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SUMMARY/INTRODUCTION

The principal aim of this project was to provide, to those in positions
of correctional leadership, training and information with regard to affirmative
action. |

Specifically, the Seminars were to:

* jncrease participants' knowledge of the relevant Taw and
regulations |

* help management understand and internalize LEAA's affirmative
action guidelines and other requirements

* enhance managers' abilities to plan, implement, measure and
direct affirmative action

* improve skills in solving problems and making decisions, in a
period of rapid change

* create an open climate for problem-solving in criminal justice
and civil service systems within the States u

* allow administrators to evaluate their systems as to how they are
fulfilling their intended purposes

* monitor changes in systems with respect to racial balance in work

forces, and nondiscyrimination within service populations.

The Seminars also provided participants--who cormented upon it appreciatively--
the opportunity to meet, exchange problems and solutions, and thus gain needed
perspective on their own situations.

Attainment of these ends entailed more than the conduct df the Seminars
themselves. An extensive period of initial preparation included a thorough

needs assessment, derived from a brief questionnaire sent to all invitees, as




well as from consultation with persons knowledgeable in the correctional
field. Curricula, which were adapted to the corrections setting but based
on the National Civil Service League's Tong experience in aiding public
jurisdictions to modernize their personnel systems, were also developed in
consultation with a task force of leading corrections officials, including
William D. Leeke, South Carolina's Commissioner of Corrections, Anthony
Travisono, Executive Director of the American Correctional Association, and
Bennett Cooper, former Director of the Ohio Department of Rehabilitation
and Corrections.

As part of the preparation for each of the seven regional Seminars held,
profiles of 49 state-level adult correctional systems were developed,
principally through telephone research. Besides accomplishing its primary
aim of helping project faculty to better understand the needs of their
prospective audiences, this research provided interesting and suggestive
data on the systems examined. Seminar participants also completed evaluation
questionnaires at the end of each session, as well as "Individual Action Plan"
forms on which they could indicate which sessions were of most value to them,
and in what particular areas they intended to act. These forms provided much
information, as have the reports of D. A. Stewart Associates, Moorestown,

New dJersey, who served as internal project evaluator. Followup questionnaires
were sent during the ninth month of the project to all attendees, and on-site
interviews were conducted with officials of nine agencies; these too provided
significant information. By synthesizing the various findings, it was possible
to make some interesting, if tentative, observations on the state of affirmative

action in corrections. Among the principal conclusions reached were these:
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* No adult state system has yet attained the goal of having

the ethnic distribution of its correctional work force stand

in a 70-per-cent ratio to the ethnic distribution of inmate
population; most have far to go.

Although minorities are not employed in proportion to minority
inmates, a limited sub-survey of 12 states found that they were
employed in proportion to their numbers in the relevant labor
market area.

EmpToyment of women in male institutions is a major issue in
most systems. Some have taken significant actions, but the

employment of women in contact positions is still not extensive.

Half of the adult systems surveyed use written tests to hire
Correctional Officers; only 40 per cent reported that their
tests were validated.

* There are strong indications that retention and advancement,
rather than recruitment, are the areas in which correctional

officials most need to, and can, do more.

The extent of information developed through the project's several data
gathering efforts proved to be a considerable unexpected benefit. The
highly positi&e responses of participants to evaluation inquiries alsa
proved gratifying, and indicated that adaptation of the League's curricula
to the correctional setting has been succeésfu1. There_fg also little doubt
that many participants and their systems have been a]ertedvto the need for

affirmative action, and to how to go about it.




The short Tapse of time between the Seminars and post-session evalu-
ation virtually ensured that evidence of behavioral change would be
limited. Even so, followup research did indicate that there were significant

changes in some systems in the wake of Seminar attendance.

A target popuiation of 260 top-level administrators--Directors, Deputy
Directors and agency EEO Officers--was projected to attend the Seminars.
Actual attendance was 175, of whom 140, or 80 per cent, were identified as
coming from the target population. In general, where systems directors--the
demands on whose time proved enormous--did not attend or could not stay for
a full three days, they typically sent a high-level representative with
responsibiiity for EEQ, i.e., someone also within the target population.

Sixty-two per cent of the adult correctional authorities invited sent
a representative to the Seminars, and youth authorities, state personnel
agencies and departments inclusive of corrections divisions responded
favorably more than 50 per cent of the time. Only five states failed to
send someone to the Seminars; just eight had no or inadequate representation
of their adult correctional authority. Given the absence of any mechanism
for mandatory attendance, and substantial counter-pressures for attention
to other matters, Seminar attendance in fact exceeded a]]‘reasonable
expectations.

In summary, these Seminars "raised the flag" of affirmative action in
corrections, and made it more credible and feasible for a number of systems.
The target population was reached, as were most systems. The great majority

of participants reacted positively, and many indicated a need and desire for




further assistance. Extensive preliminary, post-session and followup

data gathering provided valuable information and insights on the problems

and prospects of affirmative action in corrections, and suggested how

this initial effort might be followed up.




NARRATIVE

Needs assessment for this project began with acceptance of the

contract. Initially, Project Director Curtis M. Graves and National
Civil Service League Executive Director Daniel Price consulted a
broad range of knowledgeable officials in the correctional field.
William D, Leeke, South Carolina's Commissioner of Corrections, Bennett
Cooper, former Director of the Ohio Department cof Rehabilitation and
Corrections and Anthony Travisono, Executive Director of the American
Correctional Association, were most prominent among these. Then, in
December 1975 and January 1976, core project staff met to set basic
program goals and arrive at a division of labor. Those who attended were:
Messrs, Graves and Price; Ben T. Adams, head of NCSL's Ohio field office,
and former Personnel Director, Ohio Department of Rehabilitation and
Corrections; Dr. Charles Dailey, management consultant and project faculty
member; and Ed McCarthy, Research and Information Director, National Civil
Service League. BRennett Cooper, former Ohio Director of Rehabilitation
and Corrections, also joined the December group in an advisory capacity.
It was agreed that curricula developed by the National Civil Service League
during its many years of experience in affirmative action training and
orientation provided a highly suitable base from which to derive curricula
for the current Seminars. The principal challenge was to tailor these
traditional League curricula to the needs of corrections officials, and to
develop additional curricula on the basis of a thorough needs assessment.
To meet this challenge, it was determined to again consult with such
Teading corrections figures as Commissioner Leeke, Bennett Cooper and

Frank A. Hall, Commissioner, Massachusetts Department of Corrections.
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Lawrence Bershad, Professor of Law at Seton Hall University, Newark, New
Jersey, and former Assistant Commissioner, Vermont Department of Corrections,
was also asked to join the project faculty and to help in the development

of curricula, especially as regards the application of EEQ Taw to the
correctional setting. ACA Executive Director Travisono was also asked to
review draft curricula. With his comments and analysis, staff were able to
proceed to preparation of actual learning modules.

Initial invitations to the Seminars included a 6-point "Attendee's
Questionnaire" which briefly inquired into the EEQ/Affirmative Action
situation at the addressee's institution, and asked what the prospects
relevant interests were. The answers given were of course factored into
the development of curricula  (See Appendix A).

During the course of the project, Nat%ona] Civil Service League Research
Director Ed McCarthy and staff undertook a more extensive research effort to
elicit a broad range of information about the adult correctional systems whose
officials were invited to the leadership Seminars. Prior to each Seminar,
research staff used Washington's extensive library resources to obtain
maximum basic information on the various systems. Then a highly structured
questionnaire was used to interview knowledgeable officials of the systems by‘
telephone. Cooperation was virtually complete, even though interviews ran, on
the average, between 45 minutes and an hour.

The immediate purpose of these interviews was to provide the basis for
possible curriculum modifications, and to acquaint project faculty with the
institutional peculiarities, problems, paéticu?ar needs and other
features of the systems to be served. The questionnaire used was slightly

modified over the course of the project, in light of new information acquired.




EE

It appears in final form in Appendix B, along with the 49 system ‘“profiles"
which were supplied to faculty prior to each session.

Research Results

Besides making possible curricula modifications and enhancing project
faculty's preparation, this research effort allowed the compilation of some
significant, if not always conclusive, data. The virtue of the telephone

approach was that it made available large amounts of up-to-date and spon-

“taneously given information, and resulted in vividness of description. Its

. Timitations were that the answers given were inevitably subjective, that

the interviewees varied in extent of knowledge of their systems, and that
precise figures were not always available.

In September 1976, a mail questionnaire was sent to all previous Seminar
attendees. The aims were to updéte and confirm data obtained during the
telephone surveys, and to ascertain whether significant affirmative actions
had been taken after attendance at a Seminar. Thirty-seven participants
(21 per cent) responded. This Timited response did not allow for drawing
broad conclusions, but some findings were so pronounced as to allow at
least tentative statements, or to confirm the information derived from the
telephone surveys (See Appendix C).

In addition to the telephone inquiries and the mail questionnaire, data
were also derived from a limited number of on-site interviews during
November 1976, and from Evaluation Questionnaires and Individual Action
Plan forms completed by Seminar attendees. Again, it is hard to draw broad

conclusions from these sources alone (See Appendix D).




At the same time, when all data sources--initial questionnaire, Vibrary/

telephone research, mail questionnaires, post-session evaluations and
action plans, and on-site visits--are correlated, it becomes possible to

make some fairly reliable statements with regard to a number of subject areas:

Of minority and female employment, it can be said that

--No adult State system has attained the goal of having the ethnic
distribution of its correctional workforce stand in a 70 per cent
ratio to tie ethnic distribution of inmate population. Of 36
systems for which figures are available, 18 stand in a ratio of
from 25 to 50 per cent, with most falling into the Tower half of
that range. Another 14 jurisdictions stand in less than a 25-per
cent ratioc.

--Minorities form less than 10 per cent of correctional work forces
in 23 systems surveyed by telephone. In three systems, they are
more than 40 per cent of the work force. In two of the three,
minorities form a large proportion of the relevant labor pool, as
well as of inmate population.

o

--Although minorities are not employed proportionate to the number
of minority inmates, a limited sub-survey of 12 states showed that,
in those states, they were invariably employed in proporticns equal
to or exceeding their representation in the relevant labor market
areas.

~-Employment of women as correctional officers in male institutions is
a major issue in most systems, including many with low minority work
force and inmate population, and Tittle tradition of affirmative
action. Thirty-eight per cent of those interviewed by phone (19)
reported having placed women in former male-only positions. However,
very few reported assigning women to cell blocks; many cited inmates'
rights to privacy as justification. Of those surveyed by mail in
September, 20 (54 per cent) reported taking affirmative action to bring
women into all-male positions. Three systems initiated such action
after Seminar attendance.

--0f those responding to the mail questionnaire, most reported no change,
or even a decrease, in percentage of employed minorities and women
since attendance at a Seminar. Some 16 per cent did report 1-5 per
cent increases in minority employment and 11 per cent said that women
employees had increased within that range. One system reported an
increase in minority employment in the 6-10 per cent range. At the
same time, 41 per cent reported 1-10 per cent increases in minority
employment over the past three years, and 33 per cent reported in-
creases in that range for women during the same period.




0f relevant personnel practices, it may be noted that

--0f three adult systems surveyed by telephone, 32 (67 per cent)
had an Affirmative Action Officer. Nine of the 32 were part time;
five of the nine were Personnel Directors.

--A substantial majority (38, or 78 per cent) of adult systems have an
Affirmative Action Plan. Findings of the September mail questionnaire
are similar. At least nine systems wrote or revised AAP's after
Seminar attendance. These facts, and the interest shown in such
plans during the Seminars, suggests that correctional leaders are
aware of their needs but are anxious to know how to better meet them.

--Separate EEOQ grievance mechanisms are far from predominant but their
number may be growing. Just 10 systems (21 per cent) surveyed by
telephone reported such mechanisms, although another 18 (37 per cent)
offer employees access to a human-rights or similar body outside the
agency.

Of those responding to the September mail survey, 19 (51 per cent)
reported separate EEQ mechanisms, and another five (13 per cent) said
that such mechanisms were in process of development. Since only two
reported setting up such mechanisms since the Seminars, this appears
to represent a disparity rather than a development. It may be that
respondents defined "separate grievance mechanisms" to include EEO
agencies outside the department.

-~More than half (28, or 58 per cent) of the adult systems surveyed
hire through a State merit system. Very few respondents complained
however, that this is an impediment to affirmative action.

--At Teast 27 adult systems (55 per cent) report some degree of unioni-
zation. However, unions were in only two cases reported to have been
factors inhibiting affirmative action.

--Fifty per cent (24) of all adult systems surveyed use written tests to
hire Correctional Officers. Jdust 10 systems said that their tests are
validated. Thirteen respondents to the September mail questionnaire
(35 per cent) reported doing test valiaation. This response may not
include validation done by State merit systems.

--About two-thirds (24) of those surveyed by mail reported using, or
planning early use of, innovative EEQ techniques. Six of these -
(25 per cent) reported introducing such techniques after Seminar
attendance.

--Goals and timetables have been set by almost two-thirds (22) of the
respondents to the September mail questionnaire. Of these, seven
(32 per cent) reported setting goals and timetables since Seminar

i attendance.

~10-




~--0f those responding to the September mail questionnaire, 27
(73 per cent) did some form of job analysis.

--Some 33 adult systems (67 per cent) surveyed by phone had done
outreach recruitment. Of 37 respondents to the September mail
questionnaire, 29 (78 per cent) had done outreach for minorities,
and 25 (68 per cent) had conducted it for women. Seventeen systems
(46 per cent) report doing outreach since Seminar attendance.

--Just 17 (35 per cent) of the adult systems which responded to the
phone survey reported having career-ladder or other promotional
programs for minorities and women. Eleven respondents to the
September mail questionnaire (30 per cent) said they had “promotional
pragrams for minorities and women," and 40 per cent said they had
"career ladders" programs.

These facts, plus the high turnover experienced by many systems,
suggests that retention and advancement, rather than recruitment, are
the areas in which correctional officials most need to, and can, do
more.

--Relatively few systems have taken innovative steps to deal with the
difficulty of minority recruitment occasioned by the location of
major institutions in rural or other areas remote from centers of
minority population. Two-thirds (32) of the States surveyed by phone
had principal institutions located in such areas, and virtually all
systems had some problems in this regard. Seminar faculty suggested
resort to extended shifts, to allow commutation by minority personnel,
as well as other steps to deal with this somewhat intractable problem;
far more needs to be done.

--Eighteen respondents (65 per cent) to the September mail questionnaire
reported that personnel in their systems had received training in EEQ
within the past year or would receive it within two months. Birectors
and Senior Managers were most likely to receive such training, but
1ine managers and in some instances all employees were apt to have
received it as well.

--Eight respondents (21 per cent) to the mail survey reported having
trained personnel in the management of change and conflict; two began
such training after Seminar attendance.

Commitment to EEO can be measured by the following:

--0ver 90 per cent of those surveyed by mail in September reported
that their systems had issued a policy statement on EEQ. Of these,
five (15 per cent) had issued a statement since Seminar attendance.

-11-
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--Ten Seminar attendees who responded to the mail questicnnaire said
that subsequent to attendance they had discussed the priority to
be given EEO with their subordinates. Thirteen attendees--and there
is some overlap between ihe two groups--said that they had had similar
discussions with their superiors. Slightly larger numbers indicated
that such discussions had taken place previously. Only four respondents
reported no such priority-setting sessijons.

--Twenty (54 per cent) of those who responded to the mail questionnaire
reported giving greater priority to EEQ since attending the Seminars.

--Fear of court action is not a primary motivation in most systems,
though court orders have been responsible for considerable EEOQ pro-
gress in some southern systems. Only four adult state systems were
found to be under court order concerning EEO matters, and five--
including one under court order--have suits pending. One suite involves
a charge of reverse discrimination. Both the pre-session telephone
surveys and the mail questionnaire reflect this.

Many systems are keenly aware of the desirability of needs assessment.

--0f 37 respondents to the September mail questionnaire, 31 (83 per cent)
said they had conducted EEO needs assessments. Seven { 23 per cent)
conducted their assessments after attending a Seminar. In answer to
a subsequent question, 72 per cent said that they had examined the
existing personnel system "to identify barriers to affirmative action
and potential mechanisms for facilitating EEO."

--Most (33, or 93 per cent) who responded to the mail survey had conducted
an ethnic survey of their work forces, and 80 per cent (29) had estimated
potential minority hires in the relevant labor market area.

--Twenty-five (68 per cent) of those who responded to the September mail
questionnaire felt a need for additional training or technical assistance
in affirmative action. Those who expressed a preference included eight
who wanted training in "recruitment and retention"; six who wanted
coverage of "Tegal developments"; five who desired unspecified "technical
assistance”; and four each who wanted training in "management techniques"
or "EEO grievance procedures." At least 16 other topics were mentioned,
though Tess frequently. This is somewhat at variance with the interest
in "Affirmative Action Planning" and "Management of Change and Conflict"
which manifested itself so markedly in the post-session evaluations, and
Individual Action Plan forms.

An interesting. if ambiguous, picture emerges from all of this, The
absolute numbers and percentages of minority and female employees, and their
lack of distribution up the organizational ladder in most systems, indicate

that correctional systems have much to do in the EEQ field. Rural locations,

-12-




traditionally high turnover and other fairly intractable prob1ems present
real difficulties. They also make it easier to ratjonalize giving EEO

less priority than more immediately pressing and basic problems of housing,
feeding and disciplining inmates.

Even so, there is statistical evidence of progress, and the cooperation
and interest shown by most correctional 1eader§ during this project suggest
that they are anxious to act, Many report ¢iving EEQ & higher priority after
attending a Seminar. Although the most intense focus 1is on recruiting and
hifing minorities, increasing numbers of systems want to know how better to
deal with the matter of women in previously all-male jobs. Most systems
have apparently done some form of needs assessment, and many have affirmative
action plans or have set goals and timetables. At the same time, many
correctional leaders are anxious to find better ways of accomplishing EEO.
They also frequently express a need for additional training and technical
assistance, especially for people farther down the managerial Tine.

Scheduling and Curricula

Scheduling began at the outset of the project when seven 3-day regional
Seminars were scheduled for a 12-month period. Ultimately, eight Seminars
were held, the eighth being a makeup session attended by persons who could
not get to a regularly scheduled meeting. The original scheduling was also
changed in that the session set for April 6-8 at San Jose, California was
re-scheduled for September 21-23. This was to allow more preparatory lead
time, during which maximal attendance could be solicited. The p]aces and
dates of the Seminars held were:

1. Daytona Beach, Florida, March 1-3, 1976

2. DBandera, Texas, April 28-30, 1976

-13-




3. Norfolk, Virginia, May 26-28, 1976

. Dak Brook, IT1inois, June 21-23, 1976
Nartford, Connecticut, July 20-22, 1976

Des Moines, Iowa, August 11-13, 1976

San Jose, Ca]ifornia, September 21-23, 1976

oo ~4 o o =

Silver Spring, Maryland, November 10-12, 1976

State;groupings, tentatively set at the outset of the project, were
modified pkior to the first session on the basis of demographic and
sociological characteristics, geography and common history or Tike problems.
Naturally, no grouping proved wholly suitable, but experience showed that
all were sensibly based; the actual groupings are in Appendix E.

The curricula offered had both informational and “how-to" components.

They were modified in three respects early in the program, but otherwise

kept their form throughout. A segment on “Understanding Prejudice and
Discrimination in our Nation" was eliminated after the second session, when
criticisms that it was too elemental persisted. A closing "special interest
curriculum" designed to surface and deal with individual needs and problems

was dropped as a separate entity but absorbed into other segments of the program.
Coverage of affirmative action for inmates was also dropped, simply as a matter
of priorities. Participants professed little interest in the subject, and

it proved difficult to integrate with other elements of the curricula.

In mature form, a typical Seminar schedule and learning modules appeared

as follows:

-14-




"INSTITUTE IN AFFIRMATIVE ACTION LEADERSHIP DEVELOPMENT
IN CORRECTIONAL INSTITUTIONS"

DES MOINES, TOWA - AUGUST 11-13, 1976’
Sponsored by: - Conducted by:
National Institute on Corrections The National C1v11 ‘Service League

In cooperation with:
The American Corrections Association

dune 20
7:30 - 9:00 p.m. - -Reception
June 21
8:00 - 9:00 a.m. -Breakfast (Natoma Room - 2nd Floor) .
-Registration _ :
9:00 - 9:30 a.m. -Orientation & Introduction (Natoma Rbom) :
~-Statement of Purpose
Commissioner Robert P. Heyne
Indiana Department of Corrections
Anthony P. Travisono, Executive Director
American Corrections Association
9:30 ~ 12:00 Noon "History of Equal Employment Opportunity
Legisiation from 1866-1976"
Faculty: Curtis M. Graves, Managing
Associate, National Civil
Service League
12:00 - 1:30 p.m. ~-Lunch (Natoma Room)
1:30 - 4:00 p.m. "Major Court Cases and Rulings Impacting
Upon Equal Employment Opportunity"
Faculty: Attorney Lawrence Bershad
Professor, Seton Hall Un1Ver51ty
4:00 - 4:30 p.m. “Obstacles to Affirmative Action"
June 22 A1l events will be held in Natoma Room
8:00 - 9:00 a.m. Breakfast
9:00 - 12:00 Noon "The Managing of Change"

Faculty: Dr. Charles Dailey, President
Biodata, Inc.
~15-



June 22 (Cont.
12:30 - 1:30 p.m.
1:30 - 3:00 p.m.

3515‘~ 4:30 p.m.

" June 23
8:00 - 9:00 a.m.
9:00 -~ 11:00 a.m.

11:00 - 12:00 Noon
12:00 - 1:30 p.m,

1:30 - 4:00 p.m.

4:00 p.m.

~16-

-Lunch

"Elements of the Affirmative Action
Planning Process"
Faculty: Francine Pegues
Ohio Administration of Justice

Curtis M. Graves, Managing
Associate, National Civil
Service League

“How To Devise and Establish Goals and
Timetables for the Employment of Minorities
and Women in Correctional Careers”
Faculty: Ben T. Adams, Senior Program
Associate, National Civil
Service League

A11 events will be held in Natoma Room

~-Breakfast

"LEAA Requirements and Reporting Systems"
Faculty: Ben T. Adams
' Curtis M. Graves

"Building Internal Complaint Mechanisms
Which Surface Racial Problems Before They
Get Out of Hand"

Faculty: Ben T. Adams

Lunch
"Recruitment and Placement of Women and
Minorities in Corrections”

Faculty: Francine Pegues
Ohio Administration of Justice

Adjournment
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MODULE I

SUBJECT: "The History of Equal Employment Opportunity
Legislation from 1866 to 1975."

A. A Chronological History and Rationale. of Each
of the Federal Acts on the Subject.

B. Background and Rationale for the Various
Presidential Executive Orders on the Subject.

C. Equal Employment Oppartunity Act of 1972 and
its impact.

D. State Executive Orders and Laws Passed in Each 7
State in Attendance. v

OBJECTIVES:
A. To list the development of EEQ Legislation.

B. To help attendees identify how the Executive Orders,
Federal Pegulation and Leaislation interface.

METHODOLOGY: Slide prasentation with a lecture and programmed guided
discussion. See Appendix. '

INSTRUCTOR: Curtis M. Graves _

ESTIMATED TIME:
2-1/2 Hours
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SUBJECT:

OBJECTIVES:

METHODOLOGY :

MODULE IT
"Major Court Cases and Rulings Impacting Upon
Equal Employment Oppovtunity."

A. Griggs v. Duke Power Co., Carter v. Gallagher,
NAACP v. Allen, Castro y. Beecher, Taylor v. Perini

B. Proving bonafide occupational qualifications
C. Abolishment of artificial barriers

D. Use of test

A. To help attendees to identify the law and the
relevant court cases which impact on the field.

B. To list the most current case law which refine
Title VII and underscore its implications.

There will be an overhead slide presentation dealing
with the major cases and giving situations. This will
be accompanied by a guided situation. The major

- Tearning will be tested by a small aroup exercises involving

INSTRUCTOR:

ESTIMATED TIME:

spotting discrimination.

Lawrence Bershad

2 Hours

-18-
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SUBJECT:

OBJECTIVES:

METHODOLOGY :

INSTRUCTOR:

ESTIMATED TIME:

MODULE 111

"The Managing of Change"

A.

How organizations react to, oppose, or support
changes such as equal opportunity programs.

Principles of managing change that seasoned
administrators find useful. X

Skills 1in detecting, analyzing, and controlling e
conflicts arising from affirmative action programs. )

Clarify the barriers to change that exist in many
large organizations.

|
Each participant identifies at least one new principle
for managing change he can use in his own organization.

Each participant sets one or more goals for improving
his skills in managing change or conflict.

Short summary of principles which have been established as
~valid for managing change. A case study is then presented in
which a large military organization attempted to initiate
change. The group discusses the case, to identify in it the
specific ways in which the principles appear in practice.
Finally, each participant makes an individual brief plan for
improving his skills in conflict management.

Dr. Charles Railey

THREE HOURS

-19-
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MODULE TV

SUBJECT: . “Elements of the Affirmative Action Planning Process”
. Use of policy statements, directives, etc.

. Analyzing the workforce and service populations
The outreach recruitment process

Installation of upward mobility systems

Internal monitoring and evaluation

Staff training needs

D M m O O o P>

Commitment of resources

OBJECTIVES: A. To help attendees list the components
of Affirmative Action Planning.

B. To compare these components and integrate them
into a warkable program.

METHODOLOGY : There will be an overhead slide presentation with a
guided discussion.

INSTRUCTOR: Curtis M. Graves

ESTIMATED TIME: 1-1/2 hours

-20-~




SUBJECT:

OBJECTIVES:

METHODOLOGY :

INSTRUCTOR:

ESTIMATED TIME:

MODULE V

"How to Devise and Establish Goals and Timetables
for the Employment of Minorities and Women in
Correctional Careers"

A.
B.
C.

Types of basic data.
Alternative methods of arriving at realistic goals.

Relevant court decisions involving the imposition

of quotas: Armstead v. Starkville, Commonwealth

of Pa. v. 0'Neill, Bridgeport Guardians v. Bridgeport
Civil Service Commission.

Help participants to identify the legal implications
for personnel decisions.

Provide participants with mechanisms for documentation
for proving job necessity.

To help participants identify the impact of goals
vs. timetables.

To construct manpower data in such a way as to
forecast EEQ needs,

The group will get a 30 minute lecture and then the group
will be broken into small groups for an exercise designed
to help them learn the skills of the goal-setting process.

Ben T. Adams

1-1/2 HOURS
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SUBJECT:

OBJECTIVES:

METHODOLOGY :

INSTRUCTORS :

ESTIMATED TIME:

MODULE VI

"LEAA Requirements and Reporting Systems"
A. What determines a good faith effort?

B. How can LEAA funds be used to bring about
long range change?

A. To help attendees identify the LEAA
requirements of EEO.

B. To give attendees hands-on experience with
LEAA/EEOC reporting.

Guided discussion and walk-through of the guidelines,
regulations and reporting process. Attendees will
also be given information on the projected new
reporting process.

Lawrence Bershad - Curtis M. Graves

1-1/2 Hours
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SUBJECT:

OBJECTIVES:

METHODOLOGY :

INSTRUCTOR:

ESTIMATED TIME:

MODULE VII

"Building Internal Complaint Mechanisms Which
Surface Racial Problems Before They Get Out
of Hand"

; N
A. Civil Rights Ombudsman for Residents |

B, EEO Complaint System for Employees

C. How to Keep the Resolution of Complaints In-House
A. To Identify the Rights of Employees and Residents

B. To Differentiate Between Complaints and Grievances

There will be a 30-minute lecture and guided group
discussion for one hour, ..

