TOR,
Ve

HCELLEN

Interim Module - Scenario-Based Learning

This module has been carefully designed to provide a structured, practical, and

theory-informed approach to mentoring in the prison context. It is organised into five key

parts:

A. Learning Outcomes outlines what learners will know, understand, and be able to do by

the end of the module;
B. Core Theory presents essential concepts, answers key questions, and references

relevant case studies or frameworks;

C. Practice Activities offer interactive exercises for applying theory and developing

mentoring skills;
D. Trainer Notes and Guidance provide crucial tips, reminders, and strategies for effective

facilitation, including how to adapt content for different learner groups and questions to

stimulate discussion;

and

E. Resources and References support further learning.

As a facilitator, please read D before implementing any of the activities, as it will guide
you through the content and ensure effective delivery. The module flows from theory (B)

into practical application (C), while trainer guidance (D) recontextualises the material and

offers practical advice to maximise learning outcomes.

A. Learning Outcomes

By the end of this module, learners will be able to:

1.

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
Union or OeAD-GmbH. Neither the European Union nor the granting authority can be held responsible for them.

Define Scenario-Based Learning (SBL) and explain its purpose within a learning and
development context.

Identify and describe the key components of effective SBL, including realistic
contexts, decision points, feedback loops, and consequences.

Differentiate SBL from other instructional methods and articulate its advantages
and limitations.

Recognise when and how to apply SBL in a training or educational environment to
enhance learner engagement and knowledge retention.

Evaluate and design basic SBL experiences, considering learner needs, learning
objectives, and practical implementation factors.

Reflect on the role of the facilitator/trainer in guiding and debriefing SBL activities
to maximise learning impact.
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B. Core Theory Content
Section 1: The method of Scenario-Based Learning
Questions answered in this section:

e Whatis scenario-based learning? How is it embedded into a session?
e What are the benefits of scenario-based learning?

Scenario-Based Learning (SBL) is a method of active learning in which participants engage
in realistic situations that require them to make decisions based on their subject
knowledge and professional competencies. The goal is not to memorise information, but
to apply skills in a practical context, facing the kinds of situations they are likely to
encounter in their real roles.

Learners are encouraged to take ownership of their actions and reflect on outcomes. This
type of learning actively trains problem-solving, critical thinking, and emotional
intelligence, while offering a safe space to make mistakes and receive feedback.
Participants are not passive recipients of knowledge, but are placed in meaningful,
challenging situations where their actions shape the experience.

Scenario-based learning can be adapted in different ways depending on the training goals:

e Individual vs group-based scenarios
e Structured (prepared) vs open (unprepared) scenarios
e Outcome-focused vs skill-focused design

For example, scenarios may be explored individually, where learners reflect and respond
on their own, or in groups, where discussion and collaboration deepen understanding.
Scenarios can also be structured, with clear, prepared details and guided questions
(usually used at the start of training new skills or in new environments), or open, where
learners are presented with a situation and must navigate it without prior preparation,
mirroring real-life unpredictability. Finally, the design can be outcome-focused, aimed at
reaching a specific resolution or “best practice,” or skill-focused, where the process of
applying techniques (such as boundary-setting, communication, or ethical
decision-making) is the main goal, regardless of the final outcome. This flexibility allows
facilitators to match scenarios to the desired learning objectives and the context of the
training.

Scenarios should always be based on realistic expectations and situations that
participants may genuinely face in their roles. In early stages of training, it is helpful to

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
Union or OeAD-GmbH. Neither the European Union nor the granting authority can be held responsible for them.
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start with familiar roles and settings. Once learners gain confidence, the complexity of the
scenario or unfamiliarity of the roles can be gradually increased. Similarly, breaking down
scenarios into smaller, recognisable parts can help build understanding before moving to
larger or more abstract situations. This approach helps guide learners step by step in how
they respond to situations, by breaking them down into smaller parts and adjusting
actions incrementally.

The use of SBL is closely linked to the 70:20:10 learning model, which suggests that 70% of
learning comes from experience. This method supports learners in practising specific
situations they are likely to face, improving through repetition and structured reflection.
The principle “practice makes permanent” is especially relevant: It is not sufficient to
understand a concept learners must apply and refine it through repeated practice.
Because the learning environment is low-risk, participants can explore different strategies
without fear of real-world consequences, which increases both engagement and learning
outcomes.

