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1. Preparation activities 

 

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

Prison established the list with potential participants to the meeting and send them an 

invitation for collaboration with a short description of the project “European Career 

Counselling Guidelines for Staff Working in Criminal Correctional Justice System” in 

July 2020. 

To the interested respondents from prison system was sent in September 

2020 the invitation to fill the online preliminary questionnaire prepared by project 

partners on link  https://forms.gle/7BXVHs6fb5MbSYMcA.  

The results of this preliminary questionnaires was analysed by project team and the 

Power Point presentation was prepared to be presented to the workshop. 

For organizing the workshop, the hosting organization team prepare and sent 

in November 2020 the invitations with a short description of the project, agenda and 

the “questions list”, like a guide for workshop’s discussions.  

Because the workshop was planned in online format, the time was more limited and 

communication “different” then in case of face-to-face meeting. Taking into 

consideration these aspects and for improving the workshop’s results was 

recommended to participants to use the “questions list” and as questionnaire and 

until 20.12.2020 all participants had opportunity to send their answers by email. In 

that way the participants has more time to analyse, reflect and answer to the 

workshop questions.  

2. Workshop brief description 

Timișoara Prison organized the first “stakeholder’s check-point” with local and 

national stakeholders, the Workshop “IDENTIFICAREA UNOR PERSPECTIVE 

PENTRU VIITORUL CARIEREI ÎN JUSTIȚIA PENALĂ” (Gathering intelligence about 

the future of CCJ Careers”) in 3.12.2020 at 10 AM.  

Taking into consideration the pandemic COVID 19 context the workshop was 

organized in online format using ZOOM platform: 
https://us02web.zoom.us/j/88526315764?pwd=cDdxUTExcWNERng5RHA4dThxRXZuQT09 

Meeting ID: 885 2631 5764  

Passcode: 781005  

https://office-mail.anp.ro/owa/redir.aspx?C=zcjLvekj-8WOLlshMWwGGHSSxVcJTS1jcQYlDkaytMshnJ6XgqLYCA..&URL=https%3a%2f%2fforms.gle%2f7BXVHs6fb5MbSYMcA
https://us02web.zoom.us/j/88526315764?pwd=cDdxUTExcWNERng5RHA4dThxRXZuQT09


 

  

The hosting organization was supported in organizing the workshop by project 

partners CPIP, SNPP and external evaluator of the project. 

The objective of the workshop was to gathering national intelligence about the 

future of the CCJ careers and why / how guidance needs to be set in place. 

The workshop was focused on seven broad areas:  

• The critical issues for the policy and strategy area being considered for career 

guidance in CCJ 

• What a favourable outcome is  

• What an unfavourable outcome is  

• The key operational, structural and cultural changes that need to be made to deliver 

the favourable outcome  

• Lessons from the past  

• Decisions which must be prioritised  

• What the participant would do if (s) he had absolute authority 

The workshop was attended by 22 representatives of: 

 Timisoara Prison 

 Center for Promoting Lifelong Learning Timisoara 

 Sindicatul National al Politistilor de Penitenciare 

 Romanian National Administration of Prison  

 County Police Department (Human Resources Department) 

 Drobeta Turnu-Severin Prison 

 Educative Center Buziaș 

 Arad Prison 

 Oradea Prison 

 Dej Hospital Prison 

 Probation Service Timis 

 International Police Asociation-region 6 

 West University Timisoara- Romanian Centre for Penitentiary Studies 

 Family member 

 Evaluator expert 

  

 

 



 

  

 

3. Main discussions 

The welcome speech of the workshop was delivered by Cmss. Cristina 

Busuioc from Timisoara Prison. After this moment all participants has opportunity to 

present themselves. 

Mrs. Cristina Busuioc presented a Power Point document about the Project 

“European Career Counselling Guidelines for Staff Working in Criminal Correctional 

Justice System”. She delivered information about partnership, project objectives and 

activities.  

The next presentation was about work package number 2- „Policy Context 

Analysis in CCJ” presented also by Cristina Busuioc. She explained the work 

package strategy and the context of the workshop as first “stakeholder’s check-point”. 

Cristina underline the goal of this workshop is to obtain some information about: why 

career guidelines should be established, how career guidelines should be 

established, and what the future is in the correctional field. 

 Mrs. Magdalena Radu show presentation about “Career of prison police and 

probation staff” according with Romanian legislation that included information about 

the career of the penitentiary policeman as well as some information related to the 

career of probation workers. 

 As introduction on discussion step of the meeting, Mr. Nicolescu Bogdan, 

presented the results of the "preliminary questionnaire” addressed to prison staff to 

which was applied in September, emphasizing the answers that had a greater 

impact, on those areas that reveal the need for intervention in the guidance process 

in career. 

 The next stage of the event was the discussions about the Workshop’s 

areas. Mrs. Cristina Busuioc moderated discussion using a list of questions, received 

by participants before the workshop. 

 The discussion was started by Ms. Daiana Huber, she highlighted the fact 

that in all the strategies which will be adopted, the family factor must be taken into 

account and scored, because it has a very important impact on the staff and implicitly 

on his career. A second idea that Ms. Daiana Huber submits to the discussion was in 

which way education and justice communicate at the level of public policy. 

 Mr. Dorin Muresan highlighted the fact that the school/academy of the 

penitentiary system prepare the students in a general manner, without the 

specialization on a certain component of the penitentiary system, for example: 

evidence or human resources departments. That is why are a lot of difficulties for 



 

  

finding the staff, who can successfully perform certain tasks in the departments that 

are not part of the operative sector. 

