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PREFACE

In’the last gquarter of 1974, the Institute for Urban

Affairs and Research of Howard University was awarded a grant

for the purp05e'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.

Minorities werg-chosen as the study's focus of concern

because of their o&@r-representation in the inmate population

; R AT : . .
and under~representatien in the employee population.

\
\ Many

4 .

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, examines the

policies and bractices of six state—operated prisons as they

~related to the recruitment, screening, selection, promotion

~

and retention of minorities. The second report looks at the

“projected number‘of”minb}ities expected to be in certain cor-

rections-related occupations from 1975-1980. = The third analy-

zes minority employees' attitudes and perceptions as a means

for designing.and implementing recruitment and retention
7 . . ’ .

strategies.
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I. STUDY PURPOSE™“AND METHODOLOGY
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I. STUDY PURPOSE AND METHODOLOGY

=]

Thisnstudy -- part of a larger study of minority émploy—
ment and recruitment in selected state correctional systems --
waé*designgdato examine the personnel policies and practices
of thése sélected‘state cbrrectional systems és they relate to
the regruitﬁent; screening, seledtiéﬁ, promoﬁioh, and’retentidn

of minorities. Specifically, “the study attempted to determine

 the extent to which these policies and practices facilitate

TR

affirmative action and promote equal employment opportunity.
In addition, the study considered the relevance and potential
of the Standards and Goals of the Nétional Advisdry;Commission
on Criminal Justice for helping to accoﬁplish equél émployment
opportunity in correctional facilities écross the nation.

A. Methodology

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

a survey and related research concerning minority recruitment

and rétention in staté¥operated correctional ins£itutions, in-
cluding an analysis'of preéent conditions and projéctions into
the futﬁre..'Purposive sampling fo: the survey resulted in the
selection of seven correctional fééilities lopated in California,
Louisiaha( MiChigan,»Mississippi, New Jersey;‘and Ohio. An
attempt‘was made to includé'eachﬂéf the four census regions to
make  the samplé'reptesentatiVe‘if not providebgenegalizability.

, This study's sample consisted of the”DirectOr’of Personnel .

for the State Department of Corrections in each of the six

"
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~are located.

" sonnel evaluation and promotion policies. .

plete.

states in which the previously mentioned correctional facilities

A mail questionnaire was used to request informa-

~tion concerning personnel policies and practices affecting

minorities, with focus on recruitment, screening, and selection
of correctional officers, as well as retention rates and per-
The questionneire was
modeled after the one developed by Eisenberg, Kent and Wall in

Police Personnel Practices in State and Local Governments. !

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

5
pleted questionnaires were received from the Personnel Directors

in four states: California, Michigaf), Mississippi and Ohio.

B. Results
Results of the survey are presented in the following sec-

tions, which contain findings and iwpl;cations related to:
Level of Black Employment,
Recruitment,

Screening and Selection,
Retention and Advancement.

In addition, conclusions and recommendations based on

“survey findings are presented.

C. Limitations

The data presented in this report are in one sensé incom-

Time-series employment data -- needed for evaluating

" the progress made by correctional system affirmative action

'efforts, as well as for deﬁermining the need forfparticular

Y 1Elsenberg, Terry, Kent, Deborah Ann, and Wlll Charles R.,

a

Poflce Personnel Practices in State and Local Government.
Washlngton, D.C. The Police Foundation, ;973

¢
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kinds of afflrmatiye action programs and emphases -~ were

largely unavaileble. Although responding Personnel Directors

reportedly spent an average of 8. 5 hours in preparing their re-~

sponses to the” survey questlonnalres, specific statistics on

past and present minority recruj itment, screening, employment,

Ne

(i

retentlon, and promotion experiences were largely unavailable.*

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

‘efforts of correctlonal systemq to 1mprove minority employment

levels byﬁmaklng q;fflcult or impossible a realistic assessment

of the exiﬁting situation.
" Because af data llmltatlons, the minority employment sta-
tistics presented in this report are for Black employees only;

information was not obtained concerning other minority groups.

Q*Only one state, Mlss1ss1pp1, 1ndlcated the ex1stence of a regu-

1ar report of thlﬁ‘klnd of 1nformat10h
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THE CURRENT LEVEL OF BLACK EMPLOYMENT
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- The National Advisory Commission on Criminal Justice Stan-
dards and Goals called for concerted action to ihcrease the(
level of‘mipority employment in corrections.

Iq}addition, the Commiséion'proposed other standards re-
lated td issues which have been or will be subject to litigatibn.
For example, one group of standardsxaddresé issues related to
the development ‘of 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 conaitioné of cérrectional 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-
tretionary power wﬁich correctional institutions havenoverithe'

offender. And, yet another set of standards center on the

'offenﬂer?s first amendment: rights of freedom of speech and

associationv\ The last set of standards look at the issue of
equitable sentencihg practices.
Table 1 shows the number and perdent of Black employees,

within the four selected state correctional systems in 1974.

The percentage of Blaék‘correctiopal personnel ranged from 8.6
percent ip‘Ohio to 29.0 percent iﬁ Mississippi. ,It should be‘,
stressed:that information was not obtained about the employmént
levels of Black personnel; thus it is not possible to discuss

the relative salary rates-of Blackrand white employees or the

e
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‘Table 1

L i Present Level of Black Employment in

f' i ‘ . Selected State Correctioqal Systems, 1974

% a' STATE

: =]

- $ > . 3 (3 M' 3 i i

i BLACK EMPLOYMENT California Michigan Oth’ ississipp

g Black Males

L : Number 1,386 237 185 160

E: \ Percent of

o "4 Total Employees 16.8 8.7 5.3 29.0

g /
) Black Females g
g‘ Number ﬁ , 384 61 117 .9
° Percent of
Total Employees’ 4.7 2.2 3.3 .02
All Blacks

Number, . 1,770 . 298 302 169
Percent of . B
Total Employees 21.5 10.9 8.6 29.0

-

-

255

B3
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==

extent to which Blacks hold supervisory or professional posi-
.tions.  Nationally, Blacks are about 11.4 percent of the American
population; they constitute 47 percent of the inmate population.

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

' ployeés igjthe correctional system was less than their percen-

/// :

tage in/ﬁhe American population. Table 2 compares the percentage “

of Black correctional personnel with the pefcentage of Black
residents of the four sﬁates, using 1973 population estimates.
The table shows that in three of the four-states, Blacks are

underrepresented in corrections as compared with their population

in the state; only in California is this not the case. ‘Moreover,

Vet

in none of the four states is4thé percent of Black correttional’
employees és high as the percent of Black inmates.

The underrepresentation of Blacks as correctional employees
may be due to a combination of many factors, including:

e Lack of support for the Standards and Goals or
other affirmative action efforts and egjnal em-
ployment opportunity goals at some or all levels
of the correctional systems;

® Lack of effective affirmative action programs and
personnel policies and practices to improve em-
ployment and retention of minorities;

. ® Present effects of'past'discrimination which con-
" ' tinue to.- complicate efforts to achieve equal em-
ployment opportunity;

e Working conditions or other job factors which dis~ ' N
courage minorities from desiring or seeking em-
ployment in these state correctional systems.

Some of the personnel policies and practices 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 Sections.

7
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STATE

4

PERCENT

California

Michigan Ohio

Mississippi

Percent of Black

Correctional Employees.

Percent of Blacks
in State®

#1973 population estimate, U.S. Bureau

_ .

21.5

7.5

10.9

13.7

of the Census,

8.6

9.4

29.0

'36.0
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“practices?

RECRUITMENT.

III.

If correctional systems hopeato attract qualified minori-
: 3 . Q

X

ties, they must make a special effort to overcome the present
effects of past discrimination through‘active recruitment‘pro—k;
grams. What are these present effects of past discriminatory
’ They include a lack of role models for mlnorltles

among correctional employees; minorities are likely to have few

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

‘Therefore,.feW’minority group members are likely to hear of job.

openings by word-of—mouth or other informal recruitment methods.

Moreover, because employment in correctlons has not been readlly

acce581ble to mlnorltles in the past, minority job seekers are

likely to ignore correctional jok opportunities unless special

efforts are undertaken not onhy to announce available positions
)y 4 y . .

‘but also to stress affirmative actlon goals.

Both publlc and prlvate employees concerned with attractlng
minority job applicants have been discovering in recent years
that successful recruitment efforts must be directed towards

L AT . , . . BN,
minorltyuaudlences, not just the general community. ‘As indi-

\\\

cated in Table 3,‘the recruitment practices reported by three

. state correctlonal systems focus on general audlences, and lack

However, the three

emphasis on reachlng mlnorltles spec1f1cally

u

states do have some special recrultment practlces de51gned to”

‘reach mlnorltles. Table 4 1ndlcates these special efforts,
P

&

—-— S

&

oinl

T

g
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Table 3 -

General Recruitment Practices

PRACTICES California | Michigan Ohio { Mississippi
1. Continutus announcements of exams Yes Yes Yes
2. Period between exams less than :
4 weeks Yes No Yes
3. Want ads in local newspapers Yes Yes Yes
-4, Special posters in pnblic places Yes No Yes
. @ i
?- Spot announcements on radioc ot TV Yes No Yes 7
6. Asking referrals from public
employment services Yes No Yes
7. Asking referrals from.labor/
- union organizations ' No No Yes
8. Asking referrals from political "
organizations No No Yes~
9. Asking referrals from policy
employees No- .-No No
10. Asking referrals from community
organizations Yes Yes Yes
11. Recruiting at schools or other :
“educational institutions Yes Yes Yes
12i Recruiting at Army separation .
Center Yes No - Yes
13 U31ng Operation Pollce Manpower
Tran81t10n Programs No No No
® biis k
14 Using mobile wvans or similar !
devices No No No
~115. Other No No No

“

pal

*Mississippi did not respond to ths queSLion because it was not doing any recruit-

ment; the State rtportcd a large number 'of applications were on file.

