
Brighter Futures values are like the foundations of a building or the threads of a fabric.       
They underpin everything we do, unite all our activities and give us our special character.    
Brighter Futures values are not negotiable. They are not subject to fashion or expediency. 
They must be embodied in everything we do and we will refuse to undertake anything that 
doesn’t accord with our values.    
Brighter Futures values are backed by our thinking. This brochure de�nes them. They will      
be discussed and internalised in our training. They will be promoted in our literature.           
They will be applied in everything we do with customers, sta� and the wider community.

values

e ective solutions for complex needs

Our values

passionate

creative

equal

empowering

sustainable
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We have BELIEF and ENERGY
Passion comes from within; passion is a strong emotional driver to action, it gives us energy
which we would not otherwise summon. A policy that ordered us to be passionate would 
be a contradiction in terms. Passion is a combination of belief and energy. It cannot therefore
be ordered, instead this policy seeks to create conditions in which it will spring up naturally.

Passion can be imitated or pretended (as with the salespersons’ exhortation to “have a nice 
day” or the politicians claims to care about every elector). However, passionate displays that
are based on pretence, self interest or mere compliance with a policy are rarely convincing.
Their lack of authenticity is a turn off for the audience to whom they are addressed.

Respect

Similarly real passion, however unsophisticated in its’ demonstration, will usually command 
respect. The passion of demonstrators in the ‘Arab Spring’ of 2011 impressed world leaders 
and created an unstoppable movement for change. Individuals sometimes talk of the 
passionate kindness they received from individual hospital staff with more gratitude than 
they have for the much more skilled surgeon.

The passion of Brighter Futures staff is often noted and appreciated by our customers. 
It is our passion that marks us out from tired public servants who produce a set of 
prescribed interventions but don’t communicate any real humanity or care.

Energy

Passion generates energy for individuals and organisations around them. It makes our lives 
or our work more fun. If we feel passionate about someone else, we will find energy to 
make them happy (have you ever ironed a lover’s clothes?). Similarly, teams can generate 
energy where they feel passionate about achieving a goal (think of the energy of the 
teamwork that supports a Formula 1 driver).

Brighter Futures makes passion one of its key values, because it gives us the energy we 
need to produce a greater quantity and a higher quality of support than we would 



otherwise do. We know that passion comes from within, so we do not make a policy that 
demands it. Instead, we set down here some pointers to help us all to recognise passion 
when we see it and to both encourage it in others and liberate it in ourselves.

Being passionate

PASSION IS full of enthusiasm, energy and joy.

PASSION IS NOT cautious, risk averse or unnecessarily defensive.

PASSION IS creative, attractive and innovative.

PASSION IS NOT boring, in a rut or backward looking.

PASSION IS people centred, committed and listening.

PASSION IS NOT minimalist, expedient or by the book. 

PASSION GETS results, more work, the extra mile and better support for us and 
our customers.

PASSION IS NOT clock watching, waiting to be asked or measuring what my 
colleagues are doing. 

PASSION IS trying to get it right all the time, but recognising that if at first I don’t succeed, 
I can try again. At our best we are all passionate.

Dangers

Sometimes neediness can masquerade as passion. Someone may want to be liked or 
needed. They may try to achieve these ends by persuading customers to like them or need
them. They may appear to be helping customers with passion. The reality is that they are 
only really trying to get their personal needs met and they are likely to abandon a customer 
at a vital time if further involvement doesn’t suit them at that point.

Similarly, someone who doesn’t recognise the need for self-discipline or boundaries may 
excuse their slapdash attitude by pretending that it is passionate. Having passion doesn’t 
excuse us from the normal discipline of being professional. Indeed, it imposes the challenge 
of learning to integrate best professional practise with a full expression of our humanity.

How do we encourage passion?

� Nurture yourself and your physical and mental
health. Ensure that you are physically and 
mentally capable of acting out the feelings 
of passion when they arrive. Rest when you
need to; avoid excessive alcohol on nights 
before work.

� Deal with blocks to passion as they arise. This 
may mean confronting minor disagreements 
or miscommunications with colleagues. It may 
mean asking questions or seeking training. 
It could mean dealing with mistakes or areas 
of under performance. It could mean many 
other things.

� Celebrate your successes and those of your 
colleagues and customers. Think of ways of 
encouraging a culture of appreciation. 

