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PREFACE 

In the last quarter of 1974, the Institute for Urban 

Affaixs and Research of Howard University was awarded a grant 

for the purpose of identifying and examining factors which 

" attract and retain minority employees in the correctional com-

ponent. of the criminal justice system. The study concentrated 

on minorities 'in the following groups: current and former 

correctional employees, inmates, and' professional occupations 

with an investment in corrections. 

MinoritiesWer""GhOSen as the study's focus of concern 

because of their o~~r-representation in the inmate population 

and under-representa:t.i-cl in the employee population. Many 

" theoreticians believe the racial imbalance between inmates and 

staff, and differences in values, life styles, expectation, 

etc. render inmate rehabilitation highly probabilistic. 

This report, the first of three volumes 'on the recruitment 

and retention of minority correctional employees, e~amines the 

po~icies and ~ractices of si~ state-operated prisons as they 

related to the recruitment, screening, selection, promotion 

and retention of minorities. The second report looks at the 
'.' 

projected nU}tlber of minorities expected to be in certain cor-

rections-r'elated occupations from 1975-1980. 'The third analy­

zes ~inority e~ployees' attitudes and perceptions as a means 

for de.;signing, and implementing recrui.tment and retention 
iF 

strategies. " 
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I. STUDY PURPOSE AND METHODOLOGY 

This study --part of a larger study of minority employ­

ment and recruitment in selected state correctional systems --

w.as designed, to examine the personnel policies and practices 

of these selected state correctional systems as they relate to 

the recruitment, screening, selection, promotion, and retention 

of minorities. Sp'ecifically, ,,'the study attempted to determine 

the extent to which these policies and practices facilitate 

affirmative action and promote equal employment opportunity. 

In addition, the study considered the relevance and potential 

of the Standards and Goals of the National Advisory Commission 

" on Criminal Justice for helping to accomplish equal employment 

opportunity in correctional facilities across the nation. 

A. Methodology 

The larger study, of ' which this effort is a part, involves 

a survey and relC3.t~d research concerning minority recruitment 

and retention in state-operated correctional institutions, in-

cluding an analysis of present condit'icins and projections into 

the future •. Purposive sampling for the survey resulted in the 

selection of seven correctional fabilities located in California, 

Louisiana, Michigan, Mississippi, New Jersey, and Ohio. An 

attempt was made to include each of the four c~nsus regions to 

make the sample representative if not provide gene~alizability . 

" This l?tudy's sample consisted of the Director of Personnel. 

for the State De~artment pf Corrections in each of the six 
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states in which the previously mentioned correctional facilities 

are located. A mail questionnaire was used to request informa-
, 

tion concerning personnel policies and practices affecting 

minorities, with focus on recruit~8nt, screening, and selection 
;'l 

of correctional officers, as well as retention rates and per-

sonnel evaluation and'promoti?n policies. ' The questionnaire was 

modeled after the one developed by E'isenberg, Kent and Wall in 

Police Personnel Practices in State and Local Governments" 1 

(A copy of the questionnaire is included in the Appendix.) Com­
O 

pleted questionnaires were rece~ ved from the Personnel 1,1)irectors 
, 

in four states: California, Michiga.f)/ Mississippi and Ohio. 

B. Results 

Results of the survey are presented in thefollmving sec­

tions, which contain findings and i~~lications related to: 
II I .. ' 

. t 

• Level of Black Employment, 
• Recruitment, 
• Screening an9 Selection, 
• Retention and Advancement. 

In addition, conclusions and recommendations based on 

survey findings are presented. 

C. Limitations 

The data present~d in this report are in one sense incom­

~lete. Time-series employment data -- needed for evaluating 

",the progre~s made by corr!=ctional system affir~ative action 
" 

efforts, as well as 'for determining the need for particular 

'" /-:? lEisenberg, Terry; Kent,Deborah'Ann; and Will, Charles 
potlice Personnel,>Practices in" State and Local Government;. 
Wa?shington, D. C. The Police Fbunda tion, 1,973. , 
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kinds of affirmative action p~ograms and emphases -- were 

largely unavailable. Although responding Personnel Directors 

reportedly spent an average of 8.5 hours in preparing their re­

sponses to the'survey questionnaires, specific statistics on 

past and present minority recruitment, screening, employment, 
\~ 
(/\\ 

retention, and promotion experiences were 'largely unavailable. * 

This lack of data constrains not only this study but also the 

efforts of correctional systems t.o improve minority- employment 

levels by((:making d.ifficult or imposslble a realistic assessment 

of the existing situation. 

Because of data limitations; the minority employment sta-

tistics pr~sented in this report are for Black employees only; 

information was not obtained concerning other minority groups. 

*Only one state,' Mississippi, i~dicate'd the existence of a regu­
- lar report of this kind of informatioh. 
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II. THE CURREN'].' LEVEL OF BLACK EMPLOYMENT 

The National Advisory Commission on Criminal Justice Stan-

dards and Goals called for concerted action to increase theU 

l~vel of minority employment in corrections. 

In addition, the Commission proposed other standards re-
,I 

lated to issues which have been or will be subject to litigation. 

For example, one g-roup of standards address issues related to 

the developmento~ policies and procedures pertaining to the 

rights of individuals under the supervision of corrections to 

have access to the courts. A second set of standards focus on 

the conditions of correctional facilities and identifies the 

prisoner's rights to freedom from personal abuse and non-dis-

criminatory treatment. A third set of standards apply to dis-

cretionary power which correctfonal institutions have over the 

offender. And, yet another set of standard~ center on the 

" offender's first amendment rights of freedom of speech and 
'", (j 

association. The last set of standards look at the issue of 
. )) 

eq,uitable se~tencing practices. 

Table ]: shows the .,numberand percent of Black employees, 

within the fbu~ selected state correctional systems in 1974. 

The percentage of Black correctional personnel ~anged from 8.6 

percent in Ohio to 29.0 percent in Mississippi. It should be 

stressed that information was not obtained about the employment 

levels of Black personnel; th~s it is nQt possible to discuss 

the relati v~ salary rates' of Blacktr and ilwhi te employees or the 
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Table 1 

Present Level of Black Employment in 
Selected State Correctional Systems, 1974 

.v 

STATE 

BLACK EMPLOYNENT California Michigan Ohio Mississippi 
~. 

Black Males 

Number 1,386 237 185 160 
:/ 

Percent of 
29.0 Total Employees 16.8 8. 5.3 

Black Females 

Number 384 61 11] 9 

Percent of .02 Total Employees 4.7 2.2 3.3 

All nlacks .-

N,umber: 1,770 298 302 169 
~.;." 

Percent of " 

29"0 Total Employees 21.5 10.9 8.6 
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extent to which Blacks hold supervisory or professional posi-
;; 

tions. Nationally, Blacks are about 11.4 percent of the Alnerican 

population; they constitute 47 percent of the inmate population. 

In two of the four states surveyed, the percentage of Black em­

ployees i~ the correctional system was les~ than their percen-
G . 
;/ 

tage in J.'he American population. T,able 2 compares the percentage 
.';? 

of Black correctional personnel with the percentage of Black 

residents of the four states, using 1973 population estimates. 

The table shows that in three 9f the four states, Blacks are 

underrepresented in corrections as compared with their population 

in the state; only in California is this not the case. 110reover, 
i;::;\' 

in none of the four states is the percent of B'lack corre'(1!tlonal' 

employees as hlgh as the percent of Black inmates. 

The underrepresentation of Blacks as correctional employees 

may be due to a combination of many factors, including: 

• Lack of support for the Standards and Goals or 
other affirmative action efforts and e~').a:J. em­
ployment opportunity goals at some or all levels 
of the correctional systems; 

• Lack of ef£ective affirmative action J?rograms and 
personnel policies and practices to improve em­
ployment and retention of minoriti~s; 

• Present effects of past discrimination which con­
tinue to· complicate efforts to achieve equal em­
ployment opportunity; 

• Working conditions or other job factors which dis­
courage minorities from desiring or seeking em­
ployment in these state correctional systems. 

Some of the personnel policies and prac·tices which may 

serve to encourage or discourage minority employment and reten-

tion in the selected state correctional systems are described and 

assessed in the following ~ections. 
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Comparison of Percent of Black Correctional Employees 
and Percent of Blacks in State Populations 

rv 
;) 

STATE 

PERCENT California Michigan Ohio Mississippi 
, 

Percent of Black 
Correctional Employees" 21.5 10.9 8.6 29.0 

Percent of Blacks 
in State:': 7.5 13.7 9.4 3(;>.0 

:~1973 population estimate, U.S. Bureau of the Census. . 
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III. RECRUITMENT, 

o 

If corrsctional systems hope~to attract qualified minori-
c \ G 

ties, they must make a special effort to overcome the present 

effects of .past discrimination through active recruitment pro­

grams. Whctt are these present effect,s of pa~t discriminatory 

practices? They include a lack of role models for minorities 

among correctionai employees; minorities are likely to have few 

family members, friends, or neighbors who work in corrections. 

Therefore, few minority group members are likely to hear of job, 

openings by.vlOrd-of-mouth or other informal recruitment methods. 

Moreover, because employment in corrections has not been readily 

accessible to minorities in the past, minority job seekers are 

likely to ignore correctional joJ:. opportunities unless special 
", 

efforts are undertaken not only to announce available positions 
• J; 

but also to stress affirmative action goals. 

Both public and private employee$ concerned with attracting 

minority job applicants have been discovering in recent years 

that successful recruitment efforts must be directed towards 
v r . 

min6fity audiences, not j,l~st the g~neral community. As indi-
.... '-.\~ 

cated in Table '3, the recrui trnent praCtid=s r~ported by three 

state correctional systems focus on general audiences, and la~k 

emphasis on reaching minoritie$ specifically. However, the three 

states do have some special recruitment prac:t~'Ces .designed to' 

reach minorities. Table 4 indicates these special efforts, 

I~ 
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Table 3 

General Recruitment Practices 

PRACTICES 

1. Continuous announcements of exams 

2. Period between exams less than 
4 weeks 

3. Want ads in local newspapers 

4. Special posters in public places 

5. Spot announcements on radio or TV 

6: Asking referrals from public 
employment services 

7. Asking referrals from labor/ 
union organizations 

8. Asking referrals from political 
organizations 

9. Asking referrals from policy 
employees 

10. Asking referrals from community 
organizations 

11. Recruiting at schools or other 
educational institutions 

12. Recruiting at Army separation 
Center 

II 
13. Using Operation 1'01ice Hanpmver 

_, Transition Programs 

14. Using mobile vans or similar 
devices ,) 

15. Other 

California Hichigan Ohio Hississippi 

Yes Yes Yes 

Yes No Yes 

Yes Yes Yes 

Yes No Yes 

Yes No Yes 

Yes No Yes 

No No Yes 

No No Yes 

No No No 
I -

Yes Yes Yes 

Yes Yes Yes 

Yes No Yes 

No No No 

No No No 

No No No 

*Hississippi did not respond to this ques tion because it was 'fiot d'Oing' any recruit- I 
~~nt; the State reported a large. number )of appl:1,cations wer,C: on file. 
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Table 4 

Special }linority Recruitment Practices 

Special integrated recruiting 
teams 

Sp~cial trips to schools/ 
colleges with large minority 
enrollments· 

Visits to community centers 

Use of graduates of operation 
Police Manpower Transition 
Program 

Use of storefront centers in 
inner cities 

Advertisements in community­
oriented news media 

Information officers after 
hours and on weekends for 
pre-examination counseling 
and training 

Using different selection 
procedures/standards 

California 

Yes 

Yes 

Yes 

No 

No 

Yes 

Yes 

No 

, 

* No recruitment being done at present. 

