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FEDERALLY SENTENCED WOMEN INITIATIVE OVERVIEW
A. THE FACILITIES

-

The main recommendation of the Task Force was to close the Prison For VVomen and
establish four regional facilities and a Healing Lodge.
CURRENT STATUS
Truro [28 bed facility]

Construction commenced in August 1994. The planned completion of the facility is
scheduled for November 30, 1995. Staff took possession in August 1995, and inmate
transfers commenced in early December 1995. Capital cost is estimated at $7 million
and ongoing operating at $2 million. Due to population growth and lack of viable
alternatives in the region, it was decided in June 1995 to expand the facility by an
additional 7 bed house; impact on staffing levels operational costs has been analyzed
and the required budget adjustment will be made.
Joliette [76 bed facility]

The construction tender was awarded in December 1994. Construction has
commenced and is scheduled for completion by June 1996. Inmate transfers are
expected to commence in August 1996. Estimated capital cost is $14.2 million and
ongoing operating is $4.1 million.
Kitchener [70 bed facility]

The site, purchased in 1993, is in a dual-zoned area of commercial and residential
properties. Due to opposition from the immediate neighbourhood to the proposed site,
the Solicitor General initiated a review of the selection process; the decision to
construct on the site was announced in Fall 1994. The construction tender process
was completed in November 1994 and construction commenced shortly thereafter.
Construction completion is planned for January 1996, with the first inmate transfers
commencing in April 1996. Estimated capital cost is $14.7 million and ongoing
operating cost is $4 million.
Edmonton [56 bed facility]

The site was selected and purchased in early 1994. Total construction completion is
planned for December 1995. Completion of the living units was on schedule for
October 1995 and the first inmate transfers started in late November 1995. Estimated
capital cost is $9.5 million and ongoing operating cost is $3.5 million.
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Healing Lodge [30 bed facility]

160 acres of the Nekaneet Réserve was designated for the Healing Lodge by the
Nekaneet Band of Indians and the design and operational plan for the facility has been
completed by the Planning Ctcle (a joint committee of CSC and Aboriginal members,
including Elders and Band representatives). Construction started in Fall 1994; total
completion and staff occupanCy is scheduled for October 1995. The first inmate
transfers are scheduled for laie November 1995. Estimated capital cost is $9.2 million
and ongoing operating is $2.4 million. [See Healing Lodge Overview for details]
Prison For Women

It was originally announced that the Prison For Women would close in September
1994; however, that date was 'based on starting construction of the new facilities in the
fall of 1993. This original planning time frame seemed feasible since the general
locations of the new facilities as proposed in Creating Choices were accepted by the
government. However, the spl ecific community and site selection process for the
facilities took almost two yearS rather than the six month estimate provided in the Task
Force report due to the extenive interest in being the location community and
consultation/input.
Therefore, the Prison For Worinen will remain operational until June 1996 when the
Grand River Valley Institution or Women in Kitchener, is planned to be fully
operational. A transition plan has been developed and is being implemented by the
Transition Coordinator, whosél positions was established at PFVV in November 1994.

'F.

Burnaby Correctional Centre for Women
Creating Choices acknowledgéd the existence of this Exchange of Services
Agreement, which had been nâgotiated by CSC prior to the decision to establish a
Task Force. It is a unique Agreement in that it is dedicated to services at BCCW and
makes provision for FSW prog'rams beyond those generally available to all inmates in
the facility. BCCW has some unique programs which FSW from B.C. [and, on a caseby-case basis, sonne FSW front other provinces] have been able to access since its
opening in 1990: the Canine T rr aining, the Ceramic Shop, the Floral Shop, and the
Mother/Child Program, there âre annual joint reviews of programs and services at
BCCW and plans are in place io review and make adjustments as required to ensure a
comparable level of service wièi the regional facilities. In the interim, BCCW has
participated in the Non-Violent Crisis Intervention and the Women-Centered "train the
trainers" courses and will participate in the session for the Substance Abuse Program.
To ensure FSW at BCCW are included in the planning for FSW generally, the
Director of BCCVV is a full member of the FSWPC and receives all information.
Manuals and programs develoPed for the regional facilities are distributed to all
facilities, including BCCW. Since the FSWPC meetings are out-of-province for the
Director of BCCW, CSC funds the travel required. Several of the FSW Wardens have

2

visited BCCW over the past two years and have come back with ideas on how to
translate to the regional facilities such practices as their successful programs- and their
approach to crisis intervention and refresher training for staff.

B.

HISTORICAL BACKGROUND

•

Federally Sentenced Women (FSW) currently make up approximately 2.5% of the total
federal offender population and are either housed in the Prison for Women, in
provincial institutions under Exchange of Service Agreements or are on conditional
release in the community.

•

Because they are few in number, FSW have generally been incarcerated away from
their families and home communities and the range of programming available to them
has been limited.

•

In 1989, the government set up a Task Force to review the overall situation of FSW
and to chart a new direction appropriate and effective for women.

•

The report that followed from the Task Force made short and long term
recommendations for creating an alternative situation for women serving federal
sentences.

•

The short term recommendations of the Task Force included ir. nroving programs at
the Prison for Women. The Correctional Service of Canada (CSC) has enhanced
programming at the Prison since 1990; this level of programming will be maintained
until closure and includes:
contracted aboriginal counselling and elder services,
increased substance abuse programs,
survivors of sexual assault/abuse therapy,
increased psychological services, and
an amount of $100,000 to cover expenses for those families who cannot
afford to travel to Kingston to participate in Private Family Visits.

Most of the above transition programming was provided through local contracts. However,
the Elder Services contract is a national contract with the Native Women's Association of
Canada in order to ensure an effective interim measure existed for accessing Elders from
various nations and to provide the local support to the Elders.
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C.

NEW FACILITY OPERATIONAL HIGHLIGHTS

MANAGEMENT MODEL

-

The management model for the new facilities, approved at the June 1994 Executive
Committee (ExCom) of the COrrectional Service of Canada, reflects the low risk to the
community presented by the Majority of the FSW, the small size of the facilities and
the community living/small grOup dynamic premises. It is based on the principles
outlined in Creating Choices, on the guidelines of the Operational Plan approved by
ExCom in July 1992 and takeS into consideration recent research on women.
The basis for the management model is an holistic approach to operations, programs
and security. The organizatio inal structure is flat: the front-line staff, Primary Workers,
report through the Team Leacers to the Wardens. Together these positions will be
responsible for static and dynamic security, case management and program delivery.
Program delivery will in many cases be a joint activity with community resources under
contract.
Due to the small size of the facilities, the potential for increased emphasis on dynamic
security is enhanced both through the team approach to case management, the
capability for staff to get to know each FSW and the potential for extensive interaction
on an individual basis.
The basis for the security aspect of the management model is the in-depth assessment
of the behaviour and needs of individual FSW. Although each regional facility will
accommodate all the FSW from that region regardless of individual security level, the
FSW facilities are not multi-le\iel in the traditional sense; their design is such that there
is basically one type of general accommodation - community-living houses. However,
there will be differences in the degree of liberty of movement within the facility
accorded to each FSW which Will be linked to behaviour rather than sentence or
offence.
•

Women whose behaviour represents a risk, either to themselves or to others will be
moved to the enhanced living Unit. The Task Force Report no+ -ml that there are a
small number of women inmatés who represent a risk to other inmates and staff due to
the fact that, for these inmates violence against others has become a learned
response. The Task Force recognized that those inmates would need to be housed
separately and that special intervention strategies would be required to assist these
inmates to learn alternatives to violent behaviour. Therefore, the regional facilities
have an enhanced unit, which unlike the community-living houses, has 24 hour staff
presence and a secure, dedicated exercise yard.

•

In June 1994, the enhanced unit design was modified and enlarged following a review
which determined that this unit would be housing two different groups: inmates who
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behave violently and inmates who require a greater level of staff monitoring for a
period of time, for example, new admissions and some special needs inmates.
In July 1995, CSC held a brainstorming session with external resources, including
CAEFS, to develop a program framework for "unlearning" aggressive behaviour. A
group was formed, consisting of those brainstorming participants who have the
required expertise and who were available for an intensive pro.,ect. The group is
currently developing a program to address this need. CSC is also reviewing FSW
mental health needs. [See Program/treatment Overview for details]

SECURITY MANAGEMENT SYSTEM
ExCom approved the Security Management System for FSW in March 1995. It is
based on the system used at Shakopee, an innovative women's facility in Minnesota,
where the only women-centred classification system in operation was found. It is a
behaviour-based system with clearly articulated performance expectations for each
level, that has been adapted to the design and smaller size of the regional FSW
facilities. Monthly achievement reviews will be conducted for each FSW in which there
is a role for both the FSW and the Primary Worker since both must sign off on the form
or note areas of disagreement. As well, formal reviews of security classification and
management level will be conducted at regular, established intervals. Within this
system, FSW classified at medium security and lower are accommodated within the
community-living houses.
•

The development of this system had necessarily to be within t!,. legal framework of the
CCRA which sets out the information CSC must collect and the factors CSC must use
in assessing inmate security levels. It also explicitly states that inmates must be given
a classification of either minimum, medium or maximum depending on their risk as
assessed against these factors.

•

This system is currently being integrated with the OMS-01A process and due care is
being taken to ensure the contextual factors of FSW offence histories are being
recognized. With consistent application of the system, reliable and comprehensive
data will be readily available for the first time to allow for review and research in order
to analyse such issues as overclassification of FSW [current data indicates that FSW
are not over-classified at the maximum level but they may be at the medium] either at
admission or on an ongoing basis [i.e. are FSW being re-classified].

PROGRAM STRATEGY
A framework document for the development of programs has been completed. It
defines principles for effective programs and effective program delivery for women and
describes the program development required for the FSW facilities. This document,
Correctional Program Strategy for Federally Sentenced Womer , is consistent with the
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principles of Creating Choices, the CSC Mission and the CSC Correctional Strategy.
[See Program Overview for details].
•

The development strategy for l Core Programs includes:
• the development of a Wornen's Substance Abuse Treatment Program, now
complete and in the contrâcting for delivery phase;
•

the modification of parts of the Living Skills Program [the first two complete and the
latter planned for completibn by March 31, 1996], including:
• modification of the Cognitive Skills Training;
. enhancement &the Parenting Program; and,
• development of â new program, VVomen who are violent/Dealing
with anger and Understanding emotions

•

the development of national guidelines for Survivors of Abuse and Trauma in
partnership with community experts, now complete.

•

In each of the above program areas, due consideration was given to adapting or
modifying existing CSC prog+s but this did not prove feasible in all cases either due
to the different dynamics or different approaches which research has indicated is
required for women's program m
i ing.

•

Draft policy and guidelines for the Mother/Child Program at the FSW facilities are
presently in the consultation stage. Implementation is expected for 1996.

•

VVork is also underway this yeâr to develop a community release strategy specific to
FSVV.

STAFF SELECTION AND TRAINING
•

The staff selection process ha ibeen completed for several of the regional facilities,
and the others are currently in progress. No male Primary VVorkers have been hired at
the Edmonton Facility, nor at te Healing Lodge. At the Truro Facility, one man has
been hired on an indeterminate basis, and another on casual status. For the Kitchener
facility, letters of offer have been issued and responses are pending. The Joliette
facility has completed its internal competition and the external staff selection process
is expected to be completed ID fit November 1995.

•

Based on a review of the standard Correctional Training Program (CTP) delivered to
new correctional officer recruits and the work duties of the FSVV staff, it was decided
that, in addition to CTP, Case Management Training and Supervisory Training, a
Women-Centred Training comPonent and Non-Violent Crisis Intervention training must
be offered to all FSW staff andl recruits.
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•

The 10-day VVomen-Centred Staff Training component covers FSW issues and skills
development in such areas as setting boundaries, mediation and problem solving
which staff will require to successfully carry out the dynamic security function. It will
also assist staff to support FSW to take responsibility for their actions and choices and
to role model constructive behaviours.
With respect to staff training in crisis intervention and conflict resolution, all staff at the
new facilities, including the Healing Lodge, prior to opening, will also receive the NonViolent Crisis Intervention training course. The objective of bc"h this course and the
VVomen-Centred course is to ensure that staff have the skills to defuse situations
before they escalate.
However, given that substance abuse is a major problem area for women inmates and
is often a precipitating factor in violent incidents, it is anticipated that there will
continue to be incidents which require physical intervention and restraint. Cognitive
ability is impaired when a person is under the influence of drugs/alcohol and,
therefore, verbal de-escalation generally proves unsuccessful. Therefore, staff at the
facilities will also be trained in the cell extraction method developed for and used
successfully for five years [no inmate injuries or grievances; two minor staff injuries) at
the Burnaby Correctional Centre for VVomen.

•

As part of contingency planning, CSC is currently concluding discussions on the most
effective back-up to the above-described cell extraction process for incidents involving
a number of inmates, since this approach is effective in managing a single or at most
two inmates. The back-up, whether internal or external, must operate within the
context of the CSC decision that no male staff will be involved in strip searches of
women inmates, either as participants or witnesses.

•

A Use of Force policy for the new facilities is being finalized which reflects the above:
that is, first level of intervention is non-physical as set out in the Non-Violent Crisis
Intervention process and the second level is the use of cell extraction. Intervention
beyond cell extraction will be for multiple inmate incidents and will be set out in the
facility Contingency Plan.

•

The FSVV staff selection process for front-line positions (Primary VVorkers) is not based
on gender but on the specific duties of the job, professionalism and on an assessment
of sensitivity to women's issues and ability to work in a woman-centred environment.
This decision was made following extensive review and discussion, including
consultation with federally sentenced women both at PFW and in provincial facilities.
A survey of other jurisdictions demonstrated that cross-gender staffing is widespread
internationally.

•

A unique staff selection process, which includes a situational scenario developed by
an external expert and involving professional actors, was developed to assess
candidates' ability to work in a women-centred environment. In addition to these
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unique selection tools, the sel'ection board for Primary Worke: included an external
member with expertise in working with women in a social service context.
THE HEALING LODGE
•

While there are many paralleIS between the Healing Lodge and the regional facilities
in terms of a flat organizational structure and a dynamic, individualized approach to
intervention and security, ther el are also differences.

•

One of these fundamental différences is that the Healing Lodge operation and program
strategy is based on Aboriginâl healing and Aboriginal teachings. This operational
cornerstone has resulted in a unique staff training plan which incorporates a practicum
at an Aboriginal Treatment Centre and a central role for Elders in the Healing Lodge
operation.

STAFF COMPLEMENTS
Institution

Truro
Joliette
Kitchener
Edmonton
Healing Lodge

D.

No. of Full Time
Emplôyees (FIE)
26.5
43.0
47.0
43.5
26.5

TRANSITION

In November 1994, a Transition Coordinator position was established at PFW to
implement programs for the FSW io facilitate and support their transition to the
community-living model of the new, facilities, to facilitate the placement of staff and to act
as a focal point for general information flow and coordination. Quarterly updates on
issues and activities are provided to the Commissioner.
Most recent activities/status is as follows:
•

Redeployment: Of 138 staff atiPrison for Women, 72 have a job for after the closing of
the Prison and 66 are without a position. However, 24 of the 6:'? are awaiting decision
at the manager level; therefore, less than 40 of the staff do not have other positions at
this time. By January 1996, all staff should have a position. An information session
was recently held at Prison for VVomen by Michael Corber, NHQ Human Resources.
CSC is committed to not issuing surplus letters.

•

Regional Inmate Committees: Committees for Truro and Kitchener have had 3-4
meetings, and the Committee for Joliette has had one meeting. As well, Kitchener staff
8

have been meeting with the Ontario FSW on a monthly basis. These meetings have
worked well in that the inmates seem pleased with the information provided and have
the meetings have decreased their insecurity. The inmates are also starting to meet in
regional groups among themselves.
•

A Transition Steering Committee comprised of the Warden and Transition Coordinator
at PFW, the Executive Director CAEFS and the Chairperson of the PFW Citizen
Advisory Committee was implemented in November 1995.

•

Transition Programs: By the end of October, two transition programs will have been
started (2-3 weeks in duration) -- Independent Living Skills (Ex:salibur)/small group
living; and Cognitive Living Skills on problem-solving workshop. As well, a group of
FSW will be given a tour of the Phoenix Unit at Frontenac Institution to get a sense of
the small group living at that facility. These programs will continue until such time as
all FSW have had the opportunity to participate; they are scheduled to follow the
transition schedule of each new facility.

•

An interim transfer policy has been approved to expedite the placement process for
those FSW who wish to return to their region of residence. Based on current
consultation with the FSW, it is anticipated that the majority of the transfers for the
transition will be voluntary. At present, ten(10) FSW who have been resident at PFW
for many years have requested to go to a facility not in their original home region.
Consistent criteria will be established for transfers of those FSW not wanting to go to
their home region (i.e., involuntary transfers). For involuntary transfers, the process
set out in policy will be adhered to; Case Management Officers will be doing Progress
Summaries and Community Assessments.

•

A Coordinator Correctional Operations will be hired at Prison for Women to coordinate
the physical transfer/logistics of the FSW transfers. Prison for Women will notify the
Ontario Region of the National Parole Board regarding file trarsfers in cases where
there is an upcoming hearing. In addition a senior parole officer has been assigned to
review all cases to determine how FSW releases can be facilitated.

E.

BUDGET

The budget planning for the new facilities has been a lengthy exercise. The initial
estimates were made in support of the 1990 Treasury Board submission to obtain
approval to implement the recommendations in Creating Choices. As planning
progressed and EXCOM approvals were obtained, this initial estimate has been revised to
reflect , for example, the organizational plan and management model, the FSW Health
Strategy and the Program Strategy. As well, a line by line review was conducted to
establish consistent calculations reflective of location for such costs as heating and
maintenance. Therefore, each facility has a comprehensive and rational budget base.
With this background, it will be feasible to identify areas where actual operation results in
a deficit to determine what planning assumptions have proven unreliable. As well,
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resourcing formulas reflecting the realities of the FSW Facilities are being developed to
ensure consistent adjustments to the base related to future populon growth.
One critical aspect of the 1-990 Treasury Board approval decision is that CSC must fund
the regional facilities internally. There is an additional cost associated with the
regionalization of the FSW population since the very small facilities have no economies of
scale. The gap between currentFSW expenditures [PFW and ESA's] and future
expenditures currently stands at approximately $3.5 Million; CSC is committed to reallocating the required funds.
The average per capita cost for the new facilities is $66, 640 which is less than the per
capita cost of PFW at $91,753 [1993]. The cost efficiencies have not been achieved at
the expense of either programming or health care. (See Program/Treatment Overview for
details]

F.

