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5 PREFACE

In.the last qnartercof 1974, the Institute for Urban
Affairs and;Researchkof 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 criminaﬁvjustice system. The study concentrated
onbminorities~in the following droups: cnrrent and‘former
correctional employees, inmates,'and profeSsional occupations
with an investment in corrections. |
| Minorities were chosen as the study s focus of concern
because of their over- representation in the inmate population
‘andfunder-representation in the employee population.vaany
theoreticians believe the racial imbalance between inmates and
~staff, and differences 1n Values, life styles, expectation,
etc,;renderkinmate rehabilitation highly probabilistic. {

| ‘This report, the first of thréeﬁVOlumes on thekrecruitment
hand‘retention of minorityvcorrectional employees{ examines the
policies and practices of sixkstate—operated»prisons as’they'
related to the recruitment,CSCreening,'selection, promotion
;éhd retention of minorities. The second report looks at the
pro;ected number of minorities expected to be in certain cor-.
rections-related occupatlons from 1975-1980. The third analy-'

zes minority employees' attitudes and perceptions as a means

efor de51gn1ng and 1mp1ementing recruitment and retention

' 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 =--

was des/gned to examine the personnel policies and practices ‘
4

of these selected state correctional systems as they relate to

the recruitment, screening, selectlon, promotion, and retentlon

of minorities. Spec1f1cally, 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 related research concerning minority recruitment
and retention in state-operated cornectional institutions, in-
cluding an analysis of present conditions and projections into

the future. Purposive sampling for the survey resulted in the

] selectlon of seven correctlonal facilities 1ocated in California,

Loulslana, Michigan, Mississippi, New Jersey( and Ohio. An

attempt was made to include each of the fourkcensus regions to

make the sample representative if not prov1de\generallzablllty.
This study's,sample consisted of the Directox of‘Pe;sonnel

for the State Department of Corrections in eaoh of the six
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states in which the prev;ously mentloned correctional facilities

<

are located. A ma11\4uestlonna1rﬂ was used to request informa-

F
i A

tion concerning personnel pollc1eb and practices affectlng
-mlnorltles, w1tn/focus on recrultment, screening, and selection
of correctlonal jofficers, as well as retentlon rates and per—
sonnel evaluatlon and promotion p011c1es. The questlonnalre was
kmodeled afLer the one developed by Eisenberg, Kent and Wall in

Po 1ce Per onnel Practicesvin State and Local Governments.“

Spy of_the Questionnaire is included in the Appendix.) Com-

ad questlonnalres were received from the Personnel Directors

r

in four states.‘ Callfornla, Mlchlga, Mississippi and Ohlo.
B. Results

Resﬁlts of the snrvey are presented in the following sec-
tions, which‘contain findings and implications related to:
Level of Black Employment,
Recruitment,

Screening and Selectlon,
Retention and Advancement.

In addition, conclusions and recommendations based on
survey findings are presented.

C. ‘Limitations ' ; o

. The data‘presentéd in this report are in one sense incom-
plete.‘ Time-series employment data -- needed gor evaluating
the progress made by correctional system affirmative action
efforts, as well as for determining'the need for particular

- .

1Eisenberg, Terry; Kent, Deborah ‘Ann; and Will, Charles R., "~

Police Personnel Practices in State and Local Government.
Washington, D.C. The Police Foundatlon, 1973.

S
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kinds of affirmative action programs and emphases -- were (: e : ; & ”Q
largely unavailable. Altbough respondlng Personnel Dlrectors L 9 Q ) 0
S . =
i reportedly spent an average of 8.5 hours in preparing thelr re—: : I ety
1 sponses to the surVey questionnaires, specific statistics on ‘f'Cl B
? [ b ‘ ) ‘((( J“ ) i
) past and present minority recruitment, screening, employment, o ~,i @ .
e retention, and promotion experlﬁnces were largely unavallnble * ' :
e This lack of data constralns not only thls ‘study but also the ’ ;i'C}
q: W b i 4
e efforts of correctional systems to improve minority employment .
;5 levels by making difficult or impossible a realistic assessment . ‘; .
g of the existing 51tuatlon. 5 / (
. c . ) o ] ) . e ) // o o
: Because of data limitations, the minority employment sta- i
: : - i v
tistics presented in thlS report are for Black employees only; o , ‘ o
II. THE CURREI%‘I‘ LEVEL OF BLACK EMPLOYMENT
; 1nformatlon was not obtained concerning other minority groups. o o ' '
G 7 N o
. o o
. C k\&“.‘?‘: N
4 4
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*Only one state, Mississippi, indicated the existence é? a regu-. .
eport of this kind of 1nformatlon. Co Voo ) \
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,assoclatlon. The last set of standards look at the issue of

iequltable sentencing practices.

IT. THE CURRENT LEVEL OF BLACK EMPLOYMENT

The National Advxsory Comm1551on on Crlmlnal Justlce Stan-
dards and Goals called for concerted actlon to 1ncrease the, k
level of mlnorlty employment in corrections.

In addltlon, the Comm1551on proposed other standards re-
lated to issues which have been or w111 be subject to litigation.
For example, one group of standards address issues related to

the development of pollc1es and\procedures pertaining to the

rlghts ‘of individuals under the supervision of corrections to

_have access to the courts. A second sét of standards focus on’ = =

the conditions of correctional facilities and identifies the
v I
prisoner's rights to freedom from personaluabuse and non-dls-
/

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

cretionary power which correctional institutions have over the
offender. And; yet another set of standards eenter on the

offender [ flrst amendment rlghts of. freedom of speech and

Y
[

Table 1 shows the number and percent of Black employees

23

withln the four selected state eorrectlonal systems in 1974.

4

The percentage of Black correctlonal personnel ranged from 8 6

percent in Ohio to 29.0 percent in Mlss1ssrpp1. It should be

stressed that 1nformatlon was not obtalned about the employment

,levels of»Black personnel; thus it is not p0551b1e toiglscuss

the relative salary rates of Bladk and white employees or the

[

g}

Percent of
Total Employees

Black Females

Number

Percent of
d Total Employees
§All Blacks

Number

- Percent of
Total Employees

1

Table 1

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

STATE

e
e
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extent to whlch Blacks hold superv1sory or profess1onal posi-
tlons. Natlonally, Blacks are about 114 percent of the American

population; they constitute 47 percent of the inmate population.l
, In two of the four states snrveyed, theapercentage of Elack em-

‘ployees in the correctional system was less than their'percen-°’

€
: tage in the American population. Table 2 compares the percentage
8
’ A of Black correctlonal personnel with the percentage of Black
¢ ’“re51dents of the four states, u51ng 1973 population estimates. A
- The table shows that in three of the four states, Blacks are
% underrepresented in corrections as compared with their population
iC‘ in the state; only in California is this not the case. Moreover,
i‘-‘ in none of the four statés is the percent of Black correctional
employees as high as the“percent of Black inmates.
o The underrepresentation of Blacks as correctional employees
E may be due to a combination of many factors, including:
® Lack of support for the Standards and Goals or
other affirmative action efforts and equal em-~
s N ployment opportunity goals at some or all levels
4G of the correctional systems;
® Lack of effective afflrmatlve action programs and
personnel policies and practices to improve em-
ployment and retention of minorities;
1O ® Present effects of past discrimination which con-
tinue to complicate efforts to achleve equal em-
* ployment opportunlty,:
® Werking 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 practices which may
serve to encourage or dlscourdge mlnorlty employment and reten-
O ~tion in the selected state correctlonal systems are described and
f‘assessed in the follow1ng sectlons. |
e . 6 |
: TN e = <y B

e

Table 2

5,~~—w-~~J§Tmarison of Percent of Black orrectional Employees

\ and Percent of Blacks in State Populations

v

PERCENT . California

¥ Petcent of Black ,
J Correctional Employees

Percent of Blacks

4 in State*

‘*1973 population estimate, U;S.“%%reau~of the Census.
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If correctlonal systems hope to attract quallfled mlnorl-,

&

[tles, they must make a spec1al effort to overcome the present

dlscrlmlnatlon through actlve recrultment pro-"'

o

grams., What are these present effects of past dlscrlmlnatory

practlces? They 1nc1ude a lack of role models for mlnorltles

g C'

among correctlonal employees, mlnorltles are 11ke1y to have few

‘-famlly members, frlends, or nelghbors who work 1n correctlons.“

o :

, manorlty audlences, not Just the general communlty.

~fTherefore, few mlnorlty group members are 11ke1y to ‘hear of " JOb

&
openlngs by word-of—mouth or other 1nforma1 recrultment methods.

Moreover, because employment 1n correctlons ‘has not been readlly
acce551ble to mlnorltles 1n the past, mlnorlty ]Ob seekers are

v11ke1y to 1gnore correctlonal job opportunlties unless spec1a1

efforts are undertaken not only to announce avallable p051tlons

o 5%
E B il

but also to s ress afflrmatlve actlon goals%'

" Both publlc and prlvate employees concerned w1th attractlng

'mlnorlty Job appllcants have been dlscoverlng 1n recent years

that successful recrultment efforts must be dlrected towards

As 1nd1-ﬁ_

@ 4\
o

cated in Table 3, the recrultment practlces reported by three

‘-state correct10na1 systems focus on general audlences, and lack

i

emphas1s on reachlng mlnorltles speclflcally.

