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[bookmark: _Toc215566881]Introduction
On 25 September 2025, Community Justice Scotland’s Engagement for Improvement team hosted an on-line facilitated workshop titled, “Employability Pathways from Prison”.  

The workshop was split into 3 sessions; “Identifying available assets and resources”, “Defining and refining known difficulties and barriers” and “exploring how assets can be better deployed to address difficulties and barriers”.  The format included presentation inputs from practitioners, partner agencies and experts by experience, and included ‘unconference’ style opportunities for participants to generate topics, themes and questions for exploration, and to identify key learning points and observations. Throughout the session, participants also contributed written observations, comments and engaged in discussion with each other via the ‘Chat’ function in MS Teams.

This report summarises the key points from the presenter inputs, participant questions, answers, discussion and practice sharing. The report uses a mix of paraphrasing and direct quotation as appropriate, including unattributed quotations from participants in the Chat. The views and opinions expressed in this report are those of the presenters and participants and are not necessarily those held by CJS.

The event was supported by Scottish Government and Scottish Prison Service colleagues and the following contributors should be highlighted for enabling well informed discussions among over 200 delegates:

Jennifer Quinn – Scottish Government
Fiona Armstrong – Scottish Prison Service
Alistair Kerr – People Plus
Andrew Corrigan – Scottish Government
Lynn Campbell – Department for Work and Pensions
Emma Aeppli – East Renfrewshire Council
Tony Shemwell – Upside
Sandra Cheyne – Skills Development Scotland
Eppie Sprung – Next Chapter Scotland
Shumela Ahmed – Resilience Learning Partnership
Angela Taylor – ABZ Works 
Emma Wilson – Apex Scotland
Katy Doolan – Only a Pavement Away 
Mark Phillips – Access to Industry
Richard Thomson – Community Justice Scotland 
Rose McConnachie – Community Justice Scotland
Freya Brock – Community Justice Scotland
Laura Hoskins – Community Justice Scotland
Chris Read – Community Justice Scotland


[bookmark: _Toc215566882]Event summary
The event explored how employability pathways can support individuals leaving prison. It brought together stakeholders from across a complex and at times disjointed ecosystem of services to learn from each other and reflect on shared challenges, available resources and to consider improvement solutions. It aimed to be the start of better collaboration and connections between these stakeholders. Feedback from participants was overwhelmingly positive, highlighting the value of the session in developing connections and shared understanding to enable progress.

· Session 1: Identifying available assets and resources
This session mapped the current landscape of employability support for prison leavers, highlighting national frameworks, local delivery models, and collaborative initiatives.
· Key themes:
· Prison education & employability frameworks:
PeoplePlus is leading the delivery of the SPS National Education and Learning contract, aiming to create a national employability framework. Employer engagement and tailored programmes are central to reducing stigma and building pathways.
· Throughcare services:
Statutory and voluntary throughcare models (e.g. Upside) provide tailored support pre- and post-release, addressing employability alongside housing, health, and addiction needs.
· DWP & Prison Work Coaches:
With 21 coaches across 17 prisons, DWP supports benefit access and job readiness. Initiatives like ‘Ban the Box’ and ‘Going Forward into Employment’ promote fair recruitment.
· Local innovation – East Renfrewshire Case Study:
A co-designed employability programme embedded within justice services, offering trauma-informed, relationship-based support and access to training, mental health, and disclosure advice.
· Skills Development Scotland (SDS):
SDS offers lifelong career services, liberation packs, and works closely with schools and prisons to ensure continuity of support.

· Session 2: Defining and refining known difficulties and barriers
This session explored systemic and personal barriers to employment for people leaving prison, with insights from lived experience and stakeholder discussion.
· Key barriers identified:
· Stigma:
Societal, structural, and internalised stigma significantly impact employability. Disclosure processes are often fraught with shame and fear.
· Intersectionality & trauma:
Individuals may face compounded barriers due to race, disability, gender identity, and trauma histories. Mental health and addiction issues are prevalent.
· Service gaps & fragmentation:
Inconsistent access to housing, health, and financial support undermines employability efforts. Data gaps between SPS and local areas hinder strategic planning.
· Employer challenges:
Employers fear reputational risk and lack support to manage complex needs. Workforce culture and peer dynamics can lead to exclusion post-hire.
· Funding & sustainability:
Short-term funding cycles across various systems limit programme effectiveness. Long-term, person-centred approaches are needed.
· Amplifying Voices project (Next Chapter Scotland):
· Based on engagement with 300+ individuals, the project highlighted the need for compassionate, holistic support and societal change.

· Session 3: Exploring how assets can be better deployed to address difficulties and barriers
This session focused on solutions, innovations, and scaling effective practices.
· Scottish Prison Service (SPS) initiatives:
· Employment Advisory Boards:
Piloted in the North, these boards bring together employers (e.g. Greene King), government, and partners to create strategic, sustainable pathways.
· Employer engagement:
Programmes like Only A Pavement Away support hospitality sector transitions. SPS seeks similar models across other industries.
· Life skills & peer mentoring:
Recognising that not all individuals are ready for work, SPS supports life skills development and uses lived experience to build trust and hope.
· Trauma-Informed approaches (Resilience Learning Partnership):
· The TIER programme demonstrated how trauma-informed, co-produced services can rebuild confidence, self-worth, and readiness for education or employment.
· Key principles:
Safety, trust, choice, collaboration, and empowerment underpin successful engagement.
· Education as a pathway:
Further and higher education offer alternative pathways, especially for those not ready for employment. Open University and college courses are accessible and impactful.
· Local Authority collaboration:
Aberdeen City’s approach aligns training with local labour market needs, ensuring relevance and sustainability.
· Disclosure support
Access to bespoke support to disclose convictions honestly and assertively, is a crucial element of addressing stigma/discrimination, developing communication skills, realising a non-offending identity and being able to sustain inclusion in employment and education.

Cross-cutting insights 
· Strategic alignment:
· Align local and national efforts through shared data, consistent standards, and collaborative planning. Events such as this one which bring stakeholders together are important.
· Employer support:
· Develop toolkits, training, and advisory boards to help employers manage stigma and support employees with convictions.
· Holistic, person-centred support:
· Wraparound services must address housing, health, trauma, substances and social inclusion alongside employability.
· Funding reform:
· Multi-year funding is essential to sustain and scale effective programmes.
· Celebrating success:
· Promote good news stories to challenge stigma and inspire change.
· Disclosure:
Enable better access to conviction disclosure support in order to enable effective disclosure regarding what, when and how to disclose and what to not disclose.



[bookmark: _Toc215566883]Session 1: Identifying available assets and resources
This session focused on mapping the current landscape of employability support for people leaving prison. Speakers from government, local authorities, and service providers shared insights into national frameworks, local delivery models, and collaborative initiatives.

Facilitator
Jennifer Quinn (Scottish Government - Employability)

Speakers
· Alistair Kerr (People Plus) 
· Andrew Corrigan (Scottish Government - Community Justice) 
· Lynn Campbell (Department for Work and Pensions) 
· Emma Aeppli (East Renfrewshire Council)

Panel Discussion
Tony Shenwell (Upside) and Sandra Cheyne (Skills Development Scotland) joined the panel. 

