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Response to Review:
Snapshot Series: Non-Custodial Staffing Shortage

Response Overview

On 16 October 2024, the Office of the Inspector of Custodial Services (OICS)
announced the commencement of a review titled Snapshot Series: Non-custodial
Staffing Shortage, which would examine the non-custodial staffing arrangements at
facilities across Western Australia as well as identify whether those arrangements
adequately meet the needs of people in custody.

To assist with the Review, the Department of Justice (the Department) provided a
range of documentation and facilitated OICS’ access to the necessary systems,
custodial facilities, staff, or prisoners required for this Review.

On 2 July 2025, the Department received the draft report which raised six
recommendations for review and comment.

Of the six recommendations:

e One is supported;
e Four are supported in principle; and
e One is not supported.

Detailed responses to the recommendations can be found below.
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Response to Recommendations

1 Determine a clear and evidence-based formula for calculating staffing
requirements at each site. Track and assess these regularly based on
changes to the prison population.

Level of Acceptance: Supported in Principle
Responsible Division: Corrective Services
Responsible Directorate: Offender Services
Response:

The Department agrees that a consistent evidence-based formula may provide a
useful baseline for addressing core staffing needs. The formula applied needs to be
site specific and informed by many contextual factors including population profiles,
cohort specific needs and the operational philosophy of the respective prison.

The previous Prison Services Evaluation had a singular focus on custodial staff. The
review scope was changed in 2024 to the Safer Staffing Review and now includes
non-custodial staff. Phase one of the review concentrated on Prison Officer SLAs to
ensure site safety was prioritised.

Phase one will be completed in the second quarter of the 2025 / 26 financial year.
Phase two will commence in the third quarter and focus on non-custodial staffing.

2 Dedicate adequate infrastructure to the Health and Wellbeing, and
Rehabilitation and Reintegration portfolios in each prison to allow
consistent delivery of on-site services.

Level of Acceptance: Supported in Principle
Responsible Division: Corrective Services
Responsible Directorate: Offender Services
Response:

The importance of having appropriate infrastructure in place to support the effective
delivery of JHWS and R&R services within prisons across the custodial estate is
acknowledged.

In many facilities, there are limitations with existing infrastructure, such as limited
access to purpose-built spaces for clinical care. These constraints are often prevalent
in older facilities.

The Department’s Long-Term Custodial Infrastructure Plan (LTCIP) was prepared by
the Department of Justice (Justice), in collaboration with the Department of Finance
(Finance), as a strategic document to ensure that investment in custodial infrastructure
is appropriately aligned with operational requirements, is fit for WA’s unique needs,
delivers value for money, and addresses the forecast capacity constraints in the
Western Australian (WA) adult custodial system. The LTCIP includes various
infrastructure options to address immediate capacity shortfalls and medium to long-
term projected growth through to 2035.
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In the interim, efforts are made to identify options to ensure continuity of clinical and
rehabilitation services such as the use of Telehealth, promotion of shared spaces,
scheduling adjustments to ensure offices are available and reserved for service
providers during set times.

3 Review and address reports of harassment, bullying, and victimisation to
ensure staff felt safe and supported in their role.

Level of Acceptance: Supported

Responsible Division: People, Culture and Standards
Responsible Directorate: Professional Standards
Response:

People Culture and Standards (PCS) receives, assesses, refers, and investigates
reports of suspected misconduct, breaches of the Code of Conduct and/or criminal
activity from across the Department as well as complaints pertaining to conflict,
grievances, bullying and harassment. All reports submitted to PCS undergo a
mandatory assessment to determine the most appropriate course of action to address
appropriately and as soon as practicable.

The Department’s Workforce Support Services (WSS) unit became operational in April
2024 to provide holistic, people-centred, and trauma-informed support for Department
employees impacted by a range of workplace concerns, harmful behaviours, and
psychosocial hazards. This includes responding to disclosures of bullying,
harassment, sexual harassment, and family violence. WSS respond with compassion,
empathy, understanding, and respect, coordinating practical and tailored support,
specific to each employees’ individual circumstances. This involves helping
employees to access Department and external support services, specific to their
location and personal circumstances. Support may involve coordinating and facilitating
early intervention and resolution options, if appropriate, and the provision of
information about formal reporting pathways in accordance with applicable legislation,
policy, and procedures.

WSS is currently establishing positive and reciprocal working relationships with key
department stakeholders to deliver prevention and education initiatives to the
workforce that address the underlying drivers of unsafe workplace behaviours. This
involves developing and delivering training workshops that foster safe and respectful
workplace cultures, including: Psychosocial Safety and Workforce Supports;
Understanding Safe and Respectful Workplaces; and Practicing Safe and Respectful
Workplaces.