9
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Table 4
Special Minority Recruitment Practices
California Michigan Ohio Mis%iSsippi*
'SpeCial integrated recruiting A
teams Yes Yes Yes ®
. ” (’;
Special trips to schools/ ,
.colleges with large minority ;
enrollments - Yes Yes Yes
Visits to community centers Yes Yes Yes
Use of graduates of operation
Police Manpower Transition o
Program No Noi,. No
Use of storefront centers in “
inner cities No No No
Advertisements in community-
oriented news media Yes No Yes
‘Information officers after
hours and on weekends for
pre~examination counseling n
and training Yes No - Yes -
Using different selection
procedures/standards - No Yes#® No

* No recruitment being done at present.

*% "Late exams"

ey
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~training in test-taking strategies.

which include, in all three states, special integrated recruit-
ing teams, trips to schools with large minority enrollments, and
visits;to commuﬁity centers in minority communities. Two states,

California and Ohio, also advertise for personnel in community-

oriented news media, and make information officers available in.

the evenings and on wéekends for.codnseling and pre-examination
This can help minority

applicants qualify for correctional jobs and also pfovide then
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,statés surveyed reported minority fecruitment
approaches such as the use of storefront centers or mobile vans,
or ﬁse‘of the graduates of the Operation Police Manpower Transi-
tion Program in reéruiting.

The states surveyed generally have not been successful in

goals. The lack of success is probably due partly to inadequate
minority recruitment efforts. Fo*\gxample, the "systems might
be more successful in attracting mlnorlty appllcants if theys:

e Involved nelghborhood leaders and more community
organizations in their recruitment efforts,

@ Directed their short-term recruitment efforts at -
groups over 21, since the three states which are
carrylng out recruitment have a minimum age of 21
for correctional officers. This makes Career Day
or other high school recruitment useful only as

“a long-term effort to 1nterect youth in careers
in correctlons, '

Fripseieas
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® ' Strengthened and expanded special orientation and
test-simulation and preparation activities, 51nce &
minorities and others from low-income backgrounds
tend to be relatlvely 1nefLect1ve test-takers,

© Provided-special orientation and training to re-
cruiters, to make them sensitive to minority con-
cerns and familiarize them with approaches which
otlier agencies have found to be efficient in
reaching minorities.

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 con51dered

L

by most young mlnorlty group members. While correctional sys-—

tems may now welc@me minorities, the present effects of past

discrimination may include:

e A lack of %idespread awareness of the range of-
job opportunities in corrections;

e A contlnulng;bellef that minorities face discrim-
_ination in correctlonal employment; :

[N

Hemm

o Personnel practices (involving screening, promo-
tion, etc.)-which may affect minorities unfavorably.
‘\\: .

In'addition, recruitment efforts. -- like retention rates --,
may be negatively affected by various job environment factors.

For example, the following factors -may discourage qualified

|

\ o

e The location)of correcktional institutions, often’
‘far from majcr urban areas and even from medium-
sized 01t1esi

- minorit roup membeirs from seeking jobs in corrections:
P g : :

® Low entry-level salarles,

® Percelved con:tralnts to advancement,

L 12

®

® Long working hours:

e Limited tlalnlng or advancement opportunltles in
many occupations;

vl

e The highly structured, often "militaristic" nature
of correctional institutions.

The entry-level salaries for correctional officers in the
four state systems strveyed are ehown‘in Table 5. ﬁonthly sala-
ries range from $611.20 in Ohio to $911.00 in California. These
low salaries can be expected to discourage many potential appli-
cants if other, better-paying jobs are available to them.

To the extent that‘ﬁinorities are aware of actual working
conditions and promotlon opportunities, negatlve factors may
discourage them from applying for jobs in corrections. - Sucb
factors are likely to have a particularly significant effect on

retention, however, and additional factofs are identified in that

section of the report.

13
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Table 5

By

=N

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

i

5

SALARY

STATE

Monthly

Annual

California
Michigan
Ohio

Mississippi

k4

$911.00

$809.10

$611.20

$643.00

$10,932.00
$ 9,709.20
$ 7,334.40

$ 7,716.00
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Iv. SCﬁEENING AND SELECTION
Like méét public agencies; the staéi correctional systems
surveyed have developed a complex set 6f screening procedures
which are designed to make the empioyee selection process as
nearly objective as possible.. Moreover, these prpdedures are
supposed to be uniformly applied. Unfortunately,'many of thése
proqedufes as applied serve to discriminate against minority

applicants. The subsections below describe the vaxrious screen-

ing practices of'thg 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

“Three of tﬁe'states surveyed have general éducational
requirements for applicants for correctional officer jobs. d%io
requireé oniy an'éighth grade education. “Applicants iﬁ Michigan,
California, and Mississippi are required to have completed high
school/GED. in addition, applicants are required to be inter-
viewed by a board composed of members of the insfitutibn,

While low-level edugationél requirements ére not likely

for)

to be a major exclusionéry factor, general‘eduéational require—
ments hébe'been held discriminatory in some court cases becaﬁse
theré‘is no demonstrated relationship bet&een a given amount of
formai<education and successful job‘performance. LQn the otheri

hand, specified achievement levels,'such.as‘a given reading .
, ' ' g s

'\t\, e . v ’ : 15
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comprehension level or ability to write sufficiently well to
prepare required reports, can be appropriate requirements when
they are job-related.

B. Written Tests\

Three of *he four states surveyed (all but Michigan) re-
guire correctional officer applicants to take a wriktten test

prepared by the State Personnel Board or Department. If these

- tests have been shown to be related to job perfd&mance -— if

they have been "validated" for correctional'officers -= then
they are acceptable screening procedures. However, it appears
that the skills and other characteristics of a "successful"
correctional officer have never been identified with precision,
and it is therefore unlikely that success on 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:
e Minorities tend to have less formal education
~and thus less experience with written tests
* than whites;
e Minorities may face psychological barriers to
. successful test~taking because of a history )
- of discrimination and “inferior social and economic
status; ' . ‘ :
® Many tests contain deliberate or unconscious cul-
tural biases which cause lower average scores for
~minorities.

s In addition, tests can be used to-deliberately exclude

minorities, not only through biased.questions but also by having

minorities take the tests under uncomfortable or other unfavorable

%
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conditions, or by not scheduling 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-

tional system needs to undertake job task analysis, identify job-
related knowledges ana skills, develop tests to meaSure these
jobs and skills, and validate the tests by comparing the job
performance of individuals who scored high on the tests and

individuals who scored low. Validated tests of this kind can

‘be considerably more héipful as a screening tool than educa4

tional requirements or standardized achievement tests. As the

Napional Advisory Commission on Criminal Justice Standards and

Goals has noted,

"... 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 w1thout higher education."¥*-

C. Oral Tests and Interviews

Oral tests oxr formal interviews for'entry level correc-
tions custodial personnel are required by all four of the states
These‘oral tests sq?fer from the same problens;as
written tests in terms of thei%;lack of a demonsrrated‘relationf
ship to job performance.‘ They also tend to be highly subjective

and can readily be manipulated by the interviewer. While it

2Natlonal Advisory Commission on Criminal Justice Standards

and Goals, Correctlons Report, p. 472

17

e e T ———
Gy B 6 B

<
¥

e éﬁi&

e s

=3

may seem reasonable to infer a-relationship between an appliﬁ
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

importance of such characteristics in determining Jjob success

has not been established. Moreover, the 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 dut the responsibilities of the

job.

D. Consideration of Applicants with Criminal Record

The National Advisory Commission on Criminal Justice Stan-
dards and Goals has predicted tnat:

"As participatory management of the correctional

system becomes a reality, more offenders will find

roles in corrections."

Ex-offenders have a knowledge of corrections which may make
them partieularly valuable correctional employees. However, a
major obstacle to'the hiring of ex-offenders is the Civil Ser-
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 Table

6 shows, of the four states surveyed only Mississippi automati-
Y .
cally’dlsquallfles appllcants w1th arrest records but not

3Natlonal Adv1sory Commission on Criminal Justlce Standards
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 Mississippi

Traffic Violations - |

Convictions Yes Yes Yes Yes
Arrest record for ’ ,

misdemeanors Yes Yes | Yes Yes
Arrest record for felony Yes Yes Yes No
Conviction record for .

misdemeanor 2 Yes Yes No o
Conviction record for

felony No . Yes No No

174

P

*Ves indicates that a person with such a record is accepted as a job applicant.

No indicates that a perso

[
Ny
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n with such a record is not accepted as a job applicant.
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‘dations of the Joint Commission on‘Correctional Manpower and

convictions. Two states, Mississippi and Ohio, disqualify appli—

cants with misdemeanor convictions, and three of the four states
} . '

(all but Michigan) disqualify persd&s with felony convictions.

= . . .
Thus felony ex-offenders canncot.seek corrections jobs in three

-;;/

of the four states. surveyed.

Disquelification of job applicants based on arrest fecorde
discriminates against'minorities, since‘minoiities are particn—
larly likely to live in central cities and, more than whites,
are more likely to have arrest records, particularly "suspicion"
arrests. Fifty to 9Qféercent‘of the male residents of urban
slums have an arrest recerd,“ and the likelihood of having been
arrested is five times as hignpfor Blacks over 18 as for whites
over 18.° |

Even in stenes where a distinction is made between arrests
and convictiéns, arrest records may discourage minorities from
applying for jobs in corrections. An effective progran for mi-
nority recruitment, which includes a clear statement of state
policy regarding the hiring of individuals with arrest or con—
viction records on'ij announcements are epplication forms, can’
help overcome this prchlem. | |

+  Changes in or exé@pﬁfﬁgs‘tO'these regulations will be re-
: R T : '
. : N .
. . v L ;
quired if correctional agencies are to carry out the recommen-

S
i

“President’s Commission on Law Enforcement and the Admin-
istration of Justice, The Challenge of Crime in a Free Society,

- Washington; D.C., Government Printing Office, 1967, p. 75.

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

and employ qualified ex-offenders in correctional roles.
N

Joint Commission also 1ndicated that

The*

"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 tolerance of a certain number of failures."’

