
Sam Chu accepts the Butler Trust Award for Excellence in
Probation 2007 from HRH the Princess Royal
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with an awareness of risk and public protection
requirements. She would not be someone who
puts herself forward but I was keen for her
work to be recognised by a wider audience.”

Adds Sam: “I was delighted to receive The
Butler Trust Award for Excellence and am
especially pleased that the role of psychology
within the Probation Service has been
recognised.

“Psychology does have a role to play in public
protection and offender rehabilitation and this
can be maximised by the development of multi-
agency relationships, for example between
Prisons and Probation.

“I am greatly looking forward to having the
opportunity, through the Trust’s Development
Programme, to research the area of serious

further offences, which I hope will contribute
to risk management in the community.”

The award was one of 44 presented this year
to probation staff in England and Wales,
Criminal Justice Social Work staff in Scotland
and prison staff throughout the UK.

Says Sir Trevor Brooking, Chairman of The
Butler Trust: “The Butler Trust is delighted to
be able to recognise each year some of the
excellent and creative work carried out by
prison and probation staff to help offenders
return to a crime-free life. Much of this
dedicated work is hidden from public view and
we are glad to have the opportunity to say
thank you to people carrying out very
challenging roles.”

Sam wins major Butler TSam wins major Butler Trust Arust Awward (continued)ard (continued)

A word from the chief...

I AM delighted to write this forward for the second Inside
magazine since I joined South Yorkshire and, in particular, to
add my congratulations to Sam Chu and all the other award
winners celebrated in this edition.

The winning by Sam of one of the top Butler Trust awards was a
marvellous achievement and one which was much deserved,
reflecting as it does the very significant and important contribution
Sam makes to managing high risk offenders.

I was disappointed not to be able to go with Sam to Buckingham
Palace but I understand a good time was had by all. I was, though,
able to be at our own award ceremony and was delighted to have,
through that, an opportunity to personally congratulate and thank the various winners for the hard
work and commitment which was part of each and every achievement celebrated on that
occasion.

This edition also looks in some detail at the results of the staff survey. All of you who have
recently attended my presentation on the Business Plan will know that the survey was an
extremely important and helpful document that assisted me in identifying and understanding the
issues faced by staff and helped me understand the strengths and areas for improvement that
we, as an organisation, need to tackle.

The results of the staff survey have been taken into the Business Planning processes and have
had a significant impact on helping to shape the plans for the future. We will be repeating the
staff survey later this year and I would urge each and every one of
you to contribute to it so we can carry on listening and learning
what is important to you.

Roz Brown
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STAFF from across South
Yorkshire gathered at
Division Street at the end of
January 2007 for the
presentation of our Annual
Awards.

The High Sheriff, John Biggin,
was guest of honour presenting
the annual Chief and Chair’s
Awards as well as Long Service
Awards, some divisional Reward
& Recognition Merit Awards and
certificates for our NVQ
achievers of the last 12
months.

Major Award Winners

There were five major award
winners for 2006 into two
categories. The Chair’s
Award, chosen from the pick of
divisional reward & recognition
winners, went to Tracey
Parker and Tracey Castleton
from Group Programmes
Division.

The two Traceys are probation
service officers and tutors who,
over the last year, have devised
and written an entirely new

course for
offenders. They
have trained
colleagues and
successfully
implemented
their new
progression
awards for
offenders with a
Think First
condition, many
of whom have
gone onto
complete the

main programme with tangible
improvements in attendance,
compliance and attrition.

Their work has been praised
by assessors from the Open
College Network (OCN) as
‘surpassing all expectations’
and the course is now being
rolled out (generating income)
to Staffordshire and London
Probation Areas.

The Chief’s Award is chosen
by the chief officer in
recognition of outstanding
individual efforts to meet key
performance targets.

This year, new chief officer
Roz Brown gave her award to
Jackie Avison (SPO,
Barnsley), Chris Bowie
(Divisional Support
Manager, Doncaster) and
Tracy Morris (Information
Services Unit), although only
Tracy could be there on the
day.

