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1. Introduction and evaluation approach

In 2019, the Safeguarding Board for Northern Ireland (SBNI) launched
the Be the Change Trauma Informed Leadership Programme in
partnership with the HSC Leadership Centre.

The Programme provided 60 leaders from across Health, Social Care,
Justice, Education, Housing, Local Government, the Community and
Voluntary Sector and the faith communities® with the opportunity to
come together to build trauma informed capacity across their own
organisations and the sectors they work in order to build a trauma
informed culture across Northern Ireland. The programme is part of a
wider suite of training and workforce development opportunities of the
EITP Trauma Informed Practice (TIP) Project. The EITP Trauma
Informed Practice (TIP) project includes opportunities for frontline staff
and practitioners to develop their knowledge, skills and confidence in
applying ACEs/Trauma concepts and principles in their practice as
well as skilling up trainers to deliver training and support within their
own organisation?.

Through collective leadership, the Programme’s overall aim is to
develop an implementation pathway for the trauma informed practice
agenda within agencies and across the system in Northern Ireland.
Through the delivery of a comprehensive suite of resources and
learning opportunities, the initiative has set out to achieve the following
outcomes:

e Promote leaders to Be the Change through the application of
their learning through practice within their team, across their
organisation and the system;

! Representatives from a number of government departments — including Department of Justice,
Department of Health, Department of Education and Department for Communities were also
represented in the delivery of the programme.

% Further information on the training resources of the EITP TIP project click here


https://www.safeguardingni.org/aces/trauma-informed-practice-training

e Develop a cadre of leaders with increased emotional
intelligence, resilience, confidence and who can operate with a
growth mind-set;

e Improve system networks and relationships within and across
our system;

e Create a community to share trauma informed learning and
practice;

e Appreciate and apply the tools of organisational design and
systems transformation;

e Develop sustainability and direction for trauma informed
practice;

e Develop a collaborative approach to trauma informed practice
across the system; and

e Increase support and opportunities for the development of whole
systems trauma informed leaders.

An overview of the Programme content

The Programme has engaged leaders from across a range of
organisations and sectors with a variety of content and methods to
support them in building trauma informed leadership and capacity
within their organisation. Table 1 below provides an overview of the
Programme content.

Table 1. Overview of Programme content

Activity | Content

On-boarding e Outline of the initiative and process
e Commitment planning

o ACE overview training session
Module 1: Leading e Collective leadership

from within o Emotional Intelligence




Activit Content

e Influence and impact
e Introduction of ‘Live Work’

Module 2: Leading e Organisation design practice and
through organisation change management
design o Service improvement and redesign

e Nudge theory
e Trauma informed organisational design

Module 3: Leading o Systems leadership and theory
within systems e Co-production and co-design based
practice

e Sustainability and spread
e Shared responsibility and
interdependency

NI ACE Conference: » NI ACE conference 2020
Shared Learning Event | « Group shared learning on ‘Live Work’

and personal development
e What does the future hold?

Other supports e 1:1 coaching and mentoring for

participants
e Identified ‘Insight Visits’ to learn from
other professions, sectors or industries
e Facilitators of systems transformation
and Trauma Informed Practice experts
sharing the latest thinking, inspiration
and best practice

In addition, an integral component of the Be the Change Leadership is
Live Work. Live Work projects can be undertaken in one of four
different areas:

Commissioning and service re-design/improvement;

Physical environment;

Governance (planning, quality assurance and evaluation); or
Human resources (strategic policy and planning, recruitment and
staff wellbeing).



During the programme, organisations were able to undertake their live
work across the four different topic areas of which many
representatives choose to do. A number of representative
organisations also chose to focus their efforts and time focusing on
one of the above topic areas. Appendix B comprises the project
posters for a number of the Live Projects.

It should be noted that this evaluation is relatively small scale in
nature, given that the Programme is focused specifically on leaders
within particular sectors. The evaluation comprised a questionnaire
administered once to participants at the end of the Programme (i.e.
summative evaluation)® and was structured to ascertain leaders’ views
on the following areas:

e Usefulness of the Programme content;

e Quality of delivery and facilitation;

e Impact of the Programme on personal and system-wide
outcomes; and

e Overall impact of the Programme.

The findings from this evaluation will also feed into a wider ongoing
evaluation of the EITP Trauma Informed Practice Workforce
Development Project. A final report from that evaluation will be
published in summer 2020.

A total of 60 leaders from across the full range of sectors as outlined
below were registered on the programme. Of these, 54 leaders
completed the programme and 34 of these completed an end-point
evaluation. This represented an overall response rate of 63%. Of

3 It should be noted that some elements of the programme were ongoing at
the time the questionnaire was administered, e.g. the NI ACEs conference
and Live Work projects.



these, 32 leaders stated the sector they work in. Figure 1 below
provides an overview of this breakdown. It illustrates that those who
completed the evaluations came from a broad range of sectors, with
the Justice sector representing one-third of respondent leaders,
followed closely by the Health and Social Care sector. Two
respondents noted ‘Other’, however it could not be established from
their survey return which sector they were working within.

Figure 1: Sector breakdown of leaders
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2. Evaluation findings

Usefulness of Be the Change Leadership Programme content

Leaders were invited to feedback on the usefulness of each of the
following content:

On-boarding process;

Module 1: Leading from within;

Module 2: Leading through organisation design;
Module 3: Leading within systems; and
Coaching.

On-boarding process

Overall, 28 (85%) respondents stated that they found the content of
the On-boarding process to be ‘very useful’ or ‘useful’. The remaining
participants (15%) could not comment on its usefulness as they were
unable to attend this part of the Programme.

Figure 2: Usefulness of content — On-boarding process
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Those who found the content very useful appreciated the thinking
space that this provided and also felt that it provided an opportunity to
ease gradually into the Programme. A number of respondents felt that
the introduction to ACEs was helpful in terms of providing a
background in the subject matter as they had limited knowledge of the
area.

‘[t was a] good overview of Programme [and provided an]
opportunity to meet other participants. [The] two days out of office
[allowed me the space] to think.”

“l found the whole on-boarding process to be very relaxed, easy to
understand and a nice way of easing into the Programme.”

‘I came from a position of limited understanding and found the
sessions very useful.”

Notwithstanding the large number of positive comments, a number of
participants felt that the purpose of the Programme could have been a
little clearer from the outset, and in particular greater clarity would
have been welcomed around the live work and coaching elements of
support.

“More info on coaching element would have been useful.”

“There was confusion at on-boarding about the live work, | felt it
wasn’t explained in enough detail, [which] caused anxiety.”

It was not entirely clear from the evaluation responses above how
much involvement they had in the earlier programme sessions as
those delivering the programme indicated that regular information and



updates on the Live Work were provided on an online blackboard. In
addition, a series of seminars were hosted for each live work element
which programme participants were invited to attend.