� Just risk loving each other!
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We make NEW and EXCITING solutions
In a million years if there is such a person as an archaeologist, they will perhaps say that 
the defining feature of human beings was that we had creativity. Unlike animals, we are 
able to create things of beauty and devise new solutions to problems or situations that 
stretch our thinking and feeling to new areas. To be creative is to make something that is 
new, functional and in some way elegant. 

Sometimes our creativity is verbal, musical or visual but sometimes it involves solutions, 
policies or actions.

Any of us can carry out our everyday tasks in a conventional way or we can be creative and 
do something that is new. 

Brighter Futures seeks to be creative because:

� We seek to help people who have fallen through 
the net of conventional services and solutions.

� We want to create new situations from the old ones.

� Being creative gives a freshness to all our contacts 
with customers and thus expresses our passion.

� Being creative expresses our commitment to think about individuals 
and society and thus demonstrates our commitment to them.

� Being creative ensures that we keep all our policies under constant review and ensures 
that we find new ways of making them cost effective and outcome effective.

� Creative activities give customers a new language with which to express 
themselves and work out their problems. Sometimes they give customers
an opportunity to ventilate or sort out their problems via a sort of proxy.



Challenges

Being creative is not without challenges: 

� It is hard to measure or guarantee quality if we all do things differently. 

� It would be hard for a customer to know what to expect (or what is expected of them) 
if we do not have some fixed structures and methods.

� We would waste a lot of resources if we were constantly re-inventing the wheel.

How Do We Encourage Creativity?

� We focus on people and outcomes. An outcome is not what we will do but the difference
we are trying to make. This means holding uppermost in our minds the outcomes we want
to achieve with our customers and thinking creatively about how best we can do that. 
We cannot empower customers to think and make better choices if they are not clear
what they are trying to achieve.

� Of course systems, structures and processes are important in that they help us achieve 
the outcomes. Working creatively means we continually check that our processes, systems
and structures do what we need them to do in a way that is right for the customer and in
line with our values.

� For example, health and safety is really important, it allows us and our customers to stay
safe. Thinking creatively about how we can prevent risks arising and when they do how
we can best manage them, enables us to do things we otherwise may not be able to do. 
If we do not have a creative approach to health and safety then it will very quickly become
something that stops us achieving our outcomes. 

� If we find our systems prevent us doing the things we need to do, we should examine them
and use our creativity to change them for the better. This change will only work if the need
for it and the proposed changes are agreed and we are learning from each other. Things
are not better if a few people make a change, do not tell others about it and everyone
ends up doing things differently.

� We encourage creativity when we invite people to be part of a change process and our
communication systems makes sure that the reasons for the change and how it will help
us be more cost effective or deliver better outcomes is told to all so the learning and
change is shared.
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We seek to UNDERSTAND every type of
PREJUDICE and challenge them all

We aim to assist everyone, customers, staff, partners and volunteers to achieve equality 
of opportunity and respect.

Achieving this involves recognising that there are structures in the world which act 
against some specific groups in a negative way and prevent them from achieving their 
full potential. The mechanisms by which society denies people equality are not random 
or accidental; they are systematic and all pervasive. Many of them are operated by good 
people who are simply unaware of the effect of their behaviour or misconceptions. 
For this reason, we need to counter these mechanisms with an equally sophisticated, 
very specific and conscious package of thinking and actions.

Oppression
The mechanism by which society denies people the equality that is due to them is called 
oppression. Oppression is where a group of people systematically deny someone else 
the right to be proudly and powerfully themselves on the basis of that person’s 
membership of a particular group. Oppression is usually, but not exclusively perpetrated 
by groups which are seen as being more powerful than their target.

This definition clearly distinguishes between oppression and many other forms of 
undesirable behaviour that we would all deplore. For instance, it does not cover bad 
behaviour by neighbours who know each other but just don’t get on.

Oppression leads to behaviour from jokes at the expense of particular types of people 
to harassment at work or hate crimes like street attacks, rape or murder. Although some 
oppressive behaviour can be seen as harmless, it should never be tolerated because it 
becomes part of a relentless pattern and even relatively harmless jokes can erode self 
esteem when combined with the systematic assault which a member of an oppressed 
group has already suffered.



