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' FINAL REPORT
PHASE I Supported under "Exercise Acorn" (NI-077)

CHAPTER I - INTRODUCTION

Nature of the Problem

The problem of crime in American communities is one which has been
rehearsed with regularity in the public press, the mass media, and in daily
conversations., The President's Commission on Law Enforcement and the Admin~
istration of Justice, documented the need for a critical upgrading of law
enforcement services in the United States. This study directed its atten-
tion to the manpower components related to the prevention and control of
crime. Specifically we were interested in determining for Pennsylvania:

(1) who is working in the administration of criminal justice system; (2)
identification of settings; numbers and types of positions; (3) the job des-
criptions and role expectations (actual vs. expected roles); (4) the gemeral
state of manpower in the criminal justice system; (5) the manpower problems

as they exist (availability of positions; retention of incumbent personnel,

" quality of Incumbent persomnel; recruitment strategies); (6) identification of

career systems and finally; (7) what impediments exist within the system
which discourage individuals or groups from seeking justice jobs.

Nature of the Study

The goal of the first phase of the project, "Manpower, the Administra-

tion of Criminal sttice, and New Recruitment Target Groups," as set forth
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in the original proposal submitted for first phase funding to the Law

Enforcement Assistance Administration under "Exercise Acorn' Projects,

was the development of a comprehensive pool of informati on the person-

"nel situatim in the administration of criminal justice in Pennsylvania.

As part of the first phase the project developed three questionnaires for
police, probation, correctional institutionms personnel, An attitude in-
ventory of feelings about minority groups was generated and pretested'with
police personnel. The long range goal of the study was the prime design
factors considered in the development of the foregoing items. The objective
of the project involves converting analyzed data into action programs to pro-
vide employment opportunities and training strategies'for selected target
populations, heretofore assumed to be under-represented in the administration
of criminal justice. Those designated as potentially employablé target pop-~
ulations include indigents, minority groups, and rehabilitated former offenders.
Hypothesis

The initial hypothesis of the study, as detailed in the original "Acorn"
proposal, stated that it can be assumed that agencles are having significant
difficulties .in obtaining applicants to £ill positions and that at the same
time, agencies have failed to perceive, or at least failed to pursue, the
identified target groups of thils study as manpower resources. The study,
then, on the basis of the above assumptions predicts that jobs can be ident-

ified, that persons can be rec¢ruited and trained to perform efficiently the

jobs now vacant and available.

Nature of Population Studied

Unique quéstionnaires were designed for police, institutional and correc-
tional field services personnel. The design and mailing phase of the project
required approximately two months, Returns reached a peak in ea?ly Novembér.

Police departments in Pennsylvania can be divided by government jurisdie-
tion into cities, boroughs, firgt class townships, and second classg townships.
The total number of identified departments in Pennsylvania is 1191. The pro-
cedure followed was to survey all cities. Forty-one cities out of 44 replied.
Fifty percent of the boroughs were surveyed and 125 replied out of a total of
345. The large number of boroughs and townships necessitated surveying only
50%. Sixty-three townships (lst and 2nd class combined) out of 215 surveyed
replied. This relatively low return rate of townships is probably attributable
in parﬁ to the fact that most township departments are one or two-man forces
and lack any clerical help. In sum, 33% of all police departments surveyed
replied.

All county adult probation agencies and every county and State correc-~
tional institution in Pennsylvania was surveyed. Returns are at 447% on
correctional institutions and 587 on probation agencies. All»of the data
was compiled and analyzed and appears in the appendix. Following a few brief
comments on data limftations, the findings will be discugsed on police,

probation and corrections. (Chapters I1II, III, IV)
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Limitations of Data

In analyzing the data, certain assumptions must be made. The following
comprise the major assumptions of the data: (1) that those responding are
accurate'in their reports; (2) that those responding are characFerisg?c of
the non-responders; (3) that lack of responses are attributable, in general,
to the existence of a preponderance of small departments or agenciles. For
example, most police departments in Pennsylvania, as noted above, have‘less

-

than five men, many only part-time chiefs, with no secretarial personnel.

CHAPTER II

FINDINGS - POLICE SERVICES

Who is working in the administration of criminal justice system?

Positions Budgeted and Filled

We examined the numbers of positions budgeted and filled in police depart-
ments across Pennsylvania as reported to us. Tables 36 and 37 give figures on
the number of departments cross—tabulated with the number of full-~time employ-
ees by police rank ranging from the position of chief to patrolman. It is
clear from Table 37 that personnel are most frequently employed at the patrol-
man rank, followed by sergeant and lieutenant ranks. Of the departments re-
porting, 13% have no full-time chief of police. Over one out of four (26%)
of the reporting departments do not have full-time patrolmen. Actually, such
departments should be classified as something other than police departments.
Experts 1in the field agree that it takes four men minimum to have a police
department (one to cover each shift and one for relief). Departments having
less than four men cannot begin to give adequate protection or coverage to
the community no matter how small the area or populatien. The relatively large
numbér of part~time forces in Pennsylvania has been mentioned earlier in this
report and it 1is important to reiterate that they account for a significant

proportion of all departments in Pennsylvania.

C
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Females, Part-time Personnel, Non-Whites

After examining the over-all picture on full-time positions, we turned
next to a more detailed look at particular hiring practices. Table 40 shows
that 86% of all departments reporting do riot employ women as full-time police.
There 1is a restricted utilization of women on a part-time basis, witﬁ only 9%
of the departments responding affirmatively. (Table 41).

The use of males as police on a part—-time basis is much more cgmmonly
practiced. Table 40 shows that almost 60% of all departments employ males
part-time. The townships, as noted earlier, employ a relatively larger num-
ber of part-time personnel; over 337 of all departments responding empley from
one to three men part-time. Another 25% report employing from four to eight
men. Those departments reporting thé use of male part-time personnel are pre-~
dominantly townships (see Table 41).

It should be a high priority objective of all communities with a sub-

stantial minority population to recruit minority group officers and
to deploy and promote them fairly.

The Challenge of Crime in a Free Society
p. 102

Employment figures on non-vhites are given in Table 45. 1In 78% of all

departments responding, non-whites are not employed. Although our data is
not analyzed by urban population composition, we can detect a significant
shortage of non-whites in police work. The 1960 U.S. Census report indi-
cates that 8.17 of the population in Pennsylvania is non-white. This under-
representation of minority»groups in police work islquite evident.

Where do administration of criminal justice system people work?

A. 1 y . ¢ ¢ 4 i 5 “ H < : /' ‘ !

Identification of Settings

Police departments in Pennsylvania fall under three separate jurisdic-
tions; cities, boroughs, and townships. Almost 4% of all police departments
are in cities; just over 597 are in boroughs and 37% are in townships. Since
returns were highest for cities, the cities are somewhat over-represented in
the data and townships under-represented.

Numbers and Types of Positions

Both the numbers of positions existing in Pennsylvania and the types of
positions are shown in Tables 36 and 37 and have been discussed above. When
the types of positions were tabulated, we noted that no department reported
using the position of Community Service Officer, which was envisioned by the
President's Crime Commission as replacing the police cadet category. There
was also no department reporting the use of Police Agent, a rank above the
police officer in which, as the Commission suégested, "complicated, sensitive,
and demanding" police jobs would be handled. (p. 108) In sum, no imaginative
or innovative programs in terms of position types appear to be currently im-
plemented as reportéd by our survey population.

Philadelphia, which did not respond to the questionnaire, is the one
exception, in that it has instituted an imaginative program. In Philadelphia
young men of 19 are being accepted for training as full-fledged, sworn patrol-
men. The only other city in the nation which currently ;ses 19 year olds as
patrolmen is Houston, Texas.

Although this new program appears contrary to the Crime Commission recom-
mendation that college credentials be required for patrolmen, it does have the

effect of broadening the base for recruiting. According to George O'Conner,

7
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Chief of the Police Operations Division of the Law Enforcement Assistance
Administration in the Department of Justice, law enforce@ent has taken it-
self out of the labor market at the crucial point when high school gradu-
ates are job hunting. With the development of this new program candidates
can take 911 e%aminations and undergo screening at 18 years of age. On the
day the candidate turns 19 he is appeinted and begins police academy train-
ing with full patrolman's pay. Given the very limited supply of police
candidates programs, this new program with intensive testing and screening
of candidates shows promise of alleviating the manpower shortage.

What are they doing?

Job Description and Role Expectations

In developing our questionnaires it was determined that this type of
information was not adaptable to nor readily codified using mail-out survey
methods. It is the intention of the project to attempt some systematic in-
vestigation of this topic during the second pﬁase when field interviews will
be held.

What manpower problems exist?

Availability of Positions .

Actual vacancies, that is positions budgeted and unfilled, are showm
in Tables 38 and 39. Few vacarncies are reported at the command level. It
should be recalled, however, that 13% of the departments are run by part-
time chiefs. The numbers of vacancies increase perceptably at the lower
ranks. Almost 13% of all departments reporting indicate having somé vacancies
for field personnel. We can speculaﬁe with fair certainty, given the re-

ported Fggruitment problems, that if funds were available, we could antici-

8
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pate an even larger number of budgeted and unfilled positiansl

Retention of Incumbent Personnel

Both recruitment and job turnover factors encompass manpower problems
in general and retention in particula;. Table 29 shows that the lack of
applicants is the most frequently cited reason for department difficulties
in recruitment. The age gap plays a role here. Most young men graduate
from high school and are job hunting at age 18, yet few police departments
accept recruits under 21, By age 21 they are settled in jobs and no longer
consider police work. fhe second most frequently cited problem in securing
new personnel is the detering effect of low salaries.

Job turnover factors are shown in Table 30. Low salary predominates

as the reported cause of turnover. Personnel discharged for a cause and those

‘1eaving voluntarily are tabuilated in Table 42, The figures show that four out

of ten departments lost persomnel by voluntary resignation. This is both ex-
pensive and disruptive to community safety., Only one out of ten departments
report discharging personnel for cause. The relatively low discharge rate sug-
gests high tolerance levels on the part of administrators or extremely good
selection techniques. Since such techniques were not evidenced from the sur-
vey, we are left with the unhappy conclusion that once hired, police personnel
are not subjected to rigid performance evaluation.

Contrary to the frequently stated .~inion of city and towpship police
admini;trators thaf.many of their good.men leave for State police employment,
the most frequently cited reported destination of departed personnel is pri-

vate industry and non-criminal justice work (Table 31). Table 43
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gives both the numbers and destinations of-departed personnel.

Quality of Incumbent Personnel

Quality of personnel is not easily measured short of individual assess-
ments of department members. However, some yard sticks readily arrived at are
available as indicators of quality. The Crime Commission suggests quality be
thought of in a general, comprehensive sense. For example, a high department
standard of education can mean gquality but it alone doesn't ensure quality.
Physical dexterity, devotion to duty, knowledge of law enforcement procedures
are all necessary to quality personnel. The Commission further suggests that
quality "means personnel who represent all sections of the community that the-
police serve." (p. 107)

Table 1 indicates that 23% of the departments reporting have no education
requirement at all. The majority of departments require a high school diploma.
No indication is evident of departments direéting efforts towards establishipg
college credit requirements.

Until reliable tests are devised for identifying and measuring the per-

sonal characteristics that contribute to good police work, intelligence tests,

thorough background investigations and personal interviews should be used by

all departments as absolute minimum techniques to determine the moral charac-

ter and intellectual and emotional fitness of police candidates.

The use of a psychological screening examination éo eliminate individuals
possessing unacceptable and inappropriate personality pattermns can play an
important role in working towards developing quality staff and screening out
those lacking maturity of judgement, a crucial qualification for line offi-

cers. Table 2 indicates, however, that only:'10% of all departments currently

10

administer such tests. Philadelphia is using such tests in its new program

of hiring 19 year old patrolmen.

The use of orientation and post-employment training procedures enter
into the development of quality personnel. Various orientation techniques
are both available and used by police departments. Tables 3-6 show proce-
dures now being used by the departments reporting. The Comnission recommends:,
"Formal police training programs for recruits in all departments, large and

@ ]I small, should consist of an absolute minimum of 400 hours of classroom work..."

;" S (p. 112). Table 3 ind;cates thaé over 66% do not conduct police academies-on
a local level and only 6.5% require 320 hours or more.

An adequate probationary period and careful evaluation by administra-
tors can help contribute to a quality staff. Table 7 gives data on probation-
b : ary period practices. Sixty peréent of departments reporting have a 6-12

month period. This falls somewhat short of Commission recommendations:

Entering officers. should serve probation periods of, preferably, 18
months and certainly no less than 1 year. During this period the re-
cruit should be systematically observed and rated. Chief administra-
tors should have the sole authority of dismissal during the probation
period and should willingly exercise it against an unsatisfactory offi-
cer.

(p. 113)
S “’
: Finally, adequate financial security can contribute in attracting and
’ e holding quality personnel. Our data indicates that most departments, almost
R §

607%, report using civil service coverage, Over 217 of all departments re-
R port having no coverage (Table 8).

Identified Need for Additional Personnel

i The need for additional personnel not budgeted'is shown in Table 46,

I
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Thirty~-two percent of all departments reporting indicate needing up to six

more men. Another 5.7% report needing from seven to sixty additional men.

Since police chiefs are realists when it comes to such matters as budgets

and personnel, we can presume that these figures are on the low side re-
flecting mainly what the chiefs believe possible to attain.

Recruitment~Strategles and Other Problems

Recruitment strategies are given in Tables 20-28. Newspaper adver-
tisements appear to be the most frequently used recruiting technique, fol-

jowed by the use of civil service agencies (Tables 24, 25).

Police departments should recruit far more actively than they now do,

with special attention to college campuses and inner-city(neiggg§rhoods.
P

The emphasis on recruiting from college campuses is in accordance with the
Commission's interest in seeing "that it should be the long-range goal of
all departments to raise their educatlonal standards.”" (p. 109) In fact,

the Commission recommends:

The ultimate aim of all police departments should be that all personnel
with general enforcement powers have baccalaureate degrees.

(p. 109)
Table 27 indicates that Pennsylvania police departments have not, according
to departments reporting, been recruiting fromcolleges and universities. The
educational requirements as shown in Table 1 would explain this lack of re-
cruitment effort directed towards college students.

Ceneral Problem Areas Related to Manpower

In Table 34 the reported special problems of police departments are given.

The city departments most frequently report having to deal with large segments

12
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of low income people as the major problem encountered. This is followed next
in frequency by a report of a combination of low income and high density as a
major problem. Totals in this table suggest that policing ruraliareas is the
most frequently reported problem of police departments reporting. This is
largely, however, a result of the second class townships which report at a
rate of 62% that rural policing is a problem. Table 35 indicateé that most
departments (almost 80%) report no civil disorder in 1967, 1968, and 1969.
The largest report of disorder comes, not surprisingly, from the cities re-
porting disorder in 1968 and 1969,

Identification of Career Systems

The identification of career systems was approached in terms of inquiring
into the frequency with which cadet programs were employeé throughout the Com-
monwealth and the degree to which promotions could be anticipated by encumbents.

Determining the existence of pre-established promotion policies within
departments should suggest the existence of, or lack of, career systems.
Tables 32 and 33 give this data. In Table 32 we see that 307 of all depart-
ments reporting state that regular advancement cannot be anticipated and
another 34% indicate that only sometimes can regular advancement be antici-
pated by encumbent police personnel. Twenty~two percent of all departments
reporting do have regular promotions as department policy. This, then, is
the extent of career systems as measured by promotion policies. In Table 33
it can be seen that actual advancements by departments were somewhat lower
than the percentage of departments which indicated that regular advancements
can be anticipated. However, the cities repoft promotions at a much higher

rate than their policy response. We can conclude from this data that career
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systems do exist within Commonwealth departments in roughly one out of every

five departments, based on promotion policy figures. We can also conclude that

the cadet program is very weak in terms of numbers and not carrying the burden
of attracting new personnel to criminal justice work nor providing the first
rung on the career ladder.

Tables 9-16 give data on police cadet programs. Since 92% of all depart-
ments reporting indicate that they have never had cadet programs (Table 9), we
must conclude that the use of cadet programs is not a good indicator of the
exlstence of career systems at the entry level. Currently only 1.3% of all
departmernts responding report having police cadets in their employ (Table 10).
The total number of police cadets employed by those departments range from five
to six men (Table 11).

Ldentification of Career Ladders for Positions

No specific attempt was made to attain this data other than the inquitry
into the cadet program. It would; in the judgement of the researchers, be
more appropriate to attempt in-~depth interviewing in selected large police
departments during Phase IL in order to further pursue this subject.

Impediments Existing Within the System Which Discourapge Individuals or Groups

From Seeking Justice Jobs

The inquiry into impediments focused on former offenders and minority group
members. Tables 17, 18, and 19 show data relating to the hiring policy of de-
partments concerning persons with criminal records. Only 4.8% of all departments
reporting do not have a policy which specifically rules out consideration of
some types of former offenders for employment (Table 17). Almost 30% of all

departments reporting have a policy of not considering persons with any type

14

of criminal record. We can, on the basis of the data, conclude that a previ-
ous arrest record, whether juvenile or adult, a misdemeanor conviction and a
felony conviction comprise impediments within the system for keeping individuals
from being considered for justice jobs. Table 45 shows employment fipures
on non-whites. These figures have already been discussed under the first sec-
tion, "Who is working in the administration of Criminal Justice?" Although not
necessarily suggesting a policy of discrimination, it is evident that there is
significant under-representation of non-white personnel in the police estab-
lishment in Pennsylvania. This is perhaps not a result of plamned policy, but
rather, because the system has not perceived a need to actively recruit from
inner-city and high minority group population areas. It can be surmised that
minority groups do not perceive police work as a prime target when job hunting
given the fact that a disproportionate number have contract with the police in
a negative capacity. Therefore, without in fact developing impediments to
minority group applicants, the system has by its failure to perceive the prob-
1em and by its own inaction created a situation which discourages specific

groups from seeking justice jobs.
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CHAPTER III
PROBATION SERVICES

Who is working in the administration of criminal justice system?:

Positions Budgeted and Filled

Table 79 shows probation agency job titles currently used and indicates
the number of agencies reporting various positions budgeted and filled.
Several Pennsylvania county probation agencies, it will be noted, do not
have full-time probation chiefs and a substantial proportion (34%) report
having no full-time probation officers. Job titles in the probation field
are often ambiguous. Different titles may signify similar responsibilities
from one agency to another. For example, a senior probation officer and a
case worker may perform the same role in two different agencies or they may
not, Urgently needed are clear job descriptions which hold uniformly for
all agencies across the nation. The Joint Commission on Correctional Man-
power and Training recommends:

Uniform job title should be developed in
correctional institutions and probation/
parole agencies to provide a meaningful
basis for lateral mobility between agencies

and across jurisdictional boundaries.

A Time to Act, p. 17
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Females, Part-time Personnei, Neorn-whites

Opportunities for women should be expanded.

Work roles should be reassessed to determine

the maximum feasible utilization of females.
p.14

Empléyment practices for females and part-time personnel are given
in Table 81. Almost 56% of all agencies responding to the survey employ
females full-time. However, in terms of raw numbers only 237 of the total
probation work force of agencies responding is female. WNationally, the en-
tire adult working force is 407 female which sﬁggests that probation agen-
cies in falling well below the national figure are not fully tapping a man-
power source.

Part-time female personnel are used by less than 20% of all agencies
responding; part-time male personnel by 23%. Employment of non~whites also
presents a picture of less than maximum utilization of another manpower source.
Table 81 shows that five agencies each employ one non-white and one agency re~
ports employing three non-whites. Although 20% of all agencies reporting em-
ploy non-whites, less than 3% of all probatiom personnel are non-white. This
figure is even lower than the percentage of non-white police currently employed
and also well below the 8.1% of the population in Pennsylvania which according

to the 1960 census is non-white.

=~y
]

X



T

I o B P TCA PNV NS Sy S N ) WEE a0 e T e e e e

Correctional agencies at all levels of govern-—
ment should intensify efforts to recruit more
Negroes, Mexican-Americans, and other minmri?y
group mefibers into correctiongl work. Training
programs should be developed to ensure that they
have opportunities for career advancement in the
field.

p.14

Where do administration of criminal justice system people work?

Identification of Settings

The probation agencies surveyed in this study were under county admin-
istration. In the Commonwealth of Pennsylvania all probation agencies are
organized and operated on the county level. Most of the statistical tables
on the probation agencies are cross-tabulated by regions. Region refers to
the eight regional planning areas designated by the Pennsylvania Crime Com~-
mission.

Numbers and Types of Positions

Both the numbers and types of positions are shown on Table 79.

What are they doing?

Job Descriptions and Role Expectation

As in the case with the police survey, 1t was determined that this
information could be most successfully obtained during field interviews
planned for the 2nd phase of the study.

of probation personnel are not specified in the law but are designated in

general terms as '"the performance of such duties as the court shall direct.”

18

In general, for Pennsylvania, duties

~dt is our belief that these latter figures are highly conservative.

_turnover rates.

Probation methods in Pennsylvania vary greatly ranging from intensive case
study and supervision to a single interview.

What manpower problems exist?

Availability of Position

Current vacancies reported are shown in Table 80. Positions reported

as needed but not budgeted are also shown. Twenty-five percent of all agencies
responding indicate that vacancies currently exist. Thirty-three percent report

a need for more positions than are presently budgeted, and, as with police chiefs,
Probation
chiefs soon come to realize that budget shortages preclude planning for the ideal

situation.

Retention of Incumbent Personnel

Table 77 gives figures on departures of probation officérs from agencies.
Although less than 157 report discharging officers for cause, almost 507 of all
agencies reporting indicated that officers have left voluntarily. A total of
857 of all agencies réporting had departures. Clearly these are extremely high
Data on reasons for job turnover are shown on Table 72. "Low‘
salary and lack of advancement opportunities'" is reported most frequently follow-

ed by "low salary."

Quality of Incumbent Personnel

As mentioned in the police survey report, quality is difficult to assess.

In a mail-out survey only limited indicators are available for examination. At
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best, these can provide clues as to the quality of incumbent persannel. The

educational standards of an agency are one such indicator. It should be noted
that county probation agencies are autonomous units, free to set their own
standards unless subsidized by certain state funds to employ probation officers.
Under those conditions where Grant in Aid is in effect, the county agency must
adhere to standards of officer qualification as prescribed by the State. Table
47 shows that 36% of all agencies require a college degree, 11% require a college
degree plus experience and 2% require some college. This makes a total of 50%
requiring college attendance. The final report of the Joint Commission on
Correctional Manpower and Training recommends:

The undergraduate degree should become the

standard educational requirement for entry-

level work in probation and parole agencies

and for comparable counselor and classifica-

tion positions in institutioms. ....

p.30
Orientation techniques used with new officers are shown in Tables 49-53,

Sixty-one percent of all agencies reporting state that formal in~service train-
ing 1s not used (Table 49), although almost 66% report using on-the-job training,
presumably of an informal nature. When asked if on-the-job training was coupled
with periodic evaluation, the positive response rate drops to just over 40%.

The conclusion, then, 1s that training indeed does occur but of a generally

informal nature.

