate for us because the staff should be 

developed and recognized as an "asset of value". 

We believe that it is necessary to introduce the leadership course within the penitentiary 

system, because within a penitentiary we find relationships of hierarchical subordination 

of all categories, and each staff member is in the position of making certain decisions or 

giving orders. 

 

The quality of leadership has always been linked to a number of outcomes in occupational 

health psychology: 

- positive outcomes such as psychological well-being and organizational safety climate; 



- negative outcomes including employee stress, cardiovascular disease, workplace 

incidents and negative health-related behaviors such as alcohol abuse. 

 

Within the penitentiaries and in most of the activities carried out by the penitentiary police, 

communication is also found. 

 

Whether it is activities carried out with persons deprived of their liberty, whether it is 

activities between staff members, it is all done through communication. 

 

Staff should regularly attend communication training in order to communicate as 

effectively as possible with both colleagues and inmates. 

 

Regular leadership and communication courses with correctional staff could be carried 

out by allocating a number of hours for each penitentiary unit and by providing in the 

annual budget the necessary funds to carry out this activity. 

 

At the moment, the correctional staff attend communication courses, but only those who 

are part of the operative sector, the staff working in the administrative sector do not attend 

such courses, and we think it is necessary because it is important to know how to 

communicate with all of us, not only with the inmates, but also with each other. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Annex 4 – Participants list 

 
 

No. Name and Surname Organization/Institution 

1 Marina Valdora SIMONETTI Buzias Educative Centre 

2 Adonia Daniela CREȚU Buzias Educative Centre 

3 Cristina Virginia COANCĂ Arad Penitentiary 

4 Mihai POPOVICI Arad Penitentiary 

5 Ioana Laura SABO Oradea Penitentiary 

6 Luana ALEXA Career Guidance and Counseling 

Center 

7 Andreea AMZA Career Guidance and Counseling 

Center 

8 George BUNESCU Career Guidance and Counseling 

Center 

9 Bianca Drămnescu Romanian Center for Penitentiary 

Studies 

10 Cosmin-Nicolae CĂLUGĂREANU National Trade Union of 

Penitentiary Policeman – Timisoara 

11 Marius-Alex GIUROIU I.P.A. 6 – Timiș Region 

12 Adrian-Ovidiu UGLEA I.P.A. 6 – Timiș Region 

13 Ionela CLIPICI Timiș County Police Inspectorate 
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Learning 
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17 Georgeta IONESCU Timișoara Penitentiary 
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Introduction 

IPS_Innovative Prison Systems, the responsible partner in organising the National Policy 

Workshop in Portugal, is accountable for producing and developing this report. 

The report derives from the Portuguese National Policy workshop that aimed to discuss, filter, 

and adapt recommendations to support the implementation of evidence into actions in terms 

of recruitment, retention, and professional development of employees in the Justice System. 

The workshop was held in the IPS_Innovative Prison Systems office on the 10th of October 2022, 

from 9h00 to 13h00, gathering 5 participants. 

It is important to mention that during the period when this activity was developed, the 

relationship between the Prison Guards, the National Union and the Portuguese Probational 

System was severely turbulent and unstable national-wise. This instability resulted in regular 

strikes, frequent riots, and insurgencies throughout the country. Therefore, despite the efforts 

made by the IPS team, the number of participants who took part in this event didn't reach the 

established threshold. 

The subsequent communications made throughout distinct news articles and TV news illustrate 

the complexity of the current Portuguese context: 

 

  

 

 

 

 

 

Image 1. Prison guards' strike adheres to 80%, says Union (according with – Observador jornal) 



 

 

 

 

 

 

 

 

 

 

 

More information on this issue can be accessed in appendix 1. 

 

 

  

Image 2. Prison guards schedule three-month strike in Carregueira prison, in Sintra (according with – CM jornal) 



 

 

 

Participants 

 This National Policy workshop brought together members of the following two 

prominent organisations: 

 

Representing the Portuguese Union of Prison Officers Heads, the main chief and a prison 

guard were present. 

Representing the General Directorate of Reintegration and Prison Services of the 

Portuguese Ministry of Justice, two prison guards and one prison facility Director were 

present. 

Signed attendance sheets can be found in Annexe 2. 