** "Late exams" 
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Michigan 

Yes 

Yes 

Yes 

Ncf.: , 

No 

No 

No 

, Yes** 

Ohio Mississippi* 

Yes 

Yes 

Yes 

No 

No 

Yes 

Yes 

No 
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which include, in all three states, special integrated recruit-

ing teams, trips to schools with large minority enrollments, and 

visii:s;.to community centers in minority communities. Two states, 

California and Ohio, also advertise for personnel in cornrnunity­

oriented ne,ws media, and make information officers available in. 

the evenings and on weekends for counseling ~nd pre-examination 

. training in test-taking strategies. This can help minority 

ap~licants qualify for correctional jobs and also provide them 

with a realistic view of work in a correctional system. Michigan 

also waives the rule that employment tests be taken only at pre-, 

scribed times. 

None of the stat,es surveyed reported minority recruitment 

approaches such as the use of storefront cehters or mobile vans, 

or use of the graduates of the Operation Police Manpower Transi-

tion Program in recruiting. 

The states surveyed generally have not been successful in 

rt="recruiting enough minority applicants to meet affirmative acti'on 

goals. The l~ck of success is probably due partly to inadequa,te 
11 

minority recruitment efforts. Fortexample, the 'systems might 
-. '\':~ 

be more succ~ssful in attractingmi;~rity applicants if they:' 

• Involved neighborhood leaders and more community 
organizations in ,their recruitment efforts, 

• Directed their short-term recruitment efforbs at 
groups oyer 21, since the three states which are 
carrying out recruitment have a minimum age of 21 
for correctional officers. This mak~s Career Day 
or other high school recruitment useful only as 
a long-term effort to interest youth in careers 
in corrections, 

11 
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Strengthened aiHB.;7'expandedspecial orientation and 
test-simulation and preparation activities, since 
minorities and others from low-income backgrounds 
tend to be relatively ineffective test-takers, 

Provided-special orientation and trainin~ to re­
cruiters, to mak~ them sensitive to minority con­
cerns and familiarize them w'ith approaches which 
otlier agencies have found to be efficient in 
reaching minoriti~~. 

It is likely that factors other than recruitment efforts 

also affect the success of these efforts. For example, because 

minorities did not until recently have access to most jobs in 

corrections, correctional careers were not seriously considered, 

by most young minority group members. While correctional sys-

terns may now welcome minorities, the present effects of past 

discrimination may' include: 

• 

• 

A lack of widespread awareness of the range of 
job opportunities in corrections; 

A continuing:,;::.belief that minorities face discrim­
ination in correctional employment{ 

;!ce.o' ••• ,Personnel practices (involving screening, promo­
tion, etc. )~vhich may affect minorities unfavorably. 

I': 

In' addition, recruitment efforts. -,- like retention rates 

may be negatively affected by various job environment factors . 

For example, the fol,lovling factors ·may discourage qualified 
" . 1\ . 

minori ty group membe:rs from seeking jobs in corrections: 
II ," . 

• The 10cation~Of correctional in~titutions, often 
far from majc\r urban areas and even from mediurn­
sized cities i\1 

• Low entry-leJ~l salaries; 
. 1\ 

• \1. • 
• Perce1ved con~tra1nts to advancement; 
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• Long working hours; 

• Limited training or advancement oppo~tunities in 
many occupations; 

• The highly structured, often "mili tarist:ic" nature 
of correctional institutions. 

The e~try-level salaries for correctional officers in the . 

four state systems ~furveyed are shown in Table 5. 1·10nthly sala­

ries range from $611.20 in Ohio to $911.00 in California. These 

low salaries can be expeqted to discourage many potential appli­

cants if other, better-paying jobs are available to them. 

To the extent that minorities are aware of actual working 

conditions and promotion opportunities, negative factors may 

discourage them from applying for jobs in corrections. Such: 

fac·tors are likely to have a particularly significant effect on 
'" 

retention, however, and additional factors are identified in that 

section of the report. 
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Table 5 

Entrance Level Salaries for Correctional Officers 
. in Selected State Correctional Systems, 1974 

SALARY 

STATE Monthly Annual 

California $911. 00 $10,932.00 

Michigan $809.10 $ 9,709.20 

Ohio $611.20 $ 7,334.40 

* 
Mississippi $643.00 $ 7,716.00 

"~I 

14 

o 

'tal"'A'=l*"t r~ .. c 

i 

8 W r----........ ----....... -.--,;::.--:-~-----------~----.--.-----------.,,: ..... ·-· --,~"""""'...,..",="'" ~ 
III 

\' 

n 

[1~, 

'0 
U 
0 
11 

0 
0 

0 

D 
p J 

a 
0 
l.l 
o 
fJ 

D 
n 

<' n 
o 
D 

I) 

-:: 

IV. SCREENING AND SELECTION 

\ I 
r.f 

II 
rl ~ I n 
~ 

il 

I 

I \ 
11 

1 '_,':>"/ ___ "*_,.,_. _------_""""'=_=z~ ___________ ._:...:...... ________ .. _____ ....... WOOlt;t; __ • .,., .. _" __ ",*,..--~=-==_.~,.~L! 



H 

U 
,.~ 

o 

IV. SCREENING AND'SELECTION 

/;? 
Like most public agencie,s, the state correctional systems 

surveyed have developed a complex set of screening procedures 

which are designed to make the employee selection process as 

nearly objective as possible .. Moreover, these procedures are 

supposed to be uniformly applied. Unfortunately,' many of these 

procedures as applied serve to discriminate agains~ minority 

applicants. The subsections below describe the var,ious, screen-

,ing practices of the four state correctional systems and specify 

those which limit minority access to jobs in corrections. The 

specific requirements studied are those stated for entry-level 

positions as correctional officers. 

A. General Educational Requirements 

'irhree of the states surveyed have general educational 

requirements for applicants for correctional officer jobs. Ohio 

requires only an' 'eighth grade education. 'Applicants in r-1ichigan, 

California, and Mississippi are required to have completed high 

school/GED.
0 

In addition, applicants are required to be.inter­

viewed by a board composed of members of the institutiQn. 

While low-level edu~ational requirements are not likely 

to be a major exclusionary factor, g~neral educational require-
J,f • 

ments have been held. discrimin.at.ory in some court cases because 

there. is no demonstrated relationship beb~een a given amount of 

formali:!ducation and successful job
O 

performance. On the other 

hand, specified achievement levels, such as a. givel1,_reading 
-j '-;; 
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comprehension level or ability tp write' sufficiently well to 

prepare required reports, can be appropriate requirements when 

they are job-related. 

B. Written Tests 
(J 

Three of 4Jhe four states surveyed (all but Michigan) re-

quire corre,ctional officer applicants to take a worH:ten test 
I) "': 

prepared by the State Personnel Board or Department. If these 

te,~ts have been show'n to be related to job perfd1:-mqnce -- if 
..... .1 

they have been "val:Ldated" for correctional' officers -- then 

they are acceptable screening procedures.~ However, it appears . (~\ 

that the skills and other characteristics of a "successful" 

correctional officer have nev~r been identified \'li th precision, 

and it is therefore unlikely that success qJ1 the test corre­

lates highly with success on the job. 

Non-job-related tests are a major factor working to ex­

clude minorities from many kinds of jobs, for several reasons: 

• Minorities tend to have less formal education 
and thus less experience with written tests 
than whites; 

• Minoritie~may face psychological barriers to 
successful test-taking because of a history 
of discrimination and 1inferior social and econqmic 
status; 

• Many tests contain deliberate or unconscious cul­
tural biases which cause Im'ler average scores for 
minorities. 

o In addition, te~ts can be used to'deliberately exclude 

minorities, not only through biased questions but also by having 

minO.rities take the tests under uncomf9rtable or other unfavorable 
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'conditions, or by not scheduli~g the test at times convenient 

for minority applicants. 
'.' 

In order to produce a test which can measure the knowledge 
) 

=~and.'·skills required for successful job performance, the correc-

tiona 1 system needs to undertake job task analysis, identify job-

related knowledges and skills~ develop tests to measure these 

jobs and skills, and validate the tests by comparing the job 

performance of individuals who score~ high on the tests and 

individuals who scored low. Validated tests of this kind can 

be considerably more h~ipful as a screening tool than educa-

tional requirements or standardized achievement tests. As the 

NatIonal Advisory Commission on Criminal Justice Standards and 

Goals has noted, 

II Many persons with less than a college educa-
tion can be of special use in corrections, since 
they understand the problems of offenders, who are 
likewise without higher education. II f,: .. , 

c. Oral Tests ,arid Interviews 

Oral tests or formal interviews fo~ entry level correc-

tions custodial personnel are required by all four of the states 

surveyed. These oral tests suffer from the same problems as 
,,'t 

written tests in terms of thei~,;, lack of a demonstrated relation-

ship to job performance. They also tend to be highly subjective 

and can readily be manipulated by the interviewer. While it 

2 National Advisory Commission on,Criminal Justice Standards 
and Goals, Corrections Report, p. 4724 
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may seem reasonable to inferfl=relationship between an appl{~ 

cant's demonstration of poise, firmness, leadership, and skill 

in social interaction during an oral test and his or hers on-the-

job performance in a custodial, counseling, or service role, the 

impqrtance of such cha!acteristics in determini~g job success 

has not been established. Moreover, tne interview is an arti-

ficiaL situation, and generally does not even attempt to simulate 

the actual working environment. Actual employee performance 

during the probationary period is, of course, the oral test of 

ability to successfully carry 6ut the responsibilitie~ of the 

job. 

D. Consideration of Applicants with Criminal Record 

The National Advisory Commission on Criminal Justice Stan;... 

dards and Goals has predicted that: 

liAs participatory management of the correctional 
system becomes a reality, more offenders will find 
roles in corrections." 3 

Ex-offenders have a knowledge of corrections which may make 

them particularly valuable correctional employees. However, a 

major obstacle to the hiring of ex-offenders is the Civfl~er-

vice limitation upon the hiring of convicted felons or 'even 

persons with arrest records, which exists in many states. Most 

states now ,distinguish between arrests and convictions; as T~ble 

6 shows, of the four'states surveyed, only ~tississippi automati-
. )/ 

cally""'disqualifies applicants with arrest records but not 

3National Advisory Commission on Criminal Justice Stand~rds 
and Goals, op. cit., p. 478. 
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Table 6 

Tolerance of Arrest and Conviction Records 
on Personnel Recruitment in Selected States* 

California Michigan Ohio 
" 

Traffic Violations 
Yes Convictions Yes Yes 

Arrest record for 
misdemeanors Yes Yes Yes 

Arrest record for felony Yes Yes Yes 

Conviction record for 
misdemeanor Yes Yes No 

Conviction record for 
felony No Yes No 

1 

Mississippi 

Yes 

Yes 

No 

No 

No 

:j\/ 

h person W-lth SUCll a record is accepted as a job applicant. *Yes indicates t at a ~ 
T.T~th sucll a record is not accepted as a job applicant. No indicates that a person W~ 

i .. ! 
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convictions. T t t M' n], , dOh' d' l'f I' wo s a es, ~SS1.SS~pp~ an ~o',~squa ~ y app~-

cants with misdemeanor convictions, and three of the four states 
I{ 

(all but Michigan) disqualify persdns with felony convictions. 
{/ 

~ hI 
Thus felony ex-offenders ca1notcseek corrections jobs in three 

'j 

of the four states .. surveyed. 