‘states do have some spec1a1 recrultment practlces de51gned to‘

reach mlnorltles._ Table 4 1nd1cates these speclal efforts,

However, the three

&
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Table 3. RS ’
e © o | .
: , ~ . ’ Special Minority Recruitment Practices 5
_General Recruitment Practices . o ;, ~ «
’ N ey
e ’ = | — o . i & California | Michigan | Ohio
PRACTICES - California | Michigan | Ohio | Mississippi ' v
31 ‘ . o ; - ‘ e Special integfai:ed reéruiting N , - ,
1. Continuous amnouncements of exams Yes Yes Yes S o , ‘ teams. Ny : Co Yes Yes Yes »
¢ 2. Period between exams less than L v | 3 E L Special trips to schools/ :
4 weeks: . " Yes No Yes 1 ‘ S R : colleges with large minority : : B B
P G : . = REEEr I - enrollments = : Yes Yes / - | Yes
R 3. Wan/t/ #4ds in local newspapers Yes Yes Yes » B : c - ’f/ o
S = ' : ‘ , o e Visits to community centers . o Yes  } Yes | Yes |
4. Special posters in public places . Yes . § . No coYese Lo e e e T T ' ' S RS - |
= e T : ; - ‘ ‘ L A o Use of graduates of operation A ' , S ‘\
| 5. Spot announcements on radio or TV Yes » No Yes ' ' SR '} Police Manpower Transition. - o L : i
] ‘ : ' 1 Program X X "No ‘ o No_'. No 1\»‘
6. Asking reférrals from public . - e I T I
- : employment services Yes No ‘Y Yes ‘ S Use of storefront centers in ' ‘ : =
L : '~ : , _ ‘ . inner cities No ‘ No No : \\
e 7. Asking referrals from labor/ ‘ L ' . B R L . - : g
. ' union organizations No No .} Yes | N Advertisements in community- 5 ‘ b
¥ ‘ ‘ oriented news media = ~Yes No Yes
8. Asking referrals from political , : , S ‘ ‘ : s i
: organizations No ~ No . | Yes R Information officers after ‘ ; A
. , | : N : R R hours and on weekends for '
™ 9. Asking referrals from policy o ' 3 Q pre-examination counseling | ,
o employees ” ; No No | Mo 1 P and training Yes . No ’ Yes
2 10. Asking referrals from community L | SR ; B Using different selection - 1 . ' :
s organizations Yes Yes ) Yes ' : procedures/standards .} No Yes** "I No
v, ~ £ 11. Recruiting at schools or other ‘ ‘ ) ‘ ‘ : a
;i educational institutions Yes =}  Yes - Yes ‘ ; : - ) —
" % : " ‘ ' * No recruitment being done at present.
1o 12. Recruiting at Army separation , _ : R L = .
S ? Center N L Yes NO\f’;\\ -} Yes N R - %% "Late exams" il
OREE & . ’ \‘; ) k o g . .
PP R . : Y ; : ; e ;
%fli 13. Using Operation Police Manpower ; ; 2 , . W L
ST Transition Programs ‘ : No No -y No S o ‘
14, Using mobile vans or similar ‘ : o \\\\ ‘ N . - ‘ o ’ ' R o .
devices : . ’ No .. No No N ; : e
° 15. Other . } No No | Mo 7 | \\
*MiSsi’ssippi did not respond to this question becau'se it was not doing any recruit- : io ¢ — \& ;
-  ment; the State reported a large number of applications were on file. : @
| 9 - R ; '
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whlch 1nclude, in a11 three states, special 1ntegrated recrult— =

g SRR i @ Strengthened and expanded special orientation and
! - ‘ ‘ ~ : ‘test-51mu1atxon and preparation activities, since

" minorities and others from low-inetome backgrounds
'tend to be relatively 1neffect1ve test-takers,n

<9

1ng teams, trlps to schools w1th large mlnorlty enrollments, and

visits to community centers in mlnorlty communities. Two states, s R ’

'Califofnia and OhiOI also advertise for personnel in Community- o 2 ® Provided specJ_al orlentatlon and tralnlng to re—

cruiters, to make them sensitive to minority coné
cerns and familiarize them with approaches which
other agencies have found to be efficient in
reachlng minorities.

oriented‘news media, and make informationséfficers available in
the evenings and on weekends for counseling and pre-examination i
training in test-taking strategies.~ This can help minority Lo ;,”"5 It is likely that factors other than recruitment efforts
applicants qualify for correctional jObS and also prov1de them

5 9

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

‘also affect the success of these efforts. For e.\_amp]y.e,,,becausej
minorities did not until recently have accessvto\most jobs in

also waives the rule that employment tests be taken only at pre- correctlons, correctlonal careers were not serlousky con51dered

scribed times.

o

‘by most young m;norlty group~members. Whlle corredtlonal sys-

None of the states surveyed reported mlnorlty recruitment

¢ o o tems may now welcome minorities, the present effects\€f~past

'» :§&aﬁproaches such as the use of storefront centers or mobile vans, R R L dlscrlmlnatlon may 1nc1ude.
N ;

\
B or use of the graduates of the Operatlon Police Manpower Transi- - 1 2 p

‘° A lack of w1despread awareness of the range of
jOb opportunltles in corrections; , ; o
/
e A contlnulng bellef that minorities face dlscrlr—
ination in correctlonal employment, 1 L

-
@ " Personnel practlces (1nvolv1ng screenlng, promo~
i tlon, etc.) whlch may affect mlnorltles unfavorably.

b, P A e

tion Program in recrultlng.
The states surveyed generally have?not been successful in

recrultlng enough mlnorlty applicants to meet affirmative action \
goals. The lack of success is probably due partly to 1nadequate

i " In" addltlon, recrultment efforts ~= like retentlon rates --
.minority recruitment efforts. For example, the systems mightr

» ! : . i : may be negatlvely affected by various job environment factors.
be more successful in attracting mlﬁority applicants if they:

ample, the folloW1n factors may dlscourage quallfled
e Involved nelghborhood leaders and more community §6r examp.e, g

organlzatlons in their rec”ultment efforts,

mmorlty group members from see“\ung jObS in corrections:

,hv\ t \\
e The location of correctlonal 1nst1tutlons, often
far from major urban areas and even from medlum-

sized c:|.t1esh o ‘ : a

- Dlrected their short-term' Wecrultment efforts at
groups over 21, since the three states which are
carrying 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 interest youth in careers
in correctlons,

e Low entry-level salaries;

® Perceived constraints to advancement;
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Long working hours; o o | !

Limited tralnlng or’ advancenent opportunities 1n1
. .many occupatlons, - i
I

® The hlghly structured, often "militaristic" nature
of correctlonal institutions. ;

The entry-levelfsalaries for correctional officers in the

four state systems sufveyed are shéwn in Table 5. Monthly sala-

ries range from $611.20 in Ohlo to $911.00 in Callf%rnla. These
low salaries can be expected to dlscourage many potential appli-
cants 1f other, better-paying jobq are available to them.

To the extent that,minoritieslare aware of actual working
conditions and piomotion epportunities, negative factors may
discourage them from appiying for jobs in corfecﬁiens. Such .
factors are likely to have a partiéﬁierly eignificant effect on
retentlon, however, and additional factors are 1dent1f1ed in that

sectlon of the report.

L

I3

Do

Table 5

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

e &

SALARY
STATE Monthly Annual
: o 5 Y
Califo:nia $911.00 $10,932.00
Michigan $809.10 $9,709.20
Ohio - $611.20 $ 7,334.40.
[ %o
Mississippi $643.00 '$ 7,716.00
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Like most publlc agenc;es, the state correctlonal systems

surveyed have developed a complex set of screen ng procedures

which are de51gned to make the employee selectlon process as

nearly objective as possrble. Moreover, these procedures are

Iny

pposed to be un1form1y applled Unfortunately, many of‘theSek

procedures as applled serve to discrininate agalnst minority

o

applicants. The subsectlons below descrlbe the varlous screen-

<@

1ng practlces of the four state correctlonal systems and specify

those which" 11m1t mlnorlty access to jobs in correctlons.‘ Thé
-speclflc requlrements studled are those stated for entry-level

positions as correctional offlcers.

General Educatlonal Requlrements

CEE ST s i cn

Three of the states surveyed have general educatlonal

requlrements for appllcants for correctlonal offlcer jobs:.. Ohio

-

requlres only an eighth grade educatlon. Appllcants in Mlchlgan,“,

California, and MlSSlSSlppl are requlred to have completed h1gh

school/GED. In addltlon, appllcants are requlred to be 1nter-

’ v1ewed by a board composed of members of ‘the 1nst1tutlon.
While 1ow-leve1 educatlonal requlrements are not 11ke1y

3

to be a major exclusronary factor, general educatlonal requlre—_

ay

‘ments have been held dlscrlm@natory in séme court cases because

there is no demonstrated reiétlonshlp between a given amount of

=

formal educatlon and successful Job performance. On the other

hand, SPGCIfled achlevement levels, such as a glven readlng
] - .
) : oo 0 A" : . ' ) - & o ) / .
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they are Job-related

B. Written Tests

- Three of the four states surveyed (all but Michigan)’re;

vquire COrreotional’officer applioants to taheea written test
prepared by the State Personnel Board or bepartment; If these
tests have been shown to be related to'job performanoe -- if
they have been "validated" for correctional'officers --‘then
they are acceptable screening prooedures. 'Howefer, it appears'
that the skills and other“characteristicslof a "successful"
correctional offlcer have never been 1dent1f1ed w1th pre0151on,n
and it is therefore unllkely that success on the test corre-
lates’ nlghly with success on the job.

Non-;ob-related tests are a maJor factor worklng to ex?
clude minorities from many klnds of Jobs, for several reasons-

@ Minorities tend to have less formal education

and thus less experience with written tests
.than whites;

® Minorities may face psychological barriers to
successful test-taking because of a history B
of discrimination and 1nferlor social and economlc
- status-

W

® Many tests contaln dellberate or ﬁnconsc1ous cul-
tural biases which cause lower aVerage scores for"

minorities.
_In addition, tests can be used toIdeliherately exclude -
’minorities, not only through biased questions hut also by having
2 mincrities take the tests under uncomfortable or other unfaiorable

i

16

[¢] o o

kﬁritten tests in termSQOf their lack of a demonstrated relation-

g . ) ’ . i i . 8]

‘eoonditions,'or‘by not scheduling the test at times convenient

" for minority applicants.