 

 

 

 

  

Organisation Nº of participants 

Portuguese Union of Prison Officers Heads (Associação Sindical de 

Chefias do Corpo da Guarda Prisional) 
2 

General Directorate of Reintegration and Prison Services of the 

Portuguese Ministry of Justice (Direção-Geral de Reinserção e 

Serviços Prisionais) 

3 



 

 

 

Main discussions 

The moderation of the workshop, including the welcome speech, was delivered by Inês de 

Castro, a clinical psychologist with a post-graduation in Psycho-Criminology who works at 

IPS_Innovative Prison Systems. After the welcome speech, all participants had the opportunity 

to present themselves and their professional backgrounds. The work session started with a brief 

description of the CCJ4C project and the career development process in the penitentiary system, 

followed by a presentation of the purpose of the workshop and main achievements.  

Then, the following topics were covered: 

• Existing policy in place (results of WP2) and the identified competencies and needs (results 

of WP3) to formulate proposals for employee recruitment, retention, and professional 

development. 

• Pinpoint suitable measures supported by evidence. 

• Discussion on recommendations that can strengthen the implementation of evidence into 

actions. 

At the end of the workshop, the moderator thanked the contribution and commitment of all 

participants and encouraged them to answer the evaluation questionnaire of the workshop 

(access the “Workshop Evaluation” part of this report). 

  



 

 

 

Recommendations 

The participants filtered and adapted the recommendations for the recruitment, retention, and 

professional development of employees, which comprehend the following: 

 

Recruitment 
 

• Recommendation nº 1 - Open vacancies on Technical Careers for operational technicians: 

The only current careers in the Portuguese prison context are Operational assistants, 

Technical assistants and Superior Technicians. As such, prison guards are expected to 

suspend their duties when required and provide support to tasks unrelated to their 

responsibilities. 

This new work position would culminate in a two-folded approach: 1. Train and teach 

inmates; and 2. Contribute to the maintenance of the institution. The proposal is 

considered critical in various sectors (namely computing, electricity, weaving, gardening, 

and cleaning) considered relevant, vital and urgent for the functioning of the prison 

facilities. 

 

• Recommendation nº 2 - Allow hiring internally: 

Open vacancies are the full responsibility of the General Directorate of Reintegration and 

Prison Services of the Portuguese Ministry of Justice. Therefore, Prison Directors are not 

allowed to open positions for working in the prison facility they are running and claim to 

struggle to address specific needs. 

 

• Recommendation nº 3 - Geographic assignment to prison facilities should be 

communicated when vacancies are opened: 

The hiring process doesn't specify the geographical location for each position, resulting in 

the employee only being assigned to a prison after the entire recruitment process. This 

contributes to the scarcity of human resources. As such, it is proposed that geographic 

assignment to the prison facility should be communicated when vacancies are opened. 

 

  



 

 

 

Retention 
 

• Recommendation nº 4 – Adjust wages according to the responsibilities of the work 

position 

It was agreed that prison workers' salary doesn't correspond to their responsibilities, 

resulting in a lack of motivation and unwillingness to work in prisons. 

 

• Recommendation nº 5 - Should be provided psychosocial support/assistance services to 

all employees 

Justice System employees are struggling with burnout, stress, security issues, and lack of 

leadership (data also supported by WP2 findings). Hence, it was agreed that it should be 

provided psychosocial support/assistance services to all employees. 

 

 

Professional Development 
 

• Recommendation nº 6 - Promote and implement continuous training in a transversal 

approach, taking place during labour hours (regardless of the position).  

It was discussed that, currently, it is not provided an actual implementation of continuous 

training in a transversal manner and during working hours regardless of the position 

(supported by WP2 findings in Portugal). Therefore, it is proposed to promote and 

implement continuous training in a transversal approach, taking place during labour hours 

(regardless of the position). 

 

• Recommendation nº 7 - Encouragement and promotion of meetings and debates at the 

local and national levels  

From the participants' perspective, there is no national culture of debate and knowledge 

sharing. So, to prevent the isolation of prison facilities, it is proposed to encourage and 

promote meetings, seminars, and debates at the local and national levels. 

  



 

 

 

Workshop Evaluation 
 

At the end of the workshop, all participants (5) and IPS team members, excluding the moderator 

(4), filled out the evaluation questionnaire, resulting in a total of 9 answers. The results are in 

the chart that follows: 

Workshop Preparation 

1. Was provided sufficient information before the workshop? 

Yes. No. N/A (not available). 

 

 

2. Was the working environment satisfactory? 

Yes. No. N/A (not available) 

 

 

 

 



 

 

 

The Workshop 

3. Did the workshop give adequate time for introductions and finding out the background of 

other participants? 

Yes. No. N/A (not available) 

*to note that 1 participant arrived 40 minutes late to the workshop. 