Disqualification of job applicants based on arrest records 

discriminates against minorities, since minorities are particu-

larly likely to live in central cities and, more than whites, 

are more likely to have arrest records, particularly "suspicion" 

arrests. Fifty to 90/,percent of the male residents of urban 

slums have an arrest record,~ and the l{kelihood of having been 

arrested is five times as high for Blacks over 18 as for whites 

over 18. 5 

Even in states where a distinction is made between arrests 

and convicti8ns, airest records may discourage minorities from 

applying for jobs in corrections. An effective program for mi-

nority recruitment, which includes a clear statement of state 

policy regarding the hiring of individuals with arrest or con-

viction records on job qnnouncements are app'lication forms, can' 

help overcome this problem. 1,-, 

Changes in or ex6@)":j;~'.~ to these regula.tions Will be re-
~ .... ~:I 

quired if correctional agenci~:S" are to carry out the recommen-
. If­

dations of the Joint Commission on Correctional Manpower and I) 

4President's Corunission on Law Enforcement and the Admin­
istration of Justice, The Challenge of Crime in a Free Society, 
Washingtoni D.C., Government Printing Office, 1967, p. 75. 

5Ibid •. , p. 44. 
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Training by taking "immediate and affirmative action to recruit 

and employ qualified ex-offenders in correctional roles."s The'" 
" Joint Commission also indicated that: 

"The fear of failure should not work as a discrim­
inatory factor against the hiring of ex-offenders. 
In fact, the opposite is true. If meaningful job 
opportunities are to be made available to ex-offen­
ders, the system's desire for success must be tem­
pered by tole,rance of a certain number of failures." 7 

Training programs are an important part of any program ,to 

employ ex-offenders, since they help ma~imize chances for succeis. 

Correctional administrators and the public must be willing to 

accept the risks in order to reap the benefits of utilizing ex-

offender personnel in corr~ctions jobs. The ability to recruit 
11\ 

II 
actively from the ex-offend:er population helps a state demon-

" 

strate the success'of rehabilitation, and also serves as an 

example to other agencies which might provide job opportunities 

to ex-offenders. Thus current regulations -- usually state civil 
/' "; 

service requirements -- which limit or prevent the hiring'~ ex-

offenders by correctiona,1 agencies need' reconsideration and 

revision. 

E. Background Investigations 

None of the four states surveyed requires either polygraph 

tests or local personal references of correctional job appli~ants. 

':L') 
sJoint Commission on Correctional Manpower and T:f.?-ining, 

op. cit., Standard 14.4, p. 43. 

7Ibid •. 
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'However; three of the states -- all except California -- re-

quire "background checks" on applican·ts. Details of the inves­

tigative proc~ss were not requested. 

,F. Physical and Health Requirements 

All four states require medical examinations for correc­

tional j06 applicants. Some observers believe that disqualifica­

tion for hypertension iJ? discriminatory, since a disproportion-, 

ate number of Blacks suffer from high blood pressure. All four 

states disqualify applicants for hypertension. 

P~ysical requirements for correctional job applicants vary. 

California and Ohio have a five-foot-eight inch minimum height 

requirement for m'ale applicants, and Nississippi has a five-

foot-one inch minimum height requirement. Three.states (all 

but Mississippi) have weight and visual acuity requirements. 
! 

Such physical requirements could tend to discriminate 

against a particular racial or ethnic group; for example, if 

Asian-Americans tend to be short,' height requirements may tend 

to exclude them. Such physical requirements should be elim­

inated unless ~ thorough review shows they have a specific 

relationship to job succe~s. 

G. Other Requirements 

As determined by a supplementa~y questionnaire submitted 

to personnel specialists in the four state systems, a variety 

of other requirements - some of them work-related, others not -

are used by the various states in the scr.eening process. For 
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I example, "although community of residence ,is in no case a II ~ 

!I E screening factor, Ohio hires only residents of the State. Table l I; 
u \ iJ rn Mississippi requires U. S. citizenship. Table 7 sUminarizes '\.. I I 

.. I!,I. \1 ' 1\ Non Work Related Eligib'lU .. :i:ty . .. ill - non work-related eligibility requirements. \ '._! Requirements 

il U'I Every state iden¥-fies .candidates by race on its appli- 'III 

il - \ t 
u cation forms and reeora\? race on personal folders. l?uch race 
~ , 
}l rn U identification is in viol~tion of federal 
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civil rights legisla~ 

tion unless it is 'used for affirmative action and EEO reporting 

purposes. 
" 

Non work-related requirements by definitiqn do not relate 

to projected job success. Thus they should be carefully re-

vie'ved for possible discriminatory effect -- and, in mapy cases, 

eliminated. The rationale behind each such requirement needs 

to be determined, and its legitimacy established if the require-

ment is to be maintained. 

H. Selection Preferences 

In the hirins of employees, the states s{irveyed identified 

the following areas of preference in selection: 

• 

• 

Veterans preference is given by all four states. 
Although its intent is to compensate veterans 
for 'their service to their country, such prefer­
ence discriminates against'women (whose numbers 
i~ the military service are limited by legisla­
tion). Federal veterans preferences are now 
being challenged in court. 

Thr~e of the four states surveyed -- all but 
Michigan -- use some preference approach such as 
"exceptional appointments" to hire applicants 
who have special or critical skills such as bi­
linqual competence. 
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Ohio Hississippi 

Yes Yes 

No No 

-- Yes 

Yes --
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• I th ' t' \11 l' t . t t' , d' I n e correc lcna lns 1 u lons surveye ,ateral 
entry, i. e., tr~insfers from other merit system po­
sitions thro:ughq!ut the state bureaucracy I is re­
str~cted .. Ther~ ar~ requirements of no pri?r ex­
perlence ln cor~ectlons for entry fromoutslde the 
correctional sys'tem. Although information covering 
this issue is incomplete, the available data suggests 
that lateral transfers are used by state workers 
as career building devices. Mississippi, for exam­
ple, reports 1;.hat more than seventy percent of its 
lateral transfers were promotions.' Lateral entry 
can tend to perpetuate discrimination, however, if 
the state has few minority employees. 

Selection Procedures 

All four of the surveyed states use specific selection 

procedures which are designed :to make the process "objective." Ii 
,~1 

// 

Table 8 summarizes some of the devices used for ranking job /1 

applicants, once the ineligible and clearly unqualified have 

;;1 
/( 
/1 

I 
been eliminated. The validity -- and the potential for discrim~ \ 

ination ~- of each of these devices has already been discussed.~, j 
,j/ 

The effect of these approaches often is a "subjective" selectio~r;Y 
/1 

process, open either, to conscious subversion by an interviewe~/' 

or reviewer of applications or to unconscious discriminatory 

effect because the procedures tend to exclude or eliminate 

minorities disproportionately. 

. State agencies may take a variety of actions to p~event 

the selecti~n process fr~m unfairly reducing the chances for 

minority hiring. Selection boards can take the place of'indi-

viduals, with minori,ty representation on such boards. Inter-

views, can be taped for periodic review by key officials~ Affir­

mative action plans may be developed, 'and EEO goal::? stressed in 
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DEVICE 

Ivritten Tests 

Oral Interview/Exam 

Veterans Prefere~ce 

Ii Table 8 

\\ 
'.~\ 

Devices Used in Ranking Candidates 
in Preparation for Selection 

STATE 

California Hichigan 

Yes No 

Yes Yes~~ 

Yes No 

Completed Job Application Form No No 

*5 points, 10 points if disabled. 

" 
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l 

Ohio Hississippi 

Yes No 

Yes Ye.s 

Yes Yes 

Yes No 



staff ~eetings and special training se~sions. Perhaps the 

single most useful tool for identifyi~g min?rity recruitment 

and selection probJ,ems -- so that appropr:i:1ate remedies may be 

sought -- is the keeping of time-series records which describe 

applicants .by race and sex. " These records should show recruit-· 

ing contacts and applicants, permitting consideration of test 

scores, rankings, numb~r hired, reasons for non-selection, etc: 

Thus they can be used to pinpoint the causes of weaknesses or 

failure in minority recruitment and hiring efforts. 

I' -.:' 
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v. ENPLOYEE RETENTION AND A'oVANCEMENT 

" Recrpitment and. selection policies and procedures help 
'0 a 

determine who becomes a correctional system employee. Policies 

regarding p~obationary pe!iOdS, evaluations, training, and 

advancement opportunities -- as well as general working condi­

tions -- help determine which employ~es remain within correc-

tiona I sy~tems and advance to positi?ns of authority. The 

subsections below present turnover and retention rates for the 

four state correctional systems surveyed and examine state 

policies and experiences regarding probation, employee evalua-

c' tion, and promotion. 

A. Employee Turnover and Retention 

Table 9 shows rates of correctional officer turnover for 

the four state correctional systems. Turnover is very high in 

all four'systems, ranging from 24 percent in Ohio to 34 percent 

in. California. The turnover rate for other categories of em­

ployment, par~icularly professional categories, may be much 

lower, but these figures indicate major employee retention 

" 
problems regarding correctional officers in all four s~ates. 

The turnover rates in Table 9 generally do not reflect 

reduction-in-force procedures, as shown by the pero.entage di.~­

ferentials i1). that t·able. In every case, more correctional 

officers were hired during the year than left employment. 

What factors contribute to this extremely high turnover? 
f\ 
\ 
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Table 9 

Employee Turnover in Selected State 
Correctional Institutions, 1974* 

California Hichigan 

of n Number full-time employees 315 1,037 

Number leaving employment 106 137 

Number hired 144 152 

Percent leaving 34% 13% 

Percentage-difference 
,between thpse leaving 
and those h'1red;':* +12% +.02% .. 

;':Turnover shmvn is for correctional officers 

Ohio Hiss±ssippi 

331 534 

78 286·) 

86 378 

24% 54% 

" \\ 

+.02% +17% 

)'otpositive differential indicates more employees hired than leaving. 

o 
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Low pay, already mentioned as a negative recruitment factor, is 

one probable cause. Persons may take jobs as correctional offi-
l\ 

cers because no better-paying position is available, then leave 

as soon as a higher-salary ~ob becomes available. 

Working conditions may also contribute,to turnover; other 

parts of this research effort have suggest~d their importance 

in recruitment and retention of not only correctional officers 

but professional employees. Other important factors include 

reasonable hours and workloads, fringe benefits, in-service 

training and ,educational opportunities, and recognition for, 

good performanc:e. In addition, advancement opportunities are 

likely to affect turnover -- for minorities as well as other 

employees. 