Module 1: Leading from within

As illustrated in Figure 3 below, 29 (85%) respondents found the
content of Module 1 very useful, whilst 5 (15%) stated that it was
somewhat useful.

Figure 3: Usefulness of content — Leading from within (Module 1)
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A significant number of respondents found the focus on Emotional
Intelligence (EIl) very useful in terms of supporting them to recognise
and improve their own response to particular events. A number of the
respondents also viewed the content on collective leadership to be
particularly helpful to informing their own leadership styles.



“I particularly enjoyed the EI input. [It was] very useful in practical
aspects of how to recognise and improve my EIl in response to
situations.”

“[l] enjoyed these sessions and found them relevant in my work. [It
was] good to ...have conversations about ‘collective leadership' and
'emotional intelligence’.”

Whilst almost all of the comments were positive, a small number of
respondents felt that there could have been greater clarity on the ‘live
work’ aspect of the Programme in terms of ensuring examples are as
relevant as possible to those attending from the onset.

‘[The] content [was] generally good - gave time and space to reflect
on area of work, however... didn’t allow for focus on 'live work' as
team [was] split [into] cohorts and [there was a] tendency to work on
other examples not necessarily transferrable.”

q1In terms of] constructive feedback, | feel | would have benefitted
from more detail on outputs/outcomes in terms of 'live work'... |
appreciate it was referred to throughout course.”

10



Module 2: Leading through organisation design

Figure 4 illustrates that 30 (88%) of those who responded found the
content of Module 2 — leading through organisation design — either
very useful or somewhat useful. 4 (12%) did not find the content of the
module useful.

Figure 4. Usefulness of content — Leading through organisation
design (Module 2)
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There were mixed views expressed in the qualitative comments made
by respondents. Those who viewed the content positively believed that
it was creative, engaging, interactive and innovative.

“[This was] ... something new and [was a] very well designed
interactive day with the Big Motive.”

“ really enjoyed working with Big Motive. | have a background in

11



Improvement which | would normally apply as a methodology;
however, Big Motive were innovative and engaging and | felt it was a
refreshing/logical way to use as an approach.”

A few respondents found it difficult to understand or see the relevance
of the module to their own work context and their role within their own
organisation or how it linked to Trauma Informed Practice or ACEs.
However, it is important to note that this feedback largely related to
first cohort of participants and that initial participant feedback from this
cohort of the Leading through Organisational Design module was
acknowledged and the programme was amended to reflect
participant/organisation need.

“ll] found it challenging to attach the concepts to our work/or live
project. Sessions didn’t seem to link too clearly to the themes of the
Programme - TIP/ACE.”

“The model[s] is not applicable to my work... much shorter input
would suffice.”

12



Module 3: Leading within systems

A substantial majority of respondents — 30 (88%) found the content of
module 3 very useful (the highest proportion of all three of the
modules), whilst a further 3 (9%) found it somewhat useful. One
respondent was not able to attend this module. These findings are
illustrated in Figure 5 below.

Figure 5: Usefulness of content — Leading within systems
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All of the open-ended comments were positive and in particular,
respondents valued the Collective Leadership session and the
learning they gained from hearing about other experiences e.g.
Scottish Leadership session and the SEHSCT Multi Agency Triage
Team (MATT) application of trauma informed practice sequential
intercept approaches session. The latter of these sessions drew on
The Universal Intercept Model Report® which used the ‘Sequential

* For more details on the Sequential Intercept Model and its application, go to:
https://www.safeguardingni.org/sites/default/files/sites/default/files/im
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Intercept Model’ (SIM) as a framework for a selective review of
practice innovations at different stages of the criminal justice process
as a means to identify good practice to improve the life chances of
young people and adults with complex needs in Northern Ireland (NI)
who interface with the criminal justice system (CJS). During the
module participants explored how SIM could provide a trauma
informed service improvement model for organisations moving forward
and its importance in contributing to the development of a trauma
informed system.

Overall, most believed the sessions were inspirational, motivational
and useful within their own context. One respondent noted how the
module helped to consolidate all of the learning of the Be the Change
Leadership Programme.

“Found it interesting to hear how Scotland have approached
Collective Leadership - particularly interested in facilitation role.”

“The 3 Horizons model was excellent and | will use it. The
presentation from MATT was also excellent [but] SIM [was] less
useful.”

‘[The module] pulled it all together, to link all aspects to the system
and the influencing of change.”

“Inspirational [and] excellent [input] from MATT. All presenters were
superb.”

ce/Applying%20the%20Sequential%20Intercept%20Model%20t0%20the%20NI1%20Context%20%
28Full%20Report%29.pdf
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Coaching

Figure 6 presents findings in relation to respondent’s views on the
usefulness of the coaching content. It shows that 18 (53%) of the
respondents found it very useful; a further 13 (38%) found it somewhat
useful and a small minority — 3 (9%) did not find it useful.

Figure 6: Usefulness of content — Coaching
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Many of those who commented believed it was enjoyable and
beneficial to them in their leadership journey. A number of
respondents also noted the positive impact of coaching on a personal
level.

‘[Coaching] was extremely beneficial - | wish we had more!”

15



“This was invaluable to me as a leader... want to give this a 4!”

“Very good sessions to focus on a personal level on things | have
the power to change.”

“ll] found this very useful, more so on a personal level. [I] really
enjoyed session.”

Only a small number of comments were made in terms of potential
improvements to the delivery of the coaching element of the
Programme. Firstly, a small number of respondents felt that
undertaking their first coaching session by telephone was not as
productive as could have been — though there was acknowledgement
that subsequent sessions would be undertaken face-to-face. Another
respondent noted that there could have been a sharper focus on
integrating trauma informed practice and principles in coaching
sessions.

“To date — [it has] not [been] useful as | had a one-to-one telephone
call. A face-to-face meeting is scheduled for next week so my
[response] may differ. | do believe that it is important that a face-to-
face meeting [as] the first point of contact.”

“Initial contact was done via phone due to diary commitments of both
[of us]. [It was] somewhat difficult to engage in this way.”

“Connecting with ‘trauma’ should be a recurrent theme we keep
going back to in each module. Perhaps an opportunity missed,
where we had a range of agencies/services to explore the potential

16



of a number of these (e.g. school exclusion; young people in justice
system) that could have been the 'live' project.”

The Be the Change Leadership Programme provides participants with
an opportunity to identify a project that they can take forward within
their own organisation or in collaboration with other organisations.
Projects can be undertaken in one or more of the following four
themes:

e Commissioning and service re-design/improvement;
e Physical environment;
e Governance (planning, quality assurance and evaluation); or

e Human resources (strategic policy and planning, recruitment and
staff wellbeing).