1.1 [bookmark: _Toc215566884]Prison Education
· People Plus is the largest UK provider of prison education solutions in the UK and have recently started to deliver the Scottish Prison Service, National Education and Learning contract. One of the key ambitions is to develop a national employability framework with Scottish Prison Service to complement the pockets of good work currently underway, and plans are well advanced in that space.
· Employers are vital to the success of any person applying for a job, so employers extremely important in that journey, including education, training and sharing success stories.
· Collaboration and connections to wider organisations is key
· Social enterprise placements, individual placement and supported employment models that offer real work experience and progressions are also worth exploring.
· Note the recently published People Plus report. Unlocking-Potential-Employment-Pathways-for-Prison-Leavers-in-the-UK.pdf. It has 5 strategic recommendations “Develop a Cross-Programme Candidate Referral Scheme”, “Incentivise Employers”, “Strengthen Employer Support”, “Address Structural Barriers” and “A Job-Matching Platform for Prison Leavers”
· Also note The Community Wealth Advocacy Group | PeoplePlus which has been in existence for 18 months and has 150 network members. The network champions inclusive employment and social value through collaborative policy and practice.

1.2 [bookmark: _Toc215566885]Prison Throughcare
· Throughcare is the support a person receives before, during and after the release from prison. It happens both in the prison and out in the community to help somebody make a smooth transition.
· The type of throughcare support depends on the length and the nature of a person's time in custody. 
· Statutory throughcare is for people sentenced to long term sentences of four years or more, or people sentenced to under four years who are subject to post release supervision. Engagement with this throughcare is mandatory and support is delivered by justice social work for a period determined by the person's sentence. 
· Voluntary throughcare is for people serving short sentences, (under four years) who are not subject to post release supervision and for people leaving after a period of remand. This support is optional and individuals aren't under any obligation to take it up. Support can come from either justice social work or third sector organisations working nationally or locally and can last for up to 12 months after release. One example of voluntary throughcare in action is the National Voluntary Throughcare Service Upside, which launched in April this year. It's a partnership of eight third sector organisations working across the prison estate and in communities throughout Scotland.
· Upside works with eligible individuals to build tailored support plans that reflect each person's unique needs and goals, and a big part of that support is around employability. So that might mean helping someone access training opportunities, write a CV, or prepare for interviews.
· However, it could also involve helping them tackle the behaviours that might stop them feeling ready to enter the labour market. Things like unstable housing, addiction, mental or physical health issues, financial problems or literacy challenges.
· Whether the support is statutory or voluntary, delivered by the third sector or delivered by just a social worker, throughcare services, can play a key role in helping people leaving custody with their employability needs. And that matters because unmet need such as lack of employment is one of the biggest drivers behind offending behaviour. 

1.3 [bookmark: _Toc215566886]The Bail and Release from Custody (Scotland) Act 2023
· Provisions in the Bail and Release from Custody (Scotland) Act 2023 that, when introduced, will strengthen our ability to support the employability needs of people leaving prison through better planning and coordination.
· Section 12 of the Act is going to bring in a duty for named partners like local authorities, health boards and Skills Development Scotland to work together with SPS on a release plan for every person leaving custody in Scotland.
· This could help identify employability needs and barriers at an earlier stage and potentially allow support to be more coordinated in time for release.
· Section 13 of the Act directs the development of new national standards for throughcare, which will bring more consistency to how throughcare is delivered across Scotland. They will help to embed employability as a core part of reintegration planning, regardless of where in the country someone is released or who's supporting them.

1.4 [bookmark: _Toc215566887]Contributions of DWP and Prison Work Coaches

· DWP’s Get Britain Working White Paper - GOV.UK, recognises the importance of supporting individuals with convictions who face significant barriers. When individuals are in prison, that journey from re-establishing themselves in the community and part of DWP does is ensuring that they have access to their benefits but also supporting them, them and their families as well to access those benefits and have safe and secure ways forward and pathways. 
· One of the key priorities is to support those individuals leaving prison and have access to benefits and early support.
· There are 84 job centres in Scotland and DWP has prison work coaches in all 17 establishments. DWP has 21 work coaches and they are distributed based on volume of need so there are 5 prison work coaches in HMP Barlinnie. 
· The prison work coach is a valuable role which started in 2003. It is voluntary and individuals are encouraged to engaged with work coaches at that very first point when entering prison and to then rework with them at pre-release as well. 
· DWP has “offender leads” in districts who support the prison work coaches, and also work with local authorities and link to community planning.
· Once an individual has been released from prison and then engaging with the job centre, there are many more jobcentre work coaches who support those individuals. 
· DWP has partnership agreements with each prison and data sharing agreements which are signed off. This supports DWP to have joint responsibility and  tap in at each stages of the journey as well. For example, DWP gets information from SPS so that if people are serving less than six months, they continue to get their housing costs paid, which is a crucial element to supporting them once they're back in the community and this can help to prevent homelessness on release.
· The prison work coaches uses voluntary engagement. They engage with prison arrivals then reengage at 12 weeks before release. They’ve been working closely with Upside with a series of sessions with the Upside prison pod. For effective referral making and signposting to job centre work coaches, we all need to know what services each other can provide. 
· DWP is Scotland has also been part of UK wide pilots. For example, HMP Barlinnie and HMP Grampian they are testing the new claims for Universal Credit. This means that people who engage with work coaches will have social security ready to go and on day of release to ensure their advance for Universal Credit is in their bank account. This makes a very smooth transition and avoids the anxiety about trying to get to a job centre on that day of release. It also means that upon release, they can focus on other important things like seeing their family and friends.
· The pilots have been tested, they've been approved and we're now in the process of rolling these out within each of the prisons. 
· DWP has a strategic relationship team that sits across the UK. They work with closely with large employers and partners and find ways to be flexible to the Scottish and local systems.
· DWP also has local relationship leaders and employer advisors within each of the districts and local authority areas. 
· DWP promotes the value of employing people with experience of the criminal justice system with employers. DWP supports an initiative called Ban the Box where employers sign up to create fair opportunities for people with convictions. Similarly the wider civil service has a pathway for prison leavers in the Going Forward into Employment approach. This is all part of the life chances opportunity within the civil service. When the civil service is doing larger recruitment, DWP can ring fence those jobs and vacancies for individuals.