The process typically unfolds in three interconnected stages: theoretical background,
practicing scenarios, and reflecting on experiences. These three stages can operate in a
continuous cycle, where theory is introduced (e.g., 10 minutes), followed by scenario
practice and feedback (e.g., 10 minutes), with this sequence repeated multiple times
throughout a training session.

Theoretical Background

Before participants can successfully engage with scenarios, they must first acquire a clear
understanding of the fundamental goals of a task and the methods by which it should be
carried out. This involves outlining both the practical skills and habits of correctional work
and the core competencies that underpin effective performance. These fundamentals
provide the foundation on which scenario practice is built.

Practicing Scenarios

Scenarios offer an opportunity to apply theory to practice. They recreate real-life
situations, enabling learners to experience complexity, test strategies, and make mistakes
in a safe environment. Mistakes are an essential part of learning, providing space for
experimentation and adaptation without the risk of real-world consequences.

Reflection and Feedback

The final stage is reflection, supported by feedback. Self-reflection may occur between
scenario partner(s) at first. Subsequently, structured feedback between partners supports
identifying what went well, what requires improvement, and which alternative approaches
might be attempted in future. The cycle of practice, reflection, and feedback is what

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
Union or OeAD-GmbH. Neither the European Union nor the granting authority can be held responsible for them.
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transforms activity into deep learning.
For scenario-based learning to be effective, specific and timely feedback is essential.
Participants need to understand:

e What they are doing well
e What needs improvement
e What alternative approaches they could try next time

The feedback helps to reinforce learning and support the transfer of skills into practice.
The combination of doing, reflecting, and improving creates a powerful learning cycle.

Benefits of Scenario-Based Learning

Scenario-Based Learning (SBL) offers benefits that extend far beyond technical skill
acquisition. It strengthens both the individual and collective capacity of staff to navigate
complex, interpersonal, and ethically demanding environments such as correctional
facilities. The approach builds confidence, adaptability, and empathy - qualities essential
for fostering a safe, humane, and growth-oriented institutional culture.

1. Bridging Knowledge and Practice
SBL enables participants to translate theoretical understanding into concrete
behavioural change. By situating knowledge in context, learners see how their
decisions affect outcomes, colleagues, and those in their care. This process
strengthens judgment and situational awareness, critical in high-pressure
environments.

2. Developing Emotional Intelligence and Communication
Realistic scenarios evoke genuine emotional responses such as tension,
uncertainty, frustration, which are common to the correctional environment.
Working through these emotions in a guided setting helps participants build
self-regulation, empathy, and de-escalation skills. They learn not only what to do
but how to do it in emotionally charged moments and it helps them react
immediately under pressure.

3. Improving Team Cohesion and Shared Understanding
When conducted in groups, SBL promotes dialogue across staff hierarchies and
functions. Participants learn to understand and value perspectives from various
professional roles such as officers, mentors, managers, incarcerated individuals, or
educators. In doing so, SBL promotes mutual respect and helps establish a shared
professional language across disciplines. This collaborative approach strengthens
team cohesion and communication. /t is crucial, however, that trainers are familiar
with these different perspectives or can effectively represent them. Without this

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
Union or OeAD-GmbH. Neither the European Union nor the granting authority can be held responsible for them.
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balance, there is a risk of reinforcing stereotypes, misrepresenting roles, or
trivialising real challenges rather than fostering genuine understanding.

4. Encouraging Reflective and Ethical Practice
Through guided reflection, participants analyse the moral and relational
dimensions of their actions. This encourages critical self-awareness and a deeper
sense of responsibility, reinforcing the values of fairness, dignity, and professional
integrity within daily operations.

5. Enhancing Decision-Making Under Pressure
SBL exposes participants to dynamic, unpredictable scenarios mirroring real-world
constraints such as limited time, conflicting priorities, emotional strain. Practising
decision-making in these conditions helps staff develop mental resilience and
flexibility, improving their ability to respond effectively in actual incidents.

6. Supporting Sustainable Learning and Organisational Culture Change
Repeated scenario cycles create lasting learning habits. Over time, this approach
builds a culture of continuous improvement, where staff become accustomed to
reflection, feedback, and experimentation. In correctional settings, this shift
contributes to more open communication, proactive problem-solving, and a
stronger mentoring culture.

7. Linking to Mentorship and Peer Development
For mentors, SBL offers a framework to demonstrate best practice and guide others
through experiential learning. It transforms mentoring into a dynamic, co-learning
process where mentors are engaged actively in reflection and growth and
subsequently affect their mentor-mentee relationships.