All three were key figures in
getting the current Performance
Improvement Project (PIP) up
and running at short notice in
December 2006.

Says Roz: “Jackie, Chris and
Tracey responded when I
needed them. They gave this
work the initial push and
impetus we needed to give us a
chance of success. I am
extremely grateful for their
efforts so far and the ongoing
work they are doing and, for
that, reason I was delighted to
present them with my Chief's
Award for 2006”.

April 2007 Inside Magazine - 3

AA w a r d s  C e r e m o n y  2 0 0 6w a r d s  C e r e m o n y  2 0 0 6

Chris Bowie (right, with Roger Hill) Tracy Morris

Tracey Parker (left) & Tracey Castleton (right) with
the High Sheriff (centre)

Administration Level 3
Gemma Bell, Katherine Green,
Alexandra Lee, Teresa McNaney,
Lesley Morgan, Claire Prescott,
Eileen Sprague, Christine Taylor.

Training & Development Lead
Body Award
Mike Dyson.

Assessing Level 3
Avril Montgomery.

Management Level 3
Cheryl Dillon.

Customer Service Level 2
Helen Chambers, Carol Jones,
Gloria Henry.

Internal Verifier Award
Barbara Williams.

Team Leader Level 2
Jean Carnall.

Community Justice Level 3
Tracy Allison, Karen Bartle, Joanne
Chesters, Sophia Gordon, Geraldine
Hutchinson, Alexandra Knowles,
Katy Narracott, Isobel O'Neil, Kevan
Lester, Niki MacPherson.

Long Service Awards
Dean Clarke, Phil McNerney and
Christine Shann.

NVQ & Long Service Award
Recipients 2006
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Rotherham, 29 NovemberRotherham, 29 November

Barnsley, 22 November

Doncaster, 25 OctoberDoncaster, 25 October

Interventions,Interventions,
2 November2 November



MUSIC, dance, food and food for thought were the
themes of the Divisional Diversity Events at the end
of 2006.

In a departure from previous years, large-scale events
were held in divisions with most staff (where possible)
being given opportunity to attend. Thanks go to all the
divisional diversity management committee members
who worked hard to make these events a success.

An event for Sheffield Division, and other staff who
were unable to attend their own division’s event is
currently being organised for May and more details will
be available soon. One of the key themes of this event
will be the supervision of foreign national prisoners
(FNPs) and offender managers with FNPs on their
caseload should contact Milton Samuels (diversity
outreach worker) at West Bar for more information.

The season of events began in Doncaster at Armthorpe
Community Centre at the end of October. The opening
speech was about asylum and immigration issues by
Mick Adcock from Doncaster College, followed by
entertainment from Sigopanda Dance Theatre who
performed two dances with drumming and chanting
based on traditional Zulu warrior dances and
symbolising working life in Southern African mines. The
final speaker of the day was Rennie Brown - the
Lesbian, Gay, Bisexual and Transgender Co-ordinator at
South Yorkshire Police. Rennie who spoke about the
terminology, legislation and issues surrounding LGBT
offenders. Rennie also joined us at the interventions
event in Rotherham.

The Interventions event was held at Rotherham
Pentecostal Church. The first speaker was Helen Todd of

the Northern Refugee Centre in Sheffield. She spoke
about the work that the centre does to support and help
refugees and asylum seekers within South Yorkshire and
brought along three asylum seekers who told us their
stories. Helen was followed by Maia Weerdmeester. A
PSO from Bennetthorpe, Maia has an interest in
diversity in children's literature and has over the years
collected a large range of books that she had on display.

The final speaker of the day was Whied Latiff of the
Pakistani Muslim Centre in Sheffield. He spoke about
about Islamaphobia and how media coverage can affect
people’s views of Islam.

The Barnsley event was held at the town’s Metrodome
leisure centre. Jake Rollins from Barnsley Council’s
Asylum Unit spoke about the realities of seeking asylum
in Barnsley. Other speakers included Maia Weerdmeester
and Whied Latiff. The day ended with Leman Mirazi, an
Mbira (African thumb piano) player (see photos on page
4).