Overall, just over one-half (17 of 33) have made some progress with
their Live Work project but still require additional support going
forward, whilst a further 12 (of 33) respondents stated that they had
made significant progress in implementing their Live Work which they
plan to continue beyond the end of the Programme. Only 4
respondents stated that they had given thought to their Live Work
area(s) but had been unable to make any progress to date.

17



Figure 7: Levels of progress with Live Work

m Given thought but unable to
Progress

= Made some progress and need
more support

= Made significant progress and will
continue beyond programme

Broadly, many noted that whilst they had made progress and had an
appetite to bring about change in practices within their organisation,
more time and resources are needed to make the desired progress.
For others, the Live Work was timely in terms of building on what they
had already planned to do — thus adding value.

“Commencing our final focus group in two days. There is a shared
appetite for long term work on the area of secondary trauma.”

‘Live work is in progress but will not be implemented until next
academic year when resources are available.”

‘[l am] Working on this with a colleague. [We just] need time set
aside for us to get together.”

“Fortunately, [our] organisation had already started a TIP journey so
the SBNI input has been timely for us. | have been tasked with
writing a 3-5 year strategy and Implementation plan and have been
using the resources/structures to do this.”

18



Quality of tutoring/facilitation and materials used

Respondents were invited to rate their levels of satisfaction with both
the tutoring/facilitation and the materials used at the on-boarding stage
and in each of modules 1-3. Table 2 below provides an overview of
these findings.

Table 2: Levels of satisfaction with tutoring/facilitation and
materials used

Tutor/facilitation Materials

No./% satisfied/very satisfied

Activity

Onboarding [n*=31] 29 (94%) 29 (94%)
Module 1: Leading from within 32 (94%) 32 (94%)
[n=34]

Module 2: Leading through 23 (68%) 23 (77%)
organisation design [n=34",

n=30"]

Module 3: Leading within 31 (94%) 28 (93%)
systems [n=33", n=30"]

e n stands for the number of respondents to the survey question.
e "~ Number of respondents in relation to satisfaction with
tutoring/facilitation

* Number of respondents in relation to satisfaction with materials

Overall, its shows a very high level of satisfaction with the quality of
both the tutoring/facilitation and materials used. In excess of 93% of
respondents were satisfied or very satisfied with the quality of
tutoring/facilitation and materials used for on-boarding and modules 1
and 3. Satisfaction levels were slightly lower for module 2 (leading
through organisation design) though still nonetheless quite high with
just over two-thirds satisfied or very satisfied with the
tutoring/facilitation and over three-quarters satisfied or very satisfied
with the quality of the materials used as part of its delivery.
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Respondents were invited to provide more detailed feedback in
relation to both tutoring/facilitation and materials used. Table 3 below
provides a summary of these findings.

Table 3: Respondent views on quality of tutoring/facilitation &

materials used

Activity

Key findings

Supporting evidence

content of the module.

Particular areas of
strength highlighted
included the relevance
of the content to
participants own context,
e.g. to support self-

Onboarding Broadly, the comments | “Information provided useful
were positive — and informative.”
respondents found the | _ _
sessions useful, Good balancg of d/§0u331017
informative, and helped and presentation. ngh quality
people to feel materials arld engaging
engaged/motivated. presenters.

T_hey also_ welcom_ed the “I left the on-boarding session
high quallt)_/ materials feeling very motivated and
and engaging speakers. enthusiastic.”

_Suggested . “Disappointed there wasn't a
Improvements |_npluded little more on ACEs
supporting participants | . <oarch

to see the relevance of

some inputs of the “The [organisations input]...
organisational design while was interesting... [l
session and providing a | would] question the relevance
larger suite of ACEs to work in public service.”
resources

Module 1: All of the open-ended “Well rounded day, led by

Leading comments were positive | experienced, knowledgeable

from within about the facilitation and | facilitators.

“El piece was really good.”

“‘Relevant to my work and
leadership.”

“Very useful from a self-
evaluation point of view,

20




Activity

Key findings

Supporting evidence

evaluation.

Content around
Emotional Intelligence
(El) was highlighted as
particularly helpful.

particularly with regards to
identifying where | need to
improve.”

Module 2:
Leading
through
organisation
design

Mixed views were
expressed in relation to
the relevance of some
aspects on the module
and the quality of the
content/materials used.

A number of
respondents reported
that they felt the
facilitation of the module
— particularly that
provided by one
organisation — was
excellent and that they
enjoyed it because of its
contrast to their own
day-to-day role.

Others felt that one
organisation had
perhaps too much input
to the module.

There were mixed views
on the materials used as
well — some stating they
were of high quality and
will continue to be used
beyond the workshop;
others stating that they
could have been better

“[One organisation’s input] in
particular were excellent -
materials used by all tutors
will be of continued use to
career development and live
work.”

“{Their] presentation very
stimulating.”

“Too much time given to this
model for very little impact.
Could have done without [the
input of one organisation].”

“Tutor/facilitator and materials
used of good quality.”

“Poor overheads could not
read them.”

“Potential missed to put it all
in context of 'trauma
informed' which was done in
Module 3.”

21




Key findings

Supporting evidence

Activity

designed in terms of
being able to read them
more easily.

One respondent felt that
the materials/content
could have had a
better/clearer focus on
TI.

Module 3:
Leading
within
systems

Broadly very positive
comments were made in
relation to the facilitation
and content of the
module.

Respondents valued the
guality of the presenters
delivery, the variety of
content delivered, and
how this helped to
consolidate learning
from other sessions and
brought it ‘all together’.

A number of
respondents stated that
they would welcome
improvements in the
readability of the
PowerPoint slide packs.

‘Really interesting, well
delivered, provoked thought.”

“Excellent presentations,
relevant and pertinent to work
in NI.”

Presenters were really good
and pulled all of the content
together.

‘[PowerPoint slides] difficult
to read - too much info on
them.”

“All relevant and useful. It
was difficult to see the
presentation which had an
impact.”

22




Impact of Be the Change Leadership Programme
Overall achievement of Programme aim

The overall aim of the Programme is to support the development of
trauma informed leadership capacity and capability across the system.
Respondents were asked to rate the Programme overall in terms of
how good it was in terms achieving this aim. Figure 8 shows that 29
(88%) of those who responded stated that the delivery of the
Programme was very good or good in terms of achieving this aim. In
addition, 4 (12%) didn’t express either a positive or negative view on
this.

Figure 8: How good was the Programme at meeting its aims?

m \Very good

= Good

» Neither/nor
Poor

= Very poor

Below, the extent to which the programme delivery supported the
achievement of participants’ personal outcomes and system-wide
outcomes is examined in greater detail.
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Personal outcomes

Overall, in excess of 85% of respondents agreed or strongly agreed
that their personal outcomes had been achieved as a result of their
participation on the Programme. The overwhelming majority (97%)
stated that their participation on the Programme had helped them to
become an agent of change by supporting them to apply their learning
to practice within their team, across their organisation and across the
system. Other goals achieved included:

e Improving networks and relationships (91%);
e Development of leadership skills/El (88%); and

e Improved understanding and application of tools of
organisational design/systems transformation (85%).