Ben T. Adams

1-1/2 Hours
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Questions and discussion were of course encouraged during all phases
of the program. On the second and third days, extensive use was also made
of audio-visual aids, group discussion problem-solving and other non-lecture
devices. This proved consistent with the desires of attendees, who expressed
a preference for participatory sessions.

Of those who completed post-Seminar evaluation questionpaires, the
highest number found, in the following sequence, three modules of most value:
"Managing Change and Conflict," "Elements of the Affirmative Action Planning
Process," and "LEAA Requirements and Reporting Systems." When responses by
the high-level "target" group were calculated, the placing of the first and
second modules was reversed. In either case, the findings are consistent

with the interests expressed in the attendees' Individual Action Plans,

~although the predominance of interest in "Elements of the Affirmative Action

Planning Process" was more pronounced in the Jatter documents.
These particular sessions were characterized by use of participatory,
audio-visual and other innovative techniques; this may help to account for

their popularity. Also, the interest expressed in what are clearly managerial

concerns--by both the target group and other attendees--suggests that the

program was not far off its mark. If those who attended were not always
highest-level officials, they were surely persons who conceived of themselves
as faced with management problems in the EEO context, and thus as among the
"movers and shakers" in this regard.
Attendance

Initially, it was planned to send invitations ‘to Directors, Deputy Directors
and EEO Officers of state-level adult and juvenile correctional systems, as

well as analogous officials in state merit systems, State Planning Agencies
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and Attorney Generals' offices. In general, this plan was adhered to,
although the prospective audience was broadened after the first Seminar to
include analogous officials at the municipal and county levels.

Intensive efforts were made to ensure the highest possible audience
at each Seminar, League staff dispatched invitatiohs four to six weeks 1in
advance, and the Project Director followed up by bhone. Prospective
attendees were reminded that their transportation and room and board
expenses would be paid for by the project grant. In some cases, previous
attendees and American Correctional Association officials urged invitees
to come. The aim, as set at the outset of the project, was to average 37
persons at each Seminar, for a total of 260. As indicated, however, the
increase of invitations was'broadened for the later sessions.

Total invitations and actual attendance eventually proved to be as

follows:
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TABLE I.
Attendees as  Number and Percentage
Number of Number of  Percentage of of Attendees Drawn

Session Invitations Attendees Invitees from "Target" Population
Daytona 32 17 53% 13 - 76%
Bandera 40 14 35 13 - 73
Norfolk 44 18 41 13 - 72
Oak Brook 48 29 60 25 - 86
Hartford 68 30 62 27 - 75
Des Moines 48 19 40 15 - 79
San Jose 56 37 52 24 - 83
Silver Spring a1 13 31 11 - 85

TOTALS 367 175 48% 141 - 80%

Average attendance at the first seven sessions was 23; that for eight sessions
was 22. On average, 17 high-Tevel "target" administrators attended each
session.‘

The ratio of attendees to invitees, expressed as a percentage, declined
between the first and second sessions but then increased steadily, with one
exception, through the seventh Seminar. In general, the highest numbers and
percentage of attendance correlated with the highest number of invitations
sent. The one exception was Des Moines. Although intensity of followup to the
initial invitation, immediate circumstances in the system and various other
factors surely affected responses--thus making generalization difficult--it is
likely that two elements affected the Des Moines session in particular: its

scheduling, during the August vacation period, and the fact that most of the
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states invited (Missouri, Kansas, Nebraska, lowa, South Dakota, North

Dakota, Minnesota and Wyoming) were not ones which saw themselves as faced with
overwhelming minority inmate populations, or immEdiate]y:démanding affirmative
action problems.

Figures can of course be looked at in more than one way. For example,
only three states and the Virgin Islands had no representation; two of the
four jurisdictions lie outside ﬁhe continental United States. Another
eight states had no or inadequate representation from“their adult systems.

On the other hand, adult entities provided the highést propurtion (62 percent)
of favorable responses to invitations sent to officials of the various
types of agenciés. Adult authorities were second only to youth-oriented
agencies in responding to a followup mail questionnaire, thus indicating
a relatively high level of persisting interest in the Seminar program on

the part of these institutional groupings. The following table is 11lumi-

nating:
TABLE II.

By Class of Institution : numbers and percentages

of attendees in relation to invitees; and numbers

and percentages of attendees who responded to

followup questionnaire

Number and Percentage

Type of Number Number Percentage of Attendees
Institution Invited Attended Attended Completing Questionnaire
Supervisory
Boards 9 1 1% -
Adult
Authorities 76 A7 62 17 - 36%
Juvenile
Authorities 36 19 - 53 7 - 37
State Per-
sonne] Depts. 36 14 40 1 -7
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Number and Percentage
Type of Number Number Percentage of Attendees
Institution Invited Attended Attended Completing Questionnaire

Social Service
Depts. inclusive

of Corrections 17 10 59 -
State

Planning

Agencies 39 17 44 3-17

(Governors')

EEQ Offices 7 4 57 1-25

Attorneys

General 14 1 7 -

Local

Systems 30 15 50 3-20

Other 13 5 39 1-20

TOTAL 277 133 48% 33-25%

If state-level adult and youth systems are taken to be those which this
program was designed to reach, success was not complete, but the number
and proportion of agencies reached were substantial. Not all correctional
Teaders felt themselves able to attend; the fact remains that most sent
someone--usually someone working at a high-level of responsibility,
particularly in EEO,

That "target" attendance was as high as it was is a source of some
satisfaction. Those invited were extraordinarily busy high-level officials
who head sophisticated bureaucratic systems which have to deal with
immediately pressing problems of inmate care, housing and discipline.

Understandably, many are apt to Took to in-house "specialists"
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to deal with specialized problems such as EEQ. That substantial numbers

of Directors chose to send appropriate representatives was not a mattéﬁ of
conmitment versus noncommitment, but rather of judgement as to sound use

of resources. As one Director put it, "at least five invitations to
functions 1ike this come into this office every week. It's impossible

to send someone to every one--let alone go myself."

The level of target group attendance suggests a substantial commitment
to EEO. Yet our preliminary research also indicated that for many systems,
EEQ was not first priority. Most professed an apparently genuine interest
in the subject and had in fact initiated some sort of program, but very few
saw it as among "the top five challenges facing your system." Worries about
overcrowding, inmate violence, lack of money and the overall quality and
numbers of staff are of more pressing concern, Also, many saw the EEQ
problem in somewhat paradoxical terms: as at once intractable--and less
than pressing. The difficulty of recruitment, particularly for rural lo-
cations, was often cited; the implication often was that minorities and
women were not especially anxious to work in correctional systems, and
that as much had been done as could be expected. At the Same‘time, very
few agencies were under court order or threatened with suits; érguments
regarding prospective legal costs seem not to be persuasive. Neither do
many corrections officials accept wholeheartedly the common-sense propo-
sition that the ethnic distribution of "contact" personnel ought to be
close to that of the inmate population. Relatively few have had anything

like the 1971 Attica experience, and even there hard data, beyond inmate
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assertions that racial disparities contributed to tensions, are hard to
come by. LEAA's so-called "70-per-cent guideline" as to employee/inmate
ratios fs widely seen as being unenforced with good reason--since jt is
felt to be unworkable.

In a number of instances, arguments such as these were met with the
obseryvations that brief attention to EEO problems could free administrators'
long-term energies to deal with more intractable difficulties; that tech-
niques are available to do more, and more effective, recruitment within
existing situations; and that legal and federal pressures remain distinct
and far-from-remote possibilities. Nevertheless, enough correctional
administrators are persuaded otherwise to explain, in part, why Seminar
attendance was not greater than it was. |

In sum, attendance at the Seminars was substantial, most states and
their aduylt systems were represented, and 80 per cent of those who attended
were drawn from the projected target audience. Given competing demands,
the lack of a sense of immediate urgency concerning EEO problems, and the
non-mandatory character pf the program, the level and quality of attendance
constitute a substantial achievement. To the extent that the desired
audience was reached, officials in many systems were alerted to the very

real priority given to affirmative action by federal authorities, and to
the implications of that emphasis.

Evaluation

In part, this was an ongoing internal process. Faculty exchanged obser-

vations and criticisms freely, and invited immediate comments by participants,
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Thus, Professor Dailey modified his presentation in the direction of greater
participation, after hearing complaints of "too much lecture." Other
faculty members likewise made beneficial changes in details and content,

and in style of delivery.

As indicated, the project also engaged a professional Evaluator,

D.A. Stewart Associates of Moorestown, New Jersey. Members of this firm
attended, and submitted detailed reports on, the Daytona, Norfolk and

Hartford sessions. They did detailed assessments of post-seminar evaluation
guestionnaires on these and the other sessions as well. In their final report,
Stewart Associates summarized the program, and commented on such items as
"Composition of Participants," "Program Evaluation Reports," "Adequacy of
Course Content," and "Sessions of Most Value." Among their most significant
findings is the fact that over 80 per cent of both "target" and "non-target"
attendeed who completed the questionnaires rated the program "Excellent" or
"Good" in terms of its responsiveness to their needs.

Project faculty and research staff also had access to the post-session
Evaluation Questionnaires, and to Individual Action Plan forms. In addition,
a post-session inquiry questionnaire was sent to all participants in late
September 1976. Thirty-seven responses (21%) were réceived. This was dis-
appointing, but some answers were given with sufficiently high frequency to
confirm findings arrived at during preliminary research. Nine on-site inter-
views also confirmed most earlier findings.

Neither the relatively Tow response to the September questionnaire nor
the limited number of on-site interviews conducted during November 1976 allow

broad generalizations concerning behavioral change as a result of the Seminars.
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In fact, to expect extensive changes in the short time between the Seminars
and the post-session inquiries is to misunderstand the nature and potential
of the Seminars program and to underestimate the difficulties facing many
systems, even with the best wiil in the world. To some extent, the Seminars
were a process of suggestion and discovery--on both sides. Project faculty
built and refined curricula on the basis of extensive preliminary and
ongoing research. Participants in turn received numerous suggestions as to
how to update their personnel systems with regard to affirmative action,

Not all problems were solved; not all questions were answered, But those who
attended got advice grounded in reality and, more often than not, adaptable
to their particular situations. This surely constitutes a significant

step forward,

For their part, National Civil Service League staff gained invaluable
information on the nature and affirmative action needs of the correctional
systems served. In particular, they learned that the need for training and
other forms of assistance is widespread, and that it extends well down into
the organizations whose leaders attended the Seminars. In short, the experience
and knowledge gained through conduct of the Seminars have built the National
Civil Service League and its staff into a force especially suited to helping
correctional systems modernize their personnel procedures, and effect affir-
mative action. A beginning has been made; the League will of course continue

to respond to the needs of the corrections community at every opportunity.
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APPENDIX A

SEMINARS ON AFFIRMATIVE ACTION LEADERSHIP
DEVELOPMENT IN CORRECTIONAL INSTITUTIONS:

"ATTENDEES' QUESTIONNAIRE"

2



5

" SEMINARS ON AFFIRMATIVE ACTION L

3

APPENDIX A .

ATTENDEES QUESTINNMAIRE

Please fill out and mail it back, in the enclosed self-addressed envelope,
as soon as possible.

EADERSHIP DEVELOPMENT IN CORRECTIONAL INSTITUTIONS"

NAME

TITLE

AGENCY/ORGANIZATION |

CITY | TATE ZIP CODE
PHONE () . : ’

/

/_/ 1 will be able to accept the invitation.
/_/ 1 will not be able to accept the invitation.

The LEAA grant under which we operate requires that each attendee states

his/her hourly salary rate and source so as to establish the matching fund
totals.

Hourly rate $ Source of salary

1. Has your system implemented an Affirmative Action System?
Yes No

2. Has your system implemented an Affirmative Action System for residents
work assignment within the Institution?
Yes No

3. Are you now under Federal Court Order with respect to Equal Employment

Opportunity? Yes No . If yes what is the citation of the case?

4. Has hiring quotas been established by Court Order?
Yes No

5. Is there an internal Grievance Procedure for EEQ Problem?
' Employees Residents

6.  What is your particular.interest?

-33-~




RESPONSES TO "ATTENDEES' QUESTIONNAIRE"

Has your system implemented an Affirmative Action System?

Yes_ 86
No 8
No Answer 6

Has your system implemented an Affirmative Action System for residents...?

Yes 2]
No 52

Not applicable 18

No answer 6

Are you now under Federal Court Order....?
Yes 2%
No 82
Not applicable__2_
*Reflects multiple responses from same state or agency.
Héve hiring quotas become established by Court Order?
Yes 6
No 87

Is there an internal grievance procedure for EEQ problems for -

Emﬁ]oyees 86 Residents 35
Particular interests: Affirmative Action planning: 19; women's

employment 4; LEAA requirements 5; recruitment and retention 3;

| balance scattered.

(
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APPENDIX B

PRE-SESSION TELEPHONE QUESTIONNAIRE,
REPORTS AND TABULAR FINDINGS




"Seminars in Affirmative Action

Leadership Development"

Pre-Session Telephone Questionnaire

A. System-General

1. What is the organizational status of corrections in the State

Administration? Is it at Cabinet Tevel? Autonomous?

2, If not autonomous, is budget affected?
3. What is the division/department's jurisdiction (adult, juvenile,
institutions, parole, probation, etc.)?
4, Describe the institutions in the system. How many?
Type (by security level, group incarcerated, etc)?
Location (urban or rural)? Is this a factor in recruitment?
5. Is any new construction planned? Where? Type of facility?
6. Describe the prison population
Male? Female?
Ethnic percentages?
B. Personnel System
1. Does the division/department}have its own personnel office?
2. Who 1is in charge?
3. Does the division/department do its own recruiting, examining, etc.?
4, Does a state merit system play a role?
5. What methods of screening and testing are used?
Written?
Oral?

Experience and education?
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10.
11.

12.

13.

Used for which job classec?

Are tests validated as job-related?

Training programs? For disadvantaged?

Is there an Affirmative Action Plan? Vhen implemented?

Is there an Affirmative Action or EEQ Officer? When appointed?
Specific actions to achieve EE0?

a. Qutreach?

b. Career Jadders?

Describe available grievance mechanisms. Are there separate
mechanisms for EEQ complaints?

What is the rate of turnover (per month, year, etc.?)

a. Characteristics of departing population?

b. Correlation with particular institution, job category?

C. Personnel

1.

How many employed? Types of jobs?
a. Custodial

b. Treatment

c. Administrative

d. 'Clerical

e. Service

f. Other

Ethnic distribution (of all employees; of contact personnel)
a. Caucasian

b. Black

c. Spanish-surname

d. American-Italian

e. Asian-fmerican
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3. Ratios
a. Of inmate ethnic distribution to that of employees?
b. 0Of workforce ethnic distribution to representation in the
Tabor market area?
4, Minorities in higher grades? How many?
5. Do women work in all jobs, institutions? Limitations?
Problems
1. 1Is your system under or threatened with court order(s)?
2. Have you had racial incidents, riots in the past five years?
Did racial imbalance (in inmate/employee ratio) play a part?
3. Describe public and legislative attitudes re: corrections.
~ Are monies available?
4. VWhat are the top five cha11engesvfac1ng your system?
5. Where does EEO rank injéerms of priority?
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BACKGROUND RESEARCH
FOR
SEMINAR IN AFFIRMATIVE
ACTION LEADERSHIP DEVELOPMENT

MARCH 3-5, 1976




PRISON SYSTEMS IN SEVEN SOUTHERN STATES

(Alabama; Arkansas; Florida;

Georgia; Louisiana; Mississippi;

South Carolina)
Note: The following information is submitted with the reminder that
it is teptative and in some respects questionable. Most of it was
developeu by telephone, from officials having a vested interest in
their answers. There was not time to consult annual reports and the

Tike for more than two states; thus the statistics given are again

Targely dependent on the spur-of-the-moment estimates of interested offi-
cials.
* * *

The most striking thing about these and other southern prison
systems is the number of persons they house, particu1ar1y as they
form proportions of the overall prison population of the United States,
and of the civilian populations of the various sections of the United
States. Prisoners in southern systems are 47 per cent of all American
prisoners. The proportion of prisoners to civilian population in the
South 1is 32 per cenﬁ: the highest in the country. It is no wonder,
then, that five states (Georgia, Florida, Alabama, Mississippi and
Louisiana) are under court order to remedy -conditions of, or resU]tihg
from, overcrowding, It has been fecent]y estimated that the prison
systems of 17 southern states are 20,000 over capacity; A1l of the
seven states discussed herein suffer from this problem, as do other
American systems, to one degree or‘another., Most are projecting

continued increases, in some cases at accelerated rates, in the years

ahead.
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The causes of this condition are several. In Florida, the crime rate
is second only to Arizona and Nevada, In the same state, the propartion
of men placed on probation has fallen from 80 per cent to 60 per cent
in about two years. Paroles are off about 30 per cent as well. Behind
this Ties a tendency of both judges and the public in favor of more

‘incarceration, for Tonger and more fixed times. The public in these and
other states 1s also opposed to increased public expenditures. As a
resylt, there is a reluctance in many states to undertake new construc-
tion. Even so, five new prisons are contemplated in Florida; Georgia

has two under construction and more planned; and Mississippi is developing
more decentralized facilities.

In part, this no doubt reflects a popular desire to put criminals
away, no matter what. However, it also has to do with the trend among
corrections professionals towards more decentralized, urban-oriented,
“diversionary" institutions, as opposed to merely building more high-
security facilities., In January, corrections officials from 17 states
met under the auspices of the Southern Governors Conference. They
recommended reduction of incarceration and utilization of diversionary
programs wherever possible. As has been indicated, they appear up
against public bpinion, and certain segments of the law enforcement and
judicial communities; corrections officials complain of lack of coordina-
tion with the latter two. They also, of course, are confronted with
popular and legislative reluctance to spend money on those regarded
as anti-social, At least in South Carolina, where corrections officials
have repeatedly warned State leaders that successful law suits over the
issue of overcrowding and related evils are possible, there has not been

a disposition to accept the status quo without argument.
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Beset by problems such as those of space and finance outlined
above, 1t is not surprising that southern officials contacted do not
seem to see personnel matters, and specifically affirmative action, as
having immediate priority. Yet these officials do not say that such
matters are unimportant. Rather, they are quick to cite statistics
indicating absolute and relative progress in hiring minorities and
women, and to give plausible reasons why further progress has not been
made. In general, it can be said of these systems that most have a
substantial racial imbalance between guard and inmate populations. 1t
should also be said that all appear to recognize that a problem exists,
and that all profess to have made important strides in dealing with it.

Information as to the individual states was developed primarily
through inquiry into a fixed set of topics. Beyond those indicated
above, several generalizations can be made &bout the prison systems
examined:

--ATthough most hire through a civil service system,
written tests are not frequently used. Rather, evalua-
tion of an application, interview and a background check
are more usual.

--Few states professed to have an affirmative action plan
as such.

-~Qutreach programs are few and re?ativeTy Timited,

--Neither did most appoint a particular individual to
be solely responsible for equal opportunity matters.

None had a separate EEQ grievance procedure.
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--The Tack of these features does not appear to be cor-
related with nonperﬁormance in the area of affirmative
action. Both South Carolina and Mississippi Tacked
these structures, but both cited important statistical
gains.

--Affirmative action with regard to inmates is very
Timited, in some cases virtually nonexistent,

--Although unionization is not extensive, it has made
some inroads, notably fn Florida and Alabama.

* * *

A profile of each of the state systems follows.

Alabama faces as a central fact of 1ife Judge Johnson's now
somewhat famous decision. Officials see some hope in that a Judge
on @he same (5th) Federal circuit has held that Johnson went too far,
espécia11y in appropriating State monies (in effect), but the weight
of his order is felt, That Alabama's merit system and its State
Troopers are under court order to end racial imbalances in hiring
also has implications that are not lost on corrections personnel.

Alabama operates about eight institutions, not counting 11 or
so road camps which are currently under the jurisdiction of the High-
way Department. The latter camps are to close, but the Board of
Corrections plans to pick some of them up. If that is done, addi-
tional corrections personnel will be needed. There are four major
adult male institutions, including a reception center, The State also
operates a women's prison, a youthful offender facility, a cattle

ranch and seven work release centers, situated principally in or near

urhan centers.
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Total inmate population in 1973 was 3,632. Of that total,
2,642 were held in major adult male institutions, At the end of
1975, 3,550 men were housed in the major institutions. Judge Johnson

has ordered that the number of inmates be reduced to designated
capacity, which is 2,300, |

The proportion of black to white prisoners is about 2-1 overall,
This was the case fbr the major institutions and 9 of the 11 road
camps, as of 1973. However, the Youth Center and the Cattle Ranch,.
both of which have small numbers of inmates, had méﬁorities of whites
in 1973. Thus, the evils flowing from overcrowding apparently affeqt
black inmates disproportionately.

Inmates' other characteristics are probably typical of prison
populations. Most are male, 17 to 30. More than half are single,
divorced or separated. The largest single ngup have 9th to 12th
grade education; a substantial number have only reached the 5th to
8th grades,

Correctional staff were only 1 per cent black in 1971. Today,
blacks constitute 20 per cent of a total work force of about 800.

Of this total, 600 are custodial personnel hired by the corrections
division. Another 200 “treatment" personnel are under the State
Department of Education.

Hiring is done through the State merit system. MWritten tests
are not frequently used. Custodial personnel are hired principally

on the basis of experience and interview, though a high school diploma

has lately been required. A1l hired must go through a minimum-standards

training program consisting of on-the-job as well as formal classroam

elements. There is a 6- to 9-month probationary period.
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There is no formal affirmative action plan. That the State

- merit system is under court order with regard to State Trooper hiring

is cited as an incentive to corrections officials to act. The Personpel

Director is responsible for affirmative action as well as his other
duties. A Training Director has some role here as well.

Salary increases for correctional officers are cited as having
attracted black applicants, including some with college degrees,
However, turnover has been high, especially in major institqtions.

An internal program to upgrade correctional officers to become cor-
rectional "counselors" has also apparently facilitated black mobility.

Beyond this, it would seem that affirmative action is less than
aggressive, The official interviewed acknowledged that the rural
locations of many institutions has led to a s:icuation in which white
rural guards supervise urban black inmates. He also indicated how-
ever that outreach recruitment, particularly of ghetto residents, is
not extensive, not only because of lack of money but because of a
reluctance to hire urban residents who, it is apparently felt, are
not 1ikely to be gualified. Neither are “do-gooders" wanted, Alabama
corrections officials have also been reluctant to hire females. Their
argument, which they claim has been unofficially supported by EEOC,
is that there are bona fide occupational inhibitions to female employ-
ment in the broad range of corrections jobs. Recently, a list of
eligibles appeared which was 3-1 minority and female. Officials felt
able to hire but one person from the list.

This reluctance runs up against Judge Johnson's order, which calls

for a virtual doubling of custodial staff, and affirmative hiring to
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reduce racial and cultural disparities between guards and inmates.

There is also a suit in Federal Distfict Court aimed at discrimination
against women based on unreasonable height and weight requirements.

In each case, A]abama‘seems to be hoping for a judicial or other
reprieve; there is no enthusiasm for compliance at the moment.k Johnson's
order, particularly with regard to hiring additiona] personnel, is seen
as ‘impracticable and an unconstitutional appropriation of State money.

There is no separate grievance procedure for EEO complaints. The
principal avenue of émp1oyee grievance is set forth in a training
handbook which provides that an individual can grieve to his supervisor.
He is entitled to a hearing within the agency, and can then appeal to the
State Personnel Department, which apparently imposed the system.

The State Employees' Association, to which many corrections people
belong, has also developed a frequently used grievance procedure. There
is some prospect that this organization will soon affiliate with the
AFL-CIO. |

Judge Johnson's order at one poﬁnt calls for inmates to be given
meaningful work. Inmates themselves have organized around various
issues. Work assignménts and other determinations are neVerthe]eSS
still made principally on the basis of available space, and custody
class.

Arkansas, like Alabama, has been afflicted with a courf finding
that incarceration in that State's penal system constitutes cruel and
unuysual punishment forbidden by the Eighth Amendment to the Constitu-~
tion. The Order in the Arkansas case substantially predates that by

Judge Johnson. Another court suit (Finney v. Hutto) is concerned

with employment discrimination in particulary it is currently in
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preliminary stages. The plaintiffs seek class action relief for racial
imbalance within guard populations in relation to inmates, quotas for
hiring at all levels, and an injunction against hiring of less quali-
fied whites.

The Arkansas Department of Corrections operates two major prisons
in the southeast part of the State. Since about 80 per cent of the
State's black population Tives in that part of Arkansas, recruitment
presents that much lTess of a problem. There are also a Youthful
Offender facility, a female unit with 85 prisoners and two work
release centers, There are 2,100 prisoners statewide. This is up
from a total of 1,679 in December 1973, One big unit 30 miles south
of Pine B1uff holds 1,600 men.

About half of all inmates statewide are black, However, 75 per
cent (1,200 of 1,600) of those at the major facility near Pine B1uff
are black. There are 500 employees. A relatively low percentage of
employees are black, Many blacks are on night shifts, notably at
the Tucker facility; morale is low, turnover fairly high. Promotional
staffing is a particular source of grfevance. There are no black
Assistant Superintendehts. One black has been promoted from Lieutenant
to Captain; a second prospective Captain was abruptly fired, for
veasons which are not clear, Employees are hired through the Arkansas
Department of Employment Security, and through direct recruitment.
There is no merit system involvement. Some referrals are obtained
from the Urban League's minorities-in-law-enforcement program (LIMP);
Just how effective this has been as an outreach device is doubtful.
Hiring is done on the basis of background and experience. A 12th grade

education is required, though experience can be substituted.
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An affirmative action plan was developed and implemented two
years ago, The Personnel Director is responsible for affirmative
action. There is no separate grievance procedure for EEQ, and Arkansas
corrections employees are not unionized. It should be kept in mind that,
up to two years ago, Arkansas prisons relied primarily on trusty guardé
for discipline and security. Thus, many corrections personnel are
relatively inexperienced.

There appears to be na program for affirmative action with regard
to inmate work assignments. Supervisors must recommend job changes.
Integration has occurred, down to and including cells and work details.

Florida has taken an unsuccessful‘appeal of U.Sf}5¥gfkict Court
Judge Charles Scott's Costello decision, which holds conditions in
the prison system to be in violation of the Eighth Améndment, to the
5th Circuit Court of Appeals. As in other states, the core issue is
overcrowding. |

The State operates 13 major institutions for adult males, 1 female
prison, nine road camps and three vocational facilities. Five more
major instituytions are to open soon. In December 1973, Florida had
10,382 prisoners. It was then fourth in the country in numbers of
persons held, and sixth per 100,000 population. In January 1976, the
State had over 16,000 inmates and more prisoners in proportion to total
population than any other State in the Union. Due to a shortage of
facilities, some men afe being housed in tents and warehouses. More
than 20,000 individuals are expected to be fincarcerated by the end of
1977.

More than half of Florida's inmates are less than 26 years of

age. Most have never been married or been in military service. The
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majority have an average IQ, but most display no more than 6th grade
knowledge. Blacks outnumber whites by about 54 to 46 per cent. Fully
97 per cent of those held are male.

The system employs about 6,000 persons. Turnover is about 30
per cent per year, It is expected that 1,500 new personnel will be needed
to staff six new institutions. Of present personnel, 14 per cent are
black and 19 per cent minority. The person interviewed indicated that
there had been a substantial increase in minority hiring since 1972,
but could give no figures for comparison.

