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" romeworp

This s;udy is the result of a six lmonth'e’va,lu;tion of the pefsonnel»t‘rain‘ing
needs of the Georéia State Depa.rtnﬁentsi pf Probation, Parole and Corrections. It
was conduéted by the Institute..of Gow}ernfﬁent ’of the University of éeqrgia ?.nd
ftindec.lbth‘r‘ou'gvh' é. grant fr;)l;h the Un1ted ‘Sfé,tés D‘eipartme.nt of Jus’gice, (V)fficeblof
Law Enforqemént Assistance. | | o

The findings an'd.conclusions are ba;.;:e"d on a demographic study of the
personnel _o‘rfvthe t}\;rge departl“nentsv, cldsié coofdihation and consultation with
stafe §ffi§ials;, review of pertil;xéni; 1iterétﬁfe i'n"thé field, and the obse?vation
of training prég.rva.n'us in 0pér$.tion. - B | : | ' o T .

Iﬁ the.’ ea;ly stagés of the‘ s.tudy'it became bbvious‘ that the State,Was

_ifa"ced with a manpower crisis. This was pa.rtic’ul‘al;ly apparent in the Depart..
mént qf ‘C“-o;'rections. Not 6n1y weré immedié,te aﬁti urgént ne;ds revealed, |
but it éobn Became evident that a statévﬁde, long ;'a;nge comprehenéivé program
was fequired. A pia.n for action is proposed, therefore, which is devsi'gliae‘d to

recognize both of these factors.

The 'pro'jectAstaff inéluded Miss .Ca..roliBla;ir, Assistant Project Directoz;,
and Mr. _F()y. H'_(;rne; f{es earch Assié,tan’c.‘ 'ersi._ Betty Queen, Staff Deveiopment ‘
| Specialist, _D.epa‘rt‘nj..er‘it of PuBlic We]faré{ ‘I)isfrict of ‘Col;lrn‘bia,‘ served as
Special Corvlsﬁltarit'andiis responsible fdr the éy'rétéﬁlatic Educational Plan as

set forth in C'Ivha.ptez"‘ 3.
' ' ' ii




Acknowledgement is made to Dr, Morris- W, H. Collihs, Jr., Director of

the Institute of Government, Mr. Richard A, Chappell, and other Institute staff

for their advice and guidance,

Speeial acknowledgement is made to Mr. Ed Kendrick, Director, State
Department of Probation; Mr. Asa Keily, Director, Mr., Eugene Walters,
Associate Director, and Mr Zeli Miller, Personnel Officer, State Depertment
of Corrections; and Mr, E.‘ J. Calhoun, ’Jr.; Direcior, State Parole Department,

for their cooperation, encouragement and assistance,

' The State Departments concerned have already utilized the findings of

—

Y

the demographic study in their budget justifications to the Governor and the
Legislature. In addition to a request for increases in salary levels, it is
“encouraging .toinote t}rat the Corrections Department is beginning to examine
individual job fuhet_ions as a first step in developing a more realistic career

ladd_er.

It is hoped that The Plan for Action proposed for statewide, comprehensive
personnel treining will be of ‘vitalv aseistanee to the St}a.te rn further advancement
toward a modern correctional progrem, While this plan ibs designed speeifically
for thve State of Georgia, it is believed that the concepts presented hlerein are

applicable to most state systems,

Donald D.. Brewer
Project Director
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' ' . CHAPTERI :
GEORGIA'S MANPOWER CRISIS IN PERSPECTIVE :

The Trarget

If it is accepted that correctional treatment falls within the field of humap
services, then, regardless of the approach or the methodg proposed the
fundamental element - the unvariable factor is - PEOPLE. In any prpgram
directed toward the preservation of human resources, howe‘ver., there are
two variables: the target group - the‘people to be served a,.nd the tnstrument o
group - the people providing the service. T.his report deals with the
”instrument" group. It is based on the assumption that unless t__}li_gtactor
can iae perfected, _correctional treatment will not be able to nixainta'.in its
professed status in the field. Furthermore, withdut this per‘f.ection cén"it
j.ustify its pretention of promoti‘ng the general welfare and protection of
our democretic society throngh the rehabilitation pf those c‘itizens who

have been adjudicated as c‘>ffend’ers against that societj.

| The crisis in manpoWer needs in the field of correctibns ’has'”.long been
discuSSed and predicted In 1951, Austm McCormlck predicted tha.t "the
future of correctional work in Amer1ca depends on the prov1s1on for all
tnstit‘utions,‘ agencies, and services‘of personnel a‘dequ_ate _in numbers and
atieqnate in quality. Personnel 6n every level from top to bottom nf the
correctionai system or service must meet high standards of native. al.aility,.
training, experie‘nce, persbnelity,' and character. ;I'hey mnét' be aésured
good working conditions, a,deq.uate P2y, reavs onable working hours, annual

and 'sick leaves, and retirement provisions. Above all, they must




be given security of tenure and complete freedom from political control or interference.

Recent national interesf and concern was reflected in the Arden House Con-
ference on Manpower and Training for Corrections in 1964. 2 Out of this grew the
proposal for the establishment of a joiﬁt commission bon correctional manpower and
training which was subsequeﬁtly funded under the "Correctional Rehabilitation Act"
of 1965, The task fofce report on '"Corrections' of the President's Cvommi.ssion on
Law Enforcement and Administration of Justice, published in 1@67, emphasizes the

— , _
seriousness and extent of the problem. It points out that "in éorrections the m‘afin

ingredient for changing people is other people -- there ‘ar‘e gaps in the quantity, and

even more significantly, in the quality of available manpower."

At present, ‘theﬁcorrections field can be described as an 'iadaptive éociety"
in which change, whether relate‘d to policy, prersonnel, or sciéhtific iﬁnoVation is
the predominant characterisfic. Valuable reforms have been introduced into‘co‘r-
rections in continuing response té: thé 1870 declaration of the Afnerican Prison
Associatioﬁ, "reformation not vindictive suffering should be the purpose of penai

treatment." Rehabilitation; diagnosis, classification, probation and parole are

\

: 1 Aust_in ‘MacCormick, The Future of Correctional Work in America,
Contemporary Corrections, ed. by Paul W. Tappan, McGraw-Hill Book Co.,
Inc., N.Y., 1951. ' '

Charles.S. Prigrhore, ‘Manpower and Training for Corrections, Pro-
ceedings of an Arden House Conference, Council on Social Work Education, N.Y., -

1964.

"7 The Presidenf's Commission on Law Enforcement and Administration of
Justice, Task Force Report: Corrections, U.S. Govt. Printing Office, Washington,
D. C., 1967. -

4 1bid., p. 3.
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legacies of humane reactions to inhuman prison conditions.

buring the earliest dévelopmen’cal phases of the.rehabilitation-ba,sed cor-
rectional systém, both job requirements and manpower sources were relatively
‘statlic. An employee entered the system with little expectations of leaving the
job or the geographical area. His duties were often sirriple and rigidly prescribed

with little profes sional interaction between his position and others.

The transition from punishment-oriented to rehabilitation-oriented systems
is being achieved to varyiﬁg degrees of success and at various rates. Personnel
changes have been more drastic. The mobility characteristic of present American

| society means that ihdividuals might move from one area to another and from job

to job almost at will, Thus, the composition of correctionalipersonnel is con-

stantly changing. New members of the work force were once able to learn their
skills through on-thé-jqb training. Corirectional personnel must now have the
mental ability and educational background that vﬁll make it possible for thém to
transfer knowlédge to new situations and to acquire new knowledge when ‘the need
presents itself. As the field of corrections and thermanPOWer staffing correctional

programs become more variable, training needs are also changing.

- Advancements in human knm}vledgé and understanding and the gradual reali-
zation that punishment and incarceration will not solve thé crime prpblerh have
again led to a critical look at our cofrectional isystem. Heartening signs of change
are re-ﬂected in the ‘irrnp*etus of community based programs, dempnstrationé of

more modern treatment methods, and a realignment of resources. However,
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' systems desiring change and adaptation of new techniques are blocked on all sides

by the inadequacy of the basic tool, people, to do the job,

Low salaries, iong hours, heavy work loaas, and poorly trained staffs

still éharacterize-the. corrections scene, These factors mitigate a.gainst recruit--
ment of trained, motivated personnel, while at the same time pfese;‘ving the status
qub of the old line employee who has not been motivated toward change or offered
any incentives toward self improvefnent or career advancement, For many sjrstems,
a three-pronged, simultaneéus attack is the only answer, | This attack must recog-
nize the need for the modernization of administrative structures so that they will
r'eﬂect progressive personnel practices, training and retfaining of available per-

sonnel, and, through collaboration with institutions of higher education, the re-

cruitment of new personnel equipped to carry forward todéy's goals, The present

study relates primarily to only one phase of the attack: in-service, on-the -job
‘training, It is recognized, however, that to be effective this phase must be

closely integrated with the other two phases of the attack,"

The Georgia System5

The State of Georéia,’ like most states, has gone through many crises from
the scandals of the "chain gang'' to the current cry for refofm in its ihstitutionall
| programs and parole procedures, With each crises has come somel improvement,
WhiLe the state has made rapid strides in the past decade in its e‘ducationalﬂ system,
mental health programs, and other fields of human services, the correctional |

sysfenﬁ has not kept paée. Public scandals have not helped the image of the system,

5Prison Industries Reorganization Administration, The Prison Labor
Problem in Georgia, Nov,, 1937, :

-




In spite of this, however, some progress has been made. The correctional
programs are increasingly using resources available in other state departments
to enrich treatment programs. This is particularly noted in cooperative pro-

grams with Vocational Rehabilitation, Manpower Training, and Education.

As good as these programs are, however, they cannot be effective if the

basic structures of the departments do not make provisions for the recruitment,

training, and retention of personnel.

Correetions in Georgia is opverated through three separate departments:
Corrections i(institutiona.l care), Parole and Probation. Each department is
operated through an administrative bdard, although the Board of Pardons end
Pe.role also serves as fhe Probation Board. The Departments of Parole and
Probafion, however, operate as two separate and otherwise independent depart-
ments. Each ile,s its own administrators, regulations, policies and regional

office.

Department of Corrections

Pehology in Georgia can be separated into three distinct periods. During
the early pei-iod, which preceded the Civil War, mqst minor crimesb were
handled through the discipline of slavery. There were very few felehy pri-
soners; all of whorﬁ were conf;.neci at the prison farm at Milledgeville. Local .

jails cared for misdemeanant prisoners and persons awaiting trial.

The second period lasted through the Reconstruction and into the early
part of the twentieth century. During the War, most of the white penitentiary

prisoners had been released to join the Confederate Army. However, military




authoritie.s found during the Reconstruction period that they céuld not cope with the
large and rapidly increasihg number of éffenders in the county jails and in the state
prison farm., As a resﬁlt, the practice of releasing state pfisoners to private con-
tractors was adopted. This relieved the sfa’ce of their care and bro‘ught revenuer

into the treasury, ‘which by 1900, amounted to one million dollars annually.

The thi’rdiperiod of developm‘ent of Georgia's penal system began with the
creation, in 1897, of a prison commission consisting of three men who weré to - |
serve six year, overlapping terms‘ and to be glected iﬁ'the genefal election; "‘I‘he
commission eventualiy e#ercised confrol over both felons and misdemeanants,
resulting in a wide distributionrof convivctrs throughout the state in county camps

and state highway camps which had been authorized. In the meantime, the

practice of leasing prisoners to private contractors led to such flagrant abuses

that public opinion was aroused leading to the end of the practice by the legislaturé :
in 1908. Eventually, each county was allowed to receive felony convicts for work’ »

on public roads under state supervision.

By‘. 1930, as the countieé had beéup ‘to use fewer convicts, it became neces- ‘-
rsrary fof the state to> make additionél pro%risions for the prisonérs.. The‘ General
Asslembly in 1931, authorized thé purchvase of 7, 500 acres of land in Tattrla;_l County.
At this time, al st‘o‘ckk:ad‘e was erected on the' sife. Adjacent to it, fhe feaeral govern- |
ment constructed a penal institution fronr; WPA funds which Georgia arranged to
take §ver on‘ July 1, 1937; This institution',b which is still in operation, h}_as a
capacity for 2,000 prisoners and serves as the ohl;} state penitentiary ft};pe

institution.




In 1943, after a series of investigations revealed widespread abuses at this
institution, a state Department of Corrections Wé.s established. This action Wés
confirmed by a constitutional amendment in 1945. The Board was given auti'lority
to establish separate prison branches and other institutions. Counties were
authorized to esfcablish public work camps for the care and detention of prisoners
assigned to them by the Board. Such camps were made subject to the supervision
and control of the state board which was given responsibiiity for the rules and

regulations governing their administration.

Basically, this system is in operation today. It is now composed of three

major institutions, Georgia State Prison (Reidsville), Georgia Industrial Institute

(Alto), and Georgia Training and Development Center (Buford). The latter two

are designed primarily for youthful offenders. There are fourteen prison branches
and seventy-four public work camps. A classification and diagnostic center is now
under constructipn and six new institutions are proposed in current budget requests -
an institution for first offenders, a work relief cente.r, a maximum security insti-
tution, a prison hospital, an older youth training center, and an institution for
women. As of August 31, 1967, at the time of the demographic study, there were

4,925 offenders confined in the seventeen state prisons. Personnel on active duty

in these institutions totalled 709. These figures do not include women prisoners

or personnel in women's facilities. Women prisoners are confined in tpe Women's
Prison Which is located adjacent to the state mental hqspital and staffed with per- |
sonnel provided by the State Department of Health. The figures for pers'onnel and

prisoners also do not include offenders in the county work-ca.mps under state

supervision.




Of the 709 personnel referred to above, 26 were administrators and 29
were wardens and depufy wardens. Custodial officers accounted for 489, main-
tenance and supportive personnel, 115, and 50 were classified as treatment per-

sonnel. Included in the treatment personnel were 8 correctional counselors, 3

recreational supervisors, 17 chaplains, 15 physicians, 4 denfists, 2 lab techni-

cians and 1 teacher. A high percentage of the treatment personnel were employed

on a part-time basis. - It must be pointed out, however, that educational programs

'

for prisoners are opérated and staffed primarily by the State Department of Educa-

-

tion, the Division of Vocational Rehabilitation, and the State Department of Labor.

Parole Department

/

It was nc;t unﬁl 1943 that an act to amend the 1877 Constitution of Georgi\é.
was passed to establish é ﬁérole s.yste.m for the stz.lte.. This ac£ aﬁd the subseque;l‘t’
_Constitutional Amendment of i945 estabiished the State Board of Pardons and Par-
ole incorporating all of the former powérs of the Governor in reprievé and clefnency
ma';ters. 'I‘hese érovisions, which are still in effect, pla.ée balllpowerr 1n these
_ matters with the Board excluding .the,power of the Governof to issue a. stay of
execution pending action of the Board in a capité,i pénalty. ':Ali othexj‘ poweré, -

including the power to pardon, parole, commute or remit any sentence, rest with

the Board.

There are fwenty field offices throughout the state. These offices vary
in size from one to fourteen officers with a total of 47 field officers and seven
administrative personnel making a total ’complement of 54, About fifty percent .

of the officers are assigned to pre-parole investigation. Two of the officers




are stationed in institutions. Personnel are under the state merit system with
entrance salaries for field officers beginning at $5, 784 and ranging up to $7, 752.
As of September, 1967, there were 1, 979 parolees under supervision making an

average caseload of about ninety-five per officer.

Probation Department

The Probation Department was created by an act of the legislatufe in 1956.
The State Board _of Pardons and Parole serves ex officio as the State Board of
Probatic;n. Circuits operating a probation system at the time of enactment were
excluded from the act. Currently, there ar‘e seven independe‘nt systems in opera-
tién throughout the state. FEach judicial circuit maintains an office with at least
one officer assigned. Personnel are appointed by the Board of Probation upon
the recommendations of the Circuit Judge or Judges. They have all the personnel

benefits of the state merit system but serve at the discretion of the Judge.

As of October‘vl, .19.67,‘ there were 91 personnel operating the Department,
with eight ass.ig-llae.ci to> the s“ta‘tAe-‘ ofﬁce. At thét time, there were 9, 878 parolees
under supervision making an average caseload of 118. ,'In éddition to supervision,
probation officers a:x"e‘respo‘ns‘i_ble for pre-éentence reports and other duties

assigned by the courts..

Personnel Training

The Corrections Department has one training officer in the state office

and is developing training officer positions in its larger institutions. Periodically,




10
a one-week training session is held at the Police Academy in Atlanta for Correctional

Officers I selected for potential promotion to Custodial Officer IL '-_Svo»fa_.r, formal

training programs have been primarily limited to custodial pe rson;iei. 'The'

resources of the depértment Have not pe 1"r.n‘itte-d training for o_thve‘r._persgﬁpe'l' on

a consistent departrﬁent—wide basis.. ‘The training progra;n is fu'rtﬁer éomplj(:ated
by the high rate of turnovér and the lack of promotional opportun.iti-e.s as shown in
the Demographic Stﬁdy. Provisions for these administ'rative.ba.rriers to tréining
are reflected in the proposed plan for action é,s set forth in the final chépter of

this study.

- Until recently the Probation and Parole Department have had no formal

training progré:fhs. Thére are no t:aining positions probvided for in either depart-
ﬁent. Howevevrv, 'in the latter part of 1966. at the request of thé _Prob;tion Depart-
r.nen::, a sériés of workshops was sponsored by the InAstituté of Government at the
University of Georgia financed fhrop.gh Title I of the Higher Edun‘cation A.ct. , Tile
State Department provided funds for travel and subsistence and féqul.ire%i all per-;
sonnel to attend one workshop a year. By”April, 1968, ‘the second se‘rié's for(
"Probb.atio‘n Officers wvitl.l be Qozﬁplefed. In 1967, thePa.roleDepartment was in-"

© cluded in the workshop progfam.

Sixteen Institutes are p.lanned fér the next two years. -'I‘he; Cprrections .
Department will be included and some joint WOi'kshops are piaﬁned iﬁﬁqlﬁing all
three departments. The workshops have demonstrated that per‘son.r'1e1‘are i'ecep-
tive and eagef for training. a.nci -self impr.o’vemien.t... They ar":e-. servmgave r‘y QSe;.
ful purpose but will be mo re effective when they can be 'int'egratec'lyintd an on- |

going, in-service training p"rogram'. Much of the content, has, by necessity,
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been general in nature. Future workshops will be more specialized and will empha-

size skills'in counseling, communications and other aspects of human relations.

Special problems represented by the narcotic addict, the alcoholic, the juvenile

offehder, and other 'O:fféndef's'fepresentihg. severe behavior problems will be -

emphasized.

Conclusion

The need to develoﬁ a comprehensivé,I systematic edﬁcatiqnal and training
plain becomes glax;ingly" apparent when thé.éurrent status of traivning. in thé depaft-
ments is considered. The findiﬁgs of the Dem‘déraphivc Study ’sunvlr.nayrize‘d in . |
Chaptér 2 point out in mdre detail the problems facing the state system in‘iA:he
‘upgrading and training of ‘its personnel. The findings of that study form the bas‘is‘
for the deveiopment of t;he systematic educational pian, the ev’ali;ation'of state

/ . - . A . . . )
resources for training in the correctional field, and the plan of action as set

~

forth in the succeeding chapters.




CHAPTER 1I
GEORGIA'S PROBATION, PAROLE AND CORRECTIONAL PERSONNEL -
A DEMOGRAPHIC STUDY

Basis for Action

During the course of the developmental stages of the present project, much
attention was given to those demographic Qualities of Georgia's correctional
system personnel which might relate to training. Similarly, departmental

policy and philosophy regarding training were assessed. "SéVeral'pertinent

findings which resulted from these studies have particular significance to

‘the development of a comprehensive training program in the state. These
findings will be discussed briefly in this chapter, although they have been
treated more fully in the report, "Geqrgia's Probation, Parole and Correc-

~tional Personnel - A Demographic Study. "

Demographic Factors

Basic to the development of any training_ p‘rogram is an awareness of those
| qualities of the potential participants which rreiate tq training. Such demographic -
factors as agé, highest educationJal level atta.ineci, sa.lary:, | years .of sexivice; -and.“ :
p‘revious related experience are pe rhe.ps most important among these qtialities.
Various combinatione of‘ these five elements ma.yv directly in;iicate a pei‘son's
propens1ty to enter a tra1n1ng program, hlS llkelxheod to continue in the program,
once entered, and his potential to complete the program successfully Further, |

‘these factors are indicative of the training needs of the group and of the various




13

levels at which training could be implement.ed nﬁost effectively.

Peripheral, yet nor less vital, c.on.sidérations are ones which’relate to
departmental policy and i)hilosophy regardihg training; Is the '"'climate!'
favorable or unfavorable for personnel training?. Sever;l i'ndications of this
climate are depai'tmental po.lici_e-s of relea‘se-vtime from work to aftend classes,
salary or other promdtiqnal increments as the training levels increase, and
general support of training personnel and trainees. In those departments
, where there are few or no trainiﬁg programs, departmental attitudes toward
the development and execution of a compreﬁensive training pfogram should be

assessed.