Table 4: Extent of agreement on whether personal outcomes were
achieved

Personal outcomes % who
agree/strongly

agree

e To become an agent of change by supporting 97%
me to apply my learning to practice within my
team, across my organisation and across the
system

e To further develop my networks and 91%
relationships within and across the system.

e To develop my leadership skills and enhance 88%
my emotional intelligence, resilience and
confidence so that | can operate with a growth

24



mind-set.

e To understand and apply the tools of 85%
organisational design and systems
transformation within my organisation

Note: Number of respondents to each question item = 34
System-wide outcomes

A high proportion of respondents were also in agreement in terms of
whether the Be the Change Leadership had achieved a range of
system wide outcomes. Overall, almost three-quarters (74%) or more
of respondents agreed or strongly agreed that the Programme had
achieved the range of system-wide outcomes targeted. 85% of
respondents stated that it had supported them to develop a more
system-wide collaborative approach to trauma informed practice and
had supported increased opportunities for the development of TI
systems leadership. 76% of respondent agreed or strongly agreed that
the Programme had supported the development of a community of
practice across Northern Ireland, whilst 74% agreed or strongly agree
that the Programme had left a positive Trauma Informed legacy that
would be sustained beyond when it completes. These findings are
illustrated in Table 5.

Table 5: Extent of agreement on whether system-wide outcomes
were achieved

System-wide outcomes % who (\[e}
agree/strongly respondents

agree who provided
a response

e To develop a collaborative 85% 34
approach to trauma informed
practice across the system.

e To increase support and 85% 34

25



opportunities for the development
of whole systems trauma
informed leaders.

To support the development of a 76% 34
community of practice to enable

trauma informed learning and

practices to be shared.

To promote the sustainability of 74% 34

trauma informed practices across
the system beyond the end of this
EITP project

26



3. Summary and Conclusions

Findings from programme evaluation are consistently positive in
relation to all aspects of the Be the Change Leadership Programme. It
IS not surprising, therefore, that such a high proportion of participants
(88%) felt the programme was successful in achieving its overall aim
of supporting the development of trauma informed leadership capacity
and capability across the system in NI.

The following Programme elements stand out as being particularly
successful:

The thinking space and time afforded to participants through the
On-boarding process which enabled them to prepare for and
engage with the Programme;

The focus on Emotional Intelligence which was very beneficial in
supporting participants to recognise, reflect on and improve their
own behaviours and responses;

The use of different facilitators to deliver creative, engaging,
interactive and innovative content; and

The learning from experiences and approaches being used
elsewhere e.g. the Scottish approach, the 3 Horizons model.

To strengthen the Programme in any future roll out, the following
elements should be considered:

Providing greater clarity at the outset about the content and
requirements of the live work and coaching elements;

Facilitating improved understanding of the relevance of some
programme content (e.g. leading though organisation design
module) and participants’ own context; and

Placing a greater focus on integrating trauma informed practice,
principles and concepts into developing leadership capacities.

In terms of outcomes, the Programme had significant impact on
participants’ own learning and development with high percentages

27



(between 85% and 97%) reporting that their personal outcomes had
been achieved.

Whilst figures were slightly less high in relation to system-wide
outcomes being achieved (ratings of between 74% and 85% reported),
these are very encouraging findings and reflect the position of many
leaders interviewed as part of the wider evaluation of the EITP project
in terms of NI being at the start of an important and transformative
journey towards trauma informed culture and practice.

28



Appendix A: Be the Change Evaluation form

Background information

We invite you to take a few moments to provide feedback on the Be the Change Leadership
Programme you have just completed so we can better understand how the Programme has met the
intended outcomes that were set for it. No one individual or organisation will be identified in the
analysis and reporting of this data.

Usefulness of Be the Change Leadership Programme content

The content of the Be the Change Leadership Programme is outlined below. On a scale
between 1 and 3 (where 1 is not at all useful and 5 is very useful), please indicate how

useful you found each part of the Programme in developing your capacity and capability
in trauma informed leadership. In addition, we would like you to briefly comment on why
you had selected the particular response.

1 2 3 Did not
Not useful Somewhat Very attend
Content Areas covered useful useful
Onboarding e Overview of
process Programme and
commitment required
e ACE overview training
session
Why do you say that?
1 2 3 Did not
Not useful ~ Somewhat Very useful attend
Content Areas covered useful
Module 1: ¢ Collective leadership
Leading from | ¢ Emotional Intelligence
within e Influence and impact
e introduction of 'Live
Work'
Why do you say that?
1 2 3 Did not
Not useful ~ Somewhat Very useful attend
Content Areas covered useful
Module 2: ¢ Organisation design
Leading practice & change
through management
organisation e Service improvement
design and redesign
e Trauma informed
organisational change

29



1. The content of the Be the Change Leadership Programme is outlined below. On a scale
between 1 and 3 (where 1 is not at all useful and 5 is very useful), please indicate how

useful you found each part of the Programme in developing your capacity and capability
in trauma informed leadership. In addition, we would like you to briefly comment on why
you had selected the particular response.

(QUB)

Why do you say that?

1 2 3 Did not
Not useful | Somewhat | Very useful attend
Content Areas covered useful
Module 3: e Systems leadership &
Leading within theory
systems e Co-production and co-
design based practice
¢ Sustainability and
spread
e Shared responsibility
and interdependency
Why do you say that?

1 2 3 Did not
Not useful | Somewhat | Very useful | complete
Content Areas covered useful
Implementation | ¢  Commissioning /
of your Live Service Improvement
work / Re-design
e Human Resources:
Staff Safety and
Wellbeing
e Governance
e Physical Environment
Why do you say that?

1 2 3 Did not

Not useful | Somewhat | Very useful | complete

Content Areas covered useful

Coaching One to One coaching and

mentoring sessions to

support:

e Your participation on
the leadership
Programme

e The implementation of
your live work and/or
your personal
leadership journey
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1. The content of the Be the Change Leadership Programme is outlined below. On a scale
between 1 and 3 (where 1 is not at all useful and 5 is very useful), please indicate how
useful you found each part of the Programme in developing your capacity and capability

in trauma informed leadership. In addition, we would like you to briefly comment on why
you had selected the particular response.
Why do you say that?

Quality of delivery and facilitation

2. We now want to ask you about the guality of delivery & facilitation and materials used of each
of the activities below. On a scale of 1 to 5, where 1 is very dissatisfied and 5 is very satisfied,

please rate your level of satisfaction with the quality of delivery & facilitation and materials
used.