Section 2: The structure of Scenario-Based Learning
Questions answered in this section:

e What are key elements of scenarios?
® How are scenarios created?
e |What is important to keep in mind?

For scenario-based training to achieve its intended outcomes, three elements are critical:
Goals, learning objectives, and success checks.

e Goals: Scenarios must be guided by clear goals that define what participants are
expected to learn or practice. These goals should specify the tasks, competencies,
and professional qualities under examination. Scenarios should mirror real-world
contexts that participants are likely to encounter in their roles and that they
consider to be purposeful.

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
Union or OeAD-GmbH. Neither the European Union nor the granting authority can be held responsible for them.
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e Learning Objectives: Through the Learning objectives, the participants
understand their goals of what they should learn or practice during the scenario.

e Success Checks: Success checks allow both participants and facilitators to
measure performance against expected learning objectives. Success checks are
clear & specific to give ideas of what behaviour should be displayed. They also
provide structure for evaluating behaviour, communication, and decision-making.
They form the basis for targeted feedback.

Three additional considerations support effective scenario delivery:

e Type of Role: Learners benefit from beginning with familiar roles, which build
confidence and reduce anxiety. More complex or unfamiliar roles can then be
introduced progressively to foster adaptability and deeper learning.

e Type of Training: Breaking scenarios into smaller, manageable sections prevents
cognitive overload. Once participants demonstrate competence in foundational
skills, more complex and less familiar situations can be introduced.

e Type of Scenario or Situation: Initial scenarios should reflect situations that are
familiar to participants. This creates a sense of psychological safety and eases the
transition into scenario-based learning before more challenging or novel situations
are introduced.

Scenario-based learning is grounded in the teaching of fundamental goals and tasks, as
well as how they should be carried out in practice. In this context, SBL supports both the
teaching of "jailcraft" (practical skills specific to the custodial environment) and the
broader development of professional competencies. It combines theoretical instruction
with real-world application through structured practice.

Scenario-based learning is distinct from role-play. It is not about “acting” or performing a
character for entertainment; rather, it is a structured method for practicing situations
participants are likely to encounter in their professional roles. In scenarios,
participants may take on their own role to practice applying skills, decision-making, and
professional judgment. At other times, they may be asked to interact with another person
portraying a different role, such as an incarcerated individual, a manager, or a
non-operational staff member, to simulate authentic workplace dynamics.

It is essential that participants approach these exercises with professionalism and
awareness: They should avoid exaggeration, stereotypes, or stigmatising behaviour, and
instead focus on realistic, respectful, and safe representations. Maintaining this mindset
ensures that scenarios provide meaningful learning, build empathy, and prepare
participants for real-world interactions without reinforcing bias or misrepresentation.

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
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Structure of a Scenario

Each scenario begins with the participants receiving the written or verbal scenario,
including the goal, situation, roles, desired learning outcomes, and success checks.
Participants then pair up or form small groups if multiple roles are required to take on the
roles outlined. Depending on the type of scenario and the trainer’s assessment of the
learners’ needs, each round typically lasts 2-3 minutes, allowing the learner to practice
applying skills in a realistic but time-limited setting. After the initial round, roles are
swapped, ensuring that each participant experiences the scenario from the learner
position at least once.

Once all participants have completed their turns, the session moves into reflection and
feedback. Feedback is structured to promote learning: 1 minute is allocated for the
observing participant to provide targeted feedback, followed by 1 minute for the learner
to self-reflect on their performance. This sequence is then repeated for the other
participant(s). This structured cycle of practice, feedback, and self-reflection ensures that
participants actively engage with the scenario, internalise lessons, and refine their skills in
a safe and controlled environment.

Creating Effective Scenarios
When designing scenarios, start by considering your learners:

e What is their prior knowledge of scenario-based learning?
e How confident are they in their current role?
e What specific learning outcomes do you want to achieve through this scenario?

Build scenarios around real-life situations that your learners are likely to encounter in
their work environment. Begin with simple, familiar situations, for example, initiating a
conversation or greeting someone, and gradually implement more scenarios with
increased complexity as learners grow more comfortable. This helps them build
confidence step by step before addressing more challenging or sensitive situations.

Keep the scenarios clear, concise, and realistic. Avoid making them overly long or
complicated, as this can distract from the learning objective. Seek feedback from
colleagues or professionals who work in similar roles to ensure authenticity, and always
pilot-test your scenarios with a peer before using them in a session.