 

4. How do you rate the time and duration of the workshop? 

 
5. How clear and relevant were the participant's contributions? 

 

  



 

 

6. Do you feel that there is a mutual understanding among the participants?  

 

 

7. How do you rate the moderator's capacity to facilitate the session productively?  

  

8. How confident are you with the importance of the identified recommendations?  

 
 

 

 

 

 

 

 

 



 

 

9. How confident are you with the applicability of the identified recommendations?  

  
 
10. Did the workshop met your expectations?  

  

 

Additional Remarks  

 
Please feel free to add any feedback relevant to the organisers of the workshop or to the 

project management team.  

− To be repeated. 

− Excellent session and very satisfactory results in terms of convergence of points of view. 

− This type of debate needs more time and several sessions 

− I liked it very much! Very interesting session, with exceptional colleagues and moderator. Thank 

you!  

  
 



 

 

 
What do you consider to be the main strength of this workshop?  

− Information sharing 

− Creating platforms of understanding, joint search for solutions 

− Sharing 

− The participants in the session are very knowledgeable on the subject 

− Sharing of experiences 

− The questions asked and the brainstorming 

− The actuality and pertinence 

− 5 

− Open communication 

  
 
Were there any weak points?  

− No 

− Not much time 

− O 

− Not at all. 

− Short time 

− No, just being little time 

  
 
Can you see any problem areas for the project that should be tackled as soon as possible?  

− No 

− None 

− Progress and career redesign 



 

 

− Time, hours 

− Progression in correctional careers 

− No. 

− The enticement of careers in the prison system 

  
 
Suggestions / Doubts  
 
Do you consider that the workshop should have covered other topics? If yes, which ones?  

− Everything has been said 

− It should be more specific in the professional areas 

− No  

 
 
Do you have any suggestions for the future? 

− No 

− More time 

− More meetings of this kind 

− More debates and with top management 

− N 

− Hold more sessions like this one. 

− Future regular meetings 

− More meetings like these to keep communication active 

 



 

 

 

Conclusion 

The National Policy Workshop conducted in Portugal, despite not reaching the established 

threshold of participants, involved highly pertinent and relevant stakeholders, who significantly 

contributed to the discussion. This productive working session resulted in key recommendations 

for the recruitment, retention and professional development of criminal justice system 

employees. Participants are confident, and all agree with the recommendations proposed. 

The working environment was very positive, and communication was clear and pertinent. 

Overall, the feedback on the workshop was very positive (as corroborated in the evaluation 

questionnaire results).  



 

 

 

Appendixes 

Appendix 1. Situational context in Portugal during the implementation of this 

workshop 
 

https://observador.pt/2022/09/01/adesao-de-guardas-prisionais-a-greve-as-diligencias-com-
adesao-de-80-diz-sindicato/ 

https://www.noticiasaominuto.com/pais/2077588/ministra-diz-estar-consciente-das-
reivindicacoes-dos-guardas-prisionais 

https://www.cmjornal.pt/portugal/detalhe/guardas-prisionais-marcam-greve-de-tres-meses-
na-cadeia-da-carregueira-em-sintra 

https://www.jn.pt/justica/guardas-prisionais-marcam-greve-e-vigilia-para-setembro-
15040993.html 

https://www.noticiasaominuto.com/pais/2081575/sindicato-dos-guardas-prisionais-acusa-
direcao-de-violar-direito-a-greve 

https://www.rtp.pt/noticias/pais/greve-dos-guardas-prisionais-com-80-de-adesao-diz-
sindicato_a1430246 

  

https://observador.pt/2022/09/01/adesao-de-guardas-prisionais-a-greve-as-diligencias-com-adesao-de-80-diz-sindicato/
https://observador.pt/2022/09/01/adesao-de-guardas-prisionais-a-greve-as-diligencias-com-adesao-de-80-diz-sindicato/
https://www.noticiasaominuto.com/pais/2077588/ministra-diz-estar-consciente-das-reivindicacoes-dos-guardas-prisionais
https://www.noticiasaominuto.com/pais/2077588/ministra-diz-estar-consciente-das-reivindicacoes-dos-guardas-prisionais
https://www.cmjornal.pt/portugal/detalhe/guardas-prisionais-marcam-greve-de-tres-meses-na-cadeia-da-carregueira-em-sintra
https://www.cmjornal.pt/portugal/detalhe/guardas-prisionais-marcam-greve-de-tres-meses-na-cadeia-da-carregueira-em-sintra
https://www.jn.pt/justica/guardas-prisionais-marcam-greve-e-vigilia-para-setembro-15040993.html
https://www.jn.pt/justica/guardas-prisionais-marcam-greve-e-vigilia-para-setembro-15040993.html
https://www.noticiasaominuto.com/pais/2081575/sindicato-dos-guardas-prisionais-acusa-direcao-de-violar-direito-a-greve
https://www.noticiasaominuto.com/pais/2081575/sindicato-dos-guardas-prisionais-acusa-direcao-de-violar-direito-a-greve
https://www.rtp.pt/noticias/pais/greve-dos-guardas-prisionais-com-80-de-adesao-diz-sindicato_a1430246
https://www.rtp.pt/noticias/pais/greve-dos-guardas-prisionais-com-80-de-adesao-diz-sindicato_a1430246
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INTRODUCTION 