 Mrs. Gratiana Tanase from Timis County Police Department (Human 

Resources Department) specifies the fact that in police is the same problem 

presented by Mr. Dorin Muresan, with a single observation that within the school for 

training police officers a different specialization module is organized annually, 

depending the national need for staff in that year, eg: the module for human 

resources. 

 Mr. Catalin Bejan said that it is necessary to be identified skills, abilities of 

the students when they still studying in school/academy within the penitentiary 

system, in order to see what their expectations are in the initial phase after admission 

and take into consideration these when they assigned for job. 

 Mr. Adrian Neagoe brought some additions, highlighted the fact that it is very 

important what happens with the human resources received, how the system 

intervenes to improve them. 

 Mr. Elvis Dobrescu specified that the evolution in the career is strictly linked 

with the motivation of the staff and this is the first thing that should be analysed and 

taken into consideration for a successful evolution in the professional career. 

 Mrs. Elena Mindru said that some motivation tools must be found to make 

the staff to want improving and developing for a certain position. 

 Ms. Daiana Huber underlined that working in European projects has a very 

big impact on career guidance, being an important training experience. 

 Mr. Adrian Neagoe supported the idea of Ms. Daiana Huber related to the 

European projects. He also related that the fact that in the penitentiary system until 

reaching the level of increasing motivation for progress in the career, certain basic 

needs must be met, related with safety for example. He also emphasized that career 

advancement does not necessarily mean progress in the professional grade, 

vertically, in management positions. That mean also advancement in the same 

position, horizontally, when by training, we become better prepared even if we 

perform the same function or we have the same attributions. 

 Mrs. Bianca Dramnescu said that it is very important that this career 

guidance to be initiated from the beginning of the staff's career, taking into account 

what exactly motivated that staff member to choose this path. 

 Mrs. Daiana Huber suggested that in the future in the implementation of the 

project it is important to collaborate with teachers from school/academy within the 

penitentiary system, because career counselling begins with career guidance. 

 Mr. Catalin Bejan and Mrs. Bianca Dramnescu supported the idea of 

involving and the professionals within the system for guidance in choosing a career, 

even if they are no longer active. 



 

  

Because the participants didn’t have more opinions, Mrs. Cristina Busuioc 

proposed to give them more time to reflect on “questions list” and suggested to the 

participants if they want until 20.12.2020 to prepare their answers and send by email. 

Proposal was accepted. Cristina communicated also that she will send to participants 

the Workshop File probably by mail as soon as possible. 

 In conclusion, Mrs. Cristina Busuioc thanked for the participation and 

involvement in the project and invited them to answer the online evaluation 

questionnaire of the workshop.  

 

4. Conclusions and proposals 

 

After 20.12.2020 when the project team captured ideas from workshop discussions 

and received by email the participants’ answers to questions list, the outcomes was 

centralized and is presented in next table: 

Guided Question Outcomes of this discussion and according with written answers of 

participants sent by email 

Introductive questions: 

-What are the critical issues 

in the field of policy and 

strategy regarding the career 

guidance of staff to be 

considered?  

-What does a favourable / 

unfavourable result mean for 

you regarding the career 

guidance of the correctional 

staff? 

The critical issues in the field of policy and strategy regarding the 

career guidance identified was: 

-Ensuring the necessary training of staff, to meet the human resource 
needs of institutions; this activity is now insufficiently regulated; 
there is no specialized staff to fulfil this role of career guidance both 
in prisons and in other areas of correctional justice (probation, 
police). 
-Identifying people with potential in certain fields of activity. 
-Lack of standardized procedures, an acute lack of policies and 
strategies in this area of career guidance. 
-Staff from the human resources department in some penitentiaries, 
however, guide colleagues on career development and professional 
development. Career guidance should permanently inspire the 
employee with a desire to develop professionally. 
-In the case of probation staff, one problem is that the new Probation 
Staff Statute was not approved. 
-As in all strategies which must be adopted, the family factor must be 
taken into consideration, because it has a very important impact on 
the staff and implicitly on career. 
-A problem is also the way in which education and justice 
communicate at the level of public policy. 
-The problem is that the prison staff training schools/academy from 



 

  

the penitentiary system prepare the students in a general way, 
without being specialized on a certain component of the penitentiary 
system (not for example on how to work in the Record Department or 
Human Resources Department from prisons). There are thus 
difficulties in finding employees who can successfully perform certain 
tasks in departments which are not part of the Operative Sector. In 
the case of police officers, there are some specialization modules in 
the training school for police officers according to the identified 
needs (for example for police officers who will work in the Human 
Resources Department). 
- Skills, abilities need to be identified in the case of students from the 
schools/academy of the penitentiary system, in the initial phase, 
immediately after admission, in order to know what their 
expectations are. These expectations must be taken into 
consideration when the graduates are assigned to work in the 
penitentiary. 
-It is very important what happens to those who are employed, how 
the system intervenes in training them. 
The favourable results of proper career guidance would be: 

 achieving quantitative and qualitative indicators; 
 more efficient case management and finally, increased 

chances of reintegration of the persons from the prisons, 
preventive arrested centres, minors from educative centres 
or beneficiaries of probation services; 

 creating a proper work climate, fewer incidents; 
 increasing the staff satisfaction; the employee who is 

satisfied with his job position does his work with passion and 
involvement; 

 a good knowledge of the skills and abilities of the staff 
could provide high efficiency, effectively using the 
professional experience of each; would be the adequate 
employee at the adequate job; 

 it is also important to identify weaknesses in staff training 
and offer programs, training courses through which they can 
improve their work; 

 successful integration of the newly hired staff; 
 the career development is strictly related with staff 

motivation and that is the first thing that should be analysed 
and taken into consideration for a successful career 
development; 

 strictly related to the probation staff, a favourable result 
would be the structuring of the activities on specialized 
offices; 