20

As with police recruit procedures, an adequate probation period for new
probation officers can contribute to staff quality. However, no particular
time limit has been shown to be ideal. It should be noted that Table 54 shows
22.7% of all agencies report no probationary period and almost 167 did not
respond to this question. Fifty percent of all agencies report a six months
or longer probationary period. N

The large majority of probation officers are not covered by either merit
or civil service systems (Table 55). Sixty—one‘percent report ‘'mot covered."

The indicators examined for appraisal of quality level of personnel suggest
that improvements could be made. College educated probation officers with basic
training in social sciences and counseling skills would appear to be essential. ’
to hll probation agencies for upgrading probation service. Concurrently, salaries
should be competitive with other fields hiring college graduates. Improved in-
service training, an adequate probationary period, effective evaluation of new oo
personnel as well as improved financial security would contribute considerably

to improving the quality of officers.

Identified Need for Additional Personnel

The need for personnel in excess of numbers budgeted is shown on Table 80,
Almost 347 of all departments reporting have indicated a need for more positions
than presently budgeted. As with the police, we can speculate that these figures

are conservative. Fifteen agencies report a need for from one to four more positioms.
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Recruitment — Strategies and Other Problems

Data on agency use of trainees is given in Tables 56-58. Almost 70% of

all agencies do not employ nor never have employed trainees (Table 56). Four-

teen percent indicate that they currently use trainees and of those 11% indicate

that they employ from one to three trainees (Table 57). Table 58 shows that
'"“ecompanying experienced officer" and "assigning limited caseload" are the
most common trainee assignments used by the agencies reporting.

Recruitment of new probation officers is‘not limited by an age minimum for
77% of all agencies reporting. Another 11% report twenty or twenty-one years
as the minimum they accept. This would seem rational if college training is

to be required for applicants.

A comprehensive nationwide recruitment
program using brochures, television,
magazines, and other mass media should
be developed immediately. A major
public information program is required
to change the present low image of correc-
tions as a career choice. The national
program should be supplemented at state
and local levels by tours, job fairs,
campus recruitment, and other kinds of
person-to—person contacts.

A Time to Act, p. 13
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Recruitment techniques as practiced by the ageﬁcies are shown in Tables
65-71. Over 30% of all agencies use announcements to colleges and universities;
almost 16% use referrals from civil service agencies, newspaper advertisements
and mailing to other departments in recruiting new personnel. It is surprising
in view of the reported educational requirements (Table 47: 36%Z require college
degrees, 117 require college degree plus experience; 27 require some college)
that more agencies do not report active recfuitment from colleges and universities.

General Problems Related to Manpower

Table 75 details reported recruitment.problems of the agencies. Twenty-
five percent of the agencies report that lack of applicants is a problem and 207
report that the low salary offered is a hindrance in attracting recruits, Again,
competitive salaries are essential in attracfing quality personnel.

Salaries, retirement plans, and other
employee fringe benefits should be
continually assessed and efforts made
to keep them in line with comparable
positions in government and industry
in the same geographical area. Annual
cost-of-living increases should be
made an integral feature of salary
negotiations.

A Time to Act, p.20
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Table 76 shows reported special agency problemé - lack of community
support agencies is the moét frequently expressed agency problem. The exis~—
tence of the problems cited in Table 76 relates both directly and indirectly
to the ability of agencies to attract and retéin personnel. It is interesting
to note that seven agencies report no problems. |

Identification of Career Systems

Data on trainee programs has been discussed under Recruitment - and in terms
of the small percentage of departments (147%) currently employing.trainees, we can
conclude that trainee programs have only limited value as an indicator of the
existénce or non-existence of career systems.

Promotion policies of the agencies reporting which are perhaps a more relia-
ble indicator are shown in Table 74, In response to the question, "can a person
anticipate regular advancement once employed in your department (assuming he has

necessary professional qualificatidns)?" 31.8% of the agencies said yes, 36%

no, and 22% responded "sometimes." Career systems, as suggested by this indicator,

exist in only about half of all agencies reporting.

Identification of Career Ladders for Positions

As with the police data, career ladders were not explored during Phase I.
It was determined that in-depth personal interviewing techniques would be most

appropriate in attaining career ladder data.

24

Impediments Existing Within the System Which Discourage Individual or Groups

from Seeking Justice Jobs.
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Impediments were examined in terms of jdb opportunities for rehabilitated
offenders and the existence of minority group members within probation work.
Most agencies report that either possession of arrest records or conviction

records are bars to employment in their agency (Table 62). Slightly over 13%
report that these factors are not a bar to employment., In Table 63, however,
a different picture emerges. The agencies were asked if they employ former
of fenders and if it were possible under agency policy to employ these people.
In response to this question 43% of all agencies reporting, maintain that agency
police does not preclude employment of former offenders. At the time of the
survey one agency reported having one former offender on its staff. Thirty-four
percent of the agencles reporting indicated an interest in such individuals as
potential staff members. (Table 64). There would, then, appear to be a place
for properly prepared and trained rehabilitated offenders within the probation
field.

Correctional agencies should re-examine

their policies and practices regarding

the employment of offenders and ex—offenders

Criminal records should not automatically

prevent persons from being considered for

employment in corrections. Increased ex-

perimentation is encouraged to delineate

further the special contribution which

can be made to corrections by those who have

been through the system.

A Time to Act, p. 79
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The use of minority group members in probation work has been discussed
earlier in this report. If actual impedimeﬁts exist relative to employment
for this group, as the low numbers of non-whites would suggest, they were
not discernable from this survey. However, it would appear that ;on—whites
are not strongly attracted to probation work mor do recruitment techniques as

reported focus any special effor;s on attracting them.
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CHAPTER IV

CORRECTIONAL INSTITUTION PERSONNEL

Who is working in the system?

Positions Budgeted and Filled

There are in Pennsylvanila sixty-seven county prisons, three Philadelphia
city prisons, and eight State Correctional Institutions., Thé questionnaires
were mailed to all seventy-eight institutions. Thirty-six were returned com-
pleted. The positions which these institutions have budgeted and filled are
shown in Tables 115 and 115a. Perusal for personnel shortages show that 29
institutions have no rehabilitation counselors or vocational teachers on staff

and 26 have no academic teachers., The President's Crime Commission has recom—

mended:

Correctional institutions should upgrade
educational and vocational training programs,
extending them to all inmates who can profit

from them. They should experiment with special
techniques such as programmed instructiom. ~

States should, with Federal support, esta~"
blish immediate programs to recruit and train
academic and vocational instructors to work
in correctional institutioms.

The Challenge of Crime in a
Free Society, p. 175

Those institutions which responded appear to fall well s@ort‘of Commission

recommendations when measured by reported counseling and educational staff
3

members. Perhaps it should be note@!here that Pennsylvania's county correctional
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system is curreﬁtly in a transitional stage. A'regional plan has been instituted

whereby eventually the county jails will be used only for sentences of six months

or less. The regional institutions - there will be eight throughout the Common~
wealth - will take over the functions of incarceration and development of rehabil-
itation programs for all prisoners sentenced to two years or less.

te longer than two years will contiinue to be sent to the State institutions.

Females, Part-time Persoﬁnel, Non-whites

Clearly, women have a role to play in correctional work. But it is a role

largely controlled by the number of female inmates 7n a given institution. There-

fore, given the lower female inmate population, it is hardly surprising to find

almost half of the responding institutions use female staff on a part-time basis.

By law, whenever there is one female inmate incarcerated, there must be a matron

or female staff member on duty. Many institutions, given the comparatively low

rate of female inmates, find it more economical to employ female staff on a part-

time basis. This way people are called on duty only when needed. Only seven

institutions report hiring females in 1968, suggesting again the limited role

played by females in corrections work. The Pennsylvania Crime Commission Task

Force Report gtates:

On a selected basis, women should be
housed in specialized community correc~
tional centers. Those requiring closer
controls should be sent to the State Cor-
rectional Institution at Muncy. The prac-
tice of housing women in county jails
should be abolished.

Coxrections in Peumsylvania, p. 27

Those sentenced
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Seventy percent of our sample report using male‘staff part-time. We can
surmise that this is a result of both budgetary considerations and low inmate
populations. Obviously, part-time help is not conducive to producing high
quality performance., The emerging regional jail system should solve this

problem by consolidating prisoner populations in larger groups, in turn making

financially feasible a full-time trained professional staff.

We found that 16% non=whites working in the correctional field in Pennsyl-
vania was not indicative of the situation a3 it actually exists because one
institution of considerable size reports having 50% non-white staff. When this
institution is omitted from the calculations the pércentage of non-whites drops
to 3%, suggesting an under-representation of non-whites as staff. The non-white

population in Pennsylvania exceeds 8% (1960 census data).

Where do people work in institutional corrections?

Identification of Settinps

Pennsylvania jails, as noted above, are located in each of the 67 counties.

In addition, there are eight State Institutions. Once the Pennsylvania Crime

Commission's regional plan goes into full effect, the eight regional jails will
form a super—strﬁcture over the county jails. These regional jails are expected

to provide more comprehensive, professional and economical service to the Common-

weath than can be given by the county jails as they now function.
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Retention of Incumbent Personnel

The outstanding cause of job turnover as reported by the institutions

Numbers and Types of Positions is low salary. Table 104 shows that no other cause is considered significant

Job titles aSound within the correctional institutions and only the most by the respondents. Institutions reporting departures are shown on Table 118.

frequently used are shown on Table 115 and 115a. We might note that the Joint i Over 537% report no discharges in 1968. Eighty-three percent report having
Commission on Correctional Manpower and Training recommendation of uniformity of voluntary departures. There is no question that turnover is high. Where,
job titles and role is relevant here. 411 but three of the institutions reporting then, do departed staff go? The figures in Table 105 attempt to answer this
had full-time wardens. These three institutions were so small that sheriffs question. Unfortunately when one leaves the employ of an inmstitution, it is
doubled as part-time wardens. In twelve jails there were no full-time correc- not necessary to report to the administration what one's next employment plans
tional officers which again'indicates the size of the operations in some of the are. Therefore, the 17% retirement figure is the only totally reliable one
county jails. in the table.» However, we can get some insight as to next employment of those

What are they doing? resigning from institutional work. One fairly popular alternative is non-criminal

. Job Description and Role Expectation justice work (14%). The phrase 'other' was a catch-all for administrators to

We anticipate developing this information during field trips conducted in count personnel whose mext employment was unknown to them,

the second phase. Quality of Incumbent Personnel

What manpower problems exist? We concentrated our assessment of quality on correctional officers.gince

Availability of Positions this study is particularly interested in the entry level job situation. Gener-

Findings of vacancies at the correctional officer level are shown on Table ally, all indicators suggest that the quality potential of correctional officers

116. These are numbers of positions which are budgeted but unfilled. Forty is lower than.that of both probation and parole officers. Table 83 shows that

percent of the institutions reporting have such openings. Thirty percent of the 47% of the institutions require a high school diploma for job entry. Almost

agencles have vacancies above the correctional officer level. When the institu- 39% have no educational requirement. The majority of the county jails have no
tions were asked to give the total number of positions needed but not budgeted, professional standards for their personnel and generally appointments are made
the responses were fairlﬁ low. Only 257 indicated any need at all and 15% of

those said that one more position was needed.
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on a patronage basls. Tf correctional officers afe to serve in any but the
most rudimentary custodial capacity, the possession of a high school education
would seem essential.

Table 84 indicates that approximately 14% of the reporting institutions
use psychologicai screening tests prior to employment of correctional officers.
One might wonder about what provision, if any, is used to screen out‘deviant or
immature personalities in the remaining 86% of institutions?

In Table 85-89, orientation procedures for new officers are detailed. Not
surprising is the frequency with which on-the-job training is reported. (Table
89) followed next in frequency by 'talks by warden and supervisory staff'.

The personnel coverage situation is shown in Table 90. Over 50% of
the institutions report that staff are not c;vered by either civil service, merit

system or any other form of security program. This fact added to the low salary

© scale, as noted earlier, suggests some of the factors contributing to high turn~-

over rates, recruitment problems and low morale.

Probationar& periods for correctional officers are lower than either those
for probation or police officers. Less than 14% indicate a 12 month or longer
period. (See Table 91).

To summarize, the indicators of quality of correctional officers show that
turnover rates are high, salary and finmancial security are low, educational £e~
quirements are low, and training is primarily on-the-job and informal. All of

these factors reflest to a large extent the lower level of responsibility accorded

Je
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to correctional officers as compared to patrolmen and probation officers.
However, if the future direction of corrections of more extensive rehabilitative
needs is to be met, the situation will require some drastic revision and up-
grading. Correctional officers within the institution are the first line of
defense; they can perform effective day-to-day counseling; they can contribute
to the prisoner's rehabilitation both directly by estabiishing a positive re-
lationship with inmates and indirectly by incisive written and oral reports

and by early detection of. trouble and individual problems. The correctional
officer's own sense of value is enhanced when he feels that he is participating
in the rehabilitative process.

Identified Need For Additional Personnel

As we have stated above, Table 116 gives numbers of positions reported
as needed but not budgeted and it is, we feel, a conservative estimate taking
into account only the current institutional structure. Once the regional jails
are completed, the need for qualified personnel, trained in rehabilitative and
educational specialties will increase considerably. The President's Commission
on Law Enforcement and Administration of Justice recommends:

Correctional institutions should upgrade
educational and vocational training programs,
extending them to all inmates who can profit

from them. They should experiment with special
techniques such as programmed instruction.

States should, with Federal support, establish
immediate programs to recruit and train academic
and vocational instructors to work in correctiomal
institutions.

The Challenge of Crime in a Free Society, p.175
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Recruitment Strategies and Other Problems

Recruitment techniques are shown in Table 95-102., 1In decreasing order
of frequency, newspaper advertisements are most often used (Table 100), Fhen
civil service agencies, contacting military discharge centers, planned public
relations, and mailings to other institutions. It is interesting to note
in 1light of the above, that the major recruitment problem reported is lack
of applicants (Table 103). Our findings on recruitment techniques seems to

suggest a passive recruitment program. What these figures most suggest is the

need for a drastic revitalization of institutional policy. For example, only
one institution reports 'usually participating in high school career day'.
(Table 96). The Joint Commission on Correctional Manpower and Training suggests:

In order to attract younger persons to the
correctional field a concerted effort should
be made to encourage high school junior col-
lege, and college counselors to channel stu-
dents in correctional agencies to test career
decisions and thereby promote recruitment of
young people, should be expended.

A Time to Act, p. 14

General Problem Areas Related to Manpower

Special problems of the institutions are shown in Tables 107-114. 1In the
questionnaire we asked, "What special problems does your institution have rela-
tive to both custodial and rehabilitative programs?" Several alternatives were
listed for the respondent to check as well as space to list other problems. All

of the items are either directly or indirectly related to attracting and retaining
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personnel. Table 109 shows that 27% reported having a lack of qualified train-
ing persoﬁnel and a shortage of specialigts such as counselors and teachers
(Table 110). Thirty percent of the institutions repért Aaving no rehabilitation
program and consider this a serious problem. (Table 112). Only 17% report
insufficient community cooperation as a problem (Table 113). More than half

of the institutions report insufficient funds as a special problem (Table 114).

Identification of Career Systems

No trainee programs or pre-employment practices were reported by the cor-

rectional institutions. It was, therefore, not feasible to investigate career
systems at entry level. We did ask if regular promotion policies existed at
institutions and Table 106 shows the tabulations. Almost 39% responded affir-

matively; another 22% reported that promotion could sometimes 'be anticipated."

‘Identification of Career Ladders for Positions

This topic was not pursued for correctional persomnel. It is, undoubtedly,
an area in which much investigation is needed and a great deal can be discovered.
We would hope to go into this area in personnel interviewing during the second
phase of the study.

Impediments Existing Within the System Which Discourage Individuals or Groups

from Seeking Justic Jobs

We were interested in discovering if institutions in Pennsylvania have
a policy which allows for the hiring of former offenders. We asked if a pre-
vious arrest record either juvenile or adult was a bar to employment and if a
conviction (misdemeanor or felony) was a bar to employment., The results of
the questionnaire are shown in Table 93. Almost 287 responded that any or all

of the asbove factors would rule out employment. Eleven percent reported that
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none of these factors would act as a bar tolemployment.
of responses are also shown. In effect, however, only a very small mipority

of the institutions were, according to their present policy, able to hire

former offenders. We have often commented on the fact that rehabilitated

former offenders have the potential for making a considerable contribution

to the criminal justice system. The Joint Commission on Correctional Man-

power and Training recommends:

Correctional agencies should reexamine their policies and practices
regarding the employment of offenders and ex-offenders. Crimina}
records should not automatically prevent persons from being consi-
Increased experjimentation is
encouraged to delineate further the special contributions which can
be made to corrections by those who have been through the system.

dered for employment in corrections.

36

A Time to Act, p. 45
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CHAPTER V

. SUMMARY

The general state of manpower in the criminal justice‘system in Pennsylvania
presents a negative picture: fragmented jurisdictional control for agencies and
departments; understaffed agencies and departments with untrained or inadequately
trained personnel; low personnel morale and low job satisfaction (as evidenced
by high turnover rates); underemployment of females and non-whites; overuse of
part-time personnel; untapped resources (especially of the potemtial contribu-
tion resulting from the employment of rehabilitated former offenders); lack of
aggressive and innovative recruitment policies and programs directed towards
key sub-population groups; lack of directed efiforts at upgrading both the pro-
fessional and educational standards for new personnel; weak or ineffectual pub-
lic relations programs.

On the positive side we found: many supervisory and administrative person-
nel strongly dedicated to their job, their agency and their staff; willingness
and often eaéerness to try new recruitment and training programs; an imaginative
pilot recruitment and training program in police hiring procedures in one large
city; an expression of strong interest in in-service training on the part of
field personnel and admiﬁistrators; a desire on the part of administrators to
upgrade entry standards and salaries; a willingness on the part of field person-

nel and supervisory staff to participate in new and experimental programs as well

)
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as a desire to see depaftment policy updated in terms of bringing it in line
with social and political realities; and an eagerness on the part of all per-
sonnel to participate in effecktive public relations pfograms so that an in-
formed public can be aroused to the problems and needs of the criminal jus-
tice systeﬁ. |

The Task Force Report - Corrections in Pennsylvania in its summary sec-

tion succinctly itemizes the basic needs for Pennsylvania's field and insti-
tutional services. Our data as analyzed and discussed in Chapters II, III,
and IV reaffirms the need for actuating the following seven points:

1) Salaries that will attract and retain qualified people.

2) Civil service procedures at county, regional, and state levels to
select the best qualified personn¢l and to give them job security
in return for capable performance.

3) Setting and maintaining standards of personnel qualifications and
of agency operations to ensure correctional services of uniformly

high quality.

4) Limiting caseloads to levels that are manageable and consistent with
effective individualized services.

5) Intensive, aggressive, and creative recruiting programs to stimulate
interest in corrections careers in well-qualified people.

6) Recruitment and in-service training programs to meet the dynamic
needs of modern corrections practice.

7) Working conditions that attract and hold qualified people. °
Corrections ir Pennsyivania
(p. 51-52)

Realization of the above points will be costly; but crime and wasted

lives are obviously, and more importantly, finally acknowledged to be, more
costly. The taxpayer must, in the final analysis, choose which costs are

more bearable. The choice, however, should be based on facts and a well

38

presented, carefully documented public information program. This is the first
step in the rational restructu;ing of the entire criminal justice system in the
Commonwealth, The results of this study should, we‘feel; be available along
with all other investigative work to citizens whose will must be expressed and

whose taxes can create and support effective crime control programs.
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TABLE ONE: EDUCATIONAL
REQUIREMENTS FOR PATROLMEN

Political High School 2 Years : No Row
Subdivisions N.R.* Diploma College Other Requirements Total
First Class 0 18 0 0 3 21
Township 0.0% 85.7% 0.0% 0.0% 14.3% 9.2%
Second Class 1 30 0 i 10 42
Township 2.47 71.4% 0.0% 2.4% 1 23.87% 18.3%

0 87 0 2 36 125
Borough 0.0% 69.6% 0.0% 1.6% 28.8% 54,6%
1 34 0 1 5 41
city 2.4% 82,97 0.0% 2.4% 12.2% 17.9%
Column 2 : 169 0 4 54 229
é; Total 9% 73.8 0.0% 1,7% 23.6%

* No Response

RIE———

TABLE TWC: ENTRANCE REQUIREMENT,
PSYCHOLOGICAL EXAMINATION

‘ Row
Yes No N.R. Total
3 16 2 21
¥irst Class Twp. 14.3% 76.2% 9.5% 9.2%
3 35 4 42
Second Class Twp. 7.1%2  83.3% 9.5% 18.37%
9 112 4 125
Borough 7.2%2 89.6% 3.2% 54,6%
; 8 33 0 41
City 19.5% 80.5%  0.0% 17.9%
23 196 10 229 . !
Column Total 10.0%Z 85.6% 4,467
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THREE: USE OF LOCAL POLICE

TABLE
) ACADEMIES FOR ORIENTATION
320
Hrs,
40 Hrs. 80 120 160 200 240 280 or Do Not Row
N.R. or Less Hrs. Hrs., Hrs. Hrs., Hrs. Hrs. More Use Total
First Class 2 1 0 Q 0 0 1 0 3 15 21
Twp. 9,.5% 4, B% 0.0% 0.0% 0.07% 0.0% 0.0% 0.0Z 14,37 71.47% 9,.2%
Second Class 7 3 2 0 0 0 0 0 1 29 42
Twp. 16.7% 7.1% 4,.8% 0.0% 0.0% 0.07% 0.0% 0.07% 2.47 69.07 18.37%
18 7 3 1 0 3 1 0 5 87 125
I Borough 14.4% 5.6% 2.47 .BZ 0.07 2.47 .8% 0.0% 4.0% 69.67% 54.6%
~e 4 2 1 4 0 2 0 4] 6 .22 41
City 9.8% 4,9% 2.47% 9,8% 0.0% 4,9% 0.0% 0.0% 14.6% 53.7% 17.9%
Column 31 13 6 5 0 5 1 0 15 153 229
Total 13.5% 5.7% 2,67 2.2% 0.0% 2.2% 4 0.0% 6.6% 66.8%
TABLE FOUR: STATE POLICE
ACADEMY USED FOR ORIENTATION
320
. Hrs.
40 Hrs, 80 120 160 200 240 280 or. Do Netr Row
N.R. or Less Hrs. Hrs. Hrs. Hrs. Hrs. Hrs. More Use Total
rirst Class: 2 1 0 0 0 0 2 0 2 14 21 ,
Tv’p‘ 90570 4-8% 0.0'/- 0.07: 0.060 0.0Z 9.5% 0.07. 9.5% _66.7% 9-22
Second Class 6 4 1 0 0 0 0 0 1 30 42
Twp. 14.,3% 9,57 2.4% 0.0% 0.0% _0.0% 0.07% 0.072 2.47 71.4% ;8.32 ;
17 8 0 0 0 [V 1 0 3 926 125 |
5} Borough 13,6% 6.47% 0.0% 0.0% 0.07 0.0% 8% 0.0%7 2.4% 76.8% 54,67 ;
4 4 2 "0 0 0 Q 0 2 29 41
City 9.8% 9.8% 4,9% 0.0%Z 0,07 0.07% 0.07% 0.07 4,92 70.7% 17.92
Column 29 17 3 0 0 0 3 0 8 169 229
Total 12.7% 7.4% +1,3% 0.0% 0.0% 0.0Z 1.3% 0,0% 3.5%2 73.8%
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TABLE FIVE: ORIENTATION
BY ASSIGNMENT TG EXPERIENCED OFFICER

320
i ‘ Hrs .
40 Ers. 80 120 160 200 240 280 or Do Net Row
N.R. or Less Hrs. Hrs. Hrs. Frs. Hrs. Hrs. More Use Total
First Class 2 6 2 0 1 0 0 0 3 7 21
Twp. 9.57 28.67% 9,5% 0.0% 4,87 0.0% 0107 0.0% 14.3% 33.3% 9.2%Z
Second Class 7 A S 0 2 0 1 0
. ' . ] 3 20 42
Twp. 16.7% 9, 11.9% Q.OZ 4,.8% 0.0% 2.4% 0.0Z% 7.1%2 47.6% 18.3%
17 25 6. 6 5 2 0 0 . ’
] ] 12 52 2
Borough 13.6% 20.07 4,.8% 4,87 4,0% 1.67% 0.0% 0.0% 9,6%Z 41.6Z% 5%.22
4 12 4 3 0 2
| ] ] . 0 0 3 13 . 4
i City 9,8% 29.3% 9,.8% 7.3% 0.0% 4,97 0.07 0.0% 7.3% 31.7% 17.;2
Coi_.m 30 - 47 17 9 8 4 1
) 0 21 92
Total 13,1% 20.5% 7.4% 3.9% 3.5% 1.7Z 1,47 0.0% 9.2%2 40.2%2 22
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TABLE SIX: ASSIGNMENT TO SUPERIOR

OFFICER FOR ORIENTATION

320
. o Hrs.
40: Hrs. 80 120 160 200 240 280 or Not Row
N.R. or Less Hrs. Hrs, Hrs.  Hrs. - Hrs. Hrs, More Used Total
Pirst Class 2 9 0 0 0 1 0 0 0 9. 21
“Twp. 9,5% 42.97 _ 0.0Z  0.0%  ©0.0%  4.8% 0,02 0.0z  0.0% 42,92  9.2%
Second Class 6 18 2 0 0 0 0 0 1 15 42
Twp. 14.3% 42.9% 4.87 0.0% 0.0%2 0,02 0,02 0.,0%  2.4Z 35.7% 18.3%
7 49 5 1 0 0 1 0 1 51 -125
Borough 13.6% 39.2% 4.0% 8% 0.0% -0.0% .87 0.0% .87 40.8%7 54.6%
: 4 20 4 0 0 0 0 0 1 12 41
City 9.8% 48.8% 9.87  0.0% 0.0% 0.0% ©0.0%  0.0%  2.4%z 29.3%7 17.9%
Column 29 - 9 - 11 1 0 1 1 0 3 87 229
Total 12.7% 41.9% 4.8% 4% 0.0% 4% 47 0,07  1.3%7  38.0%
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First Class
Twp.