In order to produce a test which‘can measure the”khbwledge

" and skills required for successful job performance, the correc-

tional system needs to unertake'job‘task analysis,yidentify job4

related knowledges and skills,,developrtests tolmeasure these’

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

performance of’individﬁals who scored high on the tests and
individuals who scored low. Validated tests of this kind can

be considerably more helpful,as a screening tool than educa-

etionalfrequirements or standardized achievement tests. As the

National AdviSory’Commission on Criminal“Justice Standards and

Goals has noted,

" e Many persons with less than a college educa- !
tion can be of special use in correctlons, since
they understand the problems of offenders, who are
‘likewise" w1thout higher education."?

C. - Oral Tests and Interv1ews

‘Oral tests or formal 1nterv1ews for entry level correc- ”

 tions custod1a1 personnel are requlred by all four of the states

-surveyed. These oral tests suffer from the same problems as

ship to Job performance. They aISO‘tend>to be highly subjective

"and can readlly be manlpulated by the 1nterv1ewer. While it

2NatJ.onal Adv1sory Comm1551on on Crlmlnal Justlce Standards

'\and Goals, Corrections’ Report, P 472,

! - Vi




may seem reasonable to infer a relationship‘betwéen an appli-

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

in social'inteéraction 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 job success

- has not been established. Moreover; the interview is an ar;i-

ficial situation, and generally does not even attempt to simulate

the actual working environment. Actual employée performance-

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

ability tO‘Successfuliy carry out the responsibilities of the

job.

' D. Consideration of Applicants with Criminal Record

The National Advisory Commission on Criminal Justice Stan-

- dards and Goals has prediéged“that:

"As participatory management of the correctional
~ system becomes a reality, more offenders will find
“roles in corrections."?® .
Ex-offenders have a knowledge oﬁfcorrectionS‘whichkmay make
them particularly valuable correctional emplbyées. However, a

major obstacle to the hiring of ex-offenders is the Civil Ser-k_

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, ohly Mississippi automati-~

cally disqualifies applicants with arrest records but not

National Advisory Commission on Criminal Justice Standards
and Goals, op. cit., p. 478. - v P

B ‘t?‘ i , ' 'fﬁ‘
: O} ) ;
i Table 6 : 'Elv S
s i | .Tolerance of Arrest and Conviction Records . e
\ g on ?etsonnel Recruit;men‘t in Selected States* T
| California | Michigan Ohio Missisvsippi'. e
> Traffi’c’#iViblat‘ioﬁs o ] SR
g -Convictions “Yes - Yes Yes Yes T
g Arrest record for . o | f\f72 | Tl
: misdemeanors Yes Yes . Yés Yes S S
D Arrest record for felony Yes " Yes Yes No Y .
pe i ! : ' . v ; i AN
| Conviction record for . : \\ i
; misdemeanor Yes Yes No No - \
o . o ; N
£ -, JConviction record for SR . e
E = li -} felony No ]} Yes o No
! ;.=LT*V :
\& s L *Ygs indicates that a person with such a record is accepted as a job ai:plicant.' S
No indicates that a person with. such a record is not accepted as a job applicant. i
g | Bt
:‘v ; P ol
4 | e
L
“ 19 TEa y
& S A : $ 




;conVictions.

slums;have an arrest record,"*

Two states, Mississippi and Ohio,‘disqualify appli--

i

k(cants with misdemeanor conv1ctions, and three of the four states

(all but Michigan) disqualify persons w1th felony conv;ctions.

‘Thus,felony ex~-offenders cannot seek corrections jobs 1n three

,/’

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
| and the likelihood ofhhaving been
arrested is five times as high for Blacks over 18 as for whites
over 18. S 71& |

' Even in states where a distinction is made‘between arrésts
and convictions,‘arrest records may discourage minorities from
applying for jobs in corrections.k An effective program for mi-

nority recruitment, which includes a’ clear statement of state 7

”policy regarding the hiring of 1nd1viduals with arrest or con-.
,.v1ction records cn job announcements are application forms, can °

~help overcome this problem.

+
&

Changes in or exceptions to these regulations will be re-

'l‘quired if correctional agenc;es are to carry out the recommen-

" dations of the JOint Commission on Correctional Manpower and B

“President's Commission on Law Enforcement and the Admin-
istration of Justice, The Challenge of Crime in a Free Soc1ety

i~ Washington, D.C., Government Printing Office, 1967, p. 75.

4]

S1bid., p. 44.

Rt

‘Training by taking "immediate and affirmative action to recruit
and employ qualified ex-offenders in correctional roles."® 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 systemts desire for success must be tem-

kpered by tolerance of a certain number of failures."’

Training programs are an 1mportant part of any program to

'employ ex-offenders, since they help maximize chances for success.”J

'Correctional administrators and the’public must'be willing to
accept the risks in order: to reap the benefits of utilizing ex-
offender personnel in correctionspjobs. The ability to recruit

actively from the ex-offender population’helps a state demon-

strate thé»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 requireménts =-- which limit or‘prevent the hiring of ex-

offenders by correctional agensies need reconsideration and

G ‘ o
revision.
kEﬁ Background Investigations
None of the four states surveyed requlres elther polygraph
tests or local personal references of correctionalvjob applicants.
- 6Jo:mt Commission on Correctional Manpower and Training,
o op. Clt., Standard 14 4, p. 43. .

. 7Ibid. - o

o
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However, three of the states --= all except California ‘?‘:e-

quire "background checks® on applicants. Details ofuthe inves- -

tigative process were not requested.

F. Physical and Health Rquirements

e

All four states require medical examlnatlons for correc-

tional job appllcants. Some observers believe that dlsquallflca-'

. tion for hypertension is discriminatory, since a dlsproportlonf 3

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_avfiVe-foot-eight'inch minimum height

requirement for male applicants,'and Mississippi hasa five-

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

~ but MlSSlSSlppl) have welght and visual aculty requlrements. '

Such physical requirements could tend to dlscrlmlnate

against & 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 a thorough review shows'they~have a specific

relationship to job‘success.

o

G Other Reguirements

As determlned by a supplementary questionnaire submltted
,to personnel spec;allsts in the four state systems, a varlety
of other requlrements - some of them work-related, others not -

are used by the varlous states in the screening process. For

T
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'-non work-related EIlglblllty requlrements.

cation forms and records race on personal folders. Such race

,purposes.
~to prOJected“job ‘Success. * Thus they should be carefully re-f
‘ellmlnated. The ratlonale behind each such requirement needs

to be determlned, and its 1eglt1macy establlshed if the requlre—

~ment is to be malntalned

e ‘Michigan ~- use some preference approach such as : : :
' ~ "exceptlonal appointments" to hire applicants : : h;! -

i G
o lh -

example, although communlty of res;dence 1s in no case a S
[0 E v‘ i3
screenlng factor, Ohlo hlres ‘only re51dents ‘of the State. “

vM1551551pp1 requlres U.S. c1tlzensh1p. Table 7 summarlzes e ) cod

Every state 1dent1f1es candidates by race on its.applié

identification is in violation of federal civil‘rights legisla~

tion unless it is used for affirmative action and EEO reporting

I3

R (O3]

Non work-related requlrements by deflnltlon do not relate

viewed for possible dlscrlmlnatory effect -- and, in many cases,

H. Selectlon Preferences
i In the hlrlng of employees, the states surveyed 1dent1f1ed
the. follow1ng areas of preference in selectlon-v

® 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 agalnst women (whose numbers
" in the military service are limited by legisla-
tion). Federal veterans preferences are now
belng challenged in court.

w?

‘*'o‘ Three of the,four states surveyed ~="all but

who have special or critical skills such as b1— e
«llnqual competence. :

¥
B
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o In the correctional institutions surveyed, lateral o N,
entry, i.e., transfers from other merit system po-
sitions throughout the state bureaucracy, is re-

. stricted. There are requirements of no prior ex-

o perience in corrections for entry from outside the

E correctional system. Although 1nformat10n covering
this issue is incomplete, the avallable 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.-

Table 7

'Non Work Related Eligibility Requirements -

-

G Y it o o R e 4 B RN R A e

California | Michigan ohio | Mississippi i

-

L by g o

A

| Race Identification _ Yes Yes Yes - Yes S Selection Procedures

Voter Registration . No No No No ks All four of the surveyed states use specific seleetion

/‘?’ g & k ‘ = i
«'“_ C U.S. Citizenship - - - Yes procedures which are de51gned to make the process "objectlve.n

State of Residence s— -~ 1 Yes e b o s Table 8 summarizes some of the devices used for ranking Job

N "

s . applicants,; once the 1ne11g1b1e and clearly unquallfled have
x - - been’ ellmlnated. The valldlty == and the potentlal for discrim-

‘ination -- of each of these devices has already been dlscussed. o
| €;§ . o ' & ; : R SRR ’51' e The effect -of these approaches often is a "subjectlve selection

process, open either to conscious subversion by anclnterviewer

PR Ca o . o or reviewer of applications or to unconscious discriminatory:

effect because the prooedures tend to exclude or eliminate

ﬁ: "‘() mlnorltles disproportionately. o ) o )
o . State agencles may take a varxety of actlons to prevent

‘ « o TR . the selectlon‘process from unfairly r@duclng the . chances for

¥

Sy

o (ib minority hiring. Selection boards can take the place of indi-
W O » S 'fgﬂ‘_ S viduals, with minority representstion on such boards. Inter-

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

Vmatiue action plans may be developed, and EEO goals stressed in.

24 | |
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Table 8 . s.utgle most useful tool
“ é . for 1dent1fy1ng mlnorlty recrultment
3 / and selection problems -- so that
; a
? Devices Used in Ranking Candidates ,//J . N ppropriate reme‘iles may be
. b P ie Prepatition for pelection 1O sought -- is the keeplng of tlme-serles records whlch describe
a] ~ ce !
i . “Ppllcants by race and Sex. These records should show recrult-
STATE {, | 5} i.ng contacts and appl:.cants, permitting consideration of test
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€ = O . #$cores, rankings, number hired, -
g DEVICE California | Michigan | Ohio | Mississippi ‘ o (\g ! reasons for non selectlon, ete.
¢ . S . ¥
; — . . whus they can be used to pinpoint the causes of weakne..ases or
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y ,‘ Veterans Preference Yes' No Yes Yes
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V. EMPLOYEE RETENTION AND ADVANCEMENT
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il V. EMPLOYEE RETENTION AND ADVANCEMENT »

A

o _Y

Recruitment and selection policies andwprocedures help.