The Florida Division of Corrections, Department of Health and
Rehabilitative Services, recently became the Department of Offender
Rehabilitation, with full Cabinet status. Presumably, this reflects
an increased significance for correctijons in the State.

The system hires from registers supplied from the State civil
service system. There is a basic written test for correctional officers,
though some are hired on the basis of resumes. In general, hiring is done
on test scores and an interview. A correctional officer must be a high
school graduate and pass a physical.

Florida has an affirmative action plan, which may have to be revised
because of the change to Cabinet status. A "Recruiting Coordinator"
graded as a Personnel Technician II is in charge of equal opportunity
matters. There are grievance procedures for both employees and inmates,
though apparently not separate ones for EEO. Florida corrections
employees are not yet unionized, but there will shortly be a representa-
tion election to determine (a) whether any representation is wanted
and (b) if wanted, whether AFSCME or the Teamsters are to be the bar-

gaining agent. Since corrections employees will be veting in a larger
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pool of workers, the outcome may not reflect actual sentiment within
the Department.

There has been no affirmative action with regard to inmate work
assignments. Those who object to the present distribution of labor
can resort to the inmate grievance procedure,

Georgia has a Targe prison system with usual problems of over-
crowding and inadequate staffing. There are: 19 adult male facilities;
1 female prison; 3 Youth Offender institutions; and 500 bed spaces in
various work release centers located in urban areas. In additionm,

there are 21 county correctional facilities, i.e., road camps. These

are manned by county employees but they house a certain number of State

prisoners for $3.00 per,day. This allows the State to set standards
and keep some control, Most of Georgia's institutions are in rural
areas. It is planned to build a prison in Atlanta within five years.
Institutions are already under construction in Columbus and Macon; and
another is planned for Savannah.

In December 1973, Georgia had 8,310 individuals in custody. It was
then sixth highest in the country in number of prisoners held, and
second per 100,000 pobu]ation. The current inmate population is over
11,000 and 16,000 is projected by 1980. The women's prison, built to
house 240, now holds 500, Two-thirds of the State's prisoners are
black.

The number of employees was not availabla. Four years ago, not
over two per cent of employees werz black. Today, about 13 per cent
are black. However, a large proportion of this increase jsvaccounted
for by blacks who work in community-based facilities (WOrk're1ease,

other diversionary), where they are one-third of the labor force.
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Turnover is high. Georgla is reported to have the lowest paid corrections
department in the Southeast.

In most Georgia prisons, the business manager performs the per-
sonnel functien. Only four have personnel directors. Hiring of
entrants is done through the State merit system. State employees can
also make a noncompetitive lateral transfer into corrections from
another department. Only probation and parole personnel have to take
written tesis, as must secretaries. Other correctional personnel
are hired on the basis of graded applications which take into account
schooling and employment experience. A correction officer must have high
school, or equivalent experience.

There s an affirmative action plan. Each institution and com-
munity facility has one too. The State Plan has been developed in the
past year, principally by the Affirmative Action Officer, whose posi-
tion was created at about the same time. Outreach has been limited.
The system did seek a woman administrator, and there was some recruit-
ment in urban areas, as well as in rural centers located close to
prison facilities; in both locations, minorities were particularly
sought. In the past year and a half, most institutions have managed
to acquire a token female, who is usually employed con the gate or in

another noncontact position,

There is a grievance procedure, but not. just for EEO matters.

The Affirmative Action Officer can handle EEQ-related grievances as
well,

Virtually all Georgia facilities are integrated. Most have

dormitory facilities. County institutions may have some degree of

segregation, but it is dealt with where discovered.
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Louisiana's Director of Corrections, Mrs. Hunt, died about three
weeks ago. The Acting Director is Mr. C. Paul Phelps. Mrs. Hunt left
behind a situation in which Louisiana is under court order to relieve
overcrowding, particularly at Angola prison,

The State operates three adult male facilities, including Angola.
A11 are in rural Tocations. Recruitment of urban blacks for employment
is admitted to be a problem, but outreach recruitment has been confined
to some limited advertising and circular distribution in minority urban
areas. Five juvenile centers are in urban locations, however. There
are also several work release centers in similar areas. These house
100-200 persons. The intention is to decentralize major facilities,
to make them smaller and place them closer to urban centers.

In 1973, Louisiana held 4,033 prisoners. The State was then
ninth in the country per 100,000 population, even though there had been
a decline of over 500 inmates during 1971-72. The number of those now
incarcerated was not available, but it is surely increased from 1973.

The Department of Corrections employs personnel for both adult
and juvenile facilities, as well as for probation and parole. The total
is about 2,300, of whom 300 are probation or parole employees. One major
institution has 850 custody personnel, and another 50 engaged in treat-
ment-type work. The total departmental work force is 28 per cent black.
Blacks also hold 27 per cent of jobs paying over $12,000. These figures
are in Tine with the State's black population, which forms 30 per ceht
of the whole. On the other hand, the prison population is about 70 per
cent black, o

Hiring is from registers provided by the State merit system.

Written tests administered by civil service are the primary mode of
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entry for all job levels. Affirmative action is theoretically the
responsibility of the Chief Personnel Officer, but he apparently does no
more than supply statistical data which will alert top officials to
imminent problems.

There is no formal affirmative action plan. The interviewee was
quick to point out however that Louisiana has always met LEAA guide-
lines in this area. Besides the limited outreach recruitment cited
above, he pointed to a substantial effort to employ women. This was
apparently instigated and inspired by Mrs. Hunt. It has resulted in
significant numbers of women working in men's institutions as classifi~
cation officers, tower guards and visiting-area personnel. They do not
work in cell blocks or analogous areas. The juvenile institutions,
which were segregated ﬁp until two years ago, have had their work
forces integrated by hiring the less numerous race at a given facility
as vacancies came open. This was at first done under court ordef, but
it is now continued as policy.

There is no separate grievance procedure for EEQO; jndeed, grievance
procedures do not seem highly developed at all. From 10 to 15 per cent
of Louisiana's corrections work force are unionized.

White inmates got job preference until recently. However, a court
order has required action to offset the effects of past discrimination,
The State has told the Court that it will replace whites in preferred
jobs with minorities as the jobs open up. The Court has also been
asked if it desires that whites be removed forthwith in order to
expedite matters; there has been no response.

Mississippi has been under court order to improve its prison system.

Yet its legal troubles are apparently not of recent vintage, and important
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steps appeayr to have been taken. There is just one State Penitentiary,
at Parchman, which houses 2,400 inmates of both sexes in small and
dispersed facilities. There is also a work release center on the south
coast. A Youthful Offender facility is planned, to be built in a more
urbanized area. Juveniles are held in a different system. Most plans
are contingent on bills currently before the legislature. The system's
Semi-Annual Report speaks of a possible "“crisis" in overcrowding within
a few months, but Miséissippi's problems in this regard are surely less
than those of some nearby states. It should be noted however that
Parchman's inmate popu1atioh, now 2,400, was 1,738 1in December 1973.
There are 555 correctional employees. Of these, 400 are custodial
personnel. Seventy (70) per cent of custodial personnel have been
with the penitentiary two years or less. Until about a year before
that, Mississippi relied on a trusty-guard system. Forty-five (45)
per cent of all employees are black. There is one black major, a black
Tieutenant and two black sergeants among the 32-man supervisory staff.
The inmate population is 2-1 black. Of 26 women employed, 11 hold
jobs not solely related to the female inmate population, |
The Semi-Annual Report includes recommendations for protection
of employees, presumably as to pensions and insurance, as "law enforce-~
ment officers.” It also asks for civil service protection and hiring
levels adequate to make possible a 40-haur week, This has to do with
turnover, which recently jumped from three to six per cent per month,
and which is attributed to the departure of high-quality personnel
for better Jjobs providing 40 hours and other benefits associated with
a civil service merit system. Mississippi has no such system, though

one js being developed. Corrections emp1oyment is presently at the
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pleasure of the Superintendent. Legislation is pending for inclusion
in the expected State merit system, or for setting up a separate merit
system.

Hiring is usually done on the basis of a written application and
oral interview; a 10th grade education is also required. Counsellors and
psychiatrists must have experience in corrections. This has allowed
many employees to move up through the system, particularly by furthering
their education.

ATl new employees must attend a 98-hour, 2-week training session
conducted early in the probationary period. They must attain a score
of 80 on the test which follows in order to be certified to their cor-
rection officer position. Stress is also put on in-service education
and training in both technical matters and human relations. An instructor
exchange program has been developed with the nearest junior college, which
is 25 miles away.

A recent Howard University survey found Mississippi's affirmative
action plan to be among the top seven in the country in effectiveness.
This is so, the interviewee said, despite the fact that the system has
refused to Tower standards to facilitate such action. Al1l applicants
face the same requirements.

The Personnel Director is responsible for affirmative action, but
it is regarded as the province of all management-level personnel as
well. There is a modest outreach program, involving use of advertising
and television, but most recruitment appears to be word-of-mouth.
According to the interviewee, working at the prison conveys a certain
status in the Tocal black community, which has been the locale of

most actual recruitment. At the same time, it was acknowledged that
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li it 1s not easy to find qualified persons in the surrounding labor market

area., Aside from the Timited amount of advertising mentioned above,

there has been relatively Tittle effort, it appears, to brihg in urban
! blacks.

There is no separate EEQ grievance procedure. What there is
consists of a resort to the chain of command, running up to the per-

sonnel superintendent. There are no unions, and there is no affirmative

action with regard to inmate work assignments.

South Carolina's Department of Corrections operates 31 adult insti~

tutions, housing individuals 17 and up. Juvenile offenders, probation
and parole are not under the Departmeht's jurisdiction. Unlike the
situation in other States surveyed, a considerable number of facilities
are in urban areas. The State Capital, Columbia, has 10 institutions,
with a major prison downtown. Seven work release centers are located
in resjdential-industrial areas on the outskirts of urban centers. On
the other hand, the State's Youthful Offender facility is in a rural
area, as are several country-operated prison camps. The State is in
the process of taking over some of these, as part of developing and
expanding the Deparitment's work release program. Since South Carolipa's
black population is well distributed throughout the State and its
counties, the implications, for recruitment, of the relatively high
number of urban or suburban correctional institutions are Tess than
they might be,

In December 1973, South Carolina had 3,489 inmates in cUstody;
the State was 7th in the country in numbers of prisoners per 100,000
population. Today, there are more than 6,300 inmates, and prisoners

are being added at a rate of 100 per month. It is estimated
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(New York Times, 1/25/76) that the State's institutions are already

60 per cent over capacity. Both the probation and parole functions
are underfunded, and the trend is toward more incarceration, despite
the warnings of correctional officials that suits as to overcrowding
could probably be successfully pUrsued.

The Department of Corrections presently has 1,500 employees.

In 1974~75, it had 1,300, of whom 720 were custodial personnel., Figures
for actual "treatment" employees, apart from the general category of
"noncustodial" personnel, are not available.

The Department hires through its own personnel office. Completion
of an application and a background check are required. During the’six
months probationary period which follows initial hiring, the prospective
corrections officer must complete 180 hours of training, on the job and
in the Department's section of the State Criminal Justice Academy. At
the end of probation, the employee is certified as a permanent, qualified
corrections officer.

William D. Leeke has been Director of Corrections since 1968. He
has apparently instituted considerable hiring of minorities, althcugh
the interviewee could not give direct information for the period prior
to his own employment by the Department in 1971. Although the inter-
viewee indicated that there were only 10 or 12 blacks in the Department
in 1971, a 1972 American Bar Association study credited the South Carolina
Department of Corrections with hiring more blacks in recent years than
had any other such department. Staff are 30 per cent black now. This
is in line with the black population of the State. The inmate popu-
lation is 55‘per cent black, however. Although the interviewee could

not give precise figures, he indicated that blacks hold substantial
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numbers of jobs above the entry level. There was a black Assistant Director
in 1971, and both a Deputy Commissioner and a psychiatrist are black.

There is no formal affirmative action plan, and no one individual
has EEQ responsibility. However, the 1ntervieweé indicated that Mr. Leeke
has made it clear at least since 1971 that such action is the province

of all management personnel.

A departmental Task Force on the problems of women employees and

prisoners was formed during the past year. Women are employed in the

men's facjlities, notably in the gun towers. Outreach recruitment has

apparently been minimal. Among blacks, word-of-mouth has been a major
factor accounting for the high number of applicants in recent years.
Turnover is also high, particularly at the State’s main prison in
Columbia. The interviewee thought this inevitable, given the hard
conditions at that maximum security institution.

There is a departmental grievance procedure, but no separate
process for EEQ matters. Appeals can be taken to the Commissioner of
Corrections and to State officials at a higher level. The State Human
Relations Commission has a role where EEO-related grievances are involved
as well. There are no unions for corrections officers in South Carolina.

Although there is no affirmative acéion plan for inmates' work i
assignments, the interviewee felt that communications with prisoners
are generally good., There are elected inmates' councils which, it was
asserted, are generally representative of prisoner opinion. Represen—
tatives of these councils meet with prison officials quarterly. There
is also an "ombudsman" for inmate grievances. It is unclear whether

these arrangements exist at facilities other than the principal one

in Columbia.
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INTRODUCTION

The six southwestern States covered herein are a mixed bag.
Overcrowding is a problem in at least four States, but none is in the
kind of extreme condition found in certain southeastern States; Five
of the six are relatively small systems, Texas being the exception.
Efforts toward affirmative action vary in intensity according to need.
In that Indians and especially Mexican-Americans are significant
elements of both the general and prison populations in these States,
their situations are rather particular. There are however racial
disparities in all. Except in Colorado and to a limited extent in
Arizona and Texas, unions are not a factor. Most cf the States have
grievance machinery of varying sophistication, but there is no separate
mechanism for EEQ, except in the sense of access to human relations

agencies and EEOC.




Arizona has a well-coordinated correctional system servicing both
adults and juveniles, in institutions and on parole. Its main prison,
housing over 2000 inmates, is badly overcrowded and physically inade-
quate. It experienced a 25-per-cent population increase during the past
year. A court suit on this and other substandard-services issues is
imminent. Although the Executive and Department leadership have pres-
sured for EEQ, it is a less urgent priority than more basic inadequacies.
The public and legislature are not wholly averse to expenditures, but
the climate tends to favor incarceration and severity, rather than
staff improvements.

Yet there is a clear need for affirmative action, for both women
and minorities. Minority groups in the work force are all under-
represented in relation to the prison population and, with the excep-
tion of Blacks, in proportion to their numbers in Arizona's population
at large. Female correctional officers are limited to female insti-
tutions for adults, though women do perform a wider range of functions
with the juvenile system. Both minorities and women are concentrated
in the lower.grades,

A principal inhibition to affirmative action is the central role
played by the State's merit system agency with regard to recruitment,
testing and certification, There is also currently a hiring freeze,
and adverse economic conditions have resulted in a lessening of turn-
over, which was a problem at the Arizona State Prison up until 1973,
The rural Tocation of that and other institutions has been a negative
factor in recruiting as well. Blacks have proved most difficult to
recruit and retain. That Arizona has been to some extent afflicted

with the phenomenon of ethnic "gangs" adds some urgency to the need

for affirmative action.
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Cojorado's Division of Correctional Services is centered within
the Department of Institutions. It has a'separate budget, however,
and has been relatively little affected by its lack of Cabinet level

status, Discontinuity in the Colorado Governor's Chair and in

Departmental/Division Teadership has inhibited effective policy develop-

ment for affirmative action and other areas in the past three years,
but the current Governor is expected to remain in office until 1980.
The Division handles adult incarceration and parole., Juveniles
are dealt with by a separate Division of Youfh Services within the
Department of Institutions. Probation is handled by the Judiciary.
Overcrowding is not a problem at present. However, there have been
some important changes in the ethnic makeup of the prison population
during the last decade., The number of’B1acks has particularly in-
creased, though Spanish surnamed form a substantial proportion of the
prison population as well. Overall, the current inmate composition
is about 55 per cent minority. In contrast, the vast majority of
employees, particularly correctional officers, are Anglo (White).
Women do work in control towers and other non-contact areas in wen's
institutions, as well as in vocational and educational programs,
Division leadership seems aware of the need for affirmative
action., It is also pointed out that minorities 1ncreasé5*300 per
cent over the past two years though minority representation is still
slight. New affirmative action plans are being developed; previous
ones were ineffective. Particular emphasis has been placed recently
on open recruitment and the provision of housing‘at the rural insti-

tutions which predominate.
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Colorado (continued)

The Division has had a Personnel Director, a woman, for about
two months. Reliance on the State Department of Personnel for
recruitment, testing and the formal process of affirmative action
has inhibited EEO. CoToradd correctional employees are extensively
unionized, and the unions are in general a negative force in relation

to affirmative action. There are no court orders or quotas mandating

or forbidding affirmative action.
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New Mexico's Department of Corrections is a Cabinet-level agency
with jurisdiction over adult institutions, probation and parole, and
Juvenile institutions and parole. Juvenile prebation is a function
of the Administrative Office of the Courts. The main penitentiary is
at Santa Fe, and houses about 1,160 male and fenale prisoners. There
ave several farms and conservation centers as we11, for adults and
juveniles. About 50 per cent of those incarcerated come from the
Albuquerque area, but the rural location of New Mexico's institutions
seems less of a recruiting problem than it is in other states. Re-
cruiting is less of a problem than is retaining staff of adequate
quality. Entry-level turnover has traditionally been about 30 per
cent and is at least in part a result of inadequate salaries. A system
of career ladders is just being developed, but the lack ¢f turnover
at higher levels has created problems.

The ethnic distribution situation is somewhat atypical. Mexican-
Americans are about 52 per cent of the work force, well distributed
among the grade levels. Blacks are about 11 per cent of inmates, and
(at most) 2 per cent of employees, There are 27 Native American in-
mates, and perhaps two employees--despite extensive recruiting efforts.

Overcrowding and other physical problems have been factors on
a modest scale. Recent?y, the Legislature appropriated monies to meet
the requirements for improvements set forth by a preliminary court

arder in relation to the case of Cox v. Aaron.

The State Department of Personnel plays a major role in recruiting,
testing and certification for the Department of Corrections. The
Department itself has a Personnel Coordinator, but everyday operations

are largely decentralized. A new affirmative action plan is being

L
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New Mexico (continued)

developed. Some recruitment of Blacks and Indians has been done,
with no lasting success. Attainment of EEO is regarded as of less
priority than acquisition and retention of competent staff in
general. Better salaries, career opportunities and in-service
training are seen as essential in this regard,

The current Departmental Secretary has been in office about
five months, Unlike his predecessor, he has not had political and
public relations problems. The result is that ne has greater guber-

natorial and Tegislative support for his proposals.
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Oklahoma's cabinet-level Department is responsible for adult
felons in institutions and on probation and parole, It operates six
principal institutions, énd five work release centers. Overcrowding
is a substantial problem, and the prison population of over 3,400 is
increasing at a rate of 100 per month. The turn-of-the-century prison
at McAlester has a capacity of 500 but now houses 1,200 inmates, A 1973
riot occurred at that institution at a stage when McAlester's population
was only slightly higher,

There has been an Affirmative Action Officer in the Department
since November. The inmate population is about 33 percent minority;
staff are 11 percent minority over all; this includes less than 5
percentyb]acks, and 1ike number of Indians,

The Department has an outreach recruitment team which travels
extensively to minority schools and areas. The State merit system
conducts tests; selections are made from the top five. These are
entry-level written tests, though minimum standards are resorted to
as well. In generaTQ participation by the State merit agehcy is
apparently not seen as an inhibition to effective pérsonnel recruit;

ment.
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Texas. This Department serves adult felons, male and female,
18 and up. The Texas Youth Council is responsible for juveniles,
probation is a local function, and parole is under the aegis of the
Board of Pardon and Parole. With 20,000 inmates and a staff of over
2,700, it is by far the Targest of the several systems included in
this report. There are two female institutions, and 13 male, of
varying degrees of security. Most are in East Texaé, in rural loca-
tions, This has been something of a factor with regard to recruit-
ment, but less in relation to Blacks than to Mexican—Americans who
Tack cu1tura1 roots in that part of the State.

All Texas institutions are approaching a critical point of over-
crowding; the rate of accretion was 307 per month during the first
3 months of 1976. |

The Depaktment has a Personnel Director who is also the Affirmative

“Action Officer., It does its own recruiting; there is no civil service

system statewide, Hiring criteria are principally a background investi-
gation and oral interview before employment, and a 4-week training
period, plus probation to 6 months theréafter.

The inmate popu]étion is 38 percent white, 44 percent Black,
and the balance Mexican-Americans and others. Blacks form 15 percent
of the work force, and Spanish-surnamed 4 pércent. The vast majority
of staff are Caucasian.

There is an affirmative action plan first drafted in 1970 and
revised in 1975, Outreach recruitment, including uti]ization of
media, has been used extensively, particularly in urban areas. It
has been successful everywhere but in Hoﬁston where the Ture of better

salaries and positions is crucial, Turnover is a perennial problem,
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Texas (continued)

though the system has an in-~service program for co11ege students which

has Ted some to move 1nto career pos1t10ns

Texas has not had riots or become subject to court orders, despite

some inmate restiveness and rumblings of lawsuits.
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Utah's Division of Corrections is housed within the Department
of Social Services, Difficulties on this account are minimal, but
creation of a Department of Corrections is under consideration. The
Division serves adult males and females, both in institutions and on
probation and parole. Juveniles are serviced by a separate Family
Services unit, as well as by the courts and local government,

There 1s one principal adult institution, which has five sub-
facilities, one of which is for women. It is located at Draper,
Utah, about 20 miles from Salt Lake City. Most employees are drawn
from the Salt Lake City and Provo areas, but minorities are only
minimally vepresented. The majority of 696 inmates (73 per cent)
are Caucasian; 14 per cent are Spanish surnamed and 12 per cent are
Black. OF approximately 350 employees, 190 of them correctional
personnel, there are 10 Blacks, 20-25 Spanish surnamed and perhaps
two Indians.

The Division of Corrections has no Personne] Department; it
relies on a Bureau of Personne1’in the Department of Social Services,
and on a State Department of Personnel. The latter has control over
the key personnel processes, but the Division has good input, Testing
is usually oral, and follows determination of basic eligibility on
the basis of education and experience,

There is an affirmative action program, conducted through the
Social Services Bureau of Personnel and the State Department of Per-
sonnel, The Division does recruit minorities through ads, college
visits and other means, and refers them to State Personnel for pro-
cessing. There is a program of in-service training desigﬁed to bring

participants into the probation/parole functions at the entry level,
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Utah (continued)

The system is under no coukt orders. There has been a 21 per cent
increase in prison population during the past year, but the base (575)
was small and overcrowding is not a problem. Ut is one State which
appears to have enough breathing room to allow reflection on what
Corrections ought to be. It‘differs too in that sentiment for com-
munity~-based corrections, and against additional prisons, is high.
There has also been a recent appropriation to reduce probation case
loads. At the same time, 90 per cent of the population favors capital

punishment.
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The Delaware Department of Correction has had cabinet-level
status for only one year. Previously, it had been centered in the
Department of Health and Social Services. Despite its separation,
the budget has not been considerably increased, as the legislature
appears to hold corrections at a low priority level.

Since its separation, the Department of Correction has been
divided into the Bureau of Adult Correction (adult institutions)
and the Bureau of Juvenile Correction (Jjuvenile institutions), Pro~
bation and Parole services for adults are administered by the Office
of Community Services under the Bureau of Adult Correction, The
Family Court administers probation services to juveniles. The
Aftercare Unit of the Bureau of Juvenile Correction provides after~
care (parole) for juveniles., The Belaware Parole Board is an inde-
pendent State agency, responsible only to the Governor, which paroles
adult offenders. Juveniles are paroled by individual institutional
review committees; the Review Boards are responsible to the Chief of
the Bureau of Juvenile Correction.

Delaware has a total of 8 institutions. There are two rural
maximum security adult male institutions and one riral maximum
security female institution. The Bureau of Juvenile Correction

maintains 5 urban juvenile correction units. The Sussex Correctional

- Institution for adult males is undergoing renovation as a result of

a court order. Other construction is in the early planning stages,
The total prison population is approximately 1,016 males and

53 females. Integration extends to the division of labor, the cell-

blocks and co-habited cells, There is no formal work or EEO grievance

mechanism for prisoners. This is due to the Tack of industry or '
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other prison employment in the gystem. For the most part prisoners do
not work. However, implementation of some type of industry, perhaps
clothing, is in the planning stages.

There are 800 employees in the Department of Correction, 72 of
which are black (61 males & 11 females) and 3 Spanish-surnamed. There
are 3 blacks and one Spanish-surnamed in the $16,000-$22,000 salary
range, 2 blacks in the $13,000-$18,000 range and one black in the
$14,000-$20,000 range. The Department also employs 2 Indian medical
doctors. The employee turnover rate is highest among correctional
officers at the maximum security institutions.

Women are employed on the cell blocks and elsewhere in the
Department, including the Superintendent's position at the Women's
Correctional Institution. But there is a need for affirmative action
concerning female employment in the higher level positions,

The emp]oxees are unionized and have a collective bargaining
procedure. Work grievances are handled through the union. There
is no specific EEO grievance procedure for employees. However, the
Department does have an EEQ Officer, and employees have access to
the Delaware Human Rights Commission and the State Merit system pro-
cedure for EEOQ.

The Department of Corrections does not have its own affirmative
action program at this time. However, they are in the process of
developing such a system. In the interim, the Department uses-an
affirmative action program set up by the Department of Health and
Social Services. The Department of Corrections EEQ Officer is
assisting in the implementation of an affirmative action program,

which should be in effect by this coming summer.
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Recruiting, testing and hiring of personnel are handled by the
State Department of Personnel. ‘Notice of vacancies is given to the
Department of Personnel by the Department of Corrections.

Affirmative action is a Department of Corrections priority, but
is constrained by the initial hiring by the State Department of Per-
sonnel, over which the Department of Corrections has no control. The
State Department of Personnel also administers outreach programs and
only in special cases does the Department of Corrections solicit its
own employees.

In general, problems exist in the areas of funding, facility
improvement, training of correctional personnel, number of personnel,
career ladders, and employment for prisonervs.

The Delaware State Legislature seems negligent in allocating funds
for corrections. In this "conservative state", treatment is frowned

upon, and punishment favored., This attitude is reflected in the budget.
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District of Columbia

As might be expected, this Department has its peculiarities, though
its problems and general characteristics are familiar enough, The
Director, who is appointed at the Mayor's pleasure, reports to the
Tatter. The Department has its own budget, which is passed on by the
Mayor and Council, as well as the House and Senate. The Department
handles adult incarcerations, and bdth adult and youth parole. Pro-
bation is under the D.C. Superior Court. Juveniles are the responsi-
bility of the Department of Human Resources' Bureau of Youth Services.
The Department also runs the D.C. Jail. The Women's Detention Center
accommodates some women serving 60-90 day sentences; those women with
Jonger terms are sent to the Federal Bureau of Prisons. The Department
runs six halfway houses, and contracts out four others.