1 2 3 4 5
Very Dissatisfie | Neithe | Satisfied Very
Activity dissatisfied d r /nor satisfied

Onboarding (a) Tutor /facilitation

process Organisations
(including facilitating the sessions
ACE included:

training) - SBNI

- The Big Motive
- Queen'’s University of
Belfast

(b) Materials used

- On boarding Packs

- Programme Brochure

- Biography of
Speakers

- Biography of Coaches

- ACE/TIP training
material

- LENS Card

Why do you say that?

1 2 3 4 5
Activity Very Dissatisfie | Neither | Satisfied Very
dissatisfied d /nor satisfied

Module 1: (&) Tutor /facilitation
Leading Organisations
from within facilitating the sessions

included:

- SBNI

- PSI Consulting
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(b) Materials used

- Presentations
- Emotional Intelligence
Report

Activity

Module 2:
Leading
through
organisatio
n design

(@)

Why do you say that?

Tutor / facilitation
Organisations
facilitating the sessions
included:

- SBNI

- The Big Motive

1 2 3 4 5
Very Dissatisfie | Neither | Satisfied Very
dissatisfied d /nor satisfied

(b)

Materials used
- Presentations
- Handouts

Why do you say that?

Activity

Module 3:
Leading
within
systems

(@)

Tutor / facilitation
Organisations
facilitating the sessions
included:

- SBNI

- The Big Motive

1 2 3 4 5
Very Dissatisfie | Neither | Satisfie Very
dissatisfied d /nor d satisfied

(b)

Materials used
- Presentations
- Handouts

Why do you say that?
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Impact of Be the Change Leadership Programme on personal and system-wide
outcomes

3. The personal and system-wide outcomes for Be the Change leadership Programme are
listed below. On a scale of 1 to 5 (where 1 is strongly disagree and 5 is strongly agree)
please indicate the extent you agree each of these outcomes have been met. [Tick one box
for each row]

1 3 4 5

(a.1) Be the Change Strongly | Disagree Neither Agree | Strongly

) disagree /Nor agree
leadership Programme has

helped me...

to become an agent of change by
supportmg me to apply my learning to
practice within my team, across my
organisation and across the system

...to develop my leadership skills and
enhance my emotional intelligence,
resilience and confidence so that | can
operate with a growth mind-set.

...to further develop my networks and
relationships within and across the
system.

...to understand and apply the tools of
organisational design and systems
transformation within my organisation

(a.2) Is there anything the Programme could have done differently to improve the impact on
your personal outcomes as described above?

1 2 4 4 5
(b.l) Be the Change Strongly | Disagree | Neither Agree Strongly

- disagree /Nor agree
leadership Programme has

helped...

...to support the development of a
community of practice to enable trauma
informed learning and practices to be
shared.

...to develop a collaborative approach to
trauma informed practice across the
system.

...to promote the sustainability of trauma
informed practices across the system
beyond the end of this EITP project

...to increase support and opportunities
for the development of whole systems
trauma informed leaders.

(b.2) Is there anything the Programme could have done differently to improve the impact on
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the system wide outcomes as described above?

Overall impact

a) The aim of this Programme is to support the development of trauma informed

leadership capacity and capability across the system. How would you rate the Programme
overall in terms of achieving this aim?

1-Verypoor | |
2-Poor [ |
3—Neither/Nor [ |
4-Good | |
5-Verygood [ |

(b) Why do you say this?

About you:
In which of the following sectors do you work? (Please tick one only)

LIVoluntary/community sector
[1Health & Social Care sector
[JEducation sector
[JJustice sector
[1Other ‘please specify

In which HSCT area is your work based (please tick all that apply):

CJAIl of Northern Ireland
CIBHSCT

JSEHSCT

CJSHSCT

COWHSCT

CINHSCT

During your time on the Be the Change Leadership Programme, please indicate which cohort
were you in?

[JOCohort 1
CJCohort 2
THANK YOU FOR TAKING THE TIME TO COMPLETE THIS EVALUATION
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Appendix B: Project posters for the Live Work

1. Belfast Health and Social Care Trust

| Balfriz Health and
i Social Care Tast
140 tparang vy .

Led by:  Carel D4iTin, Mary O°Brim,
B Asal i’ Thirmizesn and Brimdin MeConagihy

Purpose: In order for the Trust to become 3 Trauma informed orpanisstion’ it is essential that we must betéer support our
own employees and develop 3 greater understanding of the risk and impact of secondary trauma in the healthcare setting.

In recognition of the pivotal role that our administrative staff hawve on the provision of frontline services and acknowledging the
current lack of structured support that is offered despite the very challenging environment sdrinistrative staff work in the

Leadership team choss to focus our efforts on this group.

Adm: To gather information from administrative employess on their experience of traumatic or distressing events in the workplace,
hows these events impacted on them and what suppont mechanisms were svailable or should have been available to them.

Methodology: Invitations to attend 3 moming workshop were
extended to 20 administrative employess from Roysl Belfast Hospital for
Sick Children, Children's Comrunity Services, Mental Health Services
and Wellb=ing and Treatment Centre’s.

Partners/ collaboration

The leadership team were made up of representatives from Children’s,
Caorrmunity Services, Mental Health Services, Omansationsl
Crevelopment and from the Royal Belfast Hos ren. The
Lesdership team were supported by admin management, the Farmily,
Murse Fartnership, the Recovery College and Mental Health.

Results:

Pre-workshop guestionnaire responses

Awsreness of ferms

= Only 12% wers familiar with the term ‘vicarious trauma’
and 35% with 'secondany trauma’

Trauma expeniencad;

= B07% had experienced one or mare of the following
verbal abuse face to face, verbal sbuse over the
phone, physical sbuse, physical threst, mestings with
distressing content

= Oeerall 827 had experienced distress from the sbove
EXPENENGES

ience of rt disiressing ewent

= 41% had support in the workplacs

= 18% supported via a debrisf

= 18% offered support from Staffcars

= 283 recaived support from line manager

= 4T% received support colleagues

= 41% received support from a pariner’ family' friend

Post-workshop questionnaire responses

- 100% Mow understood the terms secondary and
vicarious fraurma and the potential Fmpact.

- 1007 found the warkshop helpful and suppartive

- 1007% would recommend something similar to
collesgues

Sample of feedback from focus groups
'(- What ks Four HKEI“BHM baan? -\-\
“Eomedmes [ fesf Uke a oeer In the haadiighs"
4 have been blamed by reladves for e sLiciode ram™
“Recelving aggression both verbaily and physical from parants™
“Dealing with te sudden daamh of & chifd ang having o 12ke tha
deralls from the Parants™

How has your sxperisnos impaced on you?