Second Class
Twp.

Borough

City

Column
Total

First Class
Twp.

Second Class

Twp.
Borough
City

Column
Total

TABLE SEVEN: PROBATION PERIOD
OF ENTERING OFFICERS

e TR T

, s

12 Mos. 6-12 Less than No Prob. Row
0 or More Mos. 6 Mos. Period N.R. Total
0 2 15 2 0 2 21
0.0% 9.5% 71.4% 9.5% 0.0% 9.5% 9,2%
1 5 24 5 4 3 42
2,472 11,97 57.1% 11,9% 9.5% 7.1% 18.2%
0 13 : 82 8 14 8 125
0.0%7 10.4% 65.6% 6,47 11.2% 6.4% 54.6%
0 9 18 7 4 3 41 2
0.0% 22.0% 43.9%2 17.1% 9,8% 7.3% 17.9% i
1 29 139 22 22 16 229
N yA 12.7% 60.7% °.6% 9.6% 7.0% :
i
TABLE EIGHT: PERSONNEL
COVERAGE STATUS
Civil Merit Hot Row
0 Service System Covered Other N.R. Total
0 15 0 .3 0 2 21
0.0% 76.27 0.0% 14.3% 0.07 9,5% 9.2% ;
1 5 9 13 8 6 42 !
2,4% 11.9% 21.47% 31.0% 19.0%Z2  14.3% 18.3% !
0 78 4 34 1 8 125 g
0,07% 62.47 3,27 27.22 8% 6.4% 54.6% !
0 38 0 0 0 3 41 '
0.0% 92,.7% 0.0% 0.0% 0.0% 7.3 17.97 '
1 137 12 50 9 19 229
iy 59,.8% 5.7% 21.8% 3.9% 3.3% :
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TABLE NINE: DEPARTMENT
USE OF POLICE CADETS (EVER)

0 Yes No N.R. Row Totals
First Class 0 0 19 2 : 21
Twp. 0.0% 0.0%2 90.5% 9.5% 9.2%
Second Class 0 0 40 2 42
Twp. 0.0% 0.0%Z 95.2% 4,8% 18.3%
Borough 0 3 118 4 125
0.0% 2.47% 94,47 3.2% 54,6%
City 0 4 34 3 41
0.0% 9.8%7 82.9% 7.3% 17.9%
h 1
06)] Column 0 7 211 11 229 -
Total 0.0%Z 3.12  92.1% 4,8%
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TABLE TEN: DEPARTMENT
USE OF POLICE CADETS (CURRENT)

0 Yes No N.Rel. Row Totals
First Class 0 0 2 19 21
Twp. 0.0% 0.0% 9.52 90.5% 9.2%
Second Class 0 0 1 41 42
Twp. 0.07% 0.0% 2,4% 97.67%  18.4%
Borough 0 0 1 124 125
0.0% 0.0% 0.8%Z 99.2%7 54.8% '
City 0 3 1 36 40 '
0.07 7.5% 2.5Z 90.0Z 17.5% |
Column 0 3 5 220 228 |
o Total 0.0% 1.37 2,22 96.5% |
O :

.




TABLE ELEVEN: NUMBER OF
CADETS_EMPLOYED (CURRENT)
. . . . . t
N.R. One Two  Three Four Filve Six Seven Eight or Not. Row
-_— —_ - - More Rel. Total
First Class X 0 0 0 0 0 0 0 0 20 21
Twp. 4.8% 0.02 0.02 0.02 0,02 0,02 0.0%2 0.0%2 0.0z  95.2% 9.2%
Second Class 2 0 0 0 0 0 0 0 0 40 42
Tup. 4, 8% 0.02 ©0.0%4 0.0Z 0,02 0,0% 0,02 0.0%2 0.0%  95.2% 18.3%
Borough 4 0 0 0 0 0 - 0 0 0o 121 125
3.2% 0.04 ©0.0%2 0.0Z 0.,0% 0,04 ©0.0% 0.0%2 ' 0.02  96.8% 54,67
City 3 0 0 0 0 2 1 0 0 35 41
7.3% 0.02 0.0% 0.0% 0,02 4,97  2.4%  0.02  0.0%7  85.4% 17.9%
Column 10 0 0 0 0 2 1 0 0 216 229
Total 4o4% 0.02 0.0z 0.0Z 0.0z 0,92  0.4%2  0.0Z - 0.0%  94.3% :
&
-
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TABLE TWELVE: CADET ASSIGNMENTS

N.R. Uses all Desk 2-man Coach Lab Patrol No Spcl Beat Not Row
following Wk, Recruit Asst. Team Assgnmt, Patrol Re} Total
First Class 1 0 0 0 0 0 0 0 0 20 -2
Twp. . 4,8% 0.07% 0.0% 0.0% 0.0% 0.0% 0.0% 0.07% 0.0% 95.2% 9,22
Second Class 2 0 0 0 0 0 0 0 .0 40 42
Twp. 4,8% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0Z% 95.2% 18.3%
Borough 4 0 0 0 0 0 1 0 0 120 125
3.2% 0,0% 0.0% 0.0% 0.0% 0.0% 0.8% 0.0% 0.0% 96,07 54,6%
City 3 1 1 0 1 0 1 0 0 34 41
Y I ¥4 2.6% 2.47 0.0z 2.4% 0.0%Z 2.47 0.0% 0.0% 82.9% 17.9Z
Colunmn 10 1 1 4] 1 0 2 0 0 214 229
Total 4,47 0.47 0.47 0.0% 0.47% 0.07% 0.9% 0.0% 0.0% 93,47
(O
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TABLE THIRTEEN: CADET SALARY

N.R. Less than $300- Over Not Row
$300 $400 $400 Rel, Total
Pirst Class 1 0 0 0
] 20 21
Twp. 4,8% . 0.0% 0.0% 0,0% 95.27% 9.2%
Second Clags 2 0 0 0 40 42
Twp. . 4,.8% 0.0% 0.0% 0.0% 95,2% 18.3%
Borough 4 0 0 1 120 125
3.2% 0.0% 0.0%Z 0.8% 96,07 54.6
City 3 1 2 1 34 41
o 7.3% 2.42 4,97 2.4% - 82,9% 17.9%
N Column Total 10 ! 2 2 214 229 |
4.4% 0.4% 0.9% 0.9% 93,4% '

e
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TABLE FOURTEEN: AGE LIMITS FOR APPOINTMENT AS CADET

N.R. Yes No N.Rel. Row Total
First Class 1 0 0 20 21
Twp. 4.8% 0.0% 0.07 95.2% 9.2%
Second Class 2 0o - 0 40 42
Twp. 4.8% 0.0Z 0.0% 95.2% 18,3%
Borough 4 1 o 120 125 §
3.24 0.8% 0.0% 96.0% 54.6% :
City 3 4 0 34 41 §
7.3%4 9.8% 0.0% 82.9% 17.92 |
Ui . i
w COLUMN 10 5 0 214 229
TOTAL 4.4% 2.2% 0.0% 93.4% :

i
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i
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TABLE FIFTEEN: CADET EMPLOYMENT
MINIMUM AGE REQUIREMENT

Over Not Row
N.R. 17 17.5 18 19 20 21 21 Rel, Total
First Class 1 0 0 0 0 0 0 . 0 0 20 2
Twp. 4,87 0.0% 0.0% 0.0% 0.0% 0,0% 0.0% 0.0% 0.0% §5.2% 9,2%
Second Class 2 0 0 0 0 0 1 0] 0 39 42
Twp. 4,8% 0,0% 0.0% 0.0% 0.0% 0.0% 2,47 0.0% 0.0% 92,97 18.3%:
Borough 4

0 0 0 0 1 0 120 125
0 0% 96.0% 54.6%

City 3 1 - 1 0 0 34 41
7.3 2.4%  2.4%  2.4%  0.02 0.0% 0.0% 2.4% 0.0% 82.9Z 17.9%

COLUMN TOTAL 10 1 1 0 1 2 0 213 229
4.4% 0.4% 0.4%Z 0.4Z 0,04 0.0%Z 0.4Z 0.9% 0.0% 93.02

TABLE SIXTEEN: CADET EMPLOYMENT
MAXIMUM AGE REQUIREMENT

Over Not Row
N.R. 18 19 20 21 21 Rel Total
First Class 1 0 0 0 0 0 20 21
Twp. 4.8% 0.0% 0.0% 0.0% 0.0% 0.0% 95.2% 9.2%
Second Class 2 0 0 0 . 4] 1 39 42
Twp _ . 4,8% 6.0% 0.0% 0.0% 0.0% 2.4% 92.9% 18.3Z
Borough o 4 0 0 0 0 1 120 125
3.2% 0.0% 0.0% 0.0% 0.0% 0.8% 96.0% 54.6%
City 3 0 0 2 1 1 34 41
7.3% 0.0% 0.0% 4,9% 2.4% 2.4% 82.9% 17.92
Ul
3 COLUMN 10 0 0 2 1 3 213 229
TOTAL 4.4% 0.0% 0.0% 0.9% 0.4% 1.3% 93,02
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TABLE SEVENTEEN:
FACTORS AS A BAR TO EMPLOYMENT

REGION N.R. ABCD None AB (No) AC (no) C (No) ABC (No) A (No) BCD (No) Other Row
CD (yes)BD (Yes)ABC (Yes)D (Yes) BCD(Yes) A (Yes) Total
First Class 3 8 1 2 0 0 2 5 0 0 21
Twp. 14.37  38.1% 4.87 9.5% 0.0% 0.0z 9.5% 23.87 0.07 0.0z 9.2
Second Class 6 15 2 4 1 0 4 8 o - 2 42
Twp. 14.3%7  35.7% 4.87 9.5% 2,47 0.0% 9.5% 19.07z ~ 0.0z 4.87 18.3z7
Borough 35 31 8 11 1 1 6 23 . 1 8 125
. 28.07  24.8% 6.47% 8.8% 0.8% .0.87 4,87 18.4% 0.8% 6.4% 54.6%7
U1 City 0 14 0 6 6 1 0 11 1 2 41
o - : 0.0 34.1% 0.0%7 14.6%  14.6% 2.4% 0.0% 26.8% 2.4% 4.9 17.9%
Column 44 68 il 23 8 2 12 47 2 12 229
19.2%2  29.7% 4.87 10.0% 3.5% 0.9% 5.2% 20.5% G.9% 5.27
Key: A= Previous Arrest Record, Suvenile C= Misdemeanor Conwviction -
B= Previous Arrest Record, Adult D= Felony Conviction

TABLE EIGHTEEN: EMPLOYMENT
OF FORMER OFFENDERS (CURRENT)
Row
N.R. Yes No Total
Pirst Class 3 0 18 21
Twp. 14.3% 0.0% 85.7% 9,2%
Second Class - 3 0 39 42
Twp. 7.1% 0.0% 92.97% 18.37%
Borough 13 1 111 1z5 %
10.47% 0.8% 88.87% 54.6% i
City 0 1 : 40 41 2
0.0% 2.4% ’ 97.6 17.9 i
COLUMN 19 2 208 229
12 TOTAL %,3% 0.9%Z 90.8%

~N
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REGION

First Class

Twp.
Second Class
Twp.
Borough
City
U
oo COLUMN
TOTAL
! ! B e | -
:‘ 5 :
[ 1 1 ]_
Op
! 15
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TABLE NINETEEN:
CURRENT EMPLOYMENT OF FORMER OFFENDERS

N.R. One Two Three Four Five Six Seven Eight or WNot Row Total
_ More Rel._ .

0.8 0.8 O.g 0.8 0.3 O.g O.g O.g 0.8 103%02 '9?%2
o.g o.g o.g o.g o.g o.g' o.g o,g o.g 100?(2)2 181.%%
561 0.0 0.0 00 0.0 06 08 ob 08 o, B
SRS PSS S S S T T B S
B.Iz O.iz 0.3 O.g O.g O.g 0.8 0.8 . O.g 92%%% 9

:? ; . ‘.

TABLE TWENTY:
MAILINGS TO OTHER DEPARTMENTS

RECRUITMENT TECHNIQUES

Row
N.R. Always Usually Occasional Never Total

First Class Tewp. 4 0 0 0 17 21
19.07% 0.0% 0.0%Z 0.0% 81.0% 9.2%

Second Class 7 1 4 1 29 42
Twp. 16.77% 2.4% 9,.5% 2.47% 69.0% 18.3%
Borough 14 3 1 1 106 125
11.2% 2.4% 0.8% 0.8% 84.8% 54,6%Z

City i 0 0 y 38 41
2.4% 0.0% 0.0%Z 4,9% 92.7% 17.9%

COLUMN TOTAL 26 4 5 4 190 22%

11.47% 1.7% 2,2% 1.7% 83.0%
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First Class Twp.

Second Class Twp.

Borough

City

Column Total

First Class
Twp.

Second Class
Twp.

Borough

City

COLUMN
TOTAL

TABLE TWENTY-TWO:

TABLE TWENTY-ONE:
HIGH SCHOOL CAREER DAY PARTICIPATION

RECRUITMENT TECHNIQUES:

10.9%

Always Usually Occasionally

6.17%

SRR L B b e it e e il

Row

Never Total

1
4,8%

o2
4,8%

RECRUITMENT TECHNIQUES:
CONTACT MILITARY DISCHARGE CENTERS

14

21

66.7% 9.2%

31

42

73.8% 18.3%

100

125

80.0% 54.62

28

4]

68.3% 17.9%

173
© 75.5

229

Row
No. Resp. Always Usually Occasionally Never Total
3 1 1 0 16 21
14.3% 4.8% 4.,8% 0.0% 76.27 9.2%
.7 2 1 1 31 2
16.7% 4.8% 2.4% 2.4% 73.8% 18.3%
14 0 2 4 105 125
11.2% 0.0% 1.6% 3.2% 84.07% 54.6%
1 0 0 4 36 - 41
2.47, 0.0% 0.0% 9.8% 87.8% 17.9%
25 3 4 9 188 229
10.9% 1.3% 1.7% 3.9% 82.1%

:
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First Class Twp.

Second Class Twp.

Borough

City

Column Total

TABLE TWENTY-THREE:

RECRUITMENT TECHNIQUES:
PLANNED PUBLIC RELATIONS PROGRAM

i

d

. Row
No Resp. Always '+ Usually Occasionally Never Total
3 1 0 2 15 21
14.3% 4.8% 0.0% 9.5% 71.47 9.27
7 2 0 3 30 42
16.7% 4,8% 0.0% 7.1% 71.47 18.3%
14 2 . 0 5 104 125
11.2% 1.6% 0.0% 4,0% 83.2% 54 ,6%
1 5 2 2 31 41
2.4% 12.2% 4,9% 4,97 75.6% 17.9%
25 10 2 12 180 229
10.9% 4.47%, 0.9% 5.2%

718.6%

First Class Twp.

Second Class Twp.

. Borough

City

Column Total

TABLE TWENTY-FOUR:
TECHNIQUES: NEWSPAPER ADVERTISEMENTS

RECRUITMENT

Row
No.Resp. Always Usually Occasionally Never Total
2 16 1 0 2 21
9.5% 76.27, 4,87 0.0% 9.5% 9.2%
7 18 5 0 12 42
16.7% 42.9% 11.9% 0.0% 28.6% 18.3%
14 73 11 4 23 125
11,27 58.4% 8.8% 3.2% 18.47% 54 .6%
1 35 2 0 3 41
2.4% 85.4% 4.9% 0.0% 7.3% 17.9%
24 142 19 4 40 229
10.5% ©2.0% 8.3% 1.7% 17.5%
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TABLE TWENTY-FIVE: RECRUITMENT TECHNIQUES:
AID OF CIVIL SERVICE AGENCY

R T,

Row ?

No.Resp, Always Usually Occasionally Never Total

First Class Twp. 3 4 1 0 13 " 921

14.3% 19.0% 4.,8% 0.0% 61.9% 9.2% ;

Second Cldss Twp. 7 0 0 0 35 42

3 16.7% 0.0%  0.0% 0.0% 83.3%  18.3%

Borough 14 29 1 1 80 125 | é

ot 11.2% 23.2% 0.8% 0.8% 64.0%  54.6% |
2 - - .
city 1 15 1 2 22 41 i

2.4% 36.6% 2.4 4.9% 53.7%  17.9% ?

Column Total 25 48 3 3 150 229 - !

10.9% 21.0% 1.3% 1.3% 65.5%

L3S L.
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TABLE TWENTY-SIX: RECRUITMENT TECHNIQUES:
PUBLIC SERVICE ANNOUNCEMENTS ON RADIO AND TELEVISION

Row
- No Resp. Always Usually Occasionally Never Total
First Class Twp. 3 2 0 3 13 21
14.3% 9.5% 0.0% 14.3%. 61.9% 9.2%
Second Class Twp. 7 1 0 2 32 42 ;
16.7% 2.4% 0.0% 4.8%  16.2% 18.3% *
Borough I U/ 8 2 4 o 97 125 :
. 11.2% 6.4% 1.6% 3.2% 77.6% 54.6% !
U ciey 1, L1 3 2 2 41
2.4% 26.8% 7.3% 4.9% 58.5% 17.9%
Column Total 25 22 5 11 166 229
10.9% 9.6% 2.2 4.8% 72.5%

i
1
1
:
i
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TABLE TWENTY-SEVEN:

RECRUITMENT TECHNIQUES:

CIRCULARS

OR ANNOUNCEMENTS TO COLLEGES AND UNIVERSITY STUDENTS

i it TR

Row
No Resp. Alwéys Usually Occasionally Never Total
' a. 21
First Class Twp. 3 0 0 1 17 :
14.3% 0.0% 0.0% 4.8% 81.0% 9.2%
d Class Twp. 7 0 0 0 35 42
Secon TP 16.7% 0.0% 0.0% 0.0% 83.3% 18.3%
h 14 0 0] 1 110 125
Boroug 119, 0.07 - 0.0% 0.8% 88.0% 56, 6%
; . 1
Cit 2 0 0 1 38 4 ]
d 4.9% 0.0% 0.0% 2.47% 92.7% 17.9%
' ’ 229
Column Total 26 0 0 3 200o
. 11.4% 0.0% 0.0% 1.3% 87.3%
: o ! - »
IIIL ! * ! : 1
TABLE TWENTY-EIGHT: RECRUITMENT TECHNIQUES:
ADVERTISEMENTS IN PROFESSIONAL JOURNALS
: Row
No. Resp. Always Usually Occasionally Never * Total
First Class Twp. 3 0 0 0 18 21
14.3% 0.0% 0.0% 0.0% 85.7% 9.2%
Second Class Twp. 7 0 0 1 34 42
16,77 0.0% 0.07% C2.4% 81.0% 18.3%
Borough 14 0] 1 1 109 125
11.2% 0.0% 0.8% 0.8% 87.2% 54.67%
City 1 0 ] 0 2 38 41
2.47 0.0% 0.0% 4,97 92.7% 17.9%
Column Total 25 0 1 4 199 229
10.9% 0.0% 0.4% 1.7% 86.97% ’

e v B v e o i

g




TABLE TWENTY-NINE: !
REPORTED PROBLEMS IN RECRUITMENT !