Training programs are an important part of any program to

S

employ ex-offenders, since they help maxXimize chances for success.
Correctional administrators and the public must be willing to
accept the risks in order to reap the benefits of utilizing ex-

offender personnel in corrections jobs. The ability to recruit

i .
actively from the ex—offendﬁr 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

A7 e

service requirements -- which limit or prevent the hiring ... ex-
offenders by correctional agencies need reconsideration and
) 3

revision.

E. Background Investigations

None of the four states surveyed requires either polygraph

tests or local personal references of correctional job applicants.

GJ01nt Commission on Correctional Manpower and Training,
op. cit., Standard 14.4, p. 43.

7Ibid.' s 7
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‘However, three of the states -- all except California -~ re-
quire "background checks" on applicants. Details of the inves-

tigative process were not requested.

F. Physical and Health Requirements

All four states require medical examinations for correc-
tional job appiiCants. éome_observers believe that disqualifica-
tion‘for hypertension is discriminatory, since a disproportion-
ate number of Blacks suffer from high blood pressure. All four
states disqualify applicants for hypertension.

Physical requirements for correctional job applicants Vary.
California and Ohio have a five-foot-eight inch minimum height
requirement for male applicants, and Mississippi has a five-
foot-one inch minimum height requirement. Three states (all
but Mississippi) have‘weightgand visual acuity requirements.

Such physical requirements could tend to discriminate
against a particular racial or ethnic gioup, for example, if
As1an—Americans tend to be short height requlrements may tend

to exclude them. Such thSical requirements should be elim~.

1nated unless a thorough review shows they have a specific

relationship to ]Ob success.

G. Other Requirements

As determined by a supplementary questionnaire submitted
to personnel sp901alists in the four state systems, a varlety

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

are used by the,varlous states in the~screen1ng process. For
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example, ,although community of residence <4is in 'no case a R o ﬂ )
Y screening factor, Ohio hires only residents of the State. L Table |7
Mississippi requires U.S. citizenship. Table 7 suminarizes L TS P ‘] N
T ; . , : : ‘ L ¥ .
i ' non work—i':'elated eligibility requirements.. ' B Non HWork Related Eligibiiity Requirements
4 Every state identifies candidates by race on its appli- R
‘ "‘ cation forms and rec,ora\s race on personal folders. Such race . - ‘ S -
- 1dent:|.flcat3.on is in VlOlath"l of federal civil rights legisla- et o California %‘mhlgaﬂ Ohio Mississippi
i ' _ . ‘ ' ;
EC tion unless it is 'used for affirmative action and EEO reporting L B Race Tdentification Yeos % Yes Yes v
i , ‘ T . ; ‘ e es
R ‘ ) ,. " ~
o purposes. , Voter Registration No ‘Ei No No No
’E Non work-related rlequlrements by definition do not relate g o £ ) U.S. Citizenship . 3 . _ Yes
e , ; o e ‘
i : to projected job success. Thus they should be carefully re- ‘ ® State of Residence v :
S i : - ‘ - - es -
E viewed for possible discriminatory effect -- and, in many cases, | [ !
eliminated. The rationale behind each such requirement needs : { ‘1
: ‘ 1) . ‘ i
i : . R B ine : |
i to be determined, and its legitimacy established if the require- ' o : L |
| . ntained a%
i E ment i1s to be maintained. ( e ‘%\1\
i“i i . . ) Sl
* H. Selection Preferences Py ?\
r~ i |
: In the hlrln:x of employees, the states surveyed :Ldentlfled : }‘\
N ' the following areas of preference in selection: | : T T o . \x
o [ ' e Veterans preference is given by all four states. A o - ) ‘ &\\ v
e Although its intent is to compensate veterans o - i ‘
Lo : for ‘their service to their country, such prefer- 1L | *
i} ' ence discriminates against ‘women (whose numbers . . ‘1
. o in the military service are limited by legisla- , i
- tion). Federal veterans preferences are now AT . \
R being challenged in court. - @J‘ ; \S\‘
. !l\
® Three of the four states surveyed -~ all but , , A B : : . . BT
Mlchlgan ~~ use some preference approach such as . e 1] - . B \
"exceptional appointments" to hire applicants : B AR ; : ' \
who have special or critical SklllS such as b:L- ' ;:;',f' LE ‘ : ; . - e \
lingual competence. ' , ‘ o «g , ) , , ‘ 1 *
; ’ oy ’ @ ~
Y a L i
’ . 23 ‘ e ,4. B " “A - ST x:/‘ ;;.;:,,'_‘;,\;.;;:a,:,x;".:: : L g = ‘ :~,; et :A T ;,.,._“,,' ,;_'-;;-;w;.«,v;"ﬂ:' ;—._~'W*—)-*;;:;:uiv:—*:_:;—.-;_- e ;':_v;: ,,;:;:/AL,,;::'; ,_ »M e Ll - »
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viduals, with minority repfesentatibn on such boards. Inter-

[

@ In the correcticnal institutions surveyed, lateral
entry, i.e., transfers from other merit system po=-
sitions throughout the state bureaucracy, is re-
stricted. There are requirements of no prior ex-
perience in corrections for entry from outside the
correctional system. 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 that 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.

I. Selection Procedures

All four of the surveyed states use specific selection

procedures which are designed to make the process "objective." 7

Table 8 summarizes some of the devices used for ranking job 7
applicants, once the ineligible andiclearly unqualified have /
been eliminated. The validity -- and the botential for discrim-
ination -- of each of these devices has already been discussed. \. Y
The effect of these approaches often is a "subjective" selectidwf/
process, open either-to conscious subversion by an interviewes%ﬂ
or reviewer of abplications or to unconscious discriminatory |
effect because the procedures tend to exclude dr eliminate
minorities digproportioﬁately.

. State agencies may ﬁake a variety of actions to pfevent
the seledtiqn process from unfairiy reducing‘the chances for

minority hiring. Selectionboards can take the place of indi-

views. can be taped for periodic review by key officials. Affir-

mative actidﬂ:plans ma& be developed, 'and EEO goals stressed in

¥
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G Table 8
\

Devices Used in Ranking Candidates
in Preparation for Selection

STATE

DEVICE California | Michigan | Ohio | Mississippi
Written Tests Yes No Yes No
Oral Interview/Exam Yes Yes* | Yes Yes
Veterans Preference Yes | No Yes Yes
Completed Job Application Form No No Yes No
%5 points, 10 points if disabled.

; N
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staff mee£ipgs and special training sessions. ‘Perhaps the
single most useful tool fof identifyiﬁa minority recrditment

and selection problems‘—— so that appropriate remedies may be
sought -~ is the keeping of time-series records which descfibe
épplicants.by race. and sex. These }ecords ghould show recruit-~:
ing contacts and applicants, permitting COnsideration of test
scores, rankings;‘numbgr hired, reasons for non-selection, etc.
Thusvﬁhey can be used to pinpoint the causes bf weaknesses or

failure in minority recruitment and hiring efforts.
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V. EMPLOYEE RETENTION AND A.DVANCEMENV’I: ﬁ
e -} el . ‘ Table:- 9 . N
E ; Recruitment and. selection policies and procedures help ‘,%
. 8 ,‘);} ) N ‘ ‘,;_ :
;f o determine who becomes a correctional system employee. Policies ; @V“y Employee Turnover in Selected State
0 . o . . .A .. , ﬁ c ti I ituti #
{ i regarding probationary periods, evaluations, training, and () il or?mzlonal nstitutions, 1374%
i AT
P R * : . ’ 1
i advancement opportunities -- as well as general working condi- Q' ) .
§ M} . N ‘ ’ . . i . : ‘ ‘35 : L“L\,~,,~\\
R tions -- help determine which employees remain within correc- e &
i | , . . '-
i tional systems and advance to positions of authority. The .§} % .
o subsections below present turnover and retention rates for the i California}| Michigan | Ghio Mississippi
| | | ' | - |
§§i§ four state correctional systems surveyed and examine state B
¥ o o _ o . Vo Number of full-time employees 315 1,037 331 534
policies and experiences regarding probation, employee evalua- E o c ‘
% ) . i i Number leaving employment , 106 137 78 286
B < tion, and promotion. b : .
. Number hired ‘ 144 152 86
: A, Employee Turnover and Retention {% . ‘ 378
o iR .
e . . ) G i Percent leaving 34% 13% 24% ¥
- Table 9 shows rates of correctional officer turnover for : ‘ ‘ : 4/ o4%
. . R i Percentage difference \
§§ the four state correctional systems. Turnover is very high in ; ,betwan1thg§e leaving ‘
. / - and those hired##* : +12% +.02% | +.02% +177
all four-systems, rahging from 24 percent in Ohio to 34 percent . - . % 177
%g in California. The turnover rate for other categories of em-
- ployment, particularly professional categories, may be much .
i '
A lower, but these figures indicate major employee retention *Turnover shown is for correctional officers
‘; problems regarding correctional officers in all four states. **Positive differential indicates more employees hired than leaving.
i R ~ . ‘ ,
3 The turnover rates in Table 9 generally do not reflect _
% reduction-in-force prbcedures, as shown by the percentage dif-
o y . -
- ferentials in that table. In every case, more correctional . j
ﬂ officers were hired during the yéar than left'employment.
_ < = . '
i What factors contribute to this extremely high turnover? ‘ S ' o i . ’
e *‘ | | i " 29
SN 5 : , 5 ) : H,q ‘ ' ; — , .
c 4 .
# . j,‘.w. :
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categories of personnel -- or employees of particular racial or ‘ -ﬁi.

Low pay, already mentioned as a negative recruitment factor, is
one probable cause. Persons may take jobs,as correctional,offi-
cers because%no better-paying position is availahle, then leave
as soon as a higher-salary job becomes available. ‘

Worklng conditions may also contrlbute to turnover; other
parts of this research effort have suggesteé 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 performance. In addition, advancement opportunities are
likely to affect turnoverk-— for minorities as well as‘other
employees. k ) ‘ !