 

 

This report, produced by the staff of the CEIPES International Centre for the 
Promotion of Education and Development,  is an integral part of the workshop 

activity, carried out in the implementation of WP5 "Development of policy 
action recommendations based on the evidence built in the project for the 
development of a career guidance mechanisms in CCJ" , within the project 

“CCJ4C - European Career Counselling Guidelines 
for Staff Working in Criminal Correctional Justice System“  

(612883-EPP-1-2019-1-ROEPPKA3-PI FORWARD) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



   

 
 

 
 
 
 
 

PREPARATORY ACTIVITIES 
 
 

 
In order to carry out the workshop activity, CEIPES first of all drew up the 
National Position Paper, developed on the basis of the results obtained from 
previous wps and on the analysis of the current situation of the national 
penitentiary system.  
 
At the same time, CEIPES started to involve its national reference network, in 
order to create the group that would take part in the workshop, implementing 
the following activities:  
 
 

-  Analysis of the target group 
- Initial contacts with other entities spread in the country,outside 
the local context 
-  Sending invitation emails, including project description 
-  Preparation of the registration form 
-  Second contact with email recipients 
-  Sharing the activity agenda 

 
 
At first, the date chosen for the activity was 14th  October 2022, but due to 
institutional commitments of many participants, the activity was postponed to 
17th  October 2022, in order to facilitate the participation of all interested 
parties. 
 
 
 
 
 
 
 
 
 
 



   

 
 

 
 

 

WORKSHOP 
 
 
 
The workshop “Career Management in Corrective Justice: Necessary 
Challenges and Changes” took place on 17 October 2022 from 09.30 to 13.30 ( 
duration 4 hours ) - in online mode through the Microsoft Teams platform; the 
choice to carry out the online activity is due to the position held by the 
participants, in their field of work, which does not allow you to physically 
dedicate a whole day to activities such as object, as they must be easily available. 
 
Mariella Xavier, project manager of CEIPES was the moderator of the workshop, 
supported by Martina Bartolotti, assistant project manager at CEIPES. 
 
The workshop was divided as follow:  
 
1. Presentation of CEIPES and the project CCJ4C 
2. Presentation of the results of WP2 and WP3 
3. Presentation of the  National Position Paper, with contextual analysis of each 

chapter 
4. Open discussion 
5. Debriefing 
6. Closure 
 
 
 

PARTICIPANTS 
 
 
14 Participants attended the workshop ( 12 participants and 2 moderators):  
 

 Mariella Xavier – CEIPES 
 Martina Bartolotti – CEIPES 
 Aaron Giazzon –  coordinator of APAS ODV – voluntary association of the 

Trento Penitentiary;  
 Eleonora Onorato -  administration department of “Pagliarelli” 

Penitentiary of Palermo 
 



   

 
 

 Enza Cimino – Association  Un Nuovo Giorno ODV 
 Gioacchino Veneziano - assistant head coordinator of the penitentiary 

administration department;  
 Giovanna Longo - Director of Brindisi External Criminal Enforcement 

Office;  
 Giuseppe Rizzo – Head of the Penitentiary Police at “Pagliarelli” 

Penitentiary of Palermo;  
 Maria Luisa Malato – Director of the “Pagliarelli” Penitentiary of Palermo;  
 Marilena Lo Faro prison counselor in training;  
 Matilde Solla – penitentiary administration department:, 
 Nicola Mazzamuto  
 Pietro Borruto - prison counselor in training 
 Valentina Bruno prison counselor in training 

 
 
Although the number of 15 participants was to be reached, the same morning 3 
participants who had joined the event, could not attend, due to the occurrence 
of an unforeseen work - they are workers in the social service sector of the 
Ministry of Justice.  
 