1.5 [bookmark: _Toc215566888]Local Case Study - East Renfrewshire
· East Renfrewshire’s Community Justice Employability Programme was a new Programme set up in May 2023. There are similar programmes in other areas.
· The programme has been co-designed and co-produced with the Community Justice Partnership, which has been one of its real strengths. Previously, clients were referred to more generic services with very low levels engaging. There was little or no declaration around MAPPA status or any other barriers or issues and they got swallowed up within that universal service despite pockets of really good practice. 
· Discussions between the Local Employability Partnership and the Community Justice Partnership helped to establish the gaps and how to address them.
· They secured funding through UKSPF from which the Lennox partnership were commissioned to deliver this work. The program has been authentically shaped by the co-design between the 2 partnerships with a joint aspiration of ensuring that the shared priorities of both employability and community justice are met.
· The key worker is embedded within both of the employability and the Community Justice Team which enables co-location being key between the two departments. The key worker engages on a one-to-one basis with an authentic relationship based approach. There's regular caseload meetings between both of the departments between employability and community justice to maximise referrals and pathways. They bring in other agencies when required.
· The first meeting with clients is always held jointly where feasible between the social worker and the employability worker. This enables buy in and engagement for really robust initial assessments carried out, with appropriate feedback.
· The employability key worker, alongside the allocated social worker, help to gauge work readiness, prioritise next steps with the understanding that employability might not be the priority at this moment in time. However, it is valuable just to outline employability as a potential aspiration from the start and for clients to understand that the offer is not timebound and that it can be accessed at any point on that journey.
· The employability key worker is a single point of contact, that trusted professional for all kind of things. The role enables links into wider employability development opportunities at the right time for the person.
· The specialist links in employability and community justice complement each other. Through the Community Justice Partnership, employability services have been able to develop really good prison links, good links with the local policing units and more recently Upside. The joint working also supports upskilling of workers in both areas.
· Employability workers have up-skilled in terms of MAPPA training, Disclosure training, domestic abuse, and trauma enhanced practice because we're aware of the complexity of the caseload through the program. 
· There is also access to wider specialised courses for the clients on the caseload. For example last year programs with West College Scotland, and the STRIVE programme. 
· The clients also have access to wider specialised support. For example, mental health, addictions, money, advice. In particular, there's ongoing support around Disclosure because this can be a huge barrier for clients and this is certainly fed back via the key worker.
· There are ongoing challenges around employer engagement. There is a small business base within East Renfrewshire. A lot of micro businesses, which on one hand is a real opportunity to approach businesses on one-to-one level to provide a service that is very individualised. However, it is also difficult because some of our employers find it difficult to take on clients with convictions.
· There is a wider lack of support for employers to help manage their expectations and giving them clear pathways to find that support.
· Perhaps there needs to be a more central and strategic offer to employers.
· Caseloads have become more complex over the last couple of years, not just in terms of MAPPA clients, but also wider issues for our wider clients as well, like cost of living, stigma around Disclosure and also that moving back into the community with those recognised risks. In a small local authority that's quite apparent sometimes when people are moving back into smaller communities. Readiness for employment among the cohort is also affected by the intersection of community justice with addictions, mental health, poverty and trauma. 
· There are ongoing funding challenges around employability and community justice too. This programme was funded through UKSPF because at that point it was multi-annual funding. Partners recognised the need to embed the programme due to the complexity of the caseload needs and also in terms of the desired strategic reach of the programme.
· It is challenging to plan and deliver any employability programmes within a really tight time frame and within short term funding, never mind specialised employability programmes where you're trying to meet both strategic outcomes for employability but also community justice. Wider Community planning priorities and connections also need to be considered.
· There is significant uncertainty about funding for next year which creates risks about sustainability of the progress made against the continued demand for services and wider wraparound assets, services and opportunities, which are necessary for person centric outcomes. Although we work within a whole system approach to maximise added value, that whole ecosystem is fragile.
· There is a clear need to future proof and develop the programme because the impact in terms of the outcomes for people's lives through multifaceted evidence is robust. For example through our lived experience group, through good news stories, through our outcomes and through the numbers engaging as well. 

1.6 [bookmark: _Toc215566889]Upside

· For Upside, integration with local services is an integral part of the work.  Upside is a national service that covers all 32 local authorities and the integration is wide. In almost every area, Upside sit on the Community Justice Partnership.
· Presenting to the local community justice partnerships (CJPs) about Upside to introduce our new service has also spun off to multiple other meetings to create the pathways. The service is just approaching the end its second quarter, where engagement has been a core focus. These ties are ready to deepen in practical ways with other partners such as NHS Health boards
· The service supports individual, to give that holistic support. Employability is one aspect but so is mental health, additions, housing and much more. We’ve been developing links to specialist services local which understand the needs of people with convictions. There are also conversations underway with People Plus for the new Prison education contracts  where there are many common goals.

1.7 [bookmark: _Toc215566890]Skills Development Scotland 
· Skills Development Scotland is the national skills agency, and the national careers service sits within that, working across all of the maintained schools in Scotland and including our additional support needs schools and we have professional qualified careers advisors in all the schools. We also provide all age and lifelong careers services. There are SDS centres that you may see on some high streets but we are moving more into community-based provision.
· SDS is a broad community planning partner and is regularly part of Local Employability Partnerships (LEPs), CJPs, Corporate Parenting Partnerships etc. 
· There are Joint agreements with DWP colleagues to ensure people are referred and supported between the services for career guidance and employability support. 
· SDS have had a focus with young people in prison because we felt that if they weren't imprisoned, then they would have been in school or they would be part of our young people group. SDS therefore works closely with Scottish Prison Service around liberation. Particularly liberation packs so that people know where in the community that they can find a career service and that they know it is a free service for them. It is also a lifelong service and they can come back and we'll support them and provide signposting to make sure that people get to the right service they need at the right time. 

1.8 [bookmark: _Toc215566891]Selected quotes from Chat
“North Lanarkshire have a local voluntary throughcare service funded by No One Left Behind (NOLB) to ensure people to support those leaving prison and who are furthest from education and employment. We are also in the process of developing a local LEP and CJP subgroup for Education and Employment.”

“We're always looking at innovative ways and partnerships to help us improve lives for our customers and communities. Happy to be involved in any discussions moving forward on how Wheatley Group, through Wheatley Foundation can support holistic pathways across our communities. 

“I am a prison work coach in Barlinnie. Everyone has the opportunity to engage with a prison work coach whilst in custody. Whether they are sentenced or on remand.  We will engage with anyone that wishes to access our support.”

“Street Soccer Scotland have 2 lived experience coaches who currently deliver our football themed SCQF level 5 course in 8 establishments, we have delivered to 200 players in the last 12 months, we then link anyone who is liberated to our free football sessions across the country to continue positive development, where we link them to other partners in our network. We are interested in continuing to develop the programme and work with partners if anyone is interested to find out more please contact me.”

“echo… community wealth building anchor institutions - large public sector organisations could be leading by example in actively providing opportunities for people leaving custody, with NOLB support wrapped around them”

“The issue is compounded by ongoing skills shortages, which must be factored into the approach. There are clear opportunities to develop these skills within the prison environment. We also need to consider Scotland’s wider talent pool—particularly Jobseekers—and rethink traditional recruitment models. By placing talent at the forefront and leveraging AI-driven platforms, we can create more inclusive and effective pathways into employment, that work for the individuals circumstances.”

“I think that local flexibility is key to meting local needs. Also need to be careful about responding to local employment gaps and really give people the opportunity to focus on what careers people may want.”

“We are seeing more organisations looking to do pilots in prisons for specific skills, train in prisons and then job offers upon leaving, particularly in the welding sector”

“Within Barlinnie as prison work coaches, we arrange as many opportunities prior to release as we can.  Currently we are involved in recruitment for jobs with Keir Construction, HMP Glasgow etc.  These jobs are available to people with convictions.  We also plan to have CECA [(Civil Engineering construction academy)]  into Barlinnie soon to sign prisoners up to their college course due to start in January 2025 as there is a shortage in Civil Engineering. … Designed to provide practical, hands-on training, the academy helps develop the next generation of skilled Civil Engineers.…… This may be of interest to people you support within local communities? CECA Home - CECA Scotland Academy”


“As part of our education contract, we will produce a Pre-release Pack for learners. This pack will detail all achievements gained through engagement with education. However, there is currently a gap in how we capture and integrate all forms of achievement—particularly those acquired through practical and vocational learning. Further work is needed to ensure these valuable experiences are fully recognised and reflected within the pack."

“Unfortunately, the huge barrier is funding. We have numerous employers from different sectors wanting to work with SPS, and we would love to upskill prior to release, but we don't have a funding pot for this. So local and nationally the SPS is applying for funding, and in some cases have got it, we also have pilots we are looking into currently/on going around opportunities like welding, hospitality, traffic management, construction.”

“At GCVS, we work in partnership to deliver 6-month Paid Work Placements, paid at the National Living Wage.
We’ve adopted a “Person First” approach, where employers build job roles around each candidate’s skills—not the other way around.
This model has proved highly successful for people who may find traditional recruitment processes challenging, creating real opportunities for growth and long-term employment.”

“As a prison work coach.  We discuss disclosure letters and can support with this prior to release for people who plan to move into work on release.  We also call local employers and advocate for the people we are supporting.  An example of this currently is; we have 2 prisoners due for release soon.  We have arranged work experience for them within a local gym on release.  This will then provide them with references, a routine on release and support their mental health.”