Oppressive behaviour is part of a systematic assault on a person’s power. Typically it 
begins with early childhood when stereotypical views of groups of people are peddled 
as though they were the norm and young people are punished if they step out of these 
stereotypes (big boys don’t cry, nice girls don’t get angry, only cissies like poetry, 
foreigners don’t behave properly). During childhood the oppression of young people is 
omnipresent and makes the imposition of stereotypes and a reduction of self worth easy 
to achieve. Children are comparatively powerless and are not expected to have views, 
opinions or behave in ways that contradict those of the adults who are expected to 
‘control’ them. From an early age we are taught that children should obey their parents 
and teachers because they are too young to have sensible views and opinions (Mummy/
Daddy/teacher knows best, you will understand when you are older and wiser, respect 
your elders). We come to believe that this is the way the world is. 

Internalisation
As we grow older we are likely to escape from the role of the oppressed and powerless 
youngster into the relative comfort of believing what we have been told about the 
group(s) we belong to. We internalise the limiting effects of the misinformation in preference
to fighting the system all our lives (wives should obey their husbands, working class 
people should know their place, gay people should stay away from children, there is only 
one ‘right’ way to do things so people who are culturally different from us are ‘wrong’).

We may not have made a conscious decision to believe these things, it becomes part of 
our frame of reference. They are so deeply ingrained within us we can struggle to think 
that things could be any other way. This process of internalisation is particularly dangerous,
because it means that many of the people who belong to oppressed groups will reject 
the leadership of those who seek their liberation. Their voices will be quoted to give 
support and justification to the oppressor (“I think these feminists take things too far”, 
“I’ve never suffered from racism”, “Disabled people can’t expect everything to be changed 
to accommodate them”).

Stereotypes
Oppression is targeted at those who are (or are perceived to be) a member of a particular 
group. Attached to each of these groups is a series of oppressive stereotypes which 
purport to describe inescapable characteristics of each member of the group. They are, 
in fact, dangerous and damaging myths. Thus it is said that all older people are slow or all 
young people are reckless. It is often suggested that all Pakistani people are religious 
(actually, increasing numbers are very secular even though they probably identify as 
Muslims). Even worse, all Muslims are sometimes seen as terrorists (this was a charge that 



used to be levelled at Catholics during The Troubles in Northern Ireland). It is easy to see 
why stereotypical labelling is dangerous. If all women are good at caring it makes it difficult 
for those who are drawn to something else to feel proudly and powerfully female. If real 
men are protectors of a family, it makes it hard for gay men to believe in themselves.

We can use our knowledge of the oppressive stereotypes in our work to help to refine the 
support we offer to colleagues or customers. For instance if someone is an older colleague 
in a younger team, we can check out (but not assume!) whether they feel less able/energetic
or flexible than their colleagues. A customer who is gay or a woman may find it harder to 
understand sexual exploitation as anything other than an inevitable part of their lot.

We have all picked up stereotypical images of certain groups as we have grown up. It is 
important to identify these and to recognise that they are not our fault. They were put 
in place at a time in our lives when we were being systematically denied our power. 
They will often be unconscious feelings and should be treated as such. They are now 
an anachronism which must be re-examined in the light of our experience and the 
available evidence.

How do we counter oppression?

We can help this process in a number of ways:

� By finding out the diverse groups that are represented 
amongst our colleagues or customers.

� By reading about these groups (ethnic and sexual minorities 
have newspapers and other periodicals, there are novels and 
factual accounts of almost every oppression).

� By asking our colleagues and customers what it is like to be part of 
their group (and always being aware that they might not wish to 
provide this evidence and may have internalised much oppression)

� By visiting relevant places (Mosques, Gudwarra’s, gay clubs, 
womens centres, day centres for older or disabled people…)

� By examining our attitudes and history to work out where 
the oppressive stereotypes might still lurk.

Organisationally Brighter Futures is committed to monitoring all its work so that we can 
be aware of any unwanted stereotypical bias that creeps in. It is important for us all to 
contribute to this statistical work because it is only by monitoring the facts and figures 
that we will detect potentially unconscious bias.
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We know how to SUPPORT 
each other to be POWERFUL

“Support is someone from outside my cycle of stresses, offering me their thinking so that 
I get back in touch with my ability to do what I need to be able to.”

This applies to the way we support one another, whether it is us supporting our customers, 
colleagues or a manager supporting a member of their team. It is how we help people to 
be empowered, to have control in their lives and to realise their potential.