REGION N.R. A B c D E A&C B&C F G ROW
TOTAL
First Class 2 11 1 3 0 0 2 0 1° 1 21
Twp. 9.5% 52.47 4.87% 14.3% 0.0% 0.0% 9.5% 0.0% 4,8% 4.8% 9.2%
Second Class 5 16 11 1 0 1 0 0 6 2 42
Twp. 11.9%2 38.1%26.2% 2.4% 0.04 2.4% 0.0% 0.0 14.37 4.8 % 18.3%
Borough 26 40 29 3 0 2 9 9 5 2 125
20.8% 32.0%23.2%4 2.4% 0.0% 1.6% 7.27 7.2% 4,07 1.6% 54.6%7
City 5 13 7 5 0 0 6 3 2 0 41
o 12.20 31.7%17.1%  12.2% 0.0¢2 0.02  14.67  7.3%  4.97 0.0z 17.9
COLUMN 38 80 48 12 0 3 17 12 14 5 229
TOTAL 16.64 34.9%221.0% 5.2 0.0z 1.3 7.42 5.% 6.1z 2.2
KEY A= Few or No Applicants B= Salary Too Low C= Cannot pass written test
D+ Language problems Em annct Pass Physical F= No Problems G= Other

E SR, o

1 : 1
* S =g ’ o

- . . ' P ( , , . ) ) ] . ) ! . .
| T- | | - . - - - = = - » | | X |
] | ) , ! - J— e o
i ] i i ) : 7 ) - L ) ] B : o .
' . ) . B C e ; i N P 5 s B ; s . : : ; \ ] o
i % i : i i B
: ’ ) ) ‘ . ) ! ) ! ' ‘ ) t 1 : ; ! { . } ' L : :

TABLE THIRTY:
JOB_TURNOVER FACTORS AS REPORTED BY DEPARTMENTS

! REGION N.R. A B C D E A&B A&C F G ROW

; TOTAL

i

!

%

? First Class 5 7 2 3 1 0 1 1 0 1 21
Twp. 23.8% 33.3% 9.5% 14.3%  4.8% 0.0%2 . 4.87 4.87  0.0% 4.8% 9.2%

Second Class 19

; 9 3 42
i 45.2% 21.4% 0.0% 7.1% 2.

3
Z 0.0% 9.5%2 4.8% 2.47  7.1% 18.3%

Borough 4 35 2 3 2 0 18 13 2 6 125

35.2% 28.0% 1.6% 2.4%7  1.6% 0.0%  14.4%7 10.4%  1.6%7 4.8%  54.6%
& city 15 12 0 0 0o 1 5 4 1 3 41
a7

36.67 29.3z 0.0% 0.0% 0.0% 2.4% 12.27  9.87 2.4%  7.3% 17.9%

COLUMN 83 63 4 9 4 1 28 20 4 13
TOTAL 36.2% 27.5% 1.7%4 3.9% 1.742 0.47% 12.27  8.7% 1.7%2 5.7% 229
KEY: A= Salary Too Low B= Working Conditions C= Lack of promeotional opportuniti

D= Georgraphical location E = Lack of fringe benefits F= All categories G= Other

¢ ‘
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REGION

First Class
Twp.

Second Class

Twp.

Borough

City
Sied
&2
COLUMN
TOTAL

T F

==

TABLE THIRTY-ONE:

NEXT EMPLOYMENT
PERSONS WHO LEAVE DEPARTMENTAL EMPLOY

H.R. A B C D E F G ABCF  Not ROW
Rel. TOTAL
2 3 0 0 i 2 4 0. 0 9 21
9.5% 14.3% 0.0%4 0.0% 4.8%Z 9.5% 19.0% 0.0% 0.0% 42.9% 9.2%
6 3 1 0 0 0o 10 1 0 21 42
14.3% 7.1%2 2.4% 0.0%4 0.0% 0.0% 23.8% 2.4% 0.0 50.0% 18.3%
16 13 6 0~ 4 7 18 0 0 61 125
12.8% 10.4% 4.8%Z 0.0%Z 3.2% 5.6% 14.4% 0.0% 0.0% 48.8%  54.6%
7 4 3 o 2 3 9 0 1 12 41
17.1% 9.8% 7.3%2 0.0Z 4.9% 7.37 22.0% 0.0% 2.4% 29.3%7  17.9%
31 23 10 0 7 12 41 1 1 103 229
13.5% 10.0% 4.4% 0.0% 3.1% 5.2% 17.9% 0.4% 0.4% 45,0%

KEY:

u !
— B

A= Municipal Agency

E= Retirement

TABLE THIRTY-TIWO:

B= State Police C= Federal Agencies

PER5ONNEL

ANTICIPATING REGULAR ADVANCEMENTS

No Resp. Yes

First Class Twp - 2 A 5
9.5% 23.8%

Second Class Twp 7 9
16.7% 21.4%

Borough 17 2¢
13.6% 23.2%

. City 4 8
9.8%. 19.57,

Column Total .*30 : 51
13.17% 22.3%

No Sometimes
6 8
28.6% 38.1%
10 16
23.8% 38.1%
44 35 -
35.2% 28.0%
9- 20
22.07 48.87
69 79
30.1% 34.5%

D= Private Security

F= Private Industry G= Misc. Police Agency

Row
Total

21
9.2%

42
18.3%

54 .67,

229

ATy




! TABLE THIRTY-THREE: DEPARTMENTS
REPORTING PROMOTIONS, 1968

' . Row ;
No Resp. Yes No Total
i
First Class Twp. 3 4 14 21
j 14.3% 19.G% 66.7% 9.2%
I Secend Class Twp. 9 5 28 42
21.4% 11.9% 66 .7% 18.3%
< Borough 34 18 73 125
N 27.2% 14.4% 58.4% 54 .6%
City 10 18 13 41 _;
24 .47, 43,97 31.7% 17.9% ’
Column Total : 56 45 128- 229

24,59, 19.7% 55.9%

AT R P e

]
I
g TABLE THMIRTY-POUR: REPORTED
¢ SPECIAL POLICING PROBLEMS
: Row
Wo. Resp. A B ¢ D E |4 BCDF DE B DR s 4 Total
Pirer Class Twp. 3 4 1 0 0 1 6 1 2 0 1 Y 2 21
14.3% 19.02  4.8% 0,01 0.0%  4.8% 28,51 4.8% 9.5% 0.02 4.8 0.0% 9.5% 9.2%
Second Class Twp. 1 26 3 2 0 2 2 0 , 0 0 1 1 & S 42
2,47 61.9% 7.1% 4.8% 0,07  4.8% 4.8 0.0% 0.0  0.0%1  2.4% 2.4% 9.5%  18.3%
Borough 26 17 12 13 17 4 9 2 3 1 1 1 19 . 125
20.8% 13.6% 9.6%  10.4% 13.6%  3.2% 7.2 1.6% 2,47 0.8z 0.8z 0.8% 15,27  54.6%
J City ' 3 3 4 3 7 ¢ 5 2 4 6 0 i 3 41 ‘
w 7.32 7.3% 9.8% 7.3% 17.1% 0.0% 12.27 4,9% 9.8% 14.6%  0.0% 2.4% 737 17.9% o
Column Total 33 50 20 18 24 7 22 5 9 7 3 3 28 229 :
14.4% 21.8% B.7% 7.9% 10.52 3.1z 9.6% 324 3.9% 3.1% 1.1 1.32 12.22
Key= A= Ruralm B= High Density €= Industzial D= Low Incoma Arca E= Minority Groups
F= Large Student Pop. G= Shortage Police Equipment H=No Problenms

R N S ST SR RRTIIONE SRty R
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'REGION N.R
First Class 0
Twp. 0.0%
Second Class 6
Twp. 14.3%
Borough 12

9.6%
City , 4

9.8%
COLUMN 22
TOTAL 9.6%

KEY:

TABLE THIRTY-FIVE:

REPORT OF CIVIL DISORDER BY DEPARTMENTS

A B c D E F G H
18 ) 1 4] 0 1 0 -1
85.7% 0.0%  4.8% 0.0Z 0.0% 4.8%2 0.0%° 4.8%7 0.
34 0 0 0 o 1 1 G
81.0% 0.0%2 0.0% 0.0Z 0.0% 2.4% 2.4% 0.0 Z 0.
107 2 3 0 0 0 0 1
85.7% 1.6% 2.4% 0.0%2 0.0% 0.0%2 0.0% 0.82 0.
24 2 4 1 1 0 2 2
58.5% 4.9% 9.8% 2.4% 2.4% 0.0%2 4.9% 4.9% 2.
183 4 8 1 1 2 3 4
79.9% 1.7%2  3.5% 0.4% 0.4% 0.9%2 1.3% 1.7%2 0.
A= None, 1967,68,69 C= Yes, 1968, 1969
B=

E = Yes, 1967, 1969 G =Yes, 1968
Yes, 1967,1968,1969 D= Yes,'l967,1968 F= Yeg, 1967 H=Yes, 1969 1I= QOther

ROW
TOTAL

21
9.2%

42 :
18.3% ;
54.6 %

41
17.9%

229

TABLE THIRTY-SIX: POLICE DEPARTMENTS WITH
POSITIONS BUDGETELU AND FILLED BY FREQUENCIES
AND PERCENTAGES )

NUMBER OF DEPARTMENTS UTILIZING POSITION TITLE:
Number of Chief of Deputy Detective Detective Detective
Positions Police Chief* Inspector Captain Captain Lieutenant Sargeant Corporal
198 19 2 11 27 8 11 7
1 86.5% 8.3% . 9% 4.8% .11.8% 3.5% - 4,8% 3.1%
1 4 4 4
2 — —— — A7 1.7% 1.7% 1.7% 9%
1 6 1 3 1
3 — 47 — —— 2.6% A7 1.3% A7
1 1 1 4
4 —-— — ——— e 47 A YA 1.7%
1 1 1 1 1
5 — — .47 — 47 A% A7 N /v4
1 1l 1
6 — -— —_— _— YA —— JAZ A%
1 2
7 ——— -_— e ——— A7 — 9% ——
1 2 1
8 - —-— —_— —_— JAZ — 9% YA
31 209 226 217 187 214 204 212
None 13.5% 91.3% 98.7% 94 .87 81.7% 93.4% 89.1% 92.9%
229 229 229 229 229 229 229 229 |
Total 100.6% 100.0% 160.0% 100.0% 99.8%%*%  99,8%%* 99, 94%* 99, 94** 4
* Also Deputy Commissioner and Deputy Superintendent ;
** This is a reflection of rounding error. !




TABLE THIRTY~-SEVEN:
BUDGETED AND FILLED

SELECTED POLICE POSITIONS
BY FREQUENCY- AND PERCENTAGE

Sergeant

75
32.8%

138
60.3%

229
99.9%*%

* Detective

11
4.8%

"3
1.2%

211
92.1%

229

99.7%%

Patrolman

89
40,12

33
14,92

29
13.1%
.3.6%

3
1.3

-1
A%

59
26.6%

222%%
100. 0%

Number of Positions Lieutenant
|
: 44
-1 =3 19.3%
? 4
6 - }O 1.74
| 1
11 -i20 N4
: 0
21 -i50 0.0%
i 1
51 =75 - N4
i
i 0
76 -.98 0.0%
|
; 179
None : 78.2%
229
Total 100,0%

* This is;a reflection of rounding error.
%% Seven departments reported more than 98 Patrolman (These departments reported 99, 190,
112, 129, 123, 141, 1446 men.) .

T P e il S OR' ACHESES SN0l M
DEPARTMENTS AT COMMAND AND MANAGEMENT LEVELS BY

FREQUENCY AND PERCENTAGE |
NUMBER OF DEPARTMENTS
HAVING VACANCIES AT:
Command M
Number Vacancies . Level GE:E:Tent
3 6
1 1.3% 2.,6%
0 2
2 0.0% .92
1 0
3 42 0.0%
0 1
4 0.0% 2 k
d 1
Ry 0 o1 :
5 0.0% 4% ‘
0 0
6 0.0% 0.0%
0 0
7 0.0% 0.0%
0 0
8 0.0% 0.0%
225 219
None 98, 3% 95.6%
229 229
Total 100.0% 99, 9*

* This is a reflection of rounding error.




TABLE THIRTY-NINE: REPORTED VACANCIES BY POLICE
DEPARTMENTS AT SUPERVISORY AND FIELD LEVELS
NUMBER OF DEPARTMENTS HAVING VACANCIES
Number of Vacancies l1st Line Supervisors ' i7x'd Personnel
7 12
1 3.1% 5.2% .
0 4
2 0.0% 1.7%
; 3 0.0% 2,62
1 1
] 4 4% 47
i 3
< 5 /¥4 1.3%
A 1 1
6 hZ /Y 4
. 1 1
7 - 10 oaz .IGZ
0 1
11 - 60 0.0% Ny
218 200
None 95.2% 87.3%
' 229 229
Total 99,6%* 100,12*

* This is a reflection of rounding error.

" TABLE FORTY: REPORTED PRACTICES IN FE* .E ' 5
EMPLOYMENT IN POLICE DEPARTMENTS BY
FREQUENCIES AND PERCENTAGE
Number of Departments Number of Departments Number of Départments
Number Lmploying Full Employing Part Employing New.
Of Females - Time Females Time Females Females in 1968
18 9 5
1 8.47% 4.1% 2.4%
7 3 3
2 3.3% 1.47 1.4Z%
1 0 1
3 5% 0.0% N 4
1 0 0
4 5% 0.0% 0.0%
~J
e 0 2 1
3 0.0% . 9% «5%
3 0 0
6 1.4% 0.0% 0.0Z
0 1 0
7 0.0% Y4 ) 0.0%
|
0 3 0
8 0.0% 1.4% 0.0%
184 . . 200 200
None 86.0% ’ 91.3% 95.2%2 )
: * This is a
reflection of
No Response 15 10 19 rounding error.
229 229 229
Total 100.12* : 99,6%* 100.0Z
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TABLE FORTY-ONE: .REPORTED PRACTICES IN MALE
EMPLOYMENT OF POLICE DEPARTMENTS
BY FREQUENCY AND PERCENTAGE

Number of Number of -
Departments Departments Number of
Number Employing Part Hiring New Departments Hiring
of Males Time Males Personnel Experienced Males
. 34 53 37 . J
1 15.5% 25,1% o 17.9% u
23 4 o B
3 9 oo
2 10,5% 16,1% 4.3% © &.c . oe
W m m RVW ,qwm 9~% .Umm oo ©
, . 13 1 auA "s A4 A S8 3
. . 6.0%. 5% E 8w
A T <]
. 15 3 1 A g
6.8% 1.4% .52 @ o =
15 3 1 m i
S 6.8% 1.4% .52 B4 m
928
11 4 0 =
& 5.0% . 1,9% 0.0% wuu m m
4 2 0 8o m m,
7 1.8 . .9% 0.0% RN oS o
> Q. W R »e >e N ¢ S
12 2 HE o a3 N 08 AN ~NO Ne W
: .0 2 <= HEOB e o e e - -
8 5.5% .92 0.0% B < 28" 5 S ="
0 4 55w EEXH
. . o o
10 - 13 0.0% 1.9% 0,02 =R=RT -
. v. -~ N nm
0 4 0 mn »l FUL
o P
18 -~ 21 0.02 1,92 0.0X Wm.m m
QO
Questions Not 0 0 71 ! 2
Relevant 0.0% 0.02 34.32 m &
: £«
89 88 87 B i)
N : ©
one  40.5% 41.7% 42,03 Y m
. 2
Total  loaiyge Fp g g5 -7
ota .1
1% 99, 27# 100, 0% = o
No Response 9 18 22
Total Number
of Cases 229 228%% 229 m ,u..
* This {g a reflection of rounding error.
*% One department reported hiring 127 New mmnmo.samw and this
Department was not entered in the table, ,

© 80

reported 51 voluntary

* This is a
reflection of
rounding error,

*%* One Department
departures and was
not included in the

table.

0.0%
0.0%
184
88.5%
208
100.1%*
21
229 -

1.0%
126
60.37%
19
228%%

209
100.1%*

None
Sub-Total
No Response
Total




!

REPORTED DESTINATION

TABLE FORTY-THREE
OF DEPARTED PERSONNEL BY FREQUENCIES AND PERCENTAGES

Number of
Departments

Rznorting Personnel

Number of
Departments

Reporting Personnel

Number of
Departments

Reporting Personnel

nt to Private

r
et

3

Went to Other
Municipal Agencies’

Number of
Personnel Reporting

Retired

Industry

Destination

30 12

15.2%

22
11.1%

6.1%

13
6.6%

e

.57%

Ead ™ e
oo [e N [eNe)
. ‘e L]
(=} o o
~r vy 0

OO

bad
oo

(=}

0.0%

0
0.0%

8 or more

179
90.47%

152

76.8%

173
86.9%

None

198
100.0%

198
100,.1%*

199
100.0%

Sub--Total

31 31

36

No Response

229

229

229

Total

* This is a reflection of rounding error.

o
18
-l._
-

TABLE FORTY~FOUR: REPORTED PROMOTIONS BY
POLICE DEPARTMENTS BY FREQUENCIES AND PERCENTAGES

+ Number of
Number of Departments
Personnel Having Promoticus
Promoted to NCO

. Number of
Departments Having
Promotions from NCO

to Officer

20
1 11.2%

141
None . 79.2%

178
Sub~-Total 100,0%

No Response 30

Total Cases 228%

11
6.1%

159
88,8%

179
100, 0%

49

228%%

* One department reported 32 promotions to NCO and was not

included in the table.

** One department reported 35 promozions from NCO to Officer.

83
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TABLE FORTY-FIVE: REPORTED NUMBERS NON-WHITES
EMPLOYED BY POLICE DEPARTMENTS BY
FREQUENCIES AND PERCENTAGES
Number of
Number of Departments
Non-Whites Having Non-Whites
17
1 8.1%
10
2 4,7%
7
3 3. 3°I
4
4 1.9Z
3
5 1.47
1
6 5%
1
7 5%
_ . 3
21 - 25 l.47%
165
None 78.2%
7 211
Sub-Total 100.0%
No Response 18
Case Total » 229




TABLE FORTY-SIX: REPORTED NUMBERS OF POSITIONS
NEEDED IN POLICE DEPARTMENTS BUT NOT BUDGETED
BY FREQUENCIES AND PERCENTACES

N

Number of
Number of Departments
Positions Reporting A Need For
Needed : Additional Personnel
19
1 8.47
. 11
2 4,97
. -20
3 8.8%
9
4 4.0%
i 7
5 3.1%
6
6 2.6%
' .3
‘ 7-10 1.3%
4
11 - 20 : 1.8%
3
: 30 - 50 1.3% )
3
51 - 60 1.3%
141
None 62,.4%
226
Sub-Total 99, 9% **
No Response 2
Total 228%

* One department reported needing 150 additional personnel
and was not included in the table,
85

** This is a reflection of rounding error.




TABLE FORTY-SEVEN:
EDUCATIONAL REQUIREMENTS FOR PROBATION OFFICERS

REGION N.R. H.S. H.S5.Plus Some Col. College ‘ College

Diploma Experience Plus Exp. Degree Degree Other No.Req. ROW
TOTAL
Plus Exp. , :

Allegheny o 0 0 O 1 0 0 0 1

0.0% 0.0% 0.0% 0.0% 100.00% 0.0% 0.0% 0.0% . 2.3%

Central 1 1 4 0 . 3 2 0 0 11

S.1% 9.1% 36.4% 0.0% 27 .3% 18.2% 0.0% 0.0% 25.0%

Northeast 0 1 1 0 3 2 ] 1 8

o 0.0Z2 12.5% 12.5% 0.0% 37.5% 25.0% 0.0Z2 12.5% 18.2%
o Northwest 1 . 0 2 0 3 0 1 2 9 _
11.1% 0.0% 22.2% . 0.0% 33.3% 0.0% 11.1%Z 22.2% 20.5%

Philadelphia 0 b 0 ) 0 0 0 0 0 1
0.0Z 100.0% 0.0% 0.0% - 0.0% 0.0% 0.0% 0.0% 2.3%

Southcentral 1 1 0 0 ' 5 0 0 0 7
14.3%2 14.3% 0.0 0.0% 71.47% 0.0% - 0.0% 0.0% i5.9%

Southeast 0 2 0 0 , 0 . 0 0 0 2
0.0% 100.0% 0.0% - 0.0% 0.0% 0.07 0.0 - 0.0% 4.5%

Southwest 0 1 1 -1 1 1 0 0 -5
0.0%Z 20.0% 20,0% 20.0%Z 20.0% 20.0% 0.0% 0.0% 11.47%

COLUMN 3 7 8 1 16 5 1 3 44

TOTAL " 6.87 15.9% 18.2% 2.3% 36.4%  11.4% 2.3%  6.8%

TABLE FORTY-EIGHT: ENTRANCE REQUIREMENTS ’
PSYCHOLOGICAL EXAMINATION
REGION N.R. YES NO ROW TOTAL

Allegheny 0 1 . 0 1
0.0% 100.0% 0,07 2,3%

Central Region 1 0 16 11
9.1% 0.0% 90.9% 25.0%

Northeast Region 0 0 8 8
0.0% 0.0% 100,0% 18.2%

‘Northwest Regilon : 1 0 8 9
. ' 11.1% 0.0% 88.9% 20,5%

Philadelphia 0 0 1 1
0.0% 0.0% 100.0% 2,32

Southcentral 1 0 6 7
o ..Region | 14,3% 0.0% 85.7% 15.9%
~N Seutheast Region 0 0 2 2
, 0.0% 0.0% 100.0% 4.5%

Southwest Region 0 0 5 5-

0.0% 0.0% 199.0% 11.4%

s COLUMN TOTAL 3 1 40 44

6.82 2.3% 90.9%




TABLE FORTY-NINE: USE OF FORMAL
IN-SERVICE TRAINING FOR ORIENTATION

Yes, Yes,

. 320 Hrs. Hrs. Not Row
Region N.R. Or More  Specified No Total
Allegheny 0 0 0] 1 1

0.0% 0.0% 0.0% 100.0% 2.3%
Central 2 1 2 6 11
18.2% 9.1% - 18.2% 54.5% 25.0%
Northeast 1 0 1 6 8
12.5% 0.0% 12.5% 75.0% 18,27 -
o
Northwest 2 0 1 6 9
22.2% 0.0% 11.1% 66.7% 20.5%
foe) . .
b Philadelphia 0 0 1 0 1
0.0% 0.0% 100.0% 0.0%. 2.3%
Southcentral 1 0 3 3 7
14.3% 0.0% . 42.9% 42.97% 15.9%
Southeast . 0 0 0 2 2
0.0% 0.0% 0.0% 100.07% 4.5%
Southwest 0 0 2 3 5
0.0% 0.G% 40.0% 60.07% 11.4%
GColumn Total 6 1 10 27 44
' 13.6% 2.3% 22.7% 61.47

H

L H
. H
e ] o — . . ’ :
| R E 7 a . H
1 E P 4 i
~ | | ' '- l . . l J = N H } | ‘n ’-; |
F . . ; 4 | ' E . E . :

: 3 i ¢ g T o 5 3 H t [ P : T ) N - - -

t b : H : ¢ i § ; i : ¢ < y P itiaa »
X P P 9 B ¢ 7 b3 i N ? 4 N ;

