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THE PROPOSAL 

The purpose of this document is to formally present the Scottish Prison Service 

(SPS) proposal to transform prison operations; redefine Prison Officer practice; 

and develop the roles of the Prison Officer and First Line Manager (FLM) within 

the SPS, to become recognised justice professionals who are rewarded 

appropriately for their professional practice. 
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1. INTRODUCTION 

 
POPP is about recognising and rewarding Scottish Prison Officers, now and in the future.  
 
It is a programme of significant change for the SPS, enhancing the role of the Prison Officer and First Line Manager 
(FLM), so that they are recognised as justice professionals, who are rewarded appropriately for their professional 
practice. 
 
The following proposal has been jointly developed by the SPS and the Prison Officers Association Scotland (POA(S)) 
and contains four main components which will affect all Prison Officers: 
 

 An enhanced and expanded single-tier role (supported by Justice Managers and Custodial Security Officers); 

 A commitment to continuing professional development for all staff and the introduction of a new Higher Education 
Diploma;  

 Changes to working arrangements; 

 An enhanced pay and progression structure. 
 
POPP has been built on a recognition of the unique potential that Prison Officers have to change lives and help 
reduce reoffending. But it also recognises that current operational practices limit the ability of Officers to make the 
most of this potential. POPP proposes changes to ensure Officers have the time, skills and resource to do more of 
what they do best, and be recognised as professionals by wider society. 

Officers will benefit from greater recognition, professional influence and enhanced pay that better reflects the value 
and demands of this complex and challenging role. Ultimately, POPP is about Prison Officers being better equipped 
and supported to make a positive difference in their work.  

Through our staff, the SPS has a strong tradition of doing what’s right, and what’s effective – not just what’s easy. 
While there will naturally be challenges in implementing POPP, in partnership, we believe we have what it takes to 
rise to those challenges.  

It is a unique circumstance for Scottish Government, the SPS and POA(S) to align on a course of action to train, 
recognise and reward Scottish Prison Officers now, and in the future. This investment will ensure we are an 
organisation we can all be proud to work for, and means we are better equipped to achieve our mission, providing 
services that help to transform the lives of people in our care. 

 

 

 

 
                             
Colin McConnell Phil Fairlie 
Chief Executive, SPS Chair of POA(S) 
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2. CONTEXT 

 
2.1. The SPS has an exciting and challenging vision of ‘Helping to build a safer Scotland – Unlocking Potential – 

Transforming Lives’ and an ambition, by way of a highly-skilled, qualified and professionalised workforce, to 
unlock the potential of those in its care and to empower them to transform their lives. This is part of the route 
map of transformational change set out in the report of the SPS Organisational Review, published in 2013.  
 

2.2. This ambition is further reflected in Unlocking Our Potential – A Value Proposition (2016) which sets out the 
underpinning logic for transforming the role, skills and professionalism of Scotland’s Prison Officers, as justice 
professionals. Our goal is to contribute to improving justice outcomes, ultimately making Scotland safer through 
delivering our task of protecting the public and reducing reoffending. Central to delivering this ambition is the 
professionalisation of the role of the Prison Officer, through enhancing the quality of our initial induction 
training, introducing continuing professional development and embedding professional practice for all Prison 
Officers.  

 
2.3. POPP has developed the ideas originally proposed by the Shaping our Future initiative (SOF) in 2016. 

Significant work has been taken forward in partnership, to test the assumptions and options, in order to put 
forward an operationally viable package of accelerated change.  
 

2.4. The proposed package of change includes the POPP rostering principles and skylines, effective roster and 
deployment practice and an agreed resource envelope for each establishment. Detailed final rosters will be 
completed locally, in partnership, at each establishment, after acceptance of the POPP proposal and will be 
prepared in line with specified guidance and criteria. The delivery of the changes identified are crucial to 
realising the funds necessary for reinvestment in delivering the overall POPP programme. This includes 
reinvesting resources to support the new professional qualification, continuing professional development, and 
the pay enhancements appropriate to the expanded Prison Officer role. 
 

2.5. This proposal has been developed jointly in partnership between the SPS and POA(S), with a shared ambition 
for Prison Officer professionalisation and increased recognition for Prison Officers and their work, in helping 
to deliver a safer Scotland.  
 