“we have 3 people starting Paid Work Placements in the next few weeks they have all previously volunteered with the employers who has recognised what they can bring to their organisation and built jobs to suit their requirements”

“There is forklift training in HMP Barlinnie, they have an area in the work sheds where they deliver it - Also, they are looking at a construction academy within HMP Barlinnie” 

“I imagine unpaid work could be another place where further qualifications could be attained - I know that health and safety sometimes set barriers for undertaking work with specific tools or at height with painting and decorating “

“Street Soccer deliver level 5 SCQFs inside Prisons, using football and making courses accessible for people even with low literacy skills. We're working with Sacro to link with Throughcare and always looking to work with more partners. We can provide holistic support outside around homelessness, recovery and mental health through football drop ins.”

“It is a wider problem for unemployed training but DWP have budgets and can offer training but won’t look at without clients having a job lined up. How many employers will keep a job role open waiting for training to be arranged and courses completed for individuals”…“ I work for JCP/DWP the funding you mention is awarded at managers discretion.  A job does not always have to be lined up for the funding to be accessed.  It is looked at on a case by case basis.”…” I think this would be more beneficial to have a 1-2-1 meeting so we can myth bust and look at the best way to move forward on this.”

“I refer to Glasgow Clyde project for support to register in education.  Fantastic team. They support people with barriers to register on courses The Glasgow College Project | Glasgow Clyde College”

“I provide support to young people and one of the main areas of support is into FE, due to academic interruption this seems to be the most logical option, under Glasgow Futures these young people also receive 52 weeks sustainment support so we can continue to work on those wider skills for employment “

“Live Argyll Community Learning offers a wide variety of SQA and AAA accredited qualifications from level 2 to level 5, covering employability, wellbeing, volunteering, ICT, leadership, and lots more. All delivered in a person-centred way at the appropriate pace for individual learners. If anyone is interested, please get in touch with me”

1.9 [bookmark: _Toc215566892]Key takeaways
“There is something here for learning provision in prisons. An emerging theme is the need for upskilling and reskilling, and prison education needs to be agile to match the local labour market opportunities which will be there for people after release, rather than waiting until post release. This is not easy, but we do need to grapple with it going forward.”

“There are lots of assets, no organisation can be effective in isolation but there are so many stakeholders and contributors to outcomes that it can be confusing for people exiting prison as well as confusing for the employability and community justice workforces. The short term nature of funding compounds this confusion”





[bookmark: _Toc215566893]Session 2: Defining and refining known difficulties and barriers
This session explored the systemic and personal barriers that hinder employability outcomes for people after prison. It included a keynote from Eppie Sprung (Next Chapter Scotland) and an ‘unconference’ interactive discussion where participants were invited to generate discussion points.

2. [bookmark: _Toc215498918][bookmark: _Toc215500215][bookmark: _Toc215500737][bookmark: _Toc215501622][bookmark: _Toc215501661][bookmark: _Toc215501746][bookmark: _Toc215501877][bookmark: _Toc215501938][bookmark: _Toc215501976][bookmark: _Toc215564630][bookmark: _Toc215566830][bookmark: _Toc215566862][bookmark: _Toc215566894]
2.1 [bookmark: _Toc215566895]Learning from the Amplifying Voices project

· Next Chapter Scotland supports people to navigate their way through the stigma and discrimination that they can face as a result of involvement in the criminal justice system. I'm going to be drawing on statistics from a 12 month piece of Amplifying Voices community engagement work that we've conducted across Scotland, listening to the experiences of over 300 people to understand the impact of the justice system.
· Stigma affects almost everyone who has had their lives touched by the criminal justice system, and it has an undeniable effect on employability. When it comes to employment, 3 challenges are facing people. 
· Firstly, societal stigma perpetuated by sensationalist and divisive media that's underpinned by a deep-rooted, often binary view of criminals and law-abiding citizens and therefore almost impossible to avoid when attempting to secure or maintain work. 
· Secondly, structural stigma makes the challenges of navigating the restrictions that are in place, within both, policies and legislation relating to employment and volunteering, incredibly challenging. 
· Thirdly, the internalised stigma that makes believing that you have anything left worth contributing to society really difficult.
· The mental and physical health impacts of involvement with the justice system were another key theme that came out from within our data. With people experiencing sustained stress levels extreme enough to make them physically unwell, it isn't surprising that it would have an impact on a person's ability to secure or maintain employment.
· Another feature that's been apparent within the experiences of those we spoke to has been the intersectionality of oppression. If you're white and middle class and in the system, you will experience one set of barriers. But if you're not White British or you're disabled or LGBT or a whole host of other things then lots of additional barriers will be thrown up in your way, and still all as a result of stigma.
· Leaving prison brings its own challenges for people. We heard experience after experience of people explaining how their lives have been less chaotic, healthier and safer when they were in prison, because when they leave, they're homeless, unable to avoid substances and have no positive social networks.
· It highlights, as one participant eloquently put it, “they should be making it better for those on the outside than on the inside.”
· It is no surprise that people with a conviction for a sexual offence face the most significant stigma. We heard numerous examples of people being directly excluded from support services that are designed to move people into employment and of course, endless stories of people being refused employment due to fears of the reputational risk that can face businesses should they employ someone with a conviction for a sexual offence.

2.2 [bookmark: _Toc215566896]Unconference discussion – Setting the scene
In advance of the meeting, stakeholders identified the following key difficulties relating to pathways to employment from prison:
· The ability of recruiters to select people who have been in prison, when they are the right person for the job, including stigmatisation.
· Ineffective disclosure of criminal convictions (anxious, avoidant, angry apathetic), including self-stigmatisation
· The reach of employability services to include people who have been in prison.
· The effectiveness of employability support for people with convictions
· The reach of other services to include people who have been in prison, e.g. health, housing, substances, financial inclusion, throughcare
· The effectiveness of other services for people who have served prison sentences, e.g. health, housing, substances, financial inclusion, throughcare
· Challenges in attaining timely “right to work” documentation
· Social Security related barriers, Universal credit etc
· Assimilating realistic working practices in prison training environments
· Practical challenges for employers in commercial environments to provide “fair work” opportunities for people with complex needs.
· Literacy, numeracy, digital and communication skills of people leaving prison.
· The reliability, trainability, flexibility and teamwork skills of people leaving prison.
· Pressure on employability workers to pursue a job or training outcome at the expense of the right outcome for the person with consideration to their needs and vulnerability.
· Not enough “in work support” for employers and employees after prison experience
· Availability, accessibility or cost of transport to work
· The lack of relationships with people who work (personal pathways to employment)
· Weak labour demand in areas of multiple deprivation

Participants were invited to discuss these points and any other aspects they felt were important in context.  This discussion generated the following reflections: 