In order to understand what this means in practice we need to explore;

Feelings and where they come from

Having control and being empowered

Thinking and deciding

Feelings

We all have feelings, physical feelings, artistic feelings and emotional feelings. Feelings are 
really important, they stimulate us to act. They help us be creative, commit to helping 
others, speak out against injustice; so much of the world has been changed for the better 
because many people felt that things were not right or not fair. Many of us do the work 
we do because we want to help other people. We feel that homelessness is not right or 
that it is unfair that people with mental health needs have a poor quality of life. These are 
good feelings and are very important to us.

Physical feelings of pain mean we act quickly to move away from danger; they protect 
and keep us safe. We are also stimulated to help others in danger, a soldier who risks his 
own safety to bring an injured colleague back from enemy lines, feelings like courage, duty 
and justice are very important. Love and happiness bring joy and fulfilment into our lives.

Some feelings are dangerous, and negative, the feeling of being unable to cope, feeling 
overwhelmed at the loss of someone or something, feeling guilty, worry and anxiety. 



We have experience of some of these negative feelings, feeling that you must have 
another drink, cannot cope without taking drugs, anger that leads to violence.

The problem with feelings is that although they are a fundamental part of what makes 
us human we do not choose to have them. They stimulate us to act but they come from 
our unconsciousness. Importantly, feelings come from our past. Our past has given each of 
us a rich history of pleasures and pains. The feelings associated with past events will be 
reawakened each time we are in a situation that reminds us in some way of the time 
that we first experienced them. Feelings are stimulated by things that happen now but 
the actual feeling that is stimulated is one of a memory fixed in our past.

For example going into a classroom, or a room that reminds us of a classroom, will stimulate
the feelings we had associated unconsciously with feelings we had during our school days. 
If school was a positive encouraging and happy experience we will feel those things. 
If we were bullied, did not do well or were told we were stupid and useless, then those 
feelings will come back. We will then respond to these feelings. We may feel happy and 
assured and enjoy a learning experience.

Alternatively those feelings of being stupid and frightened may overwhelm us and rather 
than engage and enjoy the experience we will feel overwhelmed by emotion and unable 
to engage with what is happening in the here and now. Those feelings may mean we 
become convinced we will never be able to learn, we withdraw or we become easily 
distracted and not be able to concentrate. We may tell ourselves, “I knew I would never 
be able to do it”. Actually, we didn’t know, we felt. We have not thought and decided 
because our unconscious feelings determined our actions.

Feelings take over in many other places. For instance, people who have done heroic 
things will say they don’t know why they did something they just did it, they didn’t think 
about it. Many people experience falling in love as a pull that they don’t understand 
and know often that the person whom they love is unsuitable. Partners are often like 
parents or previous and unsatisfactory lovers. This is because love is based on feelings 
which come from the past. 



Having control and being empowered

We have defined our key value of ‘empowering’ as to have control in our lives. We accept 
that it is very important for us to be in control, to take decisions and make better choices 
that will give us the outcomes that we want. If we act on our feelings we are acting out 
things from our past which we cannot change or control, in the present. We are not 
making better choices. The problem with feelings is that we are not in control of them and 
if we are not careful they take control of us. 

Similarly, however, if we try to ignore our feelings we will become cold and inhuman and 
prey to them overwhelming us when we least want them. Accordingly, we have to 
recognise the nature of feelings and the difference between feelings and thinking so that 
we can integrate both into our lives. 

We accept we have feelings and that they are important to us, but on their own they 
rarely act as a useful guide for action. To achieve control, to be empowered, we need to 
have and acknowledge our feelings to be able to express them, but before we act we need 
to think and decide how we will act. Control comes from our conscious decision making. 

Someone who has tried to lose weight may recognise the time they found themselves 
standing at the fridge door eating and wonder quite how that happened? We had not 
thought about it but we responded to a feeling and the feeling said “eat”. The feeling we 
responded to may not have been hunger, when we were young we may have been 
given food to “cheer us up” or were told that “good” children ate their dinner, so we ate. 
We can be stimulated to eat to satisfy feelings other than hunger. We might be stimulated 
to eat by sadness or anxiety. We feel, so we do. Not being in control of our actions is very 
common. How many times have we heard people say “I felt, I did not think I just acted, I could
not help myself”? In other words, I had a feeling and I did something, I was not in control. 