Unless the course contenf and instructional methods of a training program
meet the specific needs and levelé 6f accomplishment of the t;ainees, littleA
success can be predicted for the program. LikeWisc_e, without éndorsement and
support of the prdgram evident on all levels of personnel, the pfogram is ill-fated
- from the onset. Recognizing the vit#l essence of these two factors - training
needs of personnel é.nd st.rength of departmental endorsement - a major portion |

of the developmental project was devoted to their assessment.

Summary Profile

The seven major findings of the demographic study are listed in outline
below. A thorough explanation of study methodology and an enlargement of

each of the seven points follow.
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Summary Profile: Georgia's Correctional
System Personnel

Age: Correctional system employees are oider than might be expected
(46. 2 years of age) and there is no significant trend in any group toward

younger employees.

Salary: Correctional system employees receive a mean salary not neces-

sarily corresponding to their level of achievement or responsibility. ($5, 135).

Length of Service: Correctional system employees remain in service for

a relatively short period of time (4.5 years).

Previous Related Experience: Fewer than half of the correctional system

employees enter service with previous related experience (49.9%).

Education: Correctional system employees have not achieved a high level
of education (11.0) and there are no significanttrends to pi'edict improvements

in the near future.

Career Advancement: Correctional system employees are clustered in a

- relatively small number of po‘siitions with little chance for advancement in

most categories.

Location: Correctional system employees are distributed throughout Georgia.
However, areas of concentra’_cion_can be distinguished in certain sections of

the state. .




. jMethodology

Those demographlc factors cons1dered pertment to tra1n1ng vt/ere 1dent1f1ed
.’I‘he 11st 1nc1uded (l) age, (2) salary, (3) educatwnal level attamed (4) ’pre-"'
' vious related expenence, (5) spec1f1c JOb title, (6) extent of reemployment w1th
: | ~. same agency and (7) mantal status When the list was cornpleted the pro_)ect
'..f-.'dlrector contacted directors'of each of the three departments -‘I'\’ar_ole,_‘ {_“Prlobatmn,”
'and.Corrections '-- regardmg availabilitf of the data. In each case, 1t i:v.as' dts;-
covered tha.t snch data ha.d not been as 51m11ated on any departrnental ba81s

‘W1th the fu11 approva.l of each departmental d1rector, it was dec1ded that the ’

- -'data should be obtamed d1rect1y from persounel records on file in the state

ofﬁces of each agency..

A standard form was devxsed to secure the reqmred personnel 1nformat1on.
once the form was prenared the next step wasthe 1dent1f1cat1on of specrﬁ.c E
" 19;£eg°r‘e.,s of 'P°.‘s.°‘.m-e.1-t9 P‘f‘:mciuded in the study. Al persénnelm. the
g b“3Pa‘1'tkl‘;l‘it&f-n"c"o‘f C.orrecti‘o‘ns was" v’snr\’reyed, but 1n the .Departrnents‘ of ‘Pai-;-cjlg; '

" ’and Probati'on',‘ 'theic'ler‘ica'lf'vand other supportive personnel were ornitted.

- The info‘rma‘tio_n'-on‘ each individual was compiled by duty, station .andby
narne. ‘Since allvpersonnel in the three departments came under Georgia

coT :Merit System s.alary.scales,'-thes_e classifications were also recorded.':'

' The collectmn of data. requ1red approx1mate1y six weeks Dur1ng the '
' “-',',perlod of col,lectwn, all records were readﬂy ava11ab1e, except in the case
"1','~of_ personnel__ﬁles -of Probatmn Dep_artment Adrn1n1strators In thls mstance,

the data wa's:"collect'cd bY the Department AdministrativeAssistant. When
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all survey forms had been completed, the data was grouped according to job
classifications on large tabular sheets. The ideal situation would have been
for the data. to be processed in the Unive:sity Compﬁfer‘Center. However,

‘this was not done due to time restrictions.

' At this point, the next major steps of the study were the design-of analy-
‘tic tables and the computat‘ior;'vof necessary statistics. At the request of the
Department of Corrections, data waé‘compil_ed on Correctional Officers 1

" ‘and II by duty station, making cdmpariSOng;, by prison, possible. Also,

-

since trends in educa‘.tionai and exp_erieriti‘al Iéve‘ls‘were of interest, demo-
graphic data. was analyzed according to length of service. As these two
factors could yield analyses vital to the entire study, data was compiled

. _in this manner whenever feasible in each of the three de'i)a.vrtn}gni:‘sy.

Sinéé\the data was of a demographic nature, ‘simple means and percentages
were the ohly statistics used. Frér_n these measures, it was poséible i:o
~ determine averages for the entire population as Well as for selected sub-
' "grogps;‘ dev.rever,' sinée the me‘an‘is often disto‘rfed'by even a few far‘-spread
- figures, the ‘in‘terria.l distributionAs in the groups were carefully analyzed. The
use of léngth of service and duty,éfatiOn as constants maae possiblé mdre de-

tailed study of trends within the demographic variables.

'The personnel of the Parole, Probation, and Corrections Départments
.included in the study totalled 854. For general summary purposes, all per-
sonnel in the three departments were placed in one of five categories. These

are (a) admi‘nistration,. including heads of departments and all policy making




and their sub-groups. .

tions supportive staff and maintenance personnel.
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, pez;sonnei; (b) middle management, includ_ing corrections wardens ar;ld deputy
. wardeﬁé ‘a;.nd chief probation officers, (c) othér professional personnei including
| A'pro)batior‘x officers, paroie officers, and corrections treatment personnel;
(d) corr>ections custodial pérsénnel, including supervisory officers_(ljeutenant#,

captains and majors) and correctional officers I and II; and, finally, '(e) correc-

The following chart indicates the hierarchial relationship of these categories |

. | '
- |ADMINISTRATION]

e
[ WARDENS AND _
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~
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. CORRECTIONS =5
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Figﬁre 1. Organizationé.l Chart, By Function - Georgia Correcgional System
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The results of the personnel study were reported in "Gebrgia'érobation,

| .Paroie, and_Cof:ectional Personnel - A Demographic Stu.dy. " A cprﬂpilation_ |
of.a,ll t;.i)ies, an analysis of thé ino%t Ipe‘rtinent findinglsl' andvt_he irﬁplicétions :
_of the study for training vézére presented in th’e report. Tﬂis material will

" not be reproduced at this time. However, several items of particular inter-

est will be reviewed.

. Findings"-

‘ ‘ Age

Georgia's correctional system personnel have a higher mean age than

‘might be'expeéted (46. 2 years) and there is no significant trend in any group

" toward younger employees. A high mean age Was,found on all levels of per-

sonnel and in all departments, The mean age fell below 40&ear§ in only one
category -.Ipaintenance personnel in the Department of Corrections. There

" was a sufpr:iéingly narrow range in all categoriéswith greatest coﬁcentration |
: in the middl:e and upper forties. Very little difference was n'"oted between the

ages of administrative personnel and all others.

It was expécféd that in-coming employees would have a significantly lower |
méan age than those with longer year’s: of service. In moAs’c éatggoriés, this
was not found to be true. Usually, the mean ages for the gjrc'ni‘ps' with from |
zero to one yeaf's experience féll onlryka feW years below the mean for -the

total group.. For example, the mean age for Chief Probation Officers with




less. than one year's experience is 44,5 years, The mean age of all Chief -
Probatmn Officers is 49.0. The age range between recently employed
. .Wardens.'(zerqto one year s service) 'a..nd‘_the tetel group ef,Werdeﬁ:s' is. S

less V,tha.n three years.:

One additiorxe.l cdmputa)tiox; would be the difference hetween mean ages
of in-coming personrrel (zero to one year's experience) and mean ages of all
gt_l_l__ei personnel in that category.” From a simp}e observation of the data,
it:'i:s éos sible to note.vthvat the differencevs would be great_er than t}rOSe cvi_te'dv
1n the 'pr’ecedirxg paragraph since the ages ef the in-coming persennel tehded

to supbress the mean age of the total group.'

Alfheugh‘ the mean ages of new employees ‘and all other personnel are high,
thereisia .groiip with significantly low ages.. The personnel c_omprisirrg 'thisf
groﬁii are ’in the 20-.24 and 25:34 years of age c.ateg.ories. Thesr are .fo;.‘nd,
rnest offb:en‘ in the 0-1 and 2-3 years of service ‘columns and are'lik‘velly to have
completed the1r military serv1ce just prior to enterlng the correctional f1e1d
| Thlrty-—three Correctional Officers I and II are in the 20 24 age grOp.p When
..the 25 34 years of age group is added, there are 116 Correctxonal Offmers
I and II under 35. Seventeen Probation Off1cersA(1nc1ud1ng Ch1efs) are under '
35, Ten Parole Officers ere under 35. ‘HQWever, the :fact of higher than
expected mean ages for new employees remains, As Was pqﬁ_ited out at the
" b'eginning of this section, Georgia's Correctiehal $ystern personnel are older
then migilt be expected and the newlf employed Apers'o‘nnel es a gr-oup are not

sighifica.htly younger. |
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Salary.

" Correctional system personnel receive a mean salary not necessarily .

‘ correspondlng fo their level of achieverrllent"o‘r‘ réspon;sibility'($5‘;‘“'135).' There :

1sa narrow range between distributions of salaries in almost all dépﬁ?tments

" and on all levels of personnel. To ideptify any significant ‘ra‘.rig‘e, one has to go .
tothebottom 6'f',t1ﬁ>e-c6rrvéxctiof;a1 officef";éé.lé .t(') the t‘:ép’ of the saié.f?distriﬁufiéﬁ
cv>:fr the vProbation Departmen;:. Even theh, the diffgrence in méan sala.riesr-ivs only

" about $5, 000:

In _s>ome instances, the diffefence in salary is nof only small, but the larger .

.‘airjnount is ’earned by the gr.dup with fe'w_er responsibili_ties é;nd lower érestigef
X An gkample of thisvis the case of Corregtions ‘Coun.s:el.of_s.and maintenance persona['
n.'_e‘l in the Department of Correétions._ There is _leés thal'nﬂ$500‘separaf‘ing t}ié ,
' ._x;iean salaries of these thb categqries‘, with the maintenance pers“'onnel recéiving

' thé higher arﬁount. There is also a ;zery narraow range. within vari.ous levels Of:
pérsonnel categories. There are four salary step increaseé from the bottom

of:the Correctional Offiéér I scale to the top of the Corréctional Officer II scale.
The i-a;.nge f1;om the lowest sala.fy t6 the highest is only $612. Also, only $1, 238"
_se%parateslthe- salaries of the léast paid Probation Officers and ithe highest s.alarvie.d‘
» Chiéf Probation Officers. Nﬁrheféus other salary inc_onﬂstéri,ciés in the system |

can be discovered with a review of the tables found in the qurhographié'Study.

H

—_—

- Length of Service.

Georgia's correctional system personnel remain in service for a relatively - . ,
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short period of time (4.5 years, rheaﬁ).

rI"he éverage length of service is relatively shoft in all 'cat;eg.ories of pefsonnel
', i'ln'e;_vliv;cv]epa.rtments‘_..r Tﬁe;e af_re only two ca‘éegofies having a r‘h.ean'l'ength of -
eerViCe cver.fen years.. Theee groups, ]éarole Administrators and Corrections |
Cusfodial Supervisorerfﬁcers, have served fcr a meaﬁ of 12. 3‘years and 11.5
years,'f respectively. Other than in 'these. two groups, representing 24 persons

out of a system-wide total of 854, the averag'es drop significantly lower. The

ranges of mean years of'servicF between the five major categories of personnel

are very narrow. Only slightly less than five years separates the_'group with -
the shortest length of service - corrections custodial personnel (3.7 years, mean)-

and the administrative personnel who have served a mean of 8..6 years.

Of particular interest is the la;rge» Percentage of CorrectionaVOfﬁcer.s I
Wﬁo have been emplc}red_ for only a b;'ief pericd, Sixty-seven percelnt,. or 186
of the 281 Cor'rectio_nal Officers I's heve been with the Degaftment lAess than
' one year. 'I'hirteen peccent, or thirty;-six, have beien with the Department more
t£1an cne year but less\‘than three. Therefore, 80% or 222 ;/of the 281 Correctlona.l

, Officer I's have less than three years experience

These ﬁg.ures beccme even more sigv.‘nificant when length of service is analyzed
by duty station. | At the Alto State Priscn for Youthful Cffenders,‘ 86% of the 35
Correctional Officer I personnel have served less ‘than oce year.‘ Sixty percent
of the Re1dsv111e Sta,te Prison's 151 Correct10na1 Ofﬁcer I personnel have served
Less then one year. At fcur other prisons (Chatham, Decatur, Ware, and Wayne)

the entire Correctional Officer I staff has less than one year's service., At
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three others, the Correctional Officer I persbnnel have all been employgd
. les‘s thé.n three 'ye‘ars. Fortunately, the Correctional Officer II personnel
have served for longer periods. of time - rhean o‘f five yea‘rs versus 2.3 years:
"v_for the Correct‘ional Officer I staff. However, cons.idefing that m'osf Correct?.onal: S
Officer II's have come up thrbugh the Correctionql .Officer I ranks, the length |

of service is relativély brief.

The percentages of personnel having served short periods'afe also large
in the Departments of Probation and Parole. - Sixty-one percent:of all Probation .

vpersonnel have served less than three years - 35, 3% have served less than

one year. In the Parole Department, 42.8% have less than‘three ypar"s"

experience and 65% have less than five years' experience.

In summary, 494 or 56% of all personnel in the ent te correctional system
of Georgia have less than threé_years' experience. Three hundred and twenty

nine or 66% of the 494 have from zero to one year's experience.

Previous Related Experience

Fewer than half of Georgia's correctional personnel enter service with -

" previous related experience (49. 9%).

After reviewing the years of service data, one is impressed by the possibility
of Georgia's correctional personnel entering service with little or no previoﬁs
related experience. To determine what percentage had been employed previously in

~some relatec capacity, this factor was included on the personnel record survey. The
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results indicated that fewer than 50% had previous related experience, eveﬁ

| fhbugh mil_ité.ry servi‘ce-was‘ vacvcepted in the case of ;ﬁbrrectionall pefsoﬁnel
»sinc.e. the Corrections Department regards this service as legitimate related
‘:exp‘eriencg.v 'Had inilwité.ry service Beenldisr'ega.rded,. the o‘vefa‘ll perééntaée

having previous experience would have been drastically 1ower_éd. »

The two categories of personnel having the lowest percentage of previous
related experience are Corrections Supervisofy» Custodial Officers (35%) and
Parole Officers (36%)., These two groups are characterized by two factors

expected to be related to limited or no previous related experience ~ relatively

“high mean ages and long terms of service. In some other .instz‘).-nci_:es, however,

‘ time low peréenta;ges of previous e;iperiénce are nof easil;% rationalized. For
exan‘qple,‘if one aoes not conside; militaryvex'per‘ience, the_i)_ercentage of
Correctional Cffi;er II's having previéus experience falls ffom 43,4% to 22%
while the total’ Corx;ectional Officer II group has a high mean age of 47.1 years.
Similarly, again disregarding r'nilitary. experience, the 56. 5% for Correctional

Officer I personnel falls to a low 13% with a total mean age of over 43 years.

| ..At this point,' one 'must conclu'de' tiia_t thebérrectional system of Georgia: :
is characterized by personnei who ha.ve At‘entere‘d Vservi;e at a relatively recent
Qate with little previous experience. This ;:ondition is surprising'in that the
higher than expected mean ages woula ideally indicé.te longer periods of service R
or more bspeciali»zed previous: exper'iem;e.. Neither situation is significantly

. present at this time.




Education

Georgia's correctional system personnel have not achieved a high level of

education (11.0 years, mean) and there are no significant trends to predict the

employment of better educated personnel in the future.

The most readily observed low educational achievement levels are in the correc-
tions custodial personnel category. The three sub-groups in this category are tightly
clustered with a 1.2 year range - 10, 1 méén years for Correctio'nal Offi;er I per-
sonnel and 8. 9.meén yeafs for Supervisory Custodians. Very close to these figures
is the 10, 9'rﬁneanb years for Corrections»Departn.le.nt Wardens and Deputy Wardevn‘s.

‘Howe"vez;, even thougﬁ these sub-high schob_i graduatibn figures .ar'e causes fo“r cbn;fer

the average éddcational achievement for probation and parole personnel is equally,

is not more, significant.

Although all personnel in the Probation Department have completed high school,

only 40% have either done some college work‘or completed a four-year degree.
While the Parole Department has the highest percentage of college graduates (12. 9%)
of‘the.three departments, an equal percentage of Pérolé Officers has not completed
high s.‘chool. Both departments show narrow ranges between highest and lowest -
educational achievement.within personnel categories and bét_ween departments.

In the Probation Depa;tment the range is 1,'4Ayea1js (14. 3 years Qersus 12. 9).

In the .Parolre Departrﬁeﬁt, the range is merely .3 of a year vﬁth a mean educational

achievement of 12. 8 years for parole and 13.1 years for probation.

The low percentage of college graduates or persons having at least two years

college work is obvious throughout the management and '"professional' levels of
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-

the correctional system. Also, the low percentage of high school graduates in
the custodial categories indicates an equally undesirable situation.  Unfortunately,
an analysis of education by length of service does not point to any significant trends

toward better educated new employees.

Career Advancement

Employees are clﬁstered in a relatively small.nufmber of positions with

little chance for advancement in most categories‘.
. ’ i B . V .

As was indicated in the earlier sections, there is little to'di.stinguish the

~ various levels of personnel in the three depar‘tments in terms of salé.fy, age,

or length of service. It was also found that there are relativeiy few job titles
to distinguish personnel. ‘Positions in each departme,nf are often disprOportioﬁ_'.
ately filled, with heavy concentrations in the lowest levels and very few positiohs :

for immediate or eventual advancement. The most obvious example of this

0

condition is in the corrections custodial category. Within this category, there

are three sub-groups, Corréctioné_xl_ Officer I with two levels of advail_cement,‘_'
Correctional Officer II also with two levels, and Correctional Supervisory

personnel, with three advancement levels.

The graph on the following pagé indicates the promotional scale a beginning

Coffectional Officer finds.

The number of available positions is drastically reduced as ‘the Correctional

Officer nears the supervisory level. One would expect the number of personnel
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: .in each category to decrease as the level in the hierarchy increases. This
holds true in all cases but the second levei of the Correctional Officer II
' category. The distribution in this group indicates a disproportional con-
;:entration of personnel as the opportunities‘for. advax;cement decreaée. - The
percentages in the next three levels - lieutenants, captains and majors -
ére far below what is exi)eéted; in a normal flow -of personnel. Iﬁ effect, there
é,re ‘presently 472 Correctional Ofﬁcerswho conceivably hope t6 achieve rank
as a Correctionai Lieutenant, Captain or Major. Curr'éhfly there are seventeen
| éuch poéitions. This becomes evén more cruciai when the earlier point regardi;lg'
:.salary ranges is repeated. That is, there is only a $612 rahge betwéen the highest

salaried Correctional Officers II and the 1east paid Correctional Officers L. -

4 -

Similar conditions exist elsewhere in the,'COrrections Department as well
as in the Parole and Probatioh agencies. In the Probativon' Department, where

there are only three major categories of personnel, less.than $600 separates '

the mean salaries of the two lower sub-categories. The eighty-three staff

: _‘ members com?rising these fwo groﬁps é.spire to thg gi_g_hg next highér po‘sition‘s' ’-
in the administrative éu‘b;category.'v P;.role Departmént personnel are; alsé'_
clustered around felativéiy cvtjmstricted salar"y and title 1“eve‘ls. ,The‘ ‘salaryw X
- range for Parole Officersy is brioadber, hOWevef, rthan in either of the bthe; ‘
two departments with almost $2, 000 sep‘ar.ait_in‘g the mean salaries of the
: highest and lowest sala}ried pérsonnel categor‘kie‘s. | Yét‘, the fact remains that

little basis for career aspirations is currectly present in any department

. in terms of promotional opportunities and salary increments. -
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Liocation

Correctional system empldlees are distributed throughout Georgia.

However, areas of concentration can be distinguished in certain sections

of’the state.

In the state governnient of Georgia there are fifty-one probation offices,
twenty parole offices, and sixteen pi‘isoh branches. When each of these
offices and branch prisons is plotted on a map some concentration can be
discerned in sevéral areas of the state. The map on the following page il-
lﬁstrates the distribution of thé offices, prisons, and personnel in the state.
The tlflree‘.colors on the‘r'nap c'orrespond to each of the three 'depértments. )
If plerso!nn.el is illust;:afed with one cif&lé é.%pﬁndl the éymbol, then thé;f
group represents onlyorie departm'ent, with-, the color. of the circle ihdiéating
which department. If ‘m'ore‘than 'c.>.ne circle ié around the symbol, then the
number inside that sumbol signifies the total number of p‘ersonnel‘in that

category in all departments indicated.