“Eromach upEat, always on alevT, oon'T switch off™

“Always thinking about what | have 1o go™

“4 ganse of oread when the red phone goes off™

“Having m conmEin yoursall when haanng heart breaking starias for the
fIrsL oma™

ol =

s SR

‘What support did you reseles and | there any other suppost you oan avall of?
“Peer SUPPOIT and (N8 managemant”

“EUPEOT from awn family"”

e nesd aumanticly. Empamhy and undarsTanding”

“To be Included In Team debriefs™

e 8 -

— R

Ky Learning: Lack of awareness amang admin staff regarding vicarious! secondary frauma and its =ffect. Desgits mast
(82%) admin staff in attendance having experienced emotional distress as a result of a work related incident there was overall
a paor awareness of available support. There was slso a wariaton in the quskty of support prowided.

Conclusion: As an organisation there is cdear work to be done fo betier support staff who are at risk of vicarious trauma in
unl%lﬁ:pm

the workplace. The

t was shown o be both 3 valusble supgort mechanism and 3 useful tool to gain 3 better

understanding on the shared experiences of fraums across 3 range of administrative roles.
Hext Steps:The lesdership t2am and pariners are commitied to establishing rore consistent and effective suppart for Trust

employees across the organisation
Contact{s):

s.obrlenihbaifaetimst hecnbst
carol.diffingbbeitastiruet hecnlnet
hmﬂnm_ﬁrﬂgmﬂmﬁl‘mmlm‘l
andrew thom sLhecnl.n

Drgnnlanﬂuntn] Balfast HEC Trust

m Leadership '
4 Centre =

=
8e the change

L] sertotes 1%' SBNI

L = | -f mmn—-n:m—u
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2. Northern Ireland Housing Executive

BE THE CHANGE LEADERSHIP PROGRAMME

DEVELOPING TRAUMA INFORMED PRACTICE

(TIP) IN THE DELIVERY OF HOMELESSNESS
= SERVICES

Strategic Context : Staff Safety and Wellbeing

= Homelessness Strategy = MPSS Review noted need to review

+ Chronic Homelessness Action Flan suppaort for staff in terms of Personal Resilience
= Inter-Departmental Homelessness

Action Plan Implementation of Housing Solutions —

proactive case management

Policy Context approach

= Discharge Protocols (Prisons & ACETIP Training for all staff
Hospitals)

. ':u;fmitn'ljent to Trauma - Personal Resilience
Informed Practice as an To inform and develop a Steering Group
organisation framewark to support [ ] _ ) _

- I‘;lnlr.lng.l_n to ‘?Ider [-.j C 5 staff in respect of TIF im ph'_.lsfc:alfnvlmnmer?t
Sirategies a key priorty Personal Resilience and e.g. Belfast Counter Area

going forward compassion/empathy

fatigue
To provide empathetic, 4
personalised senvices
[3_1. which prevent

Achievements so far homelessness What next?

Ongoing development of O = Collaborating with the wider

framework to support staff L : homelessness sector to raise
Executive profile of ACEITIP

Working with SBMI to complete

Train the Trainer Programme — = Raising ACETIP as a prionity

ongoing commitmeant across the organisation

HR Managers Workshop = Board and other divisions beyond
Housing Services

Training of 1000+ staff
= Continue to support staff and address

Mental heslth awareness and compassionfempathy fatipue
ACEMTIP
ey oot pro
A & o . a0
Contact: Richard Tanswell L %:] wuarnar 8 5 e ts q.i SBNI
al fr i ]
Organisation: Morthern Ireland Housing { Be the Chan ge ——
Executive — | Leadership
ol ot B, P Y Centire
| - S

s Bt o e i R = o Ty



3. Faith sector

BE THE CHANGE LEADERSHIP PROGRAMME
Commissioning and Service Redesign / Improvement

PURPOSE: To make our contribution, within the faith
sector; towards achieving a trauma informed society

*  Aim: Enhance knowledge and Method Introduce ACES/TIP to Taking
embed a culture of compassionate Care (safeguarding) Trainers
: and effective response to people

within our congregations and wider
society

Partners: Work towards achieving ‘champions’ within congregations

Key Learning

Trauma can be manifested in a We all have a responsibility to be
variety of ways throughout trauma informed so we can
society effectively respond to those who
need our help
TCOME

R

ACES/TP training available in each Presbytery
- ACES/TIP champions established
- ACES/TP conference organised by PCI

Liaise with other partnerswithin PCl to agree
their roles in developing ACE/TIP within PCI

Dr Jacqui Montgomerw-Davlin
mﬁmﬁ 2 I | Develop a strategy for training and
Council for Sovial Witnes: partnership working
Taking Care
ySBNI  cas). .o
g SEEES @ge the change
'\h I/?M ARE Pr“byte n  bvasignd d-:.wc::.a-‘g,'

/) Centre
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4. Education Authority

TRAUMA INFORMED PRACTICE
AS A PRECURSORTO
STRENGTHS BASED APPROACHES

Achieving

Resilience

e

" — Staff Welfare
1

( )p X s

Adapted from Ellis & Dietz 2017
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5. Police Service for Northern Ireland

<

BE THE CHANGE LEADERSHIP PROGRAMME

Police Service of Northern Ireland

AIM - to become a more trauma informed and ACE aware
organisation
wowe | RAINING e e

staff

Serving police
personnel have a
5 form of PTSD

WHY? To better support our officers and staff and the public we serve

WHAT NEXT? TO CONTINUE IMPROVING
INDIVIDUAL WELLBEING AND ROLL

OUT OF LEVEL 2 ACE TRAINING
Contact(s): Ryan Henderson, A9 Lo > . SBNI
Jonathan Hunter, Catherine Magee, e "--‘-’--‘31F,\“’m—-»j| v__—..._._.__—...g
Julie Howell (?"Be the cnanne:
Organisation(s): Police Service for J“i‘wf—ﬁfe“*\tﬂ ) Leocersio

Northern Ireland
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6. Department of Health, Department for Communities and
Department of Education

BE THE CHANGE LEADERSHIP PROGRAMME

TRAUMA INFORMED POLICY & SUPPORTING STAFF

B tha Changs

Understand the
Raize awareness Impact of adversity on
of experiences a child’s brain
which cause development
trauma in a Ability to trust
child's life Form relationships
Ability to foous and
|2arm
Help children and Embed a
adults build their trauma
resilience informed
approach to
paolicies and

Share uniformed .
practice

Language.
Trusted Trauma informed skills
relationships development for front line
staff e.g. schools, lobs B

Strong
Leadership Ask— What
happened to you?
and resources to Acknowledge Mot what's wrong
deliver TIP Resist re- staff with you?
traumatising compassion

any person fatigue
Engaging with staff EXpPErEencing
including through trauma
the CY¥P Policy
Forum to raise
awareness and to

Dept. of Education

Inclusion of TIPfACE in the
Executive Children and Young
People's Stratepy.