 
The unfavourable results would mean: 

 unmotivated employees, poorly trained professionally; 



 

  

 the lack of positive career evolutions; 
 major professional failure, maladaptation of the staff to the 

job place and position for which it was prepared, the 
employee is not satisfied with his job, does not cope with his 
tasks; 
the lack of any guidance, even at the lowest level of 
management; 

 the incidents are not correctly resolved by newly hired staff 
and in this case must be identified where the problem 
occurred and a change must do for obtaining the favourable 
results in the future; 

 the difficulties in carrying out activities in all correctional 
institutions due to an insufficient number of employees. 

 

1. What are the attitudes of 

you and your colleagues 

would you say, to the career 

of a prison/ correctional 

officer in your prison? 

 (What do you and your 

colleagues think/say/do 

about career advice and 

guidance?) 

-In the prison system, in general, the attitudes towards the staff's 
career are of encouragement, guidance and support, but there are 
also exceptions that may be due to stress factors, high workload and 
mentalities anchored in the past. A positive, open, encouraging, 
motivating and guiding attitude is necessary. 
-Some of the staff are superficially involved in the guidance activity of 
the new employees, invoking the multitude of additional tasks and 
the fact that it is a job for which they are not remunerated. Others 
employees are involved in supporting new staff, so that they are 
guided and trained and participate in as many activities as possible 
together with more experienced colleagues. 
-I consider that we have the obligation to be actively involved in 
adapting to the job place and career developing of the new 
employees, because it helps them to be integrate faster in the 
professional team. 
-Regarding the probation counsellors attitude, this is generally pro-
active, they try to adapt along the way, improving their professional 
activity and proper using existing resources. We can observe at them 
the desire for permanent professional development. 
-Regarding the career of the police officers which work in the 
Detention and Preventive Arrest Centre, their career counselling is 
missing and there are no programmatic documents that provide this 
aspect. However, human resources workers advise them on changing 
employment relationships by moving, delegating, empowering to 
management job. 
 

2.What do you think drives 

this positive/negative 

reaction? What experience 

are these attitudes based on?  

The negative reaction about the career of correctional staff can be 
explained by: 

 lack of motivation, the wear of the employees considering 
their use in very many missions due to the acute lack of staff; 

 staff believe that ”nothing will change anyway”; 
 sometimes the bad management, difficult and closed 



 

  

organizational environment, rigid system, routine activities; 
 the changes were caused by some responses to external 

factors, the staff being always in the middle; 
 during the career, the employees can meet different types 

of people and personalities to be their mentors (with 
experience and visions, but also people with ceilings or 
negative attitudes). 

 correctional staff sometimes are not "good examples" for 
young people. 

 
The positive reaction about the career as correctional staff can be 
explained by: 

 the compassion that a simple citizen feels towards the 
ungrateful position of the correctional staff who socially 
condemn the actions of the detainees but in the same time 
have the obligation to respect all their rights; 

 the attitude is one of respect, because this category of staff 
deals with convicted persons, people with whom most people 
are afraid to interact and enforce the law in front of those 
who are accustomed to violating it; 

 high professional level of some employees, experience 
gained and adequate personal skills; 

 motivating tools for supporting the staff must be found, to 
want professional developing for a specific position; 

 working in European projects has a very high impact for 
career guidance, being an important training experience; 

 emphasis the fact that career development does not 
necessarily mean advancement in professional grade, 
vertically evolution in management job places; that means 
also advancement in the same function, horizontally, when by 
training, we become well professional prepared in the same 
function, with the same responsibilities; 

 there was a positive reaction and involvement, from the 
probation counsellors for the development of their career, 
aspects somewhat claimed by the complexity of the tasks 
they have to perform (basically we are talking about 
knowledge from different fields, which are integrated in the 
activity of the probation counsellor, many of them exceeding 
the limit of initial training through undergraduate programs 
in fields such as: psychology, law, social work, sociology, 
pedagogy); 

 
The learned lessons are: 
-Perseverance, patience, self-knowledge and personal development 
are important. 
-If you don't work, you don't make mistakes, nobody was born 



 

  

learned and practice is essential. The superficial treatment of these 
practical activities had the harmful effects for the medium and long 
term. 
-If they are not properly guided and are motivated, colleagues with 
high potential are lost in the system. 
-Due to the fact that the staff was not properly guided, can appear 
the vulnerabilities that affect the team work and the safety of the 
Penitentiary / Educational Centre / Detention and Preventive Arrest 
Centre. 
- An idea may be to involve the retired professionals from the 

penitentiary system to guidance in choosing a career. 

- Regarding probation, the lack of resources is felt acutely both in 
terms of material and human resources. The financial difficulties are 
also felt in the field of initial and continuous training of probation 
staff, as there are not enough resources to carry out the much-
needed training programs, especially for new hired counsellors.  
 

3.If negative, what specific 

challenges or barriers can you 

tell me about in staying in 

your role and staying active in 

learning about your job? 

 How would you overcome 

these barriers, if you had lots 

of resources at your disposal? 