ONGOING IMPLEMENTATION/REVIEW/CONSULTATION

i) Decision-making
Since the selection and appointment of the FSW Wardens in mid-1993, the
developmental work for the new facilities has been managed in arf.,eam approach through
the establishment of the FSW Program Committee. As noted previously, the Director
BCCW and the Warden PFW are full members of this Committee. The staff in the FSW
Program at NHQ are members and organize the meetings, etc.
The focus of the team has been not only to develop the necessary components of the
policy and operational framework but also to ensure that local input from the Advisory
Committees is consistently sought and integrated. By integrating operational and policy
staff, the principles and operational implementation were equally important aspects of
discussion rather than an after-fat; this increased the potential for successful
implementation and reinforced evéryone's commitment to the Framework.
An equally important focus is the çlecision-making process which the FSWPC adopted each component whether program or staffing or operational policy was submitted to
EXCOM with a background and rationale. The required balance between mandatory
national standards/principles and regional operational flexibility as well as relationship to
other CSC initiatives/policy, etc. w as established during the developmental discussions
and confirmed at EXCOM. This alpproach ensured that all FSW framework components
were raised to the national level and received national level decisions. Each FSW
Warden undertook the necessary i briefings/consultation within their respective regions
while NHQ-FSWP undertook those at NHQ. In addition to the fact that all EXCOM
documents are distributed to members prior to the meeting, these briefings broadened
systemic understanding within CS 1C of FSW issues.
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Moreover, the EXCOM decision-making route established a documentary and decisionmaking record which is useful for the Wardens with respect to building a shared vision
with their staff. The EXCOM documentation supported the inclusion of a separate section
in the two government expenditure planning documents: the Business Plan and the
National Capital and Accommodation Plan.
As a result of the team approach adopted by the FSW Wardens, FSW issues and needs
are very visible at the national, regional and local level. This record will also be invaluable
at the evaluation phase since all assumptions have been identified and recorded.

ii) Accountability
Through the FSW Wardens both individually and as a team, CSC is confident that it will
be able to fulfill its commitment to implement the FSW Framework and to continue
systematic research and developmental work on FSW issues. The FSW Wardens are
themselves committed, as is evident from the time and effort they and their staff have put
in to make the facilities a reality and, to their local communities, a workable reality.
Plans have been developed for next year which will target the mental health and the
community strategy area, the two major outstanding issues. The FSWPC will continue to
meet and work as a team to fulfill these commitments. By determining the necessary
decision-making points during the development phase, the FSWPC can brief and involve
EXCOM in a timely fashion. Maintaining this pro-active approach is considered critical for
ongoing evolution of programs and services and information-sharing on best practices
and problem areas.
The Wardens have built extensive relationships with their local committees. As well, their
facility advisory committees are playing a strong role in many areas; many of the members
have little experience with FSW and CSC but a great deal of experience in women's
issues and services. Their expertise has been drawn on in reviewing program guidelines
and draft policy and referring CSC to potential program resources Their importance in
maintaining the connection with the community and reinforcing the Creating Choices
principles and philosophy cannot be underestimated. CSC considers that the broader
network created via these committees can only work to the benefit not just of the facility as
a whole but also to individual FSW.
The openness associated with the development and the implementation for these facilities
has set a new framework for CSC. Internal and external accountability mechanism will
now be obligated to function within this new framework. CSC believes that this can only
lead to a greater understanding of the often conflicting mandate it has to play as well as to
new and innovative solutions to persistent concerns and issues.
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iii) Consultation
The FSWPC has employed a range of consultation approaches or models depending on
the issue under discussion. For xample, in correctional operatic/13 issue such as the
Security Management System, an information sharing models was used. CSC advised its
primary contacts, CAEFS and NVVAC, that work was being initiated and invited
suggestions. Updates were proVided as the work progressed and, finally, the discussion
paper on the System was sent out for comments which formed part of the EXCOM
decision-making submission. In jprogram areas where corrections is not the expert such
as survivors of abuse, an equal Partner/problem-solving approach was used and a
brainstorming session with subjeCt matter experts was organized. Their advice was then
encapsulated in program guidelines. In other areas, such as mental health, a modified
approach such as a contract with a recognized expert to conduct a needs analysis is
being considered; this is the approach that was used to review the situation of lowfunctioning FSW from Atlantic Region. Another variation will probably be used for the
community strategy workshop in that the participant focus will need to include release
decision-makers. CSC has and is learning from this process and will continue to shape
the consultation model to the subject area. In all cases, however, the consultation will be
documented and reports distributed to national organizations and the Local Advisory
Committees. As well, periodic wide distributions will be done. For example, in early 1995,
CSC distributed to all major univarsity/community college law/corrections libraries two full
sets of the Task Force reports an IF1 other research, such as the Kendall reports. A similar
•
distribution will be done of the recent literature reviews, etc.
Consultation with FSW has been ,extensive, but as the majority of that conducted by the
Wardens has been informal, it is not as well documented. The formal information
sessions on cross-gender staffing represent only one relatively small consultation. The
fact that the CAEFS consultation on the same issue came up with different results has
shown CSC that more work needs to be done and more models used to communicate with
FSW. Consultation with FSW cannot be conducted solely through external advocates;
this is one of many avenues but cannot become the primary avenue if the FSW
philosophy which depends on enhanced, ongoing interaction between staff and FSW. It
is planned that there will be house meetings in the new facilities and that the VVardens will
periodically attend those meetings in addition to meeting with the Inmate Committee. As
well, consideration has been given by the Wardens to holding periodic facility-wide
meetings and meetings with randômly selected groups of FSW once the transition phase
is complete and all FSW are on-ste.
During the transition phase, regular meetings have been held by the various Wardens
whenever they have been in the Kingston area; for example, Norma Green generally
leaves one day early for the Ottamia FSWPC meetings so that she can spend a day in
Kingston. In addition, as the traràtion section indicates, formal ir !: ate committee
structures have been established at PFW.
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G. OTHER
POPULATION GROWTH/OVERCROWDING
•

The current population is 322 FSVV and overcrowding is forecasted in Prairie and
Ontario Regions. Atlantic Region overcrowding has been addressed through the
construction of an additional house since there are no feasible interim alternatives in
that region. The analysis done on the capacity issues indicates that there has been no
great change in sentence lengths; however, the number of both admissions for new
offences and admissions by revocations have increased.

•

CAEFS was consulted to obtain their suggestions for strategies to resolve this issue.
They are opposed to any increase in the capacity of the new facilities and suggested
strategies such as: an amnesty for certain offences; house arrest; accelerating the
Self-Defence Review; and, enhanced community support.

•

Only the latter, enhancing community support, is within CSC's authority to implement.
An internal review has determined that inmates are not serving longer portions of their
sentences due to delays in case preparation. As well, an analysis of the grant rates
for the last 6 years indicate they have been very stable; in fact, in 1994/95 the grant
rate for full parole was up slightly at 56% compared to 50% in 1993/94. This is much
higher than the 31`)/0 grant rate for men. However, in order to enhance the women's
potential for success once released, a senior parole officer has been assigned to
assist case management staff in accessing supportive services in the community in
release plans for inmates at PFW.

•

For the longer-term, a community strategy responsive to the needs and risks of
federally sentenced women is required. As background for the development of a
community framework, CSC is currently completing the data analysis of a community
survey. A literature review - Exemplary Community Programs for Federally Sentenced
Women - as well as a study by the Church Council on Justice and Corrections on a
community advocacy network, have recently been completed.

•

With respect to institutional capacity, an interim accommodatioi . strategy for the
upcoming year, comprised of the continued use of provincial beds under Exchange of
Services Agreements, use of half of the children's rooms and keeping Isabel McNeil
House open, is proposed in the National Capital and Accommodation Plan. This
strategy was chosen to allow for further monitoring of the increase prior to . any
decision on increasing permanent capacity.

STATISTICAL PROFILE OF FSW
•

Attached is a statistical profile which provides various data on federally sentenced
women, for example, current region/institution, sentence length and offences. The
profile provides an Aboriginal/Non-Aboriginal breakdown of the federally sentenced
women.
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PROFILE OF
FEDERALLY SENTENCED WOMEN (FSW) 1

NUMBER OF FSW
FSW Status
Incarcerated only
Under community

Non-Aboriginal

Aboriginal

Total

261
275

61
22

322
297

536

83

619

supervision only

TOTAL

CURRENT REGION & INSTITUTION OF INCARCERATED FSW
REGION

ATLANTIC

ONTARIO

PACIFIC
PRAIRIES

QUEBEC

# FSW

CURRENT INSTITUTION OF
INCARCERATION

TOTAL

Nfld. & Labrador VVomen's CC
St. John Regional Corr'l. Cent.
SUBTOTAL
Prison for VVomen (includes I.
McNeil House and St. Thomas)
SUBTOTAL
Burnaby CC for Women
SUBTOTAL
Bow River
Calgary Remand Centre
Edmonton Remand Centre
Fort Saskatchewan
Lethbridge
Pine Grove
Portage
Regional Psychiatric Centre
SUBTOTAL
Maison Tanguay
SUBTOTAL
TOTAL

Non-Aborig.

Aboriginal

3

0

3

1
4

0

1

0

4

132

10

142

132
28

1n

142
37

28
10

9

37

1

11

4

0

4

2

0

2

8

4

4
3
2

4
3
5

12
8
6
7

9

25

42
55

42

55

0
0

261

61

34
84
55
55

322*

*Includes 28 foreign nationals.

1 This profile is based on data collected during the period July to September 1995. GI
t that the data was collected
on different dates. the total number of FSW differ in various charts, reflecting the continuous flow of FSW
admissions/releases.
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SENTENCE LENGTH DISTRIBUTION
FOR INCARCERATED FSIN
Non-Aboriginal

Aboriginal

50
49
30
21
150

7
10
7
5
29

Total
57
59
37
26
179

6 to 7 years less a day
7 to 8 years less a day
8 to 9 years less a day
9 to 10 years less a day
Over 10 years
SUB-TOTAL
(6 to 10 years plus)

9
15
11
12
16
63

3
5
1
2
1
12

12
20
12
14
17
75

Life

47

11

58

TOTAL

260

52

312

Term

2 to 3 years less a
3 to 4 years less a
4 to 5 years less a
5 to 6 years less a
SUB-TOTAL
(2 to 6 years less

day
day
day
day
a day)

OFFENCES* OF
INCARCERATED FSW
Non-Aboriginal

Aboriginal

Total

14
33
47

0
11
11

14
44
58

25
8
1
2
46
5
8
7
39
3
144

15
0
0
0
14
0
3
2
17
2
53

40
8
1
2
60
5
11
9
56
5
197

50
45
0
4
99

0
1
0
0
1

50
46
0
4
100

SUB-TOTAL

36
36

4
4

40
40

TOTAL

326

69

395

Offence
MURDER
First degree murder
Second degree murder
SUB-TOTAL
SCHEDULE I
Manslaughter
Attempted murder
Sex assault
Sex involv. child
Robbery
Arson
Kidnap
Firearm
Injure
Prison Breach

SUB-TOTAL
SCHEDULE Il
Trafficking
Import/Export
Cultivate
Property

SUB-TOTAL
NON-SCHEDULE

*The data reflects the number of all o ff ences for which incarcerated FSVV are convicted, i.e., if an FSVV is
serving a sentence for manslaughter as well as trafficking, she is counted in each of those offence
categories.
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FSW CONVICTED OF HOMICIDE*
TOTAL = 189
Category

Incarcerated

Under
Community
Supervision

Total

FSVV who killed their
spouse/partner
2. FSVV who killed someone other
than their spouse/partner:
relationship of some type with
victim
3. FSVV who killed someone in the
context of another crime
4. FSVV who have killed -- partial
or no information to date on
victim/circumstances

28

22

50

22

32

54

40

29

69

unknown

unknown

16

90

83

189

(not include.
Cat. 4)

(not include.
Cat. 4)

TOTAL

*Includes First Degree Murder, Second Degree Murder and Manslaughter

FEDERALLY SENTENCED WOMEN INITIATIVE
OKIMAW OHCI HEALING LODGE
A.

OKIMAW OHCI HEALING LODGE

Okimaw Ohci (Thunder Hills) Healing Lodge is a 30 bed treatment facility for
Federally Sentenced Aboriginal Women, using traditional healing practices
and operated by Aboriginal staff. It is located in the sacred Cypress Hills, on
Nekaneet Band Reserve land, approximately 30 kilometres from the town of
Maple Creek, in the south-west corner of Saskatchewan.
Construction was completed in September 1995 with staff occupancy the
following month; capital costs are estimated at $9.2 Million. There are 26.5
full-time staff positions with an ongoing operating cost estimated at $2.4
Million.
The 30 bed capacity was determined in 1990 when the number of Aboriginal
women incarcerated in the federal correctional system totaled 48. The
Healing Lodge was not designed to accommodate all Aboriginal women
inmates since its philosophy is based on healing through Aboriginal teachings
and culture; it was considered that not all Aboriginal women would wish to
commit themselves to a healing program.
A population census taken in July 1995 found 61 Federally Sentenced
Aboriginal Women, 50 of whom are from the Prairie Region. As the increase
in both the Aboriginal and non-Aboriginal population is of recent origin (late
1993), there are no plans to increase the facility's capacity at this time;
however, interim accommodation strategies have been developed to allow for
another year of population monitoring.
B.

BACKGROUND

The Federally Sentenced Women's Task Force report, Creating Choices, reiterated the findings of many previous studies and reports. It stated that due
to the small number of Federally Sentenced Women (FSW) who represent
only 2.5% of the total federally sentenced population, there are several longstanding issues which have placed this population at a disadvantage
compared to men under federal sentence:
• the geographical dislocation of many women from their families, cultures
and communities (since generally only those with short sentences are
eligible for transfer to a provincial facility);
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• the security over-classification of some women and the associated lack of
significant opportunity formovement to other institutions or lower security
facilities/community facilities; and,
• the lack of appropriate wômen-centred programs, services and assessment
tools, particularly for the FSVV serving their sentences in provincial facilities.
Creating Choices further not'ed that Aboriginal women are doubly
disadvantaged, beginning with the fact that they make up less than 3% of
Canada's female population but represent approximately 15% of women under
federal sentence. Research has demonstrated that Aboriginal offenders (men
and women), are granted rerease at a lower rate than non-Aboriginal people.
Aboriginal FSW also have experienced even higher rates of physical and sexual
abuse compared to non-Aboriginal FSW. Substance abuse, primarily alcohol, is
another primary factor involved in their offence history and is much more
pervasive than in the Caucasian offender population.
The main recommendation Of the Task Force on Federally Sentenced Women,
was that Prison for Women be closed and that four (4) regional facilities and one
Healing Lodge (for Federally Sentenced Aboriginal Women), be built. Creating
Choices indicated that the Healing Lodge was a conceptual recommendation
and that its location in Prairie region, particular features and design should be
developed by Aboriginal peolple in partnership with the Correctional Service of
Canada (CSC).
C.

PLANNING OF THE HEALING LODGE

When CSC accepted the recommendations of Creating Choices in September
1990, it confirmed that if the -lealing Lodge were to be a truly Aboriginal facility,
the concept recommended by the Task Force would need to be developed in full
partnership with Aboriginal càmmunities and, more particularly, Aboriginal
women. The CSC had traditionally consulted with Aboriginal organizations on
programs for Aboriginal inmates and has had, for several years, a National
Aboriginal Advisory Committee comprised of representatives from the major
Aboriginal organizations invàived in corrections. However, the concept of
developing an operational plan and facility design in partnership with nongovernmental persons was and is a new approach within CSC.

A secondary innovative factor is the fact that the facility is for Aboriginal women;
as the Task Force report makes evident, correctional planning, including
planning for Aboriginal progrenns, has traditionally focused on the needs and
risk presented by the predoMinantly male population. Therefore, the CSC faced
a double challenge: the desidn and implementation of a woman- and an
Aboriginal-sensitive facility.
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D.

ESTABLISHING THE PLANNING CIRCLE

The initial implementation task was the identification of a location for the
Healing Lodge. As with the regional facilities, a facility vision and location
selection criteria were developed and sent to those communities who had
shown an interest in having the facility located in their comm -unity. CSC
developed the criteria for the regional facilities on the basis of the Task Force
report; however, the report did not have sufficient detail for the Healing Lodge.
Therefore, in consultation with the only national Aboriginal women's
association, the Native VVomen's Association of Canada, a joint
CSC/Aboriginal Committee was established. This Committee produced the
Healing Lodge Vision (copy attached) and the location/site selection criteria.
It subsequently met to assess the submissions received and to make the final
location/site recommendations to the Solicitor General of Canada.
In December 1991, it was announced that the Healing Lodge would be located
in Saskatchewan on the Nekaneet Reserve which neighbours the town of
Maple Creek. Learning from the location selection joint committee process,
CSC established a Planning Circle which was given the mandate to develop
an Aboriginal appropriate operational plan and design for the facility, including
a staff selection and training plan.
The Planning Circle was comprised of 19 members which included CSC staff,
and Aboriginal representatives drawn from both the Nekaneet Reserve, and
from various related disciplines, as well as representatives from the town of
Maple Creek. In addition to these members, there were three women Elders,
later joined by a woman Elder from the Nekaneet Band. The coordination of
the participation of the nine Aboriginal women and the three Elders was
managed in a partnership mode via a contract with the Native Women's
Association of Canada.
The Planning Circle met, first monthly and later bi-monthly, during two and a
half years. The meetings were held in Maple Creek and were open to all
members of the community; there were usually a dozen observers and a few
children, mostly Nekaneet Band members, in the meeting room at any given
time. The facilitator for the Circle was one of the Aboriginal members; all
other Planning Circle members were equal partners. All decisions were made
by consensus by the full Circle although preliminary analysis, etc. was done
through sub-committees.
The major tasks accomplished by the Planning Circle included the Operational
Plan on which the architectural design is based; the review of the architectural
design; the staffing model including work descriptions, staff selection process
and training plan; the articulation of the healing program straiegy with
particular reference to the Elders program. Several Planning Circle members
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also participated in the negotiation between CSC and the Nekaneet Band for
the Land Designation Agreement, under which 160 acres of reserve land were
designated (pursuant to thé Indian Act) for the Healing Lodge in exchange for
an annual fee and employMent opportunities.
With these major tasks coMplete and with the selection of a warden and
opening of a local CSC offiCe in Maple Creek in Spring 1994, CSC had to
reduce the resources availâble for full Planning Circle meetings. However, a
permanent smaller Circle câlled Kekunwemkonawuk (Keepers of the Healing
Lodge Vision) is in place aripd meets regularly in order to monitor activities and
priorities at the Healing Lodge and provide support to the Kikawinaw
(Warden). To ensure conti'nuity during the transition, several Planning Circle
members were chosen to be part of the Kekunwemkonawuk.
E.