Important notes for Scenario-Based Learning (SBL)

e Understand your learners.
Before designing or facilitating scenarios, take time to assess your learners’ prior

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
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experience, confidence levels, and familiarity with both the topic and the method.
Adapt the complexity of your scenarios accordingly.

e Work with a co-trainer or advanced mentor.
Especially when introducing new or challenging topics, having a second trainer or
experienced mentor helps demonstrate the scenarios before the learners will
practice with them. Highlight different best practices. Keep demonstrations short
and focused to avoid overloading learners before they practice themselves.

e Use the learning loop.
A strong session follows a recurring cycle of:
theoretical input » scenario-based application > reflection and feedback.
In a 50-minute session, plan for 2 to 4 loops, depending on the topic and learners’
experience. Each loop should build slightly in complexity, reinforcing learning
through repetition and variation. Reflection transforms experience into learning.
Use guided questions to help participants connect their actions to broader
mentoring principles and their real-world practice.

e Make success checks clear and simple.
Provide short, concrete criteria for what “good practice” looks like in each scenario.
Learners should always know what they are aiming for and how their progress will
be observed or assessed.

e Foster psychological safety.
Create an atmosphere where learners feel comfortable experimenting, making
mistakes, and giving/receiving feedback. Learning through scenarios works best
when participants trust the process and each other.

e Balance realism and learning focus.
While realism is key, avoid unnecessary complexity or emotionally charged details
that distract from the learning goal. Keep the scenario challenging but achievable.

e Debrief effectively.
After each scenario, dedicate time to group discussion or self-assessment. Highlight
what worked, what could improve, and link insights back to the theoretical
content.

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
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C. Practice Activities
List of Practice Activities:

Scenario 1: Voice concerns and create actions
Scenario 2: De-escalation and maintaining professional boundaries
Scenario 3: Improve collaboration across staff roles

Scenario 4: Build support skills through active listening

Scenario 1: Voice concerns and create actions

Goal: Apply assertive communication to wvoice concerns

effectively and encourage constructive collaboration across staff
groups.

Instructions: In pairs carry out the following scenario, swap roles in the middle.

Timings : 2x 5 minutes (3 minute practice + 1 minute feedback)

Trainer Tip: Advise your learners that if the scenario resolves quickly or ends before the
3-minute mark, to start again. This time, challenge the participants to adjust one element.
Repetition with small changes deepens learning and helps participants see how subtle
differences in approach can shift outcomes dramatically.

Situation: You are mentoring a prison officer, who is worried about an incarcerated
individual showing unusual behaviour: withdrawn, agitated, and recently involved in a
verbal altercation. The individual is due for release soon and lacks housing. Therefore,
your mentee had a conversation with the Housing & Employment Worker. The Housing
Worker was dismissive and said they were “already overloaded.” The officer left feeling
frustrated and powerless - at the same time they see no need to continue trying to act. As
the mentor, you now meet with the mentee to debrief the situation and encourage them to
find ways to act constructively without escalating conflict or giving up on the issue.

Roles

e Mentor (Learner): Your task is to guide the mentee to reflect on what happened,
identify what worked and what didn’t, and co-develop an action plan.
Encourage accountability, empathy for others’ roles, and strategic follow-up rather
than venting or blaming. Your challenge is to keep the mentee engaged and
solution-focused.

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
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e Mentee (Prison Officer): You are frustrated. You feel like nobody listens, and that it’s
not your job to chase others. You also do not think that it is worth it to try and take
action when you get dismissed anyway. You resist at first but may open up if the
mentor validates your concerns and helps you see options for next steps.

Learning Outcomes

Learn to advocate effectively for staff and incarcerated individuals.

Practice supporting mentees in turning frustration into purposeful, ethical action.
Learn how to coach reflection without dismissing emotions.

Strengthen collaborative problem-solving and follow-up planning skills.

Maintain a balance between empathy and accountability.

Practice creating shared understanding and agreement on next steps.

Success Checks

e Be polite and patient

e Listen actively and acknowledge the mentee’s frustration.
“It sounds like that was really discouraging - you did the right thing by raising it.”

e Help them identify what went well and what could be tried differently.
“What do you think made it hard for the Housing Worker to engage?”

e Clearly communicate that this concern requires action.

e Encourage concrete action and shared responsibility.
“What’s one step you can take next - could you send an email summary to document
the concern or bring it up in the next team briefing?”

e Reinforce the your role as a model for professional persistence.
“Sometimes advocacy means following up more than once - let’s think how to do that
strategically.”