 

Challenges and barriers encountered: 
 in some cases lack of openness regarding the promotion of 

the prison police profession in high schools; 
 the insufficient staff caused many missions and the 

disinterest in career counselling, lack of patience and 
willingness by the colleagues to present opportunities; 

 the barriers could be overcome first by the periodic training 
of the staff designed for career guidance, who will transmit to 
the staff all the necessary information; an interactive strategy 
for the transmission of information, advice and guidance 
should be adopted so as to arouse interest; staff need to be 
aware that the information and counselling stages are not 
obligations, these are opportunities for them on their career 
progress; 

 it would be desirable that at management level, the career 
guidance activity to be analysed with maximum seriousness, 
the mentors to be established from the performing staff, who 
should be motivated to get involved in the guidance activity, 
activity for which they will be rewarded; newly hired staff 
should be gradually involved in the professional activity, after 
having previously completed the theoretical module, because 
was the situations when they have been nominated to 
perform missions or activities without being trained in this 
field, or without knowing the specifics of working with the 
arrested /incarcerated persons; 

 the need to carry out procedures regarding career 
development; 

 the most difficult barrier to overcome is resistance and 



 

  

reluctance to the new, to changes. The barrier could be 
overcome by being aware of the positive effects of change; 

 another difficult barrier to overcome is that of mentality, of 
rejecting any attempt to change the professional attitude 
towards this field of activity; this barrier could be overcome 
only by examples of good practice; the most important 
resource would be  in many cases to change the attitude of 
decision makers, regardless of the managerial level in which 
they operate; 

 the main barrier is represented by the fact that the position 
of trainer in the penitentiary is not a stable position, it is a 
transitional position, being extremely low chances of there 
being continuity in promoting a viable policy in this field; the 
problem is not the lack of resources but the inconsistency of 
policies in this area. 

 a challenge would be to create a Career Guide for 
correctional staff, including colleagues from preventive 
arrested centres; 

 in order to be able to overcome barriers encountered in 
the professional field, I believe that more emphasis should be 
placed on advising staff who have experienced those negative 
aspects; 

 one of the negative aspects would be the lack of 
continuous training to keep up with certain exceptional 
situations, complex case management, situations that do not 
find a direct correspondent in the law enforcement 
regulations; 

 another aspect is about using of the IT technology or 
applications. In general, employees from prisons / preventive 
arrested centres / probation counsellors have not been 
trained in the use of new technologies or applications. 
Similarly, in many cases they do not have the necessary 
equipment or have specific restrictions like in prisons, 
preventive arrested or educative centres; 

 difficult situations like this: you must hold for the important 
position in a certain department and according to the 
selection criteria at the time of the search you have only one 
employee who would be suitable for that position; the 
problem is that person works in another compartment, in a 
position that he likes and does not want to change the job 
place; probably, if I had a lot of resources, the problem would 
be solved quite easily in a relatively short time, but as the 
resources are quite limited. 

 
 
 



 

  

The main operational, structural and cultural changes that need to 

be made for achieving the favourable results identified: 

-Organizing information campaigns about the profession of prison 
police officer. 
-Involving management to be aware that a proper climate at work is 
the solution for the correct fulfilment of missions and avoidance of 
incidents. Proper training of mentors. It would be useful to have 
some objective criteria for nominating mentors, to instruct mentors 
on how to guide. From a cultural point of view, I believe that a change 
of perspective and attitude towards new colleagues is needed. All 
employees must understand that if the new colleagues are properly 
trained, can make everyone's job easier. 
-Operational and structural changes are very difficult to be achieved 
in the closed and bureaucratic systems such as prisons or preventive 
arrest centres. Instead, for cultural changes there could be 
informative spots made at central and local level, educational 
campaigns among the population, promotion and popularization of 
the positive aspects of the correctional activity, regular meetings of 
correctional staff with civil society, students from schools (sometimes 
even in the form of information with the character of activity to 
prevent antisocial acts), promoting them through the mass-media.  
-More emphasis on counselling and professional training of the 
correctional staff.  
-Permanent training of the trainers and specialization in the field of 
adult education. 
-First of all, openness to change (staff being quite reluctant to 
change), support them by the decision makers from central and local 
level, developing and implementation of a long-term strategy. 
-Regarding the probation services, a possible effective change would 
be to grant the autonomy of the Probation Services in financial 
management and for the recruitment of personnel. This could mean 
being able to access local or external resources by initiating projects. 
More financially efficient management would have a direct impact on 
the possibility of investing in staff training, depending on the work 
carried out within the Probation Service. It could also facilitate the 
identification of weaknesses in the work of counsellors and their 
solution through courses, targeted training programs. From a cultural 
point of view, we could mention that we need training on counselling 
the beneficiaries of probation with foreign citizenship. 
 

4.What do you think would 

be good about improved 

support for prison/ 

correctional officers to keep 

-A judicious identification of training needs both at the individual 
level and institutional level. 
-Using the informative materials and organizing the interactive 
training of staff with a pedagogical vocation as well as practical 
expertise. The courses should be developed starting from the training 



 

  

learning and training about 

their role? 