As the Joint Commission on Correctionel Manpower and
Training inaicated, |

"To a great extent‘the ability of corrections to

attract "and keepr competent personnel will depend

upon the employee's perceptlon of his potential

for self-fulfillment."®

Correctional systems with high turnover amonguperti%ular

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

‘the working environment, material benefits, and non-material

benefits -- which constitute the "potential for self—fulfillment."

if

8Jo:Lnt Comm1551on on Correctlonal Manpower and Tralnlng,
op. cit., p. 15.

r:u\\

.

.

'ééﬁ e
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Changes must often be made in non-monetary factors in order to
increase employee retention.

B. Probationary Periods

Nyt

All four stateswreported the use of a probationary period
for new employees,'w1th varylnq lengths ‘of ‘from three to nine

months. The length of the probatlonary perlods were as follows:

California, nine months; Michigan, six months; Mississippi, six

months; and Ohio, three months.

The states estimate that they lose only two percent or less
of new employees during the probationary period; however, as
Table 9 showed;

correctional officers do have high turnover

rates. No breakdowns or terminations

by race or sSax were
available.

The data suggest that the probationary period is more of
a formality than a real period for determining whether the em-'
ployee can succeed in the job. It is possible thet the testing,
screening and selection processes used bypthe correctional sys- .
tems successfully identify suiteble'inoumbents for vacant posi-
tions. Alternatlvely, it is possible‘that the determinations
made by these processes are largely 1rrelevant andnthat almost
anyone who presents hlm/herself for employment can perform the .
If involuntary termination rates durlng the probatlonary
period are extremely low because the jobs invOlved‘do noét re-

quire extensive skills; then perhaps the screening and selection

procedures used are unnecessarily complex and costly, and should

31
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be simplified. On the other hand, perhaps the probationary .
\%} period is not adequately used as a time for eliminating per- t ﬁi Table 10
é{’ sonnel who perform poorly. This situation deserves careful re- “ f H
view I5’Y correctional ofjf‘icers. ' : p Possible Uses of the Personnel Pérformance Appraisals
T ~ R R K in Selected State Correctional Systems in 1974
R 3 . : : | H - e
E; C. Performance Appraisals CHu
: Evaluations of employee performance by supervisors is one -Ug? (
: . . i N ‘7‘ i_" ’ ) //
E important basis for job retention and advancement within correc- - :gj i
. : PR 7
. & g 7
E: tional systems. Table 10 shows possible uses of performance EE @ !
L appraisals by the four ‘ttate correctional systems. As the table 0 A; California Michigan Ohio Mississippi
j shows, these personnel assessments not only may help determine ,féﬁ
2 ‘ o i ' Salary increases Yes Yes No Yes
whether salary increases or promotions are received, but also 1 ; :
" ' : N : % Promotions No No Yes - Yes
j may affect assignments or help determine transfers. In all four i 2 » :
; v . 3 Discipline . No No. No | No
} states, negative performance appraisals may be used as a basis U E ~
{ g i @ Assignment/transfer Yes No No Yes
K. for recommending counseling or for employee dismissal. ' i , g ‘
i ' Dismissal No Yes Yes |- Yes
; The four states report that their employees are permitted a
B ; o [ Counseling Yes ~Yes Yes Yes
to see their appraisals-and to discuss them with the reviewing . B ‘ E .
N : : : o B Other o No No Yes® No
! official. Employees are-required to sign their evaluations. & . " : o
Although standards of performance ,are important, explicit '1 %
and falr standards of performance are not always easy to develop. B ‘ &
B *Lay—-off
Everyone who dlrects the work of employees within the correc- b @ ; ’
V) iy ;
~ tional system uses some frame of reference for judging whether . '
i the work of the employees is satisfactory. In,certain‘instances, s,f@‘ ) e ‘
[; ’ ) ) . B ‘
these standards are highly expllc1t~ in other cases, the person, E H ‘ ‘
E making the judgements cannot enunc1ate clearly the basis for his | E
evaluations. The use of guidelines for judglng performance and - ﬁypl:g L
. Y. i . . . . R . \\:\
3 E . \‘:}3 N
,x:f‘i& ) N
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U“standards should be a mattet of record within the correcticnal
'system, if the system is to guard egainst discrimination in‘
performance appraisals. | ﬁ
D. Ptomotion

The four states surveyed report diversified procedures

designed to make employee promotional policies fair and objec-

tive. Table 11 summarizes the standards reportedly used by the

states' correctional officials for employee;proﬁotion. The most-

often used factors for promotion include oral~and written
examinations, in-service tralnlng (used by all -four states),
supervisor's evaluation of performanc%Z1n present position,
‘senlority within a given rank, length'of service in thevdepart—
ment! education, and supervisor's;evaluation of prcmotion‘
potential (used by three states) .

Several of>these promotion considerations serve to dis-

RSl

courage the promotion of minority perSOnnel The discriminatory

effects of oral ahd written tests were descrlbed in the Employee '

QScreenlng and Selection section of this report. Another poten-
tially discriﬁinatory factor is seniority.

Senlorlty as a criteria for promotion becomes dlscrlmlna—
tory when hiring practlces have been rac1ally "skewed" over time.
AMlnorltles tend to have been hired recently, so they have less
senlorlty than employees hired during the ‘years when mlnorltles
were excluded or dlscouraged Senlorlty is a major issue not
only in promotion but also if a reduction in force becomes

necessary.

"
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/ ~ Table 11

| ?romotibnal Standards for Correctional Officers
! -~ in Selected State Cortrectional Systems in 1974

California Michigan

Ohio | Mississippi
Supervisor's evaluation of
performance in present
position -3 3
Veterans preference 2
Seniority within a given
rank : L1 3
Written examination 3 3
Oral examination : . 3 3
‘lLength of service in the
‘department 3
Awards or commendations 3
Peer evaluation ' ' : +3
Education 1
Supervisor's evaluation
of promotion potential , '3
In~service tfaining ‘ 3 3

Key: 1 - Used to meet eligibility requirement for promotlon
2 ~ Used to provide extra points towards promotlon.

3 = Used to’ rank employees for. promotlon.

35
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There are several ways to overcome the present effects of

past discrimination as exemplified by séniority. One is to mini-

mize ‘the use of seniority as a promotional factor. Another’

‘possible solution is "indexing", which involveS'transforming the

i

yvears of the seniority scale of minority groups so as to render

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

computing a "discrimination factor", which would involve dividing

the number of months or years of service 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 discrim-
ination fadtor‘fqr each group isvmultiplied by the number of
aqtudl yéars or months of each employ%e, creating a seniority
index. The‘seniority index functions‘%s a ranking of each em-;
ployee for any purpose for which seniority is normally used.
Indexing strategies distribute lay-off vulnerability and sen-
iority fairly, téking iﬁto account the disdriminatory hiring4
practices of the past. |

E. Retention and Advancement Needs

A re-examination of retention and promotion policies and

advancement opportunities is needed within correctional. agencies

-

~in ordér to create a positive organizational climate for-all

employees, including m;nbrities, and to eliminate. causes of .
employee dissatisfaction and turnover, thus improving retention
of capéble staff of all races. In the long term, policies such

as the following shoulﬂ be developed and implemented:

Y

36

Salaries for all personnel that are competitive
with other parts of the criminal justice system,
as well as with comparable occupation groups of
the private sector of the local economy.

Opportunities for staff advancement within the
system. The system should also provide opportuni-
ties for promotional mobility within jurisdictions
and across jurisdictional lines. '

Elimination of excessive and unnécessary paperwork
and chains of command that are too rigidly struc-
tgred and bureaucratic in function, with the objec-
tlvg of facilitating communication and decision-
making so as to encourage innovation 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 inciluded should be
nature of cases, team assignments, and the need of
the offenders and the community,

Attractive benefits, such as a criminal justice

.career pension 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 cgrrections agency to another without loss of
benefits. -

E}igibility for career advancement for all indi-
v1du§ls who can demonstrate the ability to perform

at tge_required~level, through use of alternative
quallf%cationS’for advancement rather than strict
edugatlonal requirements. Equal employment oppor-
tunity must include equal opportunity for advancement.

~
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VI. CONCLUSIONS AND RECOMMENDATIONS

A. <~ Conclusions e

A

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
Commission on Criminal Justice Standards and Goals in Correc-

o

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

S e P ey

selection, and retention policies of state correctional agencies

offer little hope of major improvements in the near future.

2y

VI. CONCLUSIONS AND RECOMMENDATIONS * 4 Specifically,

° Although minority recrultment programs exist, ‘
. -they have had limited success. _ . .

Eﬁﬂ g

) Employee screenlng and selection procedures
now in use tend to perpetuate the present
efforts of past discrimination, rather than
helplng to overcome them.

) e Promotlon procedures reflect many of the same
-3 biases as screening procedures, and serve to
(~< perpetuate discriminatory effects.
® High:turﬁover rates for correctional officers
suggest that correctional employment pollcles
and practices are inadequate not only for the’
recruitment and retention of qualified minority
personnel, but also in the recruitment and re-
tention of quallfled white personnel The en-—
tire system requires review and revision. . e

e Correctional agencies do not keep the kinds of
time-series records needed to identify and docu-
ment problems in minority recruitment, employ- -
ment, retention, and promotion. Without such
1nformatlon, the specific remedial actlon ‘re-
quired lS difficult to determine.

< ' T ) . e X : 3 8
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state level -- to

‘@ Overall, present personnel policies and practices:

. 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.

S

Recommendations

Specific recommendations 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 terms, affirmative action.in corrections requires a

strong leadership role by correctional administrators at the

are substantially changed and a workable program developed =--
and at both the state and facility levels -- to see that poli-

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-
tures; :

° Use of measures designed to help correctional
agencies change that existing framework; and °

® Use of measures designed to help various areas
of correctional services re-evaluate the total
framework of their utilization of existing .
minority manpower. i

Based‘on the survey conducted for this study, it appears

that the latter two approaches are necessary for long—term pro-

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

39

assure that policies, practices, and attitudes
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Improved personnel policies and practices must bk degéioped
: T =i r

AN

and minority personnel must be better utilized.