2.6. This document supersedes the original POPP Scoping Document, issued for staff information in May 2017, 
and revises all information therein.  
 

2.7. The introduction of POPP will be supported by separate enabling work already underway to deliver a bespoke 
job evaluation scheme, founded on the principle of Job Families. The proposals set out in this document are 
dependent on collective agreement to the new job evaluation scheme. 

  

http://www.sps.gov.uk/nmsruntime/saveasdialog.aspx?fileName=Organisational_Review_-_Unlocking_Potential%2c_Transforming_Lives2198_1316.pdf
http://www.sps.gov.uk/nmsruntime/saveasdialog.aspx?fileName=SPS+Value+Proposition+20164734_2209.pdf
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3. THE PROPOSAL 
 

3.1. The proposal has been founded on the clear understanding, as set out in the POPP Enabling Agreement, that 
the professionalisation and reform of the Prison Officer role could only be achieved through a programme of 
efficiency work to enable reinvestment in the professionalisation of front line services. The SPS has not been 
allocated additional resource to fund the restructuring and associated changes to professional practice. 
However POPP has identified efficiencies that can both support the changes and the costs associated with 
the acceleration and implementation of the revised role of Prison Officer. The proposal, as presented, has 
therefore been fully tested for both affordability and operational viability, and represents the best option to 
deliver all the benefits identified, over time.  

 
3.2. The package of changes presented for professionalising the role of the Prison Officer and the FLM, is multi-

faceted and centres on creating the operational capacity and professional capability to maximise opportunities 
for Prison Officers to positively engage and deliver high-impact, constructive relationships and activities with 
those in our care.  

 
3.3. The key elements of the proposed package of change are: 

 
A. Introduction of the Dynamic Day, new work patterns based on Establishment Skylines and revised staff 

attendance patterns. This includes criteria that must be complied with (i.e. POPP Board-approved 
Establishment positions) which comprise skylines, agreed start/finish times, meal breaks, and revised 
complements/Full Time Equivalent (FTE) resource levels for each prison; The adoption of POPP principles 
into roster practice and implementation of rosters in accordance with agreed criteria, including any 
exceptions agreed by the POPP Board. Blueprint rosters have been developed nationally, but final detailed 
rosters will be developed locally within agreed criteria and will be nationally assured. The agreed criteria 
are: 

 

 To consider agreed flexible working patterns/non-standard working arrangements and facilitate where 
possible. 

 To incorporate any material changes in posts formally agreed through Operations Directorate and 
ratified by the SPS Workforce Planning Management Group. 

 To facilitate any process or agreement to manage the transition process through to full implementation. 

 To incorporate any agreed material changes in leave or variable allocation. 

 To implement any changes agreed locally in partnership that have been sanctioned through the 
Operations Directorate assurance process. 
 

B. Enhancing of the current band C+ and D+ Prison Officer roles with an expanded single-tier Prison Officer 
role, with increased responsibility for support and development of those in their care and responsibility for 
their own professional practice as justice professionals.  

C. Reinvestment of efficiencies to support professional development and qualifications.  
D. New pay arrangements to facilitate the single tier structure.  
E. Introduction and deployment of the new role of Custodial Security Officer. 
F. The evolution of the FLM to an enhanced Justice Manager role.  
G. Introduction of a Prison Officer Career Development Pathway and pay progression linked to 

professionalisation. 
H. All Prison Officers and Justice Managers required to actively engage in support and supervision and 

reflective practice and undertake Continuing Professional Development (CPD) and any necessary 
upskilling, and to evidence this through the staff performance management process.  

I. Implementation of a defined set of Quality Statements that provide a foundation document for future 
professional standards, which all Prison Officers will be required to personally demonstrate and evidence 
their competence and professional practice against.  

J. A requirement for all Prison Officers recruited after 2020 to successfully complete a Higher Education 
Diploma (referred to as “the Diploma” in the rest of this document) over an agreed timeframe, under agreed 
transitional arrangements.  

K. Realignment of the training variable, redesigned into ‘Core to Role’ management-directed training and 
additional CPD, as required by the business. 