 

needs identified in the participants and adapted to the category of 
staff for which they want professionalization. 
-Creating at job place a special space for this activity, equipped with 
IT technology.  
-Implementing partnerships with adult education organizations, from 
our country and abroad, in order to support training sessions. 
-Providing the necessary time during the working program for 
carrying out the training. 
-Staff must be aware that it is in their interest to learn and train at 
their job, so as to carry out missions correctly and without incidents. 
This can be done by correctly informing them as well as establishing a 
system of rewarding staff who follow certain forms of continuous 
professional training (including financial ones). Sometimes when the 
correctional staff were attending training activities, they lost some 
financial benefits and their salary income decreased.  
-Lack of motivation is one of the reasons why employees didn’t want 
to attend at training courses.  
-Sufficient staff to carry out missions. 
-Training on career guidance, leaflets about learning opportunities. 
-Usually the practical activity is the best teacher. Organizing team-
buildings with specific themes, experience exchanging meetings. 
-The method of "delivery" of information is crucial in order to achieve 
a significant impact in terms of career development. It must be 
adapted to the dominant form of reception by the target group and 
with maximum impact in terms of career development. 
-In the field of probation it is clearly necessary to develop and adopt 
the new status of probation staff. 
 

5.What are your thoughts on 

the format? What exactly 

would this improved support 

look like? (training on career 

guidance, leaflets on learning 

opportunities, more training 

in your recruitment period, 

external consultants coming 

in, more training for line 

managers/ HR personnel etc.) 

 

- All these methods are adequate. Support should focus on the 
following intervention areas: information, counselling, evaluation, 
learning / training, support, networking, leadership, piloting, guidance 
and mentoring. 
-More practical activities, under the guidance of an experienced 
colleague, after having previously completed the theoretical module. 
-Also vocational training for management and human resources staff 
would add value to the initial vocational training activity. 
-I think that career guidance would help more the new employees to 
find the option that suits them best. Leaflets on learning 
opportunities could help all staff to perform in their daily work. 
-In very many cases, the high workload and overwork of employees 
can create barriers in terms of openness to training. Example: training 
is done outside working hours and staff are no longer willing to 
allocate their free time to work-related problems (often work robs 
them of free time and the employee neglects other aspects of their 
personal life). 
-Any support is opportune as long as it materializes through 



 

  

favourable results. At all times, the mode of support must be adapted 
to the type of staff, the current work context. 
-Regarding the training during the recruitment period, we specify that 
it does not currently exist in the field of probation. Currently, the 
National Probation Directorate has developed a permanent probation 
recruitment service, where those interested in a career in this field 
can submit their CV and when positions are put up for competition, 
they are quickly informed. Career guidance could also target student 
guidance. For probation counsellors, annual training programs are 
useful and if will be compulsory to attending at one training in each 
year depending on their own professional development interests and 
the possibilities offered at the level of Probation Services will be 
beneficial. 
 

6.What are your thoughts on 

the content? What exactly do 

you think prison/ correctional 

officers need to hear? (Are 

the messages different if they 

are male/ female? Are a line 

manager or HR person? Etc.) 

 

-These are messages that must be sent to the all employees, but must 
also be adapted to the specifics of each job position. Certainly the 
message sent to the management staff must always be different from 
the execution level staff and this also comes from the specifics of the 
work performed. Management work is linked with leadership, 
participatory management techniques, age psychology (with 
emphasis on the psychology of adulthood) and adult education, but 
also in the field of career counselling, mentoring and coaching. 
-Feedback is very important after the training, to highlight any 
deficiencies, dissatisfaction and to support improving the training 
process. The content should be adapted to the category of staff to 
which it is addressed, given that those employed come from different 
backgrounds and some were not related to the prison environment. 
Also, the content and specifics must be adapted according to the level 
of function in the structure of the organization. The content of the 
training must be first of all extremely simple presented and extremely 
applied, pragmatic, with many examples, with many study cases and 
their solutions, with problematization as main method, with 
possibilities for learners to be able to use their work experience 
gained and to feel valued. 
-A respondent does not consider that specific courses would be 
necessary according to the gender of participants, but focused on the 
behaviours and situations that will be encountered in the professional 
activity, so they will know how to manage them. Another respondent 
believes that the messages can be different in some career moments 
for women and men (especially after each of them has a family, and 
the professional activity shifts to another place in the priorities of 
daily life). 
-In fact, the most important message is that the correctional staff 
activity is a beneficial for the institution and beneficiaries, for the 
valorisation of this work which is not simple and easy to accomplish. 
- In the case of probation staff, as the initial training of probation 



 

  

counsellors is not uniform, they are graduates of faculties with 
different specializations, the content of the training should be 
adapted to individual needs. 
 

7.When do you think these 

improvements would have 

most impact? (At the 

beginning of their career or 

the end of their working 

career? After parental leave? 

After sick leave? Etc.) 

 

-The career plan is an ongoing process that requires monitoring 
throughout the career plan allows staff to improve their skills and 
knowledge, to be better at what they do. In that way they can 
become specialists in their field, can advance. This route comes with 
motivation, morale increases, and staff are more determined to make 
decisions naturally. 
-These improvements must to do constantly, but at the beginning of 
the career, at a moment of balance in the career, after a longer 
absence from activity are very necessary. 
-It would have the high impact at the beginning of his career because 
for each employee is important to find the adequate job place. This 
opinion is supported by the fact that even young people do not 
benefit from counselling and guidance in choosing their career, 
especially in a society with perpetual change regarding the labour 
market. It could also have a strong impact after taking parental leave 
because restarting the work can be stressful and sometimes 
unmotivated, especially for women, who have several roles to do. 
-Another opportune moment would be after the appearance of 
certain legislative changes in order to be up to date with the 
application of the new provisions. 
-At the beginning of the career the volume of information is higher 
regarding the professional field, but towards the end it should 
contain information related strictly to updates and other useful ones 
from adjacent fields (methods to deal with stress, etc.…) 
-It is very important that this career guidance to be initiated from the 
beginning, taking into consideration the motivation of new staff to 
choose this path. 