Reflection Prompts

e Reflect on how effectively you voiced the concern and created actionable next
steps.

e Identify strategies that helped overcome resistance or hesitation.

e Consider how this approach can model professional communication and advocacy
for your mentee.

e Discuss how you as mentors can balance empathy, assertiveness, and collaborative
problem-solving in real situations.

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
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Scenario 2: De-escalation and maintaining professional boundaries

Goal: Apply de-escalation techniques, maintain professional boundaries, and
provide constructive feedback to support reflective learning.

Instructions: In pairs carry out the following scenario, swap roles in the middle.

Timings : 2x 5 minutes (3 minute practice + 1 minute feedback)

Trainer Tip: Advise your learners that if the scenario resolves quickly or ends before the
3-minute mark, to start again. This time, challenge the participants to adjust one element.
Repetition with small changes deepens learning and helps participants see how subtle
differences in approach can shift outcomes dramatically.

Situation:

During a lunch break in the canteen, two incarcerated individuals get into a heated
argument over seating. Voices rise quickly, and the atmosphere becomes tense. Your
mentee, a prison officer in training, intervenes but raises their voice and issues sharp
commands. The situation stabilises, but the interaction leaves tension among those
present. The mentor, who observed the event, now needs to support the mentee in
reflecting on their response and introducing alternative de-escalation strategies, while
managing the mentee’s defensiveness about their actions.

Roles:

e Mentee Prison Officer: You believe you acted appropriately as “the situation needed
control.” You feel slightly criticised when the mentor questions your approach.

e Mentor (Learner): Your task is to guide the mentee toward recognising what went
well (e.g., quick response, attention to safety) while reflecting on tone, body
language, and alternative de-escalation techniques. You must manage
defensiveness and resistance without triggering shame or withdrawal.

Learning Outcomes:

Applying de-escalation techniques.
Maintaining professionalism while acknowledging human emotions under stress.
Providing reflective feedback that encourages self-awareness and learning.

Handling defensiveness constructively, focusing on growth rather than correction.

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
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Success Checks:

Keep a calm tone and open stance (modelling de-escalation).
Use clear, non-threatening communication.
Recognise the mentee’s effort before offering critique.

Focus your feedback on behaviour, not personal traits (“When you raised your
voice...” instead of “You were too aggressive”).

e Support the mentee in identifying an alternative response instead of directing
them.

Reflection Prompts:

What emotions did you experience during the event?
How did the mentor’s tone and language affect the mentee’s openness?
What strategies could help the mentee feel supported, not judged?

How can feedback sessions mirror the same de-escalation principles used in
conflict situations?

Scenario 3: Improve collaboration across staff roles

Goal: Develop mentors’ capacity to navigate and mediate across

hierarchical staff roles while ensuring concerns are addressed
through respectful, assertive, and effective communication.

Instructions: In pairs carry out the following scenario, swap roles in the middle.

Timings : 2x 5 minutes (3 minute practice + 1 minute feedback)

Trainer Tip: Advise your learners that if the scenario resolves quickly or ends before the
3-minute mark, to start again. This time, challenge the participants to adjust one element.
Repetition with small changes deepens learning and helps participants see how subtle
differences in approach can shift outcomes dramatically.

Situation: A new officer has noticed worrying changes in an incarcerated person’s
behaviour such as agitation, isolation, and loss of appetite. Concerned, they report it to a
senior officer, who dismisses it as “not serious” and says, “He’s just playing you.”

The new officer feels unsure how to proceed, worried about overstepping, but also uneasy
leaving the concern unaddressed.

As a mentor, you are brought in to support the situation. You must help the new officer find
an appropriate way to re-raise the issue, while maintaining professional respect for the
hierarchy. At the same time, you may have to speak to the senior officer yourself to model

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
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constructive dialogue between colleagues and promote a culture of collaboration and
responsibility.

Roles:

e Mentor (Learner): You mediate between the new officer and the senior officer.

Your aim is to help both sides understand each other’s perspectives and
responsibilities, ensuring the welfare concern is not ignored.

You guide the new officer to communicate assertively and frame their concernin a
way that aligns with institutional priorities (e.g. safety, duty of care).

You may also gently challenge the senior officer’s dismissive attitude by inviting
reflection rather than confrontation.

e New Officer: You’re new and hesitant. You feel undermined but still believe the
concern is important. You want guidance on how to speak up without being
disrespectful or seen as “naive.”

e Senior Officer: You’ve seen many similar cases and are confident in your experience.
You initially downplay the concern (“We can’t chase every small thing”). However, if
the mentor communicates effectively by acknowledging your experience while
underlining shared goals and responsibilities, you become more open to revisiting
the issue.