As the Joint Commission on Correctional Manpower and 

Training indicated, 

"To a great extent the ability of corrections to 
attract' and keep competent personnel '''Till depend 
upon the employee I s perception of his pot,ential 
for self-fulfillment;"8 

Correctional systems with high turnover amongilparti'cular 

categories of personnel -.,.. or employees of "particular racial or 

ethnic groups -- 'should carefully assess job slots in terms of 

"the working environment, material benefits, and non-materiai 

II 
,'I 

benefits "\Thich constitute the "potential for self-fulfill~ent."" 

(::) 

8Joint Commission on Correctional 11anpower and Training I 
Ope cit., p. 15. 

" 

,.; . 

-~-o:;-

/1 

Cha~ges must often be made in non-monetary factors in order to 

increase employee retention. 

B. Probationary Periods 

All four state~reported the use of a probationary period 

for new employees, with varying lengths of, from three ,to nine 

months. The length of the probationary periods were as follows: 

California, nine months i l-1ichigan, six months i 'Mississippi, six 

months; and Ohio I three months., 

The states estimate that they lose only two percent or less 

of new employees during the probationary period; however, as 

Table 9 sho"Ted, correction,<;l,l officers do have high turnover 

rates. No breakdowns or terminations by race or sex were 

available. 

The data suggest that the probationary period is more of 

a formality than a real period for determining "'1hether the em­

ployee can succeed in the job. It is possible that the testing, 

screening and selection processes used by'the correctional sys­

tems successfully identify sui,table' in?umbents for vacant posi­

tions. Alternatively, it is possible that the determinations 
<. .. • 

made by these processes are largely irrelevant and that almost 

anyone who presents him/herself for employment can perform the 

dt,; .les. If involuntary termination rates during the pr~~ationary 

period are extremely lovl because the jobs involved do n~it re'­

quire ~xtensive ski1ls~ then perhaps the screening and selection 

procedures used are unnecessarily complex arid costly, and should 
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·be simplified. On the other hand, perhaps the probationary 

period is not adequately used as a time for eliminating per-

sonnel ,,'ho perform poorly. This si tuation deserv~s careful re­

view by correctional officers. 

C. Performance Appraisals 

Evaluations of employee performance by supervisors is one 

important basis for, job retention and advancement within correc-

tional systems. Table 10 shows possible uses of performance 

appraisals by the four ·f:tate correctional systems. As the table 

shows, these personnel assessments not only may help determine 

whether salary increases or promotions are received, but also 

may affect assignments or help determine transfers. In all four 

states, negative performance appraisals may be used as a basis 

for recommending counseling or for employee dismissal. 

The four states report that their employees are permitted 

to see their appraisals'and to discuss them w~th th~ reviewing. 

official. Employees are.requ:Lred to sign their evaluations. 

Although standards of performance ,are important, explicit 

and fair standi?-rds of performance, are not always easy to develop. 
.~ 

Everyone who directs the work of employees within the correc-
\) II 

tional system uses some frame of reference for judging whether 

the work of the employees is satisfactory'. In certain instances, 

these standards are highly explicit; in other cases, the person 

making the judgements cannot enunciate clearly the basis ~or his, 

evaluations. The use of guidelines for judging performance and 
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Table 10 

Possible Uses of the Personnel Performance Appraisals 
in Selected State Corr~ctiona1 Systems in 1974 

California Michigan Ohio Hississippi 

Salary increases Yes Yes No Yes 

Promotions No No Yes Yes 

Discipline No No No No 

Assignment/transfer Yes No No Yes 

Dismissal No Yes Yes Yes 

Counseling Yes yes Yes Yes 

Other No No Yes~t No 
II 

*Lay-off 
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standards should be a matter of record within the correctional 

system, if the system is to guard against discrimination in 

performance appraisals. 

D. Promotion 

The four states surveyed report diversified procedures 

designed to make emp16yee pro~otional policies fair and objec-

() tive. Table 11 summarizes the standards !:;reportedly used by the 

states' correctional officials far employee promot~on. The most-, 

often used factors for promotion include oral ~nd written 

examinations, in-service training (used by all four states), 

supervisor's evaluation of performanc~in present position, 
(i 

seniority within a given rank, length ~f service in the depart-

ment,' education, and supervisor's evaluation of prol1lotion 

potential (used by three states). 

Several of these promotion considerations serve to dis-

courage the promotion of minority personnel. The discriminato~y 

effects of oral ahd written tests were described in t~e Employee 
" 

d3creening and Selection section of this report. Ano·ther poten­

tially discrimina~ory factor is seniority. 

seniority as a criteria for promotion becomes discrimina-

tQry when hiring practices have been racially 11 s]cewed" over time. 

Minorities tend to have been hired recently, so they have less 

seniority than emplQ:yees hired during the years- when minorities 

,.;rere ~xcluded or discouraged. Seniority is a maj or issue not 

only in promotion but also if a reduct-ion in force becomes 

necessary. 
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Table 11 

Promotional Standards for Correctional Officers 
in Selected ~tate Correctional Systems in 1974 

,> 
California Hichigan Ohio 

Supervisor's evaluation of 
performance in present 
position 3 3 

Veterans preference 2 

Seniority within a given 
rank - 1 3 3 

Written examination 3 3 3 

Oral examination 3 3 3 

Length of service in: the 
-department 3 3 

Awards or commendations 3 

Peer evaluation (/3 
I 

Education 1 1 

Supervisor's eval ua t ion· 
of promotion potential 3 3 

In-service training 3 1 - 3 

Key: 1 - Used to meet eligibility requir~ment for promotion. 
2 - Used to provide extra points towa~ds promotion . 
3 Used to rank employees for. prqmotion. 
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There are severa). ways to overcome the present effects of 

past discrimination as exemplified by seniority. One is to mini­

mizethe use of seniority as a promotional factor~ Another 

possible solution is lIindexingll, which involves transforming the 

yoars of t.he seniority scale of minority groups so as to render 

.... them equivalent to white groups. This can be accomplished by 

computing a "discrimination f.actor", which 'ivould involve dividing 

the number of months or years of servige of the ranking minority 

employee by the number of months or years of service of employees 

with the longest service record of each minority. The disorim-

ination factor, for each group is multiplied by the number of 

actual years or months of each employee, creating a seniority 
,I 
\\ 

index. The seniority index functions :as a ranking of each em-

ployee for any purpose for which seniority is normally used. 

IndexingeBtrategies distribute lay-off vulnerability and sen-

iority fairly, taking into account the discriminatory hiring 

practices of the past. 

E. Retention and Advancement Needs 

,A re-examination of retention and promotion policies and 

advancement oppo~tunities is needed within correctional agencies 

in order to create a positive organizational climate for'a~l 

employees, including m~norities, and to eliminat~ causes of ' 

employee dissatisfaction and turnover, thus improving retention 

of capable staff' of all races. In the long .term, policies such 

as the following shoul.d be developed and' implemented: 
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~ 1. 

2. 

3. 

4. 

5. 

6. 

7. 

S<;tlaries for all personnel that are competitive 
"nth other pc;rts of the criminal justice system, 
as wel~ as wlth comparaple occupation groups of 
the prlvate sector of the I'ocal economy. 

Opportunities for staff advancement within the 
s~stem. The sy~tem should also provide opportuni­
tles for promotlonal mobility within jurisdictions 
and aoross jurisdict.ional lines. 

Elimina~ion of excessive and unn~cessary paperwork 
and chalns of command that are too rigidly struc­
t~red and b~r~auc:atic in function, with the objec­
tlve of facllltatlng communication and decision­
making so as to encourage i~novation and initiative. 

Appropriate recognition for successful job performance. 

Workload distribution. and schedules based on flexi­
ble staffing arrangements. Size of workload should 
be only one determinant. Also included should be 
nature, of cases, team assignments, and the need of 
the offenders and the community. 

Attractive ~enefits, such as a criminal justice 
,career penslon system to include investment in an 
annunity and equity system for each correctional 
worker. The system could permit movement within 
elements of,the criminal justice system and from 
one correctlons agency to another without loss of 
benefits. 

Eligibility for career advancement for all indi­
viduals \'1ho can demonstrate the ability to perform 
at t~e required level, through use of alternative 
qualifications for advancement rather than strict 
educ;ational :equirements. Equal employment oppor­
tunlty must lnclude equal opportunity for advancement. 
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VI. CONCLUSIONS AND RECOMMENJ;lATIONS 

A. Conclusions 

The findings of this study -~based on a survey of four 

state correctional systems -- support the conclusion that the 

standards and goals for minority recruitment in state correc-

tional institutions, as specified by the National Advisory 

Commissiqn on Criminal Justice Standards and Goals 'in Correc-
() 

tions, are not being met. Moreover, the present. recruitment, 

selection, and retention policies of state correctional agencies 

offer little hope of major improvements in the near future. 

Specifically, 

• 

• 

• 

• 

• 

Although minority recruitment programs exist, 
,they have had limited success. 

" 
Employee screening and selection procedures 
nm'/ in use tend to perpetuate the present 
efforts of past discrimination, rather than 
helping to overcome them. 

Promotion procedures reflect many of the same 
biases as screening procedures, and serve to 
perpetuate discriminatory effects. 

High turnover rates for correctional officers 
suggest that correctiona.1 employment policies' 
and practices are inadequate not only for the' 
recruitment and retention of qualified minority 
personnel, but also in the recruitment and re­
tention of qualified white personnel. The en­
tire system requires review and revision. . . 

Correctional agencies do not keep the kinds of 
time-series records needed to identify ~nd docu­
ment problems in minority recruitment, employ­
ment, retention, and promotion. Without such 
information, the specific remedial action "re­
quired is difficult to determine. 
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• Overall, present personnel policies apd practices h 

do not provide for the best possible provision of 
correctional services and do not permit the full ' 
.use of the potential of minority personnel to meet 
correctional system needs. 

Recommendations 

Specific recomme~dations have been made in previous sec­

tions concerning how correctional systems can begin to improve 

their ability to recruit and retain qualified minority personnel. 

In general t~rms, affirmative action,in corrections requires a 

strong leadership role by correctional administrators at the 

state level -- to assure that policies, practices, and attitudes 

are substantially changed and a workable program developed -­

and at both the state and faciiity levels -- to see that pa:li-

cies and programs are implemented. 

There are three possible routes to the implementation of 

an effective and consistent affirmative action program in 

corrections. 

• 

• 

• 

Use of measures designed to help minorities 
advance within the current framework of correc-
tional agencies hiring policies and job struc-
turesi 

Use of measures designed to help correctional' 
agkncies change that existing framevlOrk; and ' 

Use of measures'designed to help various areas 
of correctional services re-evaluate the total 
framework of their utilization of existing 
minori ty manpm-ver. 

Based on ~he survey conducted for this study, it appear~ . 

that the latter two approaches are neGessary for long-term pro­

gress, with the first approach,useful bnly as an interim measure. 

o 
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~~ , '( \11 Improved personnel pOlicies and p~actices must b t deve:,loped, 

"", 
and minority personnel must be better utilized. 