A Staff Support network has been established at all custodial facilities across the
estate, whereby trained staff provide confidential, emotional and practical support to
their colleagues experiencing stress related to personal or work-related
matters. Employee welfare services are also available to staff who require additional
support. This includes an Employee Assistance Program, which provides access to
free and confidential counselling delivered by PeopleSense.
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4 Review organisational structures and resourcing to ensure all clinical
positions have consistent access to a level of clinical and personal
supervision that meets contemporary professional practice standards.

Level of Acceptance: Not Supported
Responsible Division: Corrective Services
Responsible Directorate: Offender Services
Response:

The Department does not agree with the finding that there is inadequate clinical
supervision across the various management structures pertaining to clinical services
within Offender Services.

In respect to JHWS, which includes primary and mental health, supervision
requirements are already established and embedded within JHWS policies. The issue
impacting JHWS’ ability to ensure adequate clinical supervision is occurring due to the
vacancy of clinical supervisor positions.

The Department continues to recruit, and the Clinical Shortages Workforce Group
(CSWG) is working to improve recruitment and retention.

In respect to R&R and specifically the Treatment Assessment (TA) Teams, the
Department provides clinical supervision to its TAs through four full-time Supervisor
Treatment Assessments (STA) positions. These STA’s are responsible for the
provision of group supervision to all TAs and individual supervision if requested, on a
monthly basis and includes the reviewing of clinical work and occasional observation
of prisoner interviews.

The outsourced clinical supervision arrangements referenced to within the report
findings refers to individual clinical supervision requirements for TAs undertaking
optional registration with the Australian Health Practitioner Regulation Agency. The
clinical supervision requirements for this optional registration does not relate to the
clinical supervisions provided by STAs to all TA positions within R&R.

5 Engage external representatives — such as professional bodies and tertiary
institutions — to inform working groups targeting staffing needs and the
development of recruitment and retention strategies.

Level of Acceptance: Supported in Principle
Responsible Division: Corrective Services
Responsible Directorate: Offender Services
Response:

Whilst the Department acknowledges the value in broader engagement with
community stakeholders or professional bodies, the intention of the Clinical Shortages
Workforce Group (CSWG) was to operate as an internal working group focusing on
identifying internal opportunities and solutions to address vacancies as well as internal
recruitment and retention strategies.

The Department co-chairs the Health Services for Offenders Joint Operational
Executive Committee which includes stakeholders from many branches of WA Health
including the Department of Health, North Metropolitan Health Service, South
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Metropolitan Health Service, East Metropolitan Health Service, WA Country Health
Service, and the Child and Adolescent Health Service. Strategies pertaining to the
recruitment and retention of staff are discussed at the joint committee which
subsequently inform the work of the CSWG.

Whilst other agencies do not attend the CSWG, the Department engages external
facilities with a view to attract new nursing staff. Most recently, the Department
commenced working with Western Australian Universities including Edith Cowan
University (ECU), The University of Notre Dame and Murdoch University to place
undergraduates into custodial facilities across the state.

Initial placements took place at Boronia Pre-release Centre for Women, Broome
Regional Prison, Bunbury Regional Prison, Casuarina Prison, Wandoo Rehabilitation
Prison, and West Kimberley Regional Prison. A second round for ECU students will
see placements again at Bunbury and Wandoo. It is hoped that this partnership will
assist in recruiting additional staff to various health roles across the Department.

6 Realign salary and conditions for roles with the Health and Wellbeing, and
Rehabilitation and Reintegration portfolios that are comparable to similar
sectors of the market.

Level of Acceptance: Supported in Principle
Responsible Division: Corrective Services
Responsible Directorate: Offender Services
Response:

The pay rates the Department offers to clinical staff are consistent with rates offered
by the Department of Health.

Additional incentives and tax benefits that may be offered to clinical staff employed at
certain hospitals and other health institutions cannot be offered by the Department as
it is not classified as a public benevolent institution in accordance with the Australian
Charities and Not-for-profits Commission.

The Department will continue to identify opportunities where able to offer additional
employment benefits and incentives to its clinical staff that align more closely to those
offered to clinical staff employed external to the Department either publicly or privately.
This may also require negotiation and agreement with union representatives to amend
the various enterprise bargaining agreements applicable to clinical roles within the
Department.

The Department has centered its focus on strengthening internal recruitment and
retention strategies that are focused on enhancing staff safety. These efforts include
but are not limited to implementation of the fitness passport, awards and recognition
initiatives, progression of a chaplaincy service for staff, development and release of a
strategic plan which provides staff (and prospective staff) with a clear understanding
of Corrective Services vision and how their roles — or future roles, contribute to
achieving the vision.
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