In order to meet these requirements, a véariety of major

Q

review an@ development efforts will be required.ﬂ The following

actions are specifically recommended:

1.

the likglihood of promotion

Fun@amental changes must be made in personnel
pollgles, pPractices and procedures. Irrelevant
requirements for education, work experience or
persongl 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" policy is recommended. Above
all, civil service job classifications need to
bg re—examined to remove inflexibilities, recbg—
nize the special barriers facing employees from

minority groups, and incorporate paraprofessional
tasks and structures.

nge present personnel practices should be imme-
»dlately @Lscontinued or modified. Specifically,
(a) eliminate the arrest and/or conviction dis-

qualification in favor of personalized selection;

(b) elim@nate oral tests in .favor of multiple
personalized interview procedures that would allow
?or evalpation of interpersonal skills and group
1nt§ractlon strengths; and (c) re-examine and
revise or remove non WOrk—related'requirements
that are unrelated to job performance. |

Correct}onal agencies employing minorities should
be required to establish continuous career ladders
from.tbe entry level through higher level jobs
requiring additional skills. To establish these
career ladders, correctional institutions need to
con@uct fgnctional task analyses for all levels

of Jjobs, %ncluding those now performed by‘profes—
§1ona;s, in order to define and restructure jobs
identify know}edges and skills needed -to perform’
them, and articulate specific qualifications for

~employment and promotion.

Correctional ingtitutions should use the probétion—
ary perlod.for in-service training opportunities to
inmprove skills and build psychological support sys-—

tems that will improve retention and increase the

- &
<
AT
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7 .
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 out both o
short- and long-range plans for advancemeﬁi.

Skill training for minority correctional ‘personnel,
both classroom and on-the-job,; should be extended.
Such training should emphasize "genéralist" skills,
and it should be not only to improve the pexformance
of minority personnel in their current jobs but also
to equip them to perform at the next higher level.

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 with those of other public servants such
as firemen and police officers.

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.

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 devélopment of workable employment policies

and procedures which eventually -- once fully implemented -~ can

make equal employment opportunity in corrections a reality.

r 5.
q
i 6.
E 7,
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5_§13; s oy i R A T Coe L PRI
:,%T:' This study is being conducted by the Howard University .
| IR Tnstitute for Urban Affairs and Research under a United
R, States Department of Justice Law Enforcement Assistance
?»6: ; Administration grant 75NI-~99-0023 'Recruitment and 5
o Retention of Minority (Institutional) Correctional
b . & Employees. Please answer all questions completely and
‘,TE:;,’.' ( return as soon as possible. A self-addressed prepaid
e envelope is enclosed for yunur convenience. -
}55:1" All information will be held in strict confidence.
SN R 4 - ‘ ' o
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"Address of your office:

Name of your institution:

r-wm-«mv—a ? *
g - ST
. . I.. IDENTIFICATION .
l (Please print or type.)
Name of your state: 3
Address:_ \Fg
(city/town) (state) (zip code)
Your name: Your title:
(person completing questionnaire) .

Your phone:

(éity/towu)

(state) (county) (zip code)

II. NUMBER OF EMPLOYEES

2,

3.

‘Number of positions vacant:

What is the total number of authorized correctional® positions in ycur

institution as ¢f December, 19747 w

(Include both male and fgmale.) Total #: ] , . N

-How many of these positions are currently vacant?

How 'many. employees are presently working within your correctional institu-
tion as of December, 1974? (Please give the exact number for' each category

if possible.)
NONSWORN EMPLOYEES

TOTAL IEMPLOYELS SWORN EMPLOYEES >
Male Female

Male Female Male Temale

Full-time ' . .

Part-time o . ) R 5 TN ;
Provisional '

-

oY temporary » ' .
*Correctional pepltions are defined as both custody oﬁﬁiccrs and treatment
officers, but not maintenance, secretarial, clvilian food service, or ’
Andustxy personnel. ' ’
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:,IE ‘ 4. During the past 12 months, ending December 1974, a) how many qworn correcL:onal
o personnel have left your imstitution, and b) how many sworn cerrectional o
o : pelamnnel were hired? (Include beth male and female:) 7~ "
e ' » : R [T
¢ i: a) Number who 1eft this institutien: ;
. l: : b) Number who were hired by this institutien:

;‘1‘ 5. What is the monthly starting salary for new comrectlonal OfflCGIS in your
' §§ oo 1nst1LutLou? ) o ‘ o
=1 . oo . . .
: Monthly starting salary: § o
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A . III. CIVIL SERVICE/MERIT SYSTEM
6. a) Are sworn correctional personnel in your:® 1nst1tut10n under a civil service:
merlt system? (Check only one.) v
"’/‘-
Yes (all ranks).
. Partly (some ranks) (Please explain.) =
No (Sklp to Qeustlon 6c.)
b) If "yes" ox "partly" answered in a), is it the same civil service merit
system as for most other public employees in your state?
__Yes
No . : :
c) If "no" answered in a), please_d?scribe the type of system used.
‘7. .a) Are nonsworn correctlonal personnel under a civil service merit system7
‘ (Check only one.) o
1“$:? Yes (all p031tlons)
Partly (some p031t10ns) (Please explain.)
n . - -
No (Skip to Question 7c.)
b) If "yes" or "partly" answered in a),'is'it the same civil service merit sys-
tem as for most other public employces in your sLate7 2t
R Yes .  .§‘,7 RN
g s . .
/ , e
/ » ‘ K ‘ ‘ : o < -0 ; E R - §
¢) If "no" answered in a), please describe.the type of system used. w
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[? o ¥ : Corrections
’ ‘l} S S Civil Service Department
st ) Commission/ Personnel Office B
- Institution ‘ Centiral & State Civil . Tunction g
:F - Personnecl Corrections Persondel Service: . Not
H o Officer Depar tment: Office o - Commission ;Performe&
@;\i S Preparing job specifi- e
ER i cations and/or position .
’ descriptions
- e .
8 Developing pay
i = schedules
| o - . Conducting recruitment \
= programs '
} E Conducting psychiatric
L or psychological ) . E
no appraisals
i «
i E Screening applications
' and/or applicants for
] } . eligibility before
. JF : written tests
i
‘ Administering and 8 <
; E scoring written tests
Y . ‘ ‘Detérmining minimum
acceptable test -
8 scores
; . Deciding appeals to
gkr written test scores ‘ :
\ . ; . ' @
B . Determining the ‘ '
T. eligibility of . _ q
3L cappidates after ’
written tests § :
I3 o . L a
E Certifying eligible
&¥ . candidates fox'- .
T " appointment
- Conducting oral ’
- : intcrviews *
i -
1 .
;(5 Conductlng medlcal - . - .
exams ' i =, ;
= E - D o
i i ConduCting physical .
. agility tests, ) ' o
;»éé : Conducting background : , _kv;
; , - investigations- L o N
. ? { S 8} -
B - E
o L S T ST i i e o C o ‘E‘*ﬂﬁ .
V ‘Y//‘:‘ | ‘, 2 ‘ '. " - ; r»-wwi

i

&= ,ﬁﬁ%&é@éﬁ;ﬁ

B

—".«g‘/) %
IV, CORRECTIONAL PERSONNEL RESPONSIDILITIES AND TUNCTIONS e

Do $ your correctional Lnstltutlon have 'a Personnel Offlcc separatc and

9. a)
Yo distinct from the central office or ClVll Service Commission?

Yes

o . (Skip to Question 10.)

b)., Ef "yes," liow many are employed in the Correctional Personnel Office?

- Number of sworn corrcctianal empleyees:

o

Number of nonsworn coerrectional employees:

Other (Specify):

- 10. Listed below are the various personnel functions performed for personnel staff.

Please CHECK each function which is performed
“a)  primarily by the Institution Personnel Offlcer.

b) by the Corrections Department.

c) primarily by the Civil Service Commmssmon/Central Personnel Office.

-d) by both the Corrections Department Personnel Office and State Civil Serv1ce

‘ Commission.’ ‘ .

e) The function is not performed. ';5F"*2"'
. Corrections
Civil Service Department

Commission/ Personnel NEfice

(Check one in each row)

RPN oD S O :j’

Institution Central & State Civil  Function
Personnel Corrections Personnel Service Not -
Officer  Department Office Commission Performed
Establishing entrance . . o
qualification stan- | : -
RN dards for applicants
N Preparing examination ©
S O < announcements
R . Constructing written s
B ~test examinationa
i 5 Purcha51ng selectlon : o : *
B tests : ' . 7 9 .
o R I . ‘ Lo BT -
S ‘ - Determining related- - ‘ S ‘
SRR ness of examinatlons s : . ) :
B and other selectlon . = L : : . o
B - procasses to job-. : -
SRR performance s T R ’
S Conducting job ox "~ . ’ . L
N ig : task analysis , . . E ‘ : - ° ~ '
o ﬂ o o N
,’f ‘