Learning Outcomes:

e Learn strategies for escalating concerns appropriately.

e Develop mentoring strategies for navigating complex team dynamics and
hierarchies.

e Model assertive communication that balances respect and accountability.

e Practice reframing concerns to align with institutional goals and shared
responsibilities.

e Strengthen skills in promoting collaborative reflection rather than defensiveness.

Success Checks:

e Your tone remains professional and respectful

e Model bridge-building communication: listening to both sides, naming shared
goals (“We all want to keep people safe”), and avoiding blame.

e \Validate both perspectives.

e Reframe the concerns if required

e Guide the mentee to phrase concerns in an evidence-based way: “I've observed
these changes over the past week, can we document them together?”

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
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e Maintain professionalism and calm authority throughout.
e Encourage actionable follow-up (e.g., completing a welfare report, flagging to
healthcare, or setting a review meeting).

Reflection Prompts:

e How can mentors help bridge hierarchical gaps while preserving trust?

e What language helps reframe concerns so they are received seriously?

e How can mentors model advocacy and accountability without undermining senior
authority?

e How does this approach build a culture of open communication and shared
responsibility for safety and well-being?

Scenario 4: Build support skills through active listening

Goal: Develop your ability to recognise and respond appropriately

when a mentee shows signs of emotional distress after a critical or
stressful incident, while maintaining professional boundaries and
supporting wellbeing,

Instructions: In pairs carry out the following scenario, swap roles in the middle.

Timings : 2x 5 minutes (3 minute practice + 1 minute feedback)

Trainer Tip: Advise your learners that if the scenario resolves quickly or ends before the
3-minute mark, to start again. This time, challenge the participants to adjust one element.
Repetition with small changes deepens learning and helps participants see how subtle
differences in approach can shift outcomes dramatically.

Situation: A mentee was recently involved in dissolving a violent altercation between two
incarcerated individuals. Since then, they seem withdrawn and distracted. During a
supervision, you, the mentor, notice changes in their tone and body language, they’re
quieter, avoid eye contact, and dismiss concerns with “I’m fine.”

Your task as the mentor is to use the mentoring conversation to provide space for the
mentee to talk, without forcing disclosure. You aim to support them emotionally while
reinforcing professionalism, normalising reflection, and connecting them to appropriate
follow-up resources if needed.

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
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Roles:

e Mentor (Learner): You are concerned about your mentee’s wellbeing. You notice
something is off as they’re not engaging like usual, and seem unsettled.

Your goal is to open a supportive conversation that balances empathy and
professionalism.

e Mentee (Distressed Officer): You experienced a violent incident and are struggling
internally since then, feeling shaken, maybe guilty, or angry. You’re reluctant to talk
about it, saying “It’s fine,” “Just part of the job,” or making light of it. If the mentor
is calm, empathetic, and respectful, you may gradually open up and reflect. If they
push too hard or seem judgmental, you close down further.

Learning Outcomes:

Show empathy and patience without pressuring disclosure.

Recognise boundaries.

Identify verbal and non-verbal signs of distress in colleagues or mentees.
Practice empathetic listening and supportive communication.

Balance care with professionalism to avoid over-involvement or role confusion.
Build confidence in managing emotionally charged conversations.

Reinforce mentoring as a space for reflection and growth, not emotional
containment.

Success Checks:

e Demonstrate active listening by maintaining eye contact, using open body
language, paraphrasing what was said, and avoiding interruptions.

e |nitiate the conversation appropriately and use silence as a tool.

e Do not dismiss or dramatise feelings. Use validating statements (“It’s
understandable to feel shaken after that.”).

e Maintain boundaries by listening, supporting, but not “therapising.”

e Offers options for professional support or peer debrief without forcing uptake: “It
might help to talk to X or request an occupational health appointment. If you want,
I can help you arrange this.”

e Encourage disclosure without pressure and avoid repeated questioning or
insistence.

e Recognise cues of withdrawal and adapt approach accordingly.

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
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Reflection Prompts:

What subtle cues indicated the mentee was not fine?

How can mentors model resilience and self-awareness?

What follow-up actions would be appropriate? How do you best suggest these?
How can this kind of conversation strengthen trust and team culture?

D. Trainer Notes & Guidance

You can use this structure for your scenarios:

PRACTICE @

Situation: (Here you insert the scenario your participants are presented with)

Success Checks:
* (Here you add specific goals
that the participants should
test and adhere to)

Learning Objectives:
* (Here you add specific objectives for the practice)

Mentor (Learner):
Here you add the description of the situation from the Mentor’s perspective.