Examples of the concentration of personnel are in the Atlanta Metropolitan
~area énd around other high population districts such as Savannah in Chatham
County. Yet,even with these éonéentrations, offices #nd pefs'onnel are gener-
ally well distribﬁted in all sections making most locations eésily accessible.
Alsd, | no office or prison branch 1:.S isolated from area technical-vocafional
schools, institutions of higher education, or cities of moderate sizes‘. The
distribution of parole and probation offices and prison branches should faci-
-litate the 'development of regionavl or district training centers and implementation

of the "circuit rider'" concept should prove feasible on a regional basis,
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Conclusion

The. ifnplications of the pfecediﬁg factors 'and other findings discussed
in the Démographic étudy will be pr.es ented in the final chapter of this report.
In a sense, these implications encapsulafé the significance of the entire
developmental project in that they permeate all areas of planning, However,
as was péinted out, these findings ca?xnot be effectively crystallized into a
comprehensive, state-wide training prograrﬁ without a favorable climate
on the administfative levels of the three departments. Although no formal-

study was conducted, various informal indicators of this climate can be cited.

 All three departments have given evidence of interest in training either

" "in the form of verbal commitments, in-house sessions, or active participation
in institutéé condu‘c‘ted by the Institute of Government. The Department of
Corrections currently conducts a one week course for Correctional Officers II
aﬁd a Wardens Institute has been séheduled in the ﬁear future. The D‘epa.rtment ,

" of Corrections has an Associate Director for Training and Development and a

triaining officer. Although the Departments of Parole and Probation have no

_ tvraining personnel, the directors have encouraged personnel participation in

vUniversity of Georgia institutes,

Although each departmént has given verbal support to the development of
a frainin'g program and‘ has pérticipated‘ to varying degrees in out-of—house
training‘ sessions, present pérsonnel policies are not generally favorable for
positive prediction of succeés for such a program on a long-range basis. -Support‘

for this statement can be found in the Demographic Study. The high mean ages of -
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personnel in the entire system in combination with low educational achievement.
might present a motivational block to many employees. When these factors are
compounded with limited promotional hierarchies and narrow salary ranges between

categories, the block becomes more difficult to overcome.

" These conditions point to the need for basic communicat{ons betw_egn
departmental Aadministrator‘s aﬁd the State Me;’it Board regarding an incentive
~ plan for training, The need for such a dialogue is empirically_real. Disregard ‘
‘of this need could not bnly negate any loné-rang'e significance “(')f a tra_iniﬁg project,
but might also‘dréstically reddcé its shbrt range significa;lcé. Departmental.
respeét' for the need for training and the des‘i'revto pa‘rtic.il.aate in a c00pefatiV§- ‘
training endéé#dr have been evidenped. The next step r"egt;ires departmental

_support on an active basis.




CHAPTER III
A SYSTEMATIC PLAN OF EDUCATION

Training-Education

T'he training needs of correctional personnel are not exclusively 6ccup§tiona1.
A comprehensive training plﬁn must apprc;ach the'rieedé of the total erﬁployee, in-
c1udiﬁg supplemé}'xtation of basic educational backgrounds and orientation in such -
areas as human behavior ;nd social functionihg. ‘Primary training emphé.sis re-
mains on the development of specific job skills; yet, knowledge in other areas
vitally affect a person's abilit&r to apply fhese skills as well as affecting his

. aspirations for further development.

The distinction between education and training, as the terms are used in this
chapter, is basically related to orientation. Education is considered to be a broad,
general program of mental preparation in whi_ch the émpha.sis is placed on under-

standing and analysis. Training, on the other hand, is more narrowly conceived

as techniques and specific skills for a particular occupational classification.

There is an important distinction between training and education.

~ The purpose of training is to develop certain automatic facilities
as in languages, bookkeeping, and the operation of machines.
The function of education, however, is to provide the student with
a capacity for analyzing and solving problems that confront him
in his occupation, in his society, and within himself. It should
also develop in him a desire to continue with intensive and system-
atic investigations after his formal program is completed. . In the’
training program formulas and techniques are learned, rules are
memorized, and mental or physical skills are developed through
practice and repetition. In a genuine educational program, how-
ever, students concentrate on proc_ésses of analysis whereby they
attain levels of generality, proficiency, and understanding which
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enable them to think intelligently in several fields even though
they may not have had trammg in the detailed knowledge of any
of them. :

'~ Vocational Focus

- Training the employed person or the vocationally oriented individue,l differs

in some respeets from the educational process.

The primary difference i.é tne job orientation that musf be pronided £of wheth’erb
teaching conceptsv, skills,'. or basic information. The focue of couree develoon;enf |
must gte_rt with the specific dufoies of the job to be peﬂrforrhed. -This analysi_e‘ W111 -
- _enable one to see the mechanical deteils and’ the specifio ie‘ctions t‘hatb ai'e bes;t |
~ taught tnrongh on-the-job training. These specifics will vefy in eacn s}et_ting _so
they must be related to the immediate job assignment. ;Tec‘hnioaldetails of the‘
| mechani‘c's of equipmen.t are also reliated to thev specific equ‘ipment- utilized onr bthe :

- job. .

| Specific duties can be further anelyzed to 1dent1£y the skllls needed £or the1r ‘
perforrnance. Very often the sk1lls are learned through expenence in domg the
job. However, if they can be identified they can be taught i .1n a more organized
 and ef.ficaoious‘w_ay. Skills can be ie‘afned and perfoi'med with no underlvyingv |
v nnderstanding as to why one action works and another.does not. Analysis of the )
job duties and the skills needed W111 1dent1fy the baslc conceptual knowledge : :

needed to understand the "why'' of action. . Gl

1 Walter Buckmgham, The Impendmg Educat1onal Revolutzon, (Washmgton,
D. C.: Natmnal Education Assoc:.atmn, EIA October, 1961), p. 15,
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Finally,- by carefully studying the educational profile of the employee group,
an educational sequence of learning expeﬁences can be designed that will provide :

a means of meeting job related needs for knowledge.

A second difference to be aware of between the student and the employee is in .
motivation to learn. The primérly focus of the stud.en-t is to learn, -whereaé the
» primary focus of the employee is to do a job. Learning experiénces mﬁst be re-
~ lated back to the duties of the job if -the empibyee is to be able to uiéilize the kan-

'iedge;

Still another difference between Vvtvhe student aﬁd émployee is‘ that the ei’nployeé.
~is a fully £unctioning member of his sociétyﬁ He is pxjesurned to have had‘brga:d |
life experience. He is performing an adequate ser;rice within his Qécationai system.
- He is a person of res‘ponsibility. .‘T‘herefore,the didactic method of 1ec£ure for
‘imparting kno@lédgé is far‘lness. eff‘e‘ct;'.‘ve. H1s 1ife experiences, the ‘person he

1s now, must be recognized and he nh.i:.st be able to contribute to thelearhing exper-

ience as well as to take from the experience.

Also, we must be aware of the“p‘rinci‘ples of changev in individuals. It will
be fnore difficult for the emplovyee‘to accept thev need for change within hi;néelf
and the wahy he perforvms.‘ Skill must be used to motivate him to Wanf to change
. and to enable him to see that the ché,nge will have a "'pay-off" fc;r'him in doing

 his job.

Finally, we must be aware that the employee is a functioning member of an
established system. The educational process may bring to the employee new

insights abouf himself, new skills and new conceptual knowledge; but, the degree




to which.. these :are applicable to the job depends upon hivsv place in th?: system and '
1;po"n the systefn itself and its. ability to accept change. 'Care must be giv;en to
;elating._l'eavrninbg 1;0 the kinds of change the employée ;:an make in‘his own job

S U : . L A ' :

. #ﬁd that which will need fq await change in the system. Individual change tpward |
éreéfer skili and understanding can act é_,s a leavenin a systéfn but sometimés the‘.
'_":yeast“ fakes a lorig time to rise. | Or, indéed,’ in the wrbng élil;natic c.o'nditions,

<

it may never cause the bread to rise.-

All of these areas point to the need for reality-based teaching which_réquires :

a specially trained instructor-w\ho éan relate'v knowledge to job dutieé. -

Custodiél Personnel

: In the following material a systematic approach to meet the training needs of
correctional personnel is suggested. In Geofgia, the largest number of employees
are custodial officers numbering 489 of the total corrections complement of 854,

‘I“he demographié profile for this group is as shown in Table 1 below.

Table.1
Summary for Custodial Personnel

X X’Years YYears % Hi Sch Grad % Some % College % Prev
ZN X Age Salary Serv1ce Education Only - College Grad Exp

| 489 ‘46‘., $_4_,2.06,~ .7 9.6 J039.0. - . 2.2% 2% 50, 4%

Enumeration of the duties of the custodial officer was taken from the Cor--

', ' . ' 2 : .
rection Officers Training Guide.. These are analyzed below into four major areas:

SuperviSion of Groups, Supervision of Individuals, Security Supervision, and General

Correct1on Off1cers Training Gu1de, The Amerlcan Correctlons Assn.
pp 16 18 :
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Administrative duties. Some specific duties mirght be agsigned differently

by others, but the main attempt is to bring a myriad of seemingly unrelated

duties into classes for each .in identifying training needs.

Duties

I.. Supervision of Groups of Inmates

A, Housing Units
a) do regular and irregular count

- Carry out systematic feeding -
- Handle altercations
Prevent waste and p11fer1ng '
Protect utensils

C. Bathing and clothing issue'
1. Control movement
2, Control clothing allowances"

D. Recreation

1. Maintain custody (securlty)

2, Handle altercations

3, Stop gambling

4. Encourage and supervise library, hohbies, etc.

E. Work Groups

1. Instruct

2. Count inmates o

3. Organize jobs and work crews
4, Reports

II. Individual Supervision

A. Discipline :

1, Interpret rules and regulatlons
7 2., Report infractions :
' 3. Counsel 1nmates

B, Inspection
1. Search person, clothing and quarters
2, Recognize and handle contraband




C. Hear and Counsel regarding gnevances'
1. Institutes adjustment :
2. Personal adjustment

- D. ) Work

1. Teach _
2. Counsel regarding work habits

- I Security Supervision

A, Visits - : _
1. Carry out v1sit1ng procedure
" 2. Prevent contraband entry
3. Enforce visiting rules and regulations

B. Mamtam outer per1meter securlty
1. How to observe
2. Maintains alertness
3. Firearms

C. Prevent: and control. fighting
1. Foresee and prevent ' '
- 2. Break up fights and physical control

D. Control and restrain inmates
1. Self defense
.~ 2, Assist another under attack

E. Handle Emergencies .

. Prevent property damage

. Administer first aid

. Report and help extinguish fires

. Arrest, seize and search

. Report accidents

. . Preserve evidence and give testimony

Oy 1 b W IN -

IV. General Administrative Duties

A.. Censor mail " .
1. Rules and regulations
2. Channel mail to handle problems.

3 B. Operafe' and inspec’t egcurity devices -
| . 1. Operate security device for custody control
-~ 2. Inspect : _




C. Transport prisoners
1. Drive
2. Apply restraint equipment
3. Safety in auto, bus and train
4., Transfer custody

D. Care for equipment

1. Firearms
2. Operate and maintain all assigned equipment
E, Escort visitors
1. Foster good public relations
2. Interpret institutional policies and programs
3. Safeguard visitors o '

F. Participate in in-service training

Dutie.s, Skills and Knowledge

The next step in this syrstematicapproach is the breakdown into areas of

learning that are specific, technical on-the-job training needs, skills, and con-
. ; X

ceptual knowledge. The chart on the following page is suggestive of these areas.

This chart shows a need for tWentz-one technical on-the-jgob areas of training

needs; fifteen skills areas; and twenty-three areas of conceptual knowledge. Fur-
ther steps in the development of curricula will probably add other areas; however,
cognizance must be given to the reality factqrs of the employee demographic prdfil,e

so that what is attempted has some chance of being accomplished.

It might be noted that the duties. of the cuétodial officer can be carried

out by simple, on-the-job training if our goal is a mechanical performance of
duties. The per‘forma.nce can be enriched if skills a.fe developed. This is
usually the case when experience in doing the joh is the method of learning.

But, if our goal is an employee who knows why he performs as he does and also




On-the-Job -

o
™ Class of Duties - Technical
I Supervision of Onm:vm Counts -

wm Inmates Feeding

: Specific duties .

Protective utensils
Prevent waste
Movement

Issues

Org. Work Crews

Reports
Search
Contraband

II Supervision of Individual

Specific duties

Visiting procedure
Outside perimeter
Firearms

. Self-defense .

. Assist defense of w:ogmw
Fire procedures

- Arrest, seize and search

III Security

Specific duties

Iv >m3m:mmnuw$<md:$mu Censoring process

Specific duties
Care of equipment

Figure 4 .
' CUSTODIAL OFFICERS
DUTIES, SKILLS, KNOWLEDGE

Skills in

Observation
Instruction
Information giving
Use of group leadership
Discipline
Motivation

Observation -
, Instruction
Information giving
Interpretation of rules
Relationship
Listening
Discipline
Motivation

All skills in I and II plus

First Aid
Securing evidence
Giving testimony

altercations

. Public Hbemnva etation

Operate and inspect safety devices T-ACno of nomo:nnmmnunsmn:cﬁouww
Process of transporting prisoners .

and community

Predicting and pr o<o=ﬁ§m

T.A—urﬂgov#% and mission o
Legal rights and responsibilities

Eo:ﬁ?nnﬁoa of vu. o.u—mgw

Conceptual Knowledge of

Causes of behavior

Group dynamics and interaction
Process of change

Learning process -

Values, roles, m.nﬁn:mom
Communication :
Discipline

Motivation

Authority

nwcwau of _umwwﬁon. mnoc_u m%um:‘:nm and
interaction

Process of change; learning process, <w~=mm.
roles, attitudes, communication; discipline;

" motivation; authority; Individualized behavior

Deviant behavior; Fﬁouvﬂ.mosw— uo?ﬁonm?vm
helping process;

Meaning of untruth, mﬁmmrsm.

Meaning of loss of freedom

Meaning of and use of work

Family ncSonuoE:m. mmvmnwnno:

"All areas in I and II E:m .

Use of knowledge to predict behavior
and to recognize ""danger signals' in
behavior of individual and groups

Organization

Criminal Justice System




40

dﬂderetands Wh& others beheve as they da, then we need to prqvide him with
copceptqal are'a_s.iof_.kndwledge. Tﬁis ki.nd ef emplio’yee, traiped in more ..depth,'
is Vaible to .adapt‘his performa.,nceto changing condijtians énd ta change his
éerformance as the system changes. He also ha.e the deeper satisfaction

?f performing his job as he is given thg tools of knowledge for rational

problem solving within his job.

. [Secjuehce of Instruction
! 1

T
i

’I‘he next step in thxs systema.tw analyqi§ is to proPese a sequence of
‘instruction compriging the basic conceptua.l knowledge that should be
‘learned by everyone w1th1n the cqrrectional system The Custodial foicer
| -model will continue as a guide, but later it‘will be s_uggest;ed how this can

be used as a training guide for other poeitione,

- ';I?'he specific content deveiopment flor'.this model must be clos ely‘related

. FQ‘ the:'_x.'ee.lities of joE duties and to the demogfaphi_,c prvoﬁle' of the e;@hyééé.
That is.to say, case material must be develqped‘frqrr.l‘ the job situati'en‘ and |
reading'assignn;lents must be in basic Englisi}.‘ Conceptual un,derstanding rr;ust
be developee‘l through the gre‘ip'.s particip'ati}on, indivi‘dua.ls must be r-net?:{rated tq
chang}e fheir established iaeas, a‘,.nd;,. fina;il‘y, ‘ample time must be allowed for a'll.

these processes. We-need te remind ourselves of the psychological principle
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’

~

that individuals tend to resist change ifnposed upon them from without themselves.

Basic Sequence

- I. Introduction to sequence
A. Involvement of individuals
B. Institutionai étructure, inmates, resources, programs
C. Basic needs of all in&ividuals
D. Can a co;‘vrection system rehabilitate? |
E. Deviate behavior "
F. Basic s.ellfeuridersta:nding anci knqwledge of personality traité
G

. Differences and variations of su,br- groups

II. The Correctional System

A. Philosophy and mission of system o
1. Gustody, rehabilitation
'2. Legal base | .
3. Rights éf individual and éystem
4. Interrelatednessvc‘:f total.‘system |

a) internal and exterrial res'ources

5. Relation éf thé systein‘t;) conimi;nity

. General view of Criminal Justice System

oz

€, How do people (individuals) react to thé c.orrectionspypcess?

D. What brings ipmates iﬁto the system? | |
' 'E. Employee relationship to the corrections tpam

- .

. Case situation of prisoner, social history, legal history, eté.




. G L)

Employee relations.hip to rehabilitation of the prisoner in F abowve

“Communications.(the device by which we relate)

D.
E

ObSei‘vation, listening, verbal

Self-awareness -- what we communicate

-,

Accountability -- aﬁthority
Public comniunicatipn

Communication -- basic to understanding_hurhan needs

.. Dynamics of Human Behavior

Behavior is caused

Behavior is purposeful -

. 'Behav1or is 1n£1uenced by 1nd1v1dua1 f?,mlly, groups and cpmmp.mty

Famlly 1nteract1on and chlldhqod personality development
Ind1v1dua1‘response: to:stress

Individual resPense to breakdown in role, values, attitudes

V. Personal and Cultural Norms

A.

Influenc:e of cultural an personal behavior, ethu;:s, eponpmic,
educatlon, ‘etes

What is culture, valﬁe, role, status, -sacfalization?

Valyes in our society; i.e., marriage" education, freedom,
security, jobs, etjc. :

Values in criminal sub-culture

Behavior and Mental and Physicalv‘Heiltth

A'

B.

Mental and physical malfunction influence qn belfavirpr _

Poverty, ' socio-cultural deprivatipn effeet on mental and
physical stability. ‘ '
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C. Change through supportive help. -

VII Influen;:e-of Groﬁps on Behavior
| ‘_4A. . G.ro_ups. .in the bi'og.d“sqci.éfyi .
B. | Group behavior
C. Meaﬁing of groups i:o_individqal '
"D. Group behavior -- positivg and negative eleméﬁts §
E. | Stimulus and response to group b_ehavio;:_
1. Leadéréhip_ _ | | |

F. Groups within the corrections setting

VIII. Change and the Learning Process v .

AL Principles of the change prdéeés
B. Motivation for change |
C. Learning to stimulate positive change -

D. Leadership roles in relation to learning

| IX', Resources

A, Community
1. A coﬁlntlhit}r ofgé.nized for helping peopie' '

B. C'grrei::tioné systefn resoufces | | |
1. Tréatrhent pers;bﬁne'l_

C. | Thé Lc;rustodi'al officer a..s.part'o_f the rehab-iklitatio_nitgenlm :

}.This s'equtla‘rice'vof 'basié‘knowlgdge Ihay be given by the ins»titutivona]_.“staff_:_' :
;if they have the qualifif:a;tions. It.r_nay also be ﬁ;esepted in a university 4setti‘ng_

if the proper preparation is given to the instructor. "I‘his‘prep"ara'tion 1s based: '
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“in the,real.it.ies 6f>t‘he'jol':$ duties and also in rélationi ta the educational profilé' of

* the érhplo.y'ees. Content and method will be adjusféd to fhés_e factors.

Probation and Parole Officers

Training Probation and Parole Offic‘ers. pr.esentsv é. diffe,rent problem from
: tfainiﬁg tl;e Custodial Officer. ‘ Thé me‘thod's uséd in this work a.re‘dr‘awn éartly
from social c'as‘éwo_rk,, léut are disting.uis’hed by ithe need to ehfor;:e authoritativ¢
. limitsi and standérds on hehavior. 3_ Soc’igl cas ewdrk as a rﬁethqd wj.thin soéial
- work is t;.ught at Athe graduate level in universities and the tré,ininé leads tq thé
'.'degree of masi_:er éf .social work. Tﬁerefore, it qéuld be séi‘d'-tha‘t Fréir;ing for

“this field can be provided in the existing university setting and only on-the—job‘

training in technical details needs to be providéd. However, let us lock at the -

realities of the situé.tion,

At pr'eserit, in Georgia, the demographic profile for Probation Officers is |

" as shown below in »Téble 2.

; Table 2
‘Summary for Probation Officers

X X Years XYears % Hi Sch Grad % Some Col;lege % Prev
g__lj _}?Age Salagy Serv1ce Educatmn : Only Cgllege Grad - Exp

56 45.4 $6, 130 s 12.'9‘“7 62.7%  30.3% 537 49.29

-

"~ These figuresAshdw that only 5.'3% of all personnel are céllege graduates and

that 62.7% are high school graduates only.

> The Challenge of Crlme in a Free Society, Pres1dtnt's Commlssmn on Law

Enforcement and Administration of Just1ce, 1967 P 165.




The picture in parole is similar as shown in Table 3.