In general, those convicted in the Superior Court for the District
of Columbia are sent to District facilities, all of which are located
in the Lorton-Occoquan area of Virginia. Those convicted of violations
ofvthe U.S. Code and sentenced in U.S. District Court go to the Federal
Bureau of Prisons,

The District's central facility, Lorton Reformatory, is a maximum
and medium security institution for males. Youth Center Number 1 is
located in the same coiplex and there is a second Youth Center at
Occoquan, which also has a minimum-security adult institution. A
second D.C. jail has just been opened. It will accommodate 960
inmates; 400 are already in residence. The old jail houses 663. It
is expected that the new jail will just keep pace with the expansion
of the population. An additional jail facility is Tikely to be

requested. There are no plans for other than suppiementary buildings
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at Lorton and Occoquan, though all institutions are at or near
capacity. |

The Lorton-Occoquan complex is 18 miles from Weshington., Urban
recruitment is therefore not inhibited by remote location,

The prison population is over 90 percent black., There are
1,300 uniformed correctional officers, 65 percent of whom are black.
Another 700 employees work in professional or administrative posi-
tions. Overall, the Department's work force is 56 percent black and
43 percent white., Nine of the top 12 positions in the Department are
held by blacks, and there is apparently a good distribution of non-
whites in the promotional ranks, Women work in most portions of the
male facilities. Although recruiting is done in other major cities
and on military bases, 90 percent of employees come from the Washington
area.

The Department has a Personnel Officer in the Division of Manpower
Management. It can be authorized to do its own recruiting for certain
purposes, but normally applicants are initially assessed as to factors
like experience and education, and then referred to the U.S, Civil
Service Commission, which processes them and passes on their hiring.
Hiring is aided by relatively good salaries and progression. A cor-
rectional officer is typically hired at a 65-6 rating and proceeds to
GS~8 within 3 years,

There is an Affirmative Action Plan and Program. The Personnel
Office has an EEQ Specialist, and thera are outreach, upward mobility
and career ladder programs. | |

The work force 1s largely unionized, all ncn-supervisory personnel

balonging to a local of the American Federation of Government Employees.
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There is a grievance mechanism under the union contract; it provides,
ultimately, for going to arbitration. In addition, an EEO grievance
procedure allows access to the D.C. Government's Office of Human Rights.
Most complaints are referred back to the Department for resolution,
however, Turnover among correctional officers is around 14 percent,
much of it being accounted for by heavy recruitment, sometimes of
persons who do not stay.

Overcrowding is not yet a crucial problem, though it could be, at
least at the D.C. Jails, by this summer's end. There were incidents
at the D.C., Jail involving the taking of hostages in 1974 and 1975.

Escape attempts were involved, though food and other day~-to-day issues

became the subject of investigation.
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Kentucky's adult correctional services are provided by the
Bureau of Correct1ons which is part of the Department of Justice,
Juvenile serv1ces are provided by the Bureau of °oc1a1 Semv1ces under
the Department of Human Resources. The maaor1ty of Juvenlles receive
community-based treatment rather than being institutionalized. Pro-
bation and Parole are administered by the Division of Community
Services within the Bureay of Corrections. The division supervises
adult offenders and those placzed on "shock" probétion.

The Kentucky Bureau of Corrections is at present undergoing a
period of change. As a result of the Governor's "Blue Ribbon Report,"
the Department of Justice was ordered to re-organize the Bureau of
Corrections.

Kentucky has a total of 7 institutions. There is a rural maxisum
security prison at Eddyville, established in 1888. The largest insti-
tution, at LaGrange, is a rural medium security institution. There
is a women's 1institution, two forestry camps and two community-based

programs. Funds have been appropriated for a new maximum security

© institution, but as of yet, no action has been taken. Overcrowding

is a major problem in'Kentucky.

The total prison population is approximateiy 3500 males and
141 women, Affirmative action and/EEO‘work provisions for inmates
are now under investigation by the Depaftment of Justice. Self-
imposed segregation is not prevented and races are not mixed in
co-habited ce]]s.‘ There is no EEO grievance mechan1sm for prtﬁonérs
as of yet, but one is be1ng implemented.

There are 1100 emp]oyees in the Kentucky Bure%q of Corrections,

approxiimately 6% of which are minorities. Out of approximately 520
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custodial persannel, 20 are women, In treatment positions there are
7 women out of a total of 60. There are 50 administrative positions
and 150 clerical workers, The Division of Community services, whiph
hand]es‘probation and parole, employs 178 persons,

In upper-level administrative positions, the number of minorities
emp]oyed is not high. In institutional administration, one asso-
ciate superintendent is a black female. Four blacks are employed
in Bureau administration and 4 of 60 in treatment positions. Women
are employed in various positions, mostly c]ericé], although the personnel
officer for the Bureau of Corrections is & woman. The 20 female cor-
rections officers out of a total of 520 do not work in control towers
or on the cell blocks in men's institutions. \

The employees are not dniohized and have no collective bargaining
procedure, However, there is a specific grievance mechanism for EEQ-
related cases. At each location, including Probation and Parole depart-
ments, there is an EEQ counsellor who is a peer-type employee. If this
counsellor is unable to recolve the problem, it is veferred to a central
EEO compliance office that coordinates with the Tocal counsellor in
resolving the grievande. The complainant also has access to an appeal.
This program has been in effect for one year. There is not as yet a
grievance mechanism for non-EEQ complaints, but one is in the planning
stage.

The employee turnover rate is highest among guards at the maximum
security prison at Eddyville and the women's institution at Pewee
Valley. This is a salary versus transportation problem, as both insti-

tutiens are located in isolated rural areas.
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In 1974 and under the present Governor, an'affirmative action

- program was implemented. The Bureau of Corrections uses their own

affirmative action program in conjunction with that of the Governor,
For the past three months, there has been an EEQ coordinator in the
Bureau of Corrections who is directing a minority recruitment effort.

Recruiting and testingare cérried out by the Bureau in coordina-
tion with the State Department of Personnel. MWritten tests'are used
for most positions except that of corrections officer. The Stéte
Department of Perséﬁne] validates the tests‘aS'job:reIated.s-

The Department of Justice runs an Qutreach program for the Bureau
of Corréctions, to attract minoritiés. The merjt syétem.concept_is/utilized
by the Bureau, but work is needed‘in the'area of careef,1addérs,’pgrt1~
cularly in getting minorities an& women into upper 1eve1'pbsitions.

fn genéra1, problems exist in the areas of overcrowding, salaries
of correctional officers, employee grievances, quality of prison Jife
(especially at Eddyville), career ladders and administrative re-organi-

zation.
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MARYLAND

The Department of Public Safety and Correctional Services is headed
by a Secretary. It includes a Department of Correctional Services, headed
by a Deputy Secretary, which is in turn responsible for a Division of
(Adult) Corrections, a Division of Probation and Parole, the Board of
Parole, an Inmate Grievance Commission, and the Patuxent Institution,
a diagnostic facility for adult defectives. An Advisory’Board of Cor-
rections consults with the Deputy Secretary. A Commissioner heads
the Division of Corrections. Like the Secretary and Deputy Secretary,

his is a political appointment, Juveniles are dealt with by the Depart-

‘ment of Health and Mental Hygiene through its Juvenile Services Adminis-

tration.
There is an overall Department of Corrections budget. The adult

division of corrections has more or less chronic funding problems on

this account.

The Division of Corrections runs seven institutions, its work release/

camp system_counting as one. The main prison is in Baltimore and goes
back to the early 19th century. It is a maximum security institution
having 960 male inmates. The penitentiary also inc1udés a Recaption
and Diagnostic Center. The Center is to be replaced by a new 500-man
Reception Center on the Penitentiary grounds by November 1976.

The Maryland House of Corrections at Jessup, some 25 miles outside
Baltimore, is a medium security facility housing 1,700 males. A women's
institution with 190 population is located there too, as is the head-
quarters of the correctional camp centers, which are minimum secﬁrity
facilities. There are six other camps, including a pre-release certer

in Baltimore. Hagerstown has the medium security Maryland Correctional
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Institution for 860 youthful offenders, and the Maryland Vocational
and Training Center, a rehabilitation facility with 1,089 inmates.

The total inmate population is 6,750; capacity is just under
5,000. It is an index of the problem of overcrowding that on the
day inquiry was made with regard to this report, the Commissioner of
Corrections was out examining a World War II troopship for use as
a possible minimum security facility.

The inmate population is about 75 percent black. In contrast,
the Division of Gorrections staff of 2,200 is 78 percent white and
22 percent non-white, Though precise statistics were not'availab]e,
it was aﬁserted that bTacks were well distributed up the promotibnal
ladder, and have been ‘for years. Disparities do appear to Va}y from
Tocation to location. They are worst in Hagerstown, where only sixﬂ
of 600 are black, and housing costs, a 3 percené non-white population,
and Tow turnover due to high employment have combined to defeat
affirmative action efforts. The problem on the Eastern Shore is

seen as one of recruitment of indigenous minorities who have not been

‘reached, There is skepticism about recruiting blacks from urban areas

for employment in such a remote area.

Women work in the male institutions, principaliy as teachers

.and counselors. Less than 20 work as guards, several in towers,

Howaver, their duties are circumscribed only by "decency," i.e.,
they do not regularly work on the cell blocks. Recently, efforts
to recruit for women's facilities resulted in predominantly male
applicants off civil service registérs. A decision was made not
to appoint for the time being.

The Division of Corrections has a Personnel Director. It may

recruit for special purposes, but it is generally supplied by the

=78




State Merit System, which conducts examinations and proyvides 1i$ts
for selection within the limits of veterans' preference and other
statutory factors. Prospective correctional officers must be 19 |
years old, have two years work experience, and be high school
graduates. The written entrance examination is & basic aptitude
test; whether it has been validated is not clear. Beginning profes-
sionals take a statewide Professional Careers Test. Orals and un-
assembled examinations are used for promotions.

Turnover is high in the maximum Security Facility in Baltimore,
and considerab]e‘at Jessup, Hagerstown and the outlying camps are
relatively stable, Although Maryland does not have collective bar-
gainfhg, employees are organized, through an old-Tine Employees'
Association and an AFSCME local apparently known as "the black union."
The employee groups do not seem to be a key factor so far as affirmative
action is concerned. There was a brief walkout at Hagerstown in 1972
over other issues, but militancy appears lacking.

There is a grievance mechanism for all State Personnel. Essen-
tially, it follows the chain of command, and then goes to a Hearing
Officer in the State ﬁepartment of Personnel who has power to restore
service, reduce or rescind penalties, etc. EEO complaints can also
be handled, directly, through a separate mechanism in the State
Department of Personnel. Correctioﬁs personnel have not utilized
this route with any frequency.

Pressure from minority groups for affirmative action is apparently
minimal. There is an Affirmative Action Plan, developed during 1975,
and recently updated. Efforts to recruit females are relatively intense,

and outreach recruitment has been dine for minorities as well, with
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inconsistent results. Problems at Hagerstown and on the Eastern Shore
are recognized, though the former is seen as more or less intractable

and skepticism was expressed as to the feasibility of bringing inmateék
Ed

employee ethnic ratios into line, short of many drastic measures--
which the State Merit System would seem to preclude.

. The system is under no court orders at present. There were

inmate disturbances in 1972, and there is an inmate grievance com-
Ii mittee. Crowding, as noted, is a serious if not critical problem.

Monies are lacking for sufficient vocational trainfng and for fair

wages for inmates. Pay levels are a pbdb]em with regard to hiring
IE professionals. Public attitudes are more or less typité]; 'dqmands.

for more and longer sentences--and re1uctanbe;to‘pay the resultant - .

bills.
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North Carolina

This State has a large correctional system, with some problems
of overcrowding., The cabinet-level Department of Corrections, headed
by a Secretary, has & Division of Prisons and a Division of Adult
Probation and Parole, each headed by a Director. The responsibility
for juvenile corrections was transferred to the State Department of

Human Resources ]ast‘year. The Division of Prisons runs six high-

- security institutions, the principal one being the central prison at

Raleigh. Other major facilities are at Blanche, Odom and Caledonia.
In addition, there are sixty~six field units administered through six
geographic area commands. Seventeen are médium security institutions;
the rest are minimm security. Each major city has two field units,
usually involved in community corrections and work release. A
accommodate 18-21 year-old youth offenders. Most are dormitory-type
arrangements. All are 25-50 percent over their 75-150-man capacities.,
Total capacity of the prison system is 10,164. There are now 13,786
inmates. The usual factors of public demands for mandatory and long
sentences, legislative reluctance to spend, and economic dislocation
seem responsible for a marked upsurge in recent years. A 1,484-bed
facility is planned to open two years from now, and modest additions
to existing Tacilities are planned. Nevertheless, the crowding problem
threatens to outstrip all current efforts to deal witﬁ it., By the
standards set in Judge Johnson's Alabama decision, at least three more

600~bed facilities are currently needed.

Employees number about 5,000 at present. The ratio of correctional

officers to inmates in maximum security institutions is about 1-32.

Statistics for 1975 shows that white males were 68.7 percent of the work
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force; females and non-whites constituted 31.3 percent. whites,‘
male and female, were 81.8 percent of the total; non-whites were 18.2
percent. Comparative figures for 1972 1hdicate that black males
increased by 11.5 percent and females by 8.9 percent by 1975. Precise
figures for the ethnic breakdown of the inmate population were not.
available but a disparity was conceded. It was pointed out, however,‘»
that the proportions for personnel having contact with inmates is
within 30-percent variance limits set by LEAA. Sincé Indians are
numerous in North Carolina, blacks are nct the only minority‘groub to
be taken into account in judging the prisons' ethnic'sffuétinﬁ.'

The Division of Prisons has a Personnel Dirgctor.“.éaqh of the
six geographic commands has one as well. ;A bentr§1 manpowéf office

handles paperwork. Corrections is not under the North Carolina merit

system. Consequently, the Department and Divisions do their own

hirihg, though referrals are accepted from the State personnel system,
There is no written examination. Correctional officers must be high
school graduates. Post-hire training is provided. Probation and
Parole Officers must have college. Tests for promotion are written
and job-related; there are interviews as well. |

The Department has a formal Affirmative Action Plan, which was imple-
mented between 1972 and 1975. There has been outreach recruitment through
newspapers, television, career days at schools and colleges, and Employ-
ment Security offices. Success has been at best modest, One problem
iﬁ the professional categories is that qualified minorities will not
take the relatively Tow salaries offered by the corredtiona] system.
One other related problem is that those recently attracted have not
been of a hfgh order of employability in the system, according to

the interviewees.
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Since the rape and murder of a female dental hygienist, there has
been a certain reluctance to use women staff ir overcrowded male facil-
ities. No female correction officers serve in the guard towers, though
some do work in control centers, |

There is a career Jadder program for correctional officers, which
allows them to move into administrative and professional positions.
Training and implementation on this subject are currently going on,
with the intent of extending the career Tadder to other categories of
personnel.

Turnover 1is a relatiVe1y small problem, remaining at about 8 percent.
Therevis thus much 1ong~time expertise at the middle and higher levels.
Tradifiona]ly, new personnel work first fn minimum security facilities,
then in medium and Finally in maximum security institutions. All cor-
rectional officers receive 160 hours of training during their first

year.,

Collective bargaining is illegal and there are no unions. There
are several older employee associations. A standard grievance mechanism
allows resort to the chain of command, then to an Employment Relations
Committee, the decisions of which are subject only to review by the
Department Secretary. If the grievant finds the decision unacceptable,
he or she may appeal to the State Department of Personnel. EEQ
grievances can be taken directly to the Employment Relations Com-
mittee or State Personnel. Only two or three have been so taken
during the last three years, however.

The State Personnel Act allows for an inmate grievance committee,
which is not controlled by corrections personnel. There is also a

court order requiring the Division to allow inmates labor unions.
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This is in addition to several suits regarding overcrowding.

As 1in some other southern States, overcrowding and concomitant
problems of discipline, interpersonal security and having to deal
with higher proportions of inmates serving time for serious crimes
present basic difficulties which cause affirmative action to be of
secondary concern. There is currently less emphasis on training
and rehabilitation than previouély. Protection of the public fis

seen as paramount, particularly as circumstances threaten to over-

whelm rehabilitative efforts, However, it is still conceived that -

inmates can "work out" .of the system.

Black groups in North Carolina have apparently gone to EEOC

and the courts in efforts to bring about,incnégsed’minority'hiring.

There have been three or four court suits. The Departhent has won
them all.
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Tennessee's Department of Correction is divided into Adult Services
(adult institutions) and Juvenile Services (Jjuvenile institutions). The
Division of Probation and Parole (under Adult Services) supervises adult
and addict parolees and probationers, The Division of Juvenile Pro-
bation (under Youth Services) provides aftercare services in all Counties
for juveniles. The Board of Pardon and Parole is an independent agency
which reports to the Governor. It handles only adults. Juveniles
come under the jurisdiction of the Juveniie Courts, who determine
release dates and provide parcle services for non-adult offenders.

Tennessee has a total of 17 institutions. The Jargest is an urban
maximum security penitentiary, opened in 1898, There are 6 medium
security prisons and 10 work-release and community based programs. A
new medium security institution will be operable by July 1976, and the
Brushy Mountain Prison‘wi11 be ré-opened after renovation some time
this year. However, overcrowding is still a serious problem in
Tennessee, ‘

The adult prison population is approximately 4740 males and 185
females, Integration in the cell blocks has been in effect for eight
years and racially miked cells were implemented last year. Self- |
imposed sagragation is not allowed for incoming prisoners, but is
net prevented in the case of Tong-term fnmates who are free to choose
their own cell-matas. Integration extends to the division of labor,
and a discrimination grievance.mechanism for prisoners is in the
conceptualization stage. |

There are 3000 employees in the Department of Corrections, 26%
of which are minorities. Custodial and treatment personnel make

up 60% of the work force, Whi1e the remaining 40% are employed in
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administrative and clerical positions. Minorities occupy various
high-level positions such as Assistant Commissioner for Adult Services
and Commissioner of the Board of Pardon and Parole. Women work in
control towers, arms rooms, check-gates and other non-contact posi-
tions in men's institutions. The employees of the Department of
Correction ave not unionized, but they do have a collective bargaining
unit and a 5-Tevel employee grievance mechanism. For EEQO grievances,
employees have access to the State Human Rights Commission. The
employee turnover rate is highest amongst custodial personnel in urban
institutions. This may be attributed to the high incidence of transient
labor in the Nashville and other urban areas.

EEQ is a high priority with the Department of Correction. There
is a working written affirmative action program. The head of each
institution is responsible for the individual programs. Written tests
are used for most positions except that of prison guard. Not all tests
stress job-relatedness, but instead concentrate on the employee's
common sense and logic. The State Merit system is in effect and
maintains an employee roster from which prison pérsonne] are selected,

The Department of Corrections has no Outreach program of their
own, but the State Department of Personnel does recruit from the
various communities. Upward mobility in the higher levels is a
problem, creating the need for improvement in the area of career
Tadders.

The Tennessee Legislature is not wholly adverse to expenditures,
but the public tends to favor incarceration and severity, rather than

improvement.
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Virginia
This 1s not a cabinet-level Department of Corrections. Its

Director reports to the State Director of Administration, who has
responsibility for social service and other functions, and who

reports directly to the Governor. However, Corrections has its

own budget, upon which the General Assembly passes directly. There ]

is a Division of Adult Services, which handles adult corrections;

a Division of Youth Services, which is responsible for juvenile
corrections, probation and parole; and a Division of Adult Probation
and Parole Services,

The State's correctional problems are fairly familiar. Qver-
crowding is a main concern. It is estimated that by 1978 the system
will have to accommodate 12,000 inmates--in facilities designed for
8,500, There are now 6,600 inmates, housed in two categories of
facilities. 1In addition, 2,000 persons are awaiting transfer from
local jails.

The main prison at Richmond, which authorities apparently tried

to close as early as 1871, is one of seven major institutions, housing

about 3,300 inmates. Most are maximum security institutions, but the
seven include medium and minimum facilities as well. These are
within 30 miles of Richmond, but three others are in rural areas.

For the latter, recruitment of urban individuals can be a problem,
though housing is provided at most of the major institutions,

Another 3,300 inmates are housed in 30 smaller, minimum security
field units, three of which are work release centers. Capacity of
the units is 100, but virtually all have populations between 150 and
260. Again, rurality presents recruitment problems. There is some

new and prospective construction: A 1300-man medium/minimum security
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facility at Stanton; a planned 500-man unit, to replace existing
dormitories and trailers at Powhattan; and, at Southhampton, addi-
tional trailer and portable field units to supplement current Youth
Offender facilities. 1In general, however, funding appears tc¢ be
not available to the extent needed to meet expected space needs.
Recently, the Tegislature got funds for a 10-year construction plan
to expand facilities by 75 percent.

Ethnic data were not available, though the inmate population was
described as heavily black. Commitments for the first half of 1975
were 1,125 white and 1,206 black. Total employees number about
4,000; two-thirds are security personnel. A high proportion of
newer emplayees are black. However, turnover is high, particularly
(as would be expected) among younger correctional officers and at
the central facility in Richmond. Low pay is a Factor, as are
improved employment prospects in Richmond and other labor market
areas. Many correciiona] offfcers at nothern Virginia facilities
commute weekly for other parts of the State, the cost of living in
the Washington area being too high for their incomes.

The Department has a Personnel Director. It recruits, screens
and refers applicants to the State Department of Personnel for
prospective hiring. The State Department sets salaries and other
employment standards., There are no entry tests. Individuals are
hired on the basis of minimum requirements, including high school
graduation. There is an extensive post-hiring training program.
Promotion is mostly on the basis of experience, and involves inter-

viaw by a Board of Review,
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The Department operates under several affirmative action plans.
The State Department of Personnel provides one, the Department has
its own, and a schedule of goals and timetables has been derived from
LEAA guidelines. '

There are goals and timetables for female hiring. wOmeanOrk in
the male facilities, including the cell bJocks at certain times. Their
numbers are not large, however,

The Department is in the process of recruiting an EEO Officer.
There 1s an outreach program for urban recruitment. Newspaper ads,
school visits and contacts through the Urban League are utilized., The
State Division of Personnel's EEOQ Coordinator provides recruitment
contacts as well. There is no career ladders program, however,

Coliective bargaining is against Virginia law; there is no union-

ization. The general grievance mechanism runs through the chain of

~command to the Director, and then to the State Division of Personnel.

An EEO grievance can be directly submitted to the State Division's
EEQ Coordinator, who is answerable to the Governor. However, that
approach has been used only once.

Virginia has one‘court case pending, with regard to overcrowding.
Its focus is the failure to pick up prisoners in local jails. There
have been no extensive disturbances in recent years.

Although Virginia's Governor recently described the Department's
affirmative action programs as the best in his Administration, the
telephone interviewee ranked personnel and EEQ as of major concern,
along with overcrowding and lack of funding. As in other States,
the public wants Tonger sentences, but does not want to pay for more

prison facilities. An Alabama-type situation is not impossible.
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The West Virginia Division of Correction is under the Department

of Public Institutions, which is a cabinet-level department headed by
a political appointee. Efforts have been made toward & separation
and subsequent instaliment of the Division of Correction as a cabinet
position, but as of yet they have been unsuccessful, The Division of
Correction has no control over its own budget.

The Division of Correction is responsible for adult and juvenile
correctional facilities, and the supervision of adult and juvenile
probation and parole. The Board of Fardon and Parole is the paroling
authority for adults, and the Juvenile Review Board has revocation
authority for juveniles on parole.

West Virginia has a total of 11 institutions. The largest is a
rural maximum security adult male institution, opened in 1866. There
is also a mixed security women's instftution, a medium security male
institution, and 8 forestry camps and work-release units., Most faci-
Tities are in rural areas with the exception of the work-release
programs. The maximum security institution at Moundsville has recently
been renovated. No other construction is imminent or in planning.

The total prisonrbopulation is approximately 1,645, There are
approximately 1,150 adult males and 37 females. Juveniles in the
various centers number approximately 458. Integration extends to
the cell-blocks as well as to the division of labor., Self-imposed
segregation in dining halls was a problem until it was discouraged
in the last few years. Because of overcrowding in the maximum
security institution, a small population lives two to a cell. These
cells are not integrated. However, at the work-release and other

institutions where dormitories are used, there is no racial separation.

7,
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There is an inmate work grievance mechanism at each facility,
where an employee advisory counci] handles complaints. However, there
is no specific affirmative action or EEQ grievance mechanism for
inmates. Because of budget problems with the Department of Public
Institutions, the facility at Huttonsville has lost its farming rights
to the surrounding property. As a result, 225 inmates have been
denied job opportunities. The implementation of industry at Huttons-
ville is now in the planning stages.

There are approximately 1200 employees in the Division of Cor-
rections, 4% of which are minorities., Women are utilized in all
non-contact positions in the various men‘s institutions and in contact
positions in the women's institution. Minorities and women have
considerable exposure in the higher level jobs. However, no blacks
are employed at the Huttonsville medium security prison at present.

Employezs are nof unjonized, but do have a collective bargaining
procedure. The Civil Service grievance mechanism is used for work-
condition and EEO-related employee complaints.

Due to low salaries (approximately $500.00 per month) and a
transportation problem specifically at Huttonsville, the employee
turnover rate for correctional officers is high.

The Division of Correction has its own affirmative action program.
Yet the Department of Public Institutions does the recruiting, testing
and hiring for the Department of Correctiohs under the State Merit
system. Thevre have been some complaints as to the job-re]&tedness of
the testing. No Outreach program is in effect. Career ladders are

implemented and effective.
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In general, problems exist in the areas of legislative funding,
inmate employment, inmate EEQ mechanisms, correctional officers'

salaries and budgetary limitations.
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INTRODUCTION

With these séven States, this series of Seminars on Affirmative Action
Leadership Development confronts for the first time the correctional systems of
the northern tier of industrial states. Like the southern and western States
covered thuys far, these systems face, in several instances, problems of over-
crowding, compounded by public and legisltative demands for more incarceration,

and reluctance to spend money for needed facilities. Unlike the States covered

~earlier, most have unionized work forces, and in some instances union contracts

inhibit affirmative action. It has to be added however that the unions in the
majority of the States have not been, or have not chosen to be, problems in
this regard.

The affirmative action record varies from State to State. Pennsylvania
has been inhibited by both administrative disruptions and a lack of will. Michigan
had had administrative problems but has a better record, it appears. MWisconsin
has taken some bold and innovative steps, its usage of "Personnel Rule 27,"
recently struck down by a Circuit Court, to hire minorities to redress racial im-
balance, being a case in point. Yet Wisconsin's correctional work force remains
at about four per cent minority--proportionate to the State's minority population
but well below the 30-40 per cent minority inmate population.

indiana, which is only beginning to develop a meaningful affirmative
action program, has comparable statistics. One suspects that rural ]ocationé and
overwhelmingly white populations make it difficult to achieve more than modest
hiring goals in such states.

Perhaps because the question was not asked directly, 1ittle sensitivity was
expressed with regard to LEAA requirements. As with States previously considered,
EEOD is of concern in most of these States, but is seen as a fairly intractable

problem of less than top priority.
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I111inois

The Department of Corrections runs nine adult and nine juvenile
institutions, and has jurisdiction over adult and Jjuvenile parole. Probation
is a county function. There are four maximum-security institutions, The
total of persons incarcerated is about 9,000 -- up from 5,900 two yearé ago.
The system is regionalized, i.e., prisoners normally serve their sentences in
an institution in their region. One result of this is that although Blacks
constitute about 55 percent of inmates over all, they are 75-80 percent of
those in the prisons in northern I1linois. Incarcerated juveniles are 65-70
percent black.

The Department has 5,000 employees, 3,700 of whom work in institutions:
2,800 in adult facilities, and 900 in juvenile. Of 240 officials and adminis~-
trators in the system, 170 are white males (70 percent); 15 are white females
(6.3 percent); 46 are black mates {19 percent) and 8 are black females (3 percent).
0f the total, just under 10 percent are women.

0f 882 professionals, 531 are white males (60 percent); 117 are white - }
females (13 percent); 155 are bTack males (17 percent); and 58 are black fema]és
(6.5 percent). Some 701 are male (79 percent), the balance female.