THE HEALING LODGE KEY MILESTONES
-

f
In October 1993, a comprehensive, integrated package comprised of the
Operational Plan, the facility design and the staff selection and training plan
was presented to and apprqved by CSC senior management. The links
between the physical desigh, the proposed operational plan and the staff
training plan for the facility are strong, innovative and clearly Aboriginal. For
example:
• the residential lodges are designed to be visually open to the naturally
wooded landscape, reflecting the importance of nature in Aboriginal culture
and healing;
• there is also a carefully designed balance between the need for privacy in
healing (provided via the two-bedroom residential lodges and the larger
than usual 160 acre rural site) and the requirement for community
interaction (provided via a community kitchen/dining area, communal
program spaces and the spiritual tipi);
• the Aboriginal concept of teaching by example and role modeling and the
potential stress on staff that this could involve in the correctional
environment, has resulted in a staff training plan in which staff participate in
a full alcohol abuse treatment program as a practicum (alcohol abuse is the
primary need area for Aboriginal women), as well as a training phase which
focuses on Aboriginal-specific intervention strategies and on maintaining
one's psychic balance and mental health.
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In February 1994, the Nekaneet Band voted overwhelmingly in favour of
designating a 160 acre site on the Reserve for the Healing Lodge. The
Designation Agreement provides the Band with certain benefits such as
employment opportunities and an annual land fee.
In March 1994, the Kikawinaw (Warden), Ms. Norma Green, was appointed;
Ms. Green is from the Wahpaton Band (near Prince Albert) and has an
extensive background of work with government and Aboriginal communities.
The selection process for the Kikawinaw, which means "Our Mother" in Cree
involved the participation of an Elder and the Planning Circle facilitator as well
as senior CSC staff.
On June 2, 1994, the Order-In-Council to accept the land designation for the
Healing Lodge was passed.
The signing of the CSC/Nekaneet Band Memorandum of Agreement by the
Chief of the Nekaneet Band of Indians and the Commissioner of Corrections
took place at the Blessing of the Land Ceremony on the Nekaneet Reserve on
June 8, 1994; the corresponding Land Designation Memorandum of
Understanding was later signed by the Solicitor General and the Minister of
Indian and Northern A ff airs. The Blessing of the Land Ceremony started with
a Sunrise Ceremony and ended with prayers and a feast followed by rounddances and a giveaway hosted by the Planning Circle members
The construction of the Healing Lodge commenced in Fall 1994 with
completion approximately one year later; the site clearing (e g. tree cutting)
was done by the Nekaneet Band and completed in July 1994 when
construction of the access road commenced.
Selection of candidates for the comprehensive staff training plan was
completed during the Summer of 1994. The staff selection process involved
both CSC staff and the Planning Circle and was designed to ensure
recruitment of a substantive number of Aboriginal candidates (e.g. sufficient
time to enable advertising in native papers which are generally published
monthly). Final selection of staff took place in Spring 1995 following
completion of the mandatory staff training (overview attached). Selected staff
then were placed in developmental assignments in selected existing
offices/prisons and continued to receive further training in case management
procedures and critical incident response.
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Of the permanent staff at the Healing Lodge, 61% are of Aboriginal ancestry;
this number should provide a critical mass ensuring that the correctional
aspect of the Healing Lodge remains balanced with the Lodge's critically
important Aboriginal nature.
Due to the complexities of arranging an Aboriginal opening ceremony (Elders
and drummers and dancers have busy schedules), the date of the opening
ceremony for the Healing Lodge was set for August 24, 1995, months in
advance; construction delays due to weather meant that the buildings were
not fully completed and tours had to be strictly limited. Construction was
finally completed in mid-October 1995.
With the completion of conStruction and site clean-up, operations have shifted
from the Maple Creek office to the Healing Lodge building in late October
1995.
The first transfers to the Healing Lodge will take place within the next weeks;
transfers will be in small groups with sufficient time to allow each group to
settle in before the next arrives.
F.

PROGFtAM DEVELOPMENT

Program development for the Healing Lodge will be an evolving activity
guided by the framework p4er on an Aboriginal Healing completed earlier
this year. The central emphasis of the healing program is on survival of
physical and sexual abuse ând freedom from substance abuse through
reconnection with Aboriginâi l culture in its broadest sense. As a preliminary
step, the curricula or guidelines developed for the Core Programs for women
inmates will be used at the Healing Lodge; however, delivery methods will be
culturally appropriate and Will involve the participation of the resident Elder
(s). Ultimately, it is anticipaied that the curricula will be revised to reflect the
Healing Lodge practices. A survey on program needs and interests
conducted by the KikawinaW through a personal letter to each Federally
Sentenced Aboriginal Womân confirmed that the Core Program as outlined in
the FSW Core Program Strategy continue to be the primary need areas in the
perception of the women themselves.
Since the 1990 Task Force CSC has made significant efforts to enhance
Aboriginal programming, particularly Elder services. These services and the
Aboriginal Substance Abusé Pre-Treatment Program were deemed
particularly important in terMs of assisting Aboriginal women inmates to
prepare themselves for the Ilealing Lodge by developing an understanding of
Aboriginal teachings and of 'themselves.

G.

PROCESS IMPLICATIONS

The Healing Lodge Planning Circle process has demonstrated to the CSC that
Aboriginal initiatives require the full participation from conception to
implementation of Aboriginal people. It is important to involve Aboriginal
peoples in defining the process and the structure for such pnrticipation and to
accept that there is a need to balance the Aboriginal and non-Aboriginal
membership on any joint committee.
As well, while it is difficult to objectively define the role of the Elders since they
are often silent in meetings, their presence is invaluable. The opening of
meetings with a prayer and ceremony, and the participation of the nonAboriginal members in such ceremonies has a definite positive effect on what
are often difficult cross-cultural discussions. Another important factor has
been to have the planning meetings in the community and to have the
meetings open to community members; it should be noted that throughout this
lengthy process, such openness has not resulted in any disruption or delay.
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HEALING LODGE VISION
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REALING LODGE VISION
There is an urgent need to bring-, together our past, present, and future as reflected in the social,
political, and economic conditions that we experience in many of our communities today. Crippled by
government indifference, political powerlessness, inadequate land base, nonexistent economic
opportunities and racial hostilities, we have to question what the future holds for Aboriginal people.
The physical reality lies in the excniciating pain brought about by alcohol and drug abuse, indifference,
poverty, crime, imprisonment and suicide.
Because our Creator has ensured our survival of this painful history we have endured the assault,
injustice and repression brought upon us. We send out our gratitude for all of these things that are so.
The time has come to return to the Sacred Laws. The healing of Aboriginal People has begun and must
continue. The way back to restored dignity is with out unique humanity. The door to authentic
development and healing is unlocked from within.
An opportunity exists through the Vision of the Healing Lodge to re-kindle the Spirit of Federally
Sentenced Aboriginal women as the Healing Lodge is central to the empowerment and healing of
women. Through the teachings of the Elders' Circle, Sacred Laws of Women will be rekindled to
provide a spiritual base for life's challenges.
This responsibility to federally sentenced women and the 2 Seven Generations to come will be an
overall objective of the Healing Lodge.
The Healing Lodge will enable federally sentenced women to:
- restore their pride and dignity as women and mothers,
- restore a sense of worth, dignity, and hope;
- rebuild their families and their communities;
- build bridges between Aboriginal and non-Aboriginal societies;
- promote the healing of the Earth and all her creatures.
More specifically the Healing Lodge will be a place to:
1. Have seasonal gatherings for the celebrations of the Four Directions.
2. Conduct ceremonies, including the Sweatlodge, Fasting, Pipe Ceremonies, Feasts, U-Wipi
Ceremonies, Shaking Tent, Cedar Bath Ceremony, Give-A-Way Ceremonies, Sundances, Rain
Dance Ceremonies, and all other ceremonies related to Spiritual and Cultural well-being.
3. Share the teachings of oral traditions where ceremonies can be protected, where rebirth of language,
customs, beliefs and traditional methods of teachings and healing can take place in a natural way.
4. Redevelop relationships with all creatures who share the Earth.
5. Promote traditional methods of teaching and learning.
6. Provide on-site accommodation for children of parents who are residents of the Healing Lodge.
7. Provide a setting for shared learning experiences for Aboriginal and non-Aboriginal people.
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Seven Generations - The Ojibway teaching on the Seven Stages of Life
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8. Create an economic base that will provide for agriculture and self-sufficiency of the land, i.e.
growing and gathering of herbs and plants for food and medicine, and organically grown green
house produce.
i ill provide for self-sufficiency and encourage Aboriginal crafts
9. create an economic land base that w
s uch as hide tanning, etc. that wou'ld result in an authentic craft store.
•
Philosophy of the Healing Lodge
For as long as our people can remember, the Aboriginal people of Turtle Island 3 have lived in balance
with the Sacred and Natural Laws of Creation. we have lived here long before history was written.
The Aboriginal people were never in a; hurry. There was virtually nothing we needed that we could not
have, and have in abundance. We were rich in identity and culture. We were sovereign. Our work was
conducted in an atmosphere of respect for the Creator and respected for ourselves. We had time for each
other, and our success was living in the way the Creator intended. Our emphasis was placed on
cooperation and sharing. In cooperation, we experienced peace between nations, people, animals, and
their spirituality. There was infinity in the Circle of Life.
We lived by a principle that was based on the Power, the Beauty, the Sacredness and the Harmony of
Creation. The Principle of Life is to walk in Balance with Creation.
At the centre of our universe was the teaching of peace: peace within ourselves, with our families, with
our communities and within our nation.
Our relationship to the Earth is integral to our healing; for healing is the emotional, physical, mental and
spiritual connection of all people to the Creation. Healing is to regain peace and tranquillity within
ourselves and is a process, not an event. As Keepers of the Sacred Circle of Life, we are devoted to the
preservation of the endangered Earth Mother, and the continuation of all Life.
As we watch Wasabainoquay, (Wa-sa-ba-no-quay), the Morning Star Woman, begin her walk before
the Grandfather Sun begins his journey At first light ceremony, we are reminded once again of the
original instructions given to us by the Creator. Aboriginal people of Turtle Island are the Keepers of
the Land. As women and mothers, we ,understand our connection to Mother Earth. Our Elders tell us
that only when we returned to our spirituality and when humankind re-kindles deep respect for nature
will we find our health and balance with the Earth Mother and within ourselves.
The way to our Spirituality is the teachings of the Circle of Life. The Circle represents life as it is, or as it
can be experienced. Unity is the Circle, for there is harmony in unity. It represents the holistic belief of
Aboriginal culture. The circle shows that we are only a small part of Creation. Within Creation, we can
discover ourselves.
Through the teachings of the Medicine Wheel 4 all things are part of the Creation. We begin within the
Centre of the Circle of Life, the Creator, and the Creation. The Centre is also ourselves where we find
Vision, our direction on the Spiritual 11.th in Life.
3
4

Turtle Island: Known to Non-Aboriginal people as North America.
for diagram, see Appendix A
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At Creation, we were given four Sacred Gifts of Life: From the East, the gift of Fire; from the South,
the gift of Rock; from the West, the gift of Water; and from the North, the gift of Wind.
The gift of Fire is for warmth and growth, and the Grandfather Sun is the fire that protects us by day.
The gift of Rock is for physical contact with the Universe. Mother Earth is the sacred gift of Rock.
She is home and nourishment for our physical bodies, our Spirit and our foundation of Life. We honour
her in the Sweatlodge Ceremony with the Sacred Rock Spirits.
The gift of Water cleanses and purifies and is essential to all living things. The Grandmother Moon
controls the water, the ebb and tide, protecting us by night.
The gift of the Wind is the Sacred Breath of Life, the air we breathe. It gives us direction, just as the stars
do at night. Each of the Sacred gifts have Spirit, Life unto itself
Then the sustenance of Life was created: from the East, Plant Life that included flowers for medicine and
beauty; from the South, Grasses for food for all Creation; from the West, vegetables for food and
nourishment; and from the North, Trees for protection and shelter.
Then the animals came: from the East, the two-legged (humans), from the south, the winged ones form
the West, the waterlife, and from the North, the Four legged. Our humanity is connected to the animal
world as humans are part of the animal world. All animals are gifted with a Sacred Direction and there
is a link between humans and animals in the Circle of Life.
All things go through the Four Hills of Life which represent the Four Stages of Life: In the East Infancy
and its gift of Innocence; in the South, Childhood and its gift of Freedom; in the West, Adulthood and
its gift of Responsibility; and in the North, Old Age and its gift of Wisdom.
We were given the Sacred Laws of the Creation to provide natural flow with the Universe. Sacred Laws
is the balance between physical and spiritual world. We are responsible to walk in balance with the
Sacred Law of Creation.
In the East, the Law of Control over self- which provides the freedom of choice that the mind has in
choosing positive or negative thoughts and actions.
In the South, the Law of Order - which is the natural order of Creation in its entirety. Natural Order is
how things would happen and is the Sacred Balance between all things; physical, mental, spiritual and
universal.
In the West, the Law of Balance - is contained in the natural cycles of all Life. Mankind has created
worldly imbalance with the Creation; therefore, Mankind has the responsibility to restore and maintain
balance.
In the North, the Law of Harmony - combines the Four Sacred Laws of Creation. Together, they
provide control, order, balance and harmony with the Creation.
As Aboriginal People, we have the responsibility to walk in balance with Creation. This balance is to
recognize the Sacred Law of Creation, as well as the physical laws. The way we carry out our
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responsibility is to recognize, as one, our Spirit, our Mind and our Body. The walk is for all nations, but
a personal responsibility to begin the first step.
To live in balance with Creation, we are to follow Four Spiritual Principles.
From the East, the principle of Love is to love oneself, to love others, to love Creation, unconditionally.
When we have done all three, then wei have found Love.
From the South, the Principle of Honesty is when we have found the Truth in Sacred Law. The Truth is
reflected in how we live within that Law.
From the West, the Principle of Unselfishness is the gift of sharing. Sharing your abundance, sharing what
you have, sharing your knowledge, sharing for the well-being of others, and therefore the well-being of
Creation.
From the north, the Principle of Purity is the freedom from negative thoughts and feelings. To live by this
Principle means remaining positive, so only good things come to you.
These gifts are brought together in theMedicine Wheel of Life which is the Sacred Circle comprised of the
Four Directions of the Universe. These represent the Four Origins of Humanity and their gifts to the
Creation.
In the East, the gift of Birth and re-Birth and the Spring of new growth. From the East comes the Red
Woman and her gifts of Vision and Prciphecy. These gifts are found in the Spirit animal of the Buffalo, the
sustainer of Life for the Red Nation.
In the South, the gift of Learning and the summer of Fruitfulness. from the South comes the Yellow Woman
and her gifts of Enlightenment and illumination. These gifts are found in the Spirit animal of the Golden
Eagle, the one who sees all and flies to greatest of heights.
In the West, the gift of Looking Within and the Autumn of Cleansing. From the west, comes the Black
Woman and her gifts of Introspection and Reasoning. These gifts are found in the Spirit Animal of the
Thunderbird. The thunder that comes before lightening to bring about change.
In the North, the gift of Serenity and the Winter of rest. From the North comes the White Woman and her
gifts of Wisdom. These gifts are found in the White Buffalo, the Wise Visionary that has attained purity.
These Sacred Directions come together in harmony with the Creation, within the Circle of Life, and the
Spiritual path we walk. Through this, the people can find their walk in Life and begin to heal in the Love
and Kindness of the Creation.
In conclusion, the Pizoniwikwon, (From the Waubaneau People of the Eastern Doorway of the Maliseet
Nation), this Healing Lodge, a safe place or power spot, is the pathway on which a holistic approach to
healing and human development will take place.
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Appendix A

CIRCLE OF LIFE
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FEDERALLY SENTENCED WOMEN INITIATIVE
PROGRAM STRATEGY AND TREATMENT NEEDS
FSW CORRECTIONAL PROGRAM STRATEGY
In July 1994, CSC published the Correctional Program Strategy For Federally
Sentenced Women. This document sets out both the framework for FSW program
design and delivery as well as defining the Core Programs.
Core Programs are responsive to those needs which research has demonstrated to be
linked to offending and, therefore, are programs which must be made available at all
FSW facilities. The Core Program approach ensures continuity in funding and in
approach and in ongoing evaluation.
For FSW, Core Programs also include programming responding to physical and sexual
abuse history/experiences but not, as the Strategy clearly states, because such
experiences are directly linked to criminal offending; rather, this particular area is
designated a Core Program to ensure that ongoing resources will be available to
respond to what research has identified as a primary need for FSW.
The Core Programs as outlined in the Strategy are:
1. Living Skills Program which includes: cognitive skills; anger management;
parenting.
2. Survivors of Abuse/Trauma Program.
3. Literacy and Continuous Learning.
4. Substance Abuse Treatment Programming.
The program framework/principles includes a description of:
a. the elements of effective correctional programs for FSW consisting of:
1.
2.
3.
4.
5.
6.

women-centred principles
principles of adult education
diversity
analytical approach
program structure
program process

b. the qualities of an effective program provider for FSW which range from knowledge
and commitment to the above principles; training/experience in facilitation and/or
counseling techniques; empathy, preferably based on life experience; and, superior
interpersonal skills.
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The Strategy was developed to lboth guide program development and program
implementation. The program development, implementation and evaluation principles
are applicable not only to - Core programs but to all programs at the facilities. Its
development, described more fUlly below, was based on research done for the Task
Force and post Task Force.
Both the Strategy and its implementation plan (i.e., action plan for each core program)
were approved at ExCom in June 1994.
2.