L. Training and development for Justice Managers to lead and support the implementation of POPP including: 
support and supervision; operationalising new policy and transitional arrangements; and rostering and 
deployment of Prison Officers as justice professionals.  
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THE ENHANCED SINGLE-TIER OPERATING STRUCTURE 

3.4. The proposed role of Prison Officer is predicated on a single-tier operating structure which will amalgamate 
the current C+ and D+ band Prison Officers into an enhanced Prison Officer role. Some of the security tasks 
currently undertaken by band C+ Officers will be separated out and assigned to a new role of Custodial Security 
Officer, which will release capacity for Prison Officers to maximise positive engagement opportunities with 
those in the custody and care of the SPS.  

 
3.5. The key features of the single-tier operating structure are described below. 

 

Key Features of the Single-Tier Operating Structure: 

 Prison Officers will deliver the full requirements of the role as informed by the Quality Statements, 
allowing them to be deployed anywhere in the Prison. Prison Officers will not be restricted by 
functional area or current grade boundaries meaning existing distinctions between Operations and 
Residential functions will become obsolete. This will also eliminate inefficiencies due to demarcation 
of role.  

 All Prison Officers will have case management responsibilities; further detail is attached to paragraph 
3.13 of this Proposal.  

 Prison Officers will be deployed and paid commensurate with their progress through the Career 
Development Pathway. Progression through the pathway will be incremental, and automatic, subject 
to evidence of professional practice. 

 Mixed experience within teams will allow for newly recruited Prison Officers, or those that are less 
confident in role, to be directly supported by experienced Officers. Practising Prison Officers will act 
as role models and will be active in leading and mentoring Officers in the stages one and two of the 
career pathway. This will also allow skills and knowledge to be easily shared helping to create a 
learning culture throughout the organisation. 

 Targeted deployment will assist in providing appropriate, individual learning and development 
opportunities. It will help enable Prison Officers to gain competence by undertaking roles aligned with 
the professional standards that will be derived from Quality Statements and/or modules of the 
Diploma. 

 A highly skilled workforce with all Prison Officers engaged in professional practice delivering high-
quality, high-impact work, helping individuals on their journey to successful reintegration within the 
community. 

 
Quality Statements 

3.6. Quality Statements that reflect the challenging, complex and dynamic nature of the proposed role of a Prison 
Officer. They provide the foundation document from which the professional standards for Prison Officers will 
be defined, and which Prison Officers will be expected to evidence in order to effect transformational change 
and deliver positive outcomes.  
 

3.7. The Quality Statements have been designed to reflect progression through the career development pathway. 
The professional standards that are derived from the Quality Statements will form an integral part of the staff 
performance management process for Prison Officers and Justice Managers, and provide the basis against 
which to evidence professional practice. 

 

Role of the Prison Officer  

3.8. In order to respond to the changing needs and demands placed on prison services, Prison Officers need to 
have the professional knowledge, skills and flexibility to take a person-centred approach within a complex 
environment, with the capacity and capability to collaborate effectively with a diverse mix of professional 
partners and stakeholders.  
 

3.9. Prison Officers will be required to effectively balance a person-centred, asset-based approach with the 
continued need to ensure safety and security for those in the care of the SPS. The concept of using every 
interaction as an opportunity to positively influence change and promote agency will include optimising 
opportunities to develop and support motivation and hope, build resilience, self-esteem and self-sufficiency.  
 

3.10. The key requirements of the proposed Prison Officer role are described below. Further detail is provided in the 
underpinning Quality Statements and the Prison Officer Job Description and Role Profile. 
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THE ENHANCED SINGLE-TIER OPERATING STRUCTURE contd. 

 

Prison Officers will: 

 Be professional, appropriately skilled and equipped with the right tools and techniques to support 
individual positive change and undertake CPD. 

 Be able to operate as part of a multi-disciplinary team both within the prison and the community.  

 Be skilled in motivational techniques including interviewing, challenging and engaging those in our care 
in a way that involves and builds agency, self-esteem and achievement. 

 Have the knowledge and skills to support those in our care in planning and making decisions about 
taking opportunities and improving life chances. 

 Have the capacity to identify strengths and assets as well as risk factors. They will co-develop clear 
plans with those in our care. 

 

3.11. The role of Personal Officer is currently only carried out by Residential Officers who are not always best placed 
to manage individuals with specific needs or at specific times. In addition, Operations Officers often spend a 
considerable amount of time with individuals building positive and professional relationships. However, the 
SPS does not currently capitalise on this by involving this staff group in the direct case management of 
individuals. 
 