. /e ® 3 ) & ’ . . ‘ "
T ) - ! i . V. ].(I'ICIlUITI‘lEIj;.L‘ AT NE ENTRANCE LEVEL
s ' Corractions | 1.3
i v ‘ Correc : ! . ‘ .
I g i TP ~ Department h\f\J o
K e B R ‘ .
5 g} CLV11.501V1;‘;‘ Pcrscimel Office g - 11, Amonf* the recruitment Practices listed below plea&.e c,ht_ck all Lhc_ ones uged
RS R z COWML‘)J ‘il & State Civil l'uncLlon £ g by your department for a) male correctional pObJ.tlon’:- and- b) female correc- ‘
‘ . - cl Central Not 5 tional posgit
‘ Institution : 1 Service o} ] onal positions,
1 P crsonne . - b
| E Yersomnel Corrections P Office Commission  Performel 1 ST
ol Officer Department R ﬁ (Check ai]\. that apply.)
| 3 ' sults of E 4 ] Male Sworn = Female Sworn
Evaluating re Lo : - v Positions Positions
! background 1nvest:lga o i} ; ,
{ tions Ca IR 'Using conL,Lnuous cxamlnatlon announcement.s
: £1 % g ™ .
i , . -aph e -
i ,CondL.lctlT.lg polygrap -k m Issuing examlnatlon annr_mncement_ﬂ on a
e examinations g Pertodic basis with flllng,\pcrs ods of
i‘ loning Dromction S more than four weeks ‘ ‘
4 .Developing p b ’
: _standards i g} Placn.ug want—ads in the local newspapers
- 4 @
v e * 1O~ b . .
Gn,varng ertt}eztgons fn Uslng special poqters in public places such 2
i motion e.camlﬁ o a : i as llbrarles, buses, etc. o -
‘ conduct~ 1 :
Planning :22 programs Placing spot announcements on radw and TV ) .
ing train ; :
o ting the g‘:/::_ev- Asking for referrals from publlc emnployment
pera in i services ’ ) ———
ance & appeal ‘system ' \ L 3 '
Engaging in colle.c.:-: : \\ FE. ﬁsgigfz.jz;:c’;:ferrals from ;I.abor/unlon
"tive bargaining with — b .
4 { or employee ! ] >
| " unions azé/ns p+oy . s s % Asking for J:eferlals from polltha‘L
@ , organizations , VA N organizations T T ' :
iy . ’ k . Y E 9
[ Administering a R : BB ine . : P :
retirement system B Asking for referrals from police employees ‘
: . Asking for referrals from community
. o : an . . P
§ Administering ” . FER A | organizations : -
employee benefit . , TR ¢ § ; '
bt ¢ h 'as group = - ECR B ‘o ‘
flys:‘]:i“: S;ioup 1gife, atc. o Recruiting at schools and other educa- y
i eailtn,. : ) . T tional organlzatlons ’ N
- ‘ . . : e entral office performs 3 w L o . R
Nt If your correctional personnel office ag gnsgltgtlggezzecdes’cribe thems o Recruiting at Army separaltion centers - ‘
B 1F ) . ey ‘the ones included above, p. ‘ : o . . T e
j L :ions in addition to ‘the . ~ : . Uk .
. f“‘:‘c‘il . ‘ o o Use of the Operation Pollce Manpower - 4
’ "‘; R . Transition Program —
1 ‘ i i Using mobile vans or similar devices L
K : : R P EaReD o RN ‘ Othes: (Deseribe), Males
i : - ol tants utilized, if any? . : ' S
He For what functions are outside personnel consult : R B {i% PRT R Q ' -
i : : ' S I Other (Describe), Female:  “-.- - .. . - .
35 3 sy‘l e . : : - - op 4R k «
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VI. SELECTION REQUIREMENTS AT THE ENTRAMNCE- LEVEL

What is the minimum cducational requirement for employment of a) male correctional

s 12,
Bl g officex and for b) female correctional offlccr in your dcpaerLnL7 (Check only
§}§§‘ one in each column,) _ -
2 Bl Male Sworn emale Sworn
L Personnel Personncl
}0 ‘_; : . N
§<7‘ No formal educational requirements
g j Completion of 8th grade
il ! .
i
i * Completion of 10th grade
giff - High school diploma or equivalency.certificate
'f Q High school diploma only R
I i .
! Some college up to one year
Assoéiate Degree (two years college)
Bachelor's Degree (if a spec1f1c field, ’ ' ~.0.
~ specify.) Male: ~ : a -
Female:
: Graduate Degree (If a specific field,
T specify.)  Male:
5 - il
: Female:
i o . T & -
§ - 13. -a) What are the physical requirements prior to employment of male:correctional
! [j personnel? = (Check all that apply.)” .
ok : : )
§ Age (Minimum '\ ¢, Maximum ) '
PO b eight (Minimum Maximum )
D B~ WO o e » .
T Weight (Minimum Maximum ) .
A B ) e
i e : e ‘ N
“E“IE " Vision (color)
Y Xe . v v i
ERR \ o .
; ‘VE [i Vision (Aculty - Minimum correctedv‘ Minimum uncorrected )
B Ability~to swim (Specify) ~ ; .-
S AN
- ? X -
{ Z} Medical exam;untlon (If possible, pleaoe attach a description of the
o mcdxcal )Landarduo) :
E i — Phyoical npxljty (If povqib]c, plcase attach a deocrlption of the
R Y ~ physical agt]iLy standards ) - -
i : )
5 7 ¥ 5 =

,.%
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14.

- Other (Specify). Female:

Other (Please describe)

)

S e |

b) What arce the physical
tional personnel?

requirements prior
(Check all that apply.

S—

te employment of female corrcc—

)

Age (Minimum HMayimum )
o Height (Minimum Maximumﬁ

Weight (Minimum Maximum

Vision (color)

Vigion

(Acuity - Minimum corrected

Ability to swim (Specify)

Minimum uncorrected

Medical examination (If possible, please attach a descrlleon of the

medical standards.) i

’
.

Physical agility (If possible, please attach a descrlptlon of the

physical agility standards.)

Other (Please desérlbe)

What are the aptitude and character requirements for employment of a) male

personnel and for b) female personnel?

Written test

Title or name and publisher of

 test(s) "

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

Polygraph examiﬁation

(Check all that apply.)

. Male Sworn .« Female Sworn

Cllnical interview by p.ychologlst or psychiatrist

Oral intervicw

Background investigation

Other (Specify). Male:

Pe;gonnel Personnel
. e
~.

A s et
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16.
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k » 1 : : ale personnel and for
What other requirements exist for cmploymcnt)of a) male 7
G;‘fcmale personnel?  (Check all thut npp}y.

Male Sworn

. .
) l) fe) T ,l | o - -3 3 DY VJde for e‘l-era ‘q
a . . s , . . ] \ 2

%,

Yes

No (Skip to Question 17) .

’ Tst)?.
‘; en ‘ lute (3 - placed at top of list)?
b) If "yes," is this preference absoluLg (i.e., p . ,

= -

. : " >
Yes , o : :

Temale Sworn

Personnel ‘Personncl
irements for males
Pre:;mployment residence requirvements Lpr,mc
Local State Number of mounths
oca’ . B *
P o e J ales P
: reside uirements for fem: ' ;
Pre-employment residence req ; !
2 Number of monthg |
Local State . onthe
irements for males
Post—employment residence requmr;qants fgy?
Local ‘State Number ofxmonthQ%;a
o N N
£ i ts for females .
Post~employment residence requirements for: £ ma,
o :
N &
| Number of months
Local State
Votex registraﬁion requlpemenp .
‘U. S. Citizenship q
Priver's license
Others (Please specify) ’
.

Ve

s

9]

Do your personnel policies, laws, ox regulations
‘preference to upplicants

allow for some form of .
who have a ‘special &y
‘billingualisn)? . ’

critical skill (c.g.,
N

. Yes

(Specify)

o No

L

18. Please indicate which of the

arrest and conviction éonditions listed below
for a) adults and b) juveniles are acceptable for applicants to correctional
positions.  (Check all that apply.)
Adult Juvenile
" Moving traffic violation conviction :
. —
Arrest record for misdemeanor
Arrest‘recorg for felony V _ : .
Conviction record for misdemeanor ; s

Conviction record for felony

——————

19. a) .Which of the following
making selections to “ent
correctional personnel?

statements best describes
Ly positions from amon
(Check one only.)

your state's method for
g qualified candidates for

The highest ranking applicant who is available for appointment
‘must be selected, »
Any apﬁlicant who is
for appointment may b

ranked among the top three of these

available_
e selected (i.e,, rule of five).

Any applicant in the highest category of a category rating system
(e.g., best qualified, qualified,

etc.) may be selected.
' Other (Please aescribe) i

b) Which of the following factors

, are utilized in ranking qualified candi-
dates for entrance eligibility? (Cucckﬁall that apply.) -

‘ . : ) ) . . . L vy

____Written tests Sy :

‘Oral interview/exam

Veteran's preference (No, of points or percentage:
: © Disabled ,
R o Nondisabled D

Ny
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20.

13.

&

“ Datce of application

Other (Please specify)

i

a) Is successful completion of recrult training required prior to being
appointed to your department as a correctional officer?
~Yes
’ No
b). Is successful completion of the probationary period ruequired prior to
being appointed to your department as a corréctional officer?
. Yes
o 4
- ¢) . How long is the prongionary period for recruit or new correctional
officers? ’ .
No probationary period (Skip to Question 21.) R
i ‘
X
6 months -
12 months
18 months
Other (Please specify) ' c e :” C4
i : N
d) During the past 12 months, as of the end of last month, what’was the
" number and percent of recruit officers who did not successfully complete

their required probationary period?

Percent of total recruits - %

14 I

Number of voluntary terminations

; o . * .
‘Number'of,involuntary terminations Percent of total'rchults %

Percent of total recruits %

'

Total number of terminations

&

et i presdeen

[ R e

nE=l

G 00 0 OO O o o4

21.

" VII.

.

LATERAT. ENERY/TRANSFER

a) Can your department accept people from other correctional departments or
similar agencies with experience for. same rank correctional positions?

L ves

b

7
]

No (Skip to Question 22.).
b) If "yes" in a), have you accepted any within the past 12 months?

Yes (kotal number )

s

No (Skip to Question 22.)

[anipint
R

c) If "yes'" in b), please indicateé the number accepted at each rank listed
below,within the past 12 months. (Include both male and female,)

=)

Number Number

e
§

Correctional Officer v Lieutenant
Corporal ’ Captain
Sergeant . Major
Social Worker Warden
Cogpselor , Psychologist
Nurée ' . ., Physician
Dentist Teacher ‘
‘Prinéipal - Chapiain .-
Librarian ‘ - T -
Other’ " .
' (Pleésq\spECify.)' . L. @
ol ‘

d) If "yes"'in b), what number of these people were accepted under cach of
the following conditions?