'determlne who becomes a' correctional system employee. Policies"
regardlng probatlonary perlods, evaluations, tralnlng, and

| advancement opportunities =-- ‘as well aSAgeneral worklng condl-

[d
o

tions -- help determlne whlch employees remaln w1th1n correc- ©

ntlonal systems and advance to p051tlons of authorlty. The

©

subseCtlons below present turnover and retentlon rates for the

»four state correttlonal systems surveyed and examine state

‘pollc1es and experlences regardlng probatlon, employee evalua~

tion, and promotion,

A. " Employee Turnover and RetentiOn ‘ . gg
Table 9 shows rates of correctlonal officer turnover for

the four state correctlonal systems.“ urnover is very/hlgh*ln

&

kall .four-systems, rangrng from 24 percent in Ohlo to 34 percent

in Callfornla.' The furnover rate for other categorles of em-‘
ployment, partrcularly professional categorles may be much
lower, but these figures indicate major employee retentlon

7\ f\

problems regardlng correctlonal offlcers in all four states.

The turnover rates 1n Table 9 generally do not reflect

@

‘reductlon-ln-force procedures,/#s shown by the percentage dif-

ferentlals 1n“that table. In

3very case, more correctlonal\

‘iofflcers were“hlred during thé year than left employment.

What factors contrrbute/to thls”extremely hlgh turnover?




R i | | o L
““\ \ °
\ E Lowpaﬁr already ment:.oned as a negat:.ve recru:.tment factor, is -
_one probable cause. Persons m ¢ake Jobs as correctlonal Offl-:
o Table 9 v ) ¢ cers because no bet'ter-paying poisiti_onkis available, then leave,
N ‘as soon as a higherQSalary job becomes available.
e Emgi:i:itﬁ;g;v;;sgti:ii;;edlg.ﬁzge Working conditions may also contribute to turnover; other
i ’ ' . : o o , . oo
\ parts of this research effort have suggested their importance
’ » ‘in .recruitgtent and retention of not only correctional officers
L but professional employees.‘ Other 1mportant factors 1nc1ude
j . — reasonable hours and workloads, fringe beneflts, in-service n
Et California Michigan| Ohio | Mississippi training and educational opportunities, and recognition for
Number of full-time empléyees ' 315 1'037,‘ 331 534 ~good performance. In addltlon, ‘advancement opportun:.tles are
o ¢ ENum - A } g | k' ! o
» N bber leaving empioyment 106 ' 137 78 286 r-llkely to affect turnover - for minorities as we11 as other
z umber : » :
z 3 Number hired 144 152 86 378 ,e“‘P1°Yees' | ) © e
Percent leaving ‘ ’ 34% 1% 4% 547 ,\ As the Joint Commissi c§n on Correctional Manpower and \ A
N Percentage difference E Tralnlng indicated, s » y S e
; s between those leaving . " Lo s . e
R , o 9 v o i o a great extent the ab:l.l:.ty of corrections to ; B
', . ® snd. those hired#. +12% , Ha02% .02z +174 i ‘.attract and keep competent personnel will depend T : ‘
£ upon the employee's percept:.on of his potential -
(g for self- fulf:.llment."
o ~ ‘ Correctlonal systems” with high turnover among partlcular ‘
, *Turnover shown is for correctional officers. . .. . it DL categora.es of person 1el = or employees of partlcular rac1a1 or
‘ »**Positive differential indicates more e;';mployees_t hired.j-'t_han leaving. . - ethiuc group 8 == should carefully asses'-' Jeb SIQSS 1n terms Of . _ Ea
‘ L " the work:.ng env1ronment, mater:.al beneflts, and non-mater:.al S S ey
‘ ’ e . © benefits -- which const:.tute the "potent:.al for seif-fulflllment.' !
°Jo:.nt cOmm:Lssz.on ‘on Correct:.onal Manpower and Trainir»g,M; L
R op. cltm v p‘ 15. . U . ‘ s ; S RS . ‘
. X v _ »\ | ‘
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Changes must often be made in non-monetary factors in order to

increase employee retentlon.‘

B. Probatlonary PerlodS"‘ ' PR . O
~All four states reported the use of a probationary"period
forhnew employees, with varying“lengths of from three to nine

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

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

months; and Ohio, three months. B %
The states estimate that they lose only two percenE‘or less
of new employees durlng the probationary period; however, as
Table 9 showed, correctlonal offlcers do have high turnover
ratesai No breakdowns or termlnatlons by race or sex were
available. ' | )
The data suggest that the probationary period'is more of
a formallty than a real perlod for determlnlng whether the em-
ployee can succeed in the job. It is p0551ble that the testlng,
screening and selection processes used by the correctional sys-

tems successfully identify suitable'incumbents for vacant posi-

tions. Alternatlvely, it is p0551b1e that the determlnatlons

'made by these processes are largely 1rre1evant and that almost

anyone who presents hlm/herself for employment can perform the

| ‘dutles. If 1nvoluntary termlnatlon rates durlng the prcb tlonary

perlod are extremely 1ow because the jObS lnvolved do not re- .

)‘qulre exten51ve skllls, then perhaps the screenlng and selection

procedures used are; unnecessarlly complex and costly, and should

§ o R

o

31

sonnel who perform‘poorly.- This 51tuatlon deserves careful re-

be simplified. On the'other‘hand,'perhaps the probationary~“

period is not‘adequately used as a'time for‘eliminatingoper~

e

v1ew by correctlonal offlcers.

c. Performance Appralsals

=

‘ Evaluatlons of employee performance by superv1sors is one

1mportant basrs for job retentlon and advancement within correc-

’rtlonal systems. Table 10 shows possrble uses of performance

appraisals by the four_state correctlonal systems.y«As the table

shows, these'perSOnnel assessments-not only may help*determine |

1whether salary increases or promotlons are. recelved but also,

st

may affect a551gnments or help determlne transfers. In all four
states,'negatlve performance appralsals may be used as a ba51s
for recommendlng counsellng or for employee dlsmlssal.v:x

The four states report that thelr employees are permltted ft

to see thelr appralsals ‘and to dlscuss them w1th the rev1ew1ng

"off1c1al Enployees are requlred to slgn thelr evaluatlons.

Although standards of performance are 1mportant, explrcrt

and falr standards of performance are}not always easy to deVelop.

"Everyone who dlrects the’ work of employees wrthln the correc-'

0

tlonal system uses some frame”of reference for judglng whether

the work of the employees 1srsat1=factory.: In certaln 1nstances, f*ymfg‘

oy

o these standards are hrghly exp11c1t—-ln other cases, the person l'ffrtf“ wa

maklng the judgements cannot enunc;ate clearly the ba51s for h1s =

&

‘:evaluatlons. The use of guldellnes for judglng performance and

£eg N - S . ; K . — K DN . ,.:; N o
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\gable/yo
Possible Uses of the Personnel Performance Appraisals
B in Selected State Correctional Systems in- 1974
ir /’/‘1('
i 7
‘-'—”—J) : Q R
California -Michigan Ohio Mississippi
1 . ‘ ,
Salarytincreases'k ‘Yes; Yes No Yes-
Promotions No - “No Yes Yes
Discipline lnb‘ No No No
: Assignment/transfer Yes No ‘No Yes
Dismissal No . Yes Yes Yes
~JCounseling ‘Yés%“v_ :yeg_fj;;, Yes - Yes
{other No No | vestl N
| *May-off _
.;ﬁ : >1, . s v‘ S ;u = =
N 33 N o

|

B

tory when hlrlng practlcesfhave been rac1a11y "skewed"

standards should be a matter of record wrthrn the correctlonal

- system, 1f the system 1s to guard agalnst dlscrlmlnatlon 1n

performance appralsals. L o t" L PR L

+ De Promotlon

The four states surveyed report dlver51f1ed procedures

de81gned to make employee promotlonal pollcles fair and objec-

tlve.J Table 11 summarlzes the standards reportedly used by the

states' correctlonal off1c1als for employee promotlon.

often used factors for promotion 1nclude oral and wrltten

f"“. B
examinations, in-service training (used by all four states)ﬂ

superv1sor“s evaluatlon of performance 1n present. 9051tlon,r
senlorlty w;thln a grven rank length of servrce 1n the depart—
ment, educatlon, and supervrsor s evaluation of promotion

potentlal (used by three states).

Several of these promotlon consrderatlons serve to dls-'

i

courage the promotlon of mlnorlty personnel. The dlscrlmlnatory

effects of oralr and wrltten tests were descrlbed 1n the Employee

Screenlng and Selectlon sectlon of thls report. Another‘potenv

trally dlscrlmrnatory factor is senrorlty. T f
: ‘ -:‘ A
: AN

Senlorrty as a crlterla for promotlon becomes dlscrlmlnaw

. -

rer tlme.

w e

;en hlred recently, so they have lessj
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The most— 7
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Table 11

Promotional Standards for Correctional Officers
in Selected State Correctional Systems in 1974

3 . ) .

Mississippi

 California |Michigan | Ohio
Supervisor's evaluation of

performance in present -
position . . i , 3

Veterans preference ‘ 2

|Seniority within a given o p
rank ; 1 3 .3

Wtitten examination - -3 ‘ 3" o 3
Oral examination ' | 3 I s 3

 Length;of sexvice in th ;
department ‘ | B 3 3

Awérds or commendations N B ,k3ﬁ
}eer evaluafion ‘
Educatiog » ;;ﬁ R o S : 1 
‘Supérviéor's evaluation . 1

‘of promotion potential 3 3

: In-éervi‘gg’eg“tféining S 3 R I WA R

= . o 8 s e

5

i

. Key: l '- Us

for promotion.