8.Would these improvements 

have effect on 

prison/correctional officer 

motivation and conditions in 

your working environment? If 

yes then why/ No? Why not? 

 

These improvements would have the following results: 
 made properly, such improvements could have a beneficial 

effect on the motivation of correctional staff, but especially 
on working conditions and environment;  

 would positively stimulate and encourage professional 
development;  

 specialized training gives security and confidence and the 
desire to maintain a high standard of work; 

 the valued person is a happy worker, a happy worker is a 
motivated worker, a motivated worker is an efficient worker 
and an efficient worker supports the institution to adapt for 
changing, the most difficult thing to achieve in bureaucratic 
institutions and with somewhat closed system; 

 would familiarize new employees with the specifics of 
work, they would feel that can manage well their actions 



 

  

their actions; 
 the trained and motivated employee will perform in this 

job position for a much longer period, so that will be avoided 
a migration of staff as well as the need to restart again the 
activities of counselling and career guidance; 

From the perspective of the penitentiary organization, this process 
would contribute to: 

 increasing the quality of human resources and implicitly 
their efficiency and effectiveness within the organization; 

 facilitating the steps of the employees to get more 
professionally involved in accordance with their personal 
interests, skills or qualities; 

 encouraging professional mobility within the organization; 
 supporting employees in professional development 

planning 
 
One respondent believes that the work environment cannot be 
changed. Working conditions can do, but this changing is not linked 
only by material resources. Working conditions are also affected by 
legislation, vision of decision makers from the highest level and local 
level. Reducing bureaucracy and changing the fact that in some 
sectors such as social reintegration for example, the activities many 
times are focused on quantitative indicators are important issues 
(Staff must be allowed to create, not "forced" to leave traces on 
paper…) 
 

9.Would it improve how your 

family and friends view your 

job? If yes then why/ No? 

Why not? 

 

 Some respondents felt that it would improve the perception of 
family and friends about workplace because: 

 is perceived as a stable job, which offers opportunities for 
continuous professional development; 

 it would create a more positive image of the workplace and 
increase the public confidence in correctional institutions; 

 when you are satisfied with your work you do you have a 
much better mood and this is often noticed by family 
members; 

 
Other respondents felt that it would not improve the perception of 
family and friends about workplace because: 

 changing the perception regarding the workplace is a 
medium and long term process; 

 working aspects are not discussed with family, friends, 
these are confidential; 

 the spokesperson has a duty to do the visibility of the 
profession as prison police in the society and community 
through the actions of promotion of the institution as well as 
the personnel from the structures when attended to the 



 

  

different actions and events in collaboration with 
stakeholders; 

 regarding the probation staff has no relevance for the 
family and friends perception about this job; for a probation 
counsellor the image doesn’t matter, is important his 
contribution to the reintegration of people who have 
committed criminal acts; 

 
Other opinions: 
-The opinion of the family about the workplace can be changed, the 
friends’ opinion lesser, but the most important is the opinion of the 
society. With family members it is easy, they notice the changes and 
the influence of the workplace to the person. Instead, consider that 
the friends cannot observe these, because the employee must keep 
professional secrecy, the discussions being only at a general level. 
-The society's opinion has a strong influence, it can create pressure, 
and affect people from the highest level to the lowest. The society is 
taking into consideration differently the progress obtained by the 
correctional system and its efficiency, because for many times they 
receive the false or incomplete information.  
 

10.Would it improve the 

outcomes for prisoners (e.g. 

their chances of turning away 

from crime)? If yes then why/ 

No? Why not? 

 

Some respondents considered that it would improve the results of 
the work with detainees because: 

 good vocational training leads to a professional approach 
with a positive impact, increasing the chances of beneficiaries 
to don’t relapse; 

 positive results obtained in any activity become an 
important motivational resource and transfer the message 
that the work in the correctional system can have a good 
impact to the society (because decrease the number of 
crimes); these creates the premises for some successful 
activities in the future; 

 the employee who carries out his work with passion and 
involvement, imprints the same feeling to the colleagues, 
becoming a good example for them; 

 the high level of professional training is reflected in the 
improvement of the working activities with our clients and 
implicitly increasing the security level in the community 
because will be a better social reintegration of the 
beneficiaries; 

 
Other respondents believe that in order to improve the results of our 

work in correctional institutions and to increase the chances of 

beneficiaries to be reintegrated into society, important is how we 

approach this problem. The identified barriers are: excessive 



 

  

bureaucracy, “targeting” the work (sometimes the employee is “lost” 

in numbers and the quality of actions decreases) and the fact that an 

employee receives other additional tasks, different than the usual 

tasks. The problem of reintegration also depend by the society. 

11.What else would make it 

easier for you to learn more 

about the training that is 

available, and the other way 

around, what training would 

be useful for you to keep 

your work life balance, and to 

be more effective in 

supporting effective 

rehabilitation of prisoners? 

 

- The “exchange of experience” activity with staff is an important 

vector for receiving more information, for developing more 

connections, but also that can have a psychological prophylaxis role in 

the field of coping with professional stress. 

-The frequent trainings, meetings with colleagues where they will 

have opportunity to share pleasant or difficult situations and to 

discuss how to avoid conflicts and solve the problems will be useful. 

-Trainings on time management, stress management, conflict 
negotiation, and judicial psychology are necessary. For some 
specializations will be useful family psychotherapy or training as a 
trainer, workshops about personal development, counselling and case 
management for complex situations. 
 

12.What recommendations 

on career guidance would 

you make for practice and for 

process in your prison? 