Group discussion points:
· We can’t just look at one barrier. There are so many different problems  causing barriers. If it was one thing to overcome, it would be relatively easy, but it's not. You go over one barrier, then there's another one, then there's another one. People get to the stage where they wonder what the point in trying because it feels impossible to get from point A to Z.
· The effectiveness of other services for people who have served prison sentences such as health and housing, substance and financial inclusion through and through care. I think, if we can't those areas sorted initially, then how can people work. Without the right support around them, then potentially we're setting people up to fail.
· What about society, what can we do to effect the widest change?
Not individual employers, not individual people leaving prison. But what are we doing? Where are we moving in relation to wider societal shifts? 
· We fundamentally have to change the narrative around how we talk about it. We talk very much around a kind of deficit model. The biggest news stories are the unsuccessful ones, not the successful ones.
· There is a project in Singapore called the Yellow Ribbon Project which sets out a completely different approach to the criminal justice system than we do in this country. It is aspirational in the way that they view people and they welcome people back into society. A key feature is the way that the media talk about people and positive stories. 
· I’d like to endorse the issue from an employer context because workforce culture is so important. Unfortunately, too often we get feedback from people who we have supported into employment is that they go on to lose their position because they've been outed within the workforce. It's obviously one of the greatest concerns around that stigma upon going into work. People deselect themselves from all types of different employment places and environments out of fear of that.  People can be honest with a full up front disclosure process with the employer and the employer might have progressive policies and get the job. But what happens at the lunch table conversation on the first day or those conversations that happen in the workforce.
· There's a resistance from employers and we've experienced this actually and one of our local third sector organisations where a person with lived experience has come in. It's been a person with complex issues in the past trauma. They have been through addictions and recovery but then they end up oversharing and this creates vicarious trauma which impacts other staff - they are, they are not equipped to deal with that. So we've been exploring like toolkits for employers to use with their staff if they're employing somebody who has complex needs like this. The aim is to skill staff up to deal with that and to have a better understanding of where that person's coming from. We've been looking at what is free and commissioned training in and around Glasgow and we're going to add it to our “Let's get connected” app so that employers and potential employees can look at both sides of it.
· How well are the community justice partners operating as employers in terms of recruiting people with convictions? It is touched on in the national strategy for Community Justice.
· Sometimes we focus too much on people in prison right now and we need to focus on the wider set of people with an offending history who may never have been to prison where it's still a barrier. It's still a stigma. If you do speak to people with lived experience and there's still a lot of people out there that still have that stigma. Where those barriers exist, it's still there. If you speak to somebody who's been on life license for 20 years, there's still a stigma attached to the fact that they've been in prison at some point. They're still reminded of that almost every day
· We have to face up to some of the pockets of bias and prejudice that still exist within aspects of some of our own services in relation to people who have committed sexual offences. Particularly those who are involved in MAPPA. There's huge issues there that really need to be addressed and challenged, that can make it quite difficult for people to move forward. Work needs done to address some of those biases and (prejudices at times) that still exist. I can understand for colleagues who are dealing with some complex MAPPA cases, why some of those attitudes exist. However, a lot potentially hides behind risk assessment.
· NHS and maybe to a lesser degree councils should be looking at employing people with convictions. They need an ability to say – “we can't take the risk”. There needs to be work done around those thresholds and the understanding. A lot of work is to be done internally, then we need to be looking outwards in terms of societal change and culture change and so forth. However, I think a lot of the roots are within our own systems and our own services as well.
· [bookmark: _Hlk212757398]There are differences in understanding, even amongst our audience here today of the availability, eligibility, flexibility of DWP funding for training to support employment. And I think that difference in understanding really speaks to the development gap need that's there. This moves on to that point around developing the shared understanding, the shared leadership and the shared engagement across the workforce as we touched on in priority 13, the national strategy, that's something that all local areas are working on.
Other points were related to, particular toxicity of certain events and certain offences, offence type influencing the further transmission of stigma.
And, there's been a lot of chat about the importance of employers demonstrating leadership. It's not all about the third sector and small and medium enterprises to employ people with convictions. All the community justice partnership statutory partners are huge employers in local areas and should set the example to demonstrate that leadership.
· The Lennox Partnership are an employability service. I work with people with convictions and we have funding in place. In the last year I've put between 16 and 20 people through their CSCS course, I've also put someone through forklift and also put somebody through an EDR advanced driver. All these people have now gone on and actually increased their income. A lot of people that I work with, understand that they might need to retrain depending on their conviction and their restrictions. We just take time and let them come to their own conclusions so that they want to do it. A lot of them are wanting to move into labouring type work. There's a list of employers as well that will employ people that do have convictions and I've got a link for that if anyone's wanting that. What I do is just look at everyone as an individual and then put their case forward. But in terms of training, TLP does have funding for that.

2.3 [bookmark: _Toc215566897]Selected quotes from the Chat

“Here is the link List Of Companies That Hire Ex-Offenders UK | Refreshing a Career”
“Here is a link to a list of Ban the Box UK Employers Ban the Box employers - Unlock”
“Also see fairchancealliance.co.uk”

“what a good line - it should be better on the outside and the inside”

“A barrier for some individuals that I support cannot afford to work because they have been placed in a hostel, which just adds more stress to their lives, and cannot see a positive future.”

“tertiary desistance - it should be all three who take this on - we need to reduce the stigma for everyone leaving custody. Shame on the tabloid media we have...”

“I think we also need to recognise how job ready people are when  leaving custody in terms of addictions, impact of trauma, self-esteem/confidence, mental health issues, housing etc  These issues need to be addressed before people are able to sustain employment”

“Watch out for some soon to be published research data from the Release project - some really shocking numbers concerning people leaving prison with substance use and/or mental health issues and how they interact with health provision...”

“concern that we focus on new prison leavers and don't also provide provision for those still dealing with past convictions. Spotted a quote on Next Chapter Scotland website that says The punishment only started with prison. 23 years on from release and it hasn’t ended ye’”

“I also have concerns that the proposed employment rights bill will discourage employers from taking a punt on an individual due to day one rights”

“I do wonder, if our own organisations make it easy for people who have a offending background make to apply/get jobs????” - Related to leadership, we need to not rely on third sector to employ people with convictions.  LAs, health etc need to set an positive example where ever possible” – “Are there any stats available on public sector/civil service organisations and their employment of people with convictions?” – “And their policies on what happens if someone gets a conviction whilst employed by them” – “Civil service do recruit people with convictions. Via GFIE some vacancies the person must have convictions to be able to apply. We have in the past held job interviews with prisoners prior to release for jobs within Jobcentreplus.  We will continue to do this. Prison leaver recruitment | Civil Service Careers [and]
About GFiE | Civil Service Careers” - Found our "policy on the recruitment of ex-offenders" produced in July 2016 and to be reviewed in 2019...”

“I think, certainly from our local experience in HMP Inverness, we tend to invite the same people/employers in to events and perhaps need to do some more promotional work (agree this could be supported by CJPs).  Maybe inviting potential employers in or hosting lived experience panels of those who have had success with prison employability pathways might be a good way bridge some gaps?”

"As I mentioned earlier, job adverts today have become overly complex. The time to hire has tripled in recent years, and many adverts fail to reflect the flexibility that modern candidates are looking for. They often miss the mark when it comes to attracting the right talent. We’re living in a time where job seekers are actively seeking roles that align with their expectations and lifestyles. That’s why the model I spoke about—putting talent at the front—is so effective. It prioritises the candidate experience and helps organisations connect with the people they actually want to hire."

2.4 [bookmark: _Toc215566898]Key takeaways

· Different people have vastly different needs and attributes when they leave prison and only a person centric approach can work.
· The pathway to employability from prison is not linear, it may be years before someone seeks support.
· Stigma around convictions and the escalated challenges around intersection of protected characteristics with criminal convictions creates significant barriers.
· Action 13 of the Community Justice National Strategy, which is about the leadership across community justice enabling all of the workforce to understand “what community justice is about”. We need the wider community justice partnerships and all of their staff to be able to cascade the evidence of what works to and to relay the difficulties around stigma. Everyone has a responsibility to support the conversation.

[bookmark: _Toc215566899]
Session 3: Exploring how assets can be better deployed to address difficulties and barriers
This session focused on solutions and innovations to improve employability outcomes. Speakers and panellists shared examples of effective practice and discussed how to scale and sustain impact. Participants identified and shared other examples from their practice.

Speakers
· Fiona Armstrong (Scottish Prison Service) 
· Shumela Ahmed (Resilience Learning Partnership)

Panel Discussion
Angela Taylor (ABZ Works), Emma Wilson (Apex Scotland), Katy Doolan (Only a Pavement Away), and Mark Phillips (Access to Industry) joined the panel. 