-3 - Used to rank employees

35
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ed to imeet eligibiiity réquiremeﬂt'fbtfpremotion.f
2. - Used to provide extra points ‘towards promotion. °
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"VI. «CONCLUSIONS AND RECOMMENDATIONS

A. ~Conclusions

The flndlngs of thls study ~-- based on a survey of four
state correctional systems -- support the conc1u51on that the
standards ‘and goals for minority recrultment ln state correc-
tional 1nst1tutlons, as specified by the Natlonal Adv1sory
Commission on Crlmlnal Justice Standards ‘and Goals in Correc-

tions, are not belng met. Moreover, the presentbrecrultment;

selection, and retention policies of state correctional agencies
offer little hope of major improvements in the near future.
Specifically,

) Althongh nminority recruitment programs exist,
they have had limited success.

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

° Promotlon procedures reflect many of the same -
' biases as sureéening procedures, and serve to
" perpetuate dascrlmlnatory effects.

.»> High turnover rates for correctlonal officers
: - suggest that correctional employment policies
5 and practlces are inadequate not only for the ;
..~ recruitment and retention of gqualified minority .
e personnel, but also in the recramitment and re-
tention of qualeled white personnel. The en-
tire system requlres rev1ew and revlslon.

Corre tlonal agencies do not keep the kinds of
‘ment problems in minority recruitment, employ-
ment, retentiorn, and promotion. Without such bt

1nformatwon, the specific remed1a1 actlon re-
qguired is dlfflcult to determlne.

38 | ‘ -

. time-series YXecords needed to identify and-docu~ =
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L "
) Overall, present personnel policies and practlces 3
do not provide for  the best possible provision of °
correctional services and do not permit the full
use of the potential of mlnorlty personnel to meet
correctlonal system needs. S

"'B. Recommendatlons

i

Spelelc recommendatlons have been made in preV1ous sece
tions concernlng how correctional systems can begin to 1mprove
their ablllty to recruit and retair qualified minority personnel.
In general terms,vafflrmatlve action in correctlons requlres a
”stroné leadership role by correctional administraters aé)the
state level -~ to assure that policies, practlces, and attltudes

are. substantlally changed and a workable program developed -

" and at both the state and facility levels -- to see that poll—.:

“‘cies and programs are implemented.

There are three possible routes to the implementationfof
‘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 h1r1ng policies and Job struc-
tures-

) Use of measures de51gned to help correctlonal
agen01es change that existing framework~ and

-

] 'Use cf! measures des1gned to help varlous areas
‘ of correctional services re-evaluate the total -
framework of-their utlllzatlon of exlstlng

mlnorlty manpower. R

i

7 Based on\the survey conducted ‘or thls study, 1t appears
that the latter two approaches are necessary for 1ong-term pro-

gress Wlth the flrst app ach useful only:as an 1nter1m measure.

3
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rimﬁroved personnel policies and practices must be developed,
Terp -~ and minority personnel must be better utilized.

In order to meet these requirements, a variety 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 procedures. - Irrelevant
requirements for education, work experience 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" policy is recommended. Above
all, civil service job classifications need to

be re-examined to remove inflexibilities, recog- -
nize the special barriers facing employees from
minority groups, and incorporate paraprofessional
tasks and structures. i .

Some present personnel practices should be imme-
diately discontinued or modified. Specifically,
(a) eliminate the arrest and/or conviction dis-

qualification in favor of personalized selection;

. (b) eliminate oral tesis 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.

Correctional agencies employing minorities should

be required to establish continuous-career ladders
from the entry level through higher level jobs
requiring additional skills. To establish these -
career ladders, correctional institutions need to
.conduct functional task analyses for all levels

of jobs, including those now performed by profes-
sionals, in._order to define and restructure jobs,
identify knowledges and skills needed to perform .
them, and articulate specific qualifications for v

~employment and promotion. ‘.

Correctional institutions shduld use the proBatioqﬁ
‘ary period for in-service training opportunities ﬁb*
improve skills and.build psycholegical support 5&@‘

_tems that will improve retention and increase the/
. the likelihood of promotion,

o ) 8 ) S ) ‘ o

(=Bt

5. A central career counseling service for potential
and,presqpt minority ¢orrectional personnel should
be established. Its goal should be té6 help minority
correctional personnel develop and carry“out both

short-~ and long~range plans for advancement.:

6. Skill training for minority correctional personnel, "
both classroom and on-the-job, should be extended. S
Such training should emphasize "generalist" skills, ’
apd it s@ouldvbe not only to improve the performance
of'mlngrlty 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 with those of other public servants such

as firemen and police officers.

8. Spate§ shoglq.be encpuragéd to establish goals for
minority hiringithat would raise the level of minority
employees to that for minority inmates’ of the system.
These goals should include firm time frames.

9. ?urthet documentation of the findings of this report
1s needed by replicating the study on'.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 Lel
and procedures which eventually -- once fully implemented -- can | e

make equal emﬁaoyment opportunity in corrections a reality.

/;,
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QUESTIONNAIRE
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This study is ‘being conducted .by the Howard University
Institute for:Urban Affairs and Research under a‘United

States Department of Justice Lawzinforcemen: Assistance

Administration grant 75NI-99~0023 'Reernitment and
Retention of Minority (Institutional) Correctional
Employees, Please answer all questions conpletely and
retutn as soon as. possible. A self-addressed prepaid

. envelope is enclosed for yunr convenience. e e

=

All informacion will be- held in strict cenfidence.

® ~whank;you for your cooperatioh. R
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- 1974? (Please give the exact number for each category
., 1f possible.)

TOTAL EMPLOYEES

SWORN EMPLOXEE
Male Female

: NONSWORN EMPLOYEES
Male Femaie ‘Male - Female
. Pull-time i s
i T ' ~ fw i g SN
“,;Part-time : . . 7 w5 R
Provisional 8 | Y s R
‘or temporary ‘ ‘ i ! 4

*Correctional pOQitions are defined as both custody off|

icers and treatmerit
. officers, but not maintenance, secretarial, civilian fLod service, or.
industry personnel. e ‘

il

|

I

. i
oy e - - - - - i e mmmm oh mip vers imen "1

o I - LR rTpa——. e - prmr e g e e Tameibaese it Ve mene s L .
. - \‘, B : Lot )
~ » \‘( e S
\ e o

T _— . i ' ’ Rk ’
I. IDENTIFICATION
(Please print or type.)
|, Name of your state: ST - | K
Address: ’
(city/town) {state) "(zip code) iy
Your name: Your title.
' ‘ (person completing questionnaire)
Name of your institution: Your phone: L
Address of your office:
(city/towm) (state) (county) $zig‘code) f
- \ | . .;'
Co oo II. NUMBER OF EMPLOYEES B
e : ’ ” ‘ ¥ 3
1. What is the total number of authorized correctional?positions in your o 3
S institution as of December, 19747 § ]
(Include both male and female.) Total #: ; JI
How many of these positions are currently‘vacant? ‘; g : {;i
- ',s’ i
Number’ of positions vacant: / 5
» . e . ﬁ ; ,E
© 3. . How ‘many employees are presently working within your correctional institu— 4
tion as of December,

'v 40
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¢ R o
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e INg s

. e @
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a’/ Lo

During the past 12 months, ending December 1974, a) how many sworn correctional

personnel have left your.institution, and b) how many sworn correctional
personnel vere hired? (Include beth male and female )

st (f ;
a). Number who left ‘this instituticn;m T ,'; G
. .b) Number who vere hired by this inetitution: L

s.

oy
e

2]

,What is the monthly starting salary for new correctional officers in your
“dnstitution?

Monthly starting salary: §

X/
i+
b : &
I
/i
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AL CIVIL SERVICE/MERIT SYSTEM

v6.‘g)ﬁAre‘sworn correctional pérsonnel in yoﬂr institutiohvunder a civil service

merit system? (Check only one.)
'  Yes (all‘:anks).
Partly (some rans). “(Please expiain.)

No (Skip to Qefistion 6c.)

b)) If "yes" or "partly" answered in a), is it the same civil service merit

k'system-as for most ‘other public employees in your state?
 Yes

'No

2

) 1f “no" answered in a), please desériba the type of system used.

“a) Are nonsworn:correctional personnel under a civil servi
(Check oniy one.) o ‘ R

Yes (all positions).

ce merit system?

Partly (some positions). (Please”ex?lain.)

-

3

No (Skip to Questionk%c.)

b) If "yes" or "partly" answered in a), is it the same civil service merit sys-

tem as for most other public employees in your state?

.

Yes

"

) If "no" answered in a), please describe :he‘type of system used.

1y

. Institution } %

"*Preparing'job specifi-
- cations and/or position
- descriptions ‘

- . Developing pay

- schedules

. Conducting recruitment
. programs . ‘

~Cénductiﬁg‘psyzhiaﬁric’

‘or'psycholagical
appraisals

Screéhing’applications ;

and/or applicants for
" eligibility before
written tests s
‘Adﬁinistering and
- scoring written tests.

Deternining minimum

. acceptable test

scores

Deciding appeals to
~written test scores

Determining tlhe
eligibility of
candidates after
“written tests

;dettifying eligible
candidates for .~
"appointment

.Cogducting oraly.f
dintervievs :

.Conducéihg,mgdiCai
. exams -

Conducting physical
‘;agility tests.

. Conducting background
investigations

T ] e e gmy
K el s g . LY

b

. Cortections

. Civil Service Department ,
" Commission/ Personnel Office. P
= Central .= & State/Civil . TFunctior §
Personnel  Corrections Personnel °° Service
- Officer  Department = Office -

Tae v

- Commission . Perform




~ 10.