3.12. In the future, all Prison Officers will be required to contribute to the case management of individuals in order 
to co-produce meaningful support plans and work with individuals to help them achieve identified personal 
goals, aimed at improving personal and social development.  

 
3.13. The range and complexity of roles that a Prison Officer will be required to fulfil will expand. This will require 

development and upskilling of all Prison Officers, and a change in how staff are deployed throughout the prison 
in order to maximise opportunities for every Prison Officer to directly contribute towards influencing, changing 
and protecting the lives of those in the care of the SPS. 

 

Prison Officers: Case Management Responsibilities 
 
Through a more comprehensive approach to case management practice, all Prison Officers will undertake 
one-to-one engagement with individuals in order to contribute to, or co-produce, meaningful support plans 
aimed at helping individuals achieve their identified personal goals. All Officers will provide direct and 
indirect support in order to help build and maintain motivation, build self-agency and help individuals plan 
and prepare for their release. They will provide the key linkage to support services both within custody 
and the community advocating on behalf of individuals, ensuring appropriate supports, resources and 
opportunities are available at the right time. While not all Prison Officers will directly manage an 
individual’s case, all staff will have a responsibility to support individuals in custody with welfare and 
wellbeing issues, challenging and motivating them to engage in interventions, activities and services 
aimed at addressing their needs and developing their potential.   

 
Role of the Custodial Security Officer 

3.14 Custodial Security Officers (CSOs) will be appropriately trained for their duties but will not be embarking on 

the same career pathway as Prison Officers. They will work as part of a dedicated team with responsibility to 

help maintain security in the custodial environment and contribute to the safety and security of those who live 

and work in the care of the SPS. Staff in this role will work collaboratively with all prison staff, providing a range 

of essential security and transactional services to the prison by interacting effectively and efficiently with staff 

and visitors. Duties will include: 

 

 Providing support to the prison via the secure control of: all visitors, contractors and staff in and out of the 
prison; escort vehicles; and contractors within the establishment. 

 Patrolling the perimeter and grounds of the prison. 

 Working in the control room (ECR) and front of house.  
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THE ENHANCED SINGLE-TIER OPERATING STRUCTURE contd. 

 

3.15 There may be opportunities for CSOs to make an internal application to become a Prison Officer, through a 

supported development route. This opportunity fits with the SPS’ ambition to maintain the diversity of our 

workforce and ensure routes into the profession remain accessible. 

 
Role of the Justice Manager 

 
3.16 The role of Justice Manager will be pivotal in providing this support on an individual and collective basis to 

Prison Officers and have a key role in embedding and regulating professional practice. The Justice Manager 
will have particular responsibilities in leading, coaching and facilitating reflective practice with Prison Officers. 
Justice Managers will maximise the flexibility of the single-tier Prison Officer structure, empowering Officers in 
their decision-making and ensuring they exercise professional judgement and develop in accordance with the 
career pathway.  

 
3.17 Justice Managers will be required to develop and evidence their own professional practice in accordance with 

the relevant professional standards that will be derived from the Quality Statements and maintain their own 
CPD.  

 
3.18 Strong leadership will be essential in order to achieve sustainable change and performance. Therefore, it is 

imperative that all Justice Managers take responsibility for leadership by developing their own professional 
practice. Justice Managers can expect to be supported in their enhanced role with suitable training and support 
from senior management, in leading and managing change. 

 
3.19 Justice Managers will be required to be flexible, able to manage and drive change locally and work comfortably 

in a range of settings that may be more integrated with the community than is presently the case.  

 
3.20 In future, a key role of the Justice Managers will be the development of their staff, providing support and 

professional supervision. A number of tasks currently undertaken by FLMs will be delegated to stage three 
Prison Officers, giving them more autonomy and empowering them to make informed decisions in the 
management of those in their care. This will create time and space for Justice Managers to have more impact 
in their working day, with an emphasis on providing support and supervision, and improving professional 
practice across the establishment. 
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WORKING ARRANGEMENTS 

 
3.21 The Dynamic Day has been designed to create optimum professional practice time for Prison Officers, whilst 

acknowledging the critical daily tasks that also have to be completed. The design of the Dynamic Day is built 
around the following principles:  

 

 

 
3.22 All reasonable effort will be made to try and accommodate current flexible working arrangements within new 

rosters.  
 