Table 3.
Summary for Parole Offlcers

X Years X Years % Hi Sch Grad % Some % College % Prev
=N XAge X Salary Service. Education Qnly College Grad Exp

47 47,4 $6,429 ?5.7 '.'_12.7' 40.6% 31.9% ”12.7% "36.1%

This data shows that 12,7% are college graduates ahd 40.6% are high school
: graduates a'lo'ne.r The college graduates reported in these tables did not have
mvajors in areas such as socielog‘y,‘ p'syehOIOgY, or counseling that might prepare

therh for their work.

The shortage of manpower in the social work field is 'welll‘: known and is

~dramatically reported by the Department of Health, Ejducation and Welfare in its

publication The Manpowe'r Gap. In addition to this toi:a;l s‘ecia_l work manpower
shortage, ‘tll1e..re‘ is a need at present in the.United States' for an‘ aid'ditional 4, 094
Juvenile Probetion and Parole Officers and three times the number of P robation'
‘ and Paroie Officers now employed for adult felons. In addition, by 1975, it is
estimated that an add1t1ona1 23,000 ofﬁcers will be needed for each of the-

_ Juvemles freed and fof the adult felons. * It must be concluded from these

. Stetistics that a different way- of tra.iningr proba;tien and parole officers must be

* found. .




Duties, Skills and Knowledge

| The chart on tl.ie following page illustrates the duties of a Pz;oba;tion and
P}a‘..r'ovl_ebOf_fiicbe’r_, t‘he‘.skills rgquired for their performance, the kinds';)f know -
ledgev.requi.red, ar;dvtllr;e t‘e>ch.nica1 aféas that can.bé taught pn-the-jqb; As was
mentioned in relation to the Custodial Officer, it is possible to perform with
only on'v-the_f-job training a\nd_with experiven,ceb that b}iilds SOmé skills. Howeyef, :
the qua;lity of perfprmance will éuffer as a result. Consciously planﬁed‘
tx;aining will produce a more rational method in.whici'l problem sAolvi‘ng‘ can be
a‘cjcomplis;hve‘d»in rela.x_tibn. to indivi'duai pr'obiéms'.fa'thp.r than by fqrrnﬁlﬁ pran

‘intuitive process..

Sequence of Instruction

. The first step to training the‘Pi'obation andAParole Officer is similar to
that suggested for Custodial Officefs. “It offers a base of kno‘wlf;dge. fi'lat is
required by anyohe i;q-thev éorrecfions sys‘tém.‘ ’»I‘rl“zis base is the nine pai‘t
sequence explained in ﬁetéil on page 41 é.bov¢. It is:

I. Introduction

II. Conceéts of the Correctional.Systgm

II1. Communi\catidn}

IV. Dynamics of Human Behavior

V. Pérsdnal and Cultural No1;ms ‘
'VI.. Mental and Phyéical Health'Influen.ce on Be_i'lavior
VII. Influence of Groups on Behavior

VIII, Change and the Learning Process

IX. Resources




II. H:< esti mmﬁoz

A,

s DUTIES, SKILLS, KNOWLEDGE -
- PROBATION >ZU PAROLE OFFICERS
On the Job - N : : ) )
Duties ) ‘Technical -~ 7+ skills in _ o o Knowledge of
I, Supervision of Individuals , Resource information 5 Interviewing. Helping process )
- A, Personal counseling for - € v A Referral procedure - " |Recording " Interpersonal relationships
‘rehabilitation ) ‘ Organization of information Measuring of behavior
1. . Employment counseling Establishing and maintaining normal deviant -
2. Personal problems, social, ; relationships Personality development
" physical, emotional Observations Process of change
3. " Training - education Referral ) Basic learning 9@9.%
4. Marital and family Using community resources Social systems
5. Management -~ home, financial Assessment - diagnosis - Socio-cultural concepts
6. Social functioning Prognosis - forecasting Values systems
: ‘ : Interpretation -Role theory.
B. Hsmoﬂnogman N:ocimmmm of u.c;m Motivation - Family functioning. i
1. Interpretations of rules and I and regulations Information giving Group dynamics
" regulations Listening Attitudes o ot
Reporting systems Individualization - Self-awareness . .
. _Revocation procedures Empathy . Authority - :3:“ moﬁgm

Using authority
Communication - oral, written
- Self-analysis

Location of records Problem solving

-Where information is available : o

Specific format of nmvolm, o ‘ v
Scope of content

Sample reports . S o T

Diagnosis

Social planning -

Organization of community

Vocational guidance

Basic medical krowledge

Basic psychiatric knowledge

Behavior and illness

Narcotics

Alcoholism . )
Communication: written, oral, non-verbal

2
3
4. Dismissal procedures
5. Follow-up procedures

Pre-sentence Euno_uw?oi ,
1. Collects information on
a. Criminal record’
b. Employment, school
history A B
c. Family history : o . - - .
d. Medical and psycholo- . L S : ‘ Lo
gical history - L : S - SR AP .
~e. Community reputation ) . : . .
- f. Collateral contacts and nmnonmm . o . . o . R R
2. Prepares report o T A e oo : AR T . L
a. Organizes information R o 8 : B I : ’
b. Makes diagnosis and plan -~ -
c. Makes recommendations R ‘




s On the Job
Duties ) Technical

B. Parole report : )

1. Collects information on i
a. Current family situation = gee above
b. Availability of employment :
Institution adjustment

c.
d. Medical and psychological .
evaluation :
e. Social adjustment
2. Prepares report..
a. Organizes information

b. Makes prognosis
c. Makes recommendations

III, Officer of Court or Parole Board

A, Function as "arm' of Court or mvmnmm.n tasks
Board : . Court procedures
B. Implementation of Court order Board procedures

. C, Liason : Rules and regulations

1. .
2. With enforcement officials
3. With attorneys -
4. With other correctional
divisions o oo

IV, CommunityInterpretation

C. Interpret program to public
D, Interpret individual to public

V. _Administratiop Scope of content

A, Format
1. Individual Forms )
2. Administrative - Resources available
! B. Caseload management Rules and regulations
“C. .Personnel management Accountability
D. Budget and experditure g
F. Training and instruction

With cour o Rights and ummvon.»mm.o:mmo.u .

A. Develop resources i. e. jobs, -Resource information
*  housing, etc. : Use of existing printed -
B. Utilize community resources material

DUTIES, SKILLS, KNOWLEDGE, PROBATION AND PAROLE OFFICERS (Continued)

Skills in ‘ o , Knowledge of

See above I : * See above

“All above plus official behavior All above plus
: , ‘ - ; Criminal Justice System
Legal processes
Political systems

Public speaking . . - Community attitudes

Public writing = =~ - TIA

"Salesmanship".

Organization of work -
Assignment of work

Basic management techniques .
Supervisory methods

.-Basic budget formulation TII Basic personnel management

,wmmmnmﬁm"mmﬂmnwﬂwsw:mmmA.. , ,Ouu-HHmnrnmnamm
Handling personnel problems S S
On-the-job Training and instructions
Determining training needs
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The caontent used in teaching this basic conceptual knowledge will be drawn
fkrorri the area of probafion and parole and reia.ted to the realities of the duties of

'

‘employees in this field. '

. Skill Training

It is suggested that the next step in this systematic plan for training focus

on skill training. This is suggested for two reasons, One is that the areas of know-

]

- ledge are s6 Efoéd that théy woi:,ld re_quire'a' ;ong unintqfrﬁptéd edﬁcé.tidnal experi#nce
tl.f;at“indeed cé,n only ‘b‘e' duplicateci within a pru‘r‘el.y academié. s'etting‘. The second,reavso_n:
is_é.n ba’s'sumption that the knowledge wiil be more feadily absorbed if it can be utilized
imedviate;lX»on the job. | The skill training woﬁld I‘:yle deve10ped‘ so that as an area ig

taught the content will include conceptual kndwledge about "why''.
- Some examples. of skills training.with brief suggested content follow.

Skill Training - Examples of Outlines

I. Interviewing

A. Purpose

‘1. Helping process
2.  Interpreting
3. Information giving

4,  Exploration

- B. Technigues

1. Establishing relationships
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- 2, Individualization . .
3, 'Questioning - use of self :. '
o 4;"sz'étﬁng:1ifhits - "fo_cusing* o

..~ 5: . Using authority; S

B ‘6. Observation

C ‘Interviewing and behavior - |

1. Types of behavior . :

a. _Passive*"
b, Aggressive
- c. Hos'ti.l"l‘e"“ |
d Emo;cio.rll'a]; 6ut_breé.k .

2. ‘Whyvpeople'béhav'e' in this way

3. Our feelings about behavior

' 4. Ways of coping with this behavior in interview

II, lBet:gl;fal- ‘:Px"c‘)'g:e.ss e
| A Reso‘ur-ces“ évéi}able
' B. Selec.’.cirig the resource
C.. Irvl‘tvel"pz.'etationv
1. To -res.p'u.ré’:e =
2. .fi‘o'iiﬁtiiividualti -
D, VI\./I'otiva’lcing._thev individus.l tt')..use reséurqe' ‘

"E. . Follow-up on fefefrai
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| oL ‘Re.cbi-dir-ig: o

A, ."I'ypes of reéo‘r‘d's.
B Who uses reci:‘ords for what purpose
C. Ho.vvv tq selecf mdst uséful iﬁ_fofrﬁation

D. Organization of records -

iV, ‘Qtl;,er areas ﬁf skillsltr‘aining_wbuld.ir;clude:

.A. Officialibclaha‘-/io‘r | |

‘ B. Public inteln'préta‘tio‘nr‘

c. ‘Cé‘,seload Maﬁagement'

'D. Problem solving fechniques - diagnosis, Vp';cbgnosis '

'E. Training others

The Probation and:Pa'rol‘evOfficer will a,lsb need more in-depth sess‘ions-that‘ ‘

3 Wbuld be offered through institutes.  Examples of thése-wopld includé;

1. :Narc;)tiﬁs .Addic':tion
2 - Alcoholiszﬁ
3. M_a'rit;al Prbblemé o
4, dui‘dra.n;cc‘e‘ for Emp]_,oy_rﬁeﬁt |

5. Organization of Commﬁnities

It is apparent with a review of the conceptual knowledge need@d to functlon at
the rnax1mum level in these posltmns tha.t educatlon leadmg to at least a baccalaurr
eate degree ;,s required Th1s should mclude a specmhzed curr1cu1p,m in a soc}a}

welfare- corrections sequence.
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F1na11y, there should be graduate training ava11ab1e for same offlcers in the .
fleld leadmg to the Master o£ Soc1a1 Work degree‘ These off;tcers would then be pre-
pared for the roles of special case therap1sts, ep.pervisqrs andstaff development

'off;cers w1th1n the system. :

A Summary -

The chart op the following page presents the preceeding material in‘a.sumr_na‘ry

' Apphcatmn

Two models the.t illustrate systematic plans for: training w1th1n the cprrectmnal

system have been presented These illustrations i,nclude the two- aspects of correc-
t1ons, custody and rehabjlitation and treatment. Us;ng th1s system, it Shc?uld be -

possible to design a training plan for any positionwithin the system.

To 'illustl;ate-fnrther, take an e;tample of a supportive pcsitton - that ‘of' |
teaeher,'."l Fror_ri ‘position-descrvi'p‘tions, the_:actual_ dutles to be perfcrmed can be | '
| enu;merated. ’I‘he organtzatlien of the-institetional setting will lead tp thpse'tech- |
.Znic'al areas that wtll betaught Hn;the-job. The'teacher comes tp the poasition
*w‘ith skills and knqﬁvledge'needed for him to adapt to this pantircular“ group of
individuals tc be taq.ght. Thesevareas can be taugbt pn'-the-job if the 'staff is i r
quahﬁed to teach them or- they may be taught ceoperatively Wlth varmus ;nstltutmns ;

‘under the aegls of a umvermty staff.
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Professional supportive po.sitio_ns such as doctors, nurses, p.svycholo'giats,‘ o

‘and.also vocational supportive positions such as cooks, mainte:nance'men, ‘shop -

- foreman:would have the same péttérn of training ne,eds',

‘This technique"éf t_raining désién enabl‘ea th'e‘ "plabnh'er.to focus the tra;i.n‘ing
on realistic training nee_ds'tha_,f ar'e-d.i‘rectly related to thve’ duties of the erhployees..
It also allows £or-£1exibility, tc»a-‘meetAthe fnost pfessing traizﬁng vneecris while atjifhle
same time relating the-partialization to a total plan. Both Athe~tra',»1ne;'-aﬁd‘tra‘,in¢e
5 'c_a.nlvsée.hqw the part reiates .to"th'e‘ Whole of the tfainingélan. Further, it’val.lowvs

for flexibility in'the make-up '.of the ;i;rdups-based.oneduca,tioﬁ pfbf_iiés; similé:ity_
 ¢1)£ dutieé and,éiniilarity of settir;gs., .Add‘e‘d ﬂexj.bility of te/aching ;taflfv isvérovid‘ed
'v"a‘ince a teé.cher éf. é;ny éart is able to.see the 'tota,l plan and thus bé-ablé to’p;.'()v.idle' '

for. reinforce'nié'nt and for sequential learning. =~

- The -vsystemé,tic plan provides:for the‘establ_ishment of short and . long térm o

’Atraini‘hg,goals:'[':ovth-ihv selection of traineeeanf_is‘vevlegﬁon of educational perqdnhel.
R The-long!tevrm goal mé,y' be for all personnel engaged in giving a particu‘lar-servi‘-ce
to bé provided with th‘é”rnaxi;num.,édu;a;tional expex;ience poésiblé. Fof-exar_,nple,
. a‘long term goal for all probation officegé-fnay,be:field profes sipné,ljeducafipn.a_.f |
"1:h§ mastezl-s levél. However, la »sh_oi"t f.e;m goal ‘m"o‘re in keeping with réa_litymay. '
be .f‘or'-abll probation officers-to'?avethe.-‘baﬂcknowledgé prévided in the nine step

| sequence described on page 41,

'I“hiS‘syste‘matic-plan also provides for a continuum of education that could
be placeci in the vocational high school, adult ecvlucyation‘ systems, technicial

colleges, undergraduate sequences, and graduate sequences.. As content is-
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developed and methods tested and established, steps can be taken to introduce -

each level into the appropriate educational level.

There is a need to denaonstratethis' system. Demonstratmn\ls needed 1n
' developmg approprlate content and techmques to enable learning at vanous levels, :
.’I'eaching materials such as- readmg ass;gnments and cases must be developed m;‘ -
basic English for the basic sequence. Teachmg methods must be developed that
will enable the learner to part1c1pate fully in h1s educatmn since h1s mot1vat10n |
-d1ffers from the academicstudent. Care must'be given to build in success

: exper1ence frequently so that the- learner “will not become d1scouraged in the ‘

: process. How this can be done w111 need demonstratlon.

The Correctmnal Systern of Georg1a was 'analyzed to develop th1s systematm‘ .'
pl_an. However, the. techmqu,e used here can be repllcated W1th1n other correc-‘ -
. tional systems. This is true because the plan flows from the dutles to be perA-V ,
: formed and also because of the flex1b111ty W1th1n the plan. Other Jur1sd1ct1onsv
"Wlth Personnel Wlth dlfferent demographlc prof1les can be accommodated. A1sp; L
'dlffermg educatlonal systems and 1n-serv1ce trammg svstems can be accornmodated
' w1th1ndthe planto provide more, .or -less, -as t_he case rna,y be, 'of the training. ,‘ .

resource.’: -
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S | B . CHAPTER IV B
STATEWIDE TRAINING RESOURCES: AREAS OF IMMEDIATE AND
POTENTIAL APPLICABILITY TO CORRECTIONS |

Utilization of Total Resources
The development of ‘a multi-favc‘eted trainiﬁg and educ;tion p'rogr>an'1 would
{nvplve extensive facilities and manpower for implémentatirbn.‘ The exbgnse -
' to execute such a'programl would be pz;ohibitive for any-oné'agency the size
L :'ofvth_e Department of Parole, Probatiqn or Correétions_. Howéver, Witﬁ a -
nﬁcleus of in.-hcv:)use training, reinfofced by direct involvement in prvdgrams
,.’operated by various other state depari:ments and insfitutious; | s11_§h a .tjrva.ining

praogram should be both possible and feasible.

There are sévefal resources in the State which can provide ir;imediate
- tljaining and eduéational programs for corr‘ectionai peréonnel. Other re-
‘sourc'es-which arg not now applicable to corrections é.re rstrt‘zctu‘red in such
- a manner that thé corrections fi‘éld might be considered as a potent:ial training.
area. These programs can be categorizred int§ two gfoups, (1) cui-rently appli- E
‘cable and, (II) potentially applicable. To these categories can be addved two
"sub-categories - training prograrﬁs_ and educational progfams. TI"xév séur;::eS'
- of thesé progz;a;ms can be identified as (é,) in-hoﬁse, (b) sfé.té, (c.:)‘ ﬁni?ersity R
system; and (d) (')vther. Schematically this distinction between resource; could

| 'yield a distribution such as that illustrated on the following page.

Chapter V will indicate the manner in which both training and educatiohal '

programs comprise the total plan for meeting Géqrgia's correctional training
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STATE

.UNIVERSITY
SYSTEM

OTHER

IN-
HOUSE

STATE

UNIVERSITY
_SYSTEM

" OTHER

CURRENTLY '

APPLICABLE

1. Adult Educa-
tion Programs

2. Voc-Tech
Schools

3. Rehabilitation
Counselor Train-
ing Program

4, Research in

‘|State Educational

Needs

. pon-degree

1. Conferences )
pnd institutes

2. Adult Educa-
lion Programs

3. In-service
F.ducation Pro-
ram

. Degr ee and

course programs

Consultation
and lectures
National Coun-
cil on Crime
and Delinquen+
cy and

Atlanta Region|
al Office -
Federal -
Bureau of
Prisons

1. Corrections:
one week pro-
gram for cus-
todial personnel

2. Huuovwﬂow“
none

3. Parole:
none

1. Voc-tech -
schools

2, -Research in
state training
needs .

3. Hngo«aﬂmum
counseling’

4. MDTA pro-

grams for A
clinical staffs -

1, Institutes for
Parole and Pro-
bation Officers

2. Management
Institutes

Consultatior
and lectures

National

"Council on

Crime and
Delinquency
and

Atlanta
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~Federal

Bureau of
Prisons
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APPLICABLE

1. Support for:

self-improve-

ment

(a) release time
from work

(b) salary .
increments

(c) scholarships
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cations to person
nel regarding
the availability -

1. Kinescope -
tfilm series

2. Adaptation of
adult education
reading material
to corrections .

3. Evening ex-
tension courses
in correctional .
methods

4. Correctional
curriculum in .

Continuation of
above with
application of
specific correc-
tions theory, - -
course content,
and techniques

Cooperative
programs
between
corrections
programs
and others

1. Corrections:
(2) orientation
(b) joint training
(c) training on
each level of

personnel
2. Parole:
Same as

" above .

3. Probation:
Same as
above

1. MDTA pro-
grams for cor-
rectional person-
nel SR
2. Application of
specific correct~
ional theory and
techniques in
above programs

3. State Merit

Corrections
Seminars

1. Institutes
for correctional
personnel

2. Joint insti-
tutes between
_the three depart
ments i

3. Comprehen-
sive statewide -

4. Institutes be-|
tween all phases|
of criminal jus-

tice system

"training vnomuw_.h .

Cooperative
programs
between
corrections
programs .
and others

)
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" needs. The present chapter will identify the resourg%és which might be tapped

" t'(v) execute the plan.‘ Of pax;ti‘cular concern will be those programs which are
cﬁrréntly avaiié.ble to cor:eétiohat personnel even though their content and
orientafio;ﬁ is not specifically related to the corrections field. Areas of potential
rel'eva.nce; will be indicated. but sp>ecbific areas of program‘de\:relc;pment will not |
be discussed at this péint. A ma._]or phase of the training plé.n is "coordination
and.joint planﬁing. " | The-impxlementation of,thi;s ‘pha;se Wﬂl _involvé open dialogue

: betWeén the p;'oject staff, the poliéy r;}aking bodi‘eé" of each 6fthé three depart- ‘
:fhénts, valv"ic‘i‘"révpresenta.tives bf educational and tx;aining :.ce‘s0uré'es in ‘fhe state. |
»This 'dialogué Wiu i-evolve‘ 'ax;ound areas of éommén cqﬁcern in training and

education with an emphasis on reciprocal participation in state programs.

An ad hoc qo:ﬁmiiteé could‘ be formed 'tq stﬁdy the nééd for ne§v programs

- for correctionai péi‘sonnéi other th;.n tha.t. providéd bir the departments aﬁd by

s .the Uni\‘rérrsii:;f ‘of Georgia's Ih_st_ifufe of Gove_rnme#t. ‘ 'T.[‘h'is“..‘_c:'_m;n;tnitté_e.-w‘(;ulc.i i
_inéludve repi'eéentatives of ‘exis.ting education and tréining programs, educational
épécialists, corv'rve_:ctional'depérfments tréining"qfﬁcials, and Unive‘r,sity system
| per‘.s onnel. The: cv:omrnvitfee' sh§ﬁla b'eicoinprised‘ of iridividﬁéls on the pbiicy-
ma,klng iéveis sovth-at- r‘ecqmrh‘endétions coulchl.'iae‘ réédily e'v>v<ec'uté.d o_r; 'af yle‘a'.s"t,‘ |

' be given immediate executive consideration.