BACKGROUND TO THÉ STRATEGY

Based on research done for tha Task Force, including a survey of FSW and their selfdeclared program needs, Creating Choices recommended that the facilities be program
driven and that programs be holistic and provide, via existing community-based
programs, if quality and continuity could be ensured. The Report recommended that
the following programs be availàble on an ongoing basis in all facilities - those marked
with a double asterisk (**) are nàw designated Core Programs for FSW:
•
•
•
•
•
•
•
•
•
•
•
•
•

survivors of sexual abLise and physical violence**
health care
mental health services (psychological counseling)
addiction programmin**;
family visiting (private family visiting)
Mothers and Children program
parenting programming**
spirituality and religion
Aboriginal programs
education**
vocational training
recreational/leisure
volunteer involvement

It should be noted that following acceptance of Creating Choices, CSC enhanced
programs at Prison for Women in the critical areas identified by the Task Force in its
short-term recommendations. This included (primarily) increased therapeutic services
to address the abuse histories and addiction problems of women, funding of an annual
family visit, as well as enhanced Elder services for the Aboriginal inmates.
In 1992 following ExConn approvàl of the FSVV Facilities Operational Plan, CSC
undertook, via a contract with Kathleen Kendall, an evaluation of therapeutic programs
at PFW with particular attention to the survivors and substance abuse services noted
above. One of the objectives of ihis evaluation was to identify critical factors for
program development for the flak facilities. Ms. Kendall's work was comprehensive,
involving an extensive literature review as well as consultation with staff, program
deliverers and inmates at PFW. She also reviewed the research done for the Task
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Force. To ensure that her critical work was fully integrated, Ms. Kendall worked with
CSC staff to develop the early drafts of the FSW program strategy. As well, thé
Kendall reports were widely distributed including to local advisory committees for the
regional facilities, the Healing Lodge Planning Circle and interested individuals.
The draft Program Strategy was reviewed by the Wardens and, where local advisory
committees were active (some facilities were still in the site selection phase), by the
committees. The draft was also provided to CAEFS in September 1994.
In addition to articulating the FSVV program principles, the Strategy also had to
determine which programs would be developed nationally and which would be more
appropriately established locally. Programs such as vocational/work and leisure were
designated a regional responsibility since local community resource availability would
shape the type of activities offered. Development [but not delivery] of Core Programs
was designated a national responsibility as these programs would need to be
consistent in terms of scope and intensity across all facilities.
It is important to note that, unlike the Core Program Strategy for male inmates where
the preferred approach to program delivery is by trained CSC staff, the FSW Strategy,
as recommended by the Task Force, states that program delivery will be by the
community wherever the expertise lies outside of CSC. This includes the parenting
program, the survivors of abuse and trauma and the substance abuse program.
All Core Programs while structured, are also individualized in that their basic approach
is to draw out and build on the experiences and strengths of the participants. Certain
programs such as Substance Abuse and Survivors are currently provided on a one-toone basis at PFW and will be provided as a group program with access to one-on-one
couselling as required in the new facilities. The emphasis on group programming in the
Survivors area was recommended by the majority of the community experts
participating in the brainstorming session as facilitated and supported sharing breaks
down the wall of silence and empowers the participants. A recent all day American
workshop on Substance Abuse made a similar point about group programming and
noted that while women first resist the idea of group programming, they quickly become
supportive of it and benefit greatly from the group process. With the exception of the
Substance Abuse Program and Cognitive Skills, a program guideline approach has
been used to provide the maximum flexibility in delivery and scheduling. As well,
programs such as Substance Abuse and Survivors have a relapse or ongoing support
cornponent.
As an interim program strategy, the Healing Lodge will use the FSW Core Programs,
including participating in any training sessions required. The Healing Lodge, however,
is endeavouring to find Aboriginal program deliverers to ensure delivery is Aboriginal
appropriate. It is anticipated that this will eventually result in the modification of Core
Programs for the Healing Lodge as well as integration within the healing process and,
therefore, provide the basis for a Healing Lodge Program Strategy.
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The Mother/Child program is addressed separately below as it is a unique program
entirely new to CSC.
Finally, to ensure all staff are rvare of the program approach, the Women-Centred
Staff Training course includes an overview of the Correctional Program Strategy and
1
the Core Programs.

a■

3.

IMPLEMENTATION PLAN FOR CORE PROGRAMS

In each of the Core program aras, consideration was given to adapting or modifying
existing CSC programs. HoweVer, in general this did not prove feasible due to the
different dynamics or different approaches which research has indicated is required for
women's programming.
For programs developed under contract, bidders. had to demonstrate that they met the
principles and criteria with respect to effective programs for women set out in the
Strategy document. In cases Miere the program to be developed was completely new,
there was either parallel development of a French and an English version or
representation and review from English and French Canada (e.g. for brainstorming
sessions).
VVhere brainstorming session were held to determine the framework for actual program
development (generally in new Program areas - survivors of abuse and trauma and
programs for women anger/aggression), CAEFS was invited to and attended these
sessions.
An overview of all programs under development was provided to National VVomen's
Organizations at the January 1995 meeting hosted by CSC; the Correctional Program
Strategy for FSVV was provided io the representatives prior to the meeting.
The Core Programs were developed as follows:
1. Women's Substance Abuse Treatment Program
The need to develop a substance abuse program that would specifically target the
needs of women was well establ shed through Kathleen Kendall's Program Review
in which she personally spoke w th 40 inmates at the Prison for VVomen. Prior to
this, other researchers, such as Lynn Lightfoot, and inmate surveys done during
the Task Force had concluded that a unique approach was required given the
prevalence of substance abuse problems in the FSVV population.
In response to the above mentioned inputs of Federally Sentenced Women (FSW)
and research findings, CSC undertook parallel development in English and French
of a new substance abuse program which would specifically meet the needs of
women substance abusers.
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All wardens of the new facilities who consulted their local advisory committees
submitted names of potential individuals/firms that had previous experience in
developing substance abuse programs for women.
Each individual/firm was then given the opportunity to put forth a bid to show that
they could develop a program for women substance abusers in accordance with the
principles of the FSW Program Strategy. A formal rating process was used to
select the individual/firm to develop the program. The Alberta Alcohol and Drug
Abuse Commission was selected to develop the new English substance abuse
program for women and Processus was selected to develop the French substance
abuse program.
The Alberta Alcohol and Drug Abuse Commission has a history of both developing
and offering substance abuse programs to women and men. They have developed
one of the few existing substance abuse programs that is wonnen-centred in
Canada. This program is offered at their Henwood Treatment Centre (a treatment
centre for women substance abusers).
During the development of this program all the FSW Wardens and in some cases
Program Committee members were asked to review the program in two separate
sections. The program developed by both AADAC and Processos is based on the
Model of Change; the focus is to educate participants not just on substance abuse
but on the process of change, including moving beyond lapses, and, subsequently,
to assist them to develop their model of change, their vision of how they can
achieve freedom from substance abuse.
Program facilitators in the new facilities will be trained by the Alberta Alcohol and
Drug Abuse Commission this winter to deliver this particular program model,
regardless of their previous experience. Three staff from the Healing Lodge were
trained in a separate session this fall. Due to time constraints in the PFW program
schedule, the English program could not be piloted at the Prison for Women. Its
first offering in the new facilities serve as the pilot phase. At this time, participants
will have the opportunity to give direct feedback on the program. Any required
changes to the program will then be made.
A parallel French version of this program, for the Quebec Region, was developed
by Processus (Programmation, Actualisation, Évaluation, Inc.) a firm with extensive
experience in this field. In order to develop this program, a working group was
formed with practitioners from various sectors - criminologist, social workers,
halfway house workers.
The Quebec region was able to pilot their program at Tanguay with a group of
FSW. Preliminary results of their pilot indicate that it was successful - the women
decided to use their program fund to purchase additional modules. This provided a
clear preliminary indication to CSC that the program does take into account the
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realities and the needs of FSW Processus will deliver the program at the new
facility in Joliette.
All facilities have the program Curriculum and are in the process of contracting for
delivery.
2.

Module Modifications

Living Skills Program
1

i. Cognitive Skills Training

As this program appeared to be well-received by FS\A/ both at Burnaby Correctional
Centre For Women and at PFVV, it was decided to make field visits to both facilities to
meet with FSVV who had been in the program, and to their coaches. These visits
confirmed that the program wasl working well and that the FSVV wished to see it
retained. Several suggestions were made by both participants/graduates and coaches
for modifications to make the r* plays/examples more relevant to women's lives.
These modifications have been 'made to both the English and the French versions of
the program. All facilities have frained coaches to deliver the program.
ii.

Parenting Skills Program 1

The existing CSC Parenting Prqgram was a short general education program which
was deemed not to meet the neOs of FSVV with parenting responsibilities; most FSVV
are the single caregiver to their 'children. It was also considered that a more extensive
program would be required as a support to the planned Mother/Child Program, given
that the parental role would be situated within an institutional environment. The issue
of family violence and its impact on children also needed to be incorporated.
It was concluded that parenting resources and education is well • developed in the
community and that CSC should, therefore, not develop a full curriculum but rather
program guidelines, outlining which areas should be addressed and critical points
within each area. The guidelines were developed under contract with a firm which had
extensive experience in both parenting programs and family violence. The drafts were
reviewed by the local advisory committees to ensure that they were comprehensive.
The guidelines are complete and are being used by the facilities in the contracting
process.
3.

Survivors of Abuse and Tra uma Programming
I

As CSC had little expertise in thé area of programming for those who have survived
abusive situations, community eXperts were consulted in a two-day brainstorming
session in June 1994. This sesSion resulted in the development of a discussion paper
prepared by CSC representative's at the session and reviewed by the participants. This
paper provided the framework for programs and recommendations on how the
programs should be developed. Guidelines for programs for survivors of abuse and
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trauma were developed from this framework. The guidelines have recently been
completed and are being used to search out appropriate commutay resources to
deliver this program.
This program will normally have three (3) components: education/awareness; intensive
group therapy; post-program support group.
The education/awareness program will serve as a stepping stone for those women
who need/want a general understanding of this issue and the context in which violence
against women occurs. It is also a preparation step for those who wish to proceed to
the group therapy component.

4.

OTHER PROGRAM AREAS

a. Women who are Violent, Dealing with Anger and Understanding Emotions
CSC identified a need to respond to the recommendation in Creating Choices that
specific intervention strategies be used for FSW placed in the enhanced unit as a
result of the risk they present to others.
As a first step, CSC undertook two preparatory activities in the E1!-3a of programming for
women's aggression and violence. Two literature reviews were prepared: Women's
Anger and Other Emotions (Judy Crump) and Understanding Violence by Women
(Margaret Shaw and Sheryl Dubois).

Secondly, in early July 1995, CSC organized a brainstorming session to access
expertise available in the community to assist in the development of a program
framework. Researchers, clinicians, therapists [including a therapist from PFVV] and
facilitators working with women or in the area of women's issues attended. The
Session identified a number of situational and environmental factors which are
considered to contribute to tension and enhance the potential for violent acting out.
The "normalizing" of violence in the life circumstances of some women and its impact
on establishing a tolerance for violence as well as learning its use as a coping/survival
strategy was also discussed. This session led to the conclusion that aggression could
be seen as a learned behaviour. A natural consequence was to continue work to
develop a program for unlearning aggression.
This program is currently under development by a working group comprised of some of
the external experts who attended the brainstorming. Its primary objective is to provide
FSW who are a risk to others with the opportunity to "unlearn" vi(,.ence and aggression
and learn alternatives to their violent acting out. This will then reduce their risk to
others and support their movement out of the enhanced unit into the community living
houses. It is anticipated that the program or parts of it, may also be of interest to all
FSW. The program is to be completed by the end of March 1996.
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CSC is also looking at prograrris on understanding emotions (including anger) and
building self-esteem. As noted above, some of these elements may be covered in the
Unlearning Aggression Program. Therefore, further development is planned for next
fiscal year.
b. FSW Community Corrections Strategy
A literature review, Exemplary ommunity Programs for Federally Sentenced Women,
has recently been completed. It demonstrates that there is little research on, or
exemplary community programS specifically for women.
As part of the research for Creating Choices, a survey of FSW in the community was
undertaken. To complete this picture, a survey of parole officers and E. Fry
supervisors was conducted during the summer of 1995 to collect data on FSW in the
community, their risk and needS and resources available to them. Analysis is nearing
completion.
Finally a report, prepared under; contract with the Church Council on Justice and
Corrections, on developing a côl mmunity-based advocacy network for FSW has been
finalized. Translation of these documents is now underway.
This information will be used as a basis for a strategic planning session to develop
community strategies for FSW.
In the interim, measures have been put into place at PFW and the Women's Unit, RPC
Prairies, to ensure case preparation and support resources are timely and
comprehensive throughout the transition period. Once the transition to the new
facilities is complete, the FSW VVardens will be in a better position to pay a key role in
mobilizing community support fôr FSW.
c.

Mother-Child Program

Creating Choices recommended, that the facilities have a residential mother-child
program which would run the gamut from full-time residency to part-time residency to
occasional residency to regular or enhanced visiting (e.g. everyday after school).
A contract was awarded and a Iiierature review was done to assess the feasibility of
such a program within the design and management model of the new facilities to
ensure that the program would te in the best interests of the child.
A draft policy developed on the basis of all available information was sent out for
consultation in September 1995 to both FSW, facility advisory committees and CAEFS,
CCJC and NWAC. Consultation, input has been collated and problem areas requiring
further work have been identified. It is anticipated that the draft policy will be submitted
to ExCom for final approval in Fébruary/March 1996. As was done with the draft, the
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final policy will then be submitted to the Solicitor General. In accordance with a
previous ExCom decision, all facilities currently have a number tA rooms reseried for
children.
A review of the Mother-Infant Programs described in the November 1995 Corrections
Compendium indicates that the CSC draft policy is consistent with existing programs,
including the one at Bedford Hills. All programs have an assessment component,
including such factors as general behaviour of the inmate and ability to care for the
child and a program plan. Most programs focus on infants with the maximum stay
being around 18 months. The extensive use of volunteers in the Mother-Infant
Program at Bedford Hills is a model which CSC hopes to emulate.
d.

FSVV Mental Health

Use of provincial mental health facilities was recommended by the Task Force for FS\A/
with mental health needs. Discussions to date indicate that progress in this area will be
slow as provinces are reducing these beds. As well, the majority of FS\A/ are
considered personality disordered; this diagnosis does not qualify them for placement
in a mental health facility. Finally, provincial mental health facilities are generally
unwilling to consider long-term accommodation.
Based on preliminary analysis of the Atlantic FSVV, RPC and PFVV population, there
appear to be a growing number of FSVV requiring such services. Given the inability to
dependably access provincial mental health facilities on a long-term basis, CSC
identified this area as priority in the National Capitals and Accommodation Plan
submitted to Treasury Board this fall. CSC committed to undertaking a needs study.
The possibility of a contract with an external resource experienced in the personality
disorder field is currently under discussion with respect to clarifying the scope and
tinneframe of the needs study.
A review has also been completed recently of the Atlantic FSVV whose situation first
highlighted this program need area. Its major finding is to establish a Structured Living
Environment in one of the houses for low-functioning women; this house would have
dedicated program/supervision staff. Nova Institution is currently identifying the
required resources and will pilot this approach.
In addition, the importance of Peer Support is recognized and as part of the transition
action plan, PFVV has initiated a new training program to train additional Peer Support
Team members. As well, to support the transfer of this program to the new facilities, a
contract has been entered into with the psychologists who facilite this program at
PFVV to update the manual, test it at PFVV and develop a facilitator's guide. The
manuals will be complete by March 15, 1996.
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Finally, work will be undertaken in the new year with respect to guidelines/protocols for
self-injury; this work will need to address the issue of eating disorders which is becoming more prevalent - in wo'rrien prison populations.

5. REGIONAL PROGRAM DEVELOPMENT
In addition to delivery of Core Programs, the regional facilities are responsible for
ensuring essential educational, recreational and spiritual services are in place as well
as developing appropriate vocational/industrial programming.
Education programs are generally delivered under contract with local Boards of
Education.
Services such as spirituality and religion were discussed extensively by the Interfaith
Committee of CSC; as a result, the selection of chaplains for the new facilities was a
separate exercise which included women-centred elements.
Aboriginal programming at the regional facilities (especially for the Edmonton facility
which will have a population approximately 40% aboriginal), with the exception of Elder
services and Provision of appropriate environment for ceremonies and sweatlodges, is
still under discussion with Aboriginal representatives. It is also an area being
examined by the National Aboriginal Advisory Committee.
With respect to vocational/industrial programs, the immediate focus has been on shortterm activities and the creation of job inventories at each site so that there will be no
gap in inmate pay for the FSW. The job inventories include such services a s vehicle
maintenance, cleaning, assistant to teacher/chaplain/librarian, food distribution, etc.
Joint ventures with the community are planned for and range from heritage artifact
restoration at Grand Valley to Graphics shop at Edmonton. The Advisory Committees
at each facility are actively involVed in identifying potential opportunities.

6. PROGRAM BUDGET
In establishing the ongoing operàtional budgets for the new facilities, all the program
areas identified by the Task Fore have been addressed. The attached comparison of
programs offered at Edmonton, BCCW and Shakopee demonstrates that the program
base for the new facilities is more than comparable in range. [This is not a not
qualitative review as no data was available on length and intensity, nor on all the
available services at Shakopee]i
The operating budget for the fivel new facilities totals approximately $17 Million for an
average per capita cost of $66,640. This per capita cost is lower than the current per
capita cost at PFW of $91,753 [FY 92/93] but comparable to that of Burnaby
Correctional Centre and higher than that of many American facilities, including
Shakopee.
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The cost efficiencies have not been achieved at the expense of vogramming and
services. The per capita cost for Core and other programs/services excluding health
but including spirituality and Elder services is $8,828. This is comparable to PFVV.
The per capita cost of psychological services is $1,369. Several of the programs
currently provided by psychological services at PFW on a one to one basis are covered
under Core Progams at the new facilities.
The per capita cost for health care services is $5,909.
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THE SECURITY MANAGEMENT SYSTEM FOR
FEDERALLY SENTENCED WOMEN FACILITIES
Background:

In June 1994, CSC's Executive Committee approved the Management Model for
Federally Sentenced Women (FSW) Facilities. This model proposed that the
security rating (minimum, medium, maximum) assigned to eadh FSVV as
prescribed in the CCRA and its Regulations be based on national criteria that
reflect the specific risk/need factors related to FSVV.
Following approval of the Management Model, a three member sub-committee of
the Federally Sentenced Women Program Committee (FSWPC), made up of
representatives from Truro, Joliette and NHQ, was established to develop a
security management system which would respond to both the risks presented
by FSW and their ability to function in the community-living environment of the
regional facilities.
This sub-committee first conducted an international literature review to identify
assessment tools or systems designed for use with women inmates. While a
viable tool that could be translated for use in the regional facilities was not
found, the review did identify that the Shakopee Correctional Centre for Women
in Minnesota had developed a unique operational management system.
The sub-committee visited the Shakopee Correctional Centre for Women in
August 1994 (report submitted in October 1994). The population profile at
Shakopee is very similar to the profile of federal women inmates. As well,
Shakopee is also legally required to assign a security classification and its
physical environment and type of programming, resembles that of the regional
FSW facilities.
Shakopee uses a standardized state-wide tool to assign security classification.
However, as this tool alone does not permit staff to manage each woman
according to her risk and needs, Shakopee developed a facility-specific
management system based on five levels, with clear and precise definition at
each level of the responsibilities incumbent on each inmate and the privileges
available.
The sub-committee was very impressed by the results of this system on the daily
management of the institution and of the inmates: each inmate (and staff
member) knows her responsibilities and her privileges. Consequently, this
translates into a daily management approach that focuses on the achievement of
these articulated expectations and on the reinforcement of positive behaviours
and individual accountability.