In addition, Dr Bruno and Dr Lo Faro connected with Dr. Borruto - they are all 
executives in formation; the dr. Solla was in connection from the same computer 
of dr. Veneziano.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



   

 
 

 
 
  

DISCUSSION 
 
 
 
The participants' interventions did not follow the expected order of the agenda 
as, each point of the National Position Paper was the subject of discussion within 
the group. The moderator, in fact, let the group follow its flow, in the certainty 
that this would lead to a healthy confrontation between the parties and 
excellent points of reflection for the project.  
 
It has emerged, in fact, how strong it is from the side of the professionals of the 
prison system, the need to make their voice heard, especially with regard to a 
policy that, until now, has been very deaf to them.  
 
This highlighted the praise received from our project by the participants who, 
not only showed an active participation but above all a strong interest.  
The discussion took place in a healthy and democratic manner, with full respect 
for each participant, regardless of the job position. 
 
 
During the day, some participants had to interrupt the connection and then 
resume it later because of working urgencies, in particular the Director of the 
Penitentiary "Pagliarelli" of Palermo. 
 
At the end of the workshop, there was a desire from all the participants to be 
able to maintain the network created and receive constant updates on the 
development of the project.  
 
 
 
 
 
 
 
 
 
 
 
 



   

 
 

 
 

 

FINAL RECOMMENDATIONS 
 
 

 
The National Position Paper, proposed during the workshop, included two 
examples or good practices that could be included in the national context of 
reference or, in any case, represent a good starting point. In this case, the 
following were submitted: 
 
 

 The Norwegian Penitentiary System as Example of Career Management. 
 The current reform of the Italian Justice, on the management of careers 

in restorative justice. 
 
 
The discussion on these two points highlighted: 
 

- The difficulty of implementing concrete changes, due to the lack of 
generational change of staff - is accessed only through public competition 
but the ministry does not open the calls;  

- The educational aspect, although still far from desirable standards, is 
more attentive than in previous decades;  

- The physical safety of personnel is not taken into account by national 
legislation; 

- The restorative justice is certainly an excellent paradigm to be 
implemented, but it is not believed that this can only be achieved through 
reform; 

- In order to make the reform effective, it is necessary to rethink the 
recruitment system, in addition to contractual and economic recognition. 

 
From the above, the final recommendations are: 
 

- To start a process of rehabilitation of prison staff in order to be able to 
adapt the prisons in terms of technological equipment, essential for an 
effective and efficient performance of the required tasks;  

- To open competitions more frequently and provide for more places;  
 



   

 
 

 
 
 
 

- To improve the training aspect by including compulsory self defence 
courses; 

- To provide for the national collective bargaining agreement for officials 
and managers in the prison system; 

- to align the training paths of the various local contexts, with centralized 
programming, especially with regard to transversal skills 

 
 
 
 

EVALUATION 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 



   

 
 

 
 
 
 

 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 



   

 
 

 
 
 
 

 
 
 
 

 
 
 
 
 
 
 
 
 
 
 



   

 
 

 
 
 
 
 

 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 



   

 
 

 
 
 
 
 

 
 

 
 
 
 
 
 
 
 
 
 
 
 



   

 
 

 
QUESTIONS:  
 
 

- Sentiti libero di aggiungere qualsiasi feedback pertinente agli 

organizzatori del seminario o al team di gestione del progetto ( Please 

feel free to add any feedback relevant to the organisers of the seminar 

or the project management team)  

- La gestione è stata buona ed educata. I tempi sono stati difficili da 
gestire a causa dei ritardi dei partecipanti (non dovuti agli 
organizzatori). Management was good and polite. Times were 
difficult to manage due to delays of participants (not due to 
organizers). 

- ottima gestione. Good management 
- ottimo team e buona dialettica e preparazione Great team and good 

communication and preparation 
- è molto importante ciò che fate Your work is really important  

 
 

- Quale ritieni sia il punto di forza di questo seminario?( What do you 

consider to be the main strength of this seminar?)  