; The r'emainder. of this chapter will consist of an outline_of_ those _prdgrams ‘
currently ig e#istencé with areas o.f‘aipl'olication to correétiphs Aihdi‘cated. Com-
pletién of‘thei table preséntéd earlier is coﬁtingent ﬁpon the resuits of the ﬁb-‘-lc
cbmmit_:te‘e. However, avé.ilablé data ‘_will ‘bé_ entere»d‘ ai: this time and additiqﬁal ‘

programs will be cited as .they are developed.




State Department of Education . : : G

‘ ’\'Ioeat‘ional Edueatiorr
The V_oc‘ational EducatiohDi,vi‘si._on, of the Georgia State Departmeht »ongducatiorv; ,
conducts a statev.vide program of instruction,. re.s_e.arch arld ‘evaluation.' 'I‘hre'e Asso-
ciate Directors, in charge of local school programs, leadership services, and
area school programs, are administratively respon51ble to the Division Director.
l.The D1v1s1on Director works through the office of Instructmnal Serv1ces \rrhose

director is directly responsible'to the State Superintendent of‘Schools.

Although the total prograrn ol the division is exte'nsiVeL its currerlt programs
have little direct applicability to corrections personnel. ‘The 'emphasis-lis |
primarily'on job preparati.orr for specific categorles of personnel or research
in areas relating to current training programs Therefore, the r.evi‘ew of this

division will be mainly in terms of potential appl1cab111ty to the corr ect1ona1 f1e1d

Area School Programs1 - There are twenty—two area v‘ocati'onal techrlical

&

-schools which have been developed "to place the opportumty of occupatmnal
edhcatlon at the post secondary and adult levels w1thin reach of every Georglan "
The cdrriculom of each school is designed to,meet thedemands ‘ovf 1ndustry in the
area in light of population trends, industrial growth, j.ob potentials, and present

and future joh needs.

1Ca.talog', ""Area Vocational-Technical Schools of Georgia, " State Department
- of Education, Division of Vocational Education, Atlanta, Georgia.
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- There are two .typesvof programs offered. The fir.stA-i.s ﬁre-empldymen"c .

- programs designed to prepare stﬁdents to eﬁter jobs in {technic;a,l, ‘.s"killed,f -

5 busine_ss, food, or health occupations. Tﬁese prograrﬁs ax;e offered _durivngv o N
day and evening hours and are available to both mé.le and female studeﬁts.,'
On the day sAchedulei, t‘echnical pro‘g'rams reé\iire two years of study, skilled
programs, or-1e'to two years, and bus-iness education and health edticé._tion,

- one year. Whén taken on the évening sghool schedule,. thé same programs

require twice as much time for completion.

The second category of programs is short evening extension courses.

"These evening courses are‘designefd to assist employed workers either to -

increase or update knowledge and skills used in present employment or ’

to learn new skills for better employment. Extension courses most fre-

. "\quently offered include various specializations in the business education

curriculum and skilled courses such as welding and bricklaying. Courses

\}ary from two to twelve weeks.

The educationé.l entrance requirements for the programs i‘ang'e from
"prefere‘n.ce given to high échool graduates in all pr.e-emp‘loyment ‘programs
to no rigid requirements for the exteﬁéion courses. The age requii‘ements
are -related to minimum age - ‘16 for most area schools - witﬁ né ma‘ximumb
.“age being prescribed. f‘fom all indications, ‘emphasis is Ilala'ged on the
young, :':;‘e:cér.;f h1gh séﬁdél 'g:i'a;iuate,' al%ﬁoﬁéh '-adﬁlts- é,re | .giv'en‘c;i'.é.'f.ulv '

consideration.

The expense to attend the programs is minimal. No tuition is charged




for State.r'esidents. The.only ex’p'enses a student pays are a $v15 supply fee,
L books’, uand' meals F1nanc1a1 a1d is offered to the students in many forms

: 1nc1ud1ng m serv1ce loans, guaranteed loa.n nrograms, work-study programs, -
veteran s.ntog.rams and V0cat10nal Rehab111tatton Funds are usually suff1c1ent"‘

to pay total expenses.for area school students.

Although the present offerings are not currentlyrelated to corrections,

the structure of the area schools is flexible to meet the changing vocational
needs of the state - The cataiog of the';-area v0cationa1-‘te‘chnica1 schools has

. several statements wh1ch suggest this ‘flex1b111ty | Flrst in reference to the :
'.generalvprogz;am, "curriculum 1s demgned to meet the demands of 1ndustry

‘m that area---and present and future job needs. " Second, in reference to

the evening short extension courses, "courses. ..are scheduled upon need_
‘and request'', These statements iv_ould indicate,that, if the need for correcte

| -ional training. Qas demonstrated., Acon‘tectional training tephniquesf'might be

included in area school curriqulum.

Local School Programs2 - The loeal school programs are Cufrently impie-? '

mented on the secondary level with prlmary emphasxs placed on such areas
as agr1cu1tura1 educatmn, busmess educatmn, d1str1butive educatmn, home
'eco_nomics_and trade and industrial education. Although ﬁrst concern is with

the high school student, there are some programs conducted for adults in -

the areas 1isted above.

2"Structure and Function of the Vocational Educatmn State Staff It State
‘Department of Education, Division of Vocat1ona1 Educatmn, Atlanta, Georg1a ~
1967, pp. 5-12. - \ -




Ai: the present time, these programs have little application to any
.-'i'coi'rﬂectio'nsv' personnel other than the clinical and maintenance 'e‘mll)loyees.
The;"na.rrow rang'e of offerings in the programs and the rigidityrof the
4'..<=ii-visiona1 s:trﬁefufe rha;yi ihdice.;‘.'e.tha‘,t few, 1f e.ny, hew'cbu.r"ses cehld be .

~developed in other areas, such as corrections.

Leadership Svervices3- The Division of Leadership Services includes

sﬁch programs as"guidance, researc_h, publications, special needs p;dgrams, '
and currieulum development. Although this office offers no direét treining,

it is responsible for direching those services which "insure fhat vocational
hrogram"s are geared to the needs of the individual and of society." The

emphasis on this division is on the evaluation of existing programs, the

development of new programs, and the determination of state-wide training

heeds on the secondary and post secondary levels.

There isa eontmumg 1nterest 1n the development of new training areas,
ﬁas ind1cated by the ex1stence of the pos1t1on, Work Study and Séec1s1 Needs i
Statve Superv1sor. This person "develops vocatmnal p:ggram_s-for 1nd1_v1du1s
noi'mally not served by regular vocational education programs by working |
with o:thei' vocational officials in the devbelopment and coordinetibn of other

pro‘grams on a state-wide basis and develops such other programs as needed. " :

A second position concerned with the identification of state needs is that

31bid., pp. 14-17.




" of State Director of Oeoupationel Resear_ch. The services of this office are
o es'followé: ' |
(1) Identification of existing programs in occupvationa;vl tratning
- (é) Institntilon of research on the‘se:‘pro_‘oie.rns' B
.-(3)‘ Stitnulation of research b'y.other agenoies 'through a variety of
a avenues and proeedures, .and |
, (4) Deve10pment of a systematio program of evalnation for vocational -

-education.

The Leadersh1p Serv1ces D1v1s1on has current apphcatmn to correctmnal

tra1n1ng m terms of Jomt planmng, : needs 1dent1ficat1on, apd program development, }

"+ . Further, this d1v1s1on could serve as hason between correctwnal tra,1n1ng per-

- sonnel and the vocational education division in general.

‘Research Cooid‘inating T.‘Init4A-' The Res eei'ch Coo‘r.dinating Unit was estab-

‘lished with a direct grant from the Bureau of Research, Division of Adult and
Vocational Research,'. June 30, 1966, under the Research Section 4(c) of the '

'_ Vocational Education Act tof. 1963,

Located at the State Department of Educatmn in Atlanta and in the College |
“of Educatlon, Un1vers1ty of Georgla in Athens, the Georgla RCU. serves a11
levels of vocatmnal-techmcal education thr_oughout the state. The RCU has
es'i.ts pnrpoee the foilovs./ing.: .

(4

o *First, Second, Third, Foorthl and Fifth Qua’rter}y.TechnicaI Progi'ess )
Reports, Georgia Research Coordinating Unit, Division of Vocational Education, -
State Department of Education, Atlanta, Georgia, (June 31, 1966-October 31, 1967).

4
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(1) S_tilmulua'.tin'gi research to improve existing vocational ;education programs.
(2) 'C‘o-o'rdi'nétin'g”ies'earch a"ctivit‘ies‘related to vocationa.l education.
*(3) Conducting research r.elated_' to vocational education programming and

research and, - o o o S : : B

' (4) Disseminating vocational education research information to those in

the state whose interests and needé relate to vocational education.

One area of special interest is implerrientation of the research coordinating

unitts project "'Develo'pmenttt-)f' a Master Plan for _Voca-tiona{l‘ Education in Georgia .
" for th‘e _Ne;it Five to Teu Yea;;s_. " This o‘ne-;rear pr_oject has‘as its objective
the identification vof chuﬁational training needé of G.eorgia's c’itiz‘.ens and the
ir_iclusidn of means and proeedures fer iruﬁlementing this 'fnasterlptan. |
This division of‘x‘r0cation;a1 education is ‘s'imila.r to its iaaireht division, Leader- -
shipv Servic_es,”‘in'that it offers nq di'rect trai.ning ﬁrograms. ‘Hev‘s_)eve\r, it alsq'he.s
‘di;»'ect applieatibh to Vcorrectidnal.trainin‘g in‘terms of research, plarining and

program development.

Adult Education Program5

Scope of the Program -~ The Adult Education Program is funded under the

- Adult Educatmn Act of 1966. Although the Act was approved on-both the elementary

5 L .
. .. : Interview, January, 1968 Mrs. Catherme K1rk1and Dlrector, Adult
' Educa.t1on Program, State Department of Educatmn
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- and secondary levels, funds were appropriated only for the first thfough the
eighth grades.  There is a high probability that the program will be extended
~into-the ninth through twelfth grades, but there is no assurance as-to the actual
' date of this extension.
Participation in the program is determined by achievement tests which
are administered to. 1dent1fy readmg levels. Even 1£ a person has completed
a grade hlgher than the e1ghth he may enter the program if he reads on a

. ~level below the-eighth,

" The curriculum of the Adult Education Program is primarily confined to
the"ba'svici subjects F.Readin'g,.: Writi‘ng.v,b and Atitlametie. | Ninty-six pfograrﬁs :
in 1;27' cIVOunt‘ies are currently in operatioh'with a‘.totaluo‘f 850 .‘employee‘s re-
'éponsible Ifor the e#ec'utidn of ov‘e.rl68‘0 c1asées. : Over ]4.2.,‘500 students are .
'. }cu;-ren‘tly~ enrdlled with'an incr ease'to‘ approxirdately 17, 000. expeeted in
-the commg acadenruc year and 20, 000 in 1969 Corppletion of the pnqgram
- is contmgent upon perferma.nce on standardized examinatlons, with the e1ghth

grade:being the requ1red level of achlevement. , ‘Most students are enrolled

-.foi' approximatelyl 600 hours before this requirement is e_;'atisfied."

E Géorgia Educational Dex}elopmentv.?rogfarﬁ - A secdnd fdf;ctipn of
the Adult Edueation Prograr.n'is’ the administration of the Geqrgia Educationai
Development Program. The GED exammat:.on is held in several teﬁtlng‘centers
in '.the state.' A passmg grade on the exam quahfles the apphcant for a high

school equivalency cert1f1cate. Most ¢olleges in Georgia accppt th;s certlficate
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asrvalid completion orfbsecond-ary school requirements and will give it
-consideration equal to traditional _diplomas._ Although the adult educa-

_tion.prdgram offers no preparatory courses for the GED, it recommends

and makes available a manual v_vhich does orient the applicant to the exam.

| The Adult Education Prografn has a well-qualified staff which gives
consfultatibn. to local school systems at the system!'s requesi-:.‘ Although
‘this consultation most wc»)fte1;1i relates to the spgéific curricglﬁm offerings
of the systems, it frequently is in the area of deficiencies that have been

_noted in the adults who were once in the system.

‘Film Series - Cne program clt_zrfently under considerationris the
development of a sleri.es of kinescope films covering the subjects offered
iﬁ tl}e existing‘adult‘ program. T\%/eilve films would be déVeloped on each
sﬁbjéct and on each grade 'leVel.' Thesé films would be presented on the
educational television system and would be supplgméritéd by work books and
Otil.el; materials. The I;rogr:am would be qobrdinated by local adult education

personnel with period'icv_consultation sessions with participating students.

: Su?nmafy ) The director Vof the Adult Education 4Pr’ogra}m has expressed

' intere;st in the needs of state co‘rirectiorblai pefsonnel. Although the dep"artmebni:
could not qffer courses désignedA speciﬁically forrthis group, it will use
éofrectional materials and trainjng literature in its reading .aricvi» writing

. programs. This _could proire efféctivé 1n rfamiliariéing:correctional |

H




4 officere and other oerson’nel' in correctional techniques, phraseology, and theory

. without-directly teaching these concepts.

Division of Vocational Rehabilitation |

The D1v1s1on of Voca.tmnal Rehab1l1tat1on is trad1t10na11y concerned with con-
- »servmg the Workmg usefulness of physmally and menta,lly '1mp.a.1red people._ Thev. -
o ‘ob_]ectlve of prov1d1ng rehablhtatwe servicee rs preparzng the handmapped 1nd1v1dt1a1
t.‘ for employment However, even though the empha31s is placed upon "physmally and

mentally impai‘red people, " thlS emphasm is not .the excluswe‘ concern of the agency.

R ]

. Cooperative'Pro’grams‘ -.‘The l'.)ivision‘has coopedratlve agreements with the'
'vState Department of Correctlon‘s to prov1de the followmg services to 1nmates mediQ
' cal and psychologlcal dlagnostic serv1cef phys1ca1 restoratron, work sampllng, com- |
prehensive evaluatlon, personal and soc1a1 work adJuetment .prevocatlonal and voca-
t1onal-tra1n1ng, and job placement A s1m11ar cooperative agreement is in effect
Wlth the Georg1a Pardon and Parole Board The Vocatmn,al Rehablhtatmn personnel |
N staffmg these programs requ1re spec1f1c tra:,mng and educatmnal backgrounds
Where 1ncomp1ete, these reqmrements are completed in specif1c degree and non-

E degree.programs at the University of Georgia's Departxnent of Education.

v

, 0 niYear of Serv1ces to D1sab1ed Georg1ans 1965 1966 " Georgla D1v1S1on
- of Vocat1onal Rehab1l1tatlon, Annual Report, A. P. Jarrell, Director.
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Areas of Common Objectives - The objectives of Vocational Rehabil-
. itation personnel in the area of correctional counseling are basically those
" of the treatment specialist employed by the Departr_perit of Corrections and =

“the officers in the D'ep'artr’n_'ent.s"of Parole and Probation, ‘AlthOugh the em-

phasis of Vocational Rehabilitation is on 0ccupati6ha1 readiness, it is also
_concerned with other elements of social rehabilitation. The director of
Rehabilitation Counselor Training at the University of Georgia has recog-

nized this common concern and has expressed interest in the development

" of cooperative training pr‘bgrams“ ‘usifig the resources of Vocational Rehab-

ilitation and the state c'orr.ectionalvsystem.

The counselor training program will be discussed more fully later,

, ;k)ut it does represent a s_igrﬂficant, presently avé.iiable resource not nox&

utilized by corret_tipnai per.s onnel. Vocatioﬁal Rehabilifation administrators

| have voiced intentions fo cooperate in the planniﬁg of trait_ﬁng programs with
objectives common to a11. personngl engaged in common activities. "Tﬁe

| Vocational Rehabilitation admintstration has the authority to support training

of 1v~.e-hvabvilita.tion specié.-l‘ists.‘ T.eafcl;iurvi'gj grant's‘. ‘a‘re ;ha;ae :a\‘fa;iliagle‘. vti'; umver _ _ o
si;cies for enhé.ncing the rehabili‘tationi‘con‘tent in the cufficular of such

vrelate.d prpfeSsions as réﬁabilitation couns’e‘li.ﬁg, fnedic{ne, psychélc‘;gy, ‘slé‘ci'a.l

work, and other. n?

4 7"Voca.tionaliReha,bilita.ti'on and C;orrec-tions - A Promising' Partnership, "
Mary E, Switzer, . Federal Probation, September 1967, Vol. XXXI, No. 3,
p. 12, o - - ' ' v
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~State Department of Labor

" The Georgia State _Department of Labor consists of three divisions.
i r'I’.'he first, thg In:spelctior}' Divisi.on, i_s%esponsible for the gpfo.r‘c;ement of
theLaborLaws ofGeorg1awh1chcover aiAnau‘ls‘tria.l s‘afé-ty_»‘a'r.ic»i::iéa'.niitai.:ion, R
child labor,: conciliafion and pri;va'té agencies. The second, the State
Board of Workmen's corﬁpensation, holds hea;ings and apprbvbes compen-
sation agreements, reguiates disputed medical bills, ar}d considers appli-
ca.ti_bns for advances in workmen's compensa,tidn' payfxie_nts and attorney'sv
» ‘feesv... The t'hird divisibﬁ,'.tl‘{e Er'nplovyrrientlse'@;u.rity ‘Ag‘e'ncy, | is more direc}:l'y

. relevant to th'é'preseﬁt’rﬁepnbrf.

The Publicj Employm:iénf S'ervicAes ma.ée ‘1'58, 658 non-faq:fn job placements
- 1n 1966, énd_35, 375 férm placémér:;‘ts,. Né.w‘job 'a.pplicants totaiiled 19.1,‘330. | E‘
:'T};esé data were belovvvih_é ‘preceding year, rrleﬂecfinlg the tighter labor mé.rket.
With 'a-_'.'majo; expans.iorix»vin th.e séope of the Employment S‘ervice‘_ dperations, "
_ tﬁe' Department's e‘:fflorts t6 alléviate :i;l'nempio);ment vinclwlyuded,‘ émong others,

. the following programs.

Manpower Development and Training Act Programs
L Under this federal act passed in 1962, two training proposals were approved

in that year and were implemented in January, 1963. Cumulative figures from

.that time through 1966 reveaied a total of 451 prbjects approved:'for 11,757 -

S 8Annlua1')Rebort'i ':”G'e‘qrgi'al Department Of L'a‘.bqi",r-‘ BenT. HI.._:I‘.J}'th,-,:COII“imiSA-Ij S

sioner of Labor, 1966,




trainees at a budgeted cost of slightly over. $17 million. Dyring 1966 alone,
" '164 projects were approved f‘c:'r 4, 29‘9.‘tr_ainees with a fund :ailocation of

$5.4 million.

During 1966, eligible trainees were paid over $2 million for training 7 )
‘allowances, subsistence, and tranqurtation, bringing the total fro'm,the,
begmmng of the program to almost $5 million Bjr far, the majority of the'

i,'l‘trainees were being prepared for skilled cleric:al and sa.les JObS In addition” .

.Ato occupationa_l training,~‘ most of the trainees are given basic education courses, . .
‘'such as remedial reading and simple arithmetic.” The training courses are -

well distributed t_hrougheut the state.

Yputh Oppertunity Centers -
| .. Special eiforte h:_ive been 'n‘iade.'tlel_as sist_ y‘o.ung peoplve in ‘findi_n'g employment
er.determin‘ing tlieir' ediicationel or :i'ra'.ining needs. ,Yo"uth'een“ter-s are located in )
.‘areas. of large 'po.pulation. ’ bne wee opened'in Atl.,anta in Me‘.r.ch, -1965, and ‘pla..cA:ed
3, 200 unemployed youth on Jobs during 1966 A eimiiar center \ivas opened in
_ .Savafnnah in June of 1966. Efforts are now being made at the centers to place .4

"each youth on a jeb or in a traimng course that wili prepare him’ for a job,

Neighborhood VServTice Centers
Employment Service personn'el‘arensta.tioned in twelve neighborhood Service .
. Centers in At_laniv:a."_ They are operating in parts of the city Which have been

'identified as low income and whose residents are disadvantaged in education
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. and "emp10ymént opp'or_tunity. The Emplbyment Servicge staff supplement

" personnel from other agencies as well as many volunteers,- - .

Human Rﬁe s ourc es : Study

'. One recently completed s'tudy conduct.ed by'the Department might have
i:oténtial implicatioﬁs for correctional personnel if such a s';udy ?:ould be
replicated on a.‘sta.té-wide basis. According to the» 1966 Annual Report of
the Labof Dep;rtrﬁént; "Public Vé'nd Private ageﬁcies are“initiating.various -
..prog‘rams to a.llex;'i'ate’ foﬁer%y ana to ‘giy.e speciaiized as sistapce t§ persons |
. with job problems‘“.‘ Often they havé nAe‘ed for m.ore specific and cufr_eh_f |
knowledge of the ex.tent.and'intensity of these probierﬁs. "l Dﬁring May and
June of -1966, the. D.eéartment cénducfed a survey in Atlanta which included
twelve afeas designated #s locations whose residents were dis‘adva‘,ntaged

with respect to income, education and training for job opportunities.