 

Identified recommendations was: 
-Practice of practical skills, staged, corroborated with theoretical 
training. The practice should be done after finishing the theoretical 
part and to be carried out with some experienced colleagues, from 
whom they have something to learn. The practice and guidance 
process must be done with well-trained staff who have the ability and 
desire to pass on the information and stimulate everyone's interest. 
Everything must be done interactively and with the involvement of 
both parties. 
-The staff which doing the career guidance sessions must to be 
specialists. They will be trained in adult education, human resources 
management and with emphasis on the career counselling. Regarding 
the process, it must start from the first weeks of activity for all 
workers from correctional institutions. 
-The institutions must to give more attention to the career guidance 
process, so that employees do not come to work only for earning the 
income. 
-As a recommendation, it could be useful to introduce annual 
workshops (2-3 days) thematically structured and employees can 
choose these opportunities according with their own personal and 
professional development needs. 
-Consider that I developed the most by participating in European 
projects and team-buildings. Non-formal education captures more 
attention and I believe that the information transmitted is much 
easier to receive and assimilate. 



 

  

-Due to the increasing complexity of correctional service tasks, staff 
must be better informed, educated and qualified. As a result, the 
employer has the obligation to develop individual personal 
development plans for the staff; the application of such system is in 
benefit of employers. Through superior and adequate training the 
staff performance increasing. 
Regarding the decisions which must to take for career guidance 

suggestions was: 

-First of all, decisions should be made on the framework in which 
such a human resources activity should be carried out - career 
counselling. If in the private sector, such decisions are taken from the 
signing of the individual employment contract and implemented 
throughout the career (but not as originally stated always adapted to 
the needs of the individual and / or the institution), in the public 
sector the programmatic documents outlining the whole human 
resources activity are somewhat limiting, setting out some mandatory 
steps to follow, so that decisions related to decentralization of the 
process can be beneficial. It is because the correctional institutions 
are similar only from certain points of view and the staff actually 
make a differences. 
-Must to have open management for initial training opportunities. 
-Specific initial training activities must to be adapted to the categories 
of staff 
-Guiders will be selected taking into consideration their motivation. 
They must be trained as counsellors (training sessions in the field of 
vocational counselling) and in the field of adult education. Stability of 
the trainer officer at job place is also important. 
-Courses content must to be modernized and apply the progressive 
involvement in the specific tasks of the new employees. 
- Career guidance must be adapted to the specifics of the staff and 
the activity carried out. It must be done also with the staff from the 
management positions. Access to professional vocational counselling 
for all staff. 
-In the case of probation staff, an initial on-the-job training program 
is the most effective, probably with a slightly longer duration, which 
will includes a major component on practice, but also theoretical 
elements and includes a wider area of the activity of the probation 
counsellor, not strictly on case management, as it is at present. 
Inclusion of optional courses in the field of probation at the faculties 
whose graduates can be employed as probation counsellors can be a 
suggestion. 

13.What recommendations 

would you make for all 

prisons, a sort of ‘gold 

If they would have the absolute authority, the participants would to 
do the following changes: 
-First of all, I would make an in-depth organizational diagnosis, maybe 
even with a specialized company, which would become a starting 



 

  

standard’ for European prison 

careers? 

 

point for a future managerial strategy on career counselling. I would 
leave this activity to the specialists in the field who can come with a 
different, innovative approach, but also an adequate diagnosis of the 
need for training in the field of career counselling. 
-I would conduct an audit of human resources to see the starting 
point, then I would prioritize career counselling and give special 
importance to human resources, especially in terms of their 
development and motivation. 
-For the beginning, I would try to distribute an anonymous 
questionnaire to the staff from institution to see what are their needs 
and expectations. 
-Career guidance must be done responsibly. Choosing mentors is a 
very important aspect, because if everything is done with 
involvement, favourable results will appear. I would choose mentors 
from those motivated, I would reward them for extra work, 
evaluation to be done effectively, not just bureaucratic, I would 
gradually introduce them to the specifics of work and I would have 
regular meetings with them to see how they appreciate the quality of 
mentoring and career guidance. 
-I would not give the opportunity to start your correctional career 
directly in the corps of officers, firstly you should be a correctional 
agen.t 
- In all correctional institutions when the employee will start a new 
work a minimum period of training in which he would learn the basic 
elements of job place, he would become familiar with the way of 
working, including through a period of practice. At the beginning, the 
work will be supervised by a mentor, the attributions will be at a 
minimum level. 
-During schooling, a profile of the learner can be drawn in order to be 
later guided to certain sectors in which to carry out his / her activity. 
-Along the way, tasks and responsibilities increase depending on the 
person's ability. Specialization and experience exchange sessions are 
organized. 
-The advancement will take into account the professional experience 
and the professional route of the employee. This process is not 
dependent by the authority ... relative or absolute but must depend 
by managerial vision and consistency in educational management. 
-Initiating the media campaigns regarding the professions from the 
correctional field. 
-In the case of probation staff, I would structure the activity of 
probation counsellors according to the initial training obtained 
through undergraduate studies and I would maximize the potential of 
each counsellor, depending on his field of training. For example, 
probation counsellors with a degree in law will be guided to the 
supervision of convicted persons and the conduct of civic education 
programme. 