3. [bookmark: _Toc215498924][bookmark: _Toc215500221][bookmark: _Toc215500743][bookmark: _Toc215501628][bookmark: _Toc215501667][bookmark: _Toc215501752][bookmark: _Toc215501883][bookmark: _Toc215501944][bookmark: _Toc215501982][bookmark: _Toc215564636][bookmark: _Toc215566836][bookmark: _Toc215566868][bookmark: _Toc215566900]
3.1 [bookmark: _Toc215566901]SPS Contributions and Employment Advisory Boards

· The SPS is committed to improving pathways to employment and recognises that those with lived experience, have the power to inspire hope and possibility in individuals currently in custody. SPS aims to help people understand that their past choices do not dictate their future and they've got the potential to rewrite their story.
· Although this is a difficult area for employers, a lot of employers reach in to work with SPS. Often they are a bit unsure, they have never done it before, they don't know anyone else who has recruited from prison. 
· Work such as the activities of Only A Pavement Away within the hospitality sector has been very beneficial because they can bridge an expertise about the complexities of the system, the person and the employer in that sector. Being able to refer these employers to Only A Pavement Away to get the support they need makes this transition a lot easier.
· There are not parallel services for other industry sectors with skills shortages and similar services linked to other sectors would make the transition much smoother.
· Peer mentoring and lived experience is also play a vital role in boosting engagement and building trust. Too often we fail to highlight the good work that we do and the authentic voices of lived experience can really help to communicate what works – it builds trust for both the employer and the person in prison. Hearing about someone doing well at Greene King or at Sodexo, is also great for everyone involved in the process, so we need to get better at highlighting the good news stories about successes.
· When we involve people with lived we need to do this ethically and authentically. This is most effective when it is face to face, so when employers are brought into establishments, then this adds depth to the connection. For the person in prison, it adds a sense of possibility where future opportunities feel tangible and achievable. For example, at a prison jobs fair, there was an individual who had come back into custody. He had been working with an employer outside who was at that job fair. The employer actually said to them, this job is going to remain open for you when you get released, keep your head down, come back and we'll get you the job. And basically it was just because of you'd fell back in with the wrong crowd outside on a night out and it ended up back in custody. So I think that shows that some employers are willing to wait.
· Genuine multi-agency collaboration is essential because this work cannot be carried out by a single organisation. It requires collective commitment, open communication active participation from all partners to create meaningful, lasting change. 
· The other thing to acknowledge is not everyone's ready for employment and not everyone wants employment. Therefore, establishments seek to develop life skills such as being able to use a washing machine, make a pot of soup or budget for the grocery shop. 
· That is completely different but also very much needed. However, there are people in prison who can be really good workers. Custody can provide a good routine, they like their work, they've got a great work ethic, they're positive. However, the right relationship, a safe place to live in the community and a job is obviously a much better outcome than prison.
· The SPS has a vision to develop employment advisory boards and employability in general to support everyone involved, from people in custody, employers, staff, partner agencies. The Northern Employment Advisory Board was piloted on the 9th of January this year. It encompasses HMP Perth, Grampian and Castle Huntly and its fourth official meeting is June the 30th of September. This brought learning from Employment Advisory Board work in England which is more established. The boards allow the employability work to be more strategic, sustainable and joined up.
· The chair of the piloted board in Scotland is a representative of Green King. They already work with people in custody and offer employment opportunities on release. They work with Only A Pavement Away and numerous other partners.
· This relationship has given individuals in custody hope they can see how genuine employer Green King is. They see the Green King graduation, their families get involved, their kids are there and it's great to see. It keeps them on the path to fulfil their potential when they get released. 
· There are real opportunities to use this as a model in other industry sectors. Green King have put a lot of work into this without public funding. It's well established in HMP Grampian and it’s now in HMP Perth. This is what we need going forward, meaningful employment opportunities for people when they're released, upskilling them prior to release and that collaborative approach with industry.
· The SPS is now looking to roll this out in all establishments. The detail is currently being developed and then we will set out the next steps moving forward.
· The employment advisory boards include people from Scottish Government, CJS, DWP, Only A Pavement Away, Local Authorities, Upside, employers such as Green King, Sodexo, Skills Development Scotland and People Plus will be involved moving forward since that contract has changed.
· It give SPS an opportunity to address practical challenges in a strategic way such as complications with “right to work documentation”. Barriers are presented by employers and other stakeholders and the board collectively seek to address them.
· By taking incremental steps SPS is maintaining the enthusiasm and passion of stakeholders and avoiding moaning sessions.
· Engaging and strengthening connections with employers start in custody. Then collaborating with Scottish Government to explore changes that could unlock new opportunities and remove systemic barriers. 
· Continuing to upscale where possible prior to release, working closely with partner agencies to provide realistic career guidance, set achievable goals and support and getting feedback from conversations like this to learn from people with subject matter expertise, helping us refine our approach for driving continuous improvement.
· We need to seize opportunities for innovation, co-designing and employability pathways for people in custody, employer engagement campaigns, increasing digital skills, opportunity to learn through user voice and developer practices, helping to reduce economic inactivity in Scotland, reduce the skills shortage in Scotland and include families and individuals in their employment journey moving forward.

3.2 [bookmark: _Toc215566902]Trauma Informed Education and Recruitment (TIER)