TABLE FIFTY: SUPERVISORY STAFF TALKS USED FOR
ORIENTATION BY FREQUENCIES AND P

Yes Yes, Yes, .
40 Hrs. More Than Hrs. Not: Row
Region N.R. Or Less 320 Hrs. Specified No Total
Allegheny 0 0 0 ' .0 1
' 0.0% 0.0% 0.0% IOQ.OZ " 0.0% 2.3%
' . _ i
Central 2 1 1 o1 4 1
i 18.2% 9.1% 9.1% 27.3% 36.4%  25.0%
Northeast 1 0o 1 2 4 ;] i
; 12.5% 0.0% 12.5% 25.0% 50.0% 18.2% . :
Northwest 2 1 0 1 5 9 ?
22.2% 11.17% 0.0% 11.1% 55.6% 20.5%
o Philadelphia 0 0 0 1 0 1
O 0.0% 0.0% 0.0% 100.0% 0.0% 2.3%
Southcentral 1 0 0 5 1 7
14.37 0.0% 0.0% 71.47 14.3% 15.9%
~ Southeast 0 0 0 1 1- 2
' 0.0% 0.0% 0.0% 50.0% 50.0% 4.5%
Séuthwest 0 0 ‘ 0 1 4 .5
; 0.0% 0.0% 0.0% 20.0% 80.0% 311.4‘2, l
Column Total 6 2 2 15 19 : 44

! 13.67% . 4.5% 4.5% 34.17% 43.2%




Region

Allegheny

Central

Northeast

Northwest

Philadelphia

06

Southcentral

Southeast

Southwest

Column Total

REGICN

Allegheny
Central
= hprtheast

Northwest

Philadelphia

16

Southcentral
Southeast
Southwest

COLUMN TOTAL
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TABLE FIFTY-ONE: DISTRIBUTION OF
LITERATURE AS ORIENTATION

Yes
Yes No. of

40 Hrs. Hrs. Not Not Row

N.R. Or Less Specified Used Total

0 0 0 1 1
0.0% 0.0% 0.0% 100.0% 2.3%
2 1 4 : 4 1l
18.2% 9.1% 36.4% 36.4% 25.0%
1 0 3 4 8
12.5% 0.0% 37.5% 50.0% 18.2%
2 1 0 6 9
22.2% 11.1% 0.0% 66.7% 20,5%
0 : 0 0 1 1
0.0% 0.0% 0.0% 100.0% 2.3%
-1 0 3 3 7
14.3% 0.0% 42.,9% 42,97 15.9%
0 0 1 T1 2
0.0% - 0.0% 50.0% 50.0% 4 .5%
0 o 2 3 5
0.0% 0.0% 40.0% 60.0% 11.4%
6 2 .13 23 44

13.6% 4.5% 29.5% 52.3%

TABLE FIFTY~TWO: ON THE JOB TRAINING FOR

ORIENTATION
N.R. Yes, Not
4-6 wks., 1 2 Used
0 0 0 1 0
0.0% 0.07% 0.0% 100,0% 0.0%
2 0 2 4 3
18.2% 0.0% 18.2% 36.47 27.3%
1 0 1 4 2
12.5% 0.0% 12.5% 50.0% 25.0%
2 1 1 3 2
22.2% 11.1% 11.1% 33.3% 22,2%
0 0 1 0
0.0% 0.0% 0.0% 100.0% 0.0%
1 0 0 5 1
14.37% 0.0% 0.0% 71.47% 14,37
0 0 2 0
0.0% 0.0% 0.07% 100.0% 0.0%
0 0 0 4 1
0.0% 0.0% 0.0% 80.,0Z% 20,0%
6 1 4 24 9
13.6% 2.3% 9.1% 54,5% 20,5%

KEY: 1. Yes, more than 8 weeks.
2. Yes, No. of hours Not Specified

Row
Total

2.3%

11
25.0%

&
18.2%

g e eim e habe Rt 5 e




L

. EEITT R - =

TABLE FIFTY-THREE: , ON-THE-JOB TRAINING WITH
PERIOD EVALUATION

REGION N.R. Yes Yes, more Not Row
2-3 wks., than 8 wks. 1* Used Total
Allegheny 0 0 0 1 0 1
0.0% 0.0% 0.0% 100.0% 0.0% 2.3%
Central 2 1 1 2 5 11
18.2% 9.1% 9.1% 18.2% 45,57 25.07%
Yortheast 1 0 1 3 3 8
@ 12.5% 0.0% 12.5% 37.5% 37.57% 18.2%
|¢
! Northwest 2 0 1 0 6 9
22,2%° 0.0% 11.1% 0.0% 66.7% 20.5%
Philadelphia 0 0 0 0 1 1
0.0% 0.0% 0.0% 0.0%Z 100.0% 2.3%
@
N Southcentral 1 0 0 6 0 7
14.3% 0.0% 0.0% 85.7% 0.0% i5.9%
Southeast 0 0 0 1 1 2
0.0% 0.07 0.0% 50.07% 50.0% 4.57%
Southwest 1] 0 0 1 4 5
0.0% 0.0% 0.07% 20.0% 80.0% 11.47%
COLUMN TOTAL 6 1 3 14 20 44
13.6% 2.3% 6.8% 31.8% 45.5%

1* Yes, No. of hours not specified.
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TABLE FIFTY-FOUR: PROBATIONARY PERIOD FOR
ENTERING OFFICERS

12 mo. or Less than No Prob. Row
REGION N.R. longer 6-12 mos. _6 mos.  Period Total
Allegheny 0 1 0 0 ] 1
0.0% 100,0Z 0.0% 0.0% 0.0z 2.3%
Central 1l 1 S 1 3 11
9.1% 9.1% 45.5 9.1% 27.3% 25.0
Northeast 1 0 3. 0 4 8 .
12,5% 0.0Z 37.5%_ 0.0% 50.0% 18.2% -
Northwest 3 0 5 0 3 9
33.3% 0.0% 55.6% 0.0% 11.1% 20.5%
Philadelphia 4} 1 "] 0 0 1
0.0% 100.0% 0.0% 0.0% 0.0%Z 2.3%
Southcentral 2 1 4 0 0 7
o 28.6% 14.37% 57.1% 0.0% 0.0% 15.9%
S Southeast 0 0 2 0 0 2
0.0%Z 0.0% 109.0% 0.0% 0.0%Z 4,5%
Southwest 1] 0 2 1 2 5
0.0% 0.0% 4£0,0% 20.0% 40.0% 11.4%
COLUMN TOTAL 7 4 21 2 10 44

15.9% 9.1% 47.7% 4,572  22.7%




TABLE FIFIY-FIVE: PERSONNEL COVERAGE STATUS

Reglon N.R.  Merit Civil Not  Other
System Service Covered Row Total
Allegheny 0 0 0 1 0 1
0.0% 0.0% 0.0% 100.0%2 0.0% 2.3%
Central 1 4 0 5 1 11
’ 9.1% 36.4% 0.0% 45,57 9.1% 25.07%
Northeast 1 0 0 " 5 2 8
12,.5% 0.0% 0.0Z 62.5%. 25.0% 18.2%
Northwest 1 1 1 * 6 f 0 ’ 9
11.1% 11.17 11.1% 66.7%Z 0.0% 20.5%
Philadelphia 0 0 o = 1 0 1
0.0% 0.0% 0.0% 100.0% 0.0% 2.3%
Southcentral 1 2 0 4 0 7 |
14.3%Z 28.67 0.0% 57.1% 0.0% 15.9%
150 Southeast 0 2 0 0 0 2 }
o 0.07% 100.0% 0.0% 0.07% 0.0% 4.5%
Southwest 0 0 0 5 0 5
0.0% 0.0% 0.0% 100.0% 0.0% 11.4%
COLUMY TOTAL. 4 9 1 27 3 44
‘ 9.1% 20.5% 2.3

% 61.4% 6.8%

G Mg

2

TABLE FIFTY-SIX: AGENCY EMPLOYMENT OF TRAINEES

REGION 1 2 3 ROW TOTAL
1
Alleghen 0 1 0u :
s 7 0.0% 100.0% 0.0% 2.3%
‘ 11
1 2 7 2
Genera 18.2% 63.6% 18.2% 25.6%
. 8
Northeast 2 6 0
) 25.0% 75.0% 0.0 18.6
' 0 9
Northwest 1 8 )
11.1% 88.9% 0.0% 20.9%
1
delphi 0 i 0
phitadelonia 0.0 100.0 0.0% 2.3%
Southcentral 1 _ 3 2 6
£ 16.7% 50.0% 33.3% 14.0%
xL o d
’ Southeast 0 1 1 2
0.0% 50.0% 50.0% 4,7%
Southwest 1 3 1 5
20.0 60.0% 20.0% - 11.6
COLUMN TOTAL ’ 7 30 6 43

16.3% 69.8% 14,0%

KEY:1.Yes, Have Employed Trainees, but Not Currently
2.No, Never Employed Trainees
3.Yes, Currently Employ Trainees
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TABLE FIFTY-SEVEN:
NUMBER TRAINEES CURRENTLY EMPLOYED BY AGENCIES

REGION N.R. 1-3 4~5 6-10 11—20 Not Applicable, ROW

— Don't employ TOTAL
trainees

Allegheny 0 0 0 0 0 . 1 1
0.0% 0.0 0.0% 0.0% 0.07% 100.0% 2.3%

Central -0 2 0 0 0 g 11
0.0%Z 18.2% 0.0%Z2 0.0% 0.0% 81.8% 25.0%

Northeast 0 0 0 0 0 8 8
0.0% 0.0%2 0.0%2 0.07% 0.0% 100.0% 18.2%

Northwest 0 1 0 0 0 8 9.
0.04 11.1% 0.0%z 0.0% 0.072 88.9% 20.5%

Philadelphia 0 0 0 g O 1 1
0.0% 0.0%Z 0.0% 0.0% 0.0 100.0 2.3%

Southcentral 2 1 0 1 0 3 7
28.6% 14.3%Z 0.0% 14.3% 0.0% 42.9% 15.9%

Southeast 0 0 1 0 0 1 20
0.0% 0.0Z 50.0%Z 0.0% 0.0% 50.0% 4.5%

Southwest 0 1 0 0 0 4 5’
0.0% 20.0% 0.0%2 0.0% 0.0% 80.0% 11.4%
COLUMN 2 5 1 1 0 35 44

TOTAL 4.5% 11.4%Z 2.3% 2.3% 0.0% 79.5%

4

""‘ %o

REGION

Allegheny
Central
Northeast
Northwest
Philadelphia
Southcentral
Southeast
Southwest

COLUMN
"TOTAL

TABLE FIFTY-EIGHT;
TRAINEE ASSIGNMENTS

N.R. Limited Accompany  Assigned 182 Ques.Not ROW
Cagse Lecad Exp.Off. as all other Rel.Don’t TOTAL
(&9 2) off, Employ
(&) (7) Trainees
. Y

0 0 0 0 0 1 - 1
0.0% 0.0% 0.0% 0.0$ 0.0Z ~100.0% 2.3%
0 1 2 1 0 7 11
0.0% 9.1% 18.2% 9.1% 0.0Z° 63.6% 25.0%
0 0 0 0 1 7 8
0.0% 0.0% 0.0% 0.0% 12.5% 87.5% 18.2%
0 0 0 1 o . 8 9
0.0% 0.0% 0.0% 11.1% 0.0% 88.9% 20.5%
0 0 0 0 0 1 1
G.0% 0.G% 0.0% ?.0% 0.0% 100.0%Z ~ 2.3%
1 2 1 0 0 3 7
14,37 28.67 14.37 ‘o 0.0% 0.0% 42.9% 15.9%

0 0 1 0 0 -1 2
0.0% 0.0% 50.0% 0.0% 0.0% 50.0% 4.57%

0 0 1 0 1 3 5
0.0% 0.0% 20.0% 0.0%Z 20.0% 60.0% 11.4%

1 3 5 2 2 31 44

2.3% 11.4% 4,5% 4,5%

70.5%
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TABLE FIFTY-NINE: AGE LIMITS FOR APPOINTMENT
AS PROBATION OFFICER

REGION N.R. YES NO ROW TOTAL
Allegheny 0 1 0 1
0.0% 100.0 0.0% 2.3%
Central Region 3 1 7 11
' 27.3% 9.1% 63.6% 25.0%
Northeast Region 1 2 5 &
' 12.57% 25.0% 62.5% 18.2%
. Northwest Region 1 0 8 9
' 11.1% 0.0% 88.9% 20,52
Philadelphia 0 1 0 1
' 0.0% 100.0% 0.0% 2.3% ;
3oy Southcentral 0 1 6 7 %
L Region 0.0% 14.3% 85.7% 15.9% !
Southeast Region 0 0 2 2 %
0.0% 0.0% 100.0% 4,5%
Southwest Region 0 0 5 % 5
0.0% 0.0% 100, 0% 11.4%
COLUMN TOTAL 5 ' 6 33 44
X 11.4% 13.67% 75.0%

o

R

) :
' ] ; i ! i N ‘.
. o o o o . _ o <
I T — T .

TABLE SIXTY: PROBATION OFFICER EMPLOY-
MENT: MINIMUM AGE REQUIREMENT
i

YEARS
No . Row
Region N.R. 20 21 Minimum Total
Allegheny 0 0 0 1 1
: " 0.0% 0.0% 0.0% 100.0% 2.3%
Central 2 0 1 8 11
18.2% 0.0% - 9.1% 72.%% - 25.0%
Northeast 1 2 0 "3 8
12,5% 25.0% - 0.0% 62.5% 18.2%
Northwest 1 0 0 8 9
11.1% 0.0% 0.0% 88.97% 20.5%
O : . )
7e) Philadelphia 0 1 0 0 1
0.0% 100.0% ¢.0% 0.0% . 2.3%
Southcentral 1 1 0 5 7 :
14.3% 14.3% 0.0% 71.4% 15.9% |
Southeast : 0 0 0 2 2
! 0.0% 0.0% 0.0% 100.0% 4,5% i
‘ !
Southwest 0 0 0 5 5
é 0.0% 0.0% 0.0% 100,9% 11.4%
Column Total . 5 4 1 34 44

11.4% 9.1% 2.3% 77.3%



TABLE SIXTY-ONE: PROBATLON OFFICER
EMPLOYMENT-MAXIMUM AGE

. No Row
Region N.R. 40-45 50-55 Maximum Total
Allegheny 0 0 1 0 1
| 0.0% 0.0% 100.9% 0.0% 2.3%
| Central 2 0 0 9 11
| 18.2% 0.0% 0.0% 81.8% 25.0%
i Northeast 2 1 0 5 8
25.0% 12.5% 0.0% 62.5% 18.2%
} Northwest 1 0 0 8 9
? 11.1% 0.0% 0.0% 88.9% 20.5%
H
< philadelphia 0 0 1 0 1
O 0.0% 0.0% 100.0% 0.0% 2.3%
Southcentral 1 2 0 4 7
14.3% 28.6% 0.0% 57.1% 15.9%
Southeast 0 0 0 2 2
0.0% 0.0% 0.0% 100.0% 4.5%
Southwest 0 0 : 0 5 5
0.0% 0.0% 0.0% 100.0% 11.4%
Column Total 6 3 2 33 44
13.6% 6.8% 4,5% 75.0%

frerean 1 7 i ! |
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TABLE SIXTY-TWO:
FACTORS AS A BAR TO EMPLOYMENT

REGION N.R. ABCD None ABC (no) AB(No) A(No) AB{No) ABD(Yes) AC(No) ROW
—_— D (yes) CD(Yes)BCD(Yes) CD(Not C(No) BD(Yes) TOTAL
Sure)

Alleghenny 0 0 0 1 0 0 4] 0 0 1
0.0%2z 0.0%Z 0.0% 100.0% 0.0z . 0.0% 0.0% 0.0% 0.02 2.3

Central 2 5 2 1 0 0 1 0 0 11
18.2% 45.57 18.2% 9.1% 0.0% 0.0% 9.1% 0.0% 0.0%2 25.0%

Northeast 1 1 1 ) .3 1 - 0. 0 0 8
12.5% 12.5% 12.5% 12.57 37.5% 12.5% 0.0% 0.0% 0.0% 18.2%

[ Northwest. 3 3 1 1 0 0 0 0 1. 9
o> 33.3%Z 33.3%Z 11.1% 11.1% 0.0% 0.0% 0.0% 0.07 11.1%7 20.5%
Pniladelphia 0 0 1 0 0 0 0 . 0 e} 1
0.0%2 0.0% 100.0%Z 0.0% 0.0% 0.0% 0.0z *~ 0.0% 0.0%2 2.3%

Southcentral 3 0 0 1 2 1 0 0 ) 0 7
42.972 0.0%2 0.0% 14.3% 28.6%Z @ 14.3% 0.0% 0.0% 0.0% 15.5%

Southeast 0 2 0 0 0 0 0 0 0 2
0.0 100.0%Z 0.0%z 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%2 4.5%

Southwest 0 2 1 0 1 - 0 0 1 0 5
‘ 0.0%2 406.07 20.0%Z 0.0% 20.0 0.0% 0.0% 20.0% 0.0% 11.4%

COLUMN 9 13 6’ 5 6 2 . 1 1 1 44

TOTAL 20.5% 29.5% 13.6% 11.4% 13.6% 4.5% 2.3% 2.3% 2.3%

KEY: A= Previous arrest record, Juvenilé
B= Previous arrest record, Adult
C= Misdemeanor conviction
D= Felony conviction

T T P SO VAU P
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TABLE SIXTY-THREE:
AGENCY POLICY ON EMPLOYMENT OF FORMER OFFENDERS
REGION N.R. 1 2 3 ROW
TOTAL
Allegheny 0 1 0 0 1
0.0% 100.0% 0.0% 0.0% 2.3%
Central 3 0 5 3 11
27.3% 0.0% 45.5%2 27.3% 25.0%
Northeast 1 2 5 8
12.57% 0.0 25,0% 62.5% 18.2%
. Northwest 1 0 5 3 9
E; 11.1% 0.0Z 55.67 33.3% 20.5%
ro Philadelphia 0 0 1 0 1
0.0% 0.07 100.0% 0.0% 2.3%
Southcentral 1 0 2 4 7
14.3% 0.0%2 28.6% 57.1% 15.9%
Southeast 0 0 1 1 2
0.0% 0.0z 50.0% 50.0% 4.5%
Southwest 0 0 3 2 5
0.0% 0.02 60.0% 40.0% 11.4%
COLUMN 6 1 19 18 44
TOTAL 13.6% 2.3Z2  43.2%7  40.9%
KEY: 1. Yes employ former offenders, is possible under agency policy
- 2. No former offenders employed and not possible under agency policy
3. No former offenders employed, but is possible under agency policy

[—— S

TABLE SIXTY-FOUR: AGENCY EXPRESSION OF
INTEREST IN EMPLOYING FORMER OFFENDERS

Region N.R. YES NQ ROW TOTAL
Allegheny 0 4] 1 1.
0.0% 0.0% 100.0% 2,3%
Central Region 3 1 7 11' !
27.3% 9.1% 63,6% 25.0% :
Northeast Region 2 5 1 8 g
25.9% 62.5% 12.5% 18.2% i
Northwest Region 0 4 5 §’ ;
0.0% 44 47 55.6% 20.5% :
Philadelphia 1 0 0 1« X
100.0% 0.0% 0.07 2,3% :
Ff> Southcentral 3 4 0' 7;
gg Region 42,9% 57.1% 0.0% 15.9Z
Southeast Region 1 1 0 25
50.0% 50.0% 0.0% 4.5%
Southwest Region . 1 0 4 5
® 20.0% 0.0% 80.0% 11.4%
COLUMN TOTAL 11 15 18 44

25.0% 34.17% 40.9




REGION

Allegheny

Central

Northeast

Northwest

BOT

Philadelphia

Southcentral

Southeast
Souhwest

COLUMN
TOTAL

ii

REGION

Allegheny

Central

Northeast

Northwest

GOT

Philadelphia

Southcentral

Southeast

Southwest

CoLUMN
TOTAL

TABLE SIXTY FIVE:

RECRUITMENT TECHNIQUES: MATILINGS TO OTHER DEPARTMENTS

N.R.

0
0.0%

4
36.47

1
12.5%

2
22.2%

0
0.0%

A
28.6%

22.7%

Usually Occassionally Never ROW
TOTAL
0 0 1 1
0.0% 0.0% 100.0% 2.3%
0 2 5. 11
0.0% 18.27% 45,57 25.0%
0 1 6 8
0.0% 12.5% 75.0% 18.2%
0 0 7 9
0.0% 0.0% 77.8% 20.5%
0 0 T 1
0.0% 0.0% 100.0% 2.3%
1 i 3 -7
14.3% 14.37% 42,97 15.9%
0 . 1 1 2
0.0% 50.0% 50.0% 4.5%
1 0 3 5
20.0% 0.0% 60.0% 11.4%
2 5 27 44
4.5% 11.4% 61.4%

I I
—~

TABLE SIXTY SIX:
RECRUITMENT TECHNIQUES: HIGH SCHOOL CAREER DAY PARTICIPATION

N.R. Usually Occassionally Never ROW
TOTAL
0 0 0 1 1
0.0% 0.0% 0.0%2 100.0% 2.3%
4 0 0 7 11
36.4% 0.0% 0.0% 63.6% 25.0%
1 0 1 6 8
12.5% 0.0% 12.5% 75.07% 18.2%
2 0 Q 7 9
22.2% 0.0% 0.0% 77.8% 20.5%
] 0 0 1 -1
0.0% 0.0% 0.0% 100.0% 2.3%
2 1 -1 3 7
28.6 14.3% 14.3% 42,97 15.9%
0 0 0 2 2
0.0% 0.07% © 0.0% 100.0% 4.5%
1 0 0 4 5
20.0% 0.0% 0.0% 80.07 11.4%
10 1 2 31 44
22.7% 2.3% 4,5% 70.5%




SOT

~

LOT

TABLE SIXTY-SEVEN: RECRUITMENT
TECHNIQUES: NEWSPAPER ADVERTISEMENTS

Occasion- Row

Region N.R. Always Usually ally Never Total

Allegheny 0 0 0 0 1 1
0.0% 0.0% 0.0% 0.0% 100.0% 2.3%

Central - 4 0 1 L 5 11
36.4% 0.0% 9.1% 9.1% 45.5% 25.0%7

Northeast 1 1 ; 1 0 5 8
12.5% 12.5% 12.5% 0.0% 62.5% 18.2%

Northwestern 2 ) 0 0 0 7 9
22.2% 0.0% 0.0% 0.0% 77.8% 20.5%

Philadelphia 0 0 0 0 1 1
0.0% 0.0% 0.0% 0.0% 100.0% 2.3%

Southcentral 2 0 0 2 3 7
28.6% 0.0% 0.0% 28.6% - 42,9% 15.9%

Southeast 0 0 0 1 1 2
0.0% 0.0% 0.0% 50.0% 50.042 . &4.5%

Southwest ) 1 0 0 0 4 5
20.0% 0.0% . 0.0% 0.0% 80.0% 11.4%

Column Total 10 1 2 4 27 44

22.7% 2,3% 4,57 9.1% 61.47%
,_ﬁw :bwj VQMW rWMWl Mﬁw' ! | ’ ,[ . l ll. | e F
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TABLE SIXTY~-EIGHT: RECRUITMENT TECHNIQUES: CIRCULARS OR
ANNOUNCEMENTS TO COLLEGE AND UNIVERSITY STUDENDTS

Occasion~ Row
Region N.R. Always Usually ally Never Total
Allegheny ' 0 0 1 0 0] i
0.0% 0.0% 100.0% 0.0% 0.0% 2.3%