In order to meet these req)1irements, a vf'iriety of major 

review and development efforts will be required. The following 

actions are specifically recommended: 

1. Fundamental changes must be made in personnel 
policies, practices and procedure~. Irrelevant 
requirements for education, work experieQce or 
personal characteristics should be eliminated. 
Promotion should be based on skills and knowl­
edge acquired through work experiences and on­
the-job training, wherever possible. A "hire 
now, train later ll policy is recommended. Above 
all, civil service job classifications need to 
b~ re-examined to remove inflexibilities, recog­
nize the special barriers facing employees from 
minority groups, and incorporate paraprofessional 
tasks and structures. 

2. Some present personnel practices should be imme-
,diately d~scontinued or modi~ied. Specifically, 

(a) eliminate the arrest and/or conviction dis­
qualification in favor of personalized selection; 
(b) eliminate oral tests in ,favor of multiple 
personalized interview procedures that would allow 
for evaluation of interpersonal skills and group 
interaction strengths; and (c) re-:-,examine and' 
revise or remove non work-related requirements 
that are unrelated to job performance. 

3. Corr~ctional agencies employing minorities should 
be requir~d to establish continuous career ladders 
from the e:qtry level through higher level jobs 
requiring al:!ditional skills. To establish these 

4 career ladde~~, correctional institutions need to 
conduct functional task analyses for all levels 
of jobs, including those nm'1 performed by profes­
Sionals, in order to def~ne and restructur~ jobs, 
identify knowledges and skills needed ,to perform 
the~, and aTticulate specific qualifications for 
employment and promotion. 

./' 

4. Correctional institutions shquld use the probation­
ary p~riod for in-service training opportunities to 
improve skills and build psychological support sys­
tems that will improva retention and increase the ' 
the likl~lihood of promotion(',.A" 
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5. A central career counseling service for potential 
and present minority correctional personnel should 
be established. Its goal should be to help minority 
correctional personnel develop and carry opt both 
short- and long-range plans for advanceme4~. Ii 

6. Skill training for minority correctional Ipersonnel, 
both classroom and on-the-job, should be ~xtended. 
Such training should emphasize "generalist" skills, 
and it should be not.Qnly to improve the per,formance 
of minority personnel in their current jobs but also 
to equip them to perform at the next higher level. 

7. The Federal government should subsidize salaries 
over a limited period of years, and in diminishing 
amounts, to bring correctional salaries to a level 
of parity 'iviththose of other public servants such 
as firemen and police officers. 

8. States should be encouraged to establish goals for 
minority hiring that would raise the level of minority 
employees to that for minority inmates of the system. 
These goals should include firm time frames. 

9. Further documentation of the findings of this report 
is needed by replicating the study or! a sample of no 
less than one hundred correctional institutions. 

\,~\ 

These recommended actions constitute the difficult initial 

steps toward the development of workable employment policies 

and procedures \-"hich eventually -- once fully implemented -- can 

make equal e~Dloyment opportunity in corrections a reality. 
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SURVEY OF 

CORRECT.IONAL PERSONNEL PRACTICES 
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This study is being conducted by the Ho~.,rard University 
Institute for Urban Affairs and Research under a United 
States Department of Justice T",aw ET),forcemellt Ass:i,stance 
Administration gr.ant 751'11.-99-0023' 'Recruitment and 
Retention of Minority (Institutional) Correctional 
Employees. Please anS'to7er all questions co:npJ,etely and 
return as S00n as' possible. A self-addressed prepaid 
envelope is enclosed for y:!ar convenience. -

All information will be held in strict confidence. 

Thank'You for your cooperationw 
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1. rbENTIFICATION 
(Please pr:l.nt or type.) 

Name of your stq,te: 
/::." .... \ 

Address: i.,)-' 
~~--~------~------------------------------~----------~~---------

(city/tmm) (state) (zip code) 

Your name: Your title: ____________ _ 
(person completing questionnaire) 

Name of your institution: Your phone: ------------------------- ------------------
'Address of your o.ffice: -----------------------------------------------

1. 

(city / town) (state) (county) (zip code) 

II. NillffiER OF ENPLOYEES 

Hhat is the total number of authorized· correctionar~positions in your 
institution as of December~ 19747 

(Include both male and female.) Total If: --------

2. -Hmv roany of these positions are currently vacant? 

3. 

. Number' of positions vacant: ---------

How 'many" employee.s are presently 'vorking within your correctionp+ institu­
tion as of December, 19747 (Please give the exact number for' each category 
if possible.) 

Full-time 

Part-time 

Provisional 
or temporary 

TOTAL EMPLOYEES 
NaleFemale 

SI-lORN EMl'LOYEES 
Hale Female 

, NONS~vORN EHPLOYEES 
Male Female 

..... 

*Correctional p~'2.~itions ar.c clefined as both custody offj.cers and treatment 
o~ficers, but not I~aintenance, secretarial~ci:vili;in- f.ood service,' or 
,industrY personnel. ' 
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,/ .7 m ~..:;;;;. __ ;::,\_,.,...~ ;;;;;:=:: , 

~ •• ~ "V.-- .... : .. _. .. - •. - .. ,-, .. _ ....... ' ....... ; .. .." .............. '" ....... ,.. 
" • >I __ ... ~,~ ... " •• " • '. I. '. 

, . . I 
.._,_,~..,;::I£t 



I 
"\ 

" 

:·1' :, , , , 

if 

[ 

[ 

I 
[ 
1ft 

. ,~ .. " 

~ 
:,",'1" " 

J ': 
" ' 

f 
[ 

s. 

o 
...... " •• ., ... • ,,~. t -...... ...,. ~ 

During the. past 12 months, ell(ling December. 1974, a) 11m!' many S~~ cort'!?,ctional 
p~r£lonllel have left your institution, Dnd b) hot., 111any S\.,or;n cCllrrectial1al 
persl9nnel were ld:ced? (Incluu e both m;(l~ and' fcmal'e,;)7'-

a) Number who left this institutiCl·n: -----
b) Number ~olho 10lere hired by th:LS instituti"n: ______ _ 

What is the monthly starting salary for new cor.rectional officerp in your 
institution.? 

Nontl1ly starting salary: $ --------

.... 
c' 
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III. C;(V!L SERVICE/HERIT SYSTEH 

6·. ~) Are Sworn cor.r~ctional personnel in your'instil;ution under a civil service 
1 I,r) 

mer' t system? (Check ohly one.) I 

_______ Yes (all ranks). 

____ Partly (some ranks). (Please ex~tain.) 

______ ~No (Skip to Qeustion 6c.) 

b) If "yes" or "partly" ans10lered in a), is it the same civil service merit 
system as for most other public employees in your state? 

---"..0- Yes 

_--:-__ No 

e) If uno" answered in a») please describe the type of system used. 

'7. ,a) Ar~ nonsworn correctional personnel under a civil service merit system? 
(Check only o~e.) 

____ Partly (some positions). (Please explain. ) ___________ _ 

. ... 
_____ No (SkiP. to Question 7c.) 

b) If "yes" or "partlY-II answered in a),' is, it the same civil service merit sys­
t~m as for most other public employees in your state? 

____ yes 

No ----
Oe:-

e) If "no" ans~.,ered in a); please describe, the type of system use.d,. 

-. 

. () 

," 

--- -----~.-.-'. 
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Institution 
1l ersonne1 
Officer 

Preparing job specifi­
cations nnd/or position. 
descriptions 

Developing pay 
schedules 

Conducting recruitment 
:..) 

programs . 

Conducting psychiatric 
or psychological' 
appraisals 

Screen~ng applications 
and/or applicants for 
eligibility before 
written tests 

Administering and 
scoring written tests 

'Determining mLnLmum 
acceptable test 
scores 

Deciding appeals to 
written test scores 

Determining the 
eligibility of 
cauQ,;idates after 
wri"tten tests 

Certi£ying eligible 
candidates for···. 
appointment 

Conducting oral 
intervie~."s 

Conducting medical 
exams 

Conducting physical 
agi1it)' tcstn. 

Condl1ct:Ln~ bndcgl:ollnd 
invcst~gations 

,- Cbr}-:ectinns 
Civil Service Depnrtmcnt 

Commi ssion/ PersonnelOIfiee 
Cent});nl & St.~te Civil 

Corrections Person del Service 
Commission Department Office ~ 

... 

---.• ,.' 
,~. 

Punction 
Not 

PerformeJ 

co 

'" 

.~. 
c:"i!:!ll"==""''''f===","_~_-:--:-_____ ---,.--_____ ~ __________ -,-___ ~ _________ == 
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CORRECTION.~L PERSONNEL RE!;p,m~SInIl,ITIES AND F.UNCTIONS IV. 

9. a) Does your correctional in.stitutibn have' a Personnel Office separate and II 
IJ distinct from the central office or Civil Service Commission? Ii 
l' 

Yes 

No ---- (Skip to Question 10.) 

b) , Iif "yes, II 110\01 many are employed in the Correctional Personnel Office? 

Nwnber of SHorn correctiGn;l.l employees : ___ ,..,.-__ _ 
, , 

Number of nonSHorn c0rrection:;l,1 "eroph'yees : _______ _ 

Other (Specify): ________________________ _ 

10. Listed belmy are the various personnel functions performed for personnel staff. 
Please'CHECK each +unction which is per,formed 

primarily by the Institution Personnel Officer. 
o 

by the Corrections Department. 
primarily by the Civil Service Commission/Central Personnel Off.ice.. 

~ 
~ 

l 
~ 

'a) 
b) 
c) 
d) 

e) 

by both the. Corrections Department Personnel Office and Sta.te. ~iV,il Service I 
COlmnission.' 
The function is not performed. " ,: ';' . ',' , . ,,,'. 

6~~rec tions I: 
(Cheek one in each row) Civil Service Department 

Establishing entrance 
qualification. stan­
dards for applicants 

Preparing ex"8.mination 
announcements 

Constructing written 
test exumination~ 

Purchasing selection 
tests 

, Determining reIn ted­
ness of.examinutions 
and other se;Lect1.on 
processes to job' 
performance 

CorHlucting job or 
task B11alysis 

Commission/ Personnel D£f~ce 
Institution Central & State Civil Function ~ 
Personnel Corrections Personnel Service Not" i 
Officer Department Office Commission Performed'. 

o 

" 

• > 

" 

. ' 

1 
'-- .. -.. ~-----.. -... -.~---------__ . - ____ .6 J 

, 



'm" 

r', 
" n 

C> 

0 

C> 

ill il 

~ ~l "t 

rn 
, 
I! 1', 

(')~ 

, ~~ 

m 

~ 
~,: 

u 

Evaluating results of 
background investiga­
tions 

Conducting polygraph 
examinations 

Develo.pitlg promotion 
standards 

Giving written pro­
. motion examinations 

Planning and conduct­
ing training programs 

Operating the griev­
ance & appeal 'system 

Engaging in colle~7 
, tive bargaining with 
'unions and/or emp:J.oyee 
organizations 

Administering a 
retirement system 

Administering an 
employee benefit 

Institution, 
Personnel Corrections 
Of~icer Department 

.' 

. . . 
Corrections. 