3.23 It is not anticipated permanent night working will normally be feasible in future, as this will not enable Prison 
Officers to fulfil all aspects of the single-tier Prison Officer role and retain professional competence. 

 
3.24 It is recognised that some current Operations Officers will not want to assimilate into the enhanced role of a 

Prison Officer. Therefore, as a transitional arrangement, band C+ Officers may elect to ‘park’ (i.e. remain at 
band C+) and will be deployed commensurate with their existing grade/role, to support operational delivery. 
This will include undertaking current Operational Officer duties. Officers wishing to park must complete an 
application by an agreed date post-ballot, otherwise they will automatically assimilate the enhanced role. Work 
patterns for those Officers who elect to park will be determined in the normal way, to meet business need, 
once the number of Officers wishing to park has been identified.  

 
3.25 Although closed to any new applications after the agreed date post-ballot, this ‘parked’ role will remain a live 

grade for a five year period, before it is reviewed, and will continue to attract pay awards during this period. 
Any current band C+ Officer electing to park will be eligible to progress to the salary level equivalent to the top 
of the current band C+, as revised. 

 
3.26 Those staff who initially elect to park can choose to assimilate to the enhanced Prison Officer role at a later 

date, without the requirement of a formal promotion process, providing there is a vacancy and ensuring, on 
appointment, that they engage in any necessary training, and commit to evidencing their CPD and full delivery 
against the professional standards that will be derived from the Quality Statements. 

 

  

 Standardisation of regime/activity periods including duration e.g. exercise periods, meal times 
across all Prisons, where practicable to do so.  

 Development of corporate operating times - normally within 07.00-20.30 Monday to Friday and 
08.30-17.30 at the weekend. It is recognised there may need to be some, limited, variations to the 
standard core times. Any changes will have been authorised through the agreed change request 
procedure. 

 Staffing Levels - whilst reducing overall establishment complements across the Service the number 
of agreed and baselined front-line posts and Officers on duty within each area remains the same.  

 Establishment regime plans have been redeveloped in order to ensure high-impact activity with 
measurable outputs and the proposals have been assessed as operationally viable. 

 Cross deployment – in order to maximise the opportunities for those in our care, staff may be 
deployed on a cross functional basis to further enhance relationships and improve outcomes for 
those in custody.  

 Establishment scheduled activity will be standardised to 5 days per week for engagement with those 
in our care. 

 Dedicated professional practice time will be created for Prison Officers to support one-to-one 
engagement with those in our care. 
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CONTINUING PROFESSIONAL DEVELOPMENT (CPD)  

3.27 Prison Officers have always been subject to CPD – learning on the job and undertaking new training as 
required by the changing demands of their role – but POPP proposes to formalise this and ensure it is 
appropriately recognised. The SPS and POA(S) are committed to ensuring opportunities for CPD for Prison 
Officers are driven by the defined justice professional career pathway, with identifiable development routes 
between areas of the business and other job families, meaning staff can understand what they need to do to 
develop and progress within the SPS.  

 
3.28 CPD covers a broad range of activities, but what is crucial is that the outcomes of learning are as important as 

any outputs. For example, the practical test taken at the end of Control and Restraint (C&R) training (an output) 
is important, as it evidences competency to perform C&R, but just as important is the evidence of putting 
learning into practice in role. 

 
3.29 In order to support compulsory to role training requirements and create time for CPD, the current training 

variable has been redesigned:  
 

 All 5 days training variable will be rostered; comprising 

 Three days ‘core to role’ training variable rostered per annum; 

 Two days ‘Corporately Commissioned CPD’ variable rostered per annum. 

 
3.30 In this proposal, there are some key changes to the development of Prison Officers and Justice Managers and 

new demands on professional practice: 
 

 A three stage career development pathway for Prison Officers; 

 Regular performance management expectations aligned to the professional standards that will be 
derived from the Quality Statements; 

 A commitment to undertaking and recording CPD from all Prison Officers and Justice Managers; 

 Professional certification of Prison Officers; 

 Embedding professional practices such as Reflection and Support and Supervision; 

 The introduction of a new Higher Education Diploma for newly recruited Officers. 
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CONTINUING PROFESSIONAL DEVELOPMENT (CPD) contd. 