The Rotherham Divisional Event was held at the
Pentecostal Church again and speakers included Irshad
Akhbar from the Pakistani Muslim Centre in Sheffield,
Maia Weerdmeester and our own Gill Platt-Hopkin. Gill
is a puppy walker for Guide Dogs for the Blind and was
joined by Doreen Parsons and her dog Erma. Gill spoke
about how guide dogs help people in their everyday
lives, making them more independent and mobile as
well as describing what being a puppy walker entails.

The final event was held at Division Street in
December and began with a Caribbean-themed buffet
and music. Irshad Akhbar, Helen Todd and an Iranian
asylum seeker were the key speakers.
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LAST summer’s full staff survey was
the first ever undertaken by South
Yorkshire Probation Area writes
David Thomas (ACO Performance).

A total of 237 staff (35%) returned
their completed surveys to our
pollsters. Although we had hoped for
more, this response rate is well
above the minimum for reliable
representative results and the results
came back to me in the form of
1,000 pages of detailed analysis.

In this issue of Inside, I aim to look
at areas for improvement and where
we did well. There is also comparison
with other areas in the region.

Diversity

The perception of equal
opportunities and valuing diversity is
interesting and worth mentioning.
Overall this aspect of SYPA was
perceived as very good by staff at all
grades and yet in contrast to the
other three areas was not as good.
There is also a trend obvious in that
the further the perception goes away
from the individual, the less
favourable it is. So, 2% of
respondents said they were not
committed to the principles, 5% felt
that their team was not committed
to the principles, and 12% felt that
the organisation was not committed
to the principles. 

The experience of discrimination
was felt most as a result of factors
such as staff group (21%), level in the
organisation (27%) and age (13%). 25%
of admin officers felt discriminated
against because of their staff group.

The experience of discrimination

on the basis of gender was felt more
acutely by men (13%) than women
(5%), whilst 50% of disabled
respondents felt discriminated
against because of their disability or
special needs. 4% of respondents felt
discriminated against because of
their race. The sources of
discrimination were:

Colleagues / other staff - 43%
Senior managers - 28%
Line managers - 21%
Public (offenders etc) - 8%

Managing Change

This section contains some
contrasts but also some important
messages and areas for improvement. 

84% of respondents understood the
need for change and 72% look
forward to change as a challenge. In
both questions the proportion of
positive responses decreased with
increasing age and length of service.
In contrast 80% felt that there was
too much change for changes sake at
national level and 68% at area level.

The perception of how well change
was managed deteriorated the
further it went from the local. So
respondents felt change was
managed well in the team (60%), less
well in the Area (38%) and badly in
the National Service (22%).

56% of respondents felt that change
caused them concern and worry
while 92% felt that more could be
done to help people prepare for and
cope with change.

Respondents' outlook is not good as
52% felt that there had been some
positive change in the last 12 months
but 60% felt that things would not
improve in the next 12 months.

Managing Workload

This section of the survey
contained some contrasting
perceptions. 91% of respondents felt
that their workload had increased
over the last 12 months but 63% felt
that their workload was manageable.
The groups of staff with the highest
proportion who felt it were middle
managers (66%), Probation Officers

(60%) and disabled staff (58%).
The same three groups of staff

were most likely to feel that stress
(58%), workload (67%) and
absenteeism (47%) are not dealt with
effectively, although absenteeism
was seen as the greatest problem in
approved premises. 

57% of respondents felt that they
were unduly pressured at work and,
of these, 69% felt that the source of
that pressure was purely down to
work. A range of factors were seen as
adversely affecting performance. In
rank order these were:

1 - Work demands 87%
2 - Service change 86%
3 - Conflicting instructions 74%
4 - Insufficient feedback 63%
5 - Unclear role 60%
6 - Lack of autonomy 58%
7 - Unconstructive feedback 52%
8 - Insufficient training 51%
9 - Lack of control 50%

Benchmarking

All four Probation Areas in the
Yorkshire and Humberside region use
the same staff survey.