Civil Sarvice De~artment.· 
Commission! Personnel O~ r~c:e 

Central & State,C~v~l 
Personnel Service 

Office Commission 

Func'i:ion 
Not 

PerformeA 

\\ 
'\ 
~ 

system such 'as group 
healt'll,. group life,. etc. I~' 

If y~ur correctional personnel 
fUI).ctions in addition to the ones 

office at institution or central office pe.rforms 
included above, pleq.se describe them: 

.!~~>,\':...';:~,------:,~------...,~--
---~~-------~--------------------------~.~~~-c: ':. d) 

For what functions are outside personne 

, " 

, ' 

ri­,I 
,/I) 

1 consultants utilized, if any? 

: 
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11. Among tht~ recruitment pr.:JcticC!s listed below, please check all the ones used 
by Your d(~p[lrtmcnt ror a) male correctional positions and b) female correc­tional positions. 

(Check al~ that apply.) 

Using continuous examination announcements 

Issuing ,exmninatioQ anl1Dtlncemen ts on a 
periodic basis ~viti~ filing'i,periods of 
more than four weeks ' 

PlaCing want-ads in the local newspapers 

Using special posters in public places such 
as l;ibraries:> buses:> etc. 

PlaCing spot announcements on radio and TV 

Asking for referrals from public employment 
services 

Asking ,for referrals from labor/union 
organizations 

Asking for referrals from political 
organizations 

Asking for referrals from police employees 

Asking f:or referrals from community 
organizdtions 

Recruiting at schools and other educa­
tional organizations 

Recruiting~t Army separattion centers 
~ /'/' 

Use of the Operation Police N~1nJ?ower ' 
Tran~ition Program 

Using mobile vans or simi1ar devices 

Other (Describe)o Hale: 

Hale Sworn 
IJositions 

Female Swor.n 
Positions 

------------~------------------------~-----Other (Dcscrib'e) 0 Female:' 

:- ~·.ttl·' \- • '0- f· 

" 

--~------------------------------~-------. :..c-~ 
11· 

rl 
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13. 

.. 

VI. SEJ"BCTION REQUIlmHEN'l'S AT TilE ENTRANCE LEVEL 

mlat 1.s the 
offlcer and 

minimum educational requirement for emplo~nent of a) male correctional 
for b) female correctional officer in your department? (Cbeck only 

One :tn each coltunn. ) 

No formal educational requirements 

COI11pl~tion of 8tll grade 

. Completion of 10th grade 

High school diploma or equivalency. certificate 

High school diploma only 

Some college up to one year 

Associate Degree (two years college) 

i,il 

Bachelor's' Degree (If a specific field, 

specify. ) Male:, _______ ~----------------
Female:. ____________________________ _ 

Graduate Degree (If a specific field, 

specify. ) Hale:. ______________ _ 

Female: 

Hale Svorn 
Personnel 

Female Sworn 
Personnel 

o 

a) l~at are the pnysical ~equirements prior to employment of male correctional 
personnel? (Check all that apply.)' ~ .. 

Age" (Hinimum ' I,;, Haxi~~m ) 

Height (Hinimum' Haximum ) 

Weight (1:linimum Haximum ) 

. Vision (color) -----. 

--- ( , 1(' . t d 'LliniYllUm un-correc ted ) Vision Acuity - 'JJ.nlmum correc c .,...,... ___ J' ___ _ 

___ Abil:lty to SHim (Spec:Lfy) ________________________ _ 

Hc(lic;ll eXal1l:111<l t· .on, J. _ ..... • j (Ir. posr.~l), Ie, .l)lcase n ttach a dcscrl.ption of the 
---- )nedicnl 13 ttnflrard~1,? ) 

, i 1 '1:1 (If ibJ please att~lcl1 a descript:l.on of the Phy.s en' ;l~l ... ty " poss' ,e) 
---- physicill ag'llity stalHbrclnu) 

I] 
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14. 

a,,, 

--------------:-----"""""' ..... , "fmi 
! j 

II 
___ Oth~r(Plc~e clcscribe) __________________ , ____ _ 

I) 
-------.----------~ 

. b) What arC! the physical requirements prior tr employment of female correc­
tional personnel'( (Check ;111 that apply.) 

Age (MinimulU Haximlim ) 

'~ 

) Height (Minimum Naximum ,_~'l __ 

H'ei&ht (Hinilllum Maximum ) 

Vision (color) 

Vision (Acuity - l'linimum corrected Hinimum uncorrected ) . --- ----- ----' 
____ Ability to swim (Specify) _______________________________ ___ 

Hedical examination (If possible) please attac:h a description of the --- medical standards.) 

PhYsital agility (If possible, please attach a description of the ---
physical agility standards.) 

___ Other' (Please clesc\~ibe) _________ . _____ . __________ _ 

'>:;. 

What are the aptitude arid character requir.ements for employment of a) male 
personnel and for b) female personnel? (Check all that apply.) 

H'ritten test 

Title or name and publisher of 

test (s) ______________________ ___ 

(Examples: Public Personnel.Assoc. Test, 
Civil Service, etc.) 

Polygraph examination 

Clinical interview by psychol08ist or psychiatrist 

Oral intervic\v 

Background invcntigation 

Othqr (Spcc::tf:y). H,Jle: ------------------------
Otlwr (Sp·ceify). Fe.nwle: _______________ _ 

kIC(l~ Sworn 
Personnel ...... 

- .... 

.Female Sworn 
Personnel 

Ij 
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'~hnl: other n~q\lirements ex1.st fo-r employment of a) male personnel and 'for 
1» female pCl:'~onnel? (Clwc.k. all thatn[lply.) 

' .. 

Co 
P,re-employment residence requirement,s j;or !!TIDles 

Local 
~---

State --- Number 0 f months._, __ _ 

Pre-employment residence requirementsl for :Eemales ., 

Local ._-- State ---
Post-elllploYlllent -residence requirements f,p.ir:)uales 

Local ------ State-___ ~ Number of 'mont'hs _____ , __ _ 

Post-employment residence requirements for females 

Local .---- State Number of months ----- :------
Voter registrat~on requi:=ement 

U. S. Citizenship G 

Driver's l,icense 

Others (Please spec~fy) 

Hale Sworn 
Pe-rsonnel 

l~cmale S~.;rorn 

'Personnel 

a) Do your personne'l policies, lmvs) or regulations 'p-rovide for veteran's 
preference in initial appointments? 

Yes ----
_____ No (Skip to Question 17) 

b) If " YC!S," is this preference nbsolute(;i.. e., ploced at top of ,list)?" 

Yes ----
No 

~"<-"-
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17. 

18. ' 

19. 

Do your perf',,0l111Cl }>olic'lc<' la £ ... -', \-IS 
',pre 'crance! to ~lpplicantc' '''ho hav~ 
bilingualism)? 0 u 

or r(~gulntiolli~ 1]' f . a .ow 'or Some form f 
a's.'pccial 6): cr't' 1 1 0' • :L' ,lca s dll (0 C> . (,. ~ 

I) 

Yes (Specify) 

___ No --~--~0~--~--__ 
Please indicate I' f l"uch of the arrest and conV'L'ct-:O,I' " i.' 
'or a) adults and b) juvcnil' ,~ n cond1t10ns listed below 

Positions: (m I es are acceptable for I' leec all that apply.)' app :Lcnnts to corr~ctional 

Adult Juvenile 
Moving traffic violat-:on 

-L conviction 

Arrest record f ' 'or ml.sdemeanor 

Arrest record for felony 

Conviction record for misdemeanor 

Conviction record for felony --
a) ,Which of the follo~.ling state . 

making select,-:ons to 'I t me"nts best describes your st t ' -'- _ en ry t' a e s method for 
correct-:onal personnal? (ChPos~ ~ons from among qual'f' d -L '" k 1 -:Le candidates f·o· .... , ec one only.) k 

---- The highest ranking applicant who is 
must be selected. available for appointmant 

An, '.', 
---- y appl1cant Who is ranked 

for appointrr.ent may be among the top three of thes 
selected (i.e~, rule~f five). e 

available 

Any applicant in the highest Cot 
(e.gO) best qualified, qualifi:degory of a category rating 

, etc.) may be selected. 

____ Other (Please describe) 

system 

--~-------------

b) t~ich of th'e following factors are " 
dates for entrance elig,ibility? < (C~~~~1:~f in'ranking qualified candi­

that apply.) ,. ':i 

___ lVritten tests 
-', 

Or.al intervim.,/exam 

--_ .... Veteran's prcference (No. of points or pe-rcentnne: ------
Dis,lblcd 

Nondisnhleu ) 
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_"_" __ Datc~ of Hl?plication 

___ Other CVlease specify) _________________ _ 

a) Is successful comp+etion of recruit training re(luired prior to being 
appointed to your department as a cprrectional officer? 

___ Yes 

___ No 

b), Is successful comple.tion of t·he probationary period rt!ql1ired prior to 
being appointed to your department as a correctional officer? 

Yes ---
No --- \\ 

) H 1 
' . 1 1 Ii . . d f . t ne ,T cor· ... ect-lonal c, mol ong:Ls t 1e pro )at~onary per~o :or rClcru~ or '~T '- .... 

officers? 

\No probationary period (Skip to Qt1estion 21.) 
---,I 

I' 

6 months ---
12 months ---
18 months ...... --

_--- Other (Please specify) __________________ ~ ______ ~------~,·--

", 

d) During the,. past 12 months, as of the 
number and percent of ~ecruit officers 

end of last month, what ,,,as the 
who did not successf\llly complete 

C " 
• 1~1 

their required probationary period? 
I ~ I . 

NUlllber of voluntary terminations, __ _ Percent of total recruits % 
it-J'~'~ 

Number 'of 'inVOluntary' terminations pcr~ent of tota;-'rel~uits % --- ---
Total numbe.r of terminations '---

15 

~ 

Percent of ~otal recruitj % ----

I 
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;---- - ---~, -- ---:;-- .---~>--:;---~-,-~ 

VIr. LA'l'E1v\L ENTRY /'l'RANS FJiR 

Cnn your d(~p'l'I:-tm(!nt nccept people f.rom other correctional departli1t:nts or 
similar agencies with experit:nce £o~ some rank correctional poyitions~ 

JLYes ' 

$ 
____ No (Skip to Question 22.) 

If "yes" in a») have you accepted any within the past 12 months? 

. 
Yes (total number ------ ------ ) 

___ No (Skip to Question 22.) 
<:J3 

c) If "yes" in 'b) , please indicat;.,Gc the number accepted at each rank listed 
below w'ithin the pa'3t 12 months. (Include both 'Jlale 'aud female.) 

d) 

o Number Number 

Correctional Officer Lieutenant 
,;I 

Corporal Captain 

Sergeant Hajor 

Social Horker Harden 

Counselor Psychologist 

Nurse Physician 

Dentist Teacher 

Principal Chap:t.ain ~ 
'~.~ .. 

Librarian 

Other 

(£) 
(Please specify.) \: . 

\ ------------~----------------~~~-------------------ir,\ 
{J! -

,,'\1' , 
If "yes"}' in b») '''h'at number 
the follO'lY'ing conditions? 

Number 

of these ~eople were accepted under each of 

___ Accepted fo~U 1:onks equal in rcsponsih:O.ity to those they left 
'I 

___ Accepted for ranks lOtwr in l:esponsibility thon those they lc![t 

___ Acceptc!d for ranks greater in rcqponsibili.ty than those they left 

,) 

o 
, 
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22. 

c) 

a) 

,--, -,' - .~" 

'. o 

I,E "yes" :i.n h), Here tlw.se people aCCf2.pt,('tlby 1llect~:ng quolificntions 
ccjunl to those rcquired of members of your clcwurtment? 