There are 2,384 Protective Services Personnel. Of these 1,575 are white
males (66 percent); 181 are white females (7.5 percent); some 588 are black males
(24 percent); and 59 are black females (2.4 percent).

Over all, blacks constitute about 24 percent of Departmental totals,
regardless of occupational category. Other minbrities are an additional one

il

percent, Three years ago, minorities were 17 percent of the work force, Blacks
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are 11 percent of the State's population. Women work in the male institutions
as Correctional Officers, in most positions.

Hiring is done through the State Department of Personnel, which does
all testing. Correctional 8fficers are hired on the basis of an oral. There
is a requirement of high school graduation, but it can be waived. A six-month
trainee program is followed by admission to the Correctional Officer series,
and three months additional probation. Professionals can enter as a Social
Services Career Trainee. This involves a one-year training period, plus three
months' probation.

An Affirmative Action Plan was formulated in 197N, and is revised each
year. There js an EEQO Officer. Outreach recruitment is done in ghetto areas,
using mobile units and a range of other approaches. In general, recruitment
has been easy, but the quality of applicants has been low, and turnover is high,
especially in the large institutions and the Chicago area. Keeping black pro-
fessionals has proved extremely difficult in particular.

About half of the Department's workers are under an AFSCME contract,
and the proportion is expected to rise to three-fourths by the end of 1976.

The use of career ladders has been inhibited by the contract's seniority
provisions. There has been some talk of a court challenge. but no concrete steps
have been taken. |

There is a regular grievance mechanism which culminates in binding arbi-
tration. EEQ matters can be taken to the State Fair Employment Practices
Commission, which has regqulatory and enforcement power, and is widely used by
State employees. Most of the FEPC cases emanating from the Department of

Corrections last year were sex discrimination cases.
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ITlinois has a sophisticated, computer-based system of monitoring inmate
work assignments and 1iving areas to ensure integration, It also appears to
be singular in the 1itigiousness of its inmates, who mounted 900 suits last year.
Cight attorneys are retained full time to deal with these suits, many of which
are based on claims that inmate civil rights have been violated. Most plaintiffs
have proceeded pro se, even though SPA funds have been used to finance legal aid
groups within the prisons. Court orders have been issued on a range of matters
such as‘méi1 and medical services, as well as inmate segregation.

As elsewhere, crowding is a basic problem. Capacity is 10,500 and is
being approached r@pid]y. Unless mandatory sentencing or some other intensifying
develapment takes place, growth is expected to level off between twelve and four-
teen thousand during the next two years. There is chronic gang conflict within
the system, emanating principally from black Chicago street gangs, but there are
white gangs as well.

Fiscal Timitations, large and archaic institutions which are becoming
unmanageable, and community and legislative resistance to community-based progréms
are seen as major problems, EEQ is an ongoing concern. Programs in this area
appear fairly sophisticated, and have met with some success, but there has been

much frustration as well.

Indiana

The‘Commissioner who heads the Indiana Department of Corrections is
responsible to the Governor directly. The Department has its own budget. It
has jurisdiction over adult and juvenile institutions, as well as community
services--parole, pre-release and work release programs, etc. Probation is a

county function.




ZE A

MR EE N a2

The Department runs a total of 13 adult and juvenile institutions. These

include two maximum-security facilities: the State prison at Michigan City,

‘having 1,550 inmates, and the Reformatory at Pendleton, with 1,650 younger males.

Tatal inmate population is something over 5,000 adults, and 730 juveniles. There
has been an increase in prison population since a long term low reached last fall,
but overcrowding is not yet a preblem, and the incarcerated population was higher
10 years ago. On the other hand, in several institutions, available footage per
individual does not meet standards set in the Alabama and other prison cases.

No new constructian is imminent, though long-term pians are in the works.

The State Prison at Michigan City is located in the highly urbanized
Gary-South Bend area of northern Indiana. Higher wages in the steel mills are
a chief obstacle to successful recruitment and retention. The reformatory at
Pendleton is about 30 miles from Indiahapolis. Like most of the other institutions,
it is in a non-urban area. This is a problem so far as minority recruitment is
concerned. Most personnel are recruited locally, and tend to stay on the job,
in part due to lack of alternative opportunities. The rate of turnover varies
from time to time, and is relatively stable around Indianapolis. It is high at
Michigan City, where two years ago it was 44 percent; eccnomic recession has
reduced this figure somewhat. Turnover is in any case a serious factor in
hiring and retaining minorities.

Lack of alternatives has also led a high number of co]]ege graduates to
apply for Correctional Officer and other positions. Because of their presence and
interest in professional-level positions, the recent tendency has been to promote
from within. The long-term implication is for white, college-educated former
Correctional Officers to predominate in professional ranks. On the other hand,

a new classification system has been developed which provides for career ladders
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for minorities, to move from custodial to administrative/professional positions.

The Department has approximately 2,300 employees, about 950 of whom
are custodial personnel. Hiring is fairly stable, though modest increases have:
occurred when CETA, LEAA cr other monies have been made available. Virtually
all employees have merit system status. The Commissioner and the heads of
institutions are the exceptions. The work force is unionized, but membership is )
divided between AFSCME, the Indiana State Employees Association and tﬁé Indian&ék
Teachers Association. A collective bargaining law went into effeqt in January,
1976, but was held uncenstitutional by a Tower court; the situatibn is now up
in the aijr. Union representation is strdngest at the State Prison and the
reformatory. Thus far, the unions have not been a big factor so far as
atfirmative action is concerned.

Minorities are about 8 percent of state population, and about 20 percent
of those incarcerated. The proportion -- about one-third -- is higher at
Michigan City. Minority employees at that facility are about seven percent of
the total, and this figure appears to hold, approximately, for the balance bf
the system. Thus, although the black work force appears to approach the pro-
portion of blacks in the State population, the number of black employees, notably
in protective services, is just one-third to one-half of the proportion jncarcerated.
There are no black administrators, and minority professionals are 10 percent of
the total. .

Most females, the majority white, are clerical personnel. The majority
of female protectiVe service workers are at a relatively small women's facility,
but female Correctional Officers do work in male institutions in most available
positions. »

The Department has its own Personnel Director. Both individual Tnstitutidﬁé

and the Department's Personnel Office do some recruiting, as does the State Personnel
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Division within the Department of Administration. Hiring is done from lists
provided by that Division, which administers and grades the examinations.
Entry-Tevel and promotional Correctional Officer exams, as well as those for
professional positions, are written. The entry test is essentially for aptitude
and is in the process of being validated over the next year. A statewide classi-
fication system wés promulgated in February 1976.

There is a statutory grievance system under the State Personnel Act.

In addition, there is an informal process within the chain of command. Both
processes culminatein appeal to an Employees Appeals Commission and possible
binding arbitration. On EEO matters, recourse can be had to the State Civil Rights
Commission or EEOC.

There has been a State Affirmative Action Plan for 2 years. However, the
Department of Corrections has just now initiated its first minority recruitment
program, and appointed a Department-wide "Affirmative Action Expediter" who will
coordinate the existing efforts of "Expediters" at the level of individual
institutions. The State Personnel Act and the merit system are seen as inhibiting
affirmative action. With the Rule of 5, it is said, it is hard to reach minority
applicants.

Minority recruiting at the professional level is difficult, because of the
attractions of private industry. Some outreach recruitment is being attempted,
especially at black colleges.

The system is under no major court orders, though it has been required
to provide some psychiatric and treatment services. Inmate suits on miscellaneous
topics abound, however. There have been no serijous incidents in the past 5 years,

though rumors of trouble are frequent.
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The potential for overcrowding is seen as a major problem, as is

chaice between various proposed remedies. Affirmative action is of ongoing concern.

Resistance from white employees is not great, but neither is the situation
ogne of great priority.

Public indifference or hostility, and continuing budgetary restrictions,
make it unlikely that bold new initiatives to head off problems aré Tikely in
Indiana.

Ohio adult corrections institutions and parole services are provided by the
Department of Rehabilitation and Correction, which is a Cabinet post. Juvenile
institutions and parole services are provided by the Ohio Youth Commission, also
at Cabinet level. The Adult Parole Authority, within the Division of Parole and
Community Services under the Department of Rehabilitation and Correction, has

the authority to parole felons; it also supervises all probation officers in the
state. Juvenile probation services are provided by the Juvenile Court, who may
assign the duties of juvenile probation to the County probation departments.

The Office of Subsidies, Community Services Division, within the Youth Commission
administers state aid to juvenile court probation departments.

Ohio statutes divide male penal institutions into two categories--
reformatories and penitentiaries. There are 8 adult institutions in Ohio, all of
which are in rural locations. There is one maximum security penitentiary, one
women's facility (mixed security), one medical facility based in a maximum security
building, two reformatories (1 maximum, 1 medical), and 3 medium $ecurity insti-
tutions. Renovation 1is now taking place at the Ohio Penitentiary, but a recent
praposal for a much-needed new facility has lain dormant in the Tegislature. No
immediate action on this proposal is anticipated.

The total adult prison population is12,211 (11,728 men, 433 women). Of

the total adult population, 46.5% are minorities. Racial integration extends to
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the cell-blocks, co-habited cells and the division of prison labor. Self-
imposed segregation among prisons is not formally prevented and is evident 1n
some dining halls. Cells are co-habited at 3 institutions and the Marion
Correctional Institution is at present under a Federal court order putting a
population ceiling on that institution. Overcrowding, then, is a major problem
in Ohio.

Inmates nhave a general grievance mechanism (Administrative Regulation
#845), through whiéh treatment and job-related grievances are brought to the
attention of the Institutional Parole Officer. If unresolved at this 1éve1,‘
grievances are handled by the Division of Special Services. There is no specific
EEQ grievance mechanism for inmates, although complaints of this nature are
covered under the above-mentioned regulation.

- There are 3,465 employees in the Department of Rehabilitation and
Cor%ection (82.1% men, 17.9% women). Approximately 50% of the work force is
comﬁosed of "protective services," which includes custodial and treatment
personnel. Of the 3,465 employees in the Department, 8.5% are minorities (185
men, 1710 women). The highest employee turnover rate is amongst guards at the -
various rural institutions, Salary levels are a deterrent to longfterm employment.

Women are not used in "high-risk" areas in men's institutions. In the
women's facility, they are utilized in towers and ”high—risk” contact areas. .
Of a total of 640 professional staff, 99 are women. There are 85 professional
staff members from the Various minority groups. |

The employees are not unionized and do not have a collective bargaining .
unit. An Executive Order requires that 30% of the total Departmental work-force
must be represented before a union can be recognized. A 10% representation of
the total Departmental work-force gives the employees "meeting and conference"
rights. Job grievances are handled through an internal departmentaT grievance

mechanism. &
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There is a specific grievance mechanism for EEO-related problems. A
complaint is filed through the Department Affirmative Action Coordinator and
the EEOQ Investigator who collaborate on the case. Comp]aints.then go to the
ELO Execetive Officer and, if irreconcileable, are brought te the attention of
the State Division of EEO. This'system has been in operation since 1973 and
has proved to be effective.

There is a written affirmative action plan for the Department of
Rehabilitation and Correction that has been implemented since 1973. There is -
both an Affirmative Action Coordinator and an EEQ Executive Officer in charge
of the respective programs.

The Department of Rehabilitation and Correction has its own Bureau of
Personnel which runs a statewide outreach program. Two minority recruitment

officers perform this function. Written tests are administered to all applicants,

including those applying for positions as correctional officers, by the State

Department of Administrative Services. There have been some recent questions
as to the validation of these tests as job-related. |

In generalQ,prQb}ems exist in the areas}of overcrowding, attempts to
apply EEO measures to fhé“inmate population, and in the area of legisiatively
appropriated funds,-,Historica11y, the Ohio Tlegislature has given corrections
a low priority. : 3, .

The New York Department of Correct1ona] Services, a Cab1net post,
administers the adu]t correctwona] 1nst1tut1ons and parole servwees “The Adult
Board of Parole is an autonomous agency which reports to the Governor but is
administratively under the Department of Correctional Services. dJuvenile

institutions are administered by the Division of Youth under the Executive

Department., Parole services and supervision are also the responsibility of the
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Division, specifically the Bureau of Placement and Counse]ing.‘ Probation
services are administered by local County Departments in all the counties
except three, where the State agency provides direct service. The Division of
Probation, under the Executive Department, serves primarily to supervise County
operations and provide financial assistance.

Mew York has a total of 35 institutions. There are 6 rural maximum
security adult male institutions, 11 rurdl maximum/medium adult male institutions
and 1 female institution. The remainder are urban youth and community-based
programs. Renovation 1is occurring at 5 institutions. The Matteawan State
Hospital (300 male, 4 female), previously administered by the Department of
Correctional Services, is being taken over by the Department of Mental Hygiene,
effective January 1, 1977.

The total prison population is 17,112 males and 437 females. Black
prisoners make up 56.7% of the prison population, whites 25.4%, Spanish-surnamed
17.4% and those classified as "other" .5%. The projected population for April
1977 is 20,000 inmates. Overcrowding is a major problem in Mew York, one reason
being the fact that State institutions must assume the surplus inmate
population from Mew York City.

Integration extends to the cell-blocks, dormitories and the division of
prison labor. Self-imposed segregation among inmates is discouraged. An jnmate
grievance committee, composed of three inmate-elected prisoners and various
institutional officials, provides for a multi-level mechanism that handles
treatment complaints and job-related grievances. Inmates also have access to
Federal EEOC.

Not including probation and parole services, there are 10,508 employees
in the Department of Correctional Services. 9,330 of these are employed in the

correctional facilities (7,789 males, 1,541 females.)
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There are 5,400 males in custodial positions, and 276 females. 1In clerical
work, there are 210 men and 930 women: the remainder of the positions are
administrative.

Minorities and women are well represented in the Department of
Correctional Services, but do not approach the proportions of minority
inmates. There are 1,134 blacks (840 male, 294 female), 318 Spanish-surnamed
(281 male, 37 female) and 33 classified as "other" (27 male, 6 female). Women
are assuming a greater role, especially as Correctional Officers.

However, they are still utilized primarily in non-contact areas in men's
institutions. 1In the women's institutions, they are employed in full-contact
areas as correctional officers. Minorities and women are employed in the
upper-level positions throughout the Department of Correctional Services.

The employees are unionized and have an extensive collective bargaining
procedure. Employment grievances are handled through the union and EEO-re]ated
complaints are channeled through the Office of Minority Group Manpower Programs
or the State Division of Human Rights.

The employee turnover rate is highest amongst guards at the maximum and
max./medium security institutions. The rural location of these institutions
creates a transportation problem, which is seen as the major deterrent to long-
term employment.

Written EEQ and Affirmative Action plans are handled through the Office
of Minority Group Manpower Programs, which has been working successfully to open
up a previously "closed shop" in the area of correctional officer employment.
However, problems still exist because of the low percentage of minorities living

in the rural areas in which the institutions are located.
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Recruitment is done by the Office of Minority Group Programs. This
office also runs an outreach program in the urban and college areas. No actual
career ladder program exists, although there are promotional opportunities
throughout the Department. The Department of Correctional Services is at
present under a court-ordered quota to achieve a ratio of minority
first level supervisory personnel (Sgt.) that is coincident with the percentage
of minority correctional officers. |

The State merit system plays an important role in the screening and
testing of personnel. Written tests are administered by the State Civil
Service Department, and are given to all applicants, including correctional
officers.

In gehéha], problems exist in the areas of overcrowding, recidivism,
salaries and most of all the 1dcat10n of institutions, which inhibits minority

recruitment.

Michigan

The Director is appointed by the Corrections Commission, which is jn
turn appointed by the Governor for a 3-year term. The Department has its own
budget. It runs eight institutions and 12 corrections camps, all for adults.
It also has responsibility for adult probation and parole. Juveniles are handled
by the Department of Social Services.

The largest prison is at Jackson, in southern Michigan; it has 5,100 inmates.
A11 institutions in the system are at or over capacity. The system as a whole is
about 800 above the stated limit. Commitments per month are averaging about 200
above normal. Current population is about 11,100. Inmates are expected to

number 13,000 by the end of this year, and to peak at almost 15,000 by 1978.
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High unemployment and a trend to harsher sentencing are principal factars in ;
this growth, which began about October 1974, ' | “%fx;

In the face of the threat of imminent overcrowding, some new conStruction
has been projected. Almost 2,000 beds, including 1,000 at Jackson, are planned
for the immediate ﬁuture, and two more regiona] prisons are projected for 1980.

A suit to enjoin the Department from taking any more prisoners and to release some
of those in custody is also expected shartly.

Jackson and several other facilities are accessible by car from the large
urban areés in southeastern Michigan from which the majority of prisoners come.
The 800-man maximum-security institution at Marquette on the Upper Peninsula is
eight hours from Detroit, however. The medium-security Michigan Training Unit
at Ionia is also relatively remote, as ikekmost of the corrections camps.

The Department has a Personnel O%ffter. Hiring is done through the State
merit system, which does some recruiting. However, the Department does most
recruiting, particularly of minorities. There is no written exam for entry-level
Correctional Officers. An interview and background check are used. Hiring is
followed by six months' training and a 2~year probationary period. Higher level-
promotional exams are oral, though middle Tevel positions in the Correctional
Officer services are filled through a written exam. Traineé positians for pro-
fessional slots also require a written exam.

An affirmative action plan was formulated in 1971, and is updated each
year. There is an Affirmative Action Officer. A vigorous outreach program is
conducted, through the Urban League, NAACP, churches andkthe use of media in
minority areas. A career ladders program has been in existence for minorities in
the custody classes since 1974. It allows for acquisitionkcf co]]egé credit; and
movement to specialized positions in the correctional services. Turnover is

nonetheless high, especially among employees not long on the job, and minorities{
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The recent economic upswing has made recruiting and retention more difficult.
Although there is a theoretical backlog of applicants, 1ess fhan 50 per cent
of those contacted respond to subseaquent inquiries.

The Department has 3,200 employees of which 2,000 are custodial and
related professional personnel. Of the total employed, 13.4 per cent are
minority workers. [tichigan'‘s minority population is 13 per cent. However,
inmate populations are 60 per cent minority. The current Departmental goal is
to achieve a 15 per cent minority work force. This projection was set in 1971,
when the work force was only six per cent minority.

Affirmative action has been inhibijted to an extent by white employees’
hostility, especially to upward mobility programs. About 78 per cent of the work
force is unionized, by AFSCME and the Service Employees International Union
(SEIU), even though there is no collective bargaining law. The union leadership
verbalizes, if sometimes reluctantly, the attitudes and complaints of its pre-
dominately white constituency.

Overcrowding is of primary concern, as are related Tegislative and other

efforts to toughen sentencing, etc. As elsewhere, EEQ is of basic and continuing,

but not overriding, concern.
Wisconsin

The Division of Corrections is under the Department of Health and Social

Services. Action in many important areas, including affirmative action, has been
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disrupted during the past several months by the lack of a permanent Division Ad-
ministrator; an appointment is expected in the next two months. The Department

as a whole is also undergoing reorganization. Even so, Wisconsin appears to have’
an active and enlightened program for equal cpportunjty. The Tack of a separate
Corrections budget does not appeaf to be a source of great difficulty, though
Department-level rivalry for funds with the Department of Education is.

The Division has responsibility for all adult and juvenile institutions,

for adult probation, and for providing staff to the State Parole Board, which is

in the Office of the Secretary. Juvenile probation is a function of local courts
or, in a minority of cases,another section of the Department of Health and Social
Services. | B |

There are three major adult institutions including the State prison, housing
1,000 inmates. The other two are medium security institutions, and a fourth is
shortly to be converted to a Youth Offender facility. There is also a corrections
camp system with about 10 units. Three urban pre-release centers differ from the
dominant pattern of rural Jocation, which has been a major factor inhibiting
minority recruitment and retention.

Inmate population is now aboutk10 short of capacity and commitments are
in an upswing. No new construction is currently planned. Minorities constitute
between 30 and 40 per cent of a population, both adult and juvenile, of about
3,200. Division employees number about 3,000, of whom about 2,000 work in in-
stitutions. Of these, perhaps 1,300 are Correctional Officers. Minority em-
ployees in the inétitutions number about 4 per cent of the total employed.
Minorities are three per cent of Wisconsin's population.

The Department's Bureau of Central Personnel is in the process of absofbing

the Division's personnel functions. The individual institutions have their owp
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personnel managers, and do their own hiring, except for some supervisory personnel.
Correctional Officers have in the past been hired on the basis of an oral screening,
but they are now hired by random selection among high school graduate applicants,

18 and over. They are initially placed in a 2—year'training program, with further
training. required for attainment of the "Correctional Officer-II" level. The

State merit system sets criteria for promotional exams beyond this series; the

exams are oral or written, depending on level, the higher being determined by

an oral. It is possible to move up into supervisory or professional positions

throug) the correctional series.

Turnover is not a big problem. The work force, other than supervisors,

 has been unionized by AFSCME, or pays a "fair share" fee. Two general grievance

mechanisms exist, one through the union over working conditions, discipline,
etc., and the other with regard to pay, classification and the 1ike, to be
pursued by individuals. EEO grievances can be taken to the State Equal Rights
Division, which is the deferral agency for EEOC.

Both the Division and the Department have affirmative action plans, as
apparently does each institution. The Division has an affirmative action officer,
but not full time. Until recently, affirmative action was facilitated through
"Personnel Rule 27," a State regulation which allowed hiring of minorities or women
oniy where a racial imbalance has been shown. A Visconsin Circuit Court struck
the practice down, however, on the grounds that such procedure would require the
force of legislation. According to the Judge, minorities and women are not per se
"handicapped" or economically "disadvantaged" persons within the meaning of
current Taw., The case is on appeal. Although the Rule is now suspended, positions

are still being filled by the Corrections Division from Tists compiled under it.
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The Division has a substantial outreach recruitment effort, utilizing
various media in minority areas, as well as the services of the Urban League.

The system is under no major court orders,

Pennsylvania

The Bureau of Corrections is the largest segment of the Pennsy1vania
Department of Jusfice. However, the Commission has direct access to the Governor
on personnel and other matters, excluding certain policy features, in which he
is responsible to the Attorney General. Affirmative Actioﬁ has been disrupted over
the past three years by turnover among Directors of the State Bureau of Affirmative
Action, and related institutional rivalries with the various Departments. The
latest incumbent has a management, but not an affirmative action, background.

The Bureau runs eight adult institutions. There is a separate Board
of Probation and Parole. The prisons are regionally 1ocated; and those convicted
are usually sentenced to the regional institution. County prisons take prisoners
serving sentences up to two years, By a special arrangement, the Bureau'takes
prisoners from the Philadelphia prisons who are serving six months to one year.
Prisoners doing two to five years can go either to County facilities or Bureau
institutions. Those serving over five years must gd to Bureau prisons. :

There are currently about 7,500 inmates, of whom 56 per cent are black.
The proportion of blacks at Pittsburgh and Greaterford (Phi]adeTphia area) are
much higher, running close to 90 per cent at the latter facility. Transfers have
been made to attempt to rectify such imbalances.

Employees number about 2,900, of whom approximately 1,400 are custodial
staff. Turnover is not a serious problem. Except for physicians, acquisition
of professionals has not been difficult. The rural location of several institu-

tions makes minority recruitment difficult at these facilities. About 2,400 em-
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ployees have been unionized by AFSCME. The union has not been an obstacle

to affirmative action. Women work in the male institutions as support and
counseling staff, but not as correctional officers. Grievances can he taken by
an individual or his union. Most matters other than position classification
can go to bhinding arbitration. EEO matters can be taken to the State Human
Relations Committee or to EEOC.

The Bureau has a Personnel Director, Only clerical and top management
jobs are non-civil service. The State Civil Service Commission develops and
administers written tests for entry-level correctional officers, as well as
for promotions. There is a Corrections Trainee program, in which some individuals
can be hired for a year and then taken into the "Correctional Officer-I1" position
without a written exam. The tests are job-related. In general, civil service
requirements are seen as obstacles to affirmative action.

Cumulative figures for the ethnic composition of the Departmental work
force were not available. However, about 30 per cent of employees at Greaterford,

and about six per cent at Pittsburgh, are blacks. There are less than 30 black

professionals in the system.

The current affirmative action plan dates from 1974-75. Efforts have
been curtailed by the disruptions indicated above, Promulgation of a new plan
in 1977 depends on reception of guidelines from the State Bureau of Affirmative
Action. The Bureau is under no court orders at this time. Growth in prison
population is a problem, but is not at a crisis stage. It is hoped to avoid

a crisis by increased use of diversionary facilities.
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INTRODUCTION

The seven States and one territory covered in this report fall into
two groups. New Jersey, Connecticut, Massachusetts and Rhode Island share
similar social and economic characteristics, including fairly substantial
minority populations, both at large and in their institutions as inmates,
A1l are concerned with affirmative action, apparently more for minorities
than for women, and have programs to that end. However, none of the
programs are strikingly aggressive, and unionization of the existing work
forces 1is probably an inhibiting factor. Nevertheless, minorities appear
to be employed in proportion to their numbers in the work force in the
surrounding Tabor market area,

Maine, Vermont, New Hampshire and, in a way, Puerto Rico, share some
common characteristics. All are tourist centers, and all are more or less
ethnically homogenous. Affirmative action in such a context takes some
doing. Even so, as in the other States examined, affirmative action for
women is needed. Only Vermont seemed interested. No information on affir-

mative action was available for Puerto Rico.
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Connecticut

The Commissioaer who heads Connecticut's Department of Corveclions is
appointed by, and serves at the pleasure‘oﬁ the Governor. The Department
has responsibility for adult institutions (offenders 16+) parole and community.

release. The Board of Parole is autonomous, and its members are appointed

‘bx;the Governor. There is a separate Department of Adult Probation, and the

Juvenile Court system handles juvenile probation. The Department of Children
and Youth Services is in charge of juvenile institutions and parole services.

The Division of Community Release is responsible for offenders who are

wWithin one year of parole or release. It supervises 27 institutions which

conduct community release programs. HNine units are within the Corrections
Department, but 18 are halfway house operations outside it.

There are a total of 10 adult institutions. Six community correctional
cenlers house pretrial detainees, misdemeananis, and {elons serving up to oue
year, including some in a pre-release status. Those centers in urban areas such
as Bridgeport, Hartiford and New Haven have populations of from 300 to 600,
but most inmates are being held for trial. About 10 percent are in a pre-release
status, and another 10 percent are simply serving their time.

Four major institutions are provided for felons 16 and up who are serving
more than one year. The women's institution at Niantic, on the easteyn
Connecticut shore, also holds some women in pre-trial detention. The inmate
population is about 180. The Youth Offender facility al Cheshire has approxiQE
mately 400 inmates, and is located about halfway between Hartford and New Haven,
i.e., about 18 mles from either of those cities. A women's facility is
currently under ¢enstruction at Cheshire. The total institution will thercfore

be coed. That al Niantic is to be phased out as not economic.
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The maximum security institution at Somers is located in a rural area of

- northern Connecticut, as is the adjacent Enfield minimum security facility.

Both are within one hour's auto commutation of Hartford, but efforts to recruit
and retain minorities from that area have in fact been inhibited by transportation
difficulties. Springfield, Massachusetts, which has both black and Spanish-
speaking populations, is about 15 minutes away, but recruitment is ]1mited

by the State line. Turnover is high at the Somers Institution.

The total inmate population for all institutions is about 3,000. The number

has been rising, but is not at a crisis point as yet. About 45 percent of the
total are black; another 7 percent are Spanish-surnamed. Department employees
number about 1,800. Of these, about 9 percent are black, and 5 percent are
Spanish-surnamed. Three years ago, minority employees were just 10 perceht of
the total. The State popu]atjon and the proportion of minorities in the work
force are hoth about 10 percent.