Mentee
Here you add the description of the situation from the Mentee’s perspective.

Timings: Here you specify timings for swapping roles & feedback

In the following section, you will receive guidance on how to facilitate Scenario-Based
Learning (SBL) effectively. This guidance focuses on enhancing participant engagement,
supporting reflective learning, and ensuring scenarios are realistic, safe, and impactful.

Key Take-Aways:

e Emphasise the purpose of scenario-based learning as central to the overall learning
journey. This should be made explicit at the start of the session to increase
participant buy-in.

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
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Adapt the practice examples to the learners’ context, using terminology, situations,
and role dynamics familiar to the group.

Encourage active participation, openness, and reflection throughout. This includes
creating space for peer-to-peer feedback, guided self-assessment, and structured
group discussions following each activity.

Link feedback and reflection directly to the predefined learning objectives and
success criteria outlined in each scenario.

Encourage Active Participation and Ownership

Why it matters: SBL is experiential. Participants learn most when they actively make

decisions, take responsibility for outcomes, and reflect on their actions. Passive

observation limits the depth of learning.

How to do it:

e Invite participants to engage fully with their assigned roles, emphasising that
mistakes are part of the learning process and that even if they have a lot of
experience, they can model their behaviour to others.

e Discourage participants from “talking through” the scenario rather than actually
holding the conversation. They should not be using statements like “If | was the
mentee, | would say X.” but rather actively be, speak, and react as their assigned
roles.

e Use prompts to encourage problem-solving: “What could you try differently here?”
or “What might happen if you take this approach?”

e Ensure participants take turns in the multiple roles to build perspective and
understanding of diverse viewpoints.

Practical tips:

e Pair or small-group reflections before whole-group discussion increases comfort
with sensitive or challenging scenarios.

e Model engagement by demonstrating a short scenario, showing both effective
strategies and reflective thinking.

e Reinforce that learning comes from action, reflection, and feedback not from

perfection.

Gentle prompts:

“How did your choices influence the outcome?”
“What would you do differently if faced with this again?”

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
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e “How might someone in another role see the situation?”

Maintain Psychological Safety

Why it matters: Participants must feel safe to experiment, make mistakes, and share
reflections without fear of judgment. Psychological safety enhances honest
self-assessment and learning with and from peers.

How to doit:

e Set clear expectations at the start: mistakes are expected, and all contributions are
valued.

e Avoid singling out participants for criticism; focus feedback on behaviours and
strategies, not personal traits.

e Monitor group dynamics to ensure supportive interactions.

Practical tips:

e Begin with familiar roles and low-complexity scenarios before introducing
unfamiliar or high-stress situations.

e Use structured feedback cycles to give everyone a predictable, safe way to reflect
and receive input.

e Normalise emotional reactions in scenarios while maintaining professional
boundaries.

Gentle prompts:

e “What did you notice about your reaction in that scenario?”
o “What strategies helped you feel more confident in this situation?”

Use Reflection and Feedback Effectively

Why it matters: Reflection turns action into learning. Structured feedback helps
participants understand what worked, what needs improvement, and alternative
approaches.

How to do it:

e Allocate specific time for partner reflection as part of each scenario loop.
e Encourage participants to connect reflections to broader professional principles
and real-life contexts.

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
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e Ask and display open-ended questions to guide reflection: “What surprised you
about your response?” or “How might this apply in your workplace?”

Practical tips:

e Model reflective thinking by sharing your own observations in a constructive way.

e Summarise recurring themes across participants to reinforce learning.

e Use success checks to focus feedback on observable behaviours, not subjective
judgments.

Gentle prompts:

e “Which part of this scenario challenged you the most?”
e “What strategies could you try next time?”
e “How did your actions align with professional or institutional expectations?”

Balance Realism and Learning Focus

Why it matters: Scenarios must feel authentic to engage learners, but unnecessary
complexity or emotional overload can reduce learning.

How to do it:

e Start with scenarios that reflect familiar situations and gradually increase
complexity.

e Keep scenarios concise and focused on the learning objectives.

e Make it clear to the participants that it is crucial to represent roles respectfully,
avoiding stereotypes or exaggeration.

Practical tips:

e Pilot-test scenarios with a colleague to ensure clarity and realism.

e If ascenario resolves too quickly, encourage participants to repeat it with one small
change to deepen learning.

e Emphasise critical thinking over “correct answers” as the process matters more
than the outcome.