In‘for\mation cont“airvled" in"a study .such as this c;o(uld Se?ve as an effective . .
.";gvuide tf) planmngand1mp1ement1ng"ar1ousact1v1t1esofthe d;‘;r‘gia. Départrr;ev:r;t-;'?“"’? |
- of Labor and other public and ‘pr,i\.rate agenc'i'e‘sto é,ssist unemplo’yed and under-~ |
1employe»d individuais. It qogld rgsult in an increase i.n fhg'liabc;r supply which

s ”need:ed to fill the '"growing number of job vacancies. "

"Sdmmar'y .
At the present time, no program off‘ered by the Department of Labor
directly approaches the training needs of Georgia's correctional personnel,

. Other than the clerical curriculum in the MDTA programs, other offerings

%




"“are either limited to specific occupational training or to programs for

o ,'irouth; ) How_eirer, the De'partm‘én‘t of Labor is extremely concerned with

the total needs of Georgia's occupational gr'oups; Preliminary dialogue

.

with several departmental administrators has documented this concern.
Potential areas of a:,pplicativon focus on two services, (1) recruitment of

correctional personnel and (2) direct training programs, possibly financed

The first sefvice could

“under the Manpowex_' Development Tréinihg Act,
be developed with a minimum pk‘f cqordination, ﬁtilizing the exisfing
" emplownént sgrviées str’u'.cvturve". - The fsecol"xd w;ould requiré 'coﬁtipuing
communication. betweeﬁ the D“eparf‘:r'nent of I’Jabobr,'and :epx"eser:x'tatives‘of

the correctional system.-

9

i

‘State Merit Syvstem of Personnel Administration, Training Division

The State Merit System in Georgia establishes personnelA classiﬁcation
scales and employment requirements., It reviews applicants and assigns
) classifiéations based upon their qualifications, including experience, education,

- and, when required, scores on standardized examinations. : ‘

The Traiﬁing Division of 'tl‘léhMe‘ri‘t Systemwasorgamzed to give in-
service training to sfate pversonnel. It was or’igina.ll"y designed to insfruct
- the general supérvisor, but the scope of the program has fecently broadened -
to includ.e both higher and lower level personnel. An i'ntér-departmental
fraining committee advises the; Division on training n'eéds'_of the individual

depar.tments which participate in the program. The instruction offered by

9Interv1ew, January, 1968, Mr. Grady L. Huddleston, State Training
‘Coordinator, State Merit System
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. the d1v1s1on is conducted pr1mar11y by members of this comrmttee with

7 their mstructwn supplemented with lectures by pract1t1oners 1n related

fields in the state commumty.

Some of the programs offered on a contmumg basis are '""Meeting and
Deahng with the Pubhc, " “Management Development Semmar, " ”Execut1ve
Development Semmar, '! "'Personnel Adm1n1strat1on, " "Acc1dent Control "o

and’s'ecretarial tra1nrng courses. Many of these programs are conducted
‘ _:_'cooperatwely W1th the Inst1tute of Government of the Un1vers1ty of Georgla..

During 1966-67, ‘the Division offered a total of n1nty~e1ght pre employment

R ,v _courses 1nvolv1ng 3, 620 tramees and 14 315 student hours E1ght hundred

and s1xty three in-service programs were conducted w1th 13 358 part1c1pants
and 360, 155 student h0urs These programs have‘,beenln thelform of

or1entat1on as well as spec1ahzed Job sk111s. :

'The course content of several programs offered by the Division could be -

easily adapted to the correctional setting.” Those relating to_management,
financial and personnel officers and clerical staffs would be particularly |
- pertinent with little content rev_isionl.._ 'I'he D1v1s10n d1rector has expressed
interest in the development of'programs for correctmnal personnel_. The
- flelele structure of the 'Division.should tacilitate this escpansion' of existing

services.
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University System of Georg;ia,10 . . A (,

- ‘The univé'rsity system qf G_ebrgia consists of higher learning in Georgia,
includmg fweiv_e ée?iiér "c.:ollt.age.:‘s., .~“sv.<'=.vveii-j1'1.nivo..r c.olllé'ge‘s.',' thfét; agricu}tqral
experiment statioﬁs, and the égricult;xa.l -extension sérvice. All units of |

the university system are governed by the'Boa.rd of Regents»k of the university
system of Georgia.. The chief executive officer of tﬁe board 1sthe Chancellor,
who is elected by the boé,rd. ThAeVboarvd,. creation of which is authorized by

the Constitutiqn c;f the State ofv Georgia, is composed of fi.fteen'members
"jappgipted by the Governor and confirmed by the sta;te‘ éénate. The board
formulates the poli;iés of the system, elects ali gdrﬁinisffative énd ‘teafching |

-~ personnel in in_stituti_ons of the system, and allécates to vé.rious ui;its the

 state appropriation for higher education.’

The member colleges of the éystem are distributed thrbughout Georgia
. .'withA all areas having easy access to at leé.st one institut'ibn. The éolleges
range in student body size from ove.r' ‘16, 000 at;’ the ls‘a.rr'g‘est to lesé than 400
Tuitioﬁ is fninimal for non-residents aﬁd free 'for statve‘residents_,A at some
_institutions. In no case is tuition pr}ohibitive for persons wishing to enroll,
Fee, bbooksr, and roorﬁ and boardA woﬁld be_ﬁecesséry expensesv. ‘HOnger,
all i.n.stitutionsiha;ve an extensiveA student aid structure with pi-iva%té, Asta“te,
~and federal s'c;h§1arship and loan prdg#ams‘supplfsmentirbl.g‘the. r_es'o.urces”o‘f o :
the school itseif. Sevéral insfitufions,' such' as Georéia Tech, ‘.h"ave programs'-
thcﬁ enable a studént to work one éuarter and é.ttend classes on. éitéfﬁate
qua'rters{ Many colleges have night programs and most make écheduliﬁg

loAmericanUniversities and Colleges, American Council on Education,
Ninth Edition, 1964, Washington, D.C. '
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allowances for the student who mugt work,

Course offerings at all cbllegeslin the system are exténsive with

o associate of arts degrees awa,rdved‘,ih the juniorfcollegve’s.and degi‘ees

ranging from the BA and BS to thé PhD in the others%. Alsa, the>Uni-
‘vefsity system institutions offer many non-degree, ‘non-cr‘edit programs
to both régular and special stp,dents, always ;)n a free or ;low cdsf basis.
" The major requirement for participation in these programs is knowledge

of their existence.

. Universify of Georgia

| The University of Georgia is the oldest chafterefi s-tateh university
in'the United States, héving Arec‘eived‘ its charter in 1785." It has a
.pres.ent enrollrﬁeht in excess of 16,000 stﬁdehts, with.a grbv?th to
20,000 anticipated by 1970. AThe pfesent tea.ching and r;s earch faculty

is approximately 1, 200,

The University ha.s‘.ma.ny facilities and services which could be
utilized. Among these are --

The Center for Continuing Education which is unsurpassed in the

nation as a site for in-house group sessions and auxiliary services

The extensive University Computer Center which ranks among the

~ best on any campus in the world
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The Institute of Government
The Center for Management Systems

' The University Extension Service which i.n'clude.'s all colleges, both -

four year and junigr, 'in. the Universify System

The Guidance Center

.The I‘ns‘tvitlite o£ Corlvvm'r_u_lnityv a,n& Aréa. Dev.eloprgént
. Research and I()e\‘relopi;nAen‘i C'.‘evx.uter -

Socia} Sciep;é Reseé.rqh institute

An extensive -lib1"aivry

" The operartihg >core of Georgia's Eduéational’.Telqvision Station

The Uhi?e{rsity of Georgivaf has an rav‘ow.ed intérest in pefforming cg)mmun-f"
ity services andll"esear-ch as éviden;:ed by the eXistéﬁcg ofbthe .offi’ces of Vice
“President for Services and Vice Px;residént for Res‘éa.rch.v' The Uriiveféity |
.‘}‘1.as an evér-expanding research ¢é§aﬁilit§r ;rvith a _‘r.1un.n‘ber.§f e#p_e"riencéd ‘
" pefsons recéiving gra'nts-.inv—aid for Aren‘se‘afch pur‘povses. . _"I"here‘i.s e#tengive
joint staffing of training and resveaxl'vch‘pro.jvects,» thus ipsuring a muiti— a.nd
“inte‘r-dis‘cipliria;'y. apl‘)roa‘ch.v: , Thg D_epa'.rtme_nté of Criminqlogy, Psychology and .
. -‘4. ‘Pdiit-i.vca..'l Sqieri?:é and _theécﬁé_olé of Soc‘ial'nWbl"k‘, | Law and Busmess Ad.miﬂi's-l '
' ti‘atiovn offer significaAnAt resour'ces’ for the developﬁent and'i’m"plemeritation

of'trainin'g programs' for the correctional field.
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o 11
Georgia Center for Continuing Education

Of specific relevance to the present report is the extensmn program and
-other serv1ces of the Georg1a Center for Cont1nu1ng Educatmn located on the
.University of Georgia ca.mpus.‘ Aceordmg to an off1c1e1 brocnure of the center,-.'-
nevery effort is made, every opportunity is provided, to let learning flow natur -
ally throughout the pers‘on's life. . A continuing, oynamic source of self-

enrichment and fulfillment after formal schooling is completed. " The programs

of the center rely heavily on the resources of the university and its faculty.

The principal activities of the center and the extension prog‘ram‘ can be
placed in five categories: conferences, community services, off-campus centers,
home study, and television, These services are not limited to Universi‘ty of

E --"Geor.gia.‘ students and per‘sonne_lv,' ‘but are available to the state and the region. .

Conferences - During a typical one month period, the top{cs of con'ferences‘

m1ght range from a two-day semmar for sawmill operators to a week long execu-
tive development seminar for the Amer1can Public Welfare Assoc1at10n The
starting point of eech c'onference_is an infor‘rnal session 1nvolv1ng represen-

tatives of the group desiring to hoid the conference end members of the center's .
full-time,, prvof’es sional conference planning‘staf-f from thev division of Instructional
. Services. The sessions are held to determine the purpose of the conference, general

subject matter to be covered, the dates, and expected attendance.

) : '
"A Lifelong Source of Training for All,' The University of Georgia Center
for Continuing Education, Athens, Georgia.
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Next, the coozjdinator é_ssighed to this conference begins té work out the -
o {ﬁ’_;qe‘taﬂs‘»."‘ Specialists arie scheduled,drawmgfrom lﬁ#iv‘ers:itj.r‘ ap‘d other sources; - o
‘fmeavlis and gﬁesf rodms are-ar_ra_.n.g'e‘d‘, reéréa’tiqp is plaﬁnéd, and the center's =
commﬁnic;é.tions“stz'iff”i‘s 4c‘c'>ns:u'1t‘éd 'rég'arjdirigvﬁvlms', 'slidesv, dis}pla;ybsj and 6ther

institutional materials. 7

: Community Services - "Th:rvd_u"gh the éorhmunity prbgrém, radulté in Georgia . B

- cities may benefit from such varied activities as a traveling art exhibit or a
~ . civil defense trainin’g’ seminar, dramatized with a stage pxesentation, brought . c

in its entirety to the home town from the center, ' -

Off Campus Centers - At off-campus cenferé 1o¢ated.throﬁghc§ut the state,

“adults ‘rnéy» study college courses either for credit toward a degree, for vpcétiOnal-_,

_ imp'rovemvent, or pure_ly for personal énjoy"rrient; "In cities where there is no

v

. i . ,‘ . . o ' . : . )
formal center, classes will be arranged when a minimum”'cluster' of fifteen

“personS'wisdh to study a srubjeyct. " Subjects currently taught at off-campus'

centers through the Uni%reréity‘s ‘extension progi'a.m run the gafnut of human
_interests. The subjects and schedules are geared to the loca_,I' comfnunity,with v
SN t;h‘é‘-'c'our_s es k\:ondudﬁedl by ‘qu?valifive'dihéti}_gctb:}»‘s_'éséigned, by fhe"':cfentef.-,"‘ ;
In addition t_o'the und‘i‘ergraduate and non-degree courses, _'the 6ff-campus :
‘centers offer an extensi_vé schedule"of in-service, gré;duate subjects. Courses

in such field_s as adult edﬁéatioh, a;gric_*;ulflirai extension, guidance and counseling
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and library education are conducted in centers distributed throughout the state. 12

Home Studylé - The 'hblr'n‘é »stu‘:d‘y‘ fnergi-'a.rh' is 'co'ndu'cte'ci for those students-
and inquisitive adults who wish to learn outside thé group pétterns of classes,
cén.ferertces, workshops, or discus»sioﬁ groups. It is concerned with individuals |
and their need for special scheduling and mobility. Adults may register as |
non-credit students for any of the courses or programsA offered by the ‘Horme
Study 4Division. ""Because they are not concéfned with academic objectives
and therefore have no residential requirements to meet, they are ihvited to
" use the advise and referral service of home stﬁdy and make special inquiry
about the courses or subject matter which thesr wish to learn.' All home
study courses, though designed for credit, are also available on a non-credit

basis with some variations in regulations, if necessary.

The Home Study progi'am is open to all applicants regardless ot pi‘evious
~academic experience. No transcripts of previous college or high school work

are required. Students working toward degrees may take a maximum of one-

o fourth of the total requ1rements through home study, extenslon classes, Univer-

sity center classes, or through multiple registration in all of these. The basic

fee for participation is $8.00 per quarter hour.

12'”In Service Education, " W1nter Schedule, 1968 Un1vers1ty of Georgia
Extension Program, Athens, Georgia.

_ 13\ HHome Study in Georgia, ' Catalog, University of Georgia Center for
Continuing Education, 1967-1968.
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- The courses o:ffered in the prdgraxh fangé from agricultu:ai and business-

- * administration curricula to Ps'yc'h‘olo'g'y and Sociology. Numerous course titles

' are taught in all fields covered in the home study prograni. The instructors
S are _highly qualifi_ed'imember's _qf-thé_f‘a.'élilt:iye_:_ks“of'the University of'G_eorgia, Georgia -

College at Milledgeville, Georgia Southern'College, and Valdosta State College.

Television =~ The University of Georgia's maximum power educational
. television station, WGTYV, is housed in the Center with studies and equipment
"--j:_‘”matchin‘g the quality of large commercial stations. Programming is planned

for selective viewers who are encouraged to choose what interests them from

a published weékiy’ guide.v There _afe.how-to-do#it progfams,‘ thOughf provoking

documentaries, internatior‘ially" famous art films and programs planned.for group

training and discussion. The station also broadcasts instructional television

programs used during the day by Georgia public schools in cooperation with

' the State Department of Education, which produces those programs. During

the evening the Center originates‘adult programming for a statewide network

‘of stations of the State'D.epa.,i'frher.lt '(.).f":Ed'ucatid:r‘l.'b'. N R

‘As an affiliate of the National Educa}t‘io:nal Television Network, the station’
_'provides films under contract to N, E}I.‘T. , whose disfribution lines also
reécii overséas audi‘ences..t Filmé ar_e"produce'd under contract to government
a_tgencies, fogndatiohs, aésoéiéﬁiqhs, private firms; énd cofnfﬁercié.l film
'.'hdistributors; | Communications féfsénnel‘and ‘facult‘ie‘s aie_clééely involved

in the conduct of center conferences via audio-visual aids and in the continuing




- goal of developing new instructional techniques.

- Institute of Community and Area Development .

The Institute of Comrﬁunity and Area Devel_opmeht was estabiished in 1961
'té stfeogthen and expand services of theUniversity ;o comm.u_nitios‘and oreas.._ :
rI'rhe Institute is active in numerous fields, includin.g”go{rer’xim-ent -b‘usiness, adult‘
education, vocational tfaining and coromunity organiéattion. The Institute offers
| j1ts resources to commun1t1es in tran91t10n, apply-mg the‘w1de range of faculty

' specialties to a variety of problems.

Th_e services of tﬁe Institute have been outlinod as f.ollows:' i
‘a. Res earoh on communify and orea problerﬁs o
b, Providing factual ioforma:tion
c. Studies wifhin oommunities and areas
d. Help in planning overa‘ll coromunity and area pr_oblonis
e, l"I'echnioal ana consultative services - |
A‘ £, Aosisfanoo in orgé.nizing.and conductiog ],'eadofship‘ se.r‘ninarvs;, and
g Orgamzmg and conductmg forums and pane1d1scussion$and cher

* educational meetings.

. .The relationship between the Institute and the Institute of Government,[ﬁvhiéh L :.

will be discussed later, is close. Many programs are cooperatively conducted

14por 111ustrat1on of a typ1ca1 month's scheduhng, see "Georgia Telev1s1on, -
: January Program Guide, ' vol. 3, no. 1968 : o
15

""The Service Program of the University of Georg1a, " The Un1vers1ty of
Georgia, Athens, 1967, pp. 13- 17 :







" and several staff members are Jomtly staffed W1th the two 1nst1tutes The

- emphasis of both on the need for we11 tramed, competent personnel 1nd1ca.tes o

Itheir present‘and potential capacity _forservi_c'e in the area of,correctional

training.

o ' 16
Institute of Government

The Institute of Government provides services to the people of Georgia

" to help them achieve better government for their cities‘, towns, coun_ties, and .-

"state agenc1es through a broad program of research, tra1n1ng, and field

- serv1ces. | Many Institute faculty members hold joint appomtments with the
Institute of Commumty and Area Development, the Georgia Center for
Continuing. Education, ‘and various a.ca_dem1c departments and schools of ‘

' the University.

-“Research - The Institute of Government conducts research on government_ :

: ‘and pubhc administration, public law, the pol1t1ca1 process, public finance

: fand the fedministration of crimlnali.JuvstJ.ce. The Demograph1c Study of Georgla
Parole, Probatfon and Correctigons Personnel“ and "A Study of‘ the Need and
»_lbDemand for Police Science Degree Progrems in the“Colleges of Georgia'' are
illustrative of survevs conducted by the Institute with pertinence to the present

report.

161pid., pp. 17-21.




Training - Extensive res eéi‘ch is conducted at the Institute to prepare
*instructional materials used in in-service training programs for governmental.
officials and criminal justice personnel. Inventories are also conducted for

governmental units.

In-Service Training

In-service training for government officials is often’ offered in cooperation
.,_with the Geurgia Center. -Annually; both on 'campus and off; “approx.imately.
. 60 programs are c0nd‘ucted for more than 200 officials. On an urea basis,
progré.ms lfor~ city and ;ouuty finance officers, éuperviéory personnel, und

‘personnel officers are held.

' ;‘l: The In‘s.titute‘olffé__zj_s‘_?.‘u_‘e#ténsi\("é t;uiuiug program ‘fgrj‘law ',e‘r.lforc_e‘mentlr o
personnel in the state.‘ Tfaining ‘sessious ‘are'uuuc.iucte.d“fdr medical examineré, '
aléohoi and-’tuzf agents, éheriffs, police chiefs, poli;emen;."and o.thers at

: the Georgia Center. A deg_"reé,pi-ogram‘in quice Science is ycurr'ently avai.l-
.able at G.eorgial.fState College and Ass»ovciateiof ArtsJ dgg?ees are hpw offered

at three junior c'olleges._

.’The training pr_ogram for law enforcement persouuel involve ‘ektensive
use of modern instructional _méthods. The Sight-Sound ‘Projector has ﬁeén
"a.dapvtedito police training curriculum by thé Internatio.nal‘ Chiefs .df PolicA:e.
prov_iding invaluable teachiug £11m strips and accompanying audio aud printed
less‘ons. These lessons are currently emploj.r'ed on-site in numerous pblice :

departments in Georgia. Also, in various institutes, practical problem




_ solving situations are similated. For example, during a recent institute

" for alcohol and tax agents, a raid on a "still" wae set ‘up.,' arrests I'na_..de,*"

‘and a trial condncted. The agents themselves played various roles in the .

. sessions, giving them experience in the total procedure .frorn planning and

~ executing the raid to final testimony in court.

The Law Enforcement Program has a major training resource in the
form of the television courses available across the State. The Institute,
.. in coordination with the Georgia Center television facilities, 'offe'rs tele-

vised instruction in all phases of law enforeement. At the present time,

over 3,500 officers are actively pe.rticipating in the program with 143 de-

partments ref)r esented.

The program for correctional_.personn‘e'l is currently limited'to State
| Perole and P‘robat'ionx Officers andeuperViwsvor s'. .'However,' under funding
from Title I of the Higher Education Act the program w111 be extended
to include personnel in. the State Department of Correctlons during the

1968 1970 period. The present programs include two and one- half day

.1nst1tutes in wh1ch top1cs such as job skills, dev1ate behavmr and modern ‘

'..correcta,onal theory and pract1ce are d1scussed Qualified University-fac-

A “ ulty, Inst1tute of Government staff and pract1t10ners conduct the Instltutes "

" which are held at the Georgia Center."