The workforce is substantially unionized. There are both union-related and.
departmental grievance procedures., Final appeal can be had to a Personnel
Appeals Board. On EEQ matters, resort can also be had to the State luman Rights ¢

Commission, or to EEOC.

The Personnel Administrator in the Hartford central office has two assistants.

Two of the major institutions have personnel officers, and two have affirmative
action officers, Personnel matters aré;hand1ed by é business managek at the
other facilities. Theré is an affirmative action officer in the central office
in Hartford. |
The State merit system administers all exanms, thougﬁ the Department 1§ in
the process of irying to re-acquire the Correctional Officer test, which it turned
over to the State a year ago; The tast, which is currently being validated, is
a combination w-~itten and oral. The Department has condvcted some amount of

outreach recruitment, and has a career ladder program for Correctional Officers

and counselors, 114




An Affirmative Action Plan, first issued several years ago, was updated in .

May. One contact expressed confidence that EEO problems were being dealt with,
but there is some indication that recruitment and retention are problems,

especfa]ly as regards Spanish-speaking persons.
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Maine
The Bureau of Corrections, which is part of the Department of Mental
Health and Corrections, is headed by a Director who is appointed by the

Departmental Commissioner. The Bureau has responsibility for adult and

juvenile institutions, probation and parole. The general public climate
is such that corrections does not do well in the struggle for the budgetary
"pie." Maine also recently put an end to all provisions for parole, and

enacted a stricter criminal code. This has resulted in a strong upward

trend in numbers of inmates. Facilities are becoming somewhat overcrowded,

but no new construction is planned. Capacity for training and rehabilitation

programs has already been outstripped.
The State Prison, located at Thomaston at a fairly remote point on the

Maine Coast, is a maxiwmum security institution for felons. The Maine

Correctional Center near Portland is primarily for Youthful Offenders. There
is a smali women's facility, and male and female juvenile institutions, as well.

Adult prisoners total 550, Less than five percent are minority. Of 700
employees, about a comparable percentage are minority. The State population,
exclusive of Indiéns, is less than 1 percent minority.

Women do work as correctional officers to a limited extent, but budget
limitations and a high guard-inmate ratio have combined to prevent any use
of women in the State Prison. It is felt that women could not handle the
contact aspects of the job.

Low wages have led to considerable turnover, especially at the State
Prison, Mostl who depart have either less than one year in, or over 10,
Unionization has just gotten started, through a State Dmployees' Association,
and AFSCME.  There is a departmental grievance procedure, which can he taken

on appeal Lo a State Employees Appeal Board, at the fifth level. Also each
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institution has an affirmative action officer

‘a1

to whom EEO complaints can be taken. Such complainté can be referred to the

Bureau Affirmative Action Officer who, though he has only advisory powers,

can effectively set discrimination situations right. However, he is apparently
less than aggressive on the matter of women in the full range of correctional
positions. Appeal can also be taken to a State-level Affirmative Action

Officer.

There is a departmental personnel officer, and each institution has

a personnel officer as well. There is a state merit system which provides

Tists to fill certain positions. However, correctional officers are hired

non-competitively by the institutions. Typically, a written and oral are
ii used. Hiring is usually local. Promot%on to sergeant and above is on a com-
petitive basis. Tests havé been validated, it is reported. A career ladder
scheme was attempted in 1974, but was terminated due to high cost, and the

relative lack of mobility between institutions.

As in Vermont and New Hampshire, women are the most significant group
so far as affirmative action is concerned, There secems less disposition to
act aggressively on the matter here than in Vermont. The State had about
equal numbers of Indians and Blacks in 1970, but neither group forms any
disproportionate element of inmate, workforce or general population. Frénch
Canadians appear not to have discrimination problems, and language comjuni-

cation has noi been a source of difficulty.
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Massachusetts .

*

The Department of Corrections is heaaed by a Commissioner who reports
to the Secretary for Human Services. It is responsible for adult institutions
housing felons and misdemeanants age 17 and up. The Department of Youth
Services maintains residential facilities for juveniles; there are no
juvenile reformatories per se. The Commissioner of Youth Services and the
Chairman of the Parole Board both report to the Secretary of Human Services.
The Parole Board is within, but not subject tq,the Department of Correction.
Adult and juvenile probation is a function of the county courts.

The Department of Corrections maintains five major institutions, including
the State Hospital at Bridgewater, which has a majority of voluntary commit-
ments--for alcoholics, drugs; sex deviance or dangerousness, and mental illness.
The maximum security prison is at Walpole, about 25 minutes from Boston. |
Medium/minimum security facilities are located at Norfolk, Concord and Framingham;
the last is co-ed. There are also three minimum security prison camps, and
10 pre-release/community treatment centers, most in the Boston area.

‘ Including about 800 voluntary commitments at Bridgewater, inmates at the
major dinstitution number about 3,000. Most are near capacity.

Ethnic distribution for the four non-hospitals is as follows:

Institution Number (%) White Number (%) Black Number (%) Other
Walpoie 411 (64.7) 220 (34.6) 4 (.6)
Norfolk 417 (61.5) 250 (36.9) 11 (1.6)
Concord 268 (69.3) 108 (27.9) 11 (2.8)
Framingham (female) 39 (52.7) 32 (43.2) 3 (4.1)
(male) 23 (69.7) 9 (27.3) 1 (3.0)
TOTAL 1158  (64.0) 619 (34.3) 30 (1.7)
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Spanish surnamed are not indicated, and may be included in either major rvacial

group. There are apparently substantial Hispanjc comnunities in some

Massachusetts cities. Hispanics in the étate's workforce numbered 21,000 in

1970.

The Department has a total of 2,500 employec, of whom about 1,200 are

correctional personnel. Among correctional personnel, ethnic composition in

May 1976 was as follows:

Institution Total Corrections Officers
Walpole 257
Norfolk 219
Concord 225
Framingham (women only) 53
Bridgewater - 457
TOTAL 121

Although the statistics are not exactly comparable, it would seem that the
proportion of minority employees is substantially below that of minority inmates.
However, althouyh minorities in 1970 numbered about & percent of the total o

Stale population, their proportions of the work force were substantially smaller,

Minorities

Number

13
11

9
13
14
60

Percent

(5)
(5)
(4)

(24)

(3)

(5)

Even if urban areas alone, in which almost all minorities liva, are countedS

blacks were just 2.8 percent of the work force, and‘Hispanics were about one percent.

Personne) within the Department is under the aegis of a Deputy Commissioner

of Personnel and Training, to whom a Personnel Supervisor reports. The Massa-

chusetts Division of Personnel Administration recruits and examines personnel

for hire by the Department. It has an outreach recruitment program for mi

Vacant positions are also advertised within the institutions.

used for both eatry and promotional positions, though interview panels are
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employed as well. Because of delays in giving exams for new titles, there is a
relatively highnumber of "provisional" employees, i.e., persons appointed
pending a test. Most correctional officers, however, come off a list.

Correctional officers typically serve six to nine months before being

permanently appointed. Turnover is highest at the maximum security institution

at Walpole. A relatively depressed economy has tended to keep people on the
job in recent months. Most Correctional Officers are un\onized, primarily by
the AFSCME-Service Employees International Union Alliance. They joined last
month in an 11legal strike for higher pay. A tentative pact has been rejected
and the matter is again under negot%ation. Like other State employees,
correctional personnel no doubt have trouble keeping up with the cost of living
in the Boston area, where a family of four need $14,300 for a decent living.
Wages for State employees are considerably less.

There is an employee grievance mechanism, with appeal ultimately to the
Massachusetts Civil Service Commission. The Massachusetts Commission Against
Discrimination also handles EEQ complaints.

There is a departmental Affirmative Action Officer, and an affirmative
action plan. Career ladders are provided for all employees, through a training

academy and staff development. Some women correctional officers work in male
institutions, but only in non-contact posts. Some do work on cell blocks in

pre-release settings.

As in other States, the mechanisms for EEOQ are in place in Massachusetts.
The statistics also indicate that employment of minorities is in line with
their share of the work force. However, there are far higher percentages of
minorities in the inmate population, and it is not clear how aggressively
minority recruitment is being pursued. Neither docs there seem to be a great

press to get mare female correctional officers into male institutions.
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New Hampshire

One of New Hampshire's distinguishing features is that it has‘no
Department of Corrections. A Board of Trustees runs the State Prison at
Concord. Women are sent to either Maine or Connecticut. Other Boards
oversee a juvenile co-ed facility, and adult parole. The State Department
of Probation has charge of adﬁ]t and juvenile probation, N

In 1970, the State had a total population of about 737,000. Four
thousand were non-white. Minorities formed less than one per cent of the
workforce and the general population, and were apparent1ykc0ncentrated in
the industrial area adjacent to Lawrence and Haverhill, Massachusetts, in
the southeast corner of the State. "Persons of Spanish language' were about
20 per cent more numerous in the work force than Blacks,'but neither group
numbered over 700.

The State Prison has 296 inmates, of whom 12 to 14 are minorities
(4 per cent). Another 40 inmates are on release of some sort. Of 142
employees, 98 are correctional officers. A1l are white, and 95 are male.

There is high turnover--about 25 per cent last year--among correctional
officers. The officers are not formally unionized, but there is mo%ément in
that direction. A grijevance proceeds through the Warden, then to the Depart-
ment of Personnel and, on appeal, to a Review Board.

There is no affirvmative action officer, and whatever plan theré‘is is
confined to the rules and regulations for correctional officers, an&;tdf
aspects of a train{ng program. Women correctional officers are 1imitegﬁto
non-contact areas, except for visiting. y

Recruiting is done through the State Personnel Department, whichféives

a written test. Candidates are interviewed at the prison before hiring.
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The current written tests have been validated, but they need revision.
Professiona1 services are, to a large extent, but not exclusively, provided
on a consultant basis.

The lack of a Department of Corrections has led to considerable
pc1it¥£5] influence over the system. The physical plant, and rehabilitation
programs, have been neglected. Prison population grows by about 5 per cent
a year.

As in the neighboring States, women are the obvious affirmative action
focus. French-Canadians are undoubtedly numerous among inmates, but almost
all aré bilingual, and there are proportionate numbers of French-Canadian-
employees. Discrimination has not been alleged in any case. No great
urgency was detected with regard to female recruitment, and there is no

pressure to that end.
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The Division of Correction and Parole is part of the State Department of
Institutions and Agencies, A bill is pending to make the Division a cabinet-
Tevel Department, but no action has been taken as yet. The Division's experience
has been that the budgetary tie-in with social welfare programs has both
advantages and disadvantages. Specifically, the Division has sometimes benefited
from transfers of funds, but it has on other occasions suffered. The mixing of
funds is generally felt not to be good budgetary practice. ¢ﬂ

The Division is responsible for nine adult and two juvenile institutions,
as well as for community-based programs fo% parclees and others. Within the
Division, the Bureau of Parole staffs both adult and juvenile parole. The
Bureau of Community Services is responsible for three Community Treatment
Centers, in urban areas of the State, which serve 14-16 year olds, as well as
for several adult pre-release institdtions. The Bureau of State Use Industries
produces, distributes and stores support items for various institutions. The
Division of Corrections also inspects county and municipal detentionkfaci1ities,
and carries on various rehabilitation programs.

Of the nine adult institutions, all but three are either in or accessible
from urban arcas. The Trenton State Priéon and the Youth-Adult reformatories

at Bordentown and Yardville are in the same general area, while the Rahway

" State Prison and an adult diagnostic and treatment center at Avencl are in the

highly populated central part of the State. The two juveni]e facilities at
Jamesburg and SEillman are in somewhat less accessible Jreas,éspecia11y givén
a lack. of pub]ic'transportation.

There are no major facilities in north Jerscy, in or ncar Newark, dorscy
City, Hackensack, Paterson, or other urban centers with‘the State's highest

-
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minority populations. The State Prison Farm at Leesburg is in a renmote and
rural part of South Jersey, and the Annandale and Clinton Refofmatories, the
latter coed, are in only somewhat less remote West Jersey. Even so, successful
outreach recruitment from Trenton and Newark has been done for the latter two
institutions. h

One thousand juvenijles, to age 18, are incarcerated. There are 5,000
prisoners 18 and up as well. All of the State's major institutions are at or
near capacity. Addition of 3 to 400 new beds has been proposed, but no concrete
plans for new construction are afoot.

The inmate population of New Jersey's adult institutions is estimated to
be 65 percent black, 10 percent Spanish-surnamed, and 20-25 percent white.
Of about 3,000 employees, 1,500 are correctional officers. The Division's ethnic

breakdown,.as of June 1975, was as Tollows:

Whites: Male - 2,132; Female 813
Black : Male 615 Female 452
Spanish: Male 19 Female 9
Other: Male 52 Female 6

The percentage of white males is 75, that of black men 21. Blacks fomm a far
higher proportion of female employees. Taken together, black men and women
are 28 percent of the total. The State's minority population was just over 10
percent in 1970. Minorities are about 16 percent of the population in the
Trenton arca, where the principal State institution is located. Figures for
the workforce are. similar to those cited for the entire population.

Thus minorities appear to be represented in the Division of Corrections and
Parole wor kforce in proportibn to their numbers in the gencral population and
the Tabor market area. However, they are not proportionate to the numbers of

minority inmates.
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The Division has a Chief of Personnel Services and Cmployee Relations.
Each institution also has a personnel officer, or a business manager who
handles personnel, The offices at the institutions recruit and hire, give
technical advice at grievance hearings, and deal with various personnel
problems. There is also recruitment out of the central office. Those hired
generally come off a civil service list provided by the State Department of
Civil Service., Though it is under challenge, New Jersey currently gives war
veterans and disabled veterans absolute preference over others, and utilizes
the "rule of threc." The system therefore allows for little flexibility.

Good pay and the chronically depressed situation of the private sector
in New Jersey have caused turnover to drop from 40 to 50 percent a few years
ago to about 20 percent today. Most correctional officers are unionized,
principally through the Policemen's Benevolent Association, which is rather
militant, but undoubtedly not enthusiastic for affirmative action. There is a
grievance procedure related to the PBA contract. Appeal can be taken to the
State Department of Civil Service, or a dispute can be submitted to binding
arbitration, There is also a State Division of Civil Rights, to which resort
can be had in cases of discrimination.

Most recruitment, including outreach, is doné‘by the State Department of
Civil Service. That Department has a fairly aggressive record on affirmative
action.Correctional Officer candidates take a written and physical exam developed
by the State Departwent of Civil Service. These tests haye apparently been
validated. Upon cmployment, the candidate gels three weeks training, followed
by a 4-month "tesi” or probationary period. There is currently a waiting 1ist

of from 150 to 200, thus making affirmative action difficult.
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The Division is bound by a Etatewide affirmative action plan. There

N

are Affirmative Action Officers at the Department and Division levels,

as well as in each institution.
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Puerto Rico

Puerto Rico, that lovely island,. has, sad to say, a correctional systenm.
Adult offenders are committed to the Administration of Corrections, for
disposition to the Penitentiary at Rio Piedras, which has a capacily of
1,000 which is very close to being reached, Qr to one of several
gails and camps of about 150-200 capacity. The Institution for Youthful
Offenders houses juvenile offenders 18-21. Those under 18 are handled by the
Department of Social Services.

The Administration of Corrections, headed by an Administrator, is also
responsible for adult probation and parole. Whether or not there is affir-
mative action for women, Yhﬁqui tourists or non-Spanish-surnamed persons
is not known. Unlike the rest of our glorious country, it is not, with

regard to Puerto Rico, easy to come upon clear statistics on race.
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Rhode Island

The Director of the Department of Corrections is appointed by ihe
Governor, and confirmed by the Senate. He currently has a five year term,
but a new bill Which could again causé'him to serve at the pleasure of the
Governor is expected to pass. The Department has jurisdiction over all adult
and juvenile institutjons, probation and parole. There is an independent
Parole Board, however.

A1l institutions are located at Cranston, which is about 10 miles from’
Providence. For adults, there are one each of maximum, medium, and minimum
security institutions, a women's facility, and a work release unit. The
maximum security facility is at capacity, and the others are not far behind.
Drugs, and the protection of inmates who have "talked" or otherwise compromised
themselves, are problems. A Bond issue of $7.5 million dollars for construction
of a new wmaximum security facility has passed, and there are other proposals
for medijum and minimum security, and community corrections, facilities.

<Adu1t inmates number 526 males and 12 females. About 30 percent are
minority, principally black. There has been considerable racial tension among
inmates. The Department has 780 employees, 567 male and 213 female. About 13
percent are black. The minority population in Rhode Island's workforce is
about 3 percent.

Turnover was about 10 percent during the last year., It is highest at the
maximum security institution. The existence of a 20-year retirement provision
means that some older persons can be forced out to make room for younger
pecople. The workforce is unionized, except for some clerical and administrative

personnel. The union has sometimes been amenable to EEO but it has been and is
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resisting the introduction of women correctional officers into maTe
institutions. | ‘ |
Personnel, including EED, is the responsibility of the Chief of

Emp1oyee Re1ations. He hears grievance complaints on appeal from the

to binding arbitration.

Employees are hired from State Merit System lists. However, there is
considerable pre-test hiring of promising applicants who are given a physical
and agility test, and then trained for six weeks. They have provisional

status before conduct of the exam, which is written. Promotional exams are

written, except for the highest levels. There is also an element of education

Ii supervisory/agency head levels. Non-monetary items can thereafter go

and experience. Whether the written tests are valid appears doubtful.

The State Departiment of Administration has used CETA mdney to provide

each Department with an Affirmative Action Officer, to whom discrimination
appeals can be taken on an advisory/ombudsman‘basis. A few cases go'to
the State Human Rights Commissian. |

Seniority, eSpecja11y as regards officer reassignments, is currently a
sensitive issue. The union, as indicated, has also raised objections to
women in the male correctional setting. On the other hand;vthe state merit

system continues to certify women as qualified.

Again, the pattern of general-configuration of mwinority employment to

There is however, some greater suggestion of racial tensjon in Rhode Island,
especially among inmates, and of union resistance to affirmative action on

behalf of womer.

ll workforce proportions holds, as does the disparity with inmate population.
-129~



Vermont

VYermont is said to be in the northeastern United States. However, if we

are to judge by its correctional system, it is unlike any other place in that
country. Not even Maine and New hHampshire match its curious systen.
The Department of Corrections is part of a Human Services Agency, and

s headed Ly a Commissioner appointed by the Agency Secretary with the

Governor's and the Senate's approval. The affiliation with the Agency is

viewed positively, as giving access to Title XX and other funds. The

Department s responsible for adult and juvenile institutions, probation

and parole.

There are seven adult institutions. None are maximum security, though

one medium facility has a short term maximum capacity for those who don't

behave as good Vermonters should. There are about 450 adult inmates, 12 of

them women, and about 120 juveniles. Emphasis has been put on probation

instead of incarceration.

For those imprisoned, usually for not more than 10 months, it is a

sieady diet of convenience foods. Presumably, TV dinners and bologna sand-

wiches build steady habits. That means that it is not necessary to hire

cooks, Neither are there clinical or professional personnel on staff.

Rather, such services are acquired from other public agencies and private

sources, as is maintenance. Also, about 350 volunteers perform a variety

of non-security functions.

Affivmative action is decidely a woman's matter. There are less than

1,000 minorities in the State. Of the inmate population, 3 or 4 are

minorities, There is a 1ike number of minority quards. There are a number

of womeri among the 105 correctional officers employed. They work in the
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larger male irstitutions, though not in contact positions where there is
any degree of crowding. One male facility has a female superintendent.

The Commissioner is actively secking te..niques to effect affirmative action

for women. Male employees rebelled against an attempt to set quotas. He

also alluded to the desirability of hiring a French-speaking officer or two
al one of the more northerlyinstitutions, into which an occasional hapless
French-Canadian, fresh from the bush, stumbles without a command of English.

He wade no mention of possible affirmative action for bears.

The Department has its own personnel office, with a Manpower Managey

in charge. She is the affirmative action officer, and does personnel

training and development. The State personnel system recruits and provides

candidates for hire, Promotion can be internal, or through the State merit

4
system.

There is a State Employees Association, which bargains collectively,

but not on salaries. A departmental grievance mechanism goes through a

Hearing Officer to the Commissioner. It is for both inmate and employece

grievances. ECventually, appeal can be taken to a State labor relations

board.

Because of decisions to emphasize probation, the work force is stable at
present. The Commissioner seams committed to affirmative action for women,

but how tractable his situation is is questionable.
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INTRODUCTION

The eight midwestern States discussed herein vary considerably, but
can be grouped on several bases. Kansas, Missouri and to a Tesser extent
Nebraska, Iowa and Minnesota have the large black populations in urban
areas which correlate with sizable black inmate populations, and a sjzable

bTack labor pool. However, rural location is a factor inhibiting recruit-

ment in these States. In the Dakotas and Wyoming, as well as Minnesota

to an extent, Indians are a significant minority group, but the numbers are

small both in institutions and the general population, The situatjon so
far as affirmative action is concerned is thus somewhat intractable. In
Wyoming, a booming population has brought problems with it. Mexican-
Americans and to a Tesser extent blacks and Indians have become significant
elements in the general and inmate populations.

In summary, all of these could benefit to one degree or another from
training in affirmative action policy development. Some have big problems,
difficult to solve. Others need to be convinced that they have a problem

at all. Indian recruitment presents a particularly difficult challenge

for some.
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Towa

The‘Department of Social Services incliudes a Division of Adult Corrections
which has jurisdiction over adult fac?]ities, and a Division of Community
Services which handles, through subsidiary bureaus, adult probétion and
parole and juvenile institutions and services. The Bureau of Community
Services, which handles adult probation and paroie in conjunction with local
authorities, runs five halfway houses.

There are five adult institutions: The lowa State Penitentiary at Fort
Madison; the Men's Reformatory at Anamosa; a Security Medical Facility at
Oakdale; the Women's Reformatory at Rockwell City; and a Release Center. The
Reformatory is reasonably close (20-40 miles) from secondary population
centers at Waterloo and Burlington, both of which have some minority population,
but the other institutions, including the Penitentiary, are somewhat remote.

Both the Penitentiary, with a population of 813, and the Men's Reformatory
are crowded, though not at crisis stage. Bésica]]y, overcrowding at the
Reformatory has caused a shift of some prisoners‘to the Penitentiary, leading
to a tense and unsettled situation at the latter institution, as established
prisoner leadership is challenged by newer arrivals. Recently, there was a
"sit-out" at the Reformatory, but violence has been minor. Efforts are
baing made with the legislature to get a new youth offender facility, but
dispute over location has delayed this. The legislature has however voted
$1.35 million for community corrections, and for remodeling and adding to
existing facilitijes. ‘

Adult institutional population is about 25 percent black, 2 percent Indian
and 1.5 percent Spanish-speaking. Of a total of 854 employees of the Division,
less than 40 (4.6 percent) are minorities, and the great majority are black.

In 1970, minarities numbered 41,614, out of a total populetion of just over

2.8 million (1.5 percent). The Statewide work force was 1.088 million, of
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whom 10,845 were black, and 5,814 were Spanish-speaking, or 1.6 percent minority
all told. Thus minorities are employed in corrections in somewhat higher
proportion than their numbers in the work force. The proportion of minority

population in urban areas is slightly higher, but sti1l just 2.4 peréent.

The Department of Social Servi

hadi ! T4 s

office, as do the

" institutions. The latter do some recruiting. The State Department of

Personnel develops and administers written entrance tests, and certifies from
a civil service register. Promotional exams are written as well. The tests
are reportedly validated. Correction officers enter upon 5ix months probé{ion,
and a thorough training program.

Turnover is a problem, principally because of Tow pay and problems of the

custodiai job. There is a grievance mechanism, which involves proceeding

through the Department and then to an ombudsman on the Governor's staff, EEO kY

complaints can go directly from the Affirmative Action Officer in the Department

to the ombudsman.

A

The Division has an Affirmative Action P]an,\whiCh dates from 1972. There

is an Affirmative Action Officer at the Department 1eve1. Some outreach

-~ recruitment is conducted, and there are career ladder programs. Women work in

all institutions btut apparently only in non-contact positions. Tpere is a
Federal District Court case pending in which a woman js seeking redyess for dis-
crimination in job placement. '

It is hard to pinpoint, but there was a certain defensiveness about the
Iowa interview. The Division in fact is doing reasonably well, but there is
not real evidence of aggressive affirmative action in what seems a difficult

situation in any case.
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Kansas

The Kansas Department of Corrections is responsible for four male adult

institutions, a women's facility, a small "honor camp" a work release
in Wichita, and adult probation and parole services in most of the State.

Juveniles are the responsibility of the Department of Social and Rehabilitation
Services.

The Penitentiary at Lansing, 20 miles from Kansas City, is a maximum
security institution, as is the State Reception and Diagnostic Center in

Topeka. The Industrial Reformatory at Hutchison is in a small urban area abaut

50 miles from Wichita and has maximum and medium security. The Kansas Correctional

Vocational Training Center in Topeka is medium security, and emphasizes voca-
tional and educational training of about 200 male inmates. The women's institution

at Lansing had about 80 felons and misdemeanants. The Penitentiary and

Reformatory were opened in 1864 and 1895, respectively. "The Governor has pro-

posed an additional adult institution, to cost $\5-]7 million; the legislature

has it under consideration. Location, as a factor in inhibiting recruitment,

varies according to the institution, and is probably less important than economic

and social factors in inhibiting minority recruitment.

Total inmate population is about 1,740, with 40.5 per cent being minority.

Most minorities are black, but there are some Mexican-Americans as well. Indians

amount to about 2 per cent of all inmates. The Department has 972 employees,

490 of whom are in "protective services." As of the end of Fiscal Year 1976

(June 30), six per cent of all employees were black, 1.6 per cent were Spanish-

speaking, and there were no American Indians. Women work in male institutions

as correctional officers. Thus far, the right of inmate privacy has been asserted -
to keep them off cell blocks, but they serve in a variety of non-contact positions.

In 1970, Kansas' population was just under 2.25 million. There were 124,510
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minorities (5.5 percent;, of whom about 107,000 were black. The next largest
group were "persons of Spanish language," numbering about 3(,000; there were
8,672 Indians. The total work force was 852,313, Blacks numbered 31,300,
almost all in urban areas, and about 90 per cent of 14,647 "persons of Spanish
language" worked in urban areas as well. Thus, minorities as a percentage of

the work force were about seven percent. More recent statistics for particular
Tabor market areas indicate a labor pool of 10.9 per cent in the Topeka area, and
7.3 per cent around Kansas City. In general, minority percentages of employees
are not out of line with percentages in the labor force, but they are of course
well below inmate percentages. .

The work force is not unionized. There is a formal grievance mechanism
which involves movement up the chain of command, with time for response and
disposition stipulated for each level. The ultimate appeal is usually to the
Department Secretary, but appeal can be téken to the State civil service agency
on some issues. There is no separate EEQ grievance mechanism within the
Department, though such complaints can be taken-to EEGC or the Kansas State
Comnission on Civil Rights. Discrimination probiems have also been taken to
local human relations agencies, but their jurisdiction is doubtful. Tuénover
is a problem, though whether it is more so for mihgrities is not clear.