1

As well, the existence of five levels of management reflects the recognition that
Shakopee, like the FSW FaCilities, does not have recourse to other facilities for
women, that the women preSent different monitoring needs, and that the focus of
institutional management is the need to prepare inmates for the responsibilities
associated with conditional release. This system has been in place for several
years at Shakopee and seeMs to work very well (security incidents and escapes
are rare).
The sub-comnnittee used the Shakopee model to develop a Security
Management System which integrates the assignment of the security level and
the assignment of a management level as two inter-related components. The
FSWPC reviewed and approved the draft.
The Security Management System provides guidelines governing daily
management, participation in programs and activities, and the freedom of
movement inside the facility. The System focuses on the majority of the FSW
population rather than the few FSW who persistently use violence and
aggression. At the same time, a distinction is made between those individual
women who generally are capable of managing the community-living
environment but may have a short-term crisis and those who represent a
persistent high risk to others in the facility and/or to the public at large.
Brief description of the System: Six management levels, of which five are
related to the security classi fi cation (minimum, medium, maximum), make up the
system. A sixth level of manàgennent is used exclusively for admission status.
Management level 3 corresplonds to a medium security assessment and
represents the minimum standard of acceptable behaviour in the FSW facility.
Level 4 is for maximum security and Level 5 is maximum security exclusive to
the management of inmates in crisis.
The Security Management System is more than a simple security assessment: it
is an integral part of the holistic approach which underlies the innovative
correctional model of the regbnal facilities. Before assigning a security and
management level, the system takes into consideration and analyzes all
available information including the results of the initial needs assessment,
identification of the program requirements for each inmate ari(i the information
provided by the community .
The security assessment is pased on the evaluation checklist defined in the
Case Manaqement Manual: institutional adjustment, escape risk and public
safety, however, an analysis f the context of the violence associated with the
admitting offence is noted in the assessment factors in order to ensure that the
distinction between self-defence violence in an abusive relationship versus
instrumental violence such aS the homicide of a store clerk in the commission of
an armed robbery is not lost.
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The Needs Assessment is the second major component of the CSC Intake
Assessment process. The needs assessment process is still under review in
order to ensure that the process used is responsive to the needs of women
offenders. A woman-centered needs assessment process was developed which
addresses the same areas covered in the Intake Needs Assessment, thus
allowing results of the assessment to be input into OMS [a mandatory step to
proceeding to the Correctional Plan, Program and Inmate Pay assignment
components of OMS]. When used on a pilot basis, the FSW found it equally
intrusive, an effect which was somewhat mitigated when the staff explained the
areas to be covered and addressed them in the order preferred by the FSW.
This meant that the needs assessment process had to be approached with
flexibility both with respect to subject area and time [e.g. breaks]. Given the low
intake numbers of FSW, taking time with the needs assessment should not be
problematic. Further work will be done drawing on the experiences of staff and
FSW as they use these tools and process.
Verification: The FSVV Security Management System was tested in a preliminary
way through file reviews of 10 women incarcerated at the Prison for Women.
The comparison between the security assessment using the Security
Management System and the assessment found in the files was identical except
for one case (maximum versus medium). However, it should be noted that the
sample was small and limited to current file information, which tends to
emphasize the recording of negative behaviour. As well, the file review
demonstrated the importance of developing tools, processes and staff training
for the ongoing management of the system which would focus on identifying,
validating and recording positive achievements.
Legal Opinion: Legal Services has reviewed the proposed system and has
indicated that it meets CSC's legal requirements.
Consultation with National Women's Organizations:

All National Women Organizations which attended the January 1995 meeting
with the Commissioner were forwarded a copy of the draft Security Management
System for comments prior to its submission to EXCOM for approval. The paper
was accompanied by the relevant sections from the CCRA/Regulations and a
covering letter which explained that the System needs to reflect the
requirements of the CCRA/Regulations regarding security classification.
Of the NWO's responding, including CAEFS, their comments indicated their
dissatisfaction with the Security Management System, more specifically the
underlying assumptions and proposed that more research be done. The NWO's
comments were discussed at EXCOM, but in the absence of any practical
suggestions by the NWO's and the upcoming opening of the new facilities , the
Security Management System was approved as presented.
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A follow-up letter was sent to the NWO's who provided comments.
Implementation:
The Security Management System was presented to the Executive Committee in
March 1995 and received formal approval in April 1995. It is now in the
implementation stages which includes integration within OMS.
As the Management levels iS a new tool, the emphasis in has been on how to
effectively implement it in a Way that ensures assessment is a team approach,
respects the focus on positiNii e behaviour and creates a comprehensive ongoing
record which will support lev'el reviews and timely release. To that end, an
Achievement Review form, which is to be completed monthly by both the Primary
worker and the FSW, was developed; the form is a Word document which means
the prose sections [e.g. under the behavioural examples section] can be as long
as required. These monthly forms are used in the 4 or 6 month Management
Level Reviews and ultimately provide the basis for progress summaries and
case preparation for releasel The monthly review process is both to ensure that
problems/issues are identified and responded to in a timely fashion as well as to
ensure a balanced assess+t over time. The form and the guidelines for
completing it are contained in a training manual; the staff at the facilities which
are now open have been traiined in this process and have a copy of the manual
for reference.
The feedback from these facilities over the next few months will enable CSC to
make adjustments prior to aLtomating the Management Levels in OMS. Staff at
the Healing Lodge will determine whether the form and process works within
their operating philosophy and whether changes are required to formalize the
input of the Elder(s).
As well, the task of identifyinà and modifying, as required, CSC policies and
procedures for approval by the Executive Committee is nearing completion.
Certain policies, for example personal effects, are clearly linl ad to the operation
of the Security Management System. Finally, the related Standing Orders at
each facility will become part of the information package on the Security
Management System to be provided to the FSW.
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CORRECTIONAL SERVICE OF CANADA
FEDERALLY SENTENCED WOMEN INITIATIVE
CROSS-GENDER STAFFING IN FSW FACILITIES
INTRODUCTION
The issue of cross-gender staffing, specifically with regard to the requirements
for regular observation in the living units and the requirement to conduct body
searches has been the subject of debate since women correctional staff began
working in men's institutions in 1981.
In the 1990 Task Force Report on Federally Sentenced VVomen (FSW) entitled
Creating Choices, strongly suggested that men not be hired to fill front-line
positions (called Primary Workers) but cduld be hired as doctors, teachers, etc.
The research demonstrated that the majority of FSW are survivors of abuse
(physical and/or sexual). The violence has been inflicted for the most part by
men known to the FSW and often men in positions of trust or authority (Creating
Choices, page 89). Persons and organizations working with 1-- SW, such as the
Canadian Association of Elizabeth Fry Societies, the Legal Education Action
Fund and the department of the Status of Women object to cross-gender staffing
for any of the positions in the new facilities, but specifically for the front-line,
Primary Worker positions.
In 1993, the Correctional Service of Canada (CSC) made the decision to allow
for cross-gender staffing in the new FSW facilities. This discussion paper
explains the background and rationale for this decision.

RATIONALE FOR CROSS-GENDER STAFFING DECISION

A.

LEGAL CONSIDERATIONS

The Public Service Employment Act which governs all staffing actions, states
that standards for staff selection may include such elements as education,
experience and language but may not include such elements as race, sex,
colour, religion, etc. Consequently, CSC is legally obligated to allow men to
compete for positions at the new facilities.
CSC has tried to have front-line position staffing at Prison For Women limited to
women candidates. The most recent attempt was the staffing of the Correctional
Supervisor positions where CSC argued that the duties of the position were such
that there would be intrusions on the bodily privacy of women and that such
intrusions would have a negative impact given the sexual abuse background of
1

many FSW. Despite this argument, CSC lost the King (1989) case on the
grounds that there was no b,ona fi de occupational reason to restrict these
positions to women even thOugh Correctional Supervisors do go on the
ranges/living units. The Commission noted that the only substantive basis for an
exemption was the requirerrient for frisk searches and concluded that these are
not regularly done by Correctional Supervisors - they are only responsible for
ensuring that such searcheS are carried out.
Since that application, CSC ;policy on frisk searches was revised in response to
the Conway decision. Section 47 of the Corrections and Coniitional Release Act
(CCRA, promulgated in 1992) states that frisk searches can be conducted by "a
staff member": the legal interpretation is that this refers to either a woman or a
man (which also implies that men can work in women's facilities). However, as a
result of the Conway decision, CSC clarified its internal directive on searches:
only female staff may conduet searches on a female inmate unless it is an
emergency situation. Thus, even the grounds used in the King case were no
'
longer available to CSC.
As well, CSC was aware that many jurisdictions had men front-line staff in
women's facilities; and, in Canada, Newfoundland recently lost their case for an
exemption and was obligated to implement an equity ratio.
An international review on cross-gender staffing of front-line workers in various
correctional jurisdictions confirmed the use of men front-line workers was not
exceptional. The attached document highlights which jurisdictions hire male
front-line workers in female institutions together with relevant data in this regard.
On the international level, thé vast majority of jurisdictions employ male front-line
workers in female institution. Also attached is a breakdown of the number of
females and males hired to date for front-line positions in CSC's regional
women's facilities.
As a result of the review of legal issues, CSC came to the conclusion that the
case for an exemption application was not strong. CSC could have continued
the practice used historically at PFW where only women CTP graduates were
offered employment. However, given the high potential at the time of these
discussion that there would be external recruitment and that many applications
from men had been received, the legitimacy and legality of screening out all
applications from men was questionable. In addition, an appeal from a male
applicant would have placed 'CSC in a reactive position.
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B.

PROGRAM AND POLICY CONSIDERATIONS

Given the legal issues and based on the review/discussions within the Federally
Sentenced Women Program Committee', the CSC Executive Committee
(Excom) decided in May 1993 that staff selection for the new facilities should be
open to both men and women. Two (2) mandatory caveats were attached to the
decision:

1. Staff selection will be based on criteria directly related to duties; a
demonstrated sensitivity to and awareness of women's issues;
professionalism; and, an ability to work in a women-centred environment
rather than a gender-restricted selection process.
2. The FSWPC recommended that FSW be consulted. Excom agreed and
indicated that the consultation would be completed prior to their rendering a
final decision on cross-gender staffing.
C.

FSW CONSULTATION

FSWPC consulted 68 FSW in correctional facilities across the country. This
included the Prison for Women, Halifax Correctional Centre (Nova Scotia),
Stephenville Correctional Centre (Newfoundland), Maison Tanguay (Québec).
Portage Correctional Centre (Manitoba), Pine Grove Correctional Centre
(Saskatchewan), Saskatchewan Penitentiary, Fort Saskatchewan (Alberta) and
the Burnaby Correctional Centre for Women (British Columbia).
The information sessions were scheduled and announced with two weeks notice
to provide the FSW with an opportunity to prepare. An information sheet
describing the legal/policy issues and indicating that the final decision had not
yet been made was provided at the time the sessions were scheduled. The
FSW Wardens attended these meetings personally as an expression of their
interest in the views and concerns of the FSW and their responsibility to make
the final recommendation to EXCOM. All FSW were advised on how to provide
further comments and input in writing or by telephone, if they wished, following
the session. No additional input was received.
The majority of the women consulted indicated that their concerns with crossgender staffing for Primary Worker positions could be mitigatod. FSW stressed
that staff must respect their dignity and privacy and proposeci that specific
procedures be adopted to protect their privacy such as: staff members must
announce their presence in the living units; no male staff be permitted in the
washrooms and shower areas, unless there is an emergency; no male staff
The FSWPC is comprised of the Wardens of the new FSW facilities, the Warden of Prison for Women, the
Director of the Burnaby Correctional Centre for Women and representatives from the National
Headquarters FSW Program unit.
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perform frisk searches (this is already CSC policy); FSW to have the choice of
being assigned a man or a woman Primary Worker; and, all staff receive training
related to women's issues.
Of those women who had strong objections, most were in facilities that do not
have front-line male staff (e g. Prison for Women, Burnaby).

D.

STAFFING PROCESS

In order to ensure that staff selection will be directly related to the duties to be
performed (strong sensitivity to and awareness of women's issues;
professionalism; and, demonstrated potential to work in a women-centred
environment), staff selection procedures specific to recruitment for FSW facilities
were developed.
A rigorous screening and sélection process is being used for both the internal
(CSC employees wishing to itransfer to the new facilities) and external Primary
Worker (front-line) candidates. The process includes a written examination, an
interview and a 20 minute rôle play with a professional actor. Selection boards
include CSC staff and non-CSC members including representatives from the
women's community and/or lhe Aboriginal community. The selection process is
described in greater detail iri the Workplace Issues Overview.
E.

STAFF TRAINING

Staff training (as outlined in the Training Plan approved by Excom in June 1994)
will be more extensive than for staff hired for men's facilities. Primary Workers
will be trained in case management, team work, crisis management, etc.
Non-violent crisis intervention training, a method which has met with
considerable success at other women's facilities, is also a part of staff training.
The training defines four levels of a crisis and identifies appropriate staff
action/response at each level of the crisis. The focus is on prevention and the
care, safety and security of both staff and inmates. The physical intervention
techniques taught are designed to ensure the safety of the inmate, staff and
bystanders.
All staff will participate in a 10-day Women-Centred Training program. This
course addresses a variety of women's issues, empowerment, communication,
the nature of power and contol in prison settings, and problem-solving skills and
the intrinsic issues of respect and dignity related to cross-gender staffing.
Attached is an overview of thé mandatory training programs required for frontline workers in the various correctional jurisdictions. Based the review, it is
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evident that CSC's training plan for the regional women's facilities is one of the
most comprehensive to prepare staff to work with female offenders.
F. OPERATIONAL ADJUSTMENTS AND CONCLUSIONS

•

The FSWPC reviewed the results of the consultation and confirmed that
cross-gender staffing would be workable.

•

All operational procedures and directives are currently under review and will
be adjusted to the extent possible, in order to respect the dignity and the
privacy of FSW in the new facilities as outlined in their comments.
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;CROSS-GENDER STAFFING
DATA ON FRONT-LINE WORKERS
IN VARIOUS JURISDICTIONS
eFROtlelNeW0.13.KERe
ISTITUTIONS
PRISON FOR WOMEN
PROVINCIAL CORRECTIONS
Alberta

British Columbia (Burnaby)
Manitoba
New Brunswick
Newfoundland
Nova Scotia
Ontario
Prince Edward Island
Quebec (Maison Tanguay)
Saskatchewan
Yukon Territory

NA

no
Female inmates are housed within a
separate unit in male institutions. Male
officers are posted in the women's unit.
no
yes
yes
yes
yes
no
yes
no
There is only one facility in Yukon and it
houses female and male inmates.

ENGLAND AND WALES
NEW SOUTH WALES CORRECTIVE SERVICES,
AUSTRALIA
GERMANY
HOLLAND
ISRAEL
U.S. FEDERAL BUREAU OF PRISONS
STATE CORRECTIONAL SYSTEMS
Alabama
Arkansas
California
Connecticut
District of Columbia
Florida
Hawaii
Iowa
Kansas
Kentucky
Louisiana
Maine
Maryland
Michigan
Minnesota
Mississippi
Missouri
Nebraska
New Hampshire
New Jersey
New York
North Carolina
North Dakota
Ohio
Oklahoma
Oregon
Pennsylvania
Rhode Island
South Dakota
Tennessee
Texas
Virginia
Washington
West Virginia
Wisconsin
Wyoming

0%
5%
.01%
.02%
no response
.09%
0%
.96%
0%
no response

Ye s.
yes

24%
10-20%

no
yes
no
yes

0%
25%
0%
.13%

yes
yes
yes

1.8%
2.5%
57%
3%
29.4%
35%
50%
3%
79%
7%
2%
no response
1%
3%
1%
6.3%
3.5%
29.7%
52%
29%
4.3%
26%
11%
27.3%
3.4%
12.9%
6.5%
4.58%
21%
2.3%
4%
.6%
6.8%
10%
29%
36%

yes
yes
yes
yes
yes
yes
yes
yes
ye s.
yes
yes
yes
yes

yes
yes
yes
yes
yes
yes
yes
yes
yes
yes
yes
yes
yes
yes
yes
yes
yes
yes
yes
yes
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no response

NB:
Additional information available from various jurisdictions indicates that frisk searches and
strip searches on female inmates are performed by female staff only, unless an
emergency situation arises.
-
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PRIMARY WORKER POSITIONS
,
FSW FACILITIES
INCLUDES INTERNÀL AND EXTERNAL SELECTION PROCESS
as of September 13, 1995

Edmonton
Joliette
Kitchener
Truro
Healing Lodge

0
2
4
1***
0

126
133
13
115****

26
6*
37**
14
15

*For Joliette, the external competition is in progress, and is expected to be completed by
November 1995. Offers of employment have been issued for internal candidates and responses
are pending. Offers are conditional on passing CTP.
**For Kitchener, the offers of employment have been issued for the internal and external
competition and responses are pending. Offers are conditional on passing CTP.
***For Truro, there is also one (1) additional man hired on "casual status", from among the
alternate candidates.
""12 Kimisinaw ("Older Sisters")
"Aunts").

nd 3 assistants to the Kikawisinaw (i.e., assistants to the
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MANDATORY STAFF TRAINING OF FRONT-LINE WORKERS
WORKING WITH FEMALE OFFENDERS
VARIOUS JURISDICTIONS
REFR ESHER.TRAJNIN
— — ... - ..
Prison for Women

Regional FSW Institutions
(See attached for details of
training courses)

•

•
•

•
•
•
•

Correctional Training Program (CTP)

•

10-week Correctional Training Program (excluding firearms
module)
VVomen-Centred Training (10 days)
Non-Violent Crisis Intervention Training
Cell entry and extraction
Officer in charge of the institution, including OJT
Case Management Orientation Program
Supervisory training (Modules from Front-Line Leadership

•
•
•

Correctional Training Program refresher modules as
needed
Non-Violent Crisis Intervention
cell entry and extraction
arrest and control

•

personal safety

•

•

•

Same as above for other regional institutions, with the following
individu alized training plan:
Healing Lodge Training Plan (4 phases):

•

Same as above for other regional institutions

•

no response

•

one week of refreshers as needed (annually)

- Practicurn
- Counselling Development Component
- 10-week Correctional Training Program (excluding firearm
module; including additional modules specific tc Aborigir.JH
-

culture, Aboriginal women, the Healing Lodge philosophy,
etc.)
- Community Relations Component

Provincial Corrections
Alberta

•
•

Manitoba

•

Recruit training (duration unknown)
5-day "VVorking with Female Offenders" session
10-week Recruit training
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,

CTP refresher modules as needed
For the following three programs, a train-the-trainers
approach will be used so that on-site refreshers of various
modules may be done as needed at the facilities:
• Non-Violent Crisis Intervention Training
• VVomen-Centred Training
• cell entry and extraction

Program)
Healing Lodge

.