L E g T ‘ b
. v . SRR A G e T ;fi . " Corrections.
| TV. CORRECTIONAL PERSONNEL RESPONSIBILITIES AND FUNCTIONS = .. .-~ "' | ; Civil Service Department ' ."
ot ' G | . B | f" Lo o e o ‘ﬁ " Commission/ Personnel Office Lo |
‘ ‘ b ~ A ' ‘ Institution Central = & State Civil runctiontiyﬁr
. B) Does your correctional institution have a Personnel Office separate and T . Personnel Corrections ‘Persomnel ©  Service - Not :
E distinct from the central office or ClVll Service Comm1851on9 ‘ i "Officer, Department - Office Commission  Performe
Yes LR Evaluating results of | S
‘ e s o o T background investiga-~ T
o No .. (Skip to Question 10 ) S . .tions CR :
b). If "Yes," how many are employed in the Correctional Personnel Office? fﬁi; _l‘{ v:kVCOnducting polygraph . : o
s : - ‘ L examinations I
Number of sworn correctional employees: RN i ; : -_— — e
’ ' : SRR : FRRNERGRR - Developing promotion b
Number of nonsworn cerrectional empleyees: SR NS standards : o
. . B R T SR - e T e e —
rOther;(Specify): .ok Giving written pro-
~ i E "motion examinations - ’ o u V
Listed below are the various personnel functions performed for personnel staff. f~*ez‘u:‘ Planning and conduct- | ,
Please CHECK each function which is performed o ;”” Vﬂ ing tfaining programs u ]
‘a) - primarily by the Institution Personnel Offlcer. I S — T ————
b) by the Correcticns Department. S Operettng the griev~ o :

- ¢) primarily by the Civil Service Commissxon/Central Personnel Office. & ance & appeal- system '

'd) by both the Corrections Department Personnel Office and State Civil Service - ——— —— ——

o Commission. : R , s o Engaging in collec—

e). The function is not performed. ' | 4 WA T tive bargaining with ' e
‘ : ~ : Corrections , R R unions and/or employee L
(Check one in each row) ~ Civil Service Department = . organizations : - - -
: o . o , . Commission/ Personnel PEfice o , - »
Institution ’ - Central & State Civil Functior : Adminfstering a S o o IR . el G
Personnel Corrections  Personnel ~ Service ' ~ Not ® I retirement system P ' I '
Officer  Department Office - Commission  Performe i — - —
- . ; , : Co | S f%; Administering an .
Establishing entrance : u s : RN o employee benefit
qualification stan- . S T e , R .’CE“ ~ system such as group ' R . o e o
~dards for applicants - ____ - i — i . healtq, group life,etc. . ; 8 . - w
- o ) . . ’ | : ‘ —— ) . —'———' . : .u 0———\f—¥/// Sov————— e i
Preparing examination . ’ » : : - \\\*”// :
' announcements : — ——. — If your correctional personnel office at institution or central offlce performs
[ » T , \functions in addition to the ones included above, please describe them.
.Constructing written ‘ o ; ,

‘ftest examinations . : _ ' EEA ‘
‘Purchas1ng selection . ' : ’ e e ,f
tests . : — PR ;

- ‘Determining related- : : I ' For what functions ate outside personnel consultants utilized, if any? :
ness of examinations ol BN . o PR R , ;

" and other selection F s ;
processes to job o : S ;

* performance - L — — . ]
Conducting job or E .

‘ . !

. -task analysis

o
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V. RECRUITMENT AT THE ENTRANCE LEVEL

Among the recruitment practices listed below, please check all the ones used

lvltional positions. + s

(Check all that apply.)

. Female Sworn
Positions

Male Sworn
Positions

17

" Using continuous examination announcements

Issuing examination announcements on.a

periodic basis with filing periods of

more than four weeks ‘
,:

'Placing want~ads in-the local newspapers

TUsing special posters in public places such
as libraries, buses, etc,

~ Placing spot announcements on radio and TV

Asking for referrals from public employment
services

a

- Asking for referrals from labor/union
organizations .

Lt

Asking for referrals from political
- organizations . L e e e

‘Asking for referrals from police employees

Asking for referrals from community
organwzations ,

Recruiting at schools and other educa—
tional organizations ‘

,Recruiting at Army separation centers

N Use of the Operation Police Manpower
< Transition Program

wal - Using mobile'vans or similar devices

Other (Describe). Males:

Other (Describe). Female:' e Coe R i ‘ = s

7

by your department for a) male correctional p051tions and b) female correc—ﬂ

 VI. SELECTION REQUIREMENTS AT THE ENTRANCE LEVEL

12, What is the minimum educational requiremnnt for employument of a) male’ correctional
officer and for b) female correctional officer in your department? (Check only.
' one in each column,) ‘ ,

" Female Sworn
Personnel-

Male Sworn
Personnel

No. formal educational reqﬂirements,

|

CompletiOn of»8tﬁ grade

'Completion of 10th»grade ’ k

\»Hign school diploma or’equivalency,certificate
High school diploma only ‘ ' o L
_Some college up to one?year ‘A f. ‘ ____;;_ S
.Associate Degree (two years college)A
Bachelor's,Degree (If a specific field, S | o o e

'Aspecify.). Male: - . : —_ ' , <\

Female'

Graduate Degree (1f a specific field o ‘ e LR 9% o »}'

specify.) Male: k ' _ Sl

Female. § DN R ~ W

’; . : o - o N ‘ "j‘ )
13.° a) What are the. physical requirements prior to employment of male correctional ‘ U3f7
personnel? (Check all that apply.) | , : ‘ g : S

/
4 :, Maximum )

= .f>~ Age (Minimum

Height (Minimum Maximum . )

Weight (Minimum Masitmum” ,

Vision (color) ,k ’ (“" L e

a : - "“ . N P e

Vision (Acuity - Minimum corrected o'Ninimum‘uncorrected )

Ome————
- OR—————

)\
i ————

Ability to swim (Specify)

Medi cal examination (If possible, please attach a description of the .
medical standards.) R : Bt % .

Physical arility (If possible, please attach a description of the '
; physicnl agility standards.) o . :

(6]




Other (Specify). Male:

_Other (Plcase describe)

b) What are the physiéal‘ requirements prior te employment of female correc~
tional personnel? (Check all that apply.) . °

Age (Minimun

Maximum )
Height (Minimum Maximum__ ).
: Weight (Minimum Maximum )
. Vision (color) ‘ ; E

Vision (Acuity - Minimum corrected Minimum uncorrected )

_ Ability to swim (Specify)

. Medical examination (1f possible,;pleasé attach a description of the
medical standards.) g o ,

- Physital aéility‘(If possible, please attach a aescription of the
physical‘agility standards.) -

Other (Please &escribe)

What are the'aptitude éhd chﬁ}acter requirements for employment of a) male
personnel and for b) female personnel? (Check all that apply.)

Female Sworn .
Personnel

~ Male Sworn .
. Personnel

Written test |

“Title or name‘and publisher of

test(é)

;(Examples:,PublicbPersonnel-Assoc. Test,
Civil Service, etc.) :

Polygraph examination
Clinical interview by psychologist or psychiatrist
Oral interview‘

[

Backéround investigation

L]

Other (Specify). Female:

N

TR

Q

[

¢
m

,15.-.What other re&uiréments%exiSt”for employment of a) male pérsonnel and forau

-+ .b) female peérsonnel? (Check all that app}y-)

Female Sworn

[ ) ' " Male Sworn
' " Personnel

! Personnel

| Pre—embloyment residence requirements for males

Local Nomber of months

__ State
Pre-employmeht residence requirements for females -

State Number of months

Local

Post;employment~residance requirements for males

Local - State | Number of ‘monthi |
Post-empldymeﬁt re$idence requiréments for femalesv!;@ ‘

- Local State | Number of months

‘!Vbter registrat;on':equi%ément."

U. S. Citizenship

Driver's license

Others (Please specify)

e

.....

16, a) Do your personnel policies, laws, or regulations provide for veteran's "
preference in initial appointments? \

o

Yes

. o
€ . i

No (Skip. to Question 17)

b) If “yes," is thiéﬁpreference absolute (i.e., placed at top of list)?

‘ "D : S ; - : . .
: o by . .

Yes R i ,oo 8 ) ~

No N

kY o »
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B hfé_ - o ' // ' o e
17. Do your personnel policies, laws, ox regulations allow for ,ome fornm of ,
-preference to hpplicants who have a spec1a1 or critical skill (e.g., S .
. | bilingualism)? ) . 4 | N o Date of application
____;Lers (Specify) . ' : ,'_ i?"} " e | ) ‘Other (Please:specify) ~, s
No ’
18. Please indicate which of the arrest and conviction conditions listed below o f%*ﬁ 20. a) Is successful completion of recruit training required prior to belng
~§::i:ion:dUI§2hzzi gil iﬁginiggiya§e acceptable for 3PP11¢antS to correctional & ‘ appointed to your department as a correctional officer?
' . C ' T ﬂ‘ Yes : n : 4
Adult . Juvenile - = S s - ) S » : s
T ' . . ' L R R ' ' No e ' ;
L) , -~ Moving traffic violation conviction ‘ ' . . o ) . 5, .
,ﬁ;f Lo T . L | m‘le N b) Is successful completion of the” probationary period rtqul.ed prior to
< | Arrest record for misdemeancr - . ; ‘ R | C . being appointed to your department ag.a correctional officer?
Qi: Arrest recorq for felony : ,, ';, \‘ e/ ‘ Yes i
jfﬂ‘s ' o Convictioﬁsrecord for misdemeanor Xs . E L ;:”;’ ‘ e - ‘ No . v
5 Conviction record for felony \ _']% . .. . .. ¢). How long is the probationary period for ecruit or new correctxonal
e ‘ , ‘ - \ ‘ i o g 1 1. : . ‘officers° : . .
i 19. a) 'Which of the following statements best deséribes your state's method for g ?‘4 '\
‘ §§ ‘making selections to entry positions from among qualifled candidates for e . No probationary period (Skip to Que tion 21.)
iy o 8 correctional personnel? (Check one only )y : ' £ o e : i ' :
| i L - ~ 3\ L ‘ - 2 ESRE A 6 months '
. %,r The highest ranking applicant who is available for appoxntment } ‘¥} : o !
R _must be selected. | \\ - ) B 12 months %
e ??a Any applicant who is ranked among the top ‘three of these available . vf{iqw ' : 18 months A ?;r
P B for appointment may be selected (i. ers rule of five). ~"23’ ‘ — o ‘ , ‘ L
A%} - A - Other (Please specify) Lt
1 " Any appllcant in the highest category of a category rating system : 33 : o ' K ' ; o
o (e.g., best qualified, qualified, etc.) may be selected. e IR S .
w , 3 : . . " ' ‘ voT
Other (Please describe) - fﬁq; T d) During the past 12 months, as of the end of last mogth, what was the
& : .-~ number and percent of recruit officers who did not suge essfully complete
. ~ ;i «  their required probationary period? B ‘
b) Which of the following factors are utilized in ranking qualified candi- 4 Number of voluntar : ey
, 2 y terminations Percent of total recruits % &
. dates for entrance eligibility? (Check all that apply.) : o : E'} . R A
: Teitten tenta | i - S ‘ ‘ ! : Number ‘of involuntary terminations Percent of total recruits Z -
: Oeal intervieﬁ?exam o Total number of terminations Percent of total recruité R