 

- Gli stimoli sui contributi dall'estero in merito all'argomento -  The 
stimuli on foreign contributions on the subject 

- affrontare un argomento del genere è già un punto di forza - 
addressing such a topic is already a strong point 

- il comune interesse nel portare avanti le rivendicazioni del settore - 
the common interest in pursuing the claims of the sector 

- le presentazioni sono state molto chiare ed esaustive -  the 
presentations were very clear and comprehensive 

-  l'organizzazione e la tematica the organization and the subject 
- lo spazio ampio concesso ai contributi dei partecipanti the space given 

to the participants’ contributions 
- il national position paper ha dato nuovi spunti su cui riflettere the 

national position paper gave new topics to reflect on 
- le moderatrici the modereators 



   

 
 

- L'organizzazione ed il gruppo di partecipanti the organization and the 
group of participants 

- -ottimo gruppo di partecipanti e ottime tematiche great group of 
participants and great subjecgts 

- Lo scopo è molto importante, ottime le presentazioni the aim is such 
important, good presentations 

- è stato presentato tutto in modo molto chiaro e chiunque ha avuto 
modo di poter  esprimere il proprio parere everything was clear and 
everyone got the chance to express his/her own idea 

 
 
 

- Ci sono stati punti deboli? ( Were there any weak points?) 

- No 
- I contributi dei partecipanti sono stati molto prolissi, oltre, a mio 

avviso, il necessario, con un tentativo di monopolio della discussione 
da parte di alcuni. -  The contributions of the participants have 
been very long-winded, as well as, in my opinion, the necessary, with 
an attempt to monopolize discussion by some. 

- probabilmente il raffronto con altre nazioni specialmente quelle dell'ex 
e scandinave non può essere interclato con la realtà carceraria italiana 
probably the comparison with other nations especially those of the 
former and Scandinavian cannot be intercepted with the Italian 
prison reality 

- una giornata intera sarebbe stata l'ideale It would have been better to 
have a whole-day workshop 

- poco tempo per un argomento così vasto  Not so much time for a such 
subject 

- alcuni hanno cercato di monopolizzare la conversazione some of the 
participants tried to monopolize the conversation 

- No 
- troppo poco tempo, meglio avere una giornata intera a disposizione 

Not so much time, better have a whole day  
- Il ritardo di alcuni partecipanti the delay of some participants 
- Sarebbe stato preferibile che si svolgesse in presenza it’d be better in 

presence 
 
 
 



   

 
 

- Ci sono aree problematiche da affrontare al più presto? ( Can you see 

any problem areas for the project that should be tackled as soon as 

possible?) 

- No 
- Sul tema argomento del seminario, mi sembra evidente che se la 

visione dei rappresentanti della polizia penitenziaria è concentrata 
sulla maggior tutela fisica dei propri componenti con mezzi di difesa. 
Dall'altra parte, le esperienze estere riportano una maggior efficacia 
del rapporto rieducativo in assenza di sistemi che evidenzino la 
differenza tra detenuti e personale. Ne emerge un'incongruenza tra il 
senso della pena e l'autotutela di una categoria, coinvolta nel processo 
rieducativo. On the subject of the seminar, it seems clear to me that if 
the vision of the representatives of the penitentiary police is focused 
on the greater physical protection of its members by means of 
defense. On the other hand, foreign experiences report a greater 
effectiveness of the rehabilitation relationship in the absence of 
systems that highlight the difference between prisoners and staff. 
The result is an inconsistency between the sense of punishment and 
the self-protection of a category involved in the rehabilitation 
process. 

- una riforma complessiva che parta propio dalla gestione del carcre in 
funzione ai reati - a comprehensive reform that starts from the 
management of the structure according to the offences  

- La sicurezza nelle carceri the security in the penitentiaries 
 
 
 

- Ritieni che il seminario dovrebbe riguardare altri argomenti? In caso 

affermativo, quali? ( Do you consider that the seminar should have 

covered other topics? If yes, which ones?) 

- No 
- Il rapporto tra dipendenti pubblici (polizia penitenziaria, 

amministratori del carcere) e Terzo settore professionale (cooperative, 
liberi professionisti). -  The relationship between civil servants 
(prison police, prison administrators) and third professional sector 
(cooperatives, freelancers). 

- la sicurezza nelle carceri the safety in the penitentiaries 



   

 
 

 
 
 

- si dovrebbe attenzionare maggiormente il ruolo della politica - the role 
of policy should be more enphasize 

- il ruolo dei sindacati - the role of trade unions 
- Un approfondimento sulla situazione contrattuale - A closer look at 

the contractual situation 
 
 

- Hai altri suggerimenti per il futuro? Do you have any suggestion for the 

future? 

No 
Sarebbe preferibile fare il seminario in presenza It would be preferable to do 
the seminar in the presence 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



   

 
 

 
 

ANNEXES 
 
 

INVITATION LETTER 
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