In most of the comparable aspects
of the survey SYPA was at or above
the median, or benchmark, value of
the four areas in the responses to
most questions.

So for areas such as pay and
reward, job satisfaction, clarity of
role and expectation, management,
training and development, health and
safety, welfare and the working
environment, the perception of SYPA
is at least as favourable as that of
staff in the other three areas.

There are specific themes where
SYPA is viewed less favourably e.g.
appraisal, line manager role in
training and development,
temperature and ventilation of the
workplace.

SYPA staff perceptions also fell
below the benchmark in management
of workload, stress and absenteeism,
managing diversity, management of
change and communication.

Within these aspects there were
very few instances where SYPA
performed above the benchmark
value.
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The top five positive issues for respondents in the 2006
survey, based on ‘strength of positive response’ were
calculated and grouped as follows:

1 - Many staff feel that their workload over the last
12 months has increased.

2 - Many staff feel that more could be done to
help them prepare for and cope with change, that
there is too much national and local change for
change sake and that change within the NPS is
not managed well.

3 - Many staff do not have a good knowledge of
the Chair’s and Chief’s Awards.

4 - Many staff do not feel that excessive workload
is dealt with effectively at work.

5 - Many staff do not feel that the Director of
Probation and his staff have a clear vision of
where the NPS is going.

Top Five Areas For Improvement

Senior Managers
55% feel their opinions and
concerns are listened to by senior
managers.
42% felt that senior managers
listen to and respond to frontline
staff views.
92% felt that senior managers are
known in their area.
41% feel they explain and try and
get support for their decisions.

Job Satisfaction
80% agreed that motivation at
work is generally high.
55% of respondents said they feel
valued by other ‘agencies’.
21% said that they are actively
seeking to leave the service.
10% are seeking a job in a
different Probation Area.
99% said they had a clear
understanding of the expected
standards of behaviour.
94% understand the expected
standards of performance.
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Read the full survey or the executive summary at: http://yss-intranet/News/Staff%20Survey%202006.htm

The top five positive issues for respondents in the 2006
survey, based on ‘strength of positive response’ were
calculated and grouped as follows:

1 - Staff and their team are committed to, and
confident in applying, the principles of equal
opportunity and valuing diversity in the
workplace.

2 - Staff have a good level of knowledge about the
Diversity and Equal Opportunities Policy.

3 - Staff are satisfied with reception, IT helpdesk
and switchboard.

4 - Staff have a clear understanding about
expected standards of behaviour.

5 - Staff know who the senior managers are in
their area.

Top Five Key Positive Issues

Pay and Reward
68% of staff felt that they were
fairly paid in relation to other staff
in the service doing the same job.
57% felt they were fairly paid in
relation to people doing similar
jobs for other local employers.
49% felt fairly paid for the work
done.
6% said that they have a second
job outside the Probation Service.

Line Management and
Supervision

87% of respondents say their line
manager provides them with
feedback about their performance.
78% felt that their line manager
provides a positive role model for

Training and
Development

80% said that overall training and
development has helped them do
their job more effectively.
87% said training and
development was discussed and
recorded in supervision.
67% said their training needs
were regularly reviewed.
70% of respondents with a
disability said that the training and

Health, Safety and
Welfare Issues

75% feel that they are provided
with a safe and secure working
environment.
74% feel that adequate provision
is made to ensure personal safety
at work.
87% felt most satisfied with their
computer workstation.
45% were satisfied with
temperature.
49% felt satisfied with
respondents.
81% agreed that 'Accidents at
work' were dealt with effectively.
76% said that 'Violence
aggression from public / offenders'
were dealt with effectively.
30% said that 'excessive
workload' was dealt with
effectively.
37% said that 'stress' was dealt
with effectively.
86% of respondents were aware
of the Health, Safety and Welfare
Policy.
61% were aware of the
Occupational Stress Policy.

the organisation.
63% felt that their line manager
deals with poor performance
effectively.
82% of respondents said they
have had a performance review in
the last 12 months.
88% are generally satisfied with
the content of supervision.

development opportunities they
are given take full account of their
disability or special needs.



reason given for not reporting the
harassment and bullying was
'nothing would happen', followed
by 'concerns about being labelled
as a trouble maker', 'concerns
about confidentiality' and 'possible
victimisation'.