I . ' . B

Veteran's preferente (No. of points or percentage:

Disabled @

Nondisabled

4%

il
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_ / o . .
VIIX. LA'IERAI ENTRY/TRANbFER . ‘ . . i
’ . R \\v,\ l i . . d
21. a) Can your department accept people from other correctional departments or ’ o £ " nh |
- similar agencies with experience for same rank correctional positions? e) If Tyes in b), were these _people accepted by meeting qualifications
; ’ ‘ equal to those required of members of _your. denartment?
Yes : ‘ ‘ o
— ‘ ) : , C Yes : ST
No (Skip to _Question 22, ) ' o ! :
B ’ No (Please Sp{écify how requirements differed.) _ e
b) If "yes" in a), have you accepted any within the past 12 months? DA - e s [ T B ; .
: a i J\ i - . '
Yes ,(total number ‘ ) ; T e |
c e — 22." a) ‘->Can your department agcept people ‘From- other deoartments or similar agencms ,
No (Skip to Question 22.)’ . e without correctional experience for correctional positions? . - @
. . 0 * P B
c) If "yes" in b), please indn.cate the number accepted at each rank listed ' . | ' Yes ]
below within the past 12 months. (Incfrude .both male and female.) C Ve L : ' _ ’ ' o . ‘
: SRR N : : T A e : : _______ No (Skip to Question 23.) R ‘ Co ' 7 ¢
, . Number : : . Number ° | |- & . N W ) . S
§ . e . : ‘ ; | ;,"j; _ b) If "yes" in a), have you accepted any within the past 12 months? = -~ . W
Correctional Officer ; Lieutenant e v o ‘ o, . | ‘ ! ) :
- : ) _— ——— : Yes (total number )
B Corpotal Captain L
oF y SRR : e ! ‘ No (Skip to Question 23 )
 Sergeant Major L I N . ; o
| L —_ o . 8 \\ ¢) If "yes" in b), please indicate the number accepted at each rank listed
, Social Worker Warden - R N below within the past 12 months. (Include- both male and female.).
. o . S————— 4 e ——— te : : ’ 2} ) . . N . S
a Counselor Psychologist : ‘ \\ P ) . ~ Number - L ‘\h‘ug\gber
Nurse Physician . \* o Coerrectional Officer —— Social Worker ‘ R :
Dentist C , ) Teacher ‘f . / Corporal - . ———— Counse}.or o .
) T ;.'-' ‘ - l : ‘ ) ‘ , ,;/z . ) : :
Principal Chapiain .. . & . Sergeant ' . - Psychologisa_ S R
< T ‘ . b : b, . . ‘ L "‘ ' N ‘. : "‘ Ry i :
Librarian . _ , o Lieutenant ‘ Nurse  ~ + 3 o
Other V | by Captain - - Physician , |
C (Please specify.) ] . \ ' R RN - .. Major SRR Dentist . ’
N » = B ) | . =k ) T—
L C . ‘ . " Warden . - Teacher . o :
‘ d) If "yes" in b), what number of these people were accepted under each of . R ‘ “ &
the following conditions? : ' g«Chaplain : e Principal . o e
Number ) @ , - > ! 4§ Librarian - 'k o ; :
Accepted for ranks equal in responsibility to those tl'L"\ey "left’ Other — ’ ' ) § 1
s e : Ny ‘ o (, : a () s \ ‘
Accepted for ranks lower:-in responsibility than those‘they left > (Please specify.) e R e
Accepted for(raﬁks greater in responsibility than thocle they left . .
‘f) ‘ . . w . > ‘1 . ;’U o ( ) ‘1 ”. \ . | &
S i Vet Q\\f Lty 1
. a o . L) . o - - - & . - {-] . '
TR po - . )
LT ‘ K " m -
- . e - RN A i " .




. d) If “yes™. in b), what number of these people were accepted. under each of
) the following conditions?
Number -
| Acceptedlforyranks equal in responsibiiity‘tc these they left.
3 B Accepted for ranks 1ower.ie responsibility than those tﬁey left,
‘Accepted for ranks greatex in responsibilit#,than tpose tﬁeyyleft:
e) If "yes" in b), were these people accepted by meeting quallflcatlons
N equal to those required of members of your department?. :
' Yes ‘ ,
No.(Please specify how requirements differed.) 2
P = . .
’ 25. a) Can your department accept people without prior experience for rorrectional
positions? :
~ Yes
¥ "No (Skip te Question 26.)
b) 1f ﬁyes".in a), have you accepted any witpin the past.12’months?
Yes (Total number ) “
R4 No (Skip to Question 26.) -
fﬁ o 7 e) If "yes" in b), please indicate the number acceptee at each rank listed
iif: below within the past 12 months., (Include both male and female )
: fj ) Number | | Number
- j | o . q.rrectionai Officer Social worker N
g - Corporalt ‘ Counselor g
B | el
y o Sergeaet Psychologist
%& | Lieutenant ﬁurse; : t
-; Captain Physrcian
: 9 qajor o ﬁentist
| o . f Warden : Teacher
- - ﬁQChaplain vPrincipal'
L . fm\ Librariad . ’
o Y o | STER

g
i i
%

i

@)

“25. C) COhtiDUéd.qt )

Number

.Other‘

(Please specify )

1f "yes" in b), what number of these people were accepted under each of the

* following conditions?

Number ' . | . B
Accepted for ranks equal in responsibility to those they left.

Accepted for ranks lower in'responsibilitv than those they left.

Accepted for ranks greater in responsibility than those they left.

If "yeq" in b), were these people accepted by meeting qualiflcatlons equal

to those requlred of members of your department?

Yes

v———

ch (Please specify how requirerents differed.)
o . - ,

S




., . 27. 1f you indicated in the previous questions (Questions 21 through 24) that your
] . department caniiot accept people from other departments or similar agencies under
e ’ ‘ any or all of the conditions given, then what is (.re) the primary reason(s)?

o " (Check-all that apply.) ‘ :

May not be considered due to legal restrictions.

We have tried it, and it didn't work.
‘ SR We have not found any personnel froﬁ other departments or agencies who
7 meet our requirements, ' '
) : ' . We have no need to 1ookifor persdnnel from outside our department to
' £ill manpower needs. ) '
It wouldn't work with our present pension system.
3 Other:(Please specify)
28. If legal restrictions are indicated in Questibﬁ 27, what is the source of these
restrictions? (Check all that apply.) . ’
wf,m N . Civil Service Commission or personnel board regulations
Departmental policy
"g — State law -
) : e B Other (Please specify.)
oo e i ‘ ’ -
/ . . . . ' . .
c 29. 1f legal restrictions are indicated in Question 27, what is their content?
] ‘ (Please cite the specific section of the code/charter/law, etc., which forbids
do hiring from other correctional departments.)
¥ . :

‘go. What legai restrictions

SOURCE ~ CONTENT
: , NT
Example: Sets minimun ape. |
‘ ) age, demands
U.S.‘citizenship, prohibits use
of oral board, etc.

Exanple: 'State,law

31. What legal restric ) k .. ' ‘ cernin various hases of the
‘ , tions exist in your de C g
| ‘ partment con P ‘
‘promotional Prxocess in general, and what is the source of these restricti ?
‘ ‘ ; ‘ ons¢
P N R . N
Example: Minimum of 5 years in grade‘, ;

Example: Civil
; ‘ ‘Sgrv.,Comm..‘ requires college credits, ete.,

[}
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33,

. Veteran's preference

; Written examination

: Eduoationo(collegevcredits,~associate

VIII. PROMOTION

Which of these statements best describes your department's promotion program

as it relates to correctional personnel‘7 (Check only one.)

There is a uniform promotion program throughout the department.
Each unit~within the department has its own promotion program.

The promotion program varies in accordance withfrank.’

There are no established programs; each action is handled on the merits
of the individual case, ' '

Other (Please describe.)

9]

Which of the following factors are normally included in your promotion (quali-
fication and fitness) standards for correctional personnel? (Please check the
appropriate column for each factor as it is used.)

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

Requirements

Supervisory evaluation of performance
in present position

Seniority within a given rank |

Oral examination

-

Service requirements (experience) in
your department ;

Awards or commendations

Evaluation by fellow employees

degree, or higher)

Supervisory evaluation of promotion
potential . s

[l

In-service training

Other

oz

R P

]
3

N *]
)|

34,

35.

b)

1f your department employs a promotion list, how long is it used?
one.) . ,

i

- \ '
"Tenure refers to the permanent atatus granted te a promoted employee upon

(Check only

.Nolpromotion list is used.

Until all‘emp;oieeSNOn the list have beenfpromotedt‘

“.Three months.

Six months.

b

"One year.
_ Two years.

Other (Please specify.)

successful cempletion of a specified prebationary peried. Dees your correc-

‘tional department have a tenure systen for. correctioenal persennel?

Yes ‘
No (Skip tonuestion 36:)‘

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

Immediately after appointment to the rank. :
After sereing a satisfaetor; probationary period of 6 months.
After serving a satisfactory probationary period of 12 months.

After serving a satisfactory probatiOnary‘periOd of 18 nonths.