Central 4 1 0 0 6 11
36.4% 9.1% 0.0% 0.0% 54.5% 25.0%

Northeast : 1 1 . 1 2 3 8
12.5% 12.5% 12.5% 25.07% 37.5% 18.2%

Northwestern 2 1 1 1 4 9
22.27, 11.1% 11.1% 11.1% 44,47, 20.5%

Philadelphia 0 0 0 0 1 1
0.0% 0.0% 0.0% 0,0% 100.0% 2.3%

Southcentral 2 0 1 2 . 2 7
28.6% 0.0% 14.3% 28.6% 28.6% 15.9%

Southeast 0 0 _ 0 1 1 - 2
0.0% 0.0% 0.0% 50.0% 50.0% °~ 4.5%

Southwest 1 0 1 0 3 5
20.0% 0.0% ©20.0% 0.0%2 . 60.0% 11.4%

Column Total 10 3 5 6 20 44

22.7% 6.8% 11.47% 13.6% 45.5%
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TABLE SIXTY NINE:
RECRUITMENT TECHNIQUES: USE OF BILLBOARDS AND POSTERS

REGION . ' N.R. Usually Occassionally Never RCW
TOTAL
Allegheny v 0 0 0 1 1
0.0% 0.0% . 0.0% 100.0% 2.3%
Central 4 0 0 7 11
36.4% 0.0% 0.0% 63.6% 25.0%
Northeast 1 0 0 7 8
12.5% 0.0% 0.0% 87.5% 18.27%
— Northwest . 2 1 0 € 9
gg 22.2% 11.1% 0.0% 66.7% 20.5%
Philadelphia 0 0 0 1 1
0.8% 0.0% 0.0% 100.0% 2.3%
Southcentral 2 0 0 5 7‘
28.6% ; 0.0% 0.0% 71.4% 15.9%
Southeast - 0 0 ‘ 0 2 2
0.0% 0.0% 0.0% 100.0% 4.57
Southwest 1 0 0 4 -5
20.0% 0.0% 0.0% 80.0% 11.4%
COLUMN . 10 1 0 33 44
TOTAL 22.7% 2.3% 0.0% 75.0%

TABLE SEVENTY: RECRUITMENT TECHNIQUES:
PUBLIC SERVICE ANNOUNCEMENTS ON RADIO AND TELEVISION

REGION {.R. Usually Never ROW TOTAL
Allegheny 0 0 1 1
0.0% 0.07% 100.0% 2,3%
Central Region 4 1 6 11
36.4% 9.17% 54.5% 25.0%
Northeast Region 1 0 7 8
12.5% 0.0% 87.5% 18.2%
Northwest Region 2 0 7 9
22.27% 0.0% 77.8% 20.57
Philadelphia 0 0 1 1
0.0% 0.0% 100.0% 2.3%
= Southcentral 2 0 5 7
8 Region 28.6% 0.0% 71.4% 15.9%
Southeast Region 0 0 : 2 2
0.0% 0.0% 100.07% 4,57
Southwest Region 1 -0 4 5
: 20.0 0.0% 80.0% 11.4%

COLUMN TOTAL 10 1 33 44
22,7% 2.3% 75.0% .
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REGION

Allegheny

Central

Northeast

Northwest

Philadelphia

Southcentral

Southeast

Southwest

COLUMN
TOTAL

REGION

Allegheny

Central

Northeast

Il'arthwast

Philadephia

Southcentral

Southeast

Southwest

COLUMN
TOTAL

TABLE

SEVENTY-ONE:

RECRUITMENT TECHNIQUES: AID OF CIVIL SERVICE AGENCY

N.R. Usually Occassionally Never ROW
' TOTAL
0 0 0 1 1
0.0% 0.0% 0.0% 100.0% "2.3%
4 0 2 5 11
36.4% 0.0% 18.2% 45.5% 25.0%
1 1 1 5 8
12.5% 12.5% 12.5%Z 62.5% 18.2%
2 0 0 7 9
22.2% 0.0% 0.0% 77.8% 20.5%
c 0 0 1 1
0.0% 0.0% 0.0% 100.0% 2.3%
2 2 0 3 7
28.6% 28.67% 0.0% 42 .9% 15.9%
0 0 1 1 2
0.0% 0.0% 50.0% 50.07% 4.5%
1 0 0 4 5°
20.07% 0.0% 0.0% 80.0% 11.4%
10 3 4 27 44
22.7% 6.8% 9.1% 61.4%
" b P P P |

TABLE SEVENTY-TWO:

-~

b
’:

'
-, .
- oy B - -

JOB TURNOVER FACTORS AS REPORTED BY AGENCIES

KEY: 1. Low salary
2. Working conditions
3. Lack of advancement opportunities
4. Return to college

6. Lack of opportunity for professional advancement

7. Question Not relevant - noe furnover
8. Low salary and lack of advancement

N.R. 1 2 3 4 6 7 8 9  ROW
TOTAL
0 0 e 0 0 0 0 0 0 1
0.0% 0.0%2 0.0% 0.0% 0.0% 0.0% 0.0%100.0% 0.0%  2.3%
5 2 0 0 0 0 2 1 1 11
45.5% 18.2% 0.0% 0.0%Z 0.0% 0.0% 18.2% 9.1% 9.1%  25.0%
4 1 0 0 1 0 0 2 0 8
50.0 12.5 0.0 0.0 12.5% 0.0% 0.0% 25.0% 0.0% 18.2%
4 1 0 1 0 0 2 1 0 9
44.4% 11.1% 0.0% 11.1%Z 0.0Z 0.0% 22.2% 1i.1%Z 0.0% 20.5%
0 0 1 0 0 0 0 0 0 1
0.0%° 0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 0.02 0.0%  2.3%
2 1 0 0 0 1 2 0 1 7
28.6  14.37 0.0Z 0.0% 0.0% 14.3% 28.6% 0.0% 14.3% 15.9%
0 0 0 0 0 0 1 1 0 2
0.0 0.0%2 0.0%Z 0.07 0.0Z 0.0% 50:0%50.0% 0.0%  4.5%
2 1 1 0 0 0 0 1 0 5
40.0  20.0% 20.0% 0.0% 0.0% 0.0Z 0.0%720.0% 0.0% 11.4%
17 6 2 1 i 1 7 7 2 44
38.6  13.6  4.5% 2.3% 2.3% 2.3% 15.9%15.9%2 4.5%

opportunity
9. Retirement




TABLE SEVENTY-THREE:
NEXT EMPLOYMENT OF PERSONS WHO LEFT AGENCY

REGION N.R. 1 2 3 4 7 8 ROW
TOTAL
Alleghenny 0 1 0 0 0 0 -0 1
0.0%Z 100.0% 0.0% 0.0% 0.0%2 0.0% 0.0% 2.3%
Central 6 1 1 0 3 0 0 11
54.5% 9.1Z  9.1% 0.0% 27.3% 0.0% 0.0%2 25.0%
Northeast 4 1 0 1 0 1 1 8
50.0% 12.5Z 0.0% 12.5%2 0.0% 12.5% 12.5%7 18.2%
s Northwest - 5 1 0] 0 0 0 3 » 9
f— 55.6%2 11.1%  0.0% 0.0% 0.042 0.0%Z 33.3% 20.5%
nNJ
' Philadelphia 0 0 1 0 0 0 0 1
0.0% 0.0%Z 100.0% 0.0% 0.0% 0.07 0.0% 2.3%
Southcentral 5 1 0 0] 0 1 7
71.47  14.3%  0.0% 0.0% 0.02 0.07 14.3% 15.9%
— Souhieast 1 1 0 0 0] 0 2
50.02 50.0% 0.0% 0.0% 0.0%2 0.0% 0.0% 4.5%
Southwest 1 2 0 1 0 0 1 5
20.0%2 40.0% o0.0% 20.0%2 0.9%Z 0.0% 20.0% 11.42
COLUMN ' 22 8 2 2 3.1 6 44
TOTAIL 30.0%  18.2%  4.5% 4.52  6.8%2 2.3% 13.6%
KEY: 1. OCther Prob. Agencies 7. Don't know

2. Other admin. of Justice work 8. Other.
3. Non-criminal Justice work

4. Retirement

TABLE SEVENTY-FOUR: ) i
PERSONNEL ANTICIPATION OF ADVANCEMENT f
¢ j

Scmetimes ROW . : ;
REGION - N.R. Yes  No TOTAL |
0 1 f
0 0 1 . .
Allegheny 0.0% 0.0% 100.0% 0.0% . 2.3%
2 11
1 3 5 . e .
Central 9.1%  27.3% 45.5% 18.2% 25.0%
1 8
Northeast 1 2, 4, 12.5% 18.27%
' 12.5% 25.0% 50.0% e/
Northwest 1 3, 30 22.2% 20.5%
11.1% 33.3% 33.3% <ok
f—
1
b . . 0 1 0 0 .
O Philadelphia 0.0% 100.0%  0.0% 0.0% 2.3%
2 7
1 2 2 ) .
Southcentral 14.3% 28.6% 28.6% 28.6% 15.9%
0 2
0 2 0 . " 4,59
Souheast 0.0% 100.0% 0.0% 0.07 4.5%
3 5
0 1 1 . o
Southwest 0.0% 20.0%7 20.0Y% 60.0Y 11.4%
COLUMN 4 4 16 1 “

TOTAL 9.1% 31.8% 36.4% A 22.7%



TABLE SEVENTY-FIVE:

AGENCY RECRUITMENT PROBLEMS

TABLE SEVENTY-SIX:

REPORTED SPECIAL DEPARTMENT PROBLEMS

REGION N.R. No Salary 1&2 No Recruit- No ROW
Applicants too low ment Policy Prob. TOTAL
(0 n (2) (6) (7 9
Allegheny 0 0 _ 0 1 0 0
0.0% 0.0% 0.0% 100.0% 0.0% 0.07% 1
Central 3 1 4 0 0 3 11
27.3% 9.17% 36.4% 0.0% 0.07 27.3%2 2520%
Northeast 1 5 1 0 1 0 8
12.5% 62,5% 12.5% 0.0% 12.5% 0.0%7 18.2%
f: Northwest 2 1 2 0 0 4 9
N 22,2% 11.1% 22.,2% 0.07 0.0% 44.47 20.0%
Philadelphia 0 0 0 0 0 1 1
0.0% 0.0% 0.0% 0.0% 0.0% 100.0%Z 2.3%
Southcentral 1 2 0 1 1 2- 7
14.3% %8.6% 0.0% 14.3% 14.3% 28.6% 15.9%
Southeast 0 2 0 . Q- 0 0 2
0.0Z 100.0% 0.0% 0.07% 0.0% 0.0%2 4.5%
Southwest Q 1 2 1 0 1 5
0.0% 20.0% 40.0% 20.07% 0.07 20.07 11.4%
COLUMN 7 12 9 3 2 11 .44
TOTAL 15.9% 27.3% 20.5% 6.8% 4.5% 25.0%

REGION NR 12 3 4 5 6 77 79
Allegheny 0 0 0 0 0 1 0 0 0
- 0.0% 0.02 0.0z 0.0Z 0.0 100.0%Z 90.0% 0.0% 0.0%
% Central 0 3 1 1 1 0 -0 0 3
jad 0.07 27.3%2 9.1% 9.1% 9.1Z 0.0% 0.0%Z 0.0 27.3%
.t § wWortheast ° 3 T 0. 1 1. 0 20 ;0 0. -1
—_— ~ 37.5% - 0.0% 12.5% 12.5% 0.0% ©.0%7 0.0% 0.0% 12.5%
<
2 Northwest 1 1 1 0 1 0 0 0 1
s ot 11.1% 11.1% 11.1% 0.0%4 11.1% 0.0%2 0.0%7 0.0%Z 11.17
o
— 5
i = Philadelphia O 0 0 0 0 0 0 1 0
@ 0.07% 0.0%2 0.0%2 0.0% 0.0%2 0.04 0.0% 100.0% 0.0%
; Sodihcené%al 0 1= 1 0 0 0 1 0 1
i . - 0:07% 14.3%7 14.3% 0.0% 0.0% 0.0%Z 14.3% 0.0% 14.3%
S .
= Southeast 0 07 0 0 0 0 0 0 1
* b “ 0.07% 0.0%Z+ 0.0%7 0.0% 0.0% 0.0%Z 0.0% 0.0%* 50.0"
Southwest 0 0 2 2 1 0 0 0 0
0.0% 0.0% 40.0% 20.0% 0.0% 0.0Z 0.0% 0.0 0.0%
COLUMN 4 5 6 - 4 3 1 1 1 7 2 10 44
TOTAL 9.1% 11.4% 13.6% 9.1% 6.8% 2.3% 2.3%Z 2.3%Z 15.9% 4.5% 22.7%
0 N.R.
KEY: 1.Extreme1y rural 7. High unemployment and large minority groups
2.Lack of Commumity support agencies 9. No problems
3.High unemployment area 10. Lack of community support agencies and
4.Political interference A political interference
5.Large Minority group_ population 12, Other

6.Insufficient liaison between agency and court
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TABLE SEVENTY-SEVEN:

NUMBER OF PROBATION AGENCIES

REPORTING DEPARTURES BY FREQUENCIES AND PERCENTAGES

Number of Ageﬁcies Reporting Departures

of Probation Officers

Number of Personnel Voluntary Discharged
1 ‘13 2
34,27 5.7%
2 2 0
5,3% 0.0%
3 1 1
2.6% 2,9%
4 1 1
2.6% 2,9%
5 0 0
0.0% 0.0%
6 0 0
0.0% 0.0%
7 0 0
0.0% 0,0%
8 or more 1 1
2,6% . 2.9%
None 20 30
52.67% 85.7%
Subtotal 38 35
99,9%% 100,1%*
No Response 6 9
Total Cases 44 44

*This is a reflection of rounding error
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TABLE SEVENTY-EIGHT: PROMOTIONS IN PROBATION AGENCIES
BY FREQUENCIES AND PERCENTAGES

Number of Personnel Number of Agencies Having Promotions

To Prob. Off To Sr. Off, To Supervisor

1l 3 . 1 3
‘ 9.7% 3,2% 9.7%
2 0 1 2
0.07% 3.2% 6.5%
3 0 1l 1
0.0% 3.2% 3.2%
4 0 .0 . 0
0.0% 0.0% 0.07%
5 0 0 0
0.0% 0.0% 0.0%
6 0 0 0
0.0% 0.0% 0.0%
7 0 0 0
0.0% 0.0% 0.0%
8 or more 0 0 0
0.0% 0.0% 0.0%
None 28 28 25
90, 3% 90, 3% 80,6%
SubTotal 31 31 31
100,0% 99,97 % 100, 0%
No Response i3 13 13

Total Cases 44 44 44

*This is a reflection of rounding error.

117
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TABLE SEVENTY-NINE:

PROBATION AGENCY -~ POSITIONS BUDGETED AND FILLED BY FREQUENCIES AND

PERCENTAGES
Number of Agencies Having
No. of Chief Asst. Chief Case Super- Sr. Prob Probation Trainee Other
Fersonnel visor Officer Officer
1 .35 5 2 4 6 4 3
81.4% 11.4% 4.5% 9.1% 13.67% ‘ 9.1% Q.BZ
2 1 1 8" ‘1 ; g
2.3% 2.3% 18.2% 2,32 ¢ ;
3 1 54
2.3% 11.4%
i
4 1 2}
2,3% 4.5%
{
5 1! 1
2132 2,3%
6 2}
4.5%
7 2
4 L ] 5%
8
2.3%
9-20 2 li
4.6% ZﬂBZ
21-25 1!
2,3%
None 6 38 40 39 15 38 41
14.0% 86.4% 90.9% 88.6% 34,1% 86.4% 93.2%
Subtotal 43 44 - 44 44 44 44 44
100.0% 100,.17%* 100,07 100.0% 100.0% 100.12*% 100.0%
No Response 1 0 0 0 0 0o ! 0
Total Cases 44 44 44 44 44 &4 4

|

*This is a reflection of rounding error.
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TABLE EIGHTY-ONE:

PROBATION AGENCIES REPORTING NOS.

OF FEMALES EMPLOYED, NOS. OF PART-TIME EMPLOYEES
NOS. OF NON-WHITES BY FREQUENCIES AND PERCENTAGES

No. of Personnel

1

8 or
more

None

Subtotal

No Respounse

Total Cases

No. Of Agencies Reporting Having On Staff

Female Employees

14
32.6%

7
16.3%

1 .
2.3%

2.3%

1
2.3%

19
44.27

- 43
100.0%

1

44

i
P

Non-Whites

Part-time Part-time
Females "Males
6 9
14.3% 21.4%
1
2.47,
1
2.4%
35 32
83.3% v 76.2%
42 42
100.0% 100.0%
2 2
44 44

* This is a reflection of rounding error.

|

o

I
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TABLE EIGHTY-TWO:

New Personnel

No. of Agencies Hiring:

New Male Per-

New Personnel sonnel with

5
16.1%

3.27%

25
80.6%

31
99.9%%*

13

44

NOS. OF DEPARTMENTS REPORTING HIRING OF NEW ,
PERSONNEL IN 1968 AND NO. OF DEPARTMENTS HIRING EXPERLENCED ;
NEW PERSONNEL BY FREQUENCIES AND PERCENTAGIES

New Female
Personnel With

No. of Personnel Male-1968
1 12
30.0%
2 5
12.5%
3 2
5.0%
4 1
2.5%
5
6
7
8 or more 2
5.0%
None 18
45.0%
Subtotal 40
100.0%
No Response 4
Total 44

Female-1968 Experience Experience
7 5 3
17.5% 12.5% 7.5%
1 1
2.5% 2.5%
1 1
2.5% 2.5%
31 33 37
77 .5% 82.5% 92.5%
40 40- 40
100.0% 100.0% 100.0%
4 4 4
44 44



EST

REGION

Allegheny

Central

Northeast

Northwest

Philadelphia

Southcentral

Southeast

Southwest

COLUMN
TOTAL

TABLE EIGHTY-THREE:

EDUCATIONAL REQUIREMENTS FOR-CORRECTIONAL OFFICERS

N.R. High 2 yrs. College Other No ROW
School College Degree Require- TOTAL
Diploma ments
0 2 0 0 0 0 2
0.07% 100.0% 0.07% 0.07% 0.0% 0.07% 5.6%
2 2 0 0 1 1 6
33.3% 33.3% 0.0% 0.0% 16.7% 16.7% 16.7%
1 2 0 0 0 3 6
16.7% 33.3% 0.0% 0.07% 0.07% 50.0% 16.7%
1 1 0 0 0 2 4
25.0% 25.0% 0.0% 0.0% 0.0% 50.0% 11.17%
0 1 0 0 0 1 2
0.0% 50.0% 0.0% 0.0% 0.0% 50.0% 5.6%
0 4 0 0 0 3 7
0.0% 57.1% 0.0% 0.0% 0.0% 42.9% 19.4%
0 3 0 4] 0 0 3
0.0% 100.0% 0.0% 0.0% 0.0% 0.0% 8.3%
0 2 0 0 0 4 6
0.0% 33.3% 0.0% 0.0% 0.0% 66.7% 16.7%
4 17 0 0 1 14 36
11.1% 47.2% 0.0% 0.0% 2.8% 38.9%
A R

TABLE EIGHTY-FOUR:

PSYCHOLOGICAL EXAMINATION

—
-

ENTRANCE REQUIREMENT:

REGION N.R. YES NO ROW TOTAL
Allegheny 0 .0 2 2
0.0% 0.0% 100,02 5.6%
Central 2 1 3 6
33.3% 16.7% 50.0% 16.7%
Northeast 1 2 3 6
16.77% 33.3% 50.0Z 16.7%2
Northwest 1 -0 3 4
25.0% 0.0% 75.0Z 11.1%
Philadelphia 0 1 1 2
0.0% 50.0% 50.0% 5.6%
Southcentral 1 0 6 7
14.2% 0.02 85.7% 19.4%
Southeast 0 1 2 ‘3
i 0.0% 33.3% 66.7% 8.3%
Southwest 0 0 6 6
0.0Z2 0.0% 100.0% 16.7%
COLUMN TOTAL 5 5 26 6
13.9% 13.92 72.2%

»'.i



TABLE EIGHTY-FIVE: .
FORMAL INSERVICE TRAINING OF CORRECTIONAL OFFICERS FOR ORIENTATION

REGION . N.R. 40hrs 80- 160~ 280~ More Hours Not ROW
or 120hrs. 240hrs. 360hrs. than not Used TOTAL
less 320hrs. speci-
fied
Allegheny 0 0 : 0 0 0 0 2 0 2
0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 100.07 0.0% 5.6%
Central 2 2 0 0 0 0 1 1 6
33.3% 33.3% 0.0% 0.0% 0.0% 0.0%2 16.7% 16.7% 16.7%
Northeast 1 1 0 1] 0 0 0 4 6
16.7% 16.7% 0.0% 0.0% 0.0% 0.0% 0.0% 66.7% 16.7%
f— Northwest : 2 0 0 4] Q o 0 2 40
ne 50.0% 0.0% 0.0% 0.0% 0.0% 0.02 0.0% 50.0% 11.1%
3‘ -
Philadelphia 0 1 1 0 0 0 0 0 2
0.0% 50.0% 50.0% 0.0% 0.0% - 0,02 0.0% 0.0% 5.6%
Southcentf;l 1 0 0 10 0 1 - 4 7
14.3% 0.0% 0.0%2 14.37Z 0.0% 0.07 14.3% 57.1% 19.47%
Southeast 0 1 0 0 : 0 0 0 2 3
0.0% 33.3% 0.0% 0.0% 0.0% 0.0%2 0.0% 66.7% ‘ 8.3%
Southwest 0 1 0 0 0 0. 1 4 6
0.0% 16.7% 0.0% 0.0% 0.0% 0.0Z 16.7% 66.7% 16.7%
COLUMN 6 6 11 0 0 5 17 36
TOTAL 16.7% 16.7% 2.8% 2.8% 0.0% 0.0% 13.9% 47.2Z% .-

»
E

TABLE EIGHTY-SIX;
TALKS BY WARDEN AND SUPERVISORY STAFF FOR ORIENTATION OR CORRECTIONAL OFFICERS

N.R. 40hrs 80- 160~ 280~ More Hours Not ROW
or 120hrs 240hrs 320hrs. than not Used TOTAL
KEGION less 320hrs. Speci-
—_— fied
Allegheny 0 0 0 0 0 0 2 0 2
0.0% 0.0% 0.0% 0.0% 0.0% 0.07 100.0% 0.0% 5.6%
Central 2 1 0 0 0 0 1 2 6
33.3% 16.7% 0.0% 0.0% 0.0%Z 0.0% 16.7%2 33.3%2 16.7%
Northeast 1 1 0 0 0 0 1 3 -6
- 16.7% 16.7% 0.0% 0.0% 0.0% 0.0% 16.7%2 50.0% 16.7%
[ .. Northwest 2 a o 1¢ i 0 1 0 4
N 50.0% 0.0% 0.0% 0.0z 25.0% 0.0% 25.0% 0.072 11.1%
i-;"
Philadelphia 0 1 0 a3 0 0 1 0 2
0.0% 50.0% 0.0% G.0Z 0.0% 0.0% 50.0% 0.0% 5.6%
Southcentral 1 0 0 0 0 0 4 2 7
14.3% 0.0%7 . 0.0% 0.0% 0.0% 0.02 57.1% 28.6% 19.4%
Scutheast 0 1 s 0 0 0 0 1 1 3
0.0% 33.3% 0.0% 0.0% 0.0% 0.0% 33.3%2 33.3% 8.3%
Southwest 0 2 0 0 G 0 - 4 0 6
0.0% 33.3% 0.0% 0.0% 0.0% 0.0z 66.7% 0.02 16.7%
COLUMN 6 6 0 0 1 0 i5 8 36
TOTAL 16.7% 16.7% 0.0% 0.0% 2.8% 0.0% 41.7%  22.2%




TABLE EIGHTY-SEVEN
USE OF STATE BUREAU OF CORRECTIONAL TRAINING FOR ORIENTATION

N.R. 40hrs 80hrs 160- 280 More Hours Not ROW
REGION or 120hrs 240hrs. 320hrs. than not specr Used TOTAL
—_ less 320hrs. fied

. Allegheny 0 0 0 0 0 0 2 0 2
; 0.0% 0.0% 0.0% 0.0% 0.0Z . 0.0Z 100.0% 0.0% 5.6%
: Central 2 0 2 0 0 0 0 2 6
g 33.3% 0.0% 33.3% 0.0% 0.0% 0.07 0.02 33.3%Z  16.7%
: Northeast 1 0 1 0 0 0 1 3 6
16.7% 0.02 16.7% 0.0% 0.0% 0.0%7 16.7% 50.0Z 16.7%

Northwest 2 0 0 0 0 0 0 2 4

_ 50.0% 0.0% . 0.0% 0.0% 0.0% 0.0% 0.02 50.0%z 11.17%

N Philadelphia 0 1 ] 0 0o 0 0 0 1 2
N 0.0% 50.0% . 0.0% 0.0% 0.0% 0.0% 0.0% 50.0% 5.6%

‘ Southcentral 1 0 1 1 -0 b 1 . 3 7
| 14.3% 0.0% 14.37% 14.37 0.0% 0.02 14.3% 42.97 19.47%
Southeast 0 - 0 1 . 0 0 0 1 1 3
0.0% 0.0% 33.3% 0.0% 0.0% 0.0%2 33.3%2 33.3% 8.3%

Southwest 0 0 2 0 0 0 0 4 6
0.0% 0.0% 33.3% 0.0% 0.0% 0.0% 0.0% 66.7%2 16.7Z

COLUMN ' 6 B | 7 1 0 0 "5 16 36

TOTAL 16.7% 2.8% 19.4% 2.8% 0.0% 0.0Z2 13.9% 44.4%Z

3 - ] 8 o W e ;. .
, : 3 i g : f [ ; : , i ’ ; ’ : ~ | _ — .