Awareness raising with senior

= SEE:nl:i:;:r to managemem'_
dwEI = pulic;mat ETI staff Engagement event.
iz trauma informed, :::E:team; awareness raising
arl:_nl;ng t:::rprut:::t Dept of Communities - NIHE Inclusion in business planning.
P Training 1000+ frontline staff.
"_"'FT":;_“f 3:‘“—“'“’- Personal Resilience Steering group Consideration within the
- ut';i_ rough One person approach to dient applications Emotional Health and Well-
mla:jnn;"hgh' 3taif debriefing mechanism. being Framework.
_ Redesign of public spaces in offices.
Dparimans ke [
Dol Communities Housing :
—— Executive Education
. i »
Contact(s): Q8L 0wt SBNI
June Wilkinson, DE, 8 s ""'j';'l i et
Shona Graham, DoH, @BB the [IIHIIIH!:
Janet Smyth, DfC R— . Leadership
W Commun o “‘i—“" ) Centre

Richard Tanswell, NIHE




7. Education and Training Inspectorate

4 BE THE CHANGE LEADERSHIP PROGRAMME

<
‘ Raising Awareness of Trauma Informed Practice

o, by The Education and Training Inspectorate
Purpose Aim
The Education and Training Inspectorate’s To ensure that the ETI is a trauma
mission statement is promoting improvement informed organisation and through an
in the interest of all learners. The purpose of evaluation of trauma informed practices,
this live work is to identify and disseminate identify case studies to disseminate best
effective trauma informed practice across a practice within educational erganisations.

range of phases and educational
organisations.

Method/Approach

= Bespoke trauma informed practice training has been provided for all ETI inspectors and has
been included within the induction training for all new inspectors.

= Inspectors will undertake the on-line training module being developed by SBNI and
educational practitioners will be invited to present at an ETI corporate staff development
conference to highlight good practice.

= An on-line questionnaire will be produced and analysed to gauge the breadth of work being
undertaken currently across a range of educational organisations from nursery schools to
further education. From this information a number of organisations will be selected to
include in the evaluation.

= Ateam of inspectors will undertake an evaluation of best practice in trauma informed
practice across phases and within each of the chosen settings; these will be included within
a published report as case studies of effective practice.

Key Learning

The evaluation will highlight the importance of trauma informed practice within the education
sector and provide specific examples of effective practice. This will encourage other educational
organisations to review their practice and seek information and training to become trauma
informed. As educational organisations become more trauma informed, children and young
people will be better supported to respond to and deal with adverse childhood experiences,
overcome barriers to learning and fulfil their educational potential.

- =
S ———
P S — _— m
ooy =]
maioning Cepartments = n

Crap-mrtrrant =
N T L e mrd ciher comrmimionin

Contact(s): Raymond Caldwell B Y Lo e R’l SBENI
Elaine McAllister L et “‘j;; Dt

Organisation: The Education and ¢ Be the I}hanga

Training Inspectorate S G o 8T ;:;:jf;“"’




8. Probation Board for Northern Ireland

<
4

Chibcdhaed
Expersnies

BE THE CHANGE LEADERSHIP PROGRAMME

Underpinning Change Through Policy

Purpose — To embed trauma awareness into our work.
Aim — To develop a policy screening tool for tfrauma.
Method — Working with our Criminal Justice colleagues
through the SBNI leadership programme, we have developed

a Criminal Justice screening tool.

Result — A draft screening tool for consultation

Key learning — Engaging with our Criminal Justice
partners to promote trauma informed practice, has enabled
progression of joint training, a single tool to review all
policies and a network of trauma informed specialists.

Conclusion — PBNI are progressing on the journey from
being trauma aware to being trauma informed alongside other
Criminal Justice colleagues.

Next Steps — Screening tool consultation with our partners

MURTHERN [RELAAL
PRISON ‘>SER\"|C

<& PBNI

Contact(s): Ruth McKelvey and
Gayle McGurnaghan

Organisation(s): PBNI

et 1 Hraﬂ—‘.{»ﬂ?ﬂ

outh |ustice
B pinratig

Frobation Board
for Morthern Ireland

L whasnm 15H

'ﬁf-SBHI

ey
3 Q iy i

JBe the Enanne:'
Ao Cram A st

Batrgmusdiog Buard
e Warsierm Iralamd

@1 Leadership
;"; Centre
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9. Action for Children

p‘ BE THE CHANGE LEADERSHIP PROGRAMME

e Physical Environment

Purpose
To provide a safe and open emotional and physical environment

Aim
* Set a welcoming tone
* Establish a comfortable and welcoming physical
environment
* Foster an environment to build relationships
* Share power and control

H3

WHEN A FLOWER
DOREN'T BLOOM YOU
FIX THE ENVIRONMENT
IN WHICH IT GROWS,
NOY THE FLOWER.

Horizon Model - H1 What are we trying to achieve? H2 What
actions can we take? H3 What would be different?

Contact(s): Wendy McKimmie A9 ! aorntd wSBN
Organisation(s): TR LR t"":." '@ =t
Action for Children ¢Be the change

2 (el < N Leadership
J‘—J#’ Cmowns R v\?’/ m Centre
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10. catholic Council for Maintain Schools (CCMS), Controlled Schools Support
Council (CSSC) & Armagh, Banbridge and Craigavon District Council

BE THE CHANGE LEADERSHIP PROGRAMME

<

Compassionate Leadership

;5

Armaghchy Purpu&e:
E:Hr?xcuké B |.|i|.-|'l-:1x: @CS\SC

To create a trauma informed organisation.

Aim:

To ensure compassionate leadership within the organisation that will create a culture and climate
that will be disseminated to our customers.

To develop a growth mind-set, open to change via strategic policy, planning and staff wellbeing.

Method/Approach:

The overarching elements of compassionate leadership are: Self-care, Care for others, Emotional
Intelligence and Authenticity.

Step 1: Development of Questionnaire to address key elements abave

Step 2: Focus Groups of Staff across all disciplines

Step 3: Implementation Plan for promoting Compassionate leadership and a Trauma informed
environment.

The method will include Senior Leadership working alongside other colleagues.

Results

An increased self-awareness and compassion for self.

Enable staff to provide the right support and challenge for customers.

& culture of trauma informed practice promoted.

Supportive environment to promote self-care and professional development opportunities.

Key Learning
Importance of understanding and ownership fram the senior leadership in the organisation.
Involvement of all staff in the process.

Conclusion:

Staffing body have an informed understanding of trauma to effectively support and challenge
working practice.

Staff actively involved in recommending practices to promote a Trauma Informed Environment

MNext Steps:
All staff to engage in one-to-one meeting with a trusted colleague in order to produce a Personal
Development Plan to promote compassion, self-care and Trauma informed practice.