Gentle prompts:

e “Does this scenario reflect what you might experience in your role?”
e “What small adjustment could change the outcome?”

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
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Model Professionalism and Facilitation Skills

Why it matters: The trainer’s behaviour sets the tone for learning. Clear, calm, and

empathetic facilitation encourages participants to adopt similar behaviours in scenarios
and professional practice.

How to do it:

e Demonstrate calm, open communication during explanations, scenario
demonstrations, and debriefs.

e Reinforce professional boundaries while showing empathy and responsiveness to
participants’ reactions.

e Guide participants to observe and reflect on both their own actions and those of
others.

Practical tips:

e Use co-facilitators or mentors to demonstrate best practices, especially for complex
or sensitive scenarios.

e Monitor participant stress or disengagement and adjust pacing or scenario
complexity as needed.

e Link scenario reflections explicitly to theoretical content and institutional practices

to strengthen transfer of learning.

Gentle prompts:

“Notice how your tone influenced the other person’s response.”
“How might you apply this approach in your workplace tomorrow?”
“What would you do if faced with a similar challenge outside the training session?”

Reinforce Learning Through Loops and Repetition

Why it matters: Repetition with variation strengthens knowledge retention and skill
development. Each cycle of theory - practice > reflection builds confidence and mastery.

How to do it:

Plan multiple loops in each session, increasing scenario complexity gradually.
Encourage participants to repeat scenarios with small changes to explore
alternative strategies.

Use reflection after each loop to consolidate lessons and link to learning objectives.

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
Union or OeAD-GmbH. Neither the European Union nor the granting authority can be held responsible for them.
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Practical tips:

e Limit loop duration to maintain engagement (2-3 minutes per practice, followed by
1-2 minutes reflection). You can increase this time for more complex scenarios or
those with several roles.

e Rotate roles to ensure participants experience different perspectives.

e Capture key takeaways on flipcharts or slides for reference and reinforcement.

Gentle prompts:

e “What changed when you approached the scenario differently this time?”
o “Which strategy helped you handle the situation more effectively?”

E. Resources and References

e Why You Should Focus on Scenario-Based Training - Chief Sam DiGiovanna,
Corrections1 (2018): Explains the importance of realistic, scenario-based trainingin
correctional  settings, emphasizing preparation, safety, and effective
decision-making. Read here

e A Beginner’s Guide to Scenario-Based Learning - Harry Cloke, Growth
Engineering (2023). Introduces the concept of scenario-based learning, outlining its
benefits, types, and practical design tips for training. Read here

e Practice Perfect: 42 Rules for Getting Better at Getting Better - Doug Lemov
(2012). A practical book on deliberate practice, error correction, and structured
feedback relevant to building effective scenario-based training. Read here

e Scenario-Based Training in Law Enforcement — Bankert (2024)

Examines how scenario-based learning builds decision-making and ethical
responses in law enforcement, with lessons transferable to corrections. Read here

e Changing Police Personal Safety Training Using Scenario-Based Training —
Cushion (2022). Discusses adapting personal safety training for police through
scenario-based approaches, relevant for handling risk and ambiguity. Read here

e Reentry Simulation in Community Corrections — Winkler (2025)

Explores the use of reentry simulations in community corrections, focusing on
realism and sensibilising staff on reintegration challenges. Read here

Views and opinions expressed are however those of the authors only and do not necessarily reflect those of the European
Union or OeAD-GmbH. Neither the European Union nor the granting authority can be held responsible for them.

42 Co-funded by
the European Union


https://www.corrections1.com/corrections-training/articles/why-you-should-focus-on-scenario-based-training-ZDuLf7mUey3A5o5P/
https://www.growthengineering.co.uk/a-beginners-guide-to-scenario-based-learning/
https://www.wiley.com/en-us/Practice+Perfect%3A+42+Rules+for+Getting+Better+at+Getting+Better-p-9781118216583
https://digitalcommons.liberty.edu/cgi/viewcontent.cgi?article=7271&context=doctoral&utm_source=chatgpt.com
https://www.frontiersin.org/journals/education/articles/10.3389/feduc.2021.796765/full?utm_source=chatgpt.com
https://www.aca.org/common/Uploaded%20files/Publications_Carla/Docs/Corrections%20Today/2025%20Articles/CT_Spring%202025_Reentry%20Simulation%20in%20Community%20Corrections.pdf?utm_source=chatgpt.com
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