TABLE EIGHTY-EIGHT:
USE OF MANUALS AND TRAINING LITERATURE FOR ORIENTATION -

REGION N.R. 40hrs. 80-120 160-240 280- More Hours Not =ROW
ot Hours Hours 320hrs. than not Used TOTAL
less 320hrs. speci-
fied

Allegheny 0 0 0 0 0 0 20 2
0.0% 0.0% 0.0% 0.0% 0.0%  0.0%  100.0% 0.0% 5.6%

Central 2 0 0 0 _ 0 0 2 2 6
33.3% 0.0% 0.0% 0.0% 0.0% 0.0% 33.3% 33.3% 16.7%

Northeast 1 0 0 0o 0 0 2 3 6

16.7% 0.0% "0.0% n.0% 0.0% 0.0% 33.3% 50.0% 16.7%

j Northwest 2 0 0 0 0 0 1 1 4
i = 50.0% 0.0% 0.0% 0.0% 0.0% 0.0% 25.0% 25.0% 11.1%

: e

: . Philadelphia 0 1 0 0 0 0 1 0 2
; 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 50.0% 0.0% 5.6%
Z Southcentral 0 0 0 0 0 0 1 5 7
g 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 14.3% 71.4% 19.4%
1 Southeast 0 0 0 0 0 ) 2 1 3
% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 66.7% 33.3% 8.3%
7 Southwest 0 1 0 0 0 0 2 3 6
0.0  16.7% 0.0% 0.0% 0.0% 0.0% 33.3% 50.0% 16.7%

COLUMN 6 2 0 0 0 0 13 15 36

16.7% 5.6% 0.0% 0.0% 0.07 0.07% 36.1% 41.7%




TABLE EIGHTY-NINE:
USE OF ON-THE-JOB TRAINING FOR ORIENTATION

REGION N.R. 40hrs. 80- 160 280 More Hours  Not ROW
or 120hrs 240hrs. 320hrs. than not Used TOTAL
less o 320hrs. Speci- -
fied
Allegheny 0 0 0 0 0 0 2 0 2
0.0% 0.0% 0.0% 0.0% 0.0% - 0.0% 100.0% 0.0%2 5.6%
Central 2 1 1 0o 0 0 1 1 6
33.3% 16.7% 16.7% 0.0% 0.0% 0.0% 16,72 16.7%Z 16.7%
Northeast Y 0o - 1 0 0 0 4 0 6
16.7% 0.0% 16.7% 0.0% 0.0% 0.0% 66.7% 0.0% 16.7%
Northwest 2 0 e 0 1 0 1 0 4
- 50.0% 0.0% 0.0% 0.0% 25.0% 0.0% 25.0% 0.0% 11.1%
2
o Philadelphia 0 1 0 0 0 0 1 0 2
0.0% 50.0% 0.0% 0.0% 0.0% 0.0% 50.0% 0.0% 5.6%
Southcentral 1 0 0 1 0 1 2 . 2 7
14.39, 0.0% 0.0%2 14.3% 0.0% 14.3% 28.6% 28.6% 19.4%
Souheast 0 1 1 0o . 0 0 1 0 3
0.0% 33.3% 33.3% 0.0% 0.0% 0.0% 33.3% 0.0%2 8.3%
Southwest , 0 0 1 . 0 1 0 3 1 6
0.0% 0.0% 16.7% 0.0% 16.7% 0.0% 50.0%2 16.7%2 16.7%
COLUMN 6. . 3 4 1 2 1 15 4 36
TOTAL 16.7% 8.3% 11.1% 2.8% 5.6% 2.8% 41.7%2 11.1%
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TABLE NINETY:
PERSONNEL COVERAGE STATUS

, Civil Not Row :
Region N.R. Service Merit Covered Other Total :
Allegheny 0 1 1 0 0 2
0.0% 50.0%  50.0% 0.0% 0.0% 5.6% ;
Central 2 2 0 2 0 6 :
33.3% 33.3% 0.0% 33.3% 0.0%  16.7% j
Northeast 1 1 0 4 0 6
16.7% 16.7% 0.0% 66.7% 0.0%  16.7% ;
Northwest 1 0 0 3 0 4 g
25.0% 0.0% 0.0  75.0% 0.0%  11.1% |
= Philadelphia 0 2 0 0 0 2 :
23 ©0.0%  100.0%  0.0% 0.0% 0.0%2  5.6% ;
Southcentral , 0 1 0 5 Tl 7 :
0.0% 14.3% 0.0% 71.4% 14.3%  19.4% |
Southeast 0 1 1 1 0 . 3 |
0.0% 33.3%  33.3% 33.3% 0.0% 8.3% |
Southwest 0 1 1 4 0 6
0.0% 16.7%  16.7% 66.7% 0.0%  16.7%
Column Total b4 9 3 19 1 36

11.1% 25.0% 8.3% . 52.8% 2.8%
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TABLE NINETY-ONE: PROBATION PERIOD OF ENTERING CORRECTIONAL

OFFICERS
REGION N.R. 12 months' 6-12 Less than No Prob. Row
or longer months 6 months Period Total
Allegheny 0 2 0 0 0 2
0.0% 100.0% 0.0% 0.0% 0.0% 5.6
Central 2 2 1 0 1 6
33.3% 33.3%2 16.7Z 0.0% 16.7% 16.7%
Northeast 2 1 0 1 2 6
33.3% 16.7%- 0.0% 16.7% 33.32 16.7%2
Northwest 2 0 2 0 0 4
50.0% 0.0% 50.0% 0.0% 0.0% 11.1%
Philadelphia o 0 2 0 0 2
0.0% 0.0% 100.0% 0.0% 0.0% 5.6%
Southcentral 0 0 3 3 1 .7
0.0% 0.0% 42,92 42.9% 14.3% 19.4%
Southeast 0 0 1 2 0 3
0.0% 0.0% 33.3% 66,7% 0.0% 8.3%
Southwest 0 0 2 2 2 6
0.0% 0.0% 33.3% 33.3% 33.3Z 16.7%
COLUMN TOTAL 6 5 11 8 6 36
16.7% 13.9%2 30.6% 22.22 16.7%

TABLE NINETY-TWO:

CORRECTIONAL OFFICERS

MINIMUM AGE REQUIREMENT FOR ENTERING

REGION N.R. 1 2 3 4 Row_Total
Allegheny 0 0 0 2 0 2
0.0% 0.0% 0.0% 100.07% 0.0% 5.6%
Central 3 0 1 1 1 6
5G.0% 0.0% 16.7% 16, 7% 16.7% 16,77
Northeast 2 3 0 1 0 6
33.3% 50.0% 0.0% 16.7% 0.0% 16.7%
Northwest 2 0 0 2 4] 4
50.07% 0.0% 0.0% 50.0% 0.0% 11.1%
Philadelphia 0 0 1 1 0 2
0.07% 0.0% 50.0% 50.0% 0.02 5.6%
Southcentral 0 3 2 2 0 7
0.0% 42.9% 28.6% 28.6% 0.0% 19.42
Southeast 0 0 1 2 0 3
0.0% 0.0% 33.3% 66.77 0.07% 8.32
Southwest 0 2 4 0 0 6
0.0% 33.37% 66.7% 0.07 0.0% 16.72
COLUMN TOTAL 7 8 9 11 1 36
19.4% 22.2% 25.0% 30.6% 2.8%

KEY: 1=No age limits

2=Yes, limits for men and women
3=Yes, limits for men; none for women
4=No, 1imits for men; yes, limits for women
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TABLE NINETY-THREE:

FACTORS AS A BAR TO EMPLOYMENT OF CORRECTIONAL OFFICERS

REGION N.R. ABCD ‘None ABC(No) A(No) AB(No) ABD(No) AC(No) Other ROW
Yes D(Yes) BCD(Yes) CD(not C(Yes) BD(Yes) "TOTAL.
: - - _gure
Allegheny ' 0 0 0 1 0 0 0 i 0 2 -
0.0% 0.0% 0.07 50.0% 0.0% 0.0% 0.0%2 7 50.0%° 0.0%4 5.6%
Central 3 © 2 0 . 0 0 0 0 1 -0 6
50.0% .33.3% 0.0% 0.0%" 0.0% 0.0% Q.0% 16.7%2 - 0.0% 16.7%
Northeast 1 2 0 1 0 0 0 1 - 1 6
16.7%2  33.3% 0.0% 16.7% 0.0% 0.0% 0.0% -16.7% .16.77% 16.7%
"Northwest 2 1 0 0 0 0 0 1 0 4
, 50.0%2 25.0% 0.0% 0.0% 0.0% 0.0% 0.0% 25.0% 0.0% 11.1%
= .
<) Philadelphia 0 0 0 0 0 0 0 0 2 2
i 0.0% 0.0% 0.0% 0.0% 0.07 0.0% 0.0% 0.0% 100.0% 5.6%
Southcentral 1 4 1 0 0 0 0 0 1 7
14.3% 57.1%2 14.3% 0.0% 0.0% 0.0% 0.0% 0.0Z 14.37 19.4%
Joutheast 0 0 0 " 1 0 0 0 1 1 3
- 0.0% 0.0%2 " 0.0% 33.3% 0.0% 0.0% 0.0% 33.3% 33.3% 8.3%
Southwest 0 1 3 1 0 1 0 0 0 6
o 0.0Z 16.7%Z 50.0% 16.7% 0.0% 16.77 0.0% 0.02 0.0% 16.7%
COLUMN 7 10 & - 4 0 1 0 5 5 36
i TOTAIl 19-4% 27.82 s 1101%; i 11.1% 0-0% 2.8% Qooz 1309% 1309%
KEY: A= Previcus Arrest Record, Juvenile C= Misdemeanor Conviciion
B= Previous Arrest Record, Adult D= Felony Conviction
: ' P :
‘ _ |
i R
TABLE NINETY-FOUR: CURRENT EMPLOYMENT OF FORMER
OFFENDERS °
REGION N.R. YES NO ROW TOTAL
Allegheny 0 0 2 2
0.0% 0.0% 100.0Z 5.672
Central 3 0 3 6
50.0% 0.0% 50.0%Z 16,72
ortheast 1 0 5 6
16.7% 0.0% 83,32 16.7%
Northwest 0 C 4 4
0.0% 0.0% . 100.0% 11.12
Philadelphia 0 1 1 2
0.0% 50,0% 50.0% 5.6%
(*:)‘ Southcentral 0 0 7 7
0 0.0% 0.0% 100.0%- 19,47
Southeast 0 0 3 3
0.0% 0.02 100.02 B8.3%
Southwest 0 0 6 6
0.02 0.0% 100.0%2 16.7Z2
] _ COLUMN TOTAL 4 1 31 36
11.12 2.8% 86.12
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Region

Allegheny

Central

Northeast

Northwest

Philadelphia

Southcentral

Southeast

Southwest

Column Total

REGION

Allegheny

Central

Northeast

Northwest

Philadelphia

Southeantral

Southeast

Southwest

Column Total

TABLE NINETY-FIVE: ~RECRUITMENT TECHNIQUES:
MAILINGS TO OTHER DEPARTMENTS

TABLE NINETY-SIX:

Occasion- Row
N.R. Always Usually ally Never Total
0 0 0 1 1 2
0.0% 0.0% 0.0% 50.0% 50.0%2 5.6%
3 0 e 0 3 6
50.0% 0.0% ¢.0% 0.0% 50.0%7 16.7%
2 0 0 0 & 6
33.3% 0.0% 0.0% 0.0% 66.7% 16.7%
'3 0 0 0 1 &
75.0% 0.0% 0.0% 0.0% 25.0% 11.1%
0 0 0 2 0 2 -
0.0% 0.0% 0.0% 100.0% 0.0%2 5.6%
0 0 0 1 6 7
0.0% 0.0% 0.0% 14.3% 85.7% 19.4%
0 0 0 1 2 - 3
0.0% 0.0% 0.0% 33.3% 66.7% 8.3%
0 1o 0 5 6 ' !
0.0% 16.7% 0.0% 0.07 83.3% 16.7% »
8 1 0 5 22° 36
22.2% 2.8% 0.0% 13.9%2 61.1%

RECRUITMENT TECHNIQUES:
HIGH SCHOOL CAREER DAY PARTICIPATION

OcEasion- Row
N.R. Always Usually ally Never Total
0 0 0 1 1 2 A
0.0% 0.0% 0.0% 50.0% 50.0% 5.6%
3 0 0 0 3 6
50.0% 0.0% 0.0% 0.0% 50.0% 16.7%
2 0 0 0 4 6
33.3% 0.0% 0.0% 0.0% 66.7% 16.7%
3 0 0 0 1 4
75.0% 0.0% 0.0% 0.07% 25.0% 11.1%
0 0 0 1 1 2
0.0% 0.0% 0.0% 50.0% 50.0% 5.6%
0 0 0 0 7 7
0.0% 0.0% 0.0% 0.0%2 100.0% 19.4%
0 .0 0 1 2 3
0.0% 0.0% 0.07% 33.3% 66.7% 8.3%
0 0 1 0 5 6
0.0% 0.0% 16.7% 0.0% 83.3%2 16.7%
8 0 1 3 24 36
22.2% 0.0% 2.8% 8.37% 66.7%



TABLE NINETY-SEVEN: " RECRUITMENT TECHNIQUES:
CONTACT MILITARY DISCHARGE CENTERS

Occasion- Row

Region N.R. Always Usually ally Never Total
Allegheny 0 0 0 1 1 2
0.0% 0.0% 0.0% 50.0% 50.0% 5.6%
Central 3 0 0 0 3 6
50.0% 0.0% 0.0% 0.0% 50.0% 16.7%
\r Northeast 2 0 0 0 4 6
33.3% 0.0% 0.0% 0.0% 66.7% 16.7%
Northwest 3 0 0 0 1 4
75.0% 0.0% 0.0% 0.0% 25.0%4 1l.1%
= Philadelphia 0 1 1 0 0 2
g 0.0% 50.0% 50.0% .  0.0% 0.0% 5.6%
Southcentral 0 0 0 1 6 7
0.0% 0.0% 0.0% 14.3% 85.7% 19.4%
Southeast 0 0 0 3 0 3
0.0% 0.0% 0.0% 100.0% 0.02 8.3%
Southwest -0 0 1 1 4 6
0.0% 0.0% 16.7% 16.7% 66.77 16.7%
Column Total 8 1 2 6 19 36

22.2% 2.8% 5.6% 16.7% 52.8%
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TABLE NINETY-EIGHT: = RECRUITMENT
3 : TECHNIQUES:
PLANNED PUBLIC RELATIONS PROGRAM :

Region N.R. Always Usually Oc:iiyion- Never Tf){:::l
Allegheny o 0 0 1 1 2
0.0% 0.0% 0.0% 50.0% 50.0%2 5.6%
Central 3 0 0 0 -3 6
50.0% 0.07% 0.0% 0.0% 50.07%2 16.7%
Northeast 2 0 0 0 4 6
33.3% 0.0% 0.0% 0.0% 66.77. 16.7%
Northwest 3 0 0 0 1 4
. 75.0% - 0.0% 0.0% 0.0% 25.0% 11.1%
(\*J) Philadelphia 0 1 0 1 0 2
0.0% 50.0% 0.0% 50.0% 0.0%2 5.6%
Southcentral 0 0 0 1 6 ‘ 7
0.0% 0.0% 0.0% 14.37 85.7% 19.4%
Southeast 0 0 1 ] 2 3
0.0% 0.07 33.3% 0.0% 66.77. 8.3%
Southwest 0 1 1 0 4 6
0.0% 16.7% 16.7% 0.0% 66.7% 16.7%
Column Total 8 2 2 3 21 36
22.2% 5.6% 5.6% 8.3% 58.3% ’
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Region

Allegheny
Central
Northeast
Northwest
Philadelphia
SOutﬁcentral
Southeast
Southwest

Column Total

Region

Allegheny
Central
Mortheast
Northwest
Philadelphia
Southcentral
Southeast
Southwest

Column Total

TABLE NINETY-NINE: "RECRUITMENT TECHNIQUES:
AID OF CIVIL SERVICE AGENCY

QOccasion- Row
N.R. Always Usually aliy Never Total
0 1 0 1 0 2
0.0% 50.0% 0.0% 50.0% 0.0%2 5.6%
3 1 0 0 2 6
50.0% 16.7% 0.0% 0.02 33.3% 16.7%
YA 1 0 (4] 3 6
33.3% 16.7% 0.0% 0.02 50.07 1l6.7%
3 0 0 0 1 4
75.0% 0.0% 0.0% 0.07 25.0% 11.1%
0 1 1 0 0 2
0.0% 50.0% 50.0% 0.0% 0.0%2 5.6%
0 0 0 1 6 7
0.0% 0.0% - 0.0% 14.37 85.7% 19.4%
0 1 0 1 1 3
0.0% 33.3% 0.0% 33.3% 33.3% 8.3%
0 0 0 1 5 6
0.0% 0.0% 0.0% 16.7% 83.3% 16.7%
8 5 1 4 18 36
22.2% 13.9% 2.8% 11.1% 50.0%
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TABLE ONE HUNDRED: RECRUITMENT

TECHNIQUES: NEWSPAPER ADVERTISEMENTS
Occasion- Row
Always Usually ally Never Total
0 0 1 1 2
0.0% 0.0% 50.0%2 50.0% 5.6%
1 0 -0 2 6
16.7% 0.0% 0.0% 33.3% 16.7%
0 0 1 3 6
0.0% 0.0% 16.7% 50.0% 16.7%
0 0 1 0 4
0.0% 0.0% 25.0% 0.0%2 11.1%
1 0 1 0 2
50.0% 0.0% 50.0% 0.02 5.6%
2 2 1 2 7
28.6% 28.67% 14.3%  28.6% 19.4%
1 1 1 0 3
33.3% 33.3% 33.3% 0.02 8.3%
1 o’ 1 4 6
16.7% 0.0% 16.742 66.7% 16.7%
6 3 7 12 36
16.7% 8.3% 19.47  33.3%
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TABLE ONE HUNDRED ONE: éECRUITMENT TECHNIQUES: PUBLIC
SERVICE ANNOUNCEMENTS ON RADIO AND TELEVISION ‘

Occasion- Row
Region N.R. Always Usually - ally " Never Total
Allegheny 0 0 0 1 1 2
. 0.0% 0.9% 0.0% 50.0% 50.0% 5.6%
Central 3 0o 0 0 3 6
50.0% 0.0% 0.0% 0.0% 50.07% 16.7%
Northeast 2 0 0 0 4 6
33.3% 0.0% 0.0% 0.0% 66.7% 16.7%
Northwest 3 0 0 0 1 A
E: 75.0% 0.0% 0.0% 0.0% 25.0% 11.1% -
O Philadelphia 0 0 0 1 1 2 |
: 0.0% 0.0% 0.0%  50.0% - 50.0% 5.6%
Southcentral 0 0 0 1 6 7
0.0% 0.0% 0.0% 14.,3% 85.7% 19.4%
Southeast 0 0 0 0 3 3
0.0% 0.0% ., 0.07% 0.0% 100.0% 8.3%
Southwest 0 2 0 Q 4 6
0.0% 33.3% ?030% 0.0% 66.7% 16.7%
Column Total . 8 2 0 3 23. 36
22.2% 5.6% 0.0% 8.3% 63.9%
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TABLE ONE HUNDRED TWO: RECRUITMENT TECHNIQUES: CIRCULARS OR
ANNOUNCEMENTS TO COLLEGE AND UNIVERSITY STUDENTS

Occasion- Row
Region N.K. Always Usually ally Never Total
Allegheny ‘ 0 0 0 0 2 2
0.0% 0.0% 0.0% 0.0% 100.0% 5.6%
Central 3 0 0 0 3 6
50.0% " 0.0% ) 0.0% 0.07% 50.04 16.7%
Northeast 2 0 0 0 4 6
33.3% 0.0% 0.0% 0.0% 66.7% 16.7%
Northwest 3 0 0 0 1 4
e 75.0% 0.0% 0.0% 0.0% 25.0% 11.1% .
B R
P Philadelphia 0 0 1 1 0 2
0.0% 0.0% 50.0% 50.04 . 0.0% 5.6%
Southcentral 0 0 1 0 6 7
. 0.0% 0.0% . 14.3% 0.0% 85.7% }9.4%
Southeast 0 0 1 1 1 3
0.0% 0.0% 33.3% 33.3% 33.3% 8.3%
Southwest : 0 0 0 1 5 6
0.0% 0.0% 0.0% 16.7% 83.3% 16.7%
Column Total _ 8 0 3 3 22 36