•
New Brunswick

•
•
•

Newfoundland

•
•

Nova Scotia

•
•
•
•

Ontario

•
•

Prince Edward-Island

—••

Quebec

•
•

Saskatchewan

•

Yukon Territory

•

State Correctional Systems

•

•
U.S. Federal Bureau of

•

Prisons
Norway

•

Czech Repmblic

•

•

additional training in abuse/health issues
College Corrections Techniques program or
2-week local orientation program
no special training for supervising female offenders
2-year college recruit training
3-15-week OJT placement at women's facility
Non-Violent Crisis Intervention
Preventing Sexual Harassment
Sensitivity training on women's issues
orientation to women's unit
3-20-week recruit training programs
unknown if any special training in supervising female offenders
Correctional Officer training
Awareness training in supervising female offenders
4 weeks recruit training
no special training for supervising female offenders
4 weeks recruit training (geared to specific offender groups)
1 week
ranges between 1 week and 21 weeks (orientation and OJT).
The average duration of training is 5 weeks
unknown if any special training in supervising female offenders
5 weeks Recruit training
unknown if any special training in supervising female offenders
Prison Officers' Academy - 3 years, including OJT
Institute for Education of Prison Service (duration unknown)

September 27, 1995

1_0

•

6-week induction program within year of hiring

•

one week of refreshers as needed (annually)

•

annual refreshers as needed

•

one week refreshers every

•

no response

•

4-day refreshers as needed (annually)

•
•

after 5 months, 5 weeks training; after 11 months,
weeks training
no response
on average, 1 week of refresher training per year

•

1 week of refreshers as needed (annually)

•

refreshers as needed

•

5 years
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STAFF TRAINING
FEMALE CORRECTIONAL OFFICERS - PRISON FOR WOMEN
AND STAFF OF NEW FACILITIES

1. PRISON FOR WOMEN
A. Correctional Training Program (CTP) - Original Program and Refresher
This course is offered to all new recruits, so all correctional staff should have
had this course, or a previous version when they were recruited.
PFW is intending to provide refresher courses in Arrest and Control and
Personal Safety to improve overall skills of the staff.
PFW is also considering a proposal to develop a cell entry team.
B. Non - Violent Crisis Intervention

Following a 3-day visit by members of the Federally Sentenced Women Program
Committee (FSWPC) to the Shakopee Correctional Centre in Minnesota in
August 1994, the members were very impressed by the approaches used in
Shakopee to intervene with women who are acting out. All Shakopee staff have
been trained by the National Crisis Prevention Institute in Non-Violent Crisis
Intervention. It was agreed by the FSWPC that we should explore this training
for the new facilities; approval to train all staff in Crisis Intervention was given at
the June Excom.
The National Crisis Prevention Institute has trained individuals in various
organizations including police departments; correctional services - both adult .
and juvenile; airport security; fire fighters; health care centre security; private
industry security; etc. A course content description is found in Appendix 1.
NHQ sponsored courses in Non-Violent Crisis Intervention. The first course was
held February 7-8, 1995 and included 17 staff members from PFW; 12 staff
members from the Regional Psychiatric Centre (Prairies) where 27 women are
now housed; and one staff member each from Truro, Joliette, FSWP-NHQ and
Staff Training-NHQ.
As PFW was very satisfied with the staff reaction to the course, they requested
more training. Two staff members were trained as instructors in late March and
four (4) more courses were provided in April and May 1995. This allowed
approximately 60 additional staff members to be trained.
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The FSWPC has agreed to continue to use this course. As it is an American
course and although most, tpough not all, of the materials are available in French, the Québec Region is trying to find an equivalent course in the region.
A "train the trainers" course (Instructor Certification Program) was delivered at
the end of July 1995. Staff from Edmonton, Truro, the Healing Lodge, Joliette,
and Prison for Women weré trained to deliver the course. This will allow for the
delivery of ongoing refresher courses. As it is a 2-day cours, it should not be
difficult to provide ongoing refreshers in Prison for Women or in the new
facilities. As well, resource iideos and workbooks are available to support
ongoing review and refresher courses.

2. TRAINING PLAN FOR THE NEW I-ACILITIES

The content of this plan is ctrrently being finalized and includes the following:
A.

CTP

(i) New recruits and CSC staff who are not currently correctional officers: Full
CTP course except for the firearms module. Training in gas and chemicals
will be done.
(ii) Staff who are transferring to the new facilities who have already completed
CTP will not be required io follow it again; however, depending on when the
course was completed, some refresher training in certain ireas may be
provided.
B.

Women centred Training
-

10-day course in which all staff will be trained on-site after CTP but prior to the
inmates arriving.

A train the trainers approachl is being used. Train the trainers will take place for
the English curriculum in the summer and fall of 1995 and for the Quebec region
in the . late fall of 1995.
It is intended that this course will become a national course offered at CSC Staff
Colleges. An overview of the course content is found in Appendix 2.
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C.

Non-violent crisis intervention training (see above)

All staff will be trained - in the Non-Violent Crisis Intervention program. Staff will
be trained on-site, after CTP but prior to the inmates arriving. Ongoing
refreshers will be given.
D.

Cell Entry and Extraction

Staff in the new facilities are being trained in the cell entry and extraction
method used in the Burnaby Correctional Centre for Women. Four person
teams (this includes the staff member on the video) use equipment somewhat
different from CSC Emergency Response Team equipment. The staff is
protected with visors, knee and elbow protection and wear specially designed
overalls. However, instead of heavy plastic shields, they use very large,
specially designed pillows.

E.

Officer in Charge of the Institution

As Primary Workers (and sometimes Team Leaders) will be in charge of the
institution during the quiet hours, specialized training will be provided. This will
include training in crisis management and several courses from the Frontline
Leadership Program. It is also recommended that the officers will spend twothree nights at a nearby facility in order to gain some practical knowledge and
experience.
Staff will be trained after CTP and prior to the arriving at the facility.
F.

Case Management Orientation Program

All Primary Workers and Team Leaders who have not followed the Case
Management Orientation Course will do so, after CTP (where applicable) and
prior to the arrival of the inmates. This course may be delivered on-site at the
facility or prior to staff arriving at the facility (TBD).
G.

Supervisory Training

Several of the Management and Supervisory courses outlined in the National
Course Standards will be offered to both Primary Workers, particularly those
who will be officer-in-charge, as well as to the Team Leaders.
Recommended courses for Primary Workers:

•

Core Interpersonal Skills Modules from the Frontline Leadership Program (all
are half day courses). This includes:
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Your Role and the Basic Principles
Giving Constructive Feedback
Getting Good Information from Others
Getting Your Ideas A'cross
Dealing with Emotion I,a1 Behaviour
•

Developing Team Performance Modules from Frontline Leadership (half day
courses). This includes:
Clarifying Team Roles and Responsibilities
Resolving Team Conflicts

Recommended that Team Leaders choose from the following courses:

Crisis Management '
Staff Relations
Anti-harassment for Managers
Core Financial Management
Occupational Health ând Safety
•

From the Frontline Leadérship Program (all are half day programs):
Your Role and the Ba'sic Principles
Giving Constructive Feedback
Getting Good Informapon from Others
Getting Your Ideas ACross
Dealing with Emotionl Behaviour
Recognizing Positive ,Results
Clarifying Team Roles and Responsibilities
Resolving Team Conflicts
Coaching for Optimum Performance
Taking Corrective Action

3. LIST OF APPENDICES

1. Non-Violent Crisis Intervention Program - Course Content
2. Women Centred Training for Staff - Content Overview.
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APPENDIX 1
NON-VIOLENT CRISIS INTERVENTION PROGRAM
COURSE CONTENT

Unit 1: The Preventive Techniques
Definition of the 4 levels of a crisis and the appropriate staff attitudes to respond to
them. This is viewed as an integrated experience:
Crisis Development
Anxiety
Defensive losing rationality
Acting out person
-

Tension reduction

•

Staff Attitudes
Supportive interaction
Directive set limits
Non-violent crisis intervention therapeutic physical intervention
Therapeutic rapport - stress debriefing for
both staff and the inmate(s)
-

Understanding of proxemics (personal space), kinesics (body language), using a
supportive stance, and paraverbal communication.

Verbal escalation continuum - questioning, refusal, release, intimidation, tension
reduction with the appropriate intervention.
• Verbal intervention tips and techniques - empathic listening, precipitating factors,
rational detachment, integrated experience, staff fear/anxiety (unproductive and
productive responses)
Personal Safety (physical techniques)
• Definitions and principles
• Techniques: one- and two-hand wrist grab, one- and two-hand hair pull release,
front and back choke release, bite release, kick block

Unit Il - Therapeutic Physical Intervention
•
•
•

•

Control dynamics
Team intervention: team vs solo intervention, team leader, team leader duties.
Techniques: interim control position, transport technique
Postvention: Establishing Therapeutic Rapport for both staff and inmates
("coping").
Principles: Control-both physical and emotional control of the participants is
reestablished; Orient-ask what happened, collect everyone's version; Patternidentify patterns, investigate alternatives, Negotiate a change in behaviour, Give
consequences and therefore ownership of the next episode back to the person who
was in crisis.
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APPENDIX 2
WOMEN-CENTRED TRAINING FOR STAFF
CONTENT OVERVIEW

Unit
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.

Welcome and introdu'ction
Background to the neyv women's facilities
Women's criminality and the links to personal history
Overview of women's'issues
Power and control
Self-injury and suicidé
Surviving family viole(ice
Creative problem solûing
Same sex relationships
Substance abuse
Managing conflict
Cultural sensitivity
Facilitating group decisions
Responding effectiveljr to lifers
Connecting with the community
Personal and team isues
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WORKPLACE ISSUES
Staffing and Staffing Process Development for Front-Line Staff

As part of the decision on cross-gender staffing 1 , CSC undertook to develop a
selection process for Primary Workers that is specific to the FSW facilities; it is duty
rather than gender-based. The selection process is designed, therefore, to assess
sensitivity to and awareness of women's issues and the ability to work in a womencentred environment.
The Primary Worker positions are classified at the CX-II level. However, the work
description and Statement of Qualifications are not the standard CX-II description and
SOQ. The small size of the facilities and operational philosophy requires that all staff
carry out a variety of functions including tasks related to static and dynamic security,
case management and programming. It is important to note that CX-Il is not the
standard entry level for institutional front-line workers; the higher classification level,
despite the small caseloads [3 to 6] is reflective of the integrated functions and the
importance of dynamic security associated with these positions. It is equally important
to note that case management will be conducted in a team approach; the Team Leader
is responsible for assisting the Primary Worker in carrying out case management
functions including the case conferences and retains responsibility for formulating the
recommendations to the National Parole Board. The classification of the equivalent
"Older Sister" position at the Healing Lodge reflects the same rationale; however, the
work description and Statement of qualifications differs from that of the Primary Worker
as it reflects the traditional healing philosophy.
In June 1994, ExCom approved the recommendation that there be three simultaneous
recruitment avenues: an internal CSC competitive process; an internal PSC priority list
screening (priority candidates screened in would also undergo the competitive
process); and, an external competitive process. External recruitment has been
required both due to the woman-centred environment factor and the fact that some of
the institutions are not located in proximity to other CSC institutions. A similar process
was used for the Healing Lodge with an emphasis on advertising in Aboriginal papers
and networks.
Information on the staffing process was provided to staff at PFW and a full briefing
took place at PFW in March 1995.
The staffing of the Primary Workers has been completed at Trurc, Edmonton and the
Healing Lodge. Joliette and Kitchener, which open in mid-1996, are almost finished
their selection process.

1

There is

a separate overview on cross gender staffing.
1

Selection Interview Process Regional Institutions

A selection process was developed that responds to the factors outlined above:
integrated functions and ability to work in a women-centred environment. The process
includes the following stages:
initial screening against the Statement of Qualifications. Applicants with college or
university degrees were given additional points in the rating.
written test to assess both ability to write and analyse, as weft. as knowledge.
structured interview to assess knowledge as well as effective interpersonal
relationships (discretion, initiative, sensitivity/flexibility, dependability), and effective
verbal communication skills (clarity, conciseness, logic, usage of language,
comprehension)
.

situational scenario (role play)

The situational scenario is a new selection/recruitment tool for CSC. It is designed
to respond to the requirement for an assessment of behaviours and attitudes which
would demonstrate the candidate's ability to work in a women-centred environment.
Outside expertise, a woman psychologist from the Public Service Commission
Assessment Centre, was hired under contract to develop the situational scenario.
Criteria to be assessed were developed in discussions with CAEFS, the FSW
Wardens and the staff at the Burnaby Correctional Centre; a role plày was
developed to assess the established criteria. The criteria/skills judged were
interpersonal sensitivity, communication skills, thinking skills, action management,
and behavioural flexibility. The situational scenario was first 'ested with volunteer
staff at Burnaby and then with students at the B.C. Criminal Justice Institute which
conducts all training for police, corrections and firefighting services in B.C. 2

Training was then provided to all members of each selection board on how to
assess the candidate's performance during the role play. the selection boards
included a representative froM the advisory committees who had experience in
working with women/women issues. Professional actors performed the role of the
inmate during both the seleciion board training and the actual selection interviews.
It took the candidates about kl 5-20 minutes to complete the role play.

Please note: as competitions are ongôing usù-ig this approach, to provide more detailed information to
the public at this time would be detriniental to CSC's efforts to implement this innovative hiring
2

strategy.

2

Selection Interview Process

-

Healing Lodge

The Healing Lodge selection process was somewhat different and did not include the
above mentioned role play; however, the pre-acceptance training (see the section on
Training Plans below) was different from that of the regional facilities and allowed the
Healing Lodge to assess staff in different real life situations, deemed pertinent to their
needs, prior to the offer of employment.
Organizational Model

The FSVV Facilities Operational Plan, approved by ExCom in July 1992, contained a
staffing model for the facilities under which Primary Workers reported to Team Leaders
who in turn reported to a Deputy Warden. The Deputy Warden then reported to the
Warden. The USGE was consulted during the development of the Operational Plan
and was provided with a copy of the final version. A file indicated that the USGE raised
no concerns with the staffing model as outlined.
Since the ExCom approval of the Operational Plan in 1992, the USGE has been
updated on the new facilities, including staff selection, training a. !d transition, as part of
a standing agenda item for National Labour Management Meetings. Although there
have been some modifications to the model described in the Operational Plan [e.g. the
Team Leaders report directly to the Warden], the principles of integrated job functions
and non-hierarchical structure have been maintained.
The staff organization is based on a flat structure and integrated functions for the Team
Leaders and Primary Workers. The Team Leaders are accountable for case
management; for example, they lead the case management team, formulate release
recommendations and present cases to the National Parole Board. The Team Leaders
also have a program delivery, administrative and supervisory roles. The Team Leaders
have been classified as AS-5 positions (which is the same classification as Unit
Managers in the men's institutions).
As previously described, the Primary Workers have been classified at the CX-Il level;
they report to the Team Leaders. The Primary Workers assume many of the day to day
case management functions as well as dynamic and static security and, having
received the requisite training, are in charge of the facility during morning shifts and
weekends.
The total number of staff is detailed below. It should be noted that each facility will
differ with respect to administrative staff and specialized services depending on the
potential for clustering/sharing services with other CSC offices/facilities and on regional
preferences for contracting for such services as psychological counseling.
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Institution
Truro
Joliette
Kitchener
Edmonton
Healing Lodge

Full-Time Employees
26.5
I 43
47
43.5

Capacity
28
76
70
58

26.5

30

Penological Factor Allowance (PFA)

At the September 1995 meeting', ExCom made the decision to designate the new
women's institutions as multi-leVel, as they will house inmates of all security levels; staff
will, therefore, receive the equi\ralent PFA. It should be noted, that the institutional
design of a traditional multi-level institution resembles that of a maximum security
penitentiary; while the women's institutions have not been designed in this manner, all
staff will have access with the FSW accommodated in the Enhanced Unit.
Exclusions
CSC is requesting that the positions of Warden, Associate Warden, and Team Leaders
be excluded positions. Unfortunately, at this time, the union is not prepared to discuss
any exclusion proposals until the matter of the application of Public Service Staff
Relations Act to the present staff that are excluded, is resolved.
CSC has written to ask TreasurY Board to submit these proposals to the Public Service
Staff Relations Board for determination. Negotiations are continuing.
Uniforms and Meals

The 1992 Operational Plan recommended that staff meals and uniforms would not be
provided. At the time, the USGÉ did not comment on the meal issue, but did indicate
that CSC should be able to accômmodate staff who want to wear uniforms or else
should provide a clothing allowânce (which was the USGE position on uniforms for staff
at minimum security institutions). In 1994, ExCom re-confirmed that staff will not be in
uniform and clothing allowances will not be provided; however, under Health and
Safety, CSC should provide artiCles such as sun protection wear and winter protective
wear.
Each institution has a staff lounge-type area that will be equipped with small appliances
so that staff may bring/prepare their own meals. Meal allowances will not be provided.
Staff were advised of both the uniform and meal decision during the staffing process.
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Training Plans
a.

General Information

.

ExCom approved the training plan for the Healing Lodge in October 1993 and for
the regional institutions in June 1994.

•

The training plan for the Healing Lodge was part of the assessment process for staff
while, for the regional institutions, only the standard successful completion of CTP
is required before an offer of employment is made.
All primary workers participated in and had to pass the Correctional Training
Program (CTP) prior to being offered employment.
•

.

The only module that was not included in CTP was the firearms training as
there are no firearms in the FSW institutions. However, it is required if staff
wish to transfer as a correctional officer (CX) to another CSC facility as part
of their career plan. ExCom made the commitment to provide this component
to those staff who subsequently wish to transfer.