.

i

b
o
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PERFORMANCE‘ APPRATSAL

Is there a formal performance appraisal program for correct10na1 personne17

©

‘37. a) Are all Appraisals discnéSed'with the“eﬁpldYée? ‘(Checi’onefinreecﬁrccl

Q : G

J

36, a) . o TR LI
2 (Check one in’ each column.) . o ~ o Correctional ' Ranking
: _ » T ‘ ) Recruits - Officers . Officers
- Lo L sias Correcticonal Ranking 7 ‘Y S " AT ‘ : ﬁ ‘ ' o »
Recruits Officers Officers es - . o ~___;_1L- ‘ ] 'i SO f':"‘
* Yes ;';b)'k‘f o ‘ — : ,‘{R - .
: + o b) If Vyes" in a), who dlscusses the appraisa ‘ - :
‘o | | , that apply.) N pp s ls with the employee?.-(Check all
; b) If "yes " how often is the employee s performance reviewed’ (Check all that : - by . Fod
' apply.) . -+ . Correctional i Ranklng
: . ; Correctional Ranklng : Recruits™* . Officers ' Offlcers
¥ i i : Officers i o ‘ot ‘
o | | Recruits Officers : { Immediate supervisor , . L
%»é Every 6 months R ] Next highesc superviser L J - DR
+ ; : ' . § Correctional persennel ST . v R
B Annually i __——&5~ e : roffice staff ......
; 3 Every 2 years | e €) iil"z;s: in ;), must the appraisal form be signed by the employee? (Check :
% i at a . ‘ ‘ 8 AL 8 « . :
: Other (Please specify.). St PP ? ) | : o
i ' : _ Correctional Raﬂkmng
v - o ; . Recruits Officers Off.l.cers
[ ¢) .Who conducts the performance appraisals? ' (Check all that apply.) - Yes TR o AT B
5; ' 4 S Correctional Ranking i ’:
i) Recruits Officexs . Officers o
ia 3 : e) What are the uses or possible results of the form | .
s : Y a1 erformance a
\; » A Immeqrare supervisor » of your correctional persounel? (Check all that appgy ) ppralsal
5 S : R - :
& = Next highest sc?ervrfor i —_— i Salary.increase o = ~
Fellow employees R —_— et e E:omction ﬁ W
Supervisory panel SRR S —— S Dlscipline . \: _\
- s . ! f\ 5 . : \\‘ i
. Other {(Please specify.) ____;__Assignmenr/Transfer '24> - ‘ x&
‘ ¢ ~ PRRE I : A\
: , . i g \
“ —— e LT Dismigsal = - @L" . R N
\\_' . . - ‘ . » ‘\ : }“A‘v) : : .\ » ‘
E : _ Coinseling \o s
' ‘j\a".\ v e l‘l.o‘ ‘ T ! K \ " ]f" «
Other (Plgase specify.) '\ R
A\ | L
b\\\\\\r E “ o
\\‘ w‘»: Q)
e e se i o - o o 5 ‘\\E\_ .
_ : v
, \é IR i s o — T ——

S

umh’-, ) :

e
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!

i To whom are appeals made?
Supetvisor
In%titution Review goard
Watdea
? ' Department Review Board
; | . Civil Service Commission/Central Personnel Agency
 Governor | k
.__l__._ Other (Please‘specify) X . | . -
ST - .
li,' | .

.38,

: X. APPEALS AND GRIEVANCES

a) Are there formal procedures in your department‘for a correctional employee

/39,

to submit an appeal of a personnel decision?

- Yes

No (Skip to Question 39. )

b) 1t "yes " does the employee have the right to:

Appeal and hearing’

\

Have a representative at the hearlng

(Check all that apply.).

S XII. FEMALL PERSONNEL

43.k Are separate ‘entrance lists maintained for female positions?
Yes | . i
No | S ?
'44.' a) Are most female personnel used ln thg\same capacity assignments as male
T personnel? . B | \\
Yes (Skip to Question 45.) b o )
i, No |
b) If "no " what are the major duty assignments for female sworn cotrectional
‘ personnel’ ) A .
45, a) Are promotion procedures for female personnel the same as tho e for male
personnel? .
Yes (Skip to Question 46.)
No -
b) If "no," how are they different?
46. Are separate promotion lists maintained‘for female persennel?

Yes

No

O ——————
R

Ve




: 47.

L a7

, W
‘ i L PRI D
S e
‘ . XIII. MINORITY PERSONNEL . - .
. ) S o : , « .
a) Does your institution presently employ any sworn female ;;ﬂu/pervisory pOSilflO!f‘lS? | | | i" |
o Lo ) Y ‘ ' ' ~ 48, How many minority group members (Blacks, Spanish-surnames, Or ‘~en€a1s, Indians,
Yes’(tot_’-:l number, ‘ : w i ( ‘ “ etc.) are presently employed in your department/institution? ‘
_No (Skip to Question 48.) ; | " Number Percegjz of Total
- ~ .. ' ' ' ersonnel BT ‘ ,
b) If "yes" in a), please indicate the number of sworn Qf:'emal!.e P Minority male persennel % (Male persennel)
) in each of the following ranks. b : - , 4
L Oy Minority female personnel S % (Female personnel)
Rumber . ¢ % - . & - ¥ , . ’ Vi
R " Other (Specify.) o -
Corporal . R : § . e
Sergeant ‘ , ’ : ;
‘ ‘ ) w49, a) Does your department presently employ any minority persennel in
Lieutenant A command or supervisory positions? ‘ '
. 'D( 2
Captain. R Yes (Total number )
/3 : .| ‘
- Major (B ] No (Skip tc Question 50.)
® . ,) . . ‘ . » B
‘Warden b) If "yes" in a), please indicate the number of swoirn minority persoennel
o : 3 in each of the following ‘ranks. (Include both male and female,)
as a department head for: g j{ TN - : -
) u : er N
Social Work um umber
" "ﬁ ' “ B Corporal Social Workers
Counseling e 2 :
‘ 5 - Sergeant Counselors
Psychology . N ! —_
: ’ y & Lieutenant o Psychologist
Nursing ‘ ) ——
' 2 ’ i” C t in * s N
Medical Services 3 apta Nuises ‘
‘ﬁ‘éntal Se;:vices ‘ Major Physiciténs ———
Educati i - Warden ‘Dentists ‘
Education R A
o O . Principal Teachers
Religion 8
IR &g, N S ) =,
b ; . Librarian Chaplaius SRR
Library 5 % _ ‘ »
; L Other I
Other — -, ni = 4 o1 ‘ ) —— : .
£ Please specify. ~
(Please specify.) = ; % - - -
_: ,
R R
g "‘ p =3 A
., o
\ : e G b TE .
\\ ) - " . .“- . . — - i .




o ' R ' : S AR R ‘ s g | E
| _ C : ' ’ . XIII, EMPLOYMENT FORECAST
- i ° : o -~ ' ' D
- 50. a) ‘Does your jurisdiction have any special programs for recruitlng and hiring Lo : .t : “ oo g
disadvantaged and/or minority groups for sworn correctional positions? 51. How many new employees do you anticipate during the period January 1, 1975
) s, . B 3 through Decpmber 3, 1975’ . , o
- ) L Yes ) : . . 5 PN l - . ) . . E - e
: : X ‘ : ‘ ‘ ‘ B - ) Replacements ‘ ‘ o
) & ' » R .~ New Positions ) . . L e T o
o o b) If "yes," please indicate which of the following are used. (Check all that B , , ‘ ‘ ' o - . i
4 ‘ sl apply ) . . B ' = . 52, Are there any new institutions to be opened in the next five years? .
i * : ) '.‘ ,\; : -
N : Special recruitment teams (all mlnority 3 integrated - ;- 82 . Yes :
i , all vhite ) — e ; B oy ! |
/:) . . R ‘ L ) 3 No B i o i
Special school and/or college trips : ' N . . B . . , : ; , &
. : ; , ) : o . i B 7 1f yés, How many?
N : Visits to community centers,‘etc., on a regular scheduled basis B0 ' ER
S Where?
; Utilizing graduates of the Operation Police Manpower Transition =
’ Program s , . | : ; o , ‘
f , Operating storefront (or similar) centers within the inner city for . : ‘ L N
oy : ; . information and/or examination purposes : ‘ : | AN ‘ - - N , ‘ - 1 , - -
! ‘ , . , : o k. ‘'How many employees per institution? R S L e
‘ Placing ,advertisements in minority news media : o Lo : e . . . . s
N . Keeping information offices open after hours and on weekends ) . ‘Ef Ces ’ : ' — - ” ~ T s
\\\\x';;;7'~ - ‘ % Proiiding pre-exaﬁination counseling and training (Please describe.) ‘ ,3;;” Lo ﬁ - -
\\\\ ‘ ) | ‘ B ' 53. Are'there any new positions approved for the department/institution? .
\ ‘ \\\ | s N i ,‘.‘ ) ‘ Yes o . ‘ . “ L 4 . 1 ? =
. \\ — Employing different. selection procedures and/or standa*ds for minori- D K¢ : . ) . . ‘ L e e
(- \\\ f ties (Please specify.) - . ; T 5 ) " No__ ~ . - ~ S EERE
SO , \\ \ o 3 1f yes, How many? - ) . - S
\ ’ SN - Job Titles:
R ¥ ) 9 ¢ ] ’ ] ”
Toot . L % ¥ - ‘-—:::Q\“ o
: IR . : . A
, ’ . o © 54. Has there been a cutback on positions within the last eighteen months?
. 3 b - .. ‘ ! v .. ) D
| \ - » S | Yes ]
N | - | No
' If yes, How many? ' ‘ . Qm
\ ' - E ’
B W o g e " PN i
) ' “ < % ¢
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F ! PNt
* . a : ’ g |
. “ . . o3 : ' . e R S i . . o ST S o : X1V. TRAINING
N ; v PR . . Co. i N .

PR .55.‘ Are any chaﬁges,anticipatcd in the minimum entry edueatibnai reduireﬁeﬁts? e N B s e , , R _ ; S

e gy e L , T S e N - " 56, 1Is there a departmental training program?
; K - . v v . ‘ ‘” i 2 | L