22.2% 0.0% 8.3% 8.3% 61.19,




TABLE ONE HUNDRED THREE:
REPORTED PROBLEMS IN MANPOWER RECRUITMENT OF CORRECTIONAL OFFICERS

REGION ) N.R. 1 2 3 4 5 6 7 8 ROW
TOTAL
Allegheny 0 2 0 0 Y 0 0 4] 0 2
0.0% 100.0%2 0.0%Z 0.0%Z 0.0% 0.0% 0.0%Z 0.0% 0.0% 5.6%
Central 4 -1 0 0 0 0 1 0 0 6
66.7% 16.7% 0.0% 0.0% 0.0% 0.0% 16.7%2 0.0% 0.0% 16.7%
Northeast 2 2 0 0 0 0 0 2 0 6
33.3% 33.32 0.02 0.0z 0.0% 0.0% 0.0% 33.3% 0.0% 16.7%
L . Northwest 1 0 2 0 0 0 0 o 1 4
25.0% 0.0% 50.0% 0.0% 0.0% 0.0%2 0.0% 0.0%2 25.0% 11.1%
b
Fay Philadelphia 0 1l 0 0 0 0 0 0 1 2
N 0.0% 50.0%Z 0.0% 0.0% 0.0% 0.0Z 0.0%2 0.0% 50.0% 5.6%
Southcentral 0 3 1 1 0 0 1 0 1 7
0.0% 42.9% 14.3% 14.3% 0.0%  0.0% 14.3%2 0.0Z 14.3% 19.47%
Southeast 0] 2 0 0 0 0 0 t] 1 3
0.0% 66.7%2 0.0% 0.0%z 0.0% 0.0%2 0.0%Z 0.0% .33.3% 8.3%
Southwest 1 3 0 0 0 0- 0 0 2 6
16.7% 50.0%2 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%z 33.3% 16.7%
COLUMN 8 14 3 1 0 0 2 2 6 36
TOTAL 22.2% 18.9% - 8.3% 2.87 0.0% 0.0%7 5.6% 5.6% 16.7%
KEY: 1. Few or no applicants 5. Cannot pass physical examination
2. Salary too low 6. Cannot pass written and physical
3. Cannot pass written test 7. No problems
4. Language problem 8. No applicants; salary too low
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1 _ TABLE ONE HUNDRED FOUR:

1 JOB TURNOVER FACTORS AS REPORTED BY CORRECTIONAL INSTITUTIONS
|
1

REGION N.R. 1 2 3 4 5 6 7 ROW
TOTAL
Allegheny 0 2 0 0 0 0] 0 0 2
0.0% 100.0%2 0.0%Z 0.0%Z 0.0z 0.0Z 0.0Z 0.0% 5.6%
Central 4 0 1 0 0 0 1 0 6
66.7% 0.0%2 16.7%42 0.0%2 0.0Z2 0.0%7 16.77Z 0.0% 1 16.7%
Northeast 3 2 0 0 0 0 0 1 6
50.0% 33.3% - 0.0Z 0.0z 0.0%z 0.0% 0.0% 16.7% 16.7%
Northwest 1 3 0 0 0 0 0 0 4
- . 25.0% 75.0%Z 0.0% 0.0%Z 0.0¢Z 0.0% 0.0% 0.0%  11.1%
S Philadelphia 0 2 0 o 0 0 0 0 2
I 0.0% 100.0%2 0.0% 0.0% 0.0%Z2 0.0%2 0.0%z 0.0%Z - 5.6%
Southcentral L 5 0 1 0 0 0 0 7
"14.37% 71.4% 0.0% 14.3% ~ 0.0%Z 0.0%2 0.0% 0.0% 19.47
Southeast 0 3 0 0 o 0 0 0 3
_ 0.0% 100.0% 0.0%4 0.0% 0.0%2 0.0%Z 0.07 0.0% 8.3%
Southwest 3 3 0 0 0 0 0 O‘ 6
50.0% 50.0% 0.0% 0.0%2 0.0Z 0.0z 0.,0Z 0.0% 16.7%
COLUMN 12 20 1 1 0 0 1 1 36
TOTAL 33.3%2  55.6% 2.8% 2.87 0.0% 0.02 2.8%2 2.8Z
KEY: 1. Low salary 5. Political patronage
: ) 2. Working conditions 6. Retirement
i 3. Lack of promotional opportunities . 7. Other

4. Geographical location
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INSTITUTION

SvT

REGION

Allegheny
CenFral
Northeast
Northwest
Philadelphia
Southceﬁtral
Southeast
Southwest
COLUMN‘

TOTAL

KEY: 1.

TABLE ONE HUNDRED FIVE:
NEXT EMPLOYMENT OF PERSONS WHO LEAVE INSTITUTIONAL EMPLOY

N.R. 1 2 3 4 5 6 9 ROW
TOTAL
0 0 1 0 1 0 0 0 2
0.0% 0.0% 50.0% 0.0%7 50.0% 0.0% 0.07 0.0% 5.7%
2 0 0 o . 1 1 0 1 5
40.0% 0.0% 0.0% 0.02 20.0%° 20.0% 0.0%Z 20.0% 14.3%
1 0 0 0 0 2 1 2 6
16.7% 0.0% 0.0% 0.0% 0.0% 33.3% 16.7% 33.3% 17.1%
3 0 0 1 0 0 0 G I
75.0% 0.0% 0.0% 25.0% 0.0% 0.0% 0.0%2 0.0% 11.4%
0 0 0 0 1 0 1 0 2
0.0% 0.0% 0.0% 0.0%Z 50.0% 0.02 50.0%4 0.0% 5.7%
Q 0 1 0 0 2 3 1 7
0.0% 000% 14532 0-0% 0-000 28.6% 42.9% 14.37.1 20i0%
0 0 0 0 1 0 2 0 3
0.0% 0.0% 0.0% 0.0%2 33.3% 10.02 66.7%2 0.0% 8.6%
2 0 0 1 1 1 1 0 6
33.3% 0.0% 0.0% 16.7%2 16.7%2 16.77Z 16.7%2 G.0% 17.1%
8 Q .2 2 5 6 8 4 35
22.9% 0.0% 5.7% 14.3% 17.1%2 22.9% 11.4%

County institutions

2, State institutions
3. Other law enforcement work .
4. Non-criminal justice work

!

$
i

Region

Allegheny

Central

Northeast

Northwest

Philadelphia

Southcentral

Southeast

Southwest

Column Total

5. Retirement
6. Other
9. Not relevant; none left

TABLE ONE HUNDRED SIX:

POLICY ON REGULAR ADVANCEMENT

Yes

———

2
100.0%

2
33.3%

-1
16.7%

1
25‘07;

1
50.0%

3
42.9%

2
66.7%

12
33.3%

14
38.9%

Row
Eg Sometimes Total
0 0 2
0.0% 0.0% 5.6%
0 1 6
0.0% 16.77% 16.7%
2 2 6
33.3% 33.3% 16.7%
2 0 4
50.0% 0.0% 11.1%
0 1 2
0.0% 5¢.0% 5.6%
1 2 7
14.37% 28.6% 19.47%
0 1 3
0.0% 33.3% 8.3%
2 1 6
33.3% 16.7% 16.7%
7 8 36
19.4% 22.27%




TABLE ONE HUNDRED SEVEN: NUMBER OF INSTITUTIONS
REPORTING ANTIQUATED FACILITIES AS A PROBLEM

REGION N.R. YES NO ROW TOTAL
2
0 1 1
Atlegheny 0.0% 50.0% 50.0% 5.6%
6 4
1 3 2
Central 16.7% 50.0% 33.3% 16.7%
6
Northeast i 2‘ 3° 16.9%
' 16.7% 33.3% 50.0% .
) »
) 0 } . 4 0
Norehuest 0.0% 100.0% 0,07 11,.1%
0 2
1phi 0 .2 ]
Philadelphia 0.0% 100.0% 0.0% 5.6%
7
2 5
N Seutheentral o.gz 28.67% 71.47% 19.4%
2 1 3
> 0 2
Soucheast 0.0% 66.7% 33.3% 8.37%
6
0 2 4
Southmest 0.0% 33.3% 66.7% -16.7%
36
COLUMN TOTAL 2 18 16
5.6% 50.0% aa.gz
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TABLE ONE HUNDRED EIGHT: INSTITUTIONS REPORTING
OVERCROWDING AS A PROBLEM

REGION N.R. i YES NO ROW TOTAL
Allegheny 0 0 2 2
0.0% 0.0% 100,0% 5.62Z
Central 1 2 3 6
16.7% 33.3% 50.0% 16.7%
Northeast 1 1 4 .6
16.7% 16.7% 66.7% 16.7%
Northwest 0 2 2 4
0.0% 50.0%Z 50.0% 11.1%
Philadelphia 0 1 1 2
- 0.0% 50,0% 50,07 5.67Z
f: Southcentral 0 3 7 4 7 J
0.0% 42.,9% 57.1% o 19.47%° |
Southeast 0 1 2 . 3 j
0.0% 33.3% . 66.7% 8.3% ‘
Southwest 0 - 0 6 6
0.0% 0.0% 100.0% 16.7%
COLUMN TOTAL 10 24 36

2 :
5.6% 27.8% 66.7% . |
|

R S



TABLE ONE HUNDRED NINE: INSTITUTIONS REPORTING LACK OF
AVAILABLE QUALIFIED TRAINING PERSONNEL AS A PROBLEM

REGION N.R. Yes No Row Total
Allegheny 0 0 2 2
0.0% 0.0% 100.0% 5.6%
Central 1 1 4 6
16.7% 16.7% 66,.7% 16.7%
Northeast 1 1 ) 4 6
16.7% - 16.7% 66.7% . 16.7%
Northwest 0 . 1 3 4
0.0% 25.0% 75.0% 11,17
Philadelphia 0 1 1 ’ 2
0.0% 50.0% 50.0% 5.6%4"
| S Southcentral 0 3 4 7
S 0.0% 42,97 57.1% 19.4%
o | |
! Southeast 0 0 3 3 |
f 0.07% 0.0% 100, 0% 8.3%
|
’ Southwest 0 ' 3 3 - 6
0.0% 50.0% 50.0% 16.7%
COLUMN TOTAL 2 , 10 24 36
5.6% 27.8%Z 66.7%
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TABLE ONE HUNDRED TEN: INSTITUTIONS REPORTING LACK OF
SPECIALISTS (COUNSELORS, TEACHERS) AS A PROBLEM

REGION N.R. Yes ) No Row Total
Allegheny 0 1 . 1 2
0.0% 50.0% 50,0% 5.6%
Central 1 0 5 6
16.7% 0.0%2 83.3% 16.7%
Northeast 1 0 5 6
16.7% 0.0% 83.3% 16.7%
Northwest 0 2 - 2 4
0.0% 50.0% 50.0% "11.1%
Philadelphia 0 1 1 2 ‘
0.0% 50.0% 50.0% 5.6% !
Southcentral 0 2 5 7
’; 0.0% 28.6% 71.6% 19.4%
O Southeast o 1 2 . 3
0.0% 33.3%Z 66.7% i 8.3%
Southwest 0 3 3 6
0.0% 50.0% 50.0% 16.7%
COLUMN TOTAL 2 10 24 36
5.6% 27.8% 66.7%
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TABLE ONE HUNDRED TWELVE:
REHABILITATION PROGRAM AS A SPE

18T

TABLE ONE HUNDRED ELEVEN:
LACK OF CUSTODIAL PERSONNEL AS A PROBLEM

REGION

Allegheny
Central
Northeast
Northwest
Philadelphia
Southcentral
Southeast
Southwest

COLUMN TOTAL

INSTITUTIONS REPORTING

Yes

50.0z

2
28.6%

2
66.7%

2
33.3%

10
27.8%

No

2
100,02

4
66.7%

5
83.3%

2
50.0%

1
50.0%Z

5
71.47

1
33.3Z

4
66.7%

24
66.7Z

Row Total.

- O ww e ]
] : H 3 : i t -
- b : 4 !
- 3 H [ . =

INSTITUTIONS REPORTING NO

CIAL PROBLEM

REGION

Allegheny
Central
Northeast

Northwest

Philadelphia

Scuthcentral

Southeast

Southwest

COLUMN TOTAL

N. R.

0
0.0%

1
16.7%

1
16.7%

YES

0

0.0%
2

33.3%

1
16.7%

30.62

0]

2
160.0%

3
50.0%

4
66. 7%

1
25,072

2
100.0%

5

71.4%
3

100.0%

3
50.0%

23
63.9%

ROW TOTAL




TABLE ONE HUNDRED THIRTEEN: INSTITUTIONS REPORTING
INSUFFICIENT COMMUNITY COOPERATION AND/OR COMMUNITY
AGENCY COOPERATION

REGIOI:{ N.R. YES NO ROW TOTAL
Allegheny 0 . 0 2 2
0.0% 0.0% 100.0% 5.6%
Central 1 0 5 6
16.7% 0.0% - 83.3% 16.7%
Northeast 1 1 , 4 . 6
16.7% ' 16.7% 66.77% 16.7%
Northwest 0 3 1 ' 4
0.0% 75.0% 25.0Z% 11,1%
Philadelphia 0 0 2 2 ‘
e ’ 0.0% 0.0% 100,0% . 5,62
‘_,%} - Southcentral 0 _ 0 7 7
0.0%- 0.0% 100'.»02‘- 19.4%°
Southeast 0 0 3 3
0.0% 0.0%" 100.0% 8.3%
Southwest 0 2 4 6
) 0.02 33.32. 66.7% . 16.71'
COLUMN TOTAL 2 6 28 - 36
5.6%. 16.7% 77.8% e
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TABLE ONE HUNDRED FOURTEEN: INSTITUTIONS
REPORTING LACK OF FUNDS AS A SPECIAL PROBLEM

REGION N.R. Yes No Row Total
Allegheny 0 2 0 2
0.0% 100.0% 0.0% 5.6%
Central 1 1 4 6
16.7% 16.7% 66.7% 16.7%
Northeast 1 2 3 6
16.7% 33.3% 50.0 o 16.7X
Northwest » 0 ‘ 4 0 4
0.0% 100.0% 0.0% 11.1%
Philadelphia 0 2 I 2
0.0% 100.0% 0.9% 5.6%
Southcentral 0 4 5 N
= pouthess 0.0% 57.1% 42.9% 19.4%
& 2 3
w heast 0 1 -
Sout eas 0.0Z 33. 3% 66- 7z 8' 32
: 6
t 0 3 3 )
Southwes 0.0% 50.0% 590.0% 16.7%
- GOLUMN TOTAL 19 15 36

2 .
5.6% 52.8% 41.72
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TABLE ONE HUNDRED FIFTEEN: POSITIONS BUDGETED AND FILLED IN CORRECTIONAL

INSTITUTIONS BY FREQUENCIES AND PERCENTAGES

NUMBER.OQF DEPARTMENTS HAVING .
No. of Warden  Captain Lieutenant  Sr. Matron Director of Psychologist Work Super- Medical
Personnel Treatment visor Personnel

1 30 1 5 12 5 1 3 5
85.7% 31.4% 14.3% 34.3% 14.3% 2.9% 8.67% 14.37%

2 1 2 1 0 1 3 0 9
2.9% 5.7% 2.9% 0.0% 2.9% 8.6% 25.7%

3 0 2 2 0 1 1 1
0.0% 5.7% 5.7% 0.0% 2,97 2.9% 0.0% 2.8%

4 1 6 0 0 0 1 0 1
2.9% 17.1% 0.0% 0.0% 0.0% 0.0% 0.0% 2.8%

5 0 4] 0 " 0 0 0 0
0.0% 0.0% 0.0%Z 2.9% 0.0% 0.0% 0.0% . 0.0%

6 0 0 0 0 0 0 0 0
0.0% . 0.0% 0.0% 0.C% 0.0% ¢.0% 0.0% 0.0%

7 0 0 0 1 0 0 0 1
0.0% 0.0% 0.0% 2.97% 0.0% 0.0% 0.0% 2.8%

8 0 1 7 0 0 0 2 0
0.07% 2.9% 20.0% 0.0% 0.0% - 0.0% 5.7% 0.0;

None 3 13 20 21 28 29 30 18
8.6%2 - 37.1% 57.17% 60.07 80.07% 82.9%Z 85.77% 51.4%

Sub-total 35 35 35 35 35 35 35 . 35

100.1%%* 99 97% 100.07% 100.17%% 16G.17* 100.2%* 100.0% 99,87%%

No-response 1 1 ’ 1l - 1 1 1 1 1l

- Cagse~total 36 36 a6 36 36 36 36 36
*This is a reflection of rounding error.
~
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TABLE ONE HUNDRED FIFTEEN:A:POSITIONS BUDGETED AND FILLED
IN CORRECTIONAL INSTITUTIONS BY FREQUENCIES AND PERCENTAGES

Sergeants

No.of Pefsonnel Correctional Matron- Rehabilitation Teacher Teacher
Officers Jailor Counselor Vocational Academic
1-5 6 2 16 2 2 8
17.27% 5.7% 45.8% 5.7% 5.7% 2.9%
6-10 3 6 o' 2 3 1
8.67% 17.1% 2.9% 5.7% 8.6%Z 2.9%
11~15 1 3 Q 2 0 0
2.9% 8.6% 0.0% 5.7% 0.0% 0.07
16-20 5 2 0 0 1 0
14.37% 5.7% G.0%Z 0.0% 2.9% 0.0%
21-50 1 1 0 (6] 0
2.9 2.9% 5.9% 0.0% 0.0% 0.0%
55~ 100 0 2 0 0 0 0
0.07% 5.7% 0.9% 0.0% 0.0% 0.0%
101125 0 4 0 0 0 0
0.0% 11.4% 0.0% 0.0% 0.0% 0.0% -
126and over 0 3 0 0 0 0
0.0% _8.6% 0.0% 0.0% 0.0% .0%
None 19 12 - 16 29 29 26
54.3% 34.3%. 45.7% 82.9% 82.9% 74.3%
Subtotal 35 35 35 35 35 35
100.2%* 100.0% - 100.1%* 100.0% 100.1%* 100.1%*
No response 1 1 1 1 1 1
Case Total 36 36 36 36 36 36

*This is a reflection of rounding error.

» ‘.-4.‘.\




TABLE 116: CURRENT VACANCIES AND NOS. OF POSITIONS NEEDED BUT NOT
BUDGETED IN CORRECTIONAL INSTITUTIONS

No. of Personnel Correctional All Other Positions Needed But
Officers Correctional Not Budgeted
Staff
1-5 8 4 . 5
22.9% 11.5% 14.4%
6-10 2 5 0
. 5.7% 14.47% 0.0%
11-15 . 2 1 -1
5.7% T 2.9% 2.9%
16-25 1 0 0
2.9% 0.0% 0.0%
26-50 1 0 3
or more 2.9% 0.0% 9.7%
- :
a1 None 21 25 26
N 60.07 71.47 . 74.3%
Subtotal 35 35 35
100.1%* 100.2%* 101.3%*
No Response 1 1 1
" TOTAL 36 4 36 36

*This is a reflection of rounding error.
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TABLE ONE HUNDRED SEVENTEEN: CORRECTIONAL INSTITUTIONS REPORTING
NUMBERS OF PART-TIME, NEW AND EXPERIENCED NEW PERSONNEL

No.of Personnel ©Part-time male Part~time females New Males New Females Experienced Experienc

Hired in 68 Hired in 68 New Male New Femal
1-5 ’ 15 11 10 7 9 0
43.0% 31.5% 32.3% 21.8% 29.1% 0.0%
6~1C 5 2 8 0 9 o
: 14.47 . 5.7% 25.8% 0.0% 29,.1% 0.0%
11-15 2 0 2 0 0 0
5.7% 0.0% : 6.4% 0.0% 0.0% 0.0%
16-25 1 1 5 0 0 0
2.9% 2.9%2 16.17% 0.0% 0.0% 0.0%
26-50 0 0 0 0 0 "0
0.0% 0.0% 0.0% 0.0% 0.0% 0.0%
s
ﬂ 51-75 1 0 0 0 0 0
2.9% 0.0% 0.07 0.0% 0.0% 0.0%
None. 11 21 6 25 13 32
31.4% 60.0% 19.3% 78.1% 41.9% 100.0%
; Sub--total 35 35 31 32 31 32
! - 101.37%%* 100.17%%* 99,97%%* 99,9%* 100.1% 100.0%
No response 1 1 4 4 5 4
Case total 36 36 35%% 36 36 36

*This is a reflection of rounding error.

**One institution reported hiring 166 new males and this case was not included in the table.
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TABLE ONE HUNDRED EIGHTEEN: INSTITUTIONS REPORTING
CORRECTIONAL OFFICERS DISCHARGED FROM DUTY AND
VOLUNTARY DEPARTURES

Number of Institutions Reporting

No. of Personnel Discharges Voluntary Departures
1-5 11 ) 12 |
39.3% 41.27%
6-10 2 4
A 7.1% 13.8%
11-15 "3 .
10.3% ’
t; 16-25 3
0 10.37%
26-35 : 2
6.9%
None 15 5
53.6% 17.2%
Sub-Total 28 29
100.07% 99,7%*
No response 8 7
Total - 36 36

*This is a reflection of rounding error.
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TABLE ONE HUNDRED NINETEEN: INSTITUTIONS REPORTING NEXT

EMPLOYMENT OF DEPARTED STAFF
No. of Institutions Reporting Staff Going To:
No. of Personnel County Correc~ State Correc- Other Law En- Non~Criminal Retirer
: tional Inst. tional Insgt, forcement Work Work
1 1 1 5 1
3.6% 3.62 17.9% 3.6Z
; 2 0 0 2 3
0.0% 0.0% 7.1Z 10.72
3 0 0 1 0-
' 0.0% 0.0z - 3.6Z 0.02
4 0 0 0 0
0.0% 0.2% 0.0Z 0.02
1 5 1 1 0 0
| 3.6% 3.6% 0.02 0.02
f —
A wn 6 0 0 0 0
; 7o) 0.07% 0.0% 0.0%Z 0.0%
g
; 7 0 0 1 0
: 0.0% 0.0%2 3.6% 0.0Z
8 or more 0 1 1 3
0.0% 3.6% 3.6% 10.72
None 26 25 18 v 21
92,.9% 89.3% 64.3% ) 75.0%2
Sub Total 28 28 : 28 28
100.1%* 100.1%* 100,12* 100.0Z
No Response 8 8 8 8
TOTAL 36 : 36 36 ' 36

*This is a reflection of rounding'error
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TAELE ONE NUNDRED TWENTY: INSTITUTIONS REPORTING EMPLOYMENT OF

NON WHITES

No. of Nou-white No. of
Personnel Institutious
1-5 11
30.1%
6-10 3
8.3%
11-15 2
5.5%
368 .1
2 -‘77.
None 19
TOTAL 36
99.9%%

* This is a reflection of rounding error.
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