THE results of this survey have
been used in the business planning
process for 2007-08, and more
details of this will be published
soon writes Dave Thomas.

However, we haven’t waited 12
months to start work on the main
improvement areas, although we
recognise there is always more to be
done.

A message coming loud and clear
from all staff groups was improve
communication overall. More
information about local and national
change developments was the

message, but more communication
between individual staff also emerged
as a theme.

Since then, my department
(Information Services) has joined with
the PR unit to launch the area intranet
and Lotus Notes front page which has
greatly improved the speed and
frequency of internal communications
on key issues.

We followed that in January 2007
with the PIP intranet which will grow
over time into a comprehensive
manual of processes and procedures
for all staff which should help improve

efficiency and eliminate waste.
Workload was another key issue

and here the picture is more mixed.
The Workload Management Tool was
introduced in July 2006 and nationally
it is acknowledged that refinements
are needed to this national tool.

More pay and better progression
opportunities was another key theme.
The job evaluation process has
brought improvements for some, and
detriments for others, but progression
within wider pay bands is now
possible for more staff.

How have the staff results been used?How have the staff results been used?
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Stress
57% feel unduly pressured at
work.
63% feel their current workload is
manageable.
51% said that they worry about
work outside working hours.
96% said that their workload had
increased over the last 12 months.

Managing Diversity
98% said they were committed to
the principle of equal opportunity
and valuing diversity in the
workplace.
96% were confident in applying
the principles.
98% said they knew about the
organisation's policies on diversity
and equal opportunities.
85% of respondents said they
knew about the policies on
harassment, grievance procedures
and disciplinary procedures.
78% of respondents felt that
support and advice regarding
discrimination is readily available
to them.
6% of respondents (13
individuals) said they are
currently being harassed or bullied
at work with the most common
reasons being 'victimisation -
keeping person out of things,
singled out for unfair treatment',
'excessive criticism' and non-verbal
(mimicking, ignoring, staring,
disregarding).
54% said that they had reported
the harassment and bullying and
46% said they had not. The main

Being part of the
National Probation

Service
90% said they understand the
role of the National Probation
Service.
92% said they understand what
their role contributes to the aims
of the National Probation Service.
31% said they feel the Director of
Probation and staff have a clear
vision of where the service is
going.
94% of respondents said that they
feel the Probation Service provides
a good quality service in their
team and in their area (87%).
69% feel the Probation Service
provides a good quality service
nationally.

Managing Change
84% agreed that they understand
the need for change.
92% felt that more could be done
to help staff prepare for and cope
with change.
52% of respondents agreed that
they have seen some positive
changes in the last 12 months.
40% feel that things will improve
in the next 12 months.

Working in South
Yorkshire Probation Area
72% agreed that, overall, the
organisation is a good place to
work.

Communications & Staff
Involvement

83% felt that their manager is
honest and open with them.
72% said they were provided with
enough information to do their job
well.
Around 90% of respondents said
the information they receive is in
an accessible format and relevant.
61% of respondents felt that
information was timely.
Main methods of awareness of
what was happening in the area
included e-mails (93%) followed
by the 'grapevine' - word of mouth
(74%).
For national issues the main
sources were e-mail (69%),
Probation Circulars (58%) and
NPS Bulletins and briefing papers
(57%).
70% said that the most common
frequency for team meetings is
monthly. Other times included
quarterly, twice yearly, daily six
weekly. Seven people said they
never had a team meeting and
eight very rarely.
82% said they find team meetings
useful.
92% said that if they want to put
forward new ideas or suggestions
for improvement, they know how
to.
83% feel they can voice a
different opinion to everyone else.

Some Other Key ResultSome Other Key Results (continued)s (continued)