· Resilience Learning Partnership (RLP) is a training and education provider ultimately, but also a lived experience led organisation.
· RLP ran a lottery funded project for five years called Trauma Informed Education and Recruitment (TIER). It took a trauma informed approach to consider a lot of the issues raised in this event.
· RLP delivers trauma training to professionals and manages many projects to support, implement and develop trauma informed responses in many sectors. RLP co-chairs the Community Justice Partnership in Clackmannanshire, and supports lived experience involvement for both the CJP and the ADP. One of biggest RLP partnerships is the National Trauma Transformation Programme.
· Using a trauma informed approach allowed RLP to connect with people in ways that services had not done previously. Trauma informed approaches need a bit more than just connecting with people who are accessing our services. It asks us to truly involve those individuals in how we design and hopefully deliver those services as well.
· The impact of trauma is not just on people's mental, physical and social outcomes. It has much wider impact and contact with the justice system is just one part of it. Therefore, we need to design our services differently. We need to stop siloing people and their lives and understand them in the context of everything that affects them.
· Trauma impacts every part of your life, so we need to understand people's recovery in that context. That is why taking a trauma informed approach really helped our TIER pathway. It began from considering our own experiences, from early education and the disruption that trauma caused, what that then meant. 
· Many of us had contact with the justice system. Many of us were “care experienced”, had experienced homeless services, addictions and more. Lots of things are sometimes needed to be put in place before someone can engage in a formal service - or a service that has these “hard outcomes” that we might even be “forced into”. Trauma informed practice is always choice based!
· When people engage with a truly trauma informed service for the first time, they've never experienced anything it that – A service that’s not just co-produced by the people attending it and accessing it, but co-produced by the people delivering it as well, all of whom had lived experience. TIER was trauma informed from the outset and we took an absolute assets-based approach which is what trauma-informed practice does.
· The service lasted for five years, and it closed this year. We undertook activities such as hosting a graduation that involved family members and made it an important event. 
· Let’s reconsider the term “soft skills”! These soft skills we talk about are basic human skills that many of us take for granted that they were just given to us. We acquired them by being born into safe, healthy families which gave us loads of relational capital. When we built social capital and we went to school, we accessed many of the nice things that are out there in life. When those basics are missing, people need another kind of another space to learn, develop and access services which most people take for granted.
· We miss a big part of the picture when we assume that people either know something or that “we're teaching them soft skills”. Instead, we're giving them tools that they should have been available from birth, but weren’t. 
· Trauma informed services create space for people to find the basics that are missing - they allow people to explore and find that out for themselves.
· The TIER project embedded the five key principles of trauma-informed practice. Now RLP are supporting other organisations to embed the principles in their services from individual interactions with workers to how the service is designed, etc.
· Meaningful, authentic connection and relationship building is key. You can’t do anything without this, and trauma informed practice is built on the foundation of relationships. 
· We took that strengths-based approach and you can see just from some of the quotes from a report that went out this year. 
· For example, someone feeling motivated, strong and determined to go out and find work after being on TIER - they'd gone to work interviews and applied for jobs and try to find part time work. They put boundaries in place with family, which was really important and felt they'd become more resilient. However, they also recognised, that they were facing adversity and stigma out there regarding moving forward, particularly through interviews. Their interview experiences were leaving them frustrated. We know that we have made an impact when people tell us these things.
· Please lean into the relational part of the work that you do. That's what's important. That's what removes stigma. That's what removes shame. That's what gets us all comfortable talking about difficulties.
· We need to promote these outcomes as important. People reported having an increased sense of self-worth. That's where trauma hits us the most, our sense of self, our spiritual sense of self, who we are, who other people are, how we connect.
· When people can understand the role that trauma's played for them then they can take measures to start addressing the challenges themselves. 
· This is how we do it. Helping people understand that it is about what happened to them, not about what's wrong with them. Confidence increases naturally when they're experiencing wider things that most people take for granted, and they establish wider peer and social networks.
· These assets really help you when you go into the employment or education settings and participants said they also had more clarity of what they wanted, their own goals and objectives beyond this.
· The TIER pathway was a 24 week pathway, one full day a week. It was based in Clackmannanshire and it's probably one of our greatest pieces of work to date. I heard someone talking about meaningful employment, but I want to see that shift in language happening. We talk about meaningful destinations at RLP, not positive destinations. You can see meaningful destinations when you take that Trauma informed approach and it isn't jeopardising anything else. 
· Some people need to go and engage with education first before they're anywhere near ready for employment. We've had people go on to access courses, the adult nursing course at Stirling University, Digital - Skills at Forth Valley College, HNC Health and Social Care at Forth Valley College and Level 4 social care. Then there were psychology and counselling with the Open University, a great resource not often utilised by many of the people that we will work with. It’s also something you can sometimes do in prison.
· There were also people who felt that education wasn't for them, they wanted to get into employment or take what they felt were closer steps towards employment 
· Somebody signed up for the Nat 5 and Maths and English, which is fantastic because they didn't get it at school. Somebody signed up for literacy and numeracy courses, which we didn't have locally, but a few years ago we got reintroduced, which has been a godsend. Somebody joined an SFA coaching Programme & then somebody else played semi-professional football.
· Many took up volunteering with us and have been paid to do very important strategic work in our projects with community planning partnerships, national work and other lived experience projects. This sort of participation (when is it managed ethically and authentically in the way that we insist), is paid work and it contributes towards longer term employability skills. It also influences improvement in policy processes and services. 
· Many entered full time or part time employment. We found that with a lot of people, they just needed time and space. Some support around previous convictions, navigating PVGs etc. but in an unforced way, in a place that was trauma informed and felt safe for them to be able to do that.
· Some joined community groups and got more connected into the community which is always bonus because we have assets-based community development in our DNA. Some accessed further general support. 
· We had to understand where the boundaries were for us, but partners locally, particularly in Clackmannanshire, have been a godsend with that.
· If you if you want to know how to do this, if you want to start trying to take this approach, go and look at the National Trauma Transformation website and take the Trauma lens tool and try and to implement it. Our social enterprise Resilience Learning Partnership  supports other organisations with trauma informed learning, implementation and improvement, so please get in touch if you want to develop practice.
· The five key principles are important and so is time! The people who have engaged with us had the privilege of time. Time to come and get to know each other, get to know themselves, get to know us and that doesn't always exist. In some of the services that you might work in, time constraints might be a huge barrier. 
· Here is a quote from an amazing human being who I've worked with for about 3 years now. I first met this lady in a prison, she says: 
“After being on drugs for a number of years and in prison a few times, I found myself not trusting people or wanting to be around anyone. My confidence was really low. I attended TIER in which and during and since I've made huge changes in my life. I’m now over 2 years clean from drugs, I can trust again. I now have confidence again to be around people. People want to be a part of groups and fully participate in them. TIER taught me to like and believe in myself again.”
· She very humble because she's done so much. One other thing that she did was get a child back who had been taken into care, which anybody on this call will know is no mean feat. All she had was the time outside of that restrictive, punitive mandated system. So maybe there is something in this about how people in these services can collaborate better. 

3.3 [bookmark: _Toc215566903]Panel discussion

3.3.1 [bookmark: _Toc215566904]Access to Industry
Access to Industry is an Edinburgh-based employability, mainly employability focused third sector organisation. When we talk about employability, everybody just thinks jobs, jobs, jobs. But it can also be college, college, college! Now you know, if we're talking about the prison education system and the new providers.
It's best to not think about that in a vacuum and then think about employability as being something that people then leave prison to just get jobs. We're fortunate at Access to Industry because we're funded where a college outcome was just as big a deal and just as much of an outcome for our funders as a job and with the number of part-time courses that are available, hopefully in colleges across the country, but certainly here in Edinburgh, it's a real opportunity for people. I dare say most of us here in this meeting used some form of further or higher education to help us with our career at some point.
Why should we exclude or expect anybody else to manage to, get to great heights or even, a decent career without a positive college or even university experience too.
They don't necessarily require PVGs and lots of disclosure scrutiny. Some do, and understandably and rightly so, but in most college courses, you will be able to access them without the same level of judgment as you might in the labour market. 
And, it also buys you time to reinvent yourself and change, change the narrative of your life.
Life, you know, when it does come to doing disclosures and PVGs somewhere along the line, if you've got a better body of evidence of study, work placements, volunteering, you know that you've accumulated to get yourself there. 
That's probably the point I was most eager to make today is to not forget HE and FE, if people are aspiring to that they can do Open University courses in prison.
They can do other things outside, and I really hope that the current prison contract for education has something in it about aspiring to progression to community-based college courses somewhere along the line after people leave prison. If they've enjoyed education whilst they were in in prison, it would make sense that there's some sort of tracking and encouragement for people to go to college when they leave.

3.3.2 [bookmark: _Toc215566905]Economic benefits
Think about it for an economic perspective. Many people will only need a year, two years, maybe three at college, and the long-term economic benefit for the country that has a fully free and accessible education system. 
The long-term benefits of that are that the majority of people are going to go on to meaningful, long-term sustainable employment, add to our workforce, hopefully address some of the structural skills gaps. 
What incentives can we put in place for education, so that people won’t be going to study and be poorer. 
For some groups like “care experienced” people, there's never been a better time to go to college or into higher education. If you're a “care experienced” person, there's so much support and many people we've worked with are “care experienced”. 