 
Higher Education Diploma 

3.31 Professional practice is a body of staff owning and demonstrating the right skills, behaviours and knowledge 
in their professional setting, to ensure ongoing improvement of their service and to realise positive impacts for 
those they serve or support. For staff joining an organisation, it is usually underpinned by a professional 
qualification, which gives staff a solid base on which to build their expertise and experience. For the SPS, this 
qualification will be a Higher Education Diploma. 

 
3.32 The Diploma equates to the first two years of a degree programme. The purpose of most professional 

qualifications is to prepare an individual to work in a particular field and the Diploma for Prison Officers is 
particularly well designed to enable that. This is because over 60% of the programme comprises ‘on-the-job’ 
learning, where newly recruited Officers will benefit from the expertise and support of more experienced 
colleagues.  

 
3.33 The Diploma will be commissioned and delivered in partnership with a college or university, meaning staff will 

access a bespoke opportunity that is on par with the level of investment made in staff in comparable 
professions, and will graduate with a certificate from our accrediting partner. The programme is modular, 
covering the following areas of study: 

 Developing a Professional Identity 

 Professional Ethics and Values 

 Foundation Prison Practice 

 Collaborative Working 

 Health and Wellbeing 

 Criminology 

 Criminal Justice and Penology 

 Engaging with People in Custody: Case Management 

 Operationalising Desistance 

 Behavioural Change and Risk Management 

 Human Rights, Law and Prisons 
 

A final module will be the portfolio presentation, leading to graduation and the award of the Diploma. 

 
3.34 This approach means that certain modules will run as short courses for existing staff, where it is a necessary 

part of their CPD. All Prison Officers must undertake Diploma modules where their role requires it. New Prison 
Officers joining the organisation after 2020 will undertake all modules in an agreed order, over four years. This 
ensures that all staff are working towards a professional qualification, whilst recognising existing experience 
and expertise. 
 

3.35 By introducing the Diploma, the SPS will be increasing its entry standards for Prison Officers from Level 4/5 
(Standard Grade) to Level 6 (Higher Grade) on the Scottish Credit and Qualification Framework (SCQF). 
Equivalent or comparable work/life experience will still be considered. 

 
3.36 Backfill arrangements will be managed via a combination of FTE and centrally-controlled ex-gratia, which will 

provide an appropriate level of assurance in terms of delivery and a more efficient use of available staffing 
resource. Allocation of FTE to establishments will be based on projected staffing turnover data. The utilisation 
of centrally-controlled ex-gratia will manage any peaks in demand and where FTE backfill is not operationally 
practical, which may be the case for smaller establishments. The backfill complement will be recorded in the 
establishment’s Complement Reckoner to ensure efficient and effective use of resources and to ensure the 
business continues to prioritise the resource for the delivery of the Diploma - all Diploma backfill resource will 
be ring-fenced for Diploma delivery only.  

 
3.37 Managing and rostering this backfill resource at establishments will be achieved by developing separate 

satellite rosters, outwith the main rosters. This will enable the groups to flex to the requirements of the 
establishment. The rosters will be populated with a generic variable shift pattern aligned to the establishment 
shifts that allows the staff within the roster to achieve required contracted hours, accommodate leave and 
training, and cover the required posts. 
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CONTINUING PROFESSIONAL DEVELOPMENT (CPD) contd. 
 

3.38 For the first 10 weeks of training, newly recruited Officers will not be on the complement of establishments, but 
will be covered by a central complement. 
 

Professional Certification of Prison Officers 

3.39 Prison Officers have always been subject to training and development requirements and expectations set by 
the business, from initial induction (currently known as the Officer Foundation Programme) through to refresher 
training in critical skills such as Control and Restraint. In addition to this, Prison Officers routinely undergo new 
training as policies are updated, legislation changes, and as new challenges emerge in custodial settings. 
POPP is an opportunity for us to draw this professional development together, in one place, for the purposes 
of recognition, career development and assurance, which we will refer to in future as a professional certification. 