The Secretary's office has a personnel section, which handle$ personnel
administration and processing for the Department. Each institution also has
a personnel section. Until Fiscal Year 1977 (July 1), general recruitment‘was
left to the individual institutions. The Department relied on the State »
Department of Personnel for recruitment of minorities and women. However, an
Affirmative'Action O0fficer, Mr. Wiiliam Green, has been‘appointed, and will do
recruitment for the institutions and Department as well, E

The State Department of Personnel develops and administers written tests.
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Whether or not they are validated is a matter of dispute. Anm interview accom-
panies the written test, and the agency conducts - another at the time of prospective
appointment from the register under the "Rule of Five." A resume and oral are

used for promotion, though eligible registeﬁs are established for Correctional
Officer II and other positions. |

There is an Affirmative Action Plan, which has just been updated. The
current Affirmative Action Officer has not had the time to develop outreach

programs to any great extent, and what career ladder programs there are have

been more or less ineffectual. To recruit professionals, it is felt, will

involve a nationwide search.

One decidedly innovative step was taken by.the Governor in May, when he

issued a memorandum authorizing certain agencies to hire trainees from among

disadvantaged groups, including women. The individual begins two salaries

below the usual grade, but can fi1l any position in the Department. If the

person meets the qualifications for the position within two years, he or she
Y

is retained in the position. However, qualifications can be attempted within

one year. The National Civil Service League has of course recommended this

kind of practice in the past. |
There have been no lawsuits, and affirmative action, particularly for
women, is a focus of some attention. In part, this has to do with«the

fecent appointment of the Affirmaiive Action Officer, who would probably

welcome any suggestions on how to go about it all.

-137-



Minnesota

This is an autonomous Department of Corrections headed by a Commissioner,
appointed by the Governor. The Department handles adult and juvenile parole,
and most adult ﬁrobation. Juvenile probation is a county function, though the
Department can contracF to handle it. The Department also has jurisdiction over
two maximum security adult male institutions, a woman's institution, an adult

cbhpound, a juvenile camp, two co-ed institutions for young offenders up to age

19 and a pre-release center. Crowding is not a problem of crisis proportions,

though a new 400-person maximum facility is planned, and the current pre-release
center is to be converted to a medium security %nstitution in October 1976.

’ Most of the institutions are in rural locations, which has presented serious
recruitment problems. However, the men's maximum security institution at
Stillwater is 20 miles from the Twin Cities area. Affirmative action has
been most successful there and in the Department's Central Office in St. Paul.

Adult instititions currently house 1,?43'§Fisoners. Of these 1,687 are
male and 56 female. The adult prison population is 75 percent white, 16 per-
cent black, 8 percent American Indian and 1 percent Spanish-speaking and other,
Just under 300 juveniles are incarcerated, thé majority being male. They are
85 percent white, 10 percent American Indian and about 5 percent bleck and all
other. There was a serious incident involving conflict between whites, blacks,
and Indians at the men's reformatory at St. Cloud. one year ago and the State
Prison had a"race riot" five years ago.

The Department has 1,500 employees, 76 percent of whom are male. Of 700
guards, 86 percent are men. Women do work in male institutions as guards,'

though not in contact -positions or in towers. There have been recent, unsuccess-

ful, attempts at female recruitment.
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The Department of Corrections has its own personnel department, headed by
a Personnel Director, who also acts as Affirmative Action Officer. However,
recruiting and testing for personnel other than guards is done by the State
Department of Personnel. Guards are hired directly by the Department of
Corrections, under guidelines set by the State Department. Guards are hired
on the basis of oral tests, and are then trained; the latter process also
acts as a screening mechanism. Written tests were previously used, but were
dropped in part because they tended to discourage minority applicants.

It is asserted that EEO has a high priority in the Department. Indeed,
getting and keeping minorities is regarded as more of a problem than overs
crowding. It is felt that the public and hence legislators are not as °

responsive to the needs and problems of the correctional system as they might be.




The Division of Corrections is part of the Department of Social Serv.ce¢,
and is responsible for three major male institutions, a women' s facility,
three farm facilities, and several Community Service Centers. A separate

Board of Probation and Parole handlés all adult probation and parole for adult

felons and some misdemeanants. . Juveniles are the province of the Division of

Youth Services, which runs three institutions and numerous group homes. Juvenile

probation is a function of the State Circuit Courts.

A1l of the adult facilities are located in rural or semi-rural areas, the
ll maximuni-security State Penitentiary and the mediqm/minimum Intermediate Reformatory
II being at Jefferson City, which is about 120 miles from either Kansas City or

St. Louis-~from which areas about 60 percent of inmatgs come. Minority population

in the Jefferson City area is small, as it is in the environs of the other
institutions. The presence of a major black college in Jefferson City doés
Ii help somewhat. However, low salaries ($600.m0n§h) do not help. Two new medium
|l security institutions have been proposed, to be ;laced in Kansas City and St.
Louis, thus enhancing the prospect for prisoner community ties, and aiding

I recruitment.

" Current adult prison population is 4,700, which is well above the "desired
ll capacity" of 3,290 The American Civil Liberties Union has mounted a major suit.
!i The population is divided virtuaily in half between blacks and whites; Spanish-

speaking persons are less than one per cent. The Division has 1,260 employees,

sl

612 of whom are correctional personnel. Of all employees, 80 (six per cent) are
black, and about 60 of these are correctional personnel.
Total State population in 1970 was just under 4.7 million. There were about

480,000 blacks; the next largest single group was about 5,400 Indians. Blacks

S ~140-

. e . SUIe— —
N kv s ek T w4 D A S G g S S—— . rwior $PP Ry —r-ry
.




are therefore slightly over 10 per cent of the population. However, they were
about 14 per cent of urban population over all, and formed as much as one-third
nf the population in the Kansas City and St. Louis areas. Blacks were about

10 per cent of the State's work force; persons of Spanish language were less

than one per cent. Most minorities lived in urban areas and therefore were a
£

slightly higher proportion of the work force there. Over all, minorities work
in the correctional system at about half their proportion in the work force
zid general population.

The institution's rural locations have made turnover a perennial problem,
the rate last year running at about 30 per cent. The guard population is drawn
from surrounding farmers and other residents, many of whom quit during the farming
season or when éonstructicn Jjobs are available. The work force is partially
unionized by AFSCME, but the union is not a significant factor thus far with
regard to EEO matters. There is a grievance mechanism which moves through the
chain of command and then to the State Persoénel Board. There is no separate EEQ
procedure. ' :.,h\~

The Division has a personnel section, and each institution has one as well.
However, the State Division of Personnel is responsible for examining and certi-
fying all merit system employees, which fnc]udes most corractional personnel.

The county test for Correction Officer is written; that for Correctjon Officer II
involves an oral as well. The written tests are validated.

There is an affirmative action plan, which was revised in 1975. A Division
Affirmative Action Officer is supplemented by an Affirmative Action Committee
made up principally of minority employees. The Committee monitors the programs
of affirmative action, provides information on the progress of such action, and
emphasizes the need for training, in cross-cultural awareness and other relevant |
areas. There has been outreach recruitment, peréonally‘by institution heads and

other supervisory personnel who went into the Kansas City and St. Louis areas.
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Thus far, the results have been unimpressive. There is an informal career
iadder'program. Promotion is from within the system, and some minorities do
work in supervisory positions. Until recently,vtwo institution héads were
black, but the stabbing by a prisoner of the head of the‘womeh's institution.
has djsab]ed her and reduced the number of minority institution heads to one.
There are no Tawsuits bf great significance.. Riots attended efforfs at
integration some years ago, but bi-racial Inmates' Councils helped to avoid
trouble at the time of integration in 1973. There is interracial tension, but
it qs ét a relatively Tow level, Corrections is perennially undeffinanced. The.
desire to "lock 'em up" has not persuaded the public or legislators to build -

the facilities to do so. Lack of space, staff and viable programs are cited as

principal problems.
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Nebraska

The cabinet-level Department of Correctional Services has charge of alj
adult and juvenile institutions, and parole services. Probation is a local
function. There are 10 institutions all told. The maximum security
Nebraska Penal and Correctional Complex, thch includes a Penitentiary Unit
and Reformatory Unit, is located at Lincoln, where a Diagnostic and Evaluation
Center is situated as well. Two separate male and female institutions for
juveniles are in more rural areas, as is the Nebraska Center for Women. There
are five work release centers in rural areas as well. The principal facilities
are antiquated, and the Reformatory Unit at Lincoln is shortly to be replaced
by a new minimum/medium security facility. Renovations ofthe Penitentiary
and Diagnostic Center are planned as well. New construction is a principal
bUdget item, and likely to receive approval if only because legislators and
the public appear to prefer incarceration to community-based treatment.

Adult and juvenile incarcerates number 1,517. There are 1,320 adult
males, 90 adult females, 152 male juveniles aad 55 female juveniles. Minorities
are 31 percent of the total population. The Department has 768 employees, of
whom 245 are custodial personnel. There are 213 women in the Department, but
only 15 female correctional officers. It is not known if they work in male
institutions. Minority personnel in the Department number 47: 1] black males,
8 black females, 10 American Indian males, 4 Spanish-speaking males, and 2
Spanish-speaking females. Thus, minorities are about 5.3 per cent of all
employees. In 1970, minorities were about 51,000 out of a total State population
of just under 1.5 million (3.4 per cent). Only 1 percent lived in the Lincoln
area. There were 12,554 blacks and 6,397 persons of Spanish:-language in a total

work force of 576,665.'0§, again, 3.4 per cent. n urban areas, they were 4.6
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per cent, but appear to have been concentrated in Omaha, about 50 miles

from Lincoln. In any event, théy appear to'be employed by the Corrections

Department in proportion to their numbers in the work force and population.
I! The work force is unionized, there is collective bargaining, and &

grievance mechanism exists. Details are unknown. No information was avail-

able on employment of women in men's facilities.

The Department is not under a merit system. It has its own Personnel
Department, and each institution does its own recruiting and testing. Soﬁe‘
outreach has been done. There is an Affirmative Action Plan, and the Personnel
Director serves as Affirmative Action Officer.

Crowding is a serious problem, and the number of guards is not commen~
surate with thé number of prisoners. There is considerab1e hostility between
guards and prisoners. The dilapidation of physical facilities has reached a

point where a reluctant public and legislature have seen the need, as indicated

N\
above, for new institutions. .o
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North Dakota

The Director of Institutions operates both adult and juvenile insti-
tutions. A separate Parole and Probation Department provide adult services
in these areas. Juvenile probation is a local function. Parole for juveniles
is supervised by the State Youth Authority and other agencies. Each insti-
tution has a separate budget but all are under the Director's supervision.

The State Penitentiary, a maximum-security institution, and a minimum-
security farm are at Bismarck, and house all adult males and a very few (2-3)
females. Most women are sent to Nebraska to serve'their time. There is also
a co-ed juvenile Industrial School at Mandan. Renovation of cell blocks at
the Penitentiary has been undertaken.

There are 235 adult prisoners, and about 85 juveniles. Indians, par-
ticu]ariy of the Sioux tribe, are the only significant minority group in
the prison population, as in the State, but exact figures as to the number

of Indian prisoners were not available, Of 182 personnel employed in the

~several institutions, only one woman and one Indian Correctional Officer are

other than White males.

The total minority population of the State in 1970 was 18,276, of which
14,639 (80 per cent) were Indians. A1l told, minorities were about 3 per
cent of the total population. Most Indians lived in rural areas, presumably
on reservations. Work force statistics would seem to indicate a minority
Tabor pool of rather less than 10,000, the majority being Indians. The
potential for recruitment is not high. Indians have been recruited, but
hiring is difficult and turnover is high. Staff limitations contribute to

the problem, but cultural factors enter in as well.
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Employees are not unionized. There are grievance routes for both
employees and prisoners, but no separate EEO mechanism. There is an
affirmative action plan, based on EEOC guidelines.

There is a State Personnel Department, which sets pay, classifies

Jjobs and performs other personnel administration functions. There is a

written entry test, but it is not validated. Tests are administered by the

individual institutions, which also do recruiting. Experience is also
evaluated, before hiring.
Corrections has a low priority among the public and legislators, who

tend to have a very hard-nosed attitude toward criminal Justice and

corrections.
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South Dakota

The State Board of Charities and Corrections oversees an adult male

Penitentiary'at Sioux Falls, a State Hospital for women at Yankton and

two juvenile/youth facilities. A1l but the Penitentiary are in rural

areas, The Division of Corrections fs responsible for adult probation and
parole, and the Department of Social Services. Probation is the courts’
province, and there is no juvenile parole per se, but the 0ffice of Youth
Services of the Division of Corrections can provide supervision. The main
Penitentiary and the co-ed training school are both being renovated.

There are 444 male and 26 female prisoners. Exact figures were lacking,
but Indians are a significant part of the prison population--other minorities
are few. There are 232 emﬁ]oyees, of which 182 are male. There are a few
Indian empIOyees, but not many. Women work in non-contact parts of the men's
facilities. There are just five women (out of 63) in positions paying over
$10,000 per year, and no minorities. 1In 1970, 32,365 Indians were about
5 per cent of the total population, but over 90 per cent of all minorities.
Of a total work force of 240,097, probably not over 6 per cent were Indians.
Most Indians (23,838) 1ived in rural areas, but 8,527 were in urban places.

Turnover is about 17,5 per cent for correctional officers, who are not
unionized. There is a grievance mechanism which is set up uhder the State
Career Services Act. After the Board of Charities and Corrections, appeals
can be taken to a Personnel Policy Board and then to court. EEO grievances

follow the same route except that an applicant goes to the Personnel Policy

Board directly.
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A State Board of Personnel serves as an advisory body to the agencies
involved in corrections. There are no written tests. Training and
experience are evaluated. Recruiting and testing, then, are by the
agencies. There is outreach in the sensé that minorities are notified
of vacancies. The State's Affirmative Action Plan of 1973 is adhereddto.

A Timited State budget holds down allocations for ccrrections;kthi§

is a perennial problem. Recruiting and promoting Sioux Indians is the

#1 EEQ priority.




Wyoming

The State Board of Charities and Reform, which consists of the
Governor and four other elected officials, has among its functions
responsibility for all adult and juvenile penal institutions. A Secretary
is the highest administrative official for corrections. The Department of
Probation and Parole, an independent agency reporting only to the Governor,
is responsible for both adult and juvenile probation and parole.

Wyoming has a State Penitentiary, with a subsidiary work farm and a
psychiatric unit. The Penitentiary is an old Territorial Prison. It has
maximum security capacity, but operates principally at a medium security
level. It houses some 300 inmates. The Wyoming Industrial Institute has
60 juvenile male inmates, the Wyoming Girls School 92. The few (nine in 1974)
adult females sentenced to incarceration are sent to the Nebraska Reformatory
for Women, undér contract with that State. There may be legal prob1é¢s’with
this arrangement, and it is not good for the prisoners, but it endures.
Within the State, the Penitentiary and other institutions are located in
small cities, all over 100 miles from Wyoming's major urban places, Casper
and Cheyenne. The Penitentiary is antiquated; a cell block is being added
to it. The State Farm is also being remodeled, for fire safety and to
accommodate additional prisoners. Another 30 beds are being added to the
Penitentiary's psychiatric unit.

Wyoming is currently in the midst of a population explosion, and the
emergence once again of "boom towns." There are many transients and new-
comers, a noticeable percentage of whom are minorities, particularly Spanish-
speaking persons. As with other new or transient populations, a certain

proportion get into trouble with the Taw. The result is that the State
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Penitentiary and other facilities are overcrowded, a "new breed" of young,
tough prisoners has appeared and minorities form sizable percentages of the
prison population. The Penitentiary, for example, houses 10 per cent Blacks,
35 per cent Spanish-speaking, and 5 per cent American Indians. Therekhas

been a fendency for ethnic groups to cluster; this is not discouraged unless,
as in some cases, trouble results. The figure for Indians is somewhat mis-
leading, in that those Indians convicted of crimes on Wyoming Reservations are
sent to Federal institutions. However, only 242 Indian adults and juveniles
are imprisoned in the who'c Federal western region, of which Wyoming forms

a part.

Current State population is about three per cent Black, 15 per cent
Mexican~American and two per cent Indian. This represents something of a
change from 1970, when there were 4,980 Indians and 2,568 Blacks. The
total work force in 1970 was 123,3@9, of which just 602 were Black, and
5,175 Spanish-speaking. Most of these minorities lived in urban areas, but
two-thirds of all Indians were in non-urban places. |

Just 154 persons are employed in corrections: 118 men, and 36 women.
There are two Mexican-American guards, six Mexican-American "treatment"
personnel, a lone Oriental technician; a total of nine minorities in all.
Women have been employed in towers at the Penitentiary, and some have been
counselors at juvenile institutions. Efforts to attract minority candidates
for administrative positions have so far failed. Most correctional personnel
are whive, and turnover is highest among this group, in part becduse of

growing tension with inmates, and in part because of booming private industry.

P
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Employees are not unjonized, nor dp they have collective bargaining
vrights. There is, under the State "Peﬁgonnel Rules and Regulations," a
grievance mechanism for employees. Thé State Personnel Department is
reportedly deVe1oping a similar mechanism for EEO. As to prisoners,

Federal guidelines are being relied on to deal with the average of six
grievances filed each day, pending development of an adequate internal
program.

The State Personnel Department sets minimum qualifications and serves
in an advisory capacity, but individual institutions do their own recruiting
and testing; they are not merit system agencies. There are no written tests,
and personal interviews are heavily relied upon. Test validation is being
doné in the State department, but it is of limited relevance to the correc-
tional institutions at the moment. There is a State-level affirmative action
plan, but the correctional institutions do not have any. However, State
guide]ines‘w111 be applied in corrections as soon as they are available.

There is only an informal outreach program, and, because of difficulty
in attracting and holding Indians and Mexican-Americans in particulap, this
involves recruitment out of the State.

The correctional institutions are under no court orders, but there are
numerous prisoners' suits covering health, safety and personal security in
the courts. Other suits on overcrowding are expected. There have been no

serious incidents, but the ingredients of crowding, racial tension and out-of-

date facilities make trouble not unlikely.
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There is considerable sensitivity to EEQO problems within the
correctional system at. the moment. Another positive factor is that both
the public and Tegislators understand the jmplications of the population
boom, and are willing to spend in the corrections area. yOne indication-
of this is that the legislature has designated $500,000 to develop a long
range plan for building corrections institutions. Interim housing
facilities are planned, pendihg permanént institutions. A plan to reor-

ganize to give corrections autonomy is also under consideration.
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CORRECTIONAL SYSTEMS IN
SIX FAR WESTERN STATES

(California, Idaho, Montana, Nevada, Oregon and Washington)

Like other groupings in this series, these states naturally form
subgroups, by common characterist1cs.v California and Nevada share
a substantial degree of ethnic diversity, and urban settings from which
many minority inmates come -- and from which potential employees can be
drawn. Washington and Oregon have small urban Black populations, but
they are overall almost as homogenous as Idaho and Montana. In all
states but California, Indians are present among inmates and in the
general population in numbers significant enough to be a subject of
concern. Degree of activity on affirmative action appears to correlate
primarily with the presence of Blacks and Chicanos among inmates ahd ,
in the work force. That is, the most sophisticated programs are in

California and Oregon, and to a Tesser extent in Washington and Nevada.
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California

The Director of the Department of Corrections is appointed by the Governor
with the advice and consent of the‘Senate. The Department has juris-
diction over adult institutions and parole. Juveniles are under the
California Youth Authority. Probation is a county-level function.

The Department has a total of 12 institutions, two of which (Folsom
and San Quentin) are maximum security. Virtually all are in rural areas
in the northern part of the state. A high proportion of the client
popiilation are from major population centers, and efforts have been
made to recruit in minority areas in Los Angeles and the Bay Area. There
has not been much success to date. anorities are reluctant to move to
the prison locations, and local whites do not want them. The situation
may be alleviated somewhat by current plans to build a number of smaller
facilities, housing about 600 inmates each, particularly in the southern
part of the state. However, EEQ considerations were not a major factor
in the development of this prograin, and most will be in relatively remote

areas.

The ethnic breakdown for employees and inmates by percentage is

as follows:

Ethnic Group Employee % Inmate %
Caucasian 76.8 44 .4
Black 9.9 32.2
Spanishmhe}itage 10.5 21.4
Other - 2.8 2.4

There are 8,008 employees; 6,789 work in institutions and have contact with

inmates. Women woek in male institutions as correctional officers. Their
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activities are limited solely by considerations of inmate privacy.

Turnover is traditionally high, and is currently about 25 per cent
a month. The California Correctional Workers' Association is dominated
by white males; Black and Spanish-heritage personnel have théir own
unions, affiliated with the Teamsters and AFSCME. Thus far, the severa]
unions have nct taken common stands on economic or other matters. There
is no collective bargaining law, though the state is committed to a
good faith agreement to "meet and confer" twice a year,

There is a departmental grievance mechanism, but no separéte EEQ
grievance mechanism-~-though one has been recommended. Employees do |
have access to EEOC and a state human rights agency. Disériminétion
complaints have not been numerous, and have followed any and all
available routes.

The Department recentTy combined its Human Relations and Women's
Affirmative Action Offices to form an Equal Employment Opportunity
Office headed by a Deputy Director. Four professionals are bn staff,
and four more are to be hired. The'Deputy Director for EEOQ is the
Department's Affirmative Action Officer. The current Affirmative Action
Plan is three years old, and updating is a priority. Even so, a
prisoners' union credits the Plan with having Tessenéd tension among
inmates. There is also an affirmative action program for inmates.

Most employees are hired through the state merit system. Typically,
written and oral tests are given for correctional officer. Some pro-
motionai exams are written, but supervisory appraisal is more frequently
relied on. Validation of written exams is currently going on.

There are some special provisions for minority recruitment and

testing. A separate human rights/EEQ division under an_AssfStant Director

s
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for Personnel and Training does some delegated testing of entry-ievel
correctional officers. There is also a COD (Correctional Officer Develop-
ment) Academy which hires and trains about 90 disadvantaged persons a
year. The program is about two years old, originally got Emprgency
Employment Act funding, and still receives federal monies.

As indicated, outreach recruitment has been attempted, particuiar]y
in the Los Angeles and Bay areas, but with indifferent results. Broad
career ladders programs have not been developed, though individuals with
high potential are encouraged to develop their skills and experience and
are pointed toward promotional opportunities.

The Department is under no EEO-related court orders or quotas.
However, the California Correctional Workers' Association has filed a
reverse discrimination suit in California SUperior Court and is asking the
judge to impose quotas for white males.

The Governor and the Department both give EEQ high, if not first,
priority; public attitudes Tag, however. The "ethnic gang" phenomenon
in California prisons makes the problem of ethnic disparities between

guards and inmates an even more dangerous one than it might be.
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Idaho

A Board of Corrections appointed by the Governor and serving at his
pleasure oversees the Department of Corrections, which has jurisdiction |
over adult institutions, probation and parole. Institutionalized juveniles
are sent to a Youth Training Center.

The Idaho Penitentiary/Correctional Institution at Boise has about
590 male inmates; it is a maximum-security institution. The Northern
Idaho Penitentiary has 75 male clients, and 11 female, and is minimum
security. Little additjonal construction is planned.

The Department has about 400 employees, about half of whom are custody
personnel. There is a Public Employees Assdciation, but no collective
bargaining. Grievances go through the chain of command, initially to a
supervisor, and eventually to the Department's Director. Appeal can there-
after be taken to an independent commission. Turnover is fairly high.

A Personnel Director heads an internal Personnel Department. However,
hiring is through a State merit system which uses written and oral tests
and registers, The tests are validated. There is a personnel and training
coordinator, and a training and orientation period is required for all
employees.

An Affirmative Action Plan has been developed in conjunction with the
State Personnel Commission. The Department has no Affirmative Action Officer,
however.

Minorities are a very small proportion of workers and inmates. Mexican-

Americans'ére about 8 per cent of inmates, and Indians about 4 per cent.
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Other minorities are present in numbers too small to be registered.

The number of minority employees was not available, and it is not
clear that there are any. There are five or six female correctional
officers at Boise, who do all jobs performed by males. There are a few
at Cottonwood as well. Two other women work in the mental health section;

their main function is to aid in the transfer of female prisoners.
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Montana

The Department of Instjtutions has under it a Corrections Division ﬁ
which handles adult and juvenile institutions, and has a Probation and
Parole Bureau. A Community Services Bureau develops community correctional
facilities. |

The Montana State Prison is at Deer Lodge, about 90 miles from Helena.
There is a forestry camp at Swan River which houses youthful offenders and
juveniles. The Pine Hi11 School for Boys is at Miles City, and the Mountain-
view School for Girls is at Helena. Only the last is near an urban area,
but that is not the problem in Montana, where reservation Indians are
probably the principal minority. Adult women are sent to Nebraska for
confinement. K

There are about 470 adult prisoners, and about 285 juveniles. About
20 per cent of the total are Indian. Employees number 395, Of eight
minorities, there is one Black, three Indians and four Mexican-Americans.

Turnover is not a problem. AFSCME is just starting to unionize, at
the State Prison and the Boy's facility. There is a grie?ance mechanism in
the union contract. No separate EEO grievance mechanism exists, but employees
have access to a State Bureau of Human Rights.

The Department of Institutions' Personnel Department provides personnel
services to the Corrections Division for recruiting, examination and
certification. There is no testing for corrections positions. Experience,
education and committeé interviews are used instead. There are training

programs for entry-level (Officer I and I1) personnel.
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other Indijans.

A1l correctional jobs are advertised within the system before resort is
had to outside recruitment; thus promotion is largely from within. Career
ladders have been developed within this context. Minorities are trained
for upward mobility within the Timit of available jobs.

Women are not employed in the State Prison, but there are four in
probation and parole. Policy is to éonsider women laid off from other
Department bureaus for employment at the Prison. However, consideration is

also being given to seeking a BFOQ to limit their access to custodial jobs.
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Nevada

The State's three principal penal institutions are organized into a
Department headed by Wardens at each facility appointed by the Governor.

A maximum-security State Prison holds 400 inmates, and the Nevada
Correctional Center has 450 clients. The Women's Carrectional Center

has 45-50 female inmates, including some from Idaho. A1l are remote

from the principal urban area around Las Vegas (Reno has only 50,000
population in its general area). A1l institutions are at or over capacity.

The Tegislature is relatively willing to spend money on corrections,
and construction of a medium-security facility in the Las Vegas area is
planned for the near future. It will house 250 persons by January 1978.
Farly plans were for 900 +inmates by 1980, but client population has shot
up, and the projection is for 1200 by that date. About 40 per cent of
inmates are out-of-state residents.

The Warden's Office at the State Prison has a personnel offiée staffed
by a Personnel Technician. However, recruitment and examination are through
the state personnel system. The Wardens hire correctional officers and other
entry level personnel on the basis of pass/fail lists. A rule of five holds
for promotions, but not in general for entry level positions. Testing for
promotion is half written and half oral. Validation is proceeding. " Psycho-
Togical and physical tests are given, as appropriate, as well.

The Affirmative Action Plan is about a year old. A Departmental EEQ
Specialist has been on duty for about 18 months. There is no separate EEO
grievance procedure, though one is planned for the near future. EmpToyees‘
can grieve individually or through the State Employees Association. Turnover

is high, but has been going down.
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Inmates are 23 per cent Black, 9 per cent Mexican-American, and 4 per
cent American Indian. Of 320 employees, 233 are custodial personnel. A
small number of Blacks, including an EEO Specialist and one supervisor,
work in the system, but there are no other minorities. Women work in the
male institutions as teachers, counselors and correctional officers. They
work in the towers and on the blocks, but not in supervisory positions.

The opening of the Las Vegas facility should aid recruitment. Outreach
has been done there for some time, with indifferent results. Examinations
are also regularly given in Las Vegas. It has to be remembered that Blacks
are 10 per cent or less of the population even in that vicinity. Until now,
the Governor's policy has been that recruitment must be done in-state.
Currently, permission is being sought to recruit in Oklahoma. Experiments
with career ladder programs have been terminated as ineffective.