"51‘8:4.":_"_. Lk
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' Graduate a;nd.CorrresEondenc'e Courses
Correspondence courses for governmental officials are availablé. Gréduéfé;
i-bcourses 1n public-a.drriinistration a:re ofvferedvby the UAniveAl-'sbii.:y bin'a"\reas w.here: é. -
minimum of tw‘enty enroll for a 600 level course and five fér aﬁ eight hundred

level course.

- Field. Services - The primary aspect bf this function having relevance to
.. the present report comes under the héading ""Consultative As siétance. " Thé
. 'staff‘ pf the Coxirectioﬁé“and Law Enforcement Division of the Institute repre-
géhts a vital resource to the State. Included on the staff éreberéons having -

. served in almaost all capacities in the criminal justice system. There is a

former deputy warden of thé Atlanta.F'éd‘eral Peﬁitenfiary_, a past chairman

of Kthe‘Federal Parole Board and of;thé U S. P;;obaition Department, a fornﬁer
.Training Officer of tﬁe Sé.vanﬁah Po'lice‘Departrnent, a past supezlvisor of c.jetec-l_ . N
tives, the f_ormer‘Direéfo: of Pﬁblic Welfafe-iﬁ-Washiﬁg'tqn; D. C., a qufnér

| US Tréasury' 'a"g'ent,w and a former member of the federal Parole Board, - |

In response to réquests-from_variou_s community and 'st‘aii:e sources, the
- s staff offers assistance with the plani;ing and extension ofv'such projécts as com-
munity organization sessions regarding law enfor%:ement, prép‘aration of a pfo-
posal, "Study to Defermine the Feasibility. c.')f'»a Dynamic Registry of Community
.AResource Inforfnai:ion,.“l and prop'o‘s.ed‘al"eé,s of é_f:udy for fhé GdVexjnor's Crim e ‘

Commission. The staff has particular competence in the areas of training and
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~ jts application to corrections and law enforcement.

Summary

The three services listed ahove, the Ge‘orgia.Center for Continuing
-‘Education, the Institute of C‘ommonit.y and Area .Development', and .the
lnstitute of Government reIV)rlesen.t those servi‘ces having most direct and
.inrlmediate relevance to training and education programs fo.r‘ correctio_nal
B _personnel. ﬂowever, 'there‘is a "multitude of counselors" in ol;hel' scho_ole
“and colleges in the Uhiversity ofn G’eorvgia and the other insti‘tutions composing
| the University System. These "service‘s are l:oo numerous .to mehtion at this
tinle, but their pfograins are readily availahle and easily adaptible to Georgia's

needs,

Private C ollege s 17

There is a network of h1gh quahty private 1nst1tut1ons in Georg1a prov1d1ng

. 1nsvtruct10n from the Jumor college assoc1ate of a;ts degl'ee to the advanced MA )
ahd PhD degrees in the larger unlvers1ties. Although these 1nst1tut1ons have

" higher tuition rates than the state schools, .most have extenswe f1nanc1a1 aid

and wor‘k-study programe for the needy stodent At several colleges, the

- .workinAg student is the rule and night classes.and compressed scheduling are

designed to meet his needs.

. 17See Junior Colleges in Amenca, Amencan Council on Educat1on,
Seventh Ed1t1on, 1964, Washmgton, D.C.
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" As was mentioned in regard to University System institutions, no area * ..

“in Georgia is without access to some institution of higher learning. " The privat’e' v

* schools further extend this acceesi'bilvity, placing a college edu‘cation," or at least

some exposure to college level work, ‘within the geographical and financial rang‘e :

of most Georgians, including correctional personnel.

QOther Sources

There are several sources of tra1n1ng support in the state in add1t1on to-

-. those mentaoned above, Although the total listing would be extenswe, the
' r‘eswources descfibed below are 11m1ted to three areas: the Atla.nta Federal
Pen1tent1ary, the Georg1a Cltlzens Comm1ttee ot the Na.tmnal Counc11 on
| Crime and Dehnquency, and the Atlanta Reglonal Offlce of the Federal

,Bureau of Prlsons

The Atlanta Federal Penitentiary

‘ The Atlanta Federal Pen1tent1ary is staffed, ;for the most part with well

‘ tramed, Well.educated per_sonnel. This staff has great potent1a1 as a poss1b1e
source of training assistants and consultants for a Vcomprehensi\‘re‘traini_ng

: _ "prog'r'am. Their experience should prove valuable as a pool _frdm,whieh a

state tr‘aining prograin could draw._ Also, the’px;egram might featqre ‘joint

as well as ‘recii)'rbcal training and planning.
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The Q»e}c‘orgia_. Citizgns Commi.ttee of the National Council on Crime and Delinquency.
vTh.e Geoféia Citizené Conv1rr.1itteevof th»é National Council on Crifneg -and.Delin-
quency represénts a regional office of one of the most prestigiou‘s and informed
' corrections-orie‘nted agencies in the country. The Director of the Georgia office
currently participates in training programs spoznsored by the Institute of Govern-
ment for correctional personnel. The parent organization is a major source of
literature, consultation, and training and, as such, might be actively engaged
in the developrﬁent anci implementation of a comprehensive trainiﬁg pian of

action.

N C The At;lanta. Régional ‘Office of the Federal Bur'eaﬁ of Prisoﬁs
‘.The A‘tlanta. Rggional Office of fhe Federal Bureau of Prisons wé.s formed
to "obtain and utilize ’th“e broadest ‘rangev of community resourices andw services
{n isupport' of the on-going and planned éctivitieg of.thé iBureau of Prisons af;d
local and state jurisdictioh_s consisteﬁt with the policies of the bureau a.nd the

safety of society."

This agency and its staff represeﬁt a valuable resource in the identification _
of supportive programs for the pla.p pf action broposed in this report. Also, it_s_.
svtiaff rﬁembers have great potentiai as s~e‘minar leaders and consultants once the
plan is éxeéuted. Its director has already participatedin several training seminars
and ser.ves‘ on the g.dvisory committee of thé present prpjec't. All indications

point to continued assistance from this source.
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_.Surnrnary
-The list of r.esour"ces'outli-.n.ed abéve is~exvt.érisive. it is ndt;. however,
,exhaustive. Many ageﬁcies Havg not yet been identified a:s offering servi;cés '
or have not bee_:nl réq.ognized s.s hi{ring'léotential for »c_?'ﬂ‘:'e;liing éervices.‘ vIdeally, '
~ these. agenjcives; will be  identified in Vt_h_é' cofr;in.g months and incorpolrzi‘tedjintd. ;

the ;lesign'of the Plan for Action.

The i'es;ources _fhat were frienﬁéned .r'epre'sent a beginning in which an
awareneés between need aﬂd supply ca'n'be effected.: Many servi‘c.éé preséntly :
exist ahci ‘ha;ivre been in ‘exivs.tence for a lbﬁg pe?igfi;‘ The lonlgevvity of the
zneed for the servi'cest'does v‘not ?equire further documentéﬁén. What' hé.s been '.
rhissing is the c.drnmur.xicatiori of the exiétence of the services to cd‘rreéti'onal' :

‘personnel and of the existence of the need to the ager_xéies.~

“It is v'proéosed‘ that the‘ Plan for Actioﬁ will create a tnob'ilbi‘zati‘on of
resburcés f01" -educating‘and tré.ining cérrecfional personnel. . I"c“is furt‘her‘
propbsed that, once the n'.eed.is ma;de known to the épprop;;iate 4r'esot"1r<.:e’s,‘

, ‘the paucity .of ﬁresent progfé,ms will béco.me'apparejnt‘ and the prograx"ns-‘wiill‘

be both expanded and adap’;ed_td the correctional field. .
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. CHAPTER V
A PLAN FOR ACTION

The Approach
' In: March, 196'7; the University of Georgia's Institute of Government applied.

., to.the Office of Law Enforcement _A‘ssisi':.anc‘e for a planning grant. The primary ob-.. ..

3 jective of thé planning program was stated as the conduct of "intensive studies to

determine how a continuing, comprehensive training program embracing all phases

of cdrrectibnal work, pfbbétion, parole and _ins'ti‘tuti'o'n‘al programs can be deveioped,, )
bru‘tvi‘iizing‘ the Iil'eso_'urcevs of'.thé Pﬁblic‘céliég.e""s' alongW1ththe 'iv;l'-l";cv‘).use'r;ésources iof'v
the State of Georgia in coordination with the in-hoise resources of the correctional,
| .parole,’ and pArobati.on ageﬁciés .of the State.'" The propésal ‘was #ppfoved ahd the
planﬁing ﬁe“riod ﬁas m‘)w.be.e‘h coincludéd." ‘The presrent’report repr'eser.lts the pr1n01pa1

results of this study.

- The prAeceeMdi»ng. chaptersvwere"desivgned tc; indiéa’ce vt‘h‘e extent of the m;né
powér ci'isis 1n Ge;‘rgia'_s corrécfionai system,. to describe oﬁe methoa of meieting
this criéis,‘ and tq identify fneang bylwhich tl‘1e' i'nethod mighf b.e implemgnted. A

N ‘r'ecurring theme has~b_ee1’a t_he ngcessify for thé szstém té) éssume .major initiative
~ for this implementation, including the:mobvili‘z.ation‘ of in-housé and ektrg.-house
. fgséufces; Yvet.,‘ i.t‘shbuld be coﬁceded that this'fask must involve cooperative

efforts by other state agencies in its beginning phases.

Recognizing this need for extra-departmental involvement, the Institute of
Govei'nment prepared a proposal for funding of a comprehensive, statewide
training program for correctional personnel. This proposal was submitted to

o the Department of 'Just_‘ice." Office '_o'f Law 'E-nfboxi'cern’e'nt Assistance. " In the "'px-'bpbsél,’;f?'.
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: #Plaﬁ for Actien'w'a;sf‘submitted based ppen the salient training needs of Georgia's
covr.reciv:iohal system. The recoﬁmendatioﬁs of the praposal were evolved from the
stru,cture ofthe sye'eem ‘if‘::self W1th full diéiogue eicisfing Betﬁe‘en deééi‘tﬁientall end" o

project adnﬁinistrators. The final chapter of the present report will describe thls

d1alogue and the Plan for Action wh1ch was partlally resultant of the dialogue.

Evolution of the Plan

" The planning phase of the developmental provjectxeen'sis_te_d of five com-
ponehts - firét, the demographic study;'second, a review of correctional training

literature; third, communications between project and de’part_xnenté,l administrators;

fourth, identification of state educational and training resources; and fifth, prepar- .
ation of a systematic edqcetional pIé.nl Each component reeulted in at least one
conclusion and subsequent recofnmendation regarding correctional training. These

conclusions and recommendations are as follows:

1.  Conclusion: A . -The loQ average length of seryice and high per-
| centage ef carrectional officef persohnel with
less than oﬁe year serv_ilce indicate the._nee‘d for
a continuous tr_ainipg prograrﬂ at the 'or.ien‘tatioz; a

or induction level. -

'_Recoxﬁmendationz E o Training at the orientation or induction level should

be iﬁcorporated into the training plan for correctional -

!

Eersonnel.‘

2. Cenciusion: o The .relAativel'y low percentage of related experience

shown by those entering the service 'emphasizes the

|




.

Recommendatipn: :

3; .‘ Conciusion:

Recommendation A

Recommendation B;
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need for sensitivity training geared to acquaint

personnel with those factors‘pé.rticularly re-

‘lated to the correctional process and to the

‘offér;der. The fact that the correctional deparf- -

ment makes wide use of personnel assigned by

other state departments underscores this need.

Instruction in basic theories of human behavior

vshoulhd be incorporated into the training program

with a specific emphasis on deviaté behavior.

Characteristics of the offender, social probléms

and their éaﬁses, and fundamental methods of

rehabilitation should be included in this program.

"~ The g'eneral‘ educational 1eve1 of personnel réqui;res, :

at least initially, training geé,red to the high schqol‘ '

level or below. This is further indicated by the

relatively high number of personnel forty-five

. years of age and over,

Training sessions should be conducted on the level

of the participants. - Educational research has veri-

fied that the lecture approé.ch is least éffective with

the older, less educated trainee. Therefore, it

T

"is recommended that incidence enactment, T Group

sessions, and programmed instruction might be

more individualized for this group. .

Poorly educated personnel should be moti\.rated to -




- .4, Conclusion:. . .

Regomméndation A

o ivRec‘om'r‘nendqt'ién B:

8, Ceonclusion:

- Recommendation A

. "Rec ommendation B;
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complete or continue their education in a self-

improvement program.

: “The distributiqn of personnel throughout the state .

emphasizes’the-feasibiiity of training on a regional ..

basis for all department.

- Training programs should b‘el developed on regional

. and local bases. The !'"circuit rider' technique -

shduldfbe ighplemented and some'training should

be conducted on-site in prisons and probation and

parole offices.

Utilization of state training and educational resources

' shduid be encouraged. Wherejossible, stud‘y gféuﬁ)s

.and training sessions should be developed under such ..

programs as currently exist in the Department of

Education and the University Systerh.

' The lack of a career ladder and current salary levels
. constitute serious barriers in terms of individual -

" _motivation.

The correctional system and the State Me'ljit System

should develop a tangible promotional structure with _‘ '

more opportunities for advancement in position and -

- salafy than presently available.

. Salary increments, release time from work, title.

'promotions,‘ and partial funding for participation




94

'in training and educational programs should be incor-

porated into the correctional personnel structure to

‘s.upport the training plan,

.6, -Cbﬁclusio#: | : o 'i‘he lack of céllgge background for the majority of
| | pei‘sonnel in all departments, including those

rendering specialjzed services; indicates thg need

for specific training in the"social sciences and re-

lated fields.

Re#prnmepdaiio A More advanced theories of human behavior and inter-

personal relationshipsshould be incorporated into the

training plan with an emphasis on counseling tech-.

niques and deviate social functioning.

Re’Clehfne’ndé,tion B ,vTrain.ing in the social science and related fields should . .

be conducted by qualified practitioners ahdcbll;ege

faculty or.it should be included as study in a college

or university setting.

. This training should not be too advanced so as to -
T S A - A

Rec prhrpelndéftifpn' C:

confuse the trainee. Again, it should be on the

educational and experiential . level of the participants.

Ty ,’C'onclusiion; The need for additional training officers within the
.syster.n is urgent. Except for the Department of

Corrections which has one training officer designé.téa

as such there are no such positions reflected in the

organizational structures of the departments,
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Recomrn’endation; :

Conclusion; _

Recommendation:

Conglusion:

Reéommgndatipn At

Recommendation B; -

35

At least three training officers should be perma-

“nently employed by the Department of Corrections

and at least one should be attached to the Depaft; N ) k

gent of Parole and Prébaf:ion.

The suécess of Police Science and Training pro-
grams in the state ind;lcates the need for further
study concerning the a;pplica,bility of methods used
in these programs to corréctional training.

The methods used in the Police Science programs . -

should be incorporated into the correctional training .

plan to test their applicability and effectiveness in

,a,ctua.,l correctional situations.

While in-service training is the most urgent need,

consideration should be given to the development

of college level curriculum and to the training and

recruitment of personnel in this expanding field. 7

An interh program should be developed in the _

University System with placements in the three

. correctional agencies.

A recruitment program shouid be .developed using . B

. the resources of the State Department of Labor and

includihg orientation to the correctional field in

high schools and institutions of higher education’

in the state.




Recommendation C:

.10, ‘C’onc'lusiax‘iﬁ»

Recommendation;

11, Conclusion:

Rec ommen,dafian:

M, Gongelusion: | |

Bacommendation:
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Feasibility of developing a degree program in

corrections should be studied.

" Many resources for training and education exist in

the state and there is indication of potential areas
of application to the corrections field.

An ad hoc committee should be formed composed of

representatives of the various resources, correctional

training personnel and project staff to examine the

‘application of current programs and the development

of new programs.

The correctional system of Georgia lends itself to

the implementation of a systematic educational plan

in terms of the duties pe‘rformed by its personnel,

the skills required for their performance and the

necessary educational foundation.

" The training plan should incorporate these duties,

‘skills, and educational needs into its sfructure

through the suggested systematic educational plan.

Modern methods of instruction are not being sub-

‘stantially applied to correctional theory and techniques.

The training plan ‘should incorporate full use of

modern instructional methods, including ''sight-

sound' projections, teaching machines, T Group

sessions, role playing; and others.




w18, .C°n¢1usi_6n";. e Advisory Committee meetings pointed to the need
- for additional planning for training, but also to the
“‘need for immediate action. . These meetings re-

sulted in the following official recommendations:

' 'Reé\bmmendat'iori‘ A: Joint training among the three departments is

"immediately feasible and practicable. Regional -

training should be\emphasized utilizing all state

-+ resources, the University of Georgia, state voca-

- tional-technical schools, the police academy, and

. all other appropriate state departments.

‘ Reéén,ﬁrﬂ'e;idaﬁion B: | . Training materials should be developed incorporating

' .-basic educational content in the field of corrections

: spécificaily related to the Georgia systems. Innova-

tive methods and,approaéhes should be emphasized

" 'including use of visual aids, sound slides, and pro-

blem- solving techniques.

”-“"‘R_ec'c')‘r_njménda.tiqn c: A"program to promote and stimulate motivation -

_ forvsellf-i'mpr.ovemerit should be developed. Per-

sonnel should be encouraged and helped to utilize

" state programs designed to provide high school

‘ gquivalency and college level programs for those

~

eligible to participate. Courses in criminal justice

should be promoted throughc;ut the University system.
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Recommeqdatiqn'D: : Départments should offer scholarships and provide

" official leave for personnel to participate in college

“"and university programs.

Recommendation E: - The University of Georgia, Institute of Government

and the departments concerned should develop and

initiate an internship program to provide practical

training for students interested in the field of

criminology and related fields. Stipends for such

internships should be a part of this program. The

departments concerned expressed an interest in

such a program but indicated that at this time they

cannot legally provide funds for stipends.

Recommendétion F: The Department of Corrections needs specialized

short courses or institutes for various categories

of personnel such as wardens, deputy wardens,

business administrators, and training personnel.

These should be developed by the University of

. Georgia, Institute of Governméhf, jointly with = i

| ~ that department.

Objectives of the Plan

Recognizing the immediate and pressing need for training in Georgia's Depart-

ents of Cp_r_rec»tions,v Parple and Probation, .the Institute of Government desig_ned

a ;comprehensi\'ré, in-service training plan of action for all levels of corrections,
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and probation personnel. The bprimary objectives of this program follow:

To increase job performance on all levels of personnel through train-

~‘ing and self-improvement programs.

To increase sensitivity of all personnel to the individual offender

and his needs.

To increase communications between administrators and all other

~personnel within each depa_rtmvent. _

To initiate communications between departments on va.ridus levels
of personnel through joint planning and training.

To devise a feasible sté}ff development plan with salary and pro-

motional increments related to participation in training and self-

improvement programs.

To improve persomiel and gehéral community attitudes toward re-

habilitative corrections techniques.

To develop a training program acceptable to present corrections -

personnel which can be absorbéd and continued by the three

departments at the end of the demvonstration‘ period.

‘To evolve a training program which will combine modern educational

techniques with specific correctional and behaviqral science content

material_. '




9. To encourage and initiate narticipation» in various self-improvement
prograrns, including high scnool equivalency preparation and college
level courses.

10. To demonstrate the applicability and relevance of theb training program

to correctional systems in other states.

The Plan for Action

o The plan for the development of a ébmprehensix}e training program for personnel - - _
in the Georgia correctional system consists of at least seven distinct, -yet cor-

" related phases. Each of these phases is seen as either comprising or leading to

e a continiiing', innovative in-service training érog\ram, As preaently conceived,

the program w’ould(serve fhe now unmet snecialized training naeds" of approximately N
’ 990 ‘;correctional systiem personnel. .It alsb would be desig.ned‘ to orient all per-
sonnel in :areas of general significance,A such as human behai’rior, interpersonal
‘i'elati‘onships, ané. rehabilitatibn .theories. and mefhnds. A third objection of the

| - program would be the development oi' joint ti:aining programs across departrnantal

lines and job classification levels.

The seven phases of the training plan are designed to result in the evolution
of materials and designation of methods for the training sessions. They provide
'for the impleméntation of these sessions, for the evaluation and coordination o_f L

the program, “and for the dew).elopment of a self-improvement and. motivational

stimulus within the existing system, | The training program incorporates the
. Ttheoretical bases of the systematic . plan of education with pai‘ticular emphasis

placed on the duties to be performed, the skills required for their performance,
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and the necessary educational foundations.

| As the bdiagra,m on the following i)age indicates, the phases aré not ‘entirely
,,séquential, but are to varying ‘deg~rees, simultaneous. Each component is
.functionally interrelated with the total system and each draws frofn staff and
extra-staff resources. The nex£ sections give a more thoréugh delineation of
‘each éf these seven project phasés and a description of all personnel potentially '

", involved in their implementatiqn. '

The Phases of the Plan

1. Content and Instructioné,l MefhodS'Developrrient - A general réviéW of

- ,égrrjet;tipnal training literaturé‘ and currently employed methods of instruction
revealedseveral factors. In wquéwhich“ describe'thébl:etical i)as'és.for correc-
tiénél training, few, if any, vehicles for instructioﬁ are discussed. The fiéld of
”éducata".on aboundé_with newly tested methods of instruction for poorly-motivated
é;oups. _ ‘These methods, howevér, have ziot'been adapted‘ to the cérrections

field to any great extent.