YCH ---
GJ' 'Nu (Please specify ho,\>] r.equirements diffcr.~cl. ) __________ . ___ _ 

---"'--

1 t J from· otllC" clel)artments or sinl'LLlr' agencies Can yO\11;' (" epartment (:tc~ep' peop .e .. 
without correctional experience for correctional positions? 

Yes ----
---- No (Ekfp to Ques tion 23.) 

.... 

b) If "yes" in a), have you accepted any within the past 12 months? 

c) 

___ Yes (total number _____ ,,) 

---- No (Skip to Question 23.) 

If "yes" in h), please iucUcate the number accepted at each rank listed 
below ,o]ithin the past 12 months. (Include both male and female.) 

Number Number 
I' 

~ ! 
CorrectiGnal Officer Social Horker -.--:r--

Corporal Counselor ---,-
Sergeant Psychologist --.-;-; -

:\ 
" Lieutenant Nurse --,-'-

9a ptain Physician II --,-,-
:t1aj or . Dentist --,-
l-larden 'feacher --'-I"~---

Chaplain Principal 

L:tbrarinn .' 
Other ~} 

(Please specify. )--.::~ ____ ~ ___ ---. __ .:;.. _________ ~ ____ _ 

-~--------..... ....". ..... --------,~.~" 

o 

m 

1m 
I 

~ 
e 

11 
1 ,: t 

\ 

() 
25. 

d) 

e) 

a) 

b) 

. c) 

'. II 

If '.'yes i
'. in b), Hhat number at'· these people ,ver.1:! Clcccptcd under c~nch' ot 

the following conditions? 

Number 

---- Accepted for ranks equal in responsibility to these they left. 
;;~ 

_..;;.'_/_' _ Accept,cd for ranks Imo)er in responsibility than those they left.-

Accepted for ranks greater in respon'sibility than those they left:. 

IJ "yes" in b)~ were these people accepted by meeting qualifications 
equal to those required of members of your department? 

Yes --......,.-
..;.:.'~ ___ 'No. (Please specify how requirements differed. ) ____ ~ ______ _ 

\\ 
-------------·------~~',r--------------~-----------. 

Can your department accept people without prior experience for correctional 
positions? 

c· 

Yes -......,.--- .", 

\b) 
_____ N? (Skip to Question 26.) 

If ilyes " in a)', have you accepted any within the past 12 months? 

___ Yes (Total num1?er. ______ ) 

--- 'lio (Skip to Ques tion' 26.) 

If "yes" in b») please' indicate the number accepted at each ranI;, listed 
belo~o] "lithin the past 12 months. (Include both male and female:) 

Number Number 

CQrre~tiona1 Officer Social worker 

Corporal. Counselor 

Sergeant Psychologist 

Lieutenant Nurse 

Phy'~ician 

))enti~jt 

Harden Teacher \l 
,I ----y// 

Chnpln:ln I>rinc:lpal 

L:l.brariml 
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. 25~ c) continued ••• 

Numher 

Other 

(Ple~se specify.) ________ ---------o------------~-----------------------

d) If lIyes" in b)J wh~t number of these people 
fc;>llm¥':l.ng conditions? 

were accepted under each of th.e· 

e) 

Accepted for ranks equal in responsibility to those they left. 

Accepted for ranks lower in responsibility than those they left. 

Accepted for ranks greater in responsibility than those. they left. 

If "yes " in b) J were these ,{>eople accepted by meeting qualifications equal 
to those required of members of your department 7' 

Yes ----
No (Please specify J}9~'1 requirements differed. ) _________ --:-~ __ 

----
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27. If you lndicated1.n the previous questions (Questions 21 throur,h~) that yOllt' 

department cannot accep.t people from othel: departmentG or s:i.milar ]~eneies under 
any or all of the contlitions given, then ,,,hat is ere) the primar.y r~tson(~;)? 
(Check all that apply.) ~~~ 

____ May not be considered due to 1eenl restrictions. 

____ We have tried it, and it didnTt ,vork. 

f~ll manpmver need,s. 

It wou1dnTt work with our present pension system. .. 
Other (Please specify) --------.-----------------------------------------------

28. If legal restrictions are indicated in Question 27, what is the source of these 
restrictions? (Check all that apply.) 

_______ Civil Service Commission or personnel board regulations 

_____ Departmental, policy 

____ State law 

___ Other (Please specify.) ____________ .:.-___________ _ 

29. If legal restrictions are indicClted in Question 27, what is their content? 
(Please cite t~le spec'ific section of the code/charter/lmv) etc., which forbids 
hiring from other correctional departments.) 

, . .. 

f, 
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30. 

31. 

Ww t lc.\gal res tric tions exis,t ' the selection process ' 1n your dcpartm~'t concernin~, 1n ecneral. and I t 1:' ~ (. ,., 1a ~is the source o.r: 
V.:ld.Ol1f; pll:WCB of 
these restriction~? 

SOURCE 

Exalllple: State law 

CONTENT 
Example:., ~ets minilllllll"U3e, c1em.1.nds 

U.S. ~1t1zensliip, prohibits usc 
of oral board, etc. 

\1 

,.,~--------~ 

What legal restrictions promotional . exist in your department can ' .' . process ~n general, and what is th cern1ng var10US phases of e source of these restrict~' ? ... ons. 

SOURCE . .CONTENT 
EYarnpl • }.1' , • e •• 1n1mt® of 5 years in r d , g_a e, 

requ1res college credits, etc. Example: Civil Servo Corom. 
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32. Wrl.ch 0.,[ tlH'se sl:(lt(~incllt:s best: dCGcr:i.b(~s your depar.tmcnt'!1 promot:i.on progrnm 
us it ~:(.'.14tel:l to ('.oJ:):ectiollal pcn.ioJ'll1C!l't· (Chl!ck onl)' one!.) 

33. 

There is a uniform promotj.on proLP:nlll throughout the dCl;m:tmEmt. 

__ -- Each unit 'vlthin the depnrt\lwnt has its O\.;rn pr.onfot:i.on pr.ogram. 

~hc promotion program varies in accordance with rank. 0 

There arc no established programs; each action is handled on the mC!=,its 

of the indivi.dual ease. 

Other (Please describe.) -----------------~-------------------------

Hhich of the following fac'tors arc normally included in your 
fication and fitness) standards for correctional personnel? 
"appropriate column for each factor as it is used.) 

promotion (quali­
(Please checl<. the 

To Heet 
Eligibility 

Requirements 

To Receive 
Extra Points 

Used for 
Ranking 
pu'rposes 

Supervisory evaluation of performance 
in present position 

Veteran's preference 

Seniority Hithin a given rank 

Written examination 

Oral examination 
)1 

Service require\aents (experience) in 
your dep ar trnen t \ 

Awards or comrnendnt:i.ons 

Evaluation by fellm.;r employees 

Education (college credits, associate 
degree, or higher) 

Superv:Lsor.y evaluation of promotion 
potent:i <11 

In-HC'I:,vJce training 

Other ~~-==-'."...------------
-------\~ 

-;;-

... ,: 

(\ 

----
___ ,)0---" 
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~ 
~ . 

I 
I 
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35. 

If your c1epnrtmc:nt clI\ploy~: a promotion list, how' long is it used? . (Cheek only 
·one'. ) 

---- No promotion l:i£;t is lised. 

____ Until all employees on the 1i~;t have been promoted. 

____ Three mOn tlls. 

____ Sii'::::l'nonths. 

____ 'One year. 

0/7 
Other (Please specify.) \/ 

-------~Iyr------~-------------
I( ________________________________ ~m~)-------------------------------

T\w years. 

a) 
, ~ AI 

"Tcn~re" refer:3 to the permane.nt statu(~~ranted to a promoted emp1oy~e upnn, } 
8ucce.3sful co:upletion cia specifie.d p,~o~ationary period. Doe.s your correc- " 
tiona1 dep?-rtment have a tenure syst::p for correctional pers0nne1? 

.:;:::' 
Yes ----

_,~ __ No (Skip to Question 36.) 

b) If " yes ," how soon after promotion are correctional personnel granted tenure? 
(Check only one.) 

I ~l· 1 f' ____ mme.c/;rate yater appointment to the rank. 

____ Afted/ serving a satisfaetory probationary period of 6 :.1onths. ,.,. , . 

____ After serving a satisfactory probationary period of 12 months. 

____ After serving a satisfactory probationary period of 18 months. 

I~ 

o 

.• "'<::!';'.'-'tt=r-::z""!a'Ia<l~='"'"""'-""""""""= .. ----__r_\i -.:--:'--"':-------,---...:.-------:----------------','\': ...... -====--==0 "'1 ~ 

E ~ . 
~t- ~ 

c,lX. PERFOHN/\NCE IIPPHA] SI\t. it 

1 I~ 
.. 36. ~l) Is thel~e a form<11 p(~r.forll1<1ncc nppraisal 'jll"Op,r\lni for: co.rn~ctionnl pcn;onn('l? I I " (Check. one in ench column.) , 

Yes 

No 
I} 

Recruits 
Correct:i.onnl 

~? Of:f:i.c(~n; 
nanking 

Officers 

, b) If "yes, II how often is the employee's pel:£ornwnce xc!vic~."ecl? (Check all that 
apply.) 0 Q 

Ev:ery 6 months 

Annually 

Every 2 years 

Other (Please specify.) 

Recruits 
Corr.ectional 

Officers 
Ranking 

Officers 

'c) ,Hho conducts the performance appraisals? (Check all that ap?ly.) I 
II 1f 

"1 W' Recruits 
Correctional 

Officers 
Ranking 

Officers 

I , 

m 

~ 
• ,I 
I 
I 

"" Immetliate supervisor 

-Next highest supervisor 

Fellow employees 

,Supervisory panel 

Other (Please specify.) 

, . 



--"'-..-

b) 

c) 

A1;C. fill appra"l:.;nls diHCll:;~:;(;'d \Vlth LhC'. mnploy(:w? (Cbeek OHt! in each C01UJ!1Il.) 

Yes' 

No 

(j 
Cor.rect:i.onal. 

Of f.:icers 
. Rnnldng 
OfficCl:S 

If "yes" in a), "7110 discusses the apprnisala with the employee? (Cber~k all 
that apply.). 

Immediate supervisor 

:Next highes t: :mpe:cvis~r 

Car:rectional pers~nnel 
, office e:taff 

Recruits" . 
CorJ:ec tiono 1 

Officer.:3 

--.~ 

.. }{anldng 
'Officers 

If "yes" in a), must the appr:;tisal for.m be signed by the el;1ployee? (Check 
all that apply.) 

Recruits 

Yes 

No 

Correctional 
Officers 

Ranking 
Officers 

Hhat are' the uses or possible results of the fonnal performance appra.isal 
of your correctio~al personnel? (Check all that apply.) 