-

# .

>
P

Number : = . ~

Acceptéd fé% ranks equal in responsibility to those they left
; ) B ‘ ¢
Accepted for ranks lower in responsibility than those they left

’ * Accepted for ranks grcatcr in responsibility than those they left o
Aol . “ = . R . [a) i“ ;
R S : /
v I B ;]tJj o B
i ¥

o
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i
S : .
b e) If "yes" in b), were these people accepted by meeting qualificatinons
4 ’ equal to those required of members of your devartment?
R ‘ ‘
iR >
i Yes

£» "No (Please specify how rcquirements differed.)

. . * .
h @
iR . . * C . C P
R 22. a) Can your department accept people from other departments or similur agencies
| without correctional experience for correctional positions?
i : A
i
1 Yes
i .
L No. (Ekip to Question 23.)
i b) If "yes" in a), have you accepted any within the past 12 months?
‘;[5 Yes (total number )
] No (Skip to Question 23.)
2 E ¢) If "yes" in b), please indicate the number accepted at each rank listed .

' below within the past 12 months. <(Include both male and female.)

. . B , : B i
;{é Number Number
3 L3 - \‘}

Correctional Officer Social Worker _ -
§~4 Corporal - Counselor i
! 4 : . I
1(} Sergeant § Psychologist ﬁ
iny c s
& . ‘ - ‘ i
‘ Lieutenant . Nurse i
I S, ) i
! Captain Physician . S
.gi ‘Major Dentist L
e Warden , Teacher L
i \' . i
E Chaplain ° Principal
RRY . : ‘
RS i ' ‘ : - .
: Librarian L : ‘ - : \
; [é Other e i
. (Please specify.) . » '
4 :
1 (: ] i
3
4 o
L0 - . .

=5

S

d) If 'yes".in D), what number ofthese people were accepted under cach of

e)d

.l
25. a)

the following conditions? ) ‘

123

Number
Accepted for fanks equai in responsibility fo these they left.
& Acceptad for ranks.lower in responsibilitykthan those they left.
Accepted for ranks greater in responsibility than t#ose they left.
)

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

Yes k
o ‘No, (Please specify how requirements differed.)

Can your department accept people without prior experience for
positions?

correctional

Yes

Y

s )
No (Skip to Question 26.)

b) If "'yes'" in a), have you accepted any within the past 12 months?
Yes (Total number )
No (Skip to Questidn'26,) ‘ 71 -
"¢) If "yes" in b), please indicate the number‘acCcptga at each rank listed
below within the past 12 months. (Include both male and female.)
D B : %, Number . Number
Correctlional Officer Social worker o s
3' Corporal. Counselor .
Sergeant Psychologist o
Liecutenant * Nurse |
SR o, -
~Caprain . Physician L
- y ; ,
# . Major . ‘ , " Pentist
.;Wdrduu Teacher o o
’ ‘ . ¥ —_';,’/
Chaplain- Princilpal
Librarian .

e ttmrer o s

R R e = %
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¢) continued...

‘ E Number
ot ‘\\ R
3\ J/ﬂ
Other : ' e

(Please specify.)

d) 1If “"yes" in b), what number of these pLOple were accepted under each of the

following conditbtions? . : —
Number . ’ S - : & ‘

Accepted for rankq equal in responSIblllty to those they left,

Accepted for ranks lower in responsibility than those they left.

Accepted for ranks greater in re3p0n31b111ty than those they left.

e) TIf "yes" in b), were these people acccpted by meeting. quallftcaLlons equal
. to Lhose required of members of your department7

Yes @

‘

it ¥

Nd (Pléase specify how requirements differed.)

9]

= :
it 8 Gy B

(S
&

e e

VA

= L

g

27. If you indicated in the previous questions (Questions 21 through 4\) that your
department cannot accept people from other departments or similar ayencies under
any or all of the conditions ngon, then what is (.re) the primary fbusgn(u)?
(Check all LhaL apply.) S ‘ AN

V‘May not be considered due to legal restrictions.

We have tried it, and it d#dn't work.

We have not found any-personnel from other departments or agencies who
meet our requirementsg' ~
\\
Ry
We have no need to look for personnel from out51dc our department to

£ill manpower needs.

It wouldn't work with our present pens1on system.

Other (Please spec1fy)

.28, If 1egal restrictions are indicated in Question 27, what is the source of thnse
restrictions? ~(Check all that apply.) :

Civil Service Commission or personnel board regulations

bépaftmentaltpolic§'~ ‘ ' B . -

‘State law B

Other (Please épecify.)

-

29. If legal restrictions are indicated in Question 27, what is their content?
‘(Please cite the specific section of the code/charter/law, etc., which forblds
hiring from other corlectlonal departments )

N
7
v
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30, What 1 41 . -
* 1t legal restrictions exist i : .
Che seléct"onjprQCé:Zn% exist in your department concerning various phase:
Y h ) ° ] o ] M3 3
Lon in general, and what is the source of these rcit 0o of
. SGE 0L 25 egtrictions?

SOURCE '/ i

Exanple: State law & | . 'hgmgle; Sets minimun ‘age, demands
- 7 o B o, . -,g%t;zenshlp, prohibits use
) o of oral board, etc.
i : . 3
P .

? 4 ‘ c

SOURCE
CONTENT

Example: Minimum of 5 years in grade,

Example: Civi
: vil Serv. Comm.
: . requires college credits, ete -

. a K v,‘"":x

¢ . [
Seniority within a given rank R e R
B ;
— ;
Written examination ' : - e
) Oral examination ' [T

, [ _ e — ;
. - - . A .
. Service requmrewents (experlence) in
w your department : ; . . TSR
1 . : ‘ '
: . . Awards or commendations ) R
- - Evaluation by fallow employees R (/_g__.,,_ S
: T o " Education (college credits, assoclate ‘ : R
' ! ¥ degree, Or highex) ' ‘ ! e
: g ’ Supervisdry‘evaluation of promotion o
potential S s IR
L. In~service tralning : - e
i » . :‘\l : : N . ) R \:nv -_—-'-—_‘-—-_, =t S, o |

! . N 0 th ar k “é;\\'“f:\\\ ) i . ) it s i T b

' ' . . 2 C ‘ Ay : :
. ©

* 4!
i
. e % . U + J T s, .‘: . . ey

fication and fitness) standards for correctional personnel?
“appropriate column for each factor as it is used.)

Veteran's preference

VIIT. ~DROMOTION
Which of these statements best dascribes your depnrtment'é promotion propram
as Lt relates to correctional personnel? (Cheek only one.) :

ki There is a uniform promotion program throughout the department.

amamieaiom et

Each unit within the department has its own prombtion propram.

The promotion program varies in accordance with rank. =

__There arc no established programss each action is handled on the merits
of the individual case. '

=

other (Please describe.)

Which of the following factors are normally included in youx promotion (quali~
(Please check the

" To Meet Used for
Eligibility To Receive Ranking
" Requirements Extra Points Purposes

Supervisory avaluation of performance
in present position

i

N
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34. If your department employs a promotion List, how long is It used? (Check only

SXIX.  PERFORMANCE APPRATSAL

i

s v 2RO SRR

‘one. ) . : : ; ‘ ’ E |
t{ No promotion list is used : N\ e . 36.. a) Is there a formal performance appraisal .program for cogrectional persommel?
l 4 ‘ W : ; I & (Check one <in each column.) ‘
Until all employees on the list have been promoted. ’ ' : N - : . e,
LR ) . o7 ' ' ; : \ﬂ;ﬁ”f _ : I , , L et Correctional Ranking
e ¢ Three months e ‘ S E I : ‘ © Recruits 7 Officevs Officers
R T Sixihonths. 5 Yes .
‘One year. R | m - No
s E\& TWo years: 8 - b) If "yes," how often is the cmployee's perxformance roviewed? (Chack all that
; ; 3 LS. 4 B g Yooy * . : . -
b e , . T apply.) » . N
€ Other (Please specify.) | ‘ o, Correctional Ranking
T _ : W{'f B ® Ce Recruits Of ficers Officers
A il i
o , / , Every 6 months
g- 35. a) "Tenure' refers te the permanent status éranted te a promoted employee upan: | 0 Annually
succesaful ceompletion of a specified probationary peried. Does your correc— ! B g i '
g-s - tional department have a tenure syster for correctional persennel? } Every 2 years
i e Yes Other (Please specify.)
{ L No (Skip to Question 36.)" _ e
b) If "yes," how soon after promotion are correctional personnel granted tenure? ' ' ¢) . Who conducts the performance appraisals? (Check all that apply.)
{Check only one.) § ' . ‘ .
e , B (O R R Correctional Renking
i Immediately after appointment to the rank. R Recruits Officers Officers
E_, A After,/serving a satisfactory probationaxy pegiod of 6 months. : DI ﬁ ALY Ixmned,_chVlt"e Supervisor
o : - x . . o ;‘ A i .\\; L R ; . _
- After serving a satisfactory probationary period of 12 months, S { Next highest supervisor
After serving a satisfactory probationary period of 18 months. ] % Fellow employees - ~
S is Supervisory panel - , : : B
i . ' ® . s T T
‘i"» : 5 § . :
. R ; § Othexr (Please specify.) - o I
R 4 . * AR
§ * i [

5 v . : ; & )
_’ 1 = " . -~ . "
3 i; X & ) = 7 <
AR ) -

1 <Y | . o @ ;

..
i ri e P = : :
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g ' _
i - %
R4 : -
et . ’ ‘ o
§ 37. a). Axe all appralsals discussed with the cuployec? (Check one in cach column.)
{ g; - ~ Corrcctional. _Ranking
I Reeruits Officers Officers
.ﬁf .
2
[ Yes . -
b B
B No
v b)Y If “yes" in a), who discusses the appraisals with the employee? (Cherlk all
e that apply.). \
I3 ,i - . N i .
B 2 g : ' : . . :
R o , Correctional . Ranking
oo Recrults™’ ~ Officers Officers
R < Immediate supervisor - RN : :
'Eti ‘ Next highest superviser
C i t ST 1
i H .
P8 Correctienal persennel
P aad B
B coffice staff
?a - 4 : © N
L ; g " "oy st t is : - 51 d by the cmployee?  (Check
g ¢) If "yes" in a), must the appraisal form be signed by th aployee? i <
i . .
L& all that apply.)
B Correctional Ranlking
8 Recruits Officers Officers
i Yes =
g — B
i » -
i No ——l—
i,' - . :
i1 | , " i e
oog ,¢) ‘What are:the uses or possible results of the formal performance app;a}sal
% ) of your correctional personnel? (Check all that apply.)
i ' .
SER o g
f?E] Salary ‘increase -
i1 Promotion
)
g 1 .
iF E Discipline
! 1 Assignment/Transfer
i Dismissal . . a
: : Counseling . ' : ERR
i A . L < :
N 5 Other (Please specify.) :
| g} . o :
V% * .
3 .
Y E} a

-

@

-

AR

SO

b)

39, To whom are appeals made?

