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Developing a plan with service users to support them to manage their personal information during the return to employment or education process.

Supporting service users to discuss their mental health/and or addictions history, as well as other personal information with employers can often be a challenging process.  Getting this right is vital, as it will determine the range of interventions the ES is able to provide to assist the service user to access employment.   If the service user is unwilling to allow the ES to discuss basic personal information when approaching employers, then they will not be able to do any job development on behalf of the service user, and it will also limit the reasonable adjustments the individual and their ES are able to negotiate.  In addition the employer will not receive any support.
It is well recognized that discussing personal information with employers or education providers needs to be planned carefully.   In addition it will be important for ES and clinical staff to recognize that ‘disclosure’ is not a simple yes or no decision at the beginning of the vocational journey, instead it is a much more fluid ongoing process around managing personal information, which will challenge both the ES and service user at different points in the return to work process.

When should the discussion take place:

Issues around discussing personal information will need to be discussed on an on-going basis, and in relation to different situations.  For example, what an ES can say when they approach an employer on behalf of a service user to negotiate a work placement and/or paid work opportunity, as well as the pros and cons of discussing personal information at the recruitment stage, and when someone starts work.     (Please refer service users to the attached guidelines).
Normalizing ‘disclosure’:
Research completed in Australia (Waghorn and Lloyd 2010) has recommended that Instead of using the term disclosure a ‘discussion of Personal information’ should be used as this is a normalizing term.  Personal information is something everyone has to manage during their time at work. Whereas ‘disclosure’ implies shame and guilt and involves a high risk for the service user due to the sudden exposure of sensitive information, that may not be correctly understood by the people receiving the information.  It is therefore preferable to avoid the term ‘disclosure’.

When we discuss what we will say to employers when carrying out job development activities, it will be essential that we emphasise that we will only discuss minimal information eg ‘has had mental health problems’, rather than diagnosis, and that the emphasis will always be on the person’s strengths, their motivation and that they are in recovery.

Planning and on-going review:

Managing complex personal information can be challenging and it is therefore vital that there is a clear plan in place around how to manage the information during different stages of the recruitment and return to work process.   The plan should be strengths focused, and describe how the service user’s confidentiality and privacy will be respected.  As well as how the health condition will be described to relevant people.  (Please refer to the attached proforma which is now part of the vocational assessment).
Managing personal information as a dynamic process:
The individual’s needs around ‘managing personal information’ should be seen as a dynamic process as it is likely to change over time eg when relationships change in the workplace eg a new supervisor or the individual becomes closer to colleagues, or they find a need to discuss their health with customers whilst at work.
How to develop a Managing Personal Information Plan:
The plan should be developed once the vocational goal(s) have been defined.

Tips on completion of the Managing Personal Information Plan:

Strengths (Row 2):

This should focus on the service user’s employment related strengths eg the employee characteristics that an employer may value that would help the person become a productive worker in a particular job/industry.  This may take some time because of self-stigma, low expectations, lack of recent work history or low work confidence may cause the individual to think they don’t have anything of value to offer.  A strengths based model should be used to discuss (1) previous relevant employment experiences (2) relevant knowledge (3) relevant skills (4) relevant attitudes and (5) resources available to the person to manage their mental health/addictions etc .Examples of these can be listed as strengths with respect to the client’s current employment goal.

Identifying sensitive information (Row 3)

This should capture in the service user’s own terms relevant health and personal information, as well as information known to the ES eg criminal history. The aim is to help the ES understand the service user’s experience of stigma and how they have managed personal information in the past, ie what worked and didn’t work ie how was personal information managed previously and did this contribute to unfair discrimination or stigma.  How can it be managed differently.

Identifying work barriers or work restrictions (Row 4):

The aim is to identify specific work restrictions using terms that employers and co-workers will understand.  The idea is to identify specific ways in which each health condition produces limitations to employment in a particular job or industry, and how they could be managed.

How will terms be used (Row  5-7)

Once the terms describing work restrictions have been identified, how the terms are best used can be discussed.     The aim is to agree who will use what terms in what situations.  Both formal (job applications, interviews, casual conversations with colleagues) need to be considered.

At this stage a 25 word statement should be developed which outlines how the person will describe their health condition.   A diagnosis is not required eg mental health problems would be OK.

It would also be useful to develop a written and verbal statement that can be used to discuss physical health issues, or a criminal history.  In terms of discussing criminal history it would be useful to describe the circumstances surrounding the offence eg was the person unwell at the time, if it was a violent incident did it involve a family or friend only, rather than members of the public.   The emphasis should also be on emphasizing the person’s commitment to not re-offending.

Accommodations or assistance needed (column 7)
Ideas should be discussed in terms of what may be needed in a job during the training phase, or what may be needed later if the person becomes unwell.

FOR FURTHER INFORMATION ON DISCUSSING THESE ISSUES WITH SERVICE USERS PLEASE REFER TO THE HAND OUT
Managing information where there is a complex forensic or risk issue:

Where there are any complex forensic/risk issues that are likely to impact on the return to work this should always be discussed with your clinical team.   The decision on how to approach this should be a team decision.  The clinical team need to support the vocational goal, and support you and the service user in managing any risks associated with the return to work.  We should of course also ensure that the criminal history does not preclude the person from working in their chosen area.  There is a help line which you can ring at Release to clarify this 0845 450 0275.  Please document any decision made by the team on JADE, ie their support for the vocational goal and how any risks should be managed in the return to work process.
 

If we are approaching an employer on behalf of the service user we should always discuss the criminal history/risk issues with them in as positive a way as possible, but what is said also needs to be agreed with the service user.  The disclosure form does give us permission to discuss information with the employer, but what information is passed on should always be discussed in detail with the service user eg an agreement around the statement that is used to describe the person's health condition ie simply "recovering from mental health problems or addictions", rather than diagnosis. (Please refer to the managing personal information form on the vocational assessment).  It will also be helpful to discuss sensitive information in person with the employer eg in the Forensic Teams we have agreed that the criminal record wont be discussed until a face to face meeting, it will of course be important to discuss the circumstances around the offence eg was the person unwell at the time, under pressure etc.  Please document any discussions with employers on JADE.
In terms of discussing risk the emphasis should always be on discussing risk relevant to the return to work, as well as how they can be managed effectively.
 

When it comes to individuals disclosing their criminal record to employers when asked in application forms or in interviews it is always helpful to support the service user to write a supporting statement or letter explaining the circumstances around the offence.  
 
What to do if a service user gets a job independently and it is deemed unsafe:

If a service user gets a job independently and you feel it is unsafe given their history this should be discussed with the clinical team immediately.    If they get a job which is appropriate and they have not disclosed their criminal history we can only advice them to do so, as this is the responsibility of the employer.  Again this needs to documented on JADE.   However, if the individual has a complex forensic history this would need to be discussed in detail with the clinical team.
 

For those of you who have any complex job retention cases, ACAS provide telephone advice.  

 


MANAGING PERSONAL INFORMATION IN RELATION TO RETURNING TO EMPLOYMENT OR EDUCATION
	Vocational Goal(s)


	

	Personal Strengths:
	

	Sensitive Information:
	

	Associated challenges or work restrictions:
	

	Agreed terms to describe and explain work restrictions/sensitive information in informal and formal situations eg Application, Interview, After Interview, in supervision, telling colleagues.


	

	Terms for use by the Employment specialist when approaching an employer for job development:
	

	Workplace adjustments that be required, eg graded return to work, time off for appointments, re-organisation of tasks, support in the workplace
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