In addition to the training described below, all staff will be trained in:
.

the two-day course on Non-Violent Crisis Intervention techniques. 3 (see
appendix for overview of the course)

•

the 10-day Women-Centred Staff Training. This course covers FSW issues and
skills development in such areas as setting boundaries, mediation and problem
solving which staff will require to successfully carry out tho dynamic security
function. Local contract program deliverers and parole officers supervising FSW
will also receive this training. ( see appendix for overview of the course topics)

Each facility will have a cell extraction team capability based on the approach used
at the Burnaby Correctional Centre for Women. Most Primary Workers will be
trained in this approach. In essence, the approach is similar to that used by CSC in
cell extractions; however, some of the equipment differs and the overall approach is
less intimidating. For example, gas is normally used as a last resort rather than at
the beginning of the cell extraction.
b.

Healing Lodge Training Plan

The Healing Lodge Training Plan consists of four phases:

About 12 staff at RPC (Pra) and about 60 staff at PFW were trained in this approach during the winter
and spring of 1995. A train the trainers session took place in July 1995 for staff of all the new facilities.

3
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i.

Phase 1: Practicum

In the Practicum component, al candidates attended an Aboriginal treatment centre as
a client (Poundmaker or New Dawn Treatment Centre) going through the 28 day
substance abuse treatment pr7am in order to:
•
•

•

ii.

come to terms with some of the dominant issues which remain detrimental to
the Aboriginal population;
come to terms with thé dominant issues in their lives. This is done
with the view that a hOlthy staff member, healthy in mind, spirit and
body will be a more effective staff member;
become familiar with substance abuse/dysfunctional behaviour treatment
theory and methodolcigy.

Phase 2: Counseling Development Component

This component, delivered on-site in Maple Creek, was nine weeks in duration.
The overall objective of the Counseling Development Component is to learn theories of
physical and sexual abuse and their ramifications, as well as substance abuse effects
and treatment theories. Dysfunctional behaviour is covered as well as the recognized
counseling approaches in these areas which greatly affect the Aboriginal population.
This practical knowledge and skills acquisition phase enhances the basis acquired
during the Practicum. Aboriginll traditions and methods will be intertwined throughout
and participants will not only learn the theories and skills involved in counseling
approaches best suited to these important issues, they will also have the opportunity to
examine these issues as they apply to themselves.
iii. Phase 3: Correctional Training Program

Regular CTP (minus weapons training) was delivered at Maple Creek by qualified CSC
staff who are not only familiar with Aboriginal culture but sensitive to the needs of the
participants as they relate to the] philosophy of the Healing Lodge.
In addition to the standard CTP components, one additional week was added covering
such topics as Unlearning Racism; Sociological History of Aboriginal peoples;
Canadian Legal Framework as i relates to Aboriginal peoples; Aboriginal Women in
Prison; Healing Lodge Philosophy and Vision; Healing Lodge Design.
Following the completion of CTF, the final selection of candidates was made.
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iv. Phase 4: Community Relations Component
This additional week complements the Practicum and the Personal Development
Component and CTP. It took place once the final selection of the candidates was
made, following completion of the CTP. This component includes the Spiritual
Cleansing of the Healing Lodge and the grounds. Individual cleansing of all staff will
also take place.

v. Other Training
Additional formal training will include the VVomen-Centred Staff Training Program, NonViolent Crisis Intervention training, the Case Management Orientation Program and the
officer-in-charge training.

c.

Regional FSW Institutions

•

Primary Workers will receive the following training: CTP (minus weapons training),
Case Management Training, Supervisory Training and training related to their
officer-in-charge function.

•

All staff will receive training in Non-Violent Crisis Interventior. eechniques.

•

All staff will participate in the Women Centred Training for Staff.

Onsite Training
A "train the trainers" approach has been used for both the Non-Violent Crisis
Intervention training and the Women-Centred training for Staff. This will ensure that
each facility will have the on-site capacity to conduct continuous refresher training.
Much emphasis is placed on skills both in the selection of staff and the training of staff
in order to provide them with all the necessary tools to recognize potential problems
and defuse incidents before they escalate and to physical intervene, where necessary
in a manner that promotes safety and security for both staff and inmates. Deconstruction of all incidents, not just major incidents, and re-establishing inmate/staff
rapport is a mandatory component of the NVCI training.
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APPENDIX 1
NON-VIOLENT CRISIS INTERVENTION PROGRAM
COURSE CONTENT

Unit 1: The Preventive Techniques
Definition of the 4 levels of a crisis and the appropriate staff attitudes to respond to them. This
is viewed as an integrated experiénce:
Crisis Development

Anxiety
Defensive losing rationality
Acting out person

,

-

Tension reduction

•

Staff Attitudes
interaction
Supportive
Directive set limits
Non-violent crisis intervention therapeutic physical intervention
Therapeutic rapport - stress debriefing for
both staff and the inmate(s)
-

Understanding of proxemics (Personal space), kinesics (body language), using a
supportive stance, and paraverbal communication.

Verbal escalation continuum - questioning, refusal, release, intimidation, tension reduction with
the appropriate intervention.
• Verbal intervention tips and techniques - empathic listening, precipitating factors, rational
detachment, integrated experiénce, staff fear/anxiety (unproductive and productive
responses)
Personal Safety (physical techniques)
• Definitions and principles
• Techniques: one- and two-harid wrist grab, one- and two-hand hair pull release, front and
back choke release, bite release, kick block

Unit Il - Therapeutic Physical Intervention
•
•
•
•

Control dynamics
Team intervention: team vs solo intervention, team leader, team leader duties.
Techniques: interim control polsition, transport technique
Postvention: Establishing Ther'apeutic Rapport for both staff and inmates ("coping").
Principles: Control-both physical and emotional control of the participants is reestablished;
Orient-ask what happened, coliect everyone's version; Pattern-identify patterns, investigate
alternatives, Negotiate a change in behaviour, Give consequences and therefore
ownership of the next episode Pack to the person who was in crisis.
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APPENDIX 2
WOMEN-CENTRED TRAINING FOR STAFF
CONTENT OVERVIEW

Unit
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.

VVelcome and introduction
Background to the new women's facilities
VVomen's criminality and the links to personal history
Overview of women's issues
Power and control
Self-injury and suicide
Surviving family violence
Creative problem solving
Same sex relationships
Substance abuse
Managing conflict
Cultural sensitivity
Facilitating group decisions
Responding effectively to lifers
Connecting with the community
Personal and team issues

CRISIS MANAGEMENT
REGIONAL INSTITUTIONS FOR WOMEN
BACKGROUND

Although crisis management is a standard issue for which all institutions must develop
contingency plans, the Federally Sentenced Women Program Committee (FSWPC) 1
the time of the April 1994 incidents at Prison for Women that a more in-conludeat
depth review of the dynamics and responses to such incidents needed to be done as
part of the implementation for the new institutions. Incident responses and procedures
could not be in conflict with the philosophy of the new institutions; to respond effectively
while maintaining the integrity of the Management Model would require a creative and
graduated approach.
This overview outlines the development and planned implementation in various areas:
enhanced units - capacity and procedures; review of security-oriented operational
policies and their development; and, crisis intervention and emergency response
capability in the new regional institutions for women. 2
ENHANCED UNIT

-

CAPACITY AND PROCEDURES

In June 1994, ExCom approved the recommendation to double the capacity of
the enhanced unit at each FSW institution and to modify its design 3 . This was to
allow the enhanced unit to separate those inmates who are placed in the unit in
response to persistent violent behaviour from those who require the enhanced
level of static security for other reasons, for example, new admissions whose
behaviour and risk is unknown or women who are in short term crisis who require
intensive monitoring and intervention.
The total capacity of all the enhanced units is 42 cells; 20 of the 42 cells are
designed and constructed to the security standard required for inmates who are
violent/aggressive. The remaining rooms are regular room not cell design and
I The FSWPC is made up of the wardens of the new institutions the wardens of Prison for Women and
Burnaby Correctional Centre for Women, and representatives from the FSW Program, NHQ.
2 Though not addressed in this paper, it should be noted that:
a.the strategy to address the management needs of women who behave violently was developed and
accepted by the CSC Executive Committee (ExCom) in June 1994.
b.a management system was required that would permit the new institutions to address the needs of
women placed in the highest management level (level 5) to avoid locking them in segregation for long
periods and to avoid the institution being run as a maximum security facility. The Security
Management System was developed and accepted by ExCom in April 1995.
:3 Total number of Enhanced Unit cells and the number to be used for crisis cells: Truro - 4 cells, 2 for
crisis; Joliette - 12 (6); Kitchener 12 (4); Edmonton - 12 (6). The Healing Lodge does not have enhanced
security capability but does have a safe lodge that can hold two (2) for women in crisis (with 24 hour
staff presence) and a safe room in the health centre of the main building that can be used for many
different purposes.

1

will operate as regular maximum capacity. The capacity of the enhanced units
will accommodate approximatelY 15% of the current population; however, the
capacity designated for violent/aggressive FSW represents only 6%.
The procedures for placement in the enhanced unit and management of women
who are in the unit are currently being finalized. It has been determined that
inmates who are placed in the énhanced unit for violent behaviour and
disciplinary offenses will be provided with pre-prepared meals on the unit and
will only leave the unit under es cl ort. Programs to address the needs of these
women that resulted in the violent behaviour will be provided within the
enhanced unit. Use of violence ' is a learned behaviour and a program to
address the needs of women who use aggression and violence is currently under
development (see Program/Treâtment Overview).
On the other hand, inmates who are residing temporarily in the other component
of the unit for the reasons noted' above, will be able to leave the enhanced unit to
participate in programs in the main building.
Intensive monitoring and intervention are a crucial component to
managing women placed in t1;e enhanced unit. Whenever a woman is
placed in the enhanced unit, à revised Correctional Plan will be developed
in order to do everything possible to make her stay as short as possible.
OPERATIONAL POLICY REVIEW AND DEVELOPMENT

The review of operational policies commenced formally in October 1994
following the development of key operational frameworks such as the
Management Model and the organizational plan. a Working was established to
formally review all CSC policies to ensure that they reflected the diverse needs
of women. The Working Group Was made up of the Associate Wardens and/or
Team Leaders as well as members from PFW, NHQ (FSWP and Correctional
Policy and Planning).
This review concluded in early summer 1995. It was determined that few
Commissioner's Directives needled modification as they are "gender neutral" and
I
required additional specificity co uld be more appropriately provided on
institutional Standing Orders. The few that did require modification related to
either the new management model of the new institutions or to security
interventions, the latter, more pârticularly, being to ensure the dignity of the
women inmates and to ensure that no men participate in strip searches. Major
modifications were recommended ExCom in September 1995 and policies are
currently being finalized in the fdllowing areas:
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a. to reflect the new Management Model: CD 005 Unit Management; CD 006
Classification of Institutions; CD 505 Security Classification of Inmates. 4
b. to reflect the modifications required for security issues and to ensure that the
dignity and respect of women inmates is emphasized: CD 540 Transfers of
Inmates; CD 571 Searches and Seizures of Contraband; CD 605 Use of
Force.

A.

CD 540 TRANSFERS

OF INMATES

CSC must be prepared for and must reflect in policy every possible emergency that
could occur. The transfer of the women who were involved in the April 1994 incident
out of PFW and into the Kingston Treatment Centre met with mu..11 opposition.
Changes have been made to CD 540 to ensure that logical procedures are in place in
the event that this type or other types of emergency transfers might need to be
considered.
To manage specific situations (for example, an institution-wide incident),
recommendations were made to the September 1995 ExCom regarding modifications to
transfer procedures as outlined in CD 540, Transfers of Inmates. The transfer process
will be a gradual one and the modifications include the following:
To manage specific situations, the institutional head of each women's institution will
develop written protocols approved by the Regional Deputy Commissioner with:
1. other federal women's institutions -- Involuntary transfer to another women's
institution shall normally be used only to resolve situations where the continued
accommodation of the woman inmate at the current institution would jeopardize the
security and safety of staff members, the community, and/or other inmate(s).
Procedures for involuntary transfers shall apply;
2. interjurisdictional women's correctional institutions -- BCCW will not be the
designated facility for all problem women, but has declared itself an equal partner in
this option and will, on a equal basis, take inmates who are not residents of British
Columbia; and,
3. a federal men's institution located in their respective region -- Women inmates may
be incarcerated in a men's institution, but only in exceptional circumstances and as
a last resort. A written protocol with a men's institution will be developed and
approved prior to the opening of the women's institution.
CSC-NHQ will have systems in place to monitor all segregated cases and will
activate transfer reviews when needed.

4

These directives are not discussed in this paper.
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B.

CD 571 SEARCH AND SEIZURE OF CONTRABAND

Following the incident at PFW in April 1994, the Commissioner issued an interim
policy modifying Commissioners Directive 600, Management of Emergencies,
specifically focusing on strip searches of women. Modifications to the strip
search policy will be incorporated into Commissioner's Directive 571, Search and
Seizure of Contraband. No men will be permitted to participate in strip searches
of women or be a witness (all strip searches are witnessed) to strip searches of
women, even if it is an emergency situation.
C.

CD 605 USE OF FORCE

Modifications to Commissioner's Directive 605, Use of Force are currently being
finalized to reflect the phased intervention approach outlined in this overview.
CRISIS INTERVENTION AND EMERGENCY RESPONSE CAPABILITY

It is important to emphasize that crisis management has several inter-related
components. The focus of the new facilities, and more particularly in all the staff
training being provided, is to ensure that staff have the knowledge about the individual
women with whonn they are working and the necessary skills to recognize and respond
appropriately to defuse potentially difficult situations as early as possible before they
escalate into a serious incident. In the event that staff arrive on the scene when the
situation has already escalated, staff must also have the knowledge and skills to be
able to intervene quickly and appropriately, ensuring both their own safety and that of
the inmates involved.
CSC recently completed the deVelopment of a new Crisis Management training course
which will be delivered to all FSW institution crisis managers. A "train the trainers"
course took place in early October 1995.
There are three phases to intenrention at the FSW Facilities: non-violent crisis
intervention; cell extraction; contingency plans/response to an institution-wide incident.
A.

NON-VIOLENT CRISIS INTERVENTION TECHNIQUES

(see attached)

During a 3-day visit by member of the FSWPC to the Shakopee Correctional Centre in
Minnesota in August 1994, the rinembers were impressed by the approaches used in
Shakopee to intervene with women who are acting out. All Shakopee staff have been
trained by the National Crisis Prevention Institute in Non-Violent Crisis Intervention.
As a result, EXCOM approved the FSWPC recommendation to train all staff in NonViolent Crisis Intervention (June; 1994 ExCom).
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The National Crisis Prevention Institute has trained individuals in various organizations
including police departments; correctional services - both adult and juvenile; airport
security; fire fighters; health care centre security; private industry security; etc.
The focus of the method is to learn to identify the crisis in its various stages and to
intervene appropriately before it escalates. Each defined level of a crisis has an
appropriate response that staff are taught to use in an effort to address the problem
before it escalates to the next, more serious level.
The other extremely important focus is on debriefing and deconstructing a situation
after it is over. Debriefing is done with both the staff (how they responded, what they
might have done differently) and with the inmate(s). This debrief with the inmate will
allow her to try to understand any noticeable behaviour patterns how the situation
evolved and how she might develop alternative coping methods in the future.
The first course was held February 7-8, 1995 and included 17 staff members from
PFW5 ; 12 staff members from the Regional Psychiatric Centre (Prairies) and staff from
Truro, Joliette, FSWP-NHQ and Staff Training-NHQ.
An Instructor Certification Program was delivered at the end of July 1995. Staff from
Edmonton, Truro, the Healing Lodge, Joliette, and Prison for Women were trained to
deliver the course; as Kitchener did not have team leaders on-site in July, a separate
session will be offered at a later date. This will allow for the delivery of the basic 2-day
course as well as important ongoing refresher courses. As well, resource videos and
workbooks are available at each facility to support ongoing review and refresher
courses.
B.

CELL EXTRACTION

The model adopted from the Burnaby Correctional Centre for Women uses a team of
three (3) officers entering the cell and a fourth operating the video recorder. Standard
CSC practice is normally a team of five (5) officers with a sixth pPrson as the camera
operator.
Though similar to the CSC method, the emphasis is on verbal commands to encourage
the woman to desist and cooperate rather than a more intimidating verbal and physical
intervention. Staff speak clearly and calmly to the individual and do their utmost to gain
cooperation prior to physical intervention. BCCW team members each carry pepper
spray to use as a last resort and have used it once since they opened 4 1/2 years ago.
Some of the equipment used is also different. Though plastic shields are readily
available and will be used if the team leader judges them necessary, the equipment of
As PFW was very satisfied with the staff reaction to the course, they requested more training. Two
staff members were trained as instructors in late March and four (4) more courses were provided in
April and May 1995. This allowed approximately 60 additional staff members to be trained.
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choice are Tac team pads. Coveralls, head gear and elbow and knee gear are used,
though it is somewhat different from that used by CSC. Other staff (not in protective
clothing) are always available ready to assist.
The cell extraction technique was approved at the September 1995 ExCom meeting
In the new institutions, a designated team will be named at the beginning of each shift
that can be called upon during the shift to deal with cell extractions.
Increasing the number of officers participating in the BCCW cell extraction method
does not pose any problems; however, the rooms in the housing units are small and
there may not be space for additional officers. The BCCW experience has been that a
team of four (4) is sufficient. FSW institution staff are being trained to work in a team of
four (4) and the decision to add additional members will be left to the cell extraction
teann leader's judgment and asessment of the situation.
Cell extraction is applicable to situations involving one or two inmates. For
group incidents, additional merribers and procedures are required. A number of
front-line workers at the Edmonton Institution for Women have passed the
physical fitness aspect of the IET training and six will be selected to form an
institutional based IERT. They will be trained in use of the baton and gas. A
similar approach has been approved for Kitchener and Joliette. However, the
smaller facilities, Truro and the Healing Lodge, do not have sufficient staff to
establish and maintain an ERT; therefore, these facilities will require externally
based back-up as described below.
C.