3.3.3 [bookmark: _Toc215566906]Local area example - Aberdeen
Aberdeen City has also got UKSPF funding and heavily involved in our local outcome improvement plan activities as well. We've been working with HMP Grampian for quite a long time. We funded the kitchen which is now being used with Green King. We funded various other things in the jail to try and enable people in there to start.
Building skills, building confidence, etcetera, before they come out. We're very, very aware that not everybody's going to get into employment when they get out. Sometimes it's just there's too much in their lives that actually employment is too far away for them and we absolutely accept that.
We try very hard to take a person-centred approach. We have one of our employability key workers goes up to the prison, which is currently reviewing how that works because I don't think we're meeting people early enough to build the trust that's required and a lot of the folk in.
A lot of people in prison who have got significant trust issues and for good reason. In Aberdeen City and Aberdeenshire, we are trying to work more collaboratively with the other services that are involved. 
There's no point in us doing it one and done. So if my guys are in, brilliant, but if the housing's not there, or the benefits not there, or the social work support or whatever else is required for an individual isn't already in place at the point of release, and actually before the point of release, a lot of times it's not going to work unless the individual does not have really significant barriers or they're exceptionally driven, and there are some who are exceptionally driven and can get through it.
I wanted to pick up on the education piece. One of the outcomes for no one left behind is education. It's not all about employability. So we're looking at further and higher education and employment. Also training and volunteering.
No one-size-fits-all and we all have to flex. 
Working with Green King, Sodexo and with Amey, which has a massive roads contract in the Northeast. We're working with other industries with a particular focus on the growth and volume sectors in the Northeast because that's where the jobs are.
There's no point training somebody to do a job that is not available in North East Scotland if they're going to be released to Aberdeen, and most of the HMP Grampian people will be released to Aberdeen and the ‘shire.
There's no point training them to do something which is not available, so we've identified through our regional economic strategy and the skills action plan that sits underneath that in our LOIP and in our local employability partnership delivery plan. 
That's all tied up within what we're doing. So we're trying to get the right jobs for the right people, the right outcomes for the right people.
Sustainable, meaningful, fair, good quality work with supportive employers and it's not easy and there isn't an immediate solution. That's probably more than enough.

3.3.4 [bookmark: _Toc215566907]Apex Scotland
Apex Scotland a Scottish charity existing to support people with experience of the justice system into meaningful activity.
The disclosure process is such a big part of that. Assertive disclosure is about bringing people through a process and a journey where they can reflect and talk about the circumstances they find themselves in. They need time to think about how to talk to others about it! How do I frame this part of my life? and how do I move on from it, giving myself the grace to accept that it's happened, that I don't need to hold a place of stigmatisation forever?
We don’t want to just see people survive the justice system, we need to enable them to truly thrive.  To build aspirations and continually develop so they can accept themselves and to feel ready for their chosen pathway, if that's employment or something else meaningful for them. 
We know this population faces chronic stigma and chronic low self-worth and we're trying to bridge that gap for people to feel ready. The disclosure development process is a big part in bringing people along that journey. It can take months, years, or decades, and it may continuously change as people reflect and review over that time period as well.
It also equips people to be better informed, about what they need to talk about, when they should or could talk about it, when they can stop telling others and how they can communicate it honestly and effectively. 
It’s also important that they don’t limit themselves and male dominated prison population don’t have to work in the construction industry. Choice is so important, and pursuing a range of sectors is the right approach. We also need to consider the employer’s approach at the other end and how we bridge that gap for employers’ needs.
The time issue is also very important! The quality standards that we've developed and implemented into our own work with concepts like time, giving people time. We'll never stop talking about that. We can't do this work effectively in 12 month contractual cycles. It doesn't work! 
When you're getting people ready, which is no mean feat. Journeying with people and understanding the complexity of their lives, it is incredible work. However, contractual agreements and 12 month funding cycles that ask us to get them into a job and the responsibility of supporting and managing relationships with employers too. 

3.3.5 [bookmark: _Toc215566908]Employer support
We need to focus on supporting employers, but we need realistic expectations of them. When I speak to employers just now, I'm asking them to understand that someone leaving custody might need support or flexibility to attend meetings, and  manage their medication and recovery. 
We need to be upfront and honest. There's no point in hiding it, some people might want to talk about the fact they've been in custody, some people might not want to.
Some companies might be concerned about bad publicity through the media and how the company could be or feel stigmatised by association with that person. 
There is learning that we can take from England and their employment Advisory Boards which makes sure that the employer understands what they're getting involved in. 
We really need a strategic approach in Scotland to consider all of the difficulties, assets and solutions. There are opportunities to strengthen links to the Fair Chance Business Alliance in Scotland.

3.3.6 [bookmark: _Toc215566909]Trauma-informed support
We need to make sure that we're not setting someone up to fail and that people have access to the full wrap around support available, so it's really important that we all collaborate and all link up and look at what that journey looks like for someone in terms of who can step in at which stage to offer and provide that support. 
I know we've talked about a lot the employer support, which I think is equally as important as the support for individuals and around the trauma informed approach. 
So I think looking at ways that people can have that access to that trauma informed training and support is part of that journey. We don't want people to have to feeling forced to an outcome at the wrong time.

3.3.7 [bookmark: _Toc215566910]Stigma and discrimination
A criminal record is not a protected characteristic but these kind of barriers are just like a protected characteristic, especially when we consider the stigma.
The public sector should lead by example here. If we're looking for courage on the part of employers and courage on the part of, you know, candidates, who have these barriers, the best thing would be if local government and central government agencies actually led by example and did so explicitly and openly in ways that were legal and eye-catching to the public and other employers and businesses.
I don't think we can expect businesses to take that kind of leap of faith unless they're seeing others doing.
Let's lead by example on the employment of people with convictions. 

3.4 [bookmark: _Toc215566911]Selected quotes from the Chat 
“Although my job title for Jobcentreplus is Prison Work Coach.  My role does not always mean I am progressing the people I support into employment.  The vast number of people I work with I support them accessing support with addictions, mental health, homeless, food, clothing, registering with DR's etc.”

“Agree, these human skills are learned, explored and need nurtured and lead/align to career management skills and how flow into workplace and progression within.”

“We often talk about our services being free at point of delivery but to the individual how much to them does putting their trust in us and their hope personally cost...HUGE !!!”

“I refer to Glasgow Clyde project for support to register in education.  Fantastic team. They support people with barriers to register on courses The Glasgow College Project | Glasgow Clyde College”

“I provide support to young people and one of the main areas of support is into FE, due to academic interruption this seems to be the most logical option, under Glasgow Futures these young people also receive 52 weeks sustainment support so we can continue to work on those wider skills for employment “

“I wonder to what extent focusing on the local (or national) labour market (negatively) impacts upon the ambition and meaningful pathways & destinations for people?”

“As mentioned previously we aim to have CECA (Civil Engineering construction academy) to attend Barlinnie soon.  To allow prisoners due for release prior to January to register on their January college courses.   This may be of interest to people you support within local communities? CECA Home - CECA Scotland Academy”

Participant question: “The current prison population and regime must be a significant barrier to readiness for organisations and people?” 
Participant response: “from our experience there's huge willingness and determination within SPS and partner agencies to provide the necessary support to individuals. Significant numbers won't be ready for work on release, but if they are able to engage with employability/other services we keep working with them to get them ready” 
Participant response: “That's really positive to hear. I figured that the red status of a large number of prisons at the moment and very restricted regimes (through both numbers of people in custody and protected populations increasing) would be acting as a barrier to this despite the willingness of partners and SPS.” 

“Some great and progressive work happening across the country. Lots of opportunities for valuable collaboration to really help people if we can pull together resources and expertise. “

“To better support the mental wellbeing of my young clients and to have them ready for accessing education or employment, I recommend allocating specific funding for individuals that face significant environmental stressors.  Facilitating access to calming natural environments such as coastal or forest areas could provide a powerful therapeutic benefit.  This initiative would complement the ongoing positive coaching I provide as a caseworker, offering a concrete experience that reinforces messages of hope and positive life choices.”

“SPS - are quite active on Social media channels, but I agree there could be a greater focus on Good News Stories, promoting the Employers and the impact.”

“Volunteering and work trials are a great way for employers to see the person and not the conviction…Volunteering might be an end in itself, which along with caring are means by which individuals can contribute to society in addition to / instead of paid employment.”

3.5 [bookmark: _Toc215566912]Key takeaways

· The development of Employment Advisory Boards are a critical opportunity to identify problems, strategically pull resources and implement improvement in the pathway from prison to employability.
· The intersection of trauma with people leaving prison is excessive and the authentic development of trauma informed systems of services will support, engagement and meaningful person centric outcomes.
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