 

  

Regarding the ‘gold standard’ for European prison careers, the ideas 
were: 
-The prison police career guidance is very important because it avoids 
the moral and professional wear and tear, it avoids the risk of 
performing duties in a monotonous way. Career guidance and 
orientation is the first important step in the professional life of any 
person, by this depends on the performance of professional activity, 
meaning that the more it will be anchored in reality and in the 
specifics of work, the less we’ll make professional mistakes. "A 
qualitative start means a professional life at high standards". 
-Although it would be the most difficult to implement, for me the 
"gold standard" would be career counselling for each staff member. 
-Elaboration of a unitary work procedure regarding the career 
guidance of the correctional staff. 
-Surely the principle of lifelong learning applies in all areas of activity 
to achieve the best results. 
-There is no measure to suit all situations. So I do not think there is a 
"gold standard". Eventually, we can discuss about a minimum 
standard in terms of the learning needs of staff in prison systems all 
over Europe. 
-Changing mentalities, accepting the new and activating involvement 
for improving the services provided by penitentiary for the society. 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

  

5. Workshop evaluation 
 

 

For the evaluation of the workshop, the Timisoara Prison project team 

prepared an online questionnaire and invited participants to answer.  

The results of evaluation was: 

 1. Do you consider that the activity has achieved its objectives? 

 

 

o yes 

o no 

2. Are you satisfied with the quality of the presentations during the event? 

 

 

o Very satisfied 

o Satisfied 

o Relatively satisfied 

o Satisfied to a minimum 

o Unsatisfied 

 

 



 

  

3. How do you appreciate the interaction and communication during the event? 

 

 

 

 

 

o Very satisfied 

o Satisfied 

o Relatively satisfied 

o Satisfied to a minimum 

o Unsatisfied 

4. How useful were discussions about staff career? 

 

 

 

o Very useful 

o Quite useful 

o Relatively useful 

o With minimal utility 

o Useless 

 



 

  

5. Do you want to continue collaborating with the Timișoara Penitentiary within this 

project? 

 

 

 

o yes 

o no 

 

 

 

 

 6. If you want to add something else: 

 It was a very interesting activity! 

 Thank you for your involvement and opportunity! 

 Congratulations! 

 

 

 

6. Communication 
 

The workshop communication was in Romanian language. 

During the event the members from Timisoara Prison project team Ms. Cristina 

Busuioc, Ms. Magdalena Radu and Mr. Bogdan Nicolescu presented the next four 

Power Point materials: 

 

 

 

  



 

  

1. Project presentation 

 

 
 



 

  

 
 

 

 

 

 

 
 



 

  

 
 

 

 

 

 

 

 
 



 

  

 

 
 

 

 

 

 
 

 



 

  

 
 

 

 

 

 
 

 

 



 

  

2. Work package 2 Presentation 

 

 
 

 

 

 
 



 

  

 
 

 

 

 

 

 

 
 



 

  

 

 
 

 

 

 

 
 

 



 

  

3. Prison Police and Porbation Staff Career 

 

 

 
 

 

 

 
 



 

  

 

 

 

 

 

 
 

 

 



 

  

 

 
 

 

 

 

 

 

 



 

  

 

 

 

 
 

 
 

 

 



 

  

 
 

 

 

 

 

 

 
 



 

  

 

 

 

 

 
 

 

 
 



 

  

 

4. Results of preliminary questionnaires applied to prison staff 

 

 

 

 
 

 

 



 

  

 

 

 
 

 

 

 

 
 



 

  

 

 

 

 

 
 

 

 

 



 

  

 

 

 
 

 

 
 

 



 

  

 
 

 

 

 

 

 

 
 



 

  

 

 
 

 

 
 

After the workshop for disemination of the event an anouncement was 

published on Timisoara Prison FACEBOOK PAGE. 
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7. Annexes 
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Annex 2 

 

LIST OF PARTICIPANTS 

 

 

No. Name and surname Organization/institution 

1.  BIANCA DRĂMNESCU CRSP-UVT 

2.  OREST DAN NICOLAU IPA-regiunea 6 

3.  TANASE GRATIANA ELEONORA IPJ TIMIS 

4.  MILORANCA HARKAI SERVICIUL DE PROBAȚIUNE TIMIȘ 

5.  RAMONA ZAHARIA MEMBRU DE FAMILIE 

6.  CĂTĂLIN BEJAN EXPERT 

7.  ELENA GRAȚIELA MÎNDRU ANP 

8.  ADONIA CREȚU CENTRUL EDUCATIV BUZIAS 

9.  LILIANA MÂNZU CENTRUL EDUCATIV BUZIAS 

10.  ELVIS DOBRESCU PENITENCIARUL ARAD 

11.  MARIUS CAMPAN PENITENCIARUL ARAD 

12.  IOANA SABO PENITENCIARUL ORADEA 

13.  LACRIMA MĂRGINEANU PENITENCIARUL ORADEA 

14.  MIHAI VALENTIN UNTARU PENITENCIARUL DR. T. SEVERIN 

15.  ALEXANDRU IOVAN GIURA  PENITENCIARUL DR. T. SEVERIN 

16.  DORIN MUREȘAN PENITENCIARUL SPITAL  DEJ 

17.  DAIANA HUBER CPIP 

18.  ADRIAN NEAGOE SNPP 

19.  CRISTINA BUSUIOC PENITENCIARUL TIMIȘOARA 

20.  MAGDALENA RADU PENITENCIARUL TIMIȘOARA 

21.  BOGDAN NICOLESCU PENITENCIARUL TIMIȘOARA 

22.  VALENTIN ZAHARIA PENITENCIARUL TIMIȘOARA 
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QUESTIONS LIST 

 

 

Written by, 

Cmss. Cristina Busuioc 