INSTITUTIONAL CONTINGENCY PLANS

As per, and consistent with csa, policy, all FSW institutions will develop
contingency plans; these plans will reviewed by NHQ prior to the institutions
opening. Part ll of the Correctional Service of Canada Security Manual entitled
Contingency Planning and Emergency Response Guidelines, provides detailed
direction and information necesary to develop contingency plans.
"A contingency plan is an asse4ment of the vital elements of pla.-s for resolving
emergencies; a review of internal and external resources; and the establishment
of command, control, communic4ons and deployment procedures. A crisis
[emergency/incident are used interchangeably in these guidelines] is a situation
with the potential to:
a. endanger the public, inmates and staff;
b. damage or destroy public property; and,
c. affect the public image of CSC, and thus the image of the Government
of Canada.
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Crises can result from natural and human causes. They may affect a single
individual or cause complete and uncontrolled disruption of Service operations.
Invariably, they have the potential for disastrous consequences." 6
The purpose of institutional contingency plans is to guide emergency response
action. Plans cannot direct staff to perform specific acts that will cover all
emergencies; they should, rather, define the parameters of the action staff
should take to address those events common to most emergency situations.
Thus, the planning necessary to address specific situations can be greatly
reduced.
Plans should define these parameters as precisely as possible while leaving
sufficient latitude for staff to take initiative when necessary.
The objectives of the planning process are:
a. to identify members of the crisis management team and describe their
roles and responsibilities;
b. to identify potential threats to the institution and record the results to threat
analysis carried out in preparation for planning;
c. to describe in detail preparations for effective emergency response;
d. to provide checklists for key crisis management team members;
e. to provide information required quickly in an emergency, such as:
i.

locations and telephone numbers of routine duty posts of crisis
management team members;
ii. names addresses and telephone numbers of all staff and their next-ofkin;
iii. availability, services provided and ways of contacting external
resources;
iv. locations of vital points in institution and the degree of protection they
require.
f.

to provide details for follow-up in the post-emergency phase and expedite a
return to normal operations."'

Contingency Plans will be developed to deal with the following crises: hostagetaking; escape; major disturbance; inmate demonstrations; assault on the
institution from outside; epidemics, major disease outbreaks and hygiene in
disasters; fire emergencies; floods; earthquakes; transportation and industrial
accidents; institution evacuation; bombs and bomb threats; withdrawal of

Security Manual, Part II, Chap 1.2 , page 2.
7 Security Manual, Part II, Chapter 5.1, pages 1-2.
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services - Part II of the Canada Labour Code; and, threats against staff members
and others associated with the Correctional Service of Canada.

External Assistance

The contingency plans will also establish procedures which reflect the
memoranda of understanding/protocols for external assistance from local police,
hospitals and fire departments or other CSC institutions in the event of an
emergency.
Those institutions that require oh-site IERTs may put them into place and those without
will ensure that agreements arein place to ensure back up as needed (see above
about Edmonton Institution for Women).
The women's institutions will only call in outside assistance from either local
police or the closest Institutiona Emergency Response Team from a men's
institution in the event that a situation has reached a stage where staff is unable
to handle it (for example, an inlitution-wide incident). The need for local police
assistance was envisaged by the Task Force and police response capability and
time required was one of the location and site selection criteria.
The FSW institutions have initiated discussions with their local police forces to
obtain their assistance in emergency situations. Any police intervention will be
limited to isolation and containment of the situation so that institutional staff
may regain control of the institution. A formal Memorandum of Understanding
will be in place before the institutions open.
For institutions that are close to 'other CSC penitentiaries, the CSC Institutional
Emergency Response Team (IERT) is an option that could be considered in the event
of an emergency. However, should the IERT be called in, their role will be limited to
isolation and containment of the situation only. Protocols will be in place with the
designated IERT addressing their roles, responsibilities and methods to be
employed during a crisis, prior to the institution opening.
The roles of the IERT/police will be clearly defined and will address perimeter security
and isolation and containment of the situation. All searches of inmates will be
conducted by facility staff ; in accordance with the revised policy, men will not
participate in strip searches either to conduct the search or as witnesses even in
emergency situations.
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APPENDIX 1
NON-VIOLENT CRISIS INTERVENTION PROGRAM
COURSE CONTENT

Unit 1: The Preventive Techniques
Definition of the 4 levels of a crisis and the appropriate staff attitudes to respond to them. This
is viewed as an integrated experience:
Crisis Development
Anxiety
Defensive losing rationality
Acting out person
-

Tension reduction

•

Staff Attitudes
Supportive interaction
Directive set limits
Non-violent crisis intervention therapeutic physical intervention
Therapeutic rapport - stress debriefing for
both staff and the inmate(s)
-

Understanding of proxemics (personal space), kinesics (body language), using a
supportive stance, and paraverbal communication.

Verbal escalation continuum - questioning, refusal, release, intimidation, tension reduction with
the appropriate intervention.
• Verbal intervention tips and techniques - empathic listening, precipitating factors, rational
detachment, integrated experience, staff fear/anxiety (unproductive and productive
responses)
Personal Safety (physical techniques)
• Definitions and principles
• Techniques: one- and two-hand wrist grab, one- and two-hand hair pull release, front and
back choke release, bite release, kick block

Unit Il - Therapeutic Physical Intervention
•
•
•
•

Control dynamics
Team intervention: team vs solo intervention, team leader, team leader duties.
Techniques: interim control position, transport technique
Postvention: Establishing Therapeutic Rapport for both staff and inmates ("coping").
Principles: Control-both physical and emotional control of the participants is reestablished;
Orient-ask what happened, collect everyone's version; Pattern-identify patterns, investigate
alternatives, Negotiate a change in behaviour, Give consequences and therefore
ownership of the next episode back to the person who was in crisis.
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LONG TERM FEDERALLY SENTENCED WOMEN
Definition

CSC generally considers long term offenders as those who are serving sentences of 10
years or more. For the purposes of this Overview, sonne information has been added
on sentences of 6 years or more, as the Commission inquiries were based on that time
frame.
Background

In 1991, the Survey of Federally Sentenced Women reported that there were 46 women
in the population serving life sentences, 16 others were serving ten years or more,
making a total of 62 women serving long-term sentences. This number has increased
in the past three years. A census conducted July 13, 1994 reported that 51 women
were serving life sentences, 19 others serving sentences of ten years or more, making
a total of 70 women serving long-term sentences; of these, 12 are Native, 6 are Black,
2 Asian and 1 other.
A statistical run on sentence distribution for incarcerated women serving long term
sentences conducted in September 1995 resulted in the following:

6 to 7 years less a day
7 to 8 years less a day
8 to 9 years less a day
9 to 10 years less a day
Over 10 years

9
15
11
12
16

3
5
1
2
1

12
20
12
14
17

Life

47

11

58

Currently their are 75 women serving sentences of over 10 years (63 non-Aboriginal
and 12 Aboriginal) and 133 serving sentences of 6 years or more (110 non-Aboriginal
and 23 Aboriginal).
Literature Review

Federally Sentenced VVomen (FSVV) serving long terms and/or life sentences have
been recognized as a unique group with needs and concerns that must be
acknowledged when developing programs for the new facilities. The needs of this
group must be clearly articulated, as many needs will undoubtedly overlap with those of
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all women being housed in thesie facilities. The identification of :;uch will aid in the
development of program strategies and in areas such as staff training.
To assist the FSVV Facilities in responding to the needs of long-term FSVV, CSC
conducted a literature review entitled Lonci Term Federally Sentenced Women
(December 1994) that:
• summarized the findings of available literature that are pertinent to women serving
long sentences;
• linked these findings to the oVerall philosophy of Creating Choices; isolated the
needs that, according to the làerature, are specifically significant to this group;
• assessed the programs outlined in the Correctional Program Strategy for Federally
Sentenced Women and examined the weaknesses and strengths of programs as
they pertain to women serving long-terms; and,
• reviewed the four stages recommended by the Task Force on Long-Term Offenders
(The Perron Report - 1991) and assessed their applicability to the experiences of
women as well as the book on women doing life sentences by Maria Christina Jose. .
It should be noted that the stages described in the Perron Report covered the entire
sentence, not just the acceptance of the meaning of their incarceration that was the
focus of Ms. Jose's stages.
The Perron Report, which focused mainly on men, outlined the four stages of the long
term sentence from start to release:
1. Adaptation: the objective is to assist the inmate to accept hisl sentence and guide
and support him in his adaptation to his new life.
2. Integration in prison environment: the aim is promote a way in which the inmate can
serve his sentence by taking full advantage of the opportunities for personal growth
inside the prison.
3. Preparation for release: preparing the inmate to live progressively and
harmoniously in society as a law-abiding citizen is the goal of this phase.
4. Return to society: the goal is to help the inmate adjust to life outside.

In her book Women doing Life Sentences: A Phenomenological Study, Maria Christina
Jose identified the stages experienced by women serving long sentences before they
accept the meaning of their incarceration.
During the Instructor's Program ("train the trainers") for the Women Centred Training
for Staff, the participants reviewed the four (4) stages of a long term offender's
sentence as outlined in the Perrân Report and the five (5) stages as outlined in the
work done by Maria Christina Jose. As was concluded by the Literature review, the
I "He" was used throughout the report.
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latter better reflected the experience of staff who have worked with long term FSW.
The staff also felt that the behaviours and feelings associated with each stage Would
best help them respond appropriately and target the most meaningful resources for
each long-term FSVV depending on which stage they were in.
The stages described by Ms. Jose that women experience before accepting the
meaning of their incarceration are:
1. Denial and isolation: most women believe they will be soon released on appeal;
many refuse to identify themselves as a prisoners. They will refuse to participate,
isolate themselves and withdraw.
2. Anger when denial can no longer be maintained, anger surfaces. It is seen as a
necessary step before the person resigns themselves to their reality. Rebellion
against everyone and everything is a usual attitude.
3. Depression: at this stage women begin to deal with the reality of their sentences
and the losses that it entails. Self-harm and withdrawal may be coping methods
used.
4. Mourning: this is the stage when the losses are acknowledged.
5. Acceptance: many women will become numb at this stage; feelings of emptiness
are the rule. VVomen often lose hope although hope is very important for prisoners
serving long sentences.

As a whole, the literature provided some sense of the realities of women serving longterm sentences and provided direction into what sort of strategy should and could be
applied to best service this population.
The literature showed that some of the problems for long term ofienders include:
• the existence of little specialized programming;
• high security classification often based on sentence length that in turn could impact
on program availability and privileges;
• meaningful vocational training and meaningful work were other factors to consider;
and, for women,
• the impact of their long sentence on their children's lives and what would happen to
their children is also an important issue. Staff need to be aware of the impact on the
inmate's mental health (e.g. long confinement, distance from the family, unsuccessful
parole).
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• release planning and increased information was cited as a need by many women
serving long sentences.
When long term offenders at Pr i son for Women were interviewed they provided
feedback to the specific needs of long term offenders that had been identified in the
literature.

1. Staff training: FSW agreed that staff must be better informed about the needs of
long term offenders as well s staff having a good understanding of the judicial
review process so they can 'Provide information to the women.
2. Programming: Immediate aci cess to programs is important to long ternn FSW even
though many programs deal with pre-release planning. For them, parenting
programs and dealing with their incarceration needed to be available from the
outset.
3. Meaningful work: FSW agreed that it is important that long term offenders feel they
are contributing to society in a meaningful way.
4. Release and pre-release stages: the FSW interviewed stated that being able to
access programs immediately upon admission would help th
to integrate back
into the community.
Generally, staff working with thiS population need to be aware of and sensitive to
issues particular to this group. The environment needs to support the women, and
allow them to express their views and frustrations

An important component of the findings is the suggestions provided by the FSW
themselves, such as the creation of a kit outlining the programs available; description
of the difficulties experienced by women serving long sentences; let lifers and long term
offenders develop institutional careers and perhaps co-facilitate some of the programs;
clearly enunciate privileges and expectations. In the new facilities, long term FSW will
be provided with the opportunity to assist in various phases of the orientation of new
offenders to the institution.
The findings also illustrate that programs specifically for assisting FSW coping with a
long sentence and pre-release planning strategies for these women need to be
developed. As well, more information is needed in the area of community support for
women on release.
The FSW agreed with the findings of the literature review and noted that they are not
new or innovative. They themselves have been voicing these same concerns for a long
time.
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Staff Training

To ensure that staff are sensitive to and have a good understanding of both the
practical and emotional issues faced by FSW serving long term sentences and to train
staff to provide the most effective assistance to FSW to deal with their long sentence,
the Women-Centred Training for Staff, (mandatory for all staff) includes a module
called Responding Effectively to Lifers. It deals with issues faced by FSW serving
long-term sentences. Topics covered include:
•

•
•
•
•
•
•
•

issues for lifers (e.g. limited access to the community and community programs,
anxiety over judicial review, parenthood issues, limited vocational training, boredom,
disconnection with families, drawbacks to living with people who do not have a
vested interest in the facility)
legal restrictions with respect to temporary absences and conditional release and
the various impacts this can have (e.g. on privileges, community ties, etc.)
implications of long term sentences (e.g. emotional, practical (often considered
maximum security just because of the sentence length, institutionalization, etc.)
needs and extra stresses dealt with by lifers (e.g. other women leaving the facility,
isolation from friends and family who drift away after the years, etc.)
appropriate staff responses to these implications
stages in a life sentence and how it is related to the grieving process
appropriate behaviours and responses that staff can use to support a women
through the various stages that she experiences
addressing the needs of long term offenders.

Implementation
In the implementation process for the FSW facilities, steps have already been made to
address some of the issues discussed in the literature review.
As long term FSW will be at different stages of the process, their program needs must
be reviewed on a case-by-case basis and their correctional plan must address their
individual needs. The development of a correctional plan based on individual needs is
the cornerstone of CSC. The Correctional Program Strategy for Federally Sentenced
Women (July 1994) describes the overall plan for addressing the program needs of
FSW, while the Security Management System (March 1995), describes the requirement
to develop a correctional plan with the participation of the inmate. FSW will not be
classified maximum solely on the basis of sentence length.
A Community Strategy responsive to the needs and risks of FSW is required. As
background for the development of a community framework, CSC is currently
completing the data analysis of a community survey of programs and services available
to women offenders in the community. The information was collected this summer
through a survey of parole officers and E. Fry community supervisors. As well, a
literature review - Exemplary Community Programs for Federally Sentenced Women -
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and a study by the Church Couhcil on Justice and Corrections on community advocacy
network have recently been completed.
Future Considerations

This literature review was the jrnping off point for the new institutions for women. It
was distributed to all the facilities and their Advisory Committees to assist them in
identifying program and work oPportunities for long-term FSVV as well as sensitizing
them to the various phases.
The facilities recognize that it is', not necessarily new programs that need to be
developed, but rather that existing programs need to be first of all, available to the
women, and the women may need to take them more than once. The program
schedule and quarterly registration process in conjunction with the small size of the
facilities will ensure that long-term FSVV can access programs throughout their
sentence.
The emphasis on community cohnection and the community-living environment should
work together to minimize the inStitutionalization which is a curre itly such a
predominant factor in re-integraion of long-term offenders.
The Literature Review is also aVailable to FSVV and the Long-term offender section in
the VVomen-Centred Training Manual can easily be transformed into an information
booklet to be provided to new long-term FSVV.
Since there are now regional faeilities which will each develop their own specialties
with respect to joint ventures and vocational programs, the possibility of a change of
environment and work for long-térm FSVV can be made a reality.
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THE HEALTH SERVICES STRATEGY FOR
FEDERALLY SENTENCED WOMEN FACILITIES
Background

The Health Services Strategy for Federally Sentenced Women Discussion
Paper was finalized in November 1994. The discussion paper outlined the
results of a full review of health services practices and policies and was the joint
work of the FSVV Program Committee and Health Care Services, NHQ. There
was consultation at the regional level of CSC, as well as with Prison for VVomen,
Burnaby Correctional Centre for Women and Maison Tanguay.
--

In February 1995, CSC's Executive Committee approved the Health Services
Strategy and proposed funding requirements. A consolidated version of the
Health Services Strategy was finalized in March 1995 which reflected the
decisions taken on the discussion paper issues.
The Health Services Strategy

The principles which shape the Health Services Strategy at the regional FSW
Facilities reflect the new CSC Health Service Principles, and the holistic,
wonnen-centered approach which frames all programs, services and activities at
the regional FSW Facilities. The health services principles are consistent with
the Creating Choices principles in that they are focused on providing the FSW
with the necessary information so that she can assume primary responsibility for
her health. The health services principles also state that health services must
mirror constantly evolving community standards and are to be delivered off-site
wherever possible. Equal emphasis is to be placed on health promotion/illness
prevention as on routine care.
There are eight key groups of health services which flow from the principles:
Health Promotion/Prevention; Routine Health Services; Referred Health
Services; Pharmacy; Laboratory Services; Acute/Situations of Concern;
Hospitalization; and Emergency.
To ensure the FSW's needs are met in a manner which encourages selfresponsibility, the health services resources at the new facilities are based on an
equal number of hours for prevention of illness and promoting wellness (e.g.
education sessions, nutrition, exercise) as on reactive health care/treatment
(e.g. nursing and medical clinics). Wellness activities can be provided via a
variety of community resources rather than the nurses, thus broadening the
community connection/knowledge base and providing the flexibility to respond to
emerging concerns. FSW input on the type of health promotion
activities/services required will be sought. FSW will also be provided with the
opportunity to take First Aid training. Each house will have a first aid kit and hot-
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line telephone numbers to emergency health services will be posted in each
house.
It is recognized that an implémentation period will be required to manage the
transition from the current dependence on traditional health care to Health
Promotion/Prevention. Hom.ever, it is considered that this re-focusing is feasible
since the Prison For VVomen level of routine health services is much higher than
that of other wonnen's institutions. A comparison of inmate: staff ratios for
various women's institutions for 1994 reflects the high level of health service
usage at Prison for Women. Prison for Women has more health services'
staff (7.9:1) than Burnaby Correctional Centre (13:1) or Shakopee--Minnesota
Correctional Facility (30.2:1).
A full health assessment will be done by the nurse as part of admission; followup referrals and general information on health services is part of this process.
The health assessment will be integrated into OMS in the near future;
confidentiality is ensured in O
l MS by making health records accessible only to
health staff accounts. This rjeflects the current practice where health records are
kept separate by health care, staff; access to others requires the written
permission of the woman. VVhere a referral is made to an outside specialist by
the institutional medical staff, a report back to the staff is required to ensure
appropriate follow-up and/or supportive care.
There will be regular clinics. Three hour nursing clinics will be offered three
times weekly and medical clihics will be one-half day per week. Medical
services will be contracted p ri eferably to several doctors or a community clinic to
provide a level of choice to FSW. Emergency services will b. provided in the
community; this is feasible since one of the site selection criteria [except for the
Healing Lodge which had its , own criteria] was a maximum 10 minute response
for ambulances, firetrucks, eic.
Although the Health StrategY as proposed will be generally applicable to the
Healing Lodge, at present resourcing for the Healing Lodge and the Edmonton
facility reflects the need for triaditional healing practices/medicines, since the
majority of Federally Sentenced Aboriginal women will be accommodated in
these facilities. Similar adjus li tments will be made if required for the other
facilities, since the number of, Aboriginal women present at any given time will
fluctuate; for example, Joliette currently does not have an Aboriginal population.
FSW Mental Health
Please see the Program/Treatment Overview for information on FSVV Mental
Health.
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