Think and decide

To be in control we have to do something differently in response to our feelings. We need 
to know that, in future we will benefit from the ways in which feelings can give us positive 
qualities like energy, or courage or compassion or patience but we also need to reassure 



ourselves that we never have to give in to the ways in which they appear to be forcing us 
to doubt ourselves or act impulsively or lazily. We need acknowledge and express our 
feelings, collect information about what is happening, think about what we want to 
achieve and then make a decision based on thinking about the evidence that is available 
to us. 

If we try to give up smoking the feeling that we want a cigarette and “must” have one, 
can be all consuming, we cannot stop this feeling but if we think about what we want, 
to be healthy, to save money and all the other reasons we try to stop, then we make a 
decision not to have a cigarette. We think about this and decide to use patches or gum to 
help control the feeling. In thinking and deciding we take control. If we decide to give up 
on our birthday, or during the happy summer months, we may be able to harness good 
feelings and therefore energies, associated with those times to help us to give up.

How do we encourage empowerment?

� The motivational interviewing and Covey’s circle of concern and influence, 
being proactive and resourceful, are tools that help us to help ourselves, 
each other and our customers acknowledge feelings and then think and 
decide and to use this as the basis for our actions.

� We might use tools like the ‘Lunchtime Stress Buster’ (described 
in a separate leaflet) to help keep each other powerful.
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We will have an ORGANISATION that will
be here for as long as it is NEEDED

However good we are as an organisation today, if we don’t plan for the future, then we 
risk letting down our current or future customers at a vital moment in their lives. An 
organisation is like an organism, if it is to succeed in the long term, it has to fit into its 
environment, giving and taking in a balanced way.

This paper gives some ideas about and pointers towards, sustainability. However, like all 
the other Values papers, it requires understanding, developing and internalising by each of 
us in all of our day-to-day work if it is to succeed.

We can divide our thinking about sustainability into “3 ‘P’s”. They are People, the Planet and 
our Policies.

People

None of our work would be possible if we didn’t have staff to do it or if people didn’t 
trust us enough to ask for our help. Consequently, we all have a responsibility to nurture 
ourselves and each other. This means finding ways of supporting each other and getting 
the support we need to be effective. It means adopting human resources policies that are 
transparent, fair and encourage a good work life balance. 

Sustainability requires us all to safeguard and promote the good name of Brighter Futures 
to customers, decision makers and the general public as well as to potential new colleagues.

Of course, we only exist to serve our customers. Doing this well is our core task and makes 
us more sustainable.

Planet

If we impoverish or destroy our planet then there will be no future for us. As an organisation
we need to think about everything that we do to ensure that it respects, recycles and 
regenerates rather than destroys. This covers everything from the carbon footprint of our 



transport or heating policies to disposing of waste in a way that doesn’t cause toxicity to 
be spread or using recycled materials wherever possible. 

Policies

Written policies ensure that we are consistent in the help we give and effective in the ways 
we manage ourselves. Policies ensure that none of us are indispensable and, therefore 
the organisation will continue if we’re not here for some reason. Written policies ensure 
that we do not have to continuously waste resources on re-inventing the wheel. They allow 
us to learn from each others’ experiences and therefore to share and preserve the best of 
our thinking. Written policies should become corporate wisdom. They make us sustainable 
by protecting our values, methods and learning from pragmatism, false economies, 
individualism and forgetfulness.

The actual policies that we codify make us sustainable in the face of risks like unexpected 
hazards, illness, staff leaving, a building becoming unusable. Our annual budget is our 
central strategic policy. This guides our entire financial decision making and protects us 
from unexpected eventualities. It ensures that we are always prudent, but never lack 
entrepreneurialism.

Issues

Writing policies may sometimes seem like a distraction from the important work we do with
customers. It is true that we have to decide to invest in this activity if it is to happen and 
this will sometimes take precedence over direct service delivery. In the short term, some 
customers may not get everything they want. However, if the effect of our policy writing 
is to ensure that future generations of customers get better support then the investment 
will have been worthwhile.

Sometimes sustainability (and the green agenda in particular) can be seen as an end in 
itself, rather than a more effective way of helping people. We must remember that, important
though it is to think of the planet, we are primarily a people centred organisation.

Policies should give us standards by which to measure the effectiveness of our work. It is 
important that these are seen through passionate eyes. The standards laid down may be 
minimums which are necessary and we shouldn’t be afraid of exceeding them if we can.

How do we encourage sustainability?
However good our formulation is, our policies will not last forever. We must keep 
them under continual review and ensure that we update them in line with changes 
in circumstances, new legislation or creative new thinking.
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