 
3.40 The certification of Prison Officers will provide assurance, at an individual level, of an Officer’s competency 

and ensures their professional standing amongst their peer group and partner organisations. Some elements 
of the internal certification process will be familiar to existing staff, others will be new. Securing and maintaining 
certification will be subject to a Prison Officer: 

 Completing a specified induction training and probationary period; 

 Completing any specialist training determined by factors such as the population group they work with, or 
defined by secondary duties, such as Operational Support Team (OST); 

 Engaging with recognised professional practices, such as reflection – the ability to reflect on their response 
to situations and events, in real time and after the fact, to ensure learning from all experiences, whether 
positive or negative; 

 Positively participating in support and supervision – a regular discussion between Prison Officers and their 
FLM, which will focus on developing individual capacity for outcome-focused, person-centred decision-
making; 

 Evidencing their continuing professional development – a log, maintained by each Prison Officer, to 
demonstrate the outcomes of their learning, both formal and informal; 

 Evidencing a minimum of 10 examples of professional practice in relation to case management annually, 
either directly through management of a case load, or indirectly, through contributing to the case 
management of one or more individuals; 

 Maintaining good conduct. 
 
3.41 All of the above will form part of a regular performance management process. It is recognised some Prison 

Officers will need support to transition into the enhanced Prison Officer role and it will take some time to fully 
embed new ways of working. It is proposed that all Prison Officers will be certificated on launch of the new 
arrangements and subject to achieving the requirements specified above, will be recertificated on an annual 
basis. Ultimately Prison Officers who, after all reasonable support and assistance, are unable to maintain 
certification, will be subject to performance management. This may happen at any time within the certification 
cycle. 
 

Embedding Professional Practice 

3.42 Reflection is a professional practice that should be embedded in the everyday work of a prison. Staff routinely 
reflect and think back to why things have happened, but it’s only by examining these thoughts, often by writing 
them down or discussing them, that they learn from events and experiences. 

 
3.43 Discussing reflections with others brings together differing experiences, which can help generate new ideas. 

As a result of reflective practice, staff should find themselves more able to positively change their actions, 
attitude and behaviours, helping themselves and others to perform better in role. All Prison Officers and Justice 
Managers will be expected to undertake reflective practice as part of their ongoing CPD. 

 
3.44 Lots of recognised professions use the practice of support and supervision to inform development, and to 

ensure that decision-making is centred on the needs of for the service user. In future, all Prison Officers and 
Justice Managers must fully and positively participate in support and supervision sessions.  

 
3.45 Within the SPS, support and supervision has the potential to positively influence the care that people receive 

whilst in custody and holds the key to modernising the SPS systems of staff management – supporting Prison 
Officers to exercise professional judgement and autonomy, and to have more opportunity to influence their 
professional development. 
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CONTINUING PROFESSIONAL DEVELOPMENT (CPD) contd. 

3.46 All Justice Managers must complete new training in support and supervision to develop knowledge and 
experience of supporting and managing Prison Officers in each stage of their development pathway, with 
increasingly less supervision provided as Officers progress. Justice Managers will be trained to: further develop 
their active listening skills; foster and support a person-centred approach in the decision-making of others; 
promote self- and group-reflection; undertake effective questioning and appropriately challenge the thinking of 
others where needed. 

 
3.47 Before completing the new support and supervision training, all Justice Managers must have first completed 

the existing FLM module on Coaching and Mentoring. 

 
Undertaking and Recording CPD 

3.48 Examples of CPD activities might include: 
 

 Courses, events, seminars or conferences 

 Writing reports, articles or papers 

 E-Learning (including online videos such as TED Talks) 

 Learning by ‘doing’ 

 Discussions with colleagues/meetings, debriefings and involvement in wider work  
(e.g. being a representative on a committee/working group) 

 Shadowing someone in another role, secondments or job rotation 

 Project Work, involvement in a professional body, specialist interest group or other groups 

 Organising events and giving presentations at conferences 

 Maintaining or developing specialised skills , reading books, case studies, journals or articles 

 Coaching or mentoring 

 Reflective Practice  
 

3.49 Prison Officers will be required to evidence the outputs and outcomes of these activities as part of the staff 
performance management process. Examples of CPD evidence might include: 

 

 Course assignments, certificates, course information or training materials 

 Self-reflective statements and case studies 

 Policies or position statements  

 Reports, action plans or presentations  

 Testimonies from others, feedback from stakeholders/service users or colleagues 
 

3.50 Prison Officers will be responsible for ensuring they evidence a range of learning that shows the required 
commitment to CPD, and provide relevant evidence where impact has been achieved.  
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PAY AND PROGRESSION  

Career Development Pathway 

3.51 The Career Development Pathway has been designed to reflect the journey of professionalisation for the Prison 
Officer. In future, a Prison Officer will progress from appointment, through three stages of career development. 
The Pathway reflects that as Prison Officers develop their expertise and competence, the range and complexity 
of duties and responsibilities will increase.  
 

3.52 The three stages of the pathway are linked to pay and progression. They will be incremental and dependent 
on Prison Officers maintaining the required professional certification. This will be achieved through positive 
engagement in reflective practice, support and supervision sessions, maintaining and evidencing their CPD, 
and further evidencing their professional practice against the professional standards that will be derived from 
the Quality Statements.  

 
3.53 At the end of two years, and subject to completion of the required Diploma modules, newly appointed Prison 

Officers will then progress into stage two of the pathway before moving into the third stage at the end of year 
four. Officers will not be permitted to jump or leapfrog a stage.  

 
3.54 To reiterate, every Officer will be required to progress through the career pathway and become fully competent 

Prison Officers, evidencing their professional practice and maintaining their professional certification. 

 

PAY AND PROGRESSION contd. 
 
3.55 All new Prison Officers appointed after 2020 will be required to achieve the Diploma within a designated period 

of time. The Diploma will replace the Officer Foundation Programme for all new Officers from this date. 

 
3.56 Prison Officer pay will be dependent on where an Officer is on the career pathway. The proposed pay scale 

for the enhanced Prison Officer roles will be set out in a separate document prior to ballot. 
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4. OVERVIEW OF BENEFITS FOR NEWLY RECRUITED AND 
EXISTING PRISON OFFICERS 

 
POPP will enhance the Prison Officer and FLM roles in a way that gives Officers the recognition they’ve long sought. 
It is a programme of change that will give our staff the capability and capacity to have greater influence in their work, 
with increased opportunity to undertake the most interesting, satisfying, and rewarding parts of the job. POPP will 
also mean that pay will more appropriately reflect the value and demands of these increasingly complex frontline 
roles. To summarise: 
 

 A Single-Tier Role 
The creation of an enhanced Prison Officer role, within an empowered single tier, with capability and capacity to 
engage those in custody more purposefully and to greater effect. A new supporting Custodial Security Officer 
role within a distinct job family, will enable Prison Officers to maximise engagement activity with those within their 
care. The role of the Justice Manager will be freed up to support the development of others and lead on 
professional practice. 

 

 Career Development Pathway aligned to Enhanced Pay 
A structured career development pathway for all Prison Officers, which will enable automatic progression, 
against clear expectations of professional practice and CPD. 

 

 Professional Qualification 
A bespoke professional qualification is the hallmark of any profession and is critical to ensuring Prison Officers 
are recognised for the contribution they make to criminal and social justice. The professional qualification and 
recognised training and upskilling for existing staff will: 

 

- Increase professional recognition for Prison Officers across the justice community; 
- Promote career flexibility and enhance employability; 
- Improve potential lifetime earnings; 
- Explicitly align the Prison Officer role to SPS values, behaviours, knowledge and skills requirements; 
- Provide learning, skills and practice that support a person-centred approach. 
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5. IMPLEMENTATION 
 

5.1 Subject to collective agreement via ballot, the aim is that the terms of this proposal go live from April 2019. 

 
5.2 Once the proposal has been agreed, transition preparations will begin immediately in full partnership with the 

POA(S). This will include: 

 

 Identifying which band C+ Officers wish to park 

 Finalisation of local roster arrangements within defined parameters 

 Considering how current flexible working arrangements may be best accommodated within new rosters 

 Rostering and deployment of surplus staff 

 Upskilling of FLMs to take on the enhanced Justice Manager role  

 Embedding the enhanced Prison Officer role 

 Embedding professionalisation, supported by necessary learning and development 

 Engaging positively in agreeing amendments to wider policies and practices that support the 
implementation and embedding of POPP in the longer term 

 

 
 