Contact(s):Roisin Harbinson, Mairead Harvey, A9 L oo (0 - SBNI

Shirley McKenna, Jayne Millar, Gary Scott. —| T atsnsence s T

Organisation(s): ccms, cssc and Armagh {’ Be the Change :'

City, Banbridge &Craigavon Borough Council. e - Y | Leadership
GO C i < 3 il Centre




11.

Youth Justices Agency (YJA)

{é’u the Change®
vc-—--w-\*/
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12. Include Youth

P_:‘ | .T’lm -r""r

.':h Vols r}l ﬁg 4»3'1

:F

A happmr healthiar staff team
= a happierimore productive workplace

| wegmibss = Vel
- Pricrity areas identified i.e supervisen
« Courselling Service for shaff
Sld'F (1= r.hmwn and pmn'mh Welbeing
= Implement Ul ‘We 'Ln-_'u"lq Programime
= BWurbmng dn'rplum cpp-ulind and
trained
= Mental Health First Aid for Welbe e
champions

all we do ot Inlcude Y ) ﬂf_‘_’ipw‘

i
W1 D OB r_'-:Ju;.:'le'.*.J ol =]

necessory

Appreceh Conclusion

= Staff Consaltation Wellbeing of staff is crucial

Surveys X

S Focus g groups IR for a trauma informed
organisation

E£6eEEEEEEEERwx.

What do we currently do of Include
¥ outh which promotes Wellbeing of
shaff? What could we do better?
What other ideas do stoff have?

W= £
@F-_-.ﬁﬁuﬁﬁ NG 9

Listening to what staff woant
bock fo bosics, overal
valued, respected ond feel sofe

| T

Hate Moffett
Practice Manage

Katemincledeyauthuarg



13.

Northern Ireland Prison Service

BE THE CHANGE LEADERSHIP PROGRAMME

im BECOMING A TRAUMA INFORMED ORGANISATION

Purpose: - The draft Programme for Government [2015-2021) has 12 key outcomes for the people of Northern Ire-
land and there are four of these that are relevant for work in this area, i.e.

we prosper through a strong, competitive, regionally balanced e conomy
We have a safe community where we respect the law and each other
we care for others and we help those in need

We give our children and young people the best start inlife.

e
The Prisons 2020 Conti nuous Improvement document was publishe d in July 2018, The overall desired outcome of
Prizons 2020 is to have a modern, progressive Morthern Ireland Prizon Service where we make the community saf-
&r by supporting and challenging people to change. There are four key pillars;

DuUR OuUR

QOUR PEOPLE OUR SERVICES

INFRASTRUCTURE PARTHERSHIPS

Qur Aim: - To make NIPS a Trauma Informed Organisation and a model of Best Practice
that works with those in its care to support, challenge and inspire them tochange and
reduce their risk of recffending; while taking account of their personal history and
journey to becoming imvolved with the judicia | system.

The four pillars set out in Prisons 2020 fit well with the objectives of the SBNMI “Be
The Change” Leadership Programme

Partners/collaborations:- MIPS has a strong history of partnership working with formal-

ized links with the PEMI, PSNI, South Eastern Trust as well as assorted partner agencies and the Voluntary and
Community Sector who work towards a resettlement model; which focus is ba sed on a multi -disciplinary approach
to address 9 pa thways to reducing re-offending.

Result:- MIPS establishments, inspected by the QNI and HMIFP, have been
recognized a5 providing good owtcomes for those inour care.

K=y Learning: - MIPS has acknowle dged the practices usedand developed
within the PDU and now used within their Safety and Support Teams are
mdels of best practice and take account of possible previous trauma as
well as current circumsta noes.

Conclusion: - MIPS is committed to becoming 3 trauma informed organisa-
tion and has set out its commitment within its Prisons 2020 continuous Improvement plan. 1t has evaluated itself
and reflected on recommendations from the CHINIHMIP Inspectorates and how it can build on modeks of best
practice it already delivers to embed the best practice across all areas of service delivery.

Mext Steps:-

«  Tocontinue the development and training of all staff to build awareness of Adverze Childhood Experiences
and understanding of trauma.

«  Toembed Trauma Informed Practice within all areas of service delivery to ensure the best outcomes for those
inour care and help achieve the outcomes of the Draft Programme for Government

SORTHERS IKELASD . \*:‘ﬂﬂ v -lr @ @ .rr"\-hn'l_f:_:l - o
PRISON o SERVICE {Jr it
Be the Change | s T
e ol S s W —at o 4 Centre

Contact: Paul Doces - Direcior of Rehati®
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14.

Barnardo’s

Becoming a
Trauma Informed
& Responsive Organisation

Purpose of Live Work

T build == the Baroards's UK wids
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15. Public Health Agency

BE THE CHANGE LEADERSHIP PROGRAMME
HSC Public Health
4 Agency

Chabchand
Experiences

Purpose — To ensure the Public Health Agency (PHA) are trauma informed and adverse childhood experiences aware
to inform best practice commissioning and workforce support.
Aim - To inform PHA consideration, development and adoption of relevant policies, procedures and practices.
Approach
* PHA senior management to consider adoption of compassionate leadership workforce support practices across the
organisation.
* PHA senior representation on:-
o Nerthern Ireland Steering Group for Trauma Informed Practice
o Five Mations ACE Reference Group
o SBNI Trauma Informed Practice Project Steering Group
o ‘Be the Change’ Trauma Informed Leadership programme
o CAWT Multiple Adverse Childhood Experience Intereg Project (ESm)
* PHA Infant Mental Health Framework (2016) aims to ensure that all children have the best start in life by
enablement of protective factors for those experiencing significant adversity
* PHA working with the Department of Education, Department of Health and the Education Authority on the
development of a Children and Young People’s Emotional Wellbeing Framework
= Trauma Informed Practice workshop facilitated and attended by 55 PHA staff across a number of directorates
*  Commitment from PHA to train two staff members in “Train the Trainer Level Two® to cascade training throughout
PHA

Results
. PHA is working collectively with sector leaders across the region to develop a systemic trauma informed
approach

. PHA is contributing to sharing good practice to ensure there is a common adverse childhood experience and
trauma informed understanding across the workforce

. PHA is supporting the development of a trauma informed workforce across the organisation

Key Learning

Being trauma informed is "everyone's business”.

Conclusion

A system wide approach involving senior level and cross organisational leadership is required to develop a trauma

informed workforce and a trauma informed approach to commissioning.

MNext Steps

* PHA Agency Management Team and Senior Management Team consideration and approval of “Trauma Informed
Approach Paper”

* Tocontinue to build a trauma informed workforce across PHA

* Toensure trauma informed commissioning

References

Public Health Agency (2018) “Supporting the Best 5tart in Life” Infant Mental Health Framework for Northern Ireland.
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