The system is under no court orders. There were racial disturbances at
the Nevada State Prison in September and October. The "ethnic gang" phenomenon

is a factor, but gets no officials recognition.
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Oregon

Carrections is a Division of the Department of Human Resources. The
Division is headed by an Administrator appointed by the Director of the
Department with the approval of the Governor and“the State Genate, The
current Admjnistrator is an American Indian. The Correctional budget is
integrated with that of the Department, but this is not a problem. Both
the Governor and the Department give corrections high priority.

The Division has responsibility for adult institutions, probation
and parole, including all fedony offenders whether incarcerated or on
work release. A small number of misdemeanants on probation or parole
are also handled by the Division.

The State Penitentiary has a capacity of 1101. The Correctional
Center, which houses male first-confinement offenders under 27 doing
up to 10 years, can hold 476. A farm accommodates 150, and a Forest Camp
at Tillamook in the northwestern part of the state houses 65 minimum-
security offenders. The women's facility holds 76. Prigg Cottage,

a 220-bed pre-release center attached to the Penitentiary is to open
in January 1977. A11 major institutions are within five miles of the
State Capitol at Salem; however,"Salem‘has only a small minority population
and most minority prisoners come from Portland and other urban centers.
There are eight education and work release centers scattered across the
state, as well as one restitution center. Private organizations have also
been confracted with to provide work and education release centers in 20
other locations. The Governor's budget calls for four more“community
centers for probationers.

| Actual inmate bopu]ations as of October T, 1976 were 26 per cent over

capacity--a total of 2,790 inmates, with 233 on work release. The ethnic
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breakdown for inmates, employees and the state population is as follows:

Ethnic Group Inmate % Employee % State Population %

Caucasian 82,8 94.0 96.1
Black 12.0 Not avail. 1.3
Span-heritage 2.5 . 1.2
Amer, Indian 2.7 " 0.7
Other 0.8 " 0.7
Total Minorities 18.0 6.0 3.9

The proportion of minorities in the available Tabor force is approximately
the same as for state population. Thus, although there are substantially
fewer minority employees than minority inmates, minorities form a higher
proportion of employees than of the available labor force.

The correctional work force is unionized, by AFSCME at the State
Penitentiary and by a State Employees Association at the Correctional
Institution. The probation and parole staff are unionized too, but
split between SEA and AFSCME.

As elsewhere, turnover is a problem, though not a crucial one. Employees
have access to two grievance mechanisms through the Division, and also to
a Public Employee Relations Board. The Department of Human Resources has
an Ombudsman office, which assigns three staff to correctional matters.
The Governor's Office has an Ombudsman too. EEO matters can also be
pursued through the Division's personnel office, the state Department of
Labor or the Civil Rights Division. Appeal can thereafter be taken to the
courts.

The Division has personnel offices at the Penitentiary, the women's

facility, Grigg Cottage and the Correctional Center. The latter's Personnel
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Officer is senjor, and serves as Affirmative Action Officer for the Division.
Most employees are hired, however, through the state Personnel Division
after written examinations. The Administrator appoints on the basis of

the rule of three or of five, according to the position. The divisional
personnel offices primarily have responsibility for recordkeeping and
processing functions. There is an Office of Federal Pyrojects as well.

The Division has an Affirmative Action Plan. Career ladders programs
have been developed over the past two years. There has also been outreach
recruitment, but minorities have been reluctant to move to Salem. The
NAACP has helped with recruitment, and there has been some use of BF0Q's
to allow selective certification on ethnic and cultural grounds. At the
same time, minorities have been promoted only slowly. Also, no women
serve as correctional officers in male felony institutions, and a BFOQ
is being sought to tonfine custody positions to males. Women are now
15 per cent of Correctional Officers; a 15-20 per cent increase is hoped for,

The Division is under no court orders. There have been no riots
or serious tensions in the recent past, and the general climate between

inmates and custodial personnel is good.
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Washington

The Division of Adult Corrections is part of the Department of Social
and Health Services. The Division Director is appointed by the Departmental
Secretary with the approval of the Governor. The Division is responsible
for adult institutions, probation and parole. Juvenile matters are the
province of the Community Services Bureau of Juvenile Rehabilitation.

Eight institutions under the Division's authority include three large
maximum-security facilities for males, a medium-security institution for
women, and four smaller community centers/camps. There are also a number of
work and training release centers. Virtually all of these facilities are at

or over capacity. Inmate population as of November 1976 was as follows:

Institution Number of Inmates
Walla Walla (Penitentiary) 1,845
Monroe (Reformatory) 743
Shelton (Corrections Center) 738
Work & Traihing Release Centers | 268
Community Centers , 300
Total in male institutions only 3,894
Purdy (Women's institution) | 165
Total 4,059

Of the three major male institutions, only Shelton is in a decidedly remote
rural area. However most minority inmates come from larger urban areas,

and the minority work force is small near all three. Some limited new
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construction is planned, including a second building at the Monroe
Reformatory. |
The ethnic breakdown for inmates in the major institutions, by number

and percentage, is as follows:

Ethnic Group Walla Walla Monroe Shelton Purdy

Caucasian 1,273 - 69.0% 503 - 67.7% 610 - 82-6% 91 - 55.0%
Black 406 - 22.0% 205 - 27.6% 71 - 9.6% 59 - 36.0%
Chicano 55 - 3.0% 13 - 1.8% 30 - 4.1% 4 - 2.5%
AmerIndian 98 - 5.3% 22 - 2.9% 24 - 3.2%4 9 - 5,6%
Other 13 - 0.7% -~ e 3~ 0.5% 2- 1.0%
Total 1,845 -100.0% 743 -100.0% 738 -100.0% 165 ~100.0%

Ethnic Group Total Number/Percentage (male only) -- Incl female

Caucasian 2,389 71.5% 2,480 - 71.0%
Black 682 20.4 741 - 21.1
Chicano 98 3.0 102 - 3.1
AmerIndian 144 4.3 153 -~ 4.4
Other 18 0.8 20 - 0.4
" Total 3,329 100.0% 3,496 -10030%

‘Figures for the community and release centers are similar.

Minorities form 7.4 per cent of the State's work force. Unfortunately,
more specific figures were not available. Also, cumulative data on the
ethnic composition of the Division's work force could not be had. However,
the Division has set goals, based on the available labor pool within the
state, for hiring minorities during 1976. As of November, the picture was

as given on the following page.
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Ethnic Group

Institution:

Walla Walla

Target Number Hired % of Success
Black 7 7 100.0%
Chicano 7 8 114.0
AmerIndian 4 4 100.0
Asian American 4 0 0
Total 22 19 86.4%
Ethnic Group Institution: Monroe
Target Number Hired % of Success
Black 7 27 400.0%
Chicano 7 1 14.0
AmerIndian 3 2 67.0
Asian American 4 5 125.0
Total 21 3E 166.0%
Ethnic Group Institution: Shelton
Target | Number Hired % of Success
Black 28 15 53.5%
Chicano 13 6 46.1
AmerIndian 3 2 67.0
Asian American 1 2 200.0
Total 45 25 68.1%
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Ethnic Group

Institution: Purdy

Target Number Hirad % of Success
Black 20 - (. 50.0%
Chicano 9 2 20
AmerIndian 2 2 100.0
Asian American- -— ' - -—-
Total 37 % 45.2%

Ethnic Group

Total: A1l Institutions

N Target Number Hired ~ of Succesé N
Black 62 59 95.2%
Chicano 36 | R 47.2
AmerIndian 12 10 - 83.3
Asian American 9 | 7 . 77.7
Total 19 93 78,1

Overall, the State of Washington's Division of Adult Corrections seems to have

~ done well in attaining its goals. However, Chicano recruitment is less than

it might have been, and it will be noted that the rate of success varies

greatly from institution to institution.

Turnover in the Division is high. AFSCME has unionized the bulk of the

work force. There is a divisional grievance mechanism, as well as one pursuant

to the union agreement.

A separate EEQ grievance mechanism is currently being

developed. EEQ matters can also be taken to the state Human Rights Commission.

There are not many dﬁscrimination complaints, but the Human Rights Commission's

staff is inadequate ‘in any case.
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Personnel Officers at the Department level handle most personnel

matters for Corrections and other divisions. A Personneil Assistant
at the Division level works with them, Professionals are hired on the
basis of a written test, though this is sometimes combined with an oral.
Clerical staff also take a written test. Correctioha} Officers however
are hired by individual institutions on the basis of experience and
training. State employees are given first preference in hiring. A small
number of positions are in the exempt class, _

There is a Minority Affairs Office at the Department level. Affirmative
Action Officers are appointed to handle Title VI and Title VII matters
respectively. An Affirmapive Action Plan also exists at the Department
level, and has been supplemented by a June 1975 égreement with the Human
Rights Commission.

Limited outieach recruitment has been undertaken, notably by the

Reformatory, but lack of money has curtailed it. Career ladders programs

exist for minorities. There are only a few women in male institutions,
and a BFOQ is being sought, through the Human Rights Commission, to limit
their further introduction.

The system is under no court orders. Any social disorders are a minor
problem. The public is appalled at crowding and other bad conditions, but

opposes expenditures, notably for proposed additional community-based

faciiities.
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Pre-session Telephone Survey Results,

kFor 48 States and District of Columbia*

A. System - General

| 1. Organizational status of corrections
a. Autonomous
b. Subsumed under broader department

2. 1If not, is budget affected negatively?
Yes - 2 (estimate) - f
No - 47 (estimate)
- 3. Division/department jurisdiction?

a. Adult institutions only :
b. Adult institutions, probation and parole:
c. Adult and juvehf]e institutions only:

d. Adult and juvenile institutions, probation and
‘parole: : :

e. No answer
‘4. a. Total number of 1ﬁstitut10ns:

b. Type, by security level:
¢. Location?

Urban - accessible:

Rural - inaccessible:
d. Factor in recruitment:

Yes :

No

*Tabulated on selected hasis, from narrative reports.

«1771-

11
17

19
1
Not tabulated
Not included

16
32

40’(estimated)
9 (estimated)




5. a. New construction‘planned?
Yes: (less than) 20 systems
b. Location(s)
| Urban:
Rural:

€. Prison populations:

Personnel Systéﬁ
1.a. Own personnel office?
b. State merit system?
2. Person'in charge?
3. Own recrﬁiting and examining?
Yes
4. State merit system role?

Yes

5. Methods of screening and testing used?

Written tests:
Experience and education
Oral interviews

6. For which job classes?

7. MWritten tests validated?

Yes: 10
No : 29
N/A: 10

8. Training programs?

a. For entry-level correctional officers:

b.- For disadvantaged:

9. Affirmative Action Plan?

172~

15 (estimated)
5 (estimated)
Not tabulated

21 (43%)
28 (57%)
Not tabulated

21 (estimated)

28 (estimated)

24
25
(Not tabulated)
(Not tabulated)

15

38




C.

10. Affirmative Action/EED Officer?
Full Time:
Part Time:
Personhe] Directori
11. Specific actions for EEO?
~a. Outreach:
- b. Career ladders:
12. Grievance mechanisms?
a. General:
b. EEO only:
c¢. EEO, outéide égency:
13.  Turnover within system?
Low)(1-10 percent per month):
Medium (10-30 percent per month):
High (30+ percent per month):
No answer or don't know
a ; b. Characteristics of those departing (a1l
systems: Briefly employed, in guard pdsitibns at
high-security institutions.
Personnel
1. Number employed and types of jobs
(See
2. Ethnic‘diétribution
(See
3. Ratios ,“f}
(See |

" -1?3—

23

33

17

10,
18

6

15
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D.

4. Minorities in higher grades? |
a, Insufficient response for tabulation
5. Women :
a. In all jobs: 19 systems
b. Viewed as ﬁrob]em: 13 systems
Problems
1. Court orders or lawsuits?
a. Four under court order
b. Five being sued.
2. Riots or incidents in past five years?
Yes: Less than 10. One attributed racial imbalance as a factor
3. Pub?ic and legislative attitudes not tabulated.
4. Top challenges

Not tabulated in detail. One held EEQ to be #7.
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INFORMATION UPDATE AND TRAINING EVALUATION
(SEPTEMBER 1976)

NAME

ORGANIZATION

PHONE_( )

INSTITUTE ATTENDED

The following seven questions are designed to give a general idea of your : ‘
system's situation, past and present, with regard to equal employment opportunity
and affirmative action. Check the appropriate line, and give other requested
1nformat1on, if possible.

1.

Has your orgarization conducted a comprehens1ve needs assessment in regard
to EEQ? :

Yes No When?

Did this assessment consist of or include:

a. Survey and ethnic breakdown of all curreanpérsonneT?

Yes _ No
b. Estimate of potential minority hires in relevant labor market area?

Yes | No

What is the number(s) and percentage(s) of minorities and women in
your system?

Number Percent of Total Workforce
Currently v
Women:
Minorities:

At Time of Institute
Women:
Minorities:

Three Years Ago
Women:
Minorities:

!H ]

B ]

e inieane

"Has your organization completed examination and evaluation of the existing

personnel system to identify barriers to aff1rmat1ve action, and potential
mechanisms for facilitating EEQ? |

Yes No When?




Since attending the NIC-NCSL Institute, have you

a. (if top official) Instituted discussion(s) with subordinate managers as
to priority to be given EEO, affirmative action steps to be taken, etc.?

Yes “No Done Previously

b.  (if EEO Officer, personnel director, other staff person, or subordinate
managey) Instituted d1scuss1on(s) with top corrections officials as

s " . . " -
¥ 3 LIRS & d

Bl s N R IR EE e

to EEO priority, affirmative action steps to be taken, etc.?

Yes No Done Previously

Te what extent have you been confronted with suits by women or minorities

alleging employment <iscrimination?

In the past two years the number of suits has been--
Less than five 6 to 10 _ more than 10 __

In the past nine months--
Less than five 6 to 10 __ more than 10

i‘

Since your "Institute" session--

Less than five 6 to 10 more than 10

Have EEQ- re]ated problems not addressed by Institute sessions arisen?

Yes No

Briefly describe.
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IT. This section (questions 8-10) means to add to the already-considerable amount
of information we have on the structure and organization of your personnel
system, especially as regards equal employment opportunity.

8. Does your system have a Director (or equivalent officer) in charge of
EEQO and affirmative action?

Yes Full time Part Time No

Title

9. Within your state, are recruitment and/or certification the province
of -- (check one)

____ Personnel Officer(s) within the corrections system '
A state merit system

Other (Explain)

10. Has your organization established a separate gr:evance mechanism for EEQ
complaints?

Yes No When?

I111. These twelve questions are désigned to get an overview of your practices with
regard to EEO and related aspects of the personnel system. Again, the object
is to add to what we already know, and to make possible intelligent followup.

11, Has your organization issued a policy statement on EEO?

Yus No When?
If not, is issusnce planned for the near future?

Yes No

12, Has your organization written __ or extensively revised _ an
affirmative action plan?

Yes No When?

13. Since attending the NIC-NCSL "Institute on Aff1rmat1ve Action Leadership
Development" has your agency given Equal Employment Opportunity greater
priority than previously in relation to other matters?

Yes No
II 14. Has your organ1zat1on instituted innovative means of employee se]ect1on
designed to increase minority employment?
Yes No When?
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15, Has your organization taken affirmative action to increase the number
and expand the role(s) of women in male institutions?

Yes No When?

16. Has your organization implemented, and/or trained management personnel
in, techniques for "the management of change and conflict?

Yes No When?

17, Has your organization instituted test validation?

Yes No When?

18. Has your organization instituted specific programs for promotion of
minorities and women?

Yes No When?

19, Has your organization instituted a system of goals and timetables for
minority and female employees as a percentage of the workforce?

Yes No When?

20. Has your organization established career ladders program{(s)?

Yes No When?

21, Has your organization or state civil service _conducted
job analysis of all some positions within the corrections
agency?

Yes No

22. Has your organization or the state merit system conducted
outreach recruitment for minorities? women? .

In the past year? . Since Institutes session? )
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Iv.

These Tast two questions deal with EEQ training you and your system's
personnel might have had, and that which you might have need for. Space
has been left after question 24 for your additional thoughts and comments,
particularly as to how NIC and NCSL might be of assistance.

23, Which of the following personnel have received in the past year
will receive within two months formal training in EEO and
affirmative action?

Director and Senior Managers hours of training
Line Managers —_ " i
First Line Supervisors — u " "
A1l employees — 0 "

24, Do you feel the need for additional EEQ/affirmative action training
or technical assistance _____ ?

Yes No

Briefly describe training needed.
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INFORMATION UPDATE AND TRAINING EVALUATION
(SEPTEMBER, 1976)

Results for 37 Respondents

EEO needs assessment conducted?

Yes: 31
When? After Seminar session: 7 (23%)
Past year previous to Seminar: 8
1-4 years: ' 12
No answer: 10

2. Including -

)

a. Survey and ethnic breakdown of current personnel?

Yes: : ’ 33 (93%)

b. Estimate of potential minority hires in labor market area?

I Yes: 29 (80%)
3. Percentage changes for -
I a, Minorities:
i Since Seminar -
No change: 17 systems
_ Decline: 2 systems
1-5% advance: 6 systems
o 6-10% : 1 systems
No answer: - 11 systems
I Last 3 years -
No change: 4 systems
I Decline: 2 systems
1-5% advance: 11 systems
6-10% advance: 4 systems
I No answer: 16 systems
b. Women:
I Since Seminar -
No change: 20 systems
l Decline: 2 systems
! 1-5% advance: 4 systems
6% and up: s
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4.

Last 3 years -

No change:
Decline:

1-5% advance:
6-10% advance:

Yes:
No:
No answer:

2 systems
5 systems
8 systems
5 systems

26 (ongoing:
7
4

6;

partial:

5. a. Post-session discussion with subordinates?

6.

b.

Yes: .
No:

Done previously:

No answer:

No:

* Done previously:

No answer:

* Answers overlap.

Frequency of EEQ suits?

Past two years:

Less than 5:
6-10:

More than 10:
No answer:

Past 9 months:

Less than 5:
6-10:

More than 10:
No answer:

Since Seminar:

Less than 5:
6-10:

More than 10:
No answer:

10

2
13
12

15
2
15
5

6 systems
5 systems
3 systems
4 systems

8 systems
2 systems
3 systems
4 systems

28 systems
3 systems
1 system
5 systems

-182~-

Post~session discussion with superiors?

* Yes:

Identification of barriers, potential EEQ mechanisms?

6)




7. Other problems not addressed by Seminars -

Yes: 5 (role of women ~ possibility of obtaining
BFOQ's; lack of EEQ manpower; need for
literature to aid implementation)

No: 25
No answer: 6
II.

8. Director or equivalent for EEQ?
Full time: 23
Part-time: 9
No: 1
No answer: 4

9. Recruitment and certification by -

a. Personnel Officer within correctional system 17
b. State merit system 28
c. Combination of a. and b. ‘ 11 .
d. Other 3

10. Separate grievance mechanism?

Yes: 19
No: 14 (In progress of establishing: 5)
No answer: 4
When?
Since Seminar: 2
Past year previous:2
1-4 years ago: 6
No answer: 27
I1I.
11. Policy statement on EEQ?
Yesi 33
No: . 3 (Pending: 3)
No answer: 1
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When?

Since Seminar:

Past year previous:

1-4 years ago:

Prior to 4 years ago:

No answer: 1

W - OO o

12. Affirmative Action Plan written or revised?

Yes: 33

No: 3

No answer: ]
When?

Since Seminar: 9

Past year previous: 3

1-3 years: 5

In process of con-
tinuing revision: 7

13. EEQ given greater priority since Seminar?

Yes: 20
No: 14
No answer: 3

T4. Innovative means to increase minority employment?

Yes: 20 (ongoing: 6)

No: 16 (pending: 4)
When?

Since Seminar: 6

Past year previous: 1

1-4 years ago: 4

No answer: 26

15. Affirmative action for women in male institutions?

Yes: 20
No: 11 (1 request for BFOQ)
No answer: 6

When?

Since Seminar: 3
Past year previous: 1
1-4 years: 7
Ongoing: 5
No answer: 21
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16. Training of management personnél_in "Management of Change and Conflict"

Yes: - 8

No: 26 (Pending: 1)
No answer: 3

When?

Since Seminar: 2

Past year previous:2

1-4 years: 1

Ongoing: 2

No answer: 30

17. Test validation instituted?

Yes: 1
No: 21 (Pending: 2)
Responsibility of
other dept: 9
When?
Since Seminar: 4
No answer: 33

(Question flawed by wording which may exclude validation by state
merit system)

18. Promotional programs for minorities and women?

Yes: 11 !

No: 23 (Pending: 3) , i

No answer: 3 ’
When?

Since Seminar: 2
Past year previous: -
1-4 years ago: 2
Qngoing: 3
No answer: 30

19. Goals and timetables instituted? A

Yes: 22

No: 13 (Pending: 1)
No answer: 2 :

When?

Since Seminar: 7

Past year previous: 4

1-4 years ago: 8

Ongoing: 5

No answer: 13
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20. Career Tadders programs established?

Yes: 15
No: 19 (Pending: 3)
No answer: ‘ 3

If yes, when?

Since Seminar: 2

Past year previous: 2
1-4 years ago: 4
No answer: 29

21, Job analysis done?

Yes: i 27
All: 8
Some: 17

“Yes" only: 2

No: 6

No answer: 3

22. Outreach recruitment?

For minorities: 2
For women: 2
In past year: i
Since Seminar: 1
No or no answer:

Iv.
23. EEQ Training?

In the past year:

Received by -
Director and Senior mgrs:
Line managers:
Fi;st Tine supervisors:
All:

To be received within two months:
Director and Senior mygrs:
Line managers:
First 1ine supervisors:

No: 5
No answer: 20

24. Felt need for additional training?

Yes: 2b
No: 7
No answer: 5

-186-

W W I [oo i & RTs] =

systems

systems
systems
systems
systems

systems
systems
systems
systems



EEY EEE NN AN RN D O B e O O i N .

s

Topics enumerated:

Recruitment and retention:
Legal developments:
Technical assistance:
Management techniques:
EEO grievance procedure:
Staff development;

Upward mobility:

Scattered (1«2{:
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These visits were designed to supplement telephone and questionnaihe‘
infarmation, allow inquiry into post-session actions, and thus provide
data for project self-evaluation, Three National Civil Service League
professional staff conducted interviews with 12 former Seminar attendees
in seven states. Dan Price, League Executive Director, visited two
officials in Georgia and two in North Carolina. Project Diréctor Curtis
Graves visited adult and juvenile officials in Colorado, and adult officials
in California and Louisiana., Ed McCarthy, Research and Information Director,
NCSL, interviewed the Director and Personnel Director of the Mississippi
Youth Authority, and adult and juvenile authorities in Seouth Carolina.

The interviewers agreed beforehand to ask at least six basic Guestions:

1. What have you done to implement the objectives you set'far
yourself at the end of the Seminar session?

2. Has your organization established a separate EEQ grievance
mechanism? ‘

3. What has been done to change the selection system so as to
increase minority employment?

4, What has been done to increase the number of women in male
institutions?

5. Have you instituted a system of goals and timetables?
6, What kinds of outreach recruitment have been tried?

Beyond these pasic inquiries, the interviewers were free to pursue
any other line of‘research, or to allow open-ended discussion. As the
following ‘summary indicates, there was a good deal of the latter. Although
it is not possible to generalize about all of the systems surveyed, some
significant findings emerged, With regard to the six basic questions
asked, the following can be said:

* 0fficials of five systems reported successful followup on

comnitments made at the Seminars. Actions included: writing

of an Affirmative Action Plan based on guidalines obtained

’
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from the Seminars; development of a utilization Analysis of the
work force by units, and resu1taht improved utilization of
minorities; recruitment and hiring of additional women; creation
of temporary "black" registers to facilitate affirmative action;
improved implementation of existing affirmative action plan;
and elimination of excessive certification requirements.

Three systems reported abortive or no attempts to follow
up on Seminar goals. Officials of the remaining three said
that no particular goals had been set, but showed that affir-
mative action had goie forward in any case.
Two systems reported the existence of separate EEQ grievance
mechanisms. The others cited as satisfactory existing general
grievance mechanisms and extra-departmental human-rights machinery
to which complainants have access. Virtually all recognized the
need for adequate complaint mechanisms and the dangers of not
having them,
There has been relatively 1ittle change in selection procedures,
although there is general agreement that selection procedures
must be valid and job-related, and at least one‘system has
established temporary "black" registers. Officials generally
are not optimistic about short-term change in selection practices,
particularly where state merit systems and their requirements
are extensively involved.
There is great sensitivity to, and some anxiety over, the
question of hiring women for male institutions. At least six
systems reported significant gains in hiring women after the

Seminars; one of the six has been sued on the issue. Officials
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of several others expressed serjous misgivings about hiring
women. They cited inmates' rights to privacy, the possibility
of women being taken hostage, and other relatively familiar

arguments. In general, however, there was openness on the subject,

and the desire for constructive suggestions.

* Two systems reported using goals and timetables, and several

others reported non-formal arrangements along this line. Offi-

I cials of one system objected to "quotas" and had trouble dis-
tinguishing between these and "goals and timetables." 1In general,
the absence of such formal mechanisms did not correlate with
Tack of affirmative action.

* Qutreach recruitment is not extensive, though most systems
reported efforts along these lines. Several, particularly in
the South, felt that minority and female applications were
numerous enough to preclude the necessity for media advertise-

ment or other outreach techniques. As with other reports of

affirmative action, the extent of action and success in this
IH area correlated someWhat with the visible presence of minorities
‘ in the Department in general, and the perscnnel situation in
particular. In one system, the Director is a minority, and
that has encouraged minority applications.
If one other key fact emerged from these interviews, it is this:
leadership is the key ingredient in affirmative action-~that, and the

presence of an adequate minarity labor pool. This latter is parti-

it is clear that pro-EEO agitatioh in earlier years and the continued
pressure of the law and the courts have contributed to some of the

impressive gains which have been made. Without goodwill, the gains

1

B
li cularly true of several southern systems surveyed. At the same time,
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made would have been much less than they have been; but good will alone
has not been the whole story.

1t can also be reported that virtually all of those interviewed
gave a positive evaluation of their Seminar experience. Most felt
that they had gained from their attendance, though there were differences
of opinion about how original or crucial the information conveyed was.
Virtually all, however, praised Senior Faculty for their objectivity
and sensitivity to systems' needs, as well as for their efforts to

respond to participants' particular requirements.
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APPENDIX E

REGIONAL STATE GROUPINGS AND DATES

Daytona Beach, Fla.

March 1-3

Georgia
Florida
Alabama
Mississippi
Louisiana
Arkansas
Virgin Islands
South Carolina

Oak Brook, I1linois

June 21-23

Pennsylvania
Wisconsin
Michigan
Ohio
ITlinois
Indiana

New York

San Jose, California

Sept 21-23

Mantana
Oregon
Washington
Idaho
Alaska
California
Hawaii
Nevada

Bandera, Texas

April 28-30

Texas

New Mexico
Arizona
Colorado
Oklahoma
Utah

Hartford, Connecticut

July 20-22

Maine

New Hampshire
Vermont

Rhode Island
Connecticut
Massachusetts
New Jersey
Puerto Rico

Silver Spring, Maryland

November 10-12

Makeup Session
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Norfolk, Virginia

May 26-28

North Carolina
Virginia
Tennessee
Kentucky
Delaware

D. C.

Maryland

West Virginia

Des Moines, Iowa

August 17-19

Missouri
Towa

Kansas
Nebraska
Minnesota
North Dakota
South Dakota
Wyoming
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