Salary 'increase -
Promotion ----

____ Disdpltne 

___ ASSignment/Transfer 

_..:..-_ Dismissal 

Counseling ----
;) ___ Other (Plcpse specify.) ___________ ---' ______ ---

l . j 

(') 

I 
f.I' 
I 

0 

1m 0 
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38. 

39. 

x. API?EA1 ... fj AND GRIEVJ\NCES 

:1) Are tliel:(~ fOl:llInl pro(;C!c1uT.Cw :i.n your, dCparLlll('nt for ,,1 .,con:t'ct1.ooal (~I:lpJ.(lYl'e 

to sublll:lt nil nppeal of a perso11lwl decision? 

__ --.:._ Yos 

___ No (Skip to Qucstion 39.) 

b) If "yes, I! docs the employee have the right: to: 

Yes No 
o 

Appeal and hea:ring? co 

Have a representative at the hearing 

To whom are appeals made? (Check all that apply. ) 

Supervisor 
!I 

Institution Revie~y Board 

Harden 

---- Department Revie,v Board 

_______ Civil Servi~e Commission/Central Personnel Agency 

Governor ----
Other (Pl~';ase specify).--:. _________ _ -

....... """'"' ... ~ 
r/' I 
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XII. FENALE PERSONNEL 
() 

l13. Arc! s(~p~trate (mtrance lists maintalneu for female positiom,? 

Yes 

No --'-'--
44. a) Arc most female personnel used in the same capacity assigOlllents as male 

personnel? 

45. 

46. 

---- Yes -(Skip to Question 45.) 

No ----
b) If: "no, II what are the maj or duty assignments for female S~·lOrn c()rrcctional 

personnel? 

a) Arc promotion procedures for female perso~nel the sarne as those for ma];e 
personnel? 

Yes (Skip to Question 46.) 

No , \t--
"'\\ 

-
b) If "no," how are they different? 

e 

Arc separate promotion lists, maintained for female pers01mel? 

Yes ----'--
No ----

.' . 

~~~ . _.. _.- ----

;.,.,=:""""""""='"'-""""''''''''',.....'''''c::--'''',-------------------------:.....----:...---------------rn 

m ~ 

b) 

Dons your :I.nst:l.tut:i.nn pn:!scntl.y rmploy nn)' m'lOrn fl'lrwl(! f;lIpcrvJBory \lm~ [l.JOIlS 'l 

---- Yes (tot.l l'I11lllbm:' ) 

No (Skip to Question 48.) 

If "yes" in a), pleHse :l.nc1icate the nllmber of SHorn female p(~rsonnel 
in each of tJ)(! foLLmv:lng ranks. 

CorporHl 

Sergeant 

Lieutenant 
I) 

C· II ' laytaJ.n 

Najor 

'Harden 

Number 
o. 

as a department head for: 

Social Hark 

Psychology 

Nurs;i.ng 

Hedical Services 

Dental Services 

Education 

Religion 

Library 

Other 

(Please specify. ) ____________ _ 

o 
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49. 

.. 

" 

\\ 

Xr:ll. HJ tlOI~ r:J'Y PJ;HSONNFl. 

lIC)\'J nlallY ll1:inor.i ty g):oup 1I1(~ilihenl (JU,'llC:Iw, Spillllnh--:lllrntUll('H, Or.i enl;al:;, ] 1h11(II1:', 

et(~.) are IWC'lwnt:ly c'mploy(}cl in y(~Ul" d(!l~:ll:tlllcllt/.in::;t;itulLon'! ;:;~ 

NlIwhOl: l' ercen t () f To t;nl 

I' 

}1Lno~:ily mule pc.:rsG>nnc1 

'0) H:i.nor.it}! felllale pcrsonnc!l ___ % (Felilale pcr!:lOlui<:!l) 

Ot:h~~l; (Spec: i.fy. ) 

a) 

b) 

Does your rlf~partm\-mt pre.s(~ntJ.y (,lnplo), nny J1linor1ty p~I's';mnel i:l 
command or. supervisor.y positions? 

Yes ---- (T9ta1 number, _____ ) 

No --'-- (Skip to Question 50.) 
Ii 

If "yes" in a), plc[-l.se indicate the numbel: of fHl'Orn minority per8C'Jnn.;;1 
in each of the following ranks. (Include both male and female,) 

Number 

Corporn1 Soc~a1 ~'lOl:kcrs \\ 

Sergeant Counselors 

Lieutenant Psychologist 

Captain. 

Najor Physicians 

Warden Dentists 
", 

Principal l'enchers 

Librarian Chaplains 

Other 

(P1cnse :::pecify. ) _____ --------

o 

() 

" 

~ 

H 
_".~'~~':II!:-'t!" ij_ 2 

I 50. a) 

" w h) 
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""-------'---n 
POOH your J uris(1J.c Llon . have any :;pw::La1 Pl:c)gJ:nilW r or reC'l:l1 U:ing . rInd Jd.r tng 
c1:IGadvtltlLugud and/o): lIl1nod.ty gJ:O\lIH~ [OJ: ~;\V(Jl:11' c:on:ect.i,c)Jlal posltion;,'! 

Yes 'i 

-----
No -----

J:f.,/'yns ," please inc1:icate ,vld.ch of the fOll()~ving!t7~lre used. 
apply~) (~. f 

(Check nll ''tllilt 

. '\ 
Special rec,J'litmcnt teams (all 1ninority 0 integrnte>cl __ _ 

all ,~~Lte ) 

Special school and/or college trips 

Visits to community centers, etc., on a regular scheduled .basis ----
____ Vti1izing graduates of the Operation Police Hanpower T.ljansition 

Program 

----

Opert"ting storefront (or similar) centers within the inner city for 
information and/or examination purposes 

Placing adve~tisements in minority news media 

Keeping information oJJices open after hours and on 'Y;eekends 

Providing pr.e-exam+ination counseling and training (Please. desc.iibc.) -..,;,-.-- " 

.) 
----------~--------------------------------\~--
~inp10ying different. selection pro'cedurefil and/or stanciftI'ds for minori­

----- tics (Please speciry. )~-
ii 

---- Other (Please speciiy.) 

\) 
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___ .... ,"" _______ ..:011..,.., _____________ """"" ___ -=_ ........ . 

XJ.] ( • m'll:,LOY~!Jo:N'J' FOJ{EC:\:i'1: 

1I0lv 11l~ny new ('lIlplo)'cw~ do you antlc.:i.paLc c1m:Jul; 
L1n:ough lkemubec :n ," 1975'! 

Rep 1 ,H!elJl(~n t:f 
--~------------

Nch' l'>of:itiOl1S ._------
52. Are the}:e nny new insLitotionsto heopetied in the next f:Lve yearn? 

53. 

~ 0 Q 

Yes 

No 

If yes, 11m" many? ______ _ 

Hhere ?_.,,--_____ -.-:. __________________________ ':;;----.~ __ ~_ 

'\ 

lIowll};any employees p'er institlJ,~don? 

\:.,..-----­
\\ 

f' {"" 
Are there any t'le,,, positions approved for the department/institution? 

\~ 

Yes ____ _ , ., 

No -----
If yes /11.o\v many?_, _; ___ _ 

({\,' 

" 
Job T:Ltles: ____ ~'·-'-.,· .. : .. .,.."---,_------~-----------.-----

~.--;"- ' 

----.~~, ---~-------------------------------------,----------

51t':' .. lI:w there been h cutback on positions ,.,ri thin the last eighteen lllontlu; 'I 
, . 

Yes' 

No __ _ 
\1 

I) 
If yes, llo\Y nmny? _____ _ 

\,. 
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lYre <lny eh.:111gl~~; {lntit:ip.\ced in Lhe lII:inimuJn c!nt:.xy 
/~\) . 

\ 't,,:: 
~ ...... ,,[ r '-., Yes -----

No ___ ~-

If yes, explain:. 
'--------------.--~ 

It 1 tl' ()ll"l !·"CIUJ',I,"(·!!'l"·,ll('.I'; ?,. C'( H,:, ... '-' --
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"XIV. 

56. Is ~lcrc n departmental, trnininn pro~tnm? 

IId\." long ? ____ -'--___________________ ' 

No 

57. Arc thu~c training officers in each institution? 

Yes _____ ~ 

No 

58. Is ther.e <Jrl educational leave policy? 

Yes (Plcase attach) -----
No 

--~----

59. Is ther.e an ih-ser.vicc training policy? 

Yes (Please a'ttach) 

[ No __ 

!"~ )1 , 

i' f,1 
~ • lid 

60. Is there a specialmid-rnanageraent training prc>gram? 

61. 

'Yes ------
No 

If yes, please explain. \\, -------------­--------'----"'7" 

_---...e. 

Is the:re a spec:i.al senior level tl:aining prognlm? 

Yes_~_ 

If yes, pleasc explain. 

,\, 
-------------------~------------------------

(, 

. 'C~}'l'.==c_.::......"...=--=""'=_.-__ '_~;;;:.;;.:i'"_' _--:-___________ --.:..._~>---___ u=-=::;';:;3:;:;=:: .~-'''-~l-

I 
, ~'4' I >''V. ' • I
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1 ~ 
(Institution only.) It 

~J 
-- H 
l~ 

62. Inmate populntion 

6'3. . HinorJ.ty Il~tnate populUtioll 
) .. : 

131ack~/ 

Spanish A1l1eJ:icans 

Amoricnn Inclinns 

Asian Americans -----------------
Others 

--------------------------~ 

64. Irunate Racial Climate 

Peaceful ----------------
Hostile -----------------------

(tot,ll) 

U 
, t1 

r 
~ 
~ 
Il 

R r 
'( 

I 

I 

c I~ 
Indifferent -------------------

65. Numbe.r of staff per shift 

(/~ 

'\:, 
[\ 

e-

~ 

~ 

m 

II 

1st 0 
----------~----------------

2nd 
~------~-----------------

3rd 
,.,-

66.' Type of institution 

Haximum. -Security -------------------
Medium Security --------------------
~ii..niml1lll Security'. 

--------~------~-

67. Inmate age 

18-22 

23-35 ______ ,w..'l_ 

ovor 1.1 --------------

,-.,;,:-

" , 
fr,. ,":-, ~,< 
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(Cl~lft:rnJ. S ta[£Only. ) 

fiE ,." ,'\ 

1 ~ . ~ 
}." , . 68. lIas tlw.n~ bc.\cn a l(!g:i.:.,lativl? l1landate for Affirmativ(' Action? 
t. 

[ 

U' \ 
I 

Yes Hhen?, 
() 

No .. 
G9. lItLs there been nn c:·:ec 11 t.:L va mnn.dnte for Af: finn3.t:i.vE~ Act.ion? 

I v 

Yes ._----- 'mlen? ------------------------------- \1) 

No 

" [ \! '( 

! j "10. Has there b'een a judiciol order on Affirmative Action? 

Yes When? --------------------------------------------------------
No 

71. Has there been public agitation for Affirmative Action? 

) . J 

fi 

c~_;;::~. 
. Hhen? 

-----------~~-----------.------------.-------- II 

" 

I.-

Hill y~u please es.tiTI1::tte the number 'Jf hours required to complete 
~~ -

~ "/.> 

this 

qtlestionnaire:. _________________________________ ~ _________________ __ 

;-;. 

Thonlc you for complet:i.ng this questionnaire! 

o 