. Although the body of knowlédée regarding éor;r.'ectional training is limited,
) 'séme expellenf material has been devéloped. 'I‘he Correctional Officer Training
E'qu"de prepé,red by the American Corrrection‘al Assoéiation and coursés compiled
by the; U. S. Army for Corfectiohal'Speciaiists exhibit valuable content for
t:.fla,ining.' Howe§er, as with most other material feviewgd, there are no recom-

‘.r_n‘ellldations for instructional methods.';r On the other hahd;' in the figld of law -
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enforcement training, the International Association of Chiefs of Police has épplied
‘a modern teaching devvic'e, the Sight-Sound Film-Strip Projector, to appropriate

law enforcement training material.

The review of correctional materials and methods of insfruction assumed
an integral role in the formulaf:ion of the training plan for  correctional péréonnel.
This review will be further extended into other areas with personnel training pro-
grams such as industry and medicine. The relevancy of these instructional pro--

gra.nis to correctional trainihg’will be heavily considered.

It is the intention of this plan to bringabout a coalition between theory and
effective methods of instruction in an in-service tfaining program in .Georgia.
It is proposed to test the feasibility of using such methods as programmed instruc-
tion, role-playing and incident enactment, épen- or closea-circuit television,
"sight-sound" filmstrip presehtations, motion pictures, tapes, and so forth for
correctional training. A inajor corﬁponent of the 6vera11 plan is the producfion of
innovative content material and the,identification of appfopriate*methods of instrﬁc—
tion for the‘ particular classification of personnel and the specific areas of involve-

ment of the corrections field.

2. Direct Training - The second phase of the plan is the direct training pro-

gram. On the basis of existing needs, the levels of instruction can be projected

as follows: . e .

(1) Orientation to rules and regulations on entrance to service.




(2) Job skills -- training in specific procedures and routines related

(3)

", the adaptation of existing mana.gement_data‘,‘to :#pec_ifiq cqrrec-";

(4)

(5) .

to job performance on specific classification levels (parole officer,

warden, etc.)

Management sessions related to cross-departmental c'ategor(ies“

of personnel (administrative, middle management, ''other" pro-'

fessional). This element of the training program would involve

- tional situations as well as the developmeht of additional resources."

Joint training sessions involving a cross-section of personnel -
engaged in the process of criminal justice. One example of

such a program would be a Ases sion including the followiﬁg

~individuals:

a. -Judges, éourt clerks, solicitors
b. probation and parole officers

c. correctional treatment personnel

‘These individuals would meet together in a jo’iritﬁsemiﬁar on iteir;s :

‘of common concern.

3

""Core'' content sessions across departmental and classification’

lines on theories significantly relevant to all personnel in the cor-

rectional system. This would include, among others, such topics

as human behavior, deviate social functioning, and current rehabilita-

tion concepts.

104
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One question the plan is designed to test is '""What fypes of sessions are most
conducive to the development of effective training programs in the corrections
~ field?" The major forms to be experimentalized are as follows:

. A\ '- | L,
(1) Centralized statewide "'short courses' or'institutes in which pro-

-grams ranging in:length from one day to one week are scheduled at
a given location. . These programs could be executed on any of the

above levels of inétruction,, but would brobably, be least feasible

-for the orientaﬁon level.

'»-'-,1_‘-(?.) - Regional short_cb'urs'es' or instit:l}tesi'rf;odeledvir:x the m‘ax;r}er“és those . .

-

-outlined in numbér'(l) abqve, but scheduled in various districtst through-

out the state. = As in the centralized institutes, this progi'am could be
- adapted to anylevel of instruction. However,. it would be more amen-

able to the orientation level than the centralized program, |

(3)' "Circuit or-itinerant" programs in which a continuous, periodic .

s.c‘hedule‘ of trainingi sessions is implementéd ojn a sub-regional basis.
This program.would differ from the‘ i-egional ixistitufés outlined above

‘in that the core of:the ‘tea_rg;pzfp\»rj»diq'g‘. t'}ig .‘iAnstritAJ.ction.woulld-i;emain 'éoﬁstént
and in that thé instruction wéuld Ee se,quéntial» in nature.

~

| (4) Institution or office-based programs involving on- site trainiﬁg

sessions on and between all levels of.peréonﬁel. Although the work-

shops would encompass all types of instruction, their most significant
long-term consequence is foreseen as the development of an orientation

plan for all personnel béiﬁg'indﬁcted into the corrections system.
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This on-site program will directly supplement the next proposed

category, in-house training. Th_e responsibility for the imp_lementa-

tion of the in-house program will rest ultimately in the individual

departments.

In-house training programs: Depa.rtrnénts of Corljecfions, Parole

and Probation.  This phase would involve the development of an on- .

. going training program within the departments, utilizing the resources

of the department itself. The program would include all levels of

" personnel and c-ould be achieved on any geographic basis. The

| primary emphasis of this prograin would be the communication of

vspecific‘ departmental policy, .regulations,. ‘and phi_losdphy with 'ref-'

gard to s'pécific job performance a.nd the tréhsfer of policy'into

-practice. Thi's> progfa.m '.cduld be established on the following lines: - v

a).  Statewide training programs

1) by ‘ca‘tegory (management, administration, etc.)

2) by classification (wardezis, guards, etc.)

b).  State office personnel training programs

c). Regional training programs

1) by category -

.2) by classification

d). Institutional training programs

1) by category

.2) by classification
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3. Self-Improvement Program - The third phase of the plan is the initiation

o and encouragement of an emphasis on self-improvement on all levels. of personnel. ..
" The primar)y method of developing this emphasis will be a communication program
v dirécfed toward the educational and training needs of the individual employees as

well as classifications of personnel.

The major categories of self-improvement programs currently availéble in

the State are:

(1) ‘High school equivalency examinations
(2) Home study -- correspondence courses
(3) Vocational -- technical courses

(a) progfams leading to a high school diploma
(b) non-degree programs von a level below high school graduation
" (c) non-degree pvrograms on a post-secondary level

(4) ' College courses (junior, senior, and graduate college level)

(2) non-degree prograrhs (extension courses, etc.)

(b) degrée oriented programs

(5) . Federal-state-local training programs
(a) ‘Vocational_ Rehabilitation ér'ograms
- (b) Manpower Dvev:vel_oprrvlent Training Programs
v(c) Adult Education progréms of loéal school systems

(6)- . Public information educational programs ‘

(a) Selective television (particularly the University of Georgia's
R WGTYV education network) and news media coverage of the -
correctlona,l £1eld and related disciplines.

(b) Pertinent literatureAWhich can be related easily to the
individual in the corrections field.
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The programs listed above currently exist and have been in existence for a
number of years, The educat1ona1 and tralnlng needs in Georgla's correctmnai '
system have existed concurrently since these programs have come into being.

The present project proposes to create an awareness of these needs ﬁ oppor-
tunities on the part of both the correCtional s-ystem ahd those offering the services
-to ‘facilitate a greater utilization of existing_resources. As stated earlier, this
awareness would evolve out of a"communication proéram jointly, initiated and

coordinated by departmental and project efforts.

‘'The communication program vwill .consist of several series of presentations
centered around var1ous part1c1pants, ,subJect matter and mstructlonal vehicles.,
: ’Atl the present t1me, it is not known what commomcatmn methods‘ would most
effect1ve1y encourage correctional personnel to engage in a voluntary education-
: trammg program It is proposed to examine the feasibility of several methods
of communication, 1nc1ud1ng the followmg
(1) Programs in which the various opportunities listed above are dis-

cussed generally by'representatives of each type.

(2) Programs h1gh11ght1ng each category 1nd1v1dually W1th representatlves

of gpec1f1c institutions or agencies.

(3) Tours of college campuses, vocational-technical schools, etc. ,» with

planned on-site p_rograms by appropriate personnel.

. (4) Programs including participants engaged in employment comparable

to the various levels of corrections personnel. These individuals

who will have completed educational-training programs will discuss
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their experiences in the courses and their level of preparation on

entrance to the program.

(5) Programs centered around sp‘ecific job-training and levels of

instruction to meet these individual needs.

(6) Visual-aids displays in institutions and offices centered around

' the preceeding topics.

The second phase of the self-improvement program is the development of

new opportunities in the state. A proposal of the present project is the initiation

and coordination of cooperative programs in such agencies as the State Depart-
ments of Labor and Education and the divisions of Vocational Rehabilitation and
Vocational Education. In addition, junior and state colleges, both private and
state-supported, and other dep_artrnenté or agencies which are concerned with
training will be consulted as potential sources of sEecializedA trainin‘g in the -

correctional field.

Certaih factors arepredicted'asbprer.ebquisif‘;es for the successful initiation
of the self-improvéme;nt program outlined above. It is proposed to investigate |
the feasibility and likelihood of thes.e factérs being incorporated into the existing‘
cofrectionai sjrstem. Among these factors are release-time from work, scholar-
vship or stipend payments, and short-range as well as long-range incentiv‘e pro-

grams (salary increments, promotions, eté.) on the departmental levels. This

phase of the project will be discussed more fully in the following section.

4. Career Development - A cursory review of the organizational structure and

administrative policy of the Departments of Parole, Probation and Corrections
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regarding salafy and promotional ipérements reve.aled several factors per-
tinent to training. Firsf, the hierarc'hyA in 'a;ll three departments is composed
of a small number of cilassifica.‘tions; of personﬁel il_‘l. which disproportionate
percentages of employees are concentrva‘,vted. Thé only ar'ela in which significant"
opportunities for advancement were noted is betweén ‘Correctional Officer I and
Correctional OfficerlII. Howe-ver, within these two categories, the range in
salary is only $612 from the bot;cém s.tep of Correctional Officer I to the top

‘step of Correctional Officer II.

One vital element of successful implementation of training in any system is
_the official approval of the policy-making factors within the system. This approval

' can best take the form of salary and promotional increments in proporﬁon to the

extent of the individual's advancement within the training program. The present

| plan proposes to form a working relationship between departmental administration,

. the State Merit System, and project ad‘minivstration_ with regard to the development
of a proinotional hierarchy related to 'tr‘ain‘inrg'. This action requires the establish- -
ment of new positions, the addition of more step increases within existing positions,

and corresponding salary increments.

5. Intern Program - The induction of qualified, highly motivated personnel

is at vva minimum in Georgia's correctional system. Itis proposed thé,t én
intern program instituted at the University of Georgia and other colleges

and universities in the State would provide a vital source of'tll'aining for poté‘nti‘al
cqrréctions personnel. As pfesently conceiv;ed, this progi‘am would have two

direct effects and at least one additional indirect effect. As mentioned above,
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it would provide a training and experiential background for interested studenés.
The sécond direct effect is foreseen as providing a source of young, enthusiastic
manpower to the various departments. The major indirect effect of the program
is anticipated as being the avenues of rec';ruitment for the field which would be

created.

There are currently sufficient placeménts within the correctional system
fo‘r these students. Each of the departments has e_ndorsed the féasibility of the
pfogrém and has expréssed willingness to cooperate with its execution. The
present plan proposes t6 provide direction to the initiation of the intern program

and to coordinate its implementation and continuation.

-~ 6. Evaluation and Research - The'education-traini.ng program which will

emerge from the preceeding elements should exhibit certain characteristics
to bie effective. Some of these are outlined below:
" (1) It must be accepfable to and endorsed by the various levels of

"administration.

(2) It must meet the individual a,nd‘g'roup heeds of the correctional
personnel.
(3) It must provide a source of continuous, cumulative in-service

training.

(4) It must have internal flekibility with mechanisms provided for .

structural and procedural adaptation to changing rieedé.,
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(9)

- (10)
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It must offer adequate provisions for in-house involvement on

~ all levels of instruction.

It must be designed so as to take into account the needs of the

inmates, ‘pardlees and probationérs and direct tré.ining toward

the most efficient and innovative methods of meeting these needs.

It must be developed in such a manner that it could be permanently

' incorporated into exi‘svting departméntal structures at the end of

the demonstration period.

It must incorporafe innovative and r'eso'tzrc'éful',tréinirig methods

into the program. However, these methods should not be

bemployed simply because of their modernity. 'They must

demoﬂsfrate applicability to the corrections field and to the

specific training needs of Georgia's correctional system.

It must offer tangible evid_encé of improved personnel per-
formance and departmental functions both directly and indir-

ectly related to the training program.

It must be amenable to a continuous evaluation schedule and

.must provide for a pe?manent research program in the broad

field of corrections and partiéularly.in correctional training

‘techniques and theory. -

Each of these characteristics must be measured and investigated by both long

and short-range evaluative techniques. The present plan proposes to develop
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such an evaluation program to determine the breadth of the applicability of the
‘ training programs outlined above and to examine their effectivenes‘s‘in‘ imprbving

‘tangible as well as intangible conditions in Gedrgia's corrections system.

The ten characteristics listed above could be evaluated according to the
following principal areas of investigé.tion:

(1) Job performance on all levels of personnel
(2)‘ Attitudes ,toward‘ inmates, probationers and parol_e‘es

(3) _‘Unders:tanding and acceptance of rehabilitative rather than

retribﬁtqry'corrections techniques
(4) Staff- adl;ninigtration‘ communi'cgtions
(5) ,Uti’liza.tionof self-improvei’heht opportunities
(6) Tu?n-over é.nd absentéeisvm .rates‘
(7) Partifzipatiop in all phases of the fraining program

o (8) Reaction to various elements of the training prégram as well

as the over-all projeé_t

(9) Applicability and adaptability of program to correctional systems

in other states.

(10)  Effectiveness of course content, methods of instrucfion, ~and

,‘

training devices employed
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(11) Departmental philosophy with regard to training

(12) Promotional hierarchy
(13) Rehabilitation of inrnates/probationers/parolees

(14) Quality of new employees, in terms of attitudes ‘toward

training, age, education level achieved, etc.

Each of Athe above elements would be evaluated at three crucial stages: ‘(a.)

| prior to implementatmn of the training program or in the very early stages of

the pro_]ect (h) during the course of the program, and (c) at.the completion of

"-the dernonstration program. A variety of evaluation techniques would be employed.
”A'rnong those presenti}r covnsidereti'are standardized testing; personal‘interview
vs‘chedules‘;v p.r_oble‘m solving (o»rall,b vcr'ritten,‘ :an(i "acted-out"); personnel rating |

‘. ‘sheets;‘program evaluation, using such‘ techniques as sentence corriplietion, rank-

N ordering of program ‘phases, social 'distance-type questionnaires, and so forjth;

attitude scales; obje'ctive’review by‘correctionaliexperts; and, surveys by project

staff i_nto those factors easily cieterrnined," such as turn- over rates and quality‘of

‘new employees.

A very 1mportant component of the evaluation program will be a determination
'of the difference between rates of "Success! in the various types of 1nstruct10nal

settings employed.

An‘on-going'research program is proposed as an integral element of the
present plan. This research will deal with such p'rojects as continuing review
" of corrections literature, surveys‘ of training techniques having potential applica-

bility to'corrections, and the identification of additional training requirements v
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of Georgia's correctional system personnel.

7. Coordination and Joint Planning - All of the six phases listed previously

‘are vitally interrelated in terms of program implementation. Of necessity, open
dialogue must exist between project staff, the policy-making bodies of each of
the three departments, and those either directly or potentially cooperating in the

program in other state departmenfs and agencies.

It is proposed that the administration of the pla;n assume the role as primary
co.ordinator of all.phaoes of the prooosed program and communications-i:)étween
the various cooperating agencies régarding training. The administrative staff
will provide over-all direction to the program and will serve inv consultative as

well as managerial capacities.

Personnel
Vital to any training eff01ft are the individuals involved on all levels of ‘pre-
pall'avtion, including initial planning, deVelopmeot of materials, legitirﬁatioﬁ ;ofl
progré.i'n, implementatioﬁ of training program, coordination, continued plam}ing,
and subsequent evaluation. To insure coordination and integration of all ‘elements
in the present plan fo;' action', project and state personnel must fun_ctiion joinfly.
‘The diograms and description Aof peArsorAm‘elr og%he followmg pa;ges‘ 'indiwoate the

relationship this joint functioning might assume.
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A. Project Director and Assistant Project Director

: The Project.Director would be directly responsible for '.the adminis-
tration of the plan, and ‘along With the Assiéfant Project Director. would pré-
vide the over-all coordinatibn of each project>phase. The Project Director
would be specifically responsible for the “Céreer Development'' phase. The
Assistant Project _Dii'ector wouid direétly assist all project personnel in the
- several phases of the program and would be pfinvlar‘ily responsible for the

~design and execution of a continuous research and evaluation program,

B. Training Coordinator - Education Coordinator

The development'ofvtwo full-time positions is proposed for the préjéct
staff. Recognizing the neces sity of‘ liaison between the projec;t and each of the .
three depart‘ments,’ the first, the Trainingl Coordinator, would be jointly attached
_ to’ the Departments of Parole, Probatiqn and Corrections in Atlanta, Georgia.
The primary responsibilities of this person Woﬁld be in the areas of direct .
training (séecificaliy, in-house tfaining for probation and parole), self-.imprbve’-
ment program, intern program, and content development. He would be employed
by the thrée devpa.rvtment.s with the project director recommending requirements.
Ideally, these requirements would include experience in the training field and at
lvea.ts't é B.A. This pésition is fore‘seen as functioning to fill communicatién gaps

between projecf objectives and departmentalvimplementation.

The second position, Education Coordinato_r, would function almost identi -

. cally as the Training Coordinator. The persdn filling this position would be staffed

. in the Institute ‘of Government office in Athens, Georgia. Although he would be

involved in all levels of the training program, his background should reflect




experience and/or training in the education field.

Thus, each of fhe positions complements the other -- one filled by an
education specialist and the other by a training specialist with one staffed in

Atlanta and the other in the project office at the University of Georgia.

C.- Researéh and Evaluation Staff

A research coordinator is a basic component of the project. In addition,
members of the University faculty staff of the Center for Continuing Education.

and the staff of the Institute of Government would be used extensively.

D. Educational Specialists

The use of consultants in the field of educational theory and training
methods is proposed. These consultants would prdvide vital direction to the
development of course content and would offer much in the way of practical

means of executing the presently proposed plan. |

The consultants would be drawn from the faéulties of institutions of )
highe>r learning, from agencies and state departments engaged in related activities,
é,nd from educational re.search institutes. In the'selection of the consultants, the
primary emphé.sis will be on a combination of theoretical and practical applicat;ldﬁ,

| a cross-repx_'e.sentation’ of various educational philoséphies, band an ability to .

relate the abstract to the specific training needs of the Georgia correctional system.

E. Institutional Training Officers

Three positions are proposed to serve the specialized training needs
of correctional institution personnel. The persons filling these positions would

~be directly concerned with the "in-house" training program outlined elsewhere.
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They would work-‘closely with the present Corrections Department training officer.

" as well as with the project Training Coordinator.

These persons are,s‘eeni as an important additional liaison between the
corrections persoﬁnel (especially Correctional Officer I and Correctional Officer II)
and the project and departmental administratién. In addition to direct training
duties, .th.ey would assist the Research Associate Wit}; the collec.tion of pertinent

data in the evaluation project.

The requirements for these positions are presently proposed as high

school graduation and extensive experience in training and/or correctional work.

F. Graduate Asgsistants

The project proposes wide use of the many highly competent graduate
students at the University of Georgia and other institutions in the state. These

students will assist project personnel on all levels of each phase of the project.

G. Secretary
The project proposes the employment of a full-time secretary to meet

the anticipated heavy clerical load involved with the implementation of the program.

As has been indicated, the p'roject personnel will draw heavily frorhT extra-

staff resqurées. Primary sources of support will be Institute of Government staff,

Advisory and ad hoc Committeé members, and other consultants.




Conclusion
_ Thé plan é.s pr'o‘pbs'ért-i presehts a.ééqugnfidl, \bri):.c.afi:onallyi:‘orieht'e‘d é.i)proach
L d’es_i‘gned to accommodéte édaptation to prirhax"y needs. Sporadic sessions designed.
'to meet the neéds »bf thevmo;nent. a'vre oécasionally ‘ﬁece'ssary. Ho.v{zev.er, 1t is con- »

tended that their effect is minimal unless related to an overall training design.

The various phases of the plan require simultaneous,_ coordinated action.
Completion of one phase is not dependent upon the completion of other phases.
Also, a wide range of experimentation in training techhiques is possible without_

a violating the basic body of skills and knowledge reqtiifed.

Implementation of thepla.n requires ingenuity, preservance, firm support
and administrative direction and full utilization of all resources. Its success is

dependent upon a concentrated attack on all fronts.