X.  APPEALS AND GRIEVANCES
Are there formal procedures in your department for a corvectional caployce
to submlt an appeal of a persomncl decision? '
Yes

No (8kip to Question 39.)

If "yes," does the employce have the right to: ya
Yes o]

Appeal and hearing? =

o
&,

Have a representative at the hearing
(Check all that apply.)
Supervisor
P
Institution Review Board
Warden
Department Review Board

Civil Service Commission/Central Personnel Agency

‘Governor

Other‘(Pléase specify) ,‘
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KXI1. TFEMALYE PERSONNEL g - . }
. ' % ' . , . i . i
43. Are separate entrance lists maintained for female positions? iy 1 m ; ]
‘ m D 4 a)  Does your institutisn presently cmploy any sworn female supervisory positions?
Yes b ¥ : DR : :
1 % ; Yes (totrl number . )
- No S : t -
) __ No  (Skip to Question 48.)
44, a) Are most female personnel used in the same capacity assignments as male . e R , : , :
[ personnel? - : : |11 b) If Tyes™ in a), please indicate the number of sworn female persennel
, v , in each of the following ruanks. ‘
R Yes -(Skip to Question 45.) :
o : &1 . Number
g No . i = <
SR ) ‘ g1 Corporal !
i E b) If "no," what are the major duty assignments for female sworn coerrectienal ~ [ N
e personnel? ' ~ . : ) f & Sergeant "
H 5 i .
g‘ m Lieutenant
§ Ci-ap(tain
g“ ’ : ij Major e —_
3 45. a) Are promotion procedures for female personnel the same as those for male & '
o { personnel? : : ¥ ‘Warden —_— '
i Yes (Skip to Question 46.) ; m as a department head for:
{ No AN ég Social Worlk o 'Q\\v '
B b) If "po," how are they different? 4 Counseling .
. .f‘é 2 N N a1
g ' IS I "
WL Psychology
i ' ; Nursing : ’
E : ‘ A» @ Medical Servi ”
46. Are separate promotion lists maintained for female persennel? i gaical services —
' . ’ o 1 ; & ’ e 1
4l E’ Yes y | Dental Services
?I: k v ’ {) - o7 ;
e No : ® Education
iR : ¥ m Religion
, - Library —
R S !} Other "
. E 5 ik (Please specify.)
’ %, ;:*W P 4 . e -
‘;" i . - o 2 ‘
e : £ \\/ B o £ - ' ~
. S - P ]
f @ : ; ' J g v = ,;'i"
. ’“T . el S . . P . B
. - - £ - v ~ 2
- \ g . o . A o g‘ .
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" XT1L.  MINORLTY PERSONMIL, B
F | . | !
o
48.  How miny minority group mesbevs (Blacks, Spanish-surnumes, Orientals, Indians,
= ctes) are presently employed in your department/institution? R ©
i .
¥
¥ . N .
Nuwher - = Yercent of Total .
7 . . ; B . .
E Minowity male perssennel % (Male persenncl)
: q, w Minority female personncl ‘ - % (Fomale personpel) q
B i et 4 "
gt
; D‘ Otliet (Spacify.) , :
[
N
O 49. a) Does your department presently cmploy any minority parsennal in - :
. 8 command or supervisory positions?
i W
= Yes (Total numbex ) c ;
g e No (Skip teo Question 50.)
G n 0o . ; ; . ’
b) If "yes'" in a), please indicate the number of sworn minority persennel
7 in each of the following ranks. (Include both male and female.)
5 Number Kumber’
L . , P
4i Corporal ‘Social Workers Ny
it B A
) Sergeant Counselors
[_ Lieutenant . ; Psychologist )
ig Captain. ) Nuises o ’
Major ’ Physicians '
: _ ‘ A
)} - Warden R Dentists g
< Principal . Lo Teachers S
= Librarian ¢ Chaplains {
ki Other ‘ ‘ ’ ' ' , v ’
) (Please specify.) N - :
: : .
% =20 ) i
i o
@ : » (8] -
ﬁ ' ’
i
@ Q;w-"
5| :
. ‘ = * o LN S N * PN ey

=]

"
T
0

I .
a)' Does your jurisdiction have any spoeclal programs for recruitiugrnnd hiiy Lngg
disadvantaged and/ox minority groups Loy sworn-correctional posltions?

a0

Yes : . .

P et

" : oh fo)
.. No . . . . Co . o .

‘.
- . B

bf Iﬁu"yus;" please indicate which of the following are used. (Check all “that
apply.) o ' :

. B " E . . " N . . ’ o ) . . .
Special recruitment teams (all minority °. inteprated H
- all white ) : .

Special school and/or college trips

Visits to community centers, etc., on a regular scheduled basis
3 Utilizing graduates of the Operation Police Manpower Iransition

a Program ‘ :

Operisting storefront (orx similar) centers within the inner city fog
information and/or examination purposes '

Placing advertisements in minority news media
" . (2. = R
Keeping information o%ﬁlces open after hours and on weekends

. Providing pre-examination counseling and training (Please describe.)

]

\F

- ties (Please specify.) - )
) | ~ o)
‘ " Other (Please specify.)
< ' ; .
. Wy i Cw
’ u ’ 0
: ) , - ‘ '
) ,; o )
() R i " ‘) o ,
/ M"‘?: . . ) ,
Vs \ o .
() . ?
¢ ! * et Yooy - < * : N e Ly ' © f‘%
) ) A L Sk

v "
Ymploying different. selection procedures and/or standards for minori-
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Sthrough December 3L, 19757 N

Replacements”

New Vositions

5%L. Méw wany new employees do you anticipate during the period

EMELOYMENT FORECASY

o
January  IS=24

52. Are thexe any new institutions to be opefied in the next five years?

§ @

Yos - ’

.

No

If yes, How many?

ER = d [\’

Where? ‘ . -

a

How many employees per institwiion?

= T

s

3 2,

’ 5 s
, / S
53. Are there any ﬁgw positions approved for the
.

Yes : N I

o

No *(\
If yes,“How many? “,

(O

. Job Titles:

»

.

‘54;*;u08 there been a cutback on positions within

Yes *

B TSP ey

the last eighteen months?

v

S emn =2 0SB

]

—

‘§§g§ “

s |

Lo
55.
>

Yes

" " To . ,

Are any chanpes anticipated in the amininon entyy cducational requircments?

. If yes, cxplain:

©
{

£

P
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L XIV. CTRALRLHG : o

% . a - » N K ke ‘!\ v ){V. -
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R 56. 1s there a departmental training program? : . , ) :

: ‘ 7 : (Institution only.)

' T o long? - ' ‘

g Yes How long? .

35‘3 o , 62, Inmate population ‘ : (total)

b :

2N o] - ) R ) .

Lo 57. Are there training officers in cach institution? 63. Minority Tmmate population

IR : [

| . . N Bl'—xcksjf ’

. P o <

g}q 2 Yes P .

g t . ;'“ g e Re '

I} 4 No ) S . ] Spanish Americans

Ry 58. Is there an educational leave policy? American Indians ; : :

‘T Yes (Please attach) . \ Asian Americans

i E " No ' Others

; 59, Ts there an in-service training policy? 64. Inmate Racial Climate

e Yes (Please attach) Peaceful

i : S Hostile

: 60. Is there a special mid-management training program? " Indifferent

Y I Yes 65. Number of staff per shift '

( ) ' lst . a ’

i R R

i b . . . : ‘ 2nd

' ! If yes, please explain. , . n

& 3xd

B = .

i @ . e : v - ES

i i 66.  Type of institution ' ‘

'l ° :

| J 61. TIs there a special senior level trvaining program? : Maximum. Secuxity

d€ Yos o Medium Security ? . .
H § e - - '

& No oot . Minimum Security . . . el .

[l & T ) , ' ‘ .

T : v 67.  Inmate age s . ' : ‘

gl I1f yes, plecase explain, G . (1 : , e ; |

2 é: ¥ . ‘ v . )

3 ) S 18-22 ' o

R : 23-35 .
TREy W - . ” ) ) . .

dge 70° : 36-40 = ‘ ’ o )
e : e ° over 41, , 3 '

i o ; ’ - ) . ' &
} E ’ ] B e . ‘ :

iﬁ g ' B , 2 ({w ’ :
o K E ’ : ' . ) < he
o > @ N ‘

- = o )

b . - ; v " £y [0S =
o . B - - e o
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{ . XVI. POLLITCAL CONCERNS .
N ar ~ , )

. (Central. Staff Only.) ‘ DR ; - .

I8
i

i

i
A
¥
ki

sy o s

IS
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i

§

i
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pd 5
b 1
it !
[ ™
e

i

4
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it
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:

68.

69.

71.

Haz there been a legislative mandate for Affirmative Action?

Yes e When? .

o

»

No

Has there been an’ executive mandate for Affirmative Action?

"Yes ¢ When?

No

Has there b@en a judicial order on Affirmative Action? '
Yes o * When?
No
Has there been public agitation for Affirmative Action?
o 5";/\\.
Yes +  When? :
13 T
“No
RY
i g

de
T i . Thy E
Q questionnaire: o :
; ) = ) N
i
¥ =
Thank you for completing this questionnaire! RN
! ' .
i { . .
;4 ¥
i £Z
-3
e : -
B &
| I . :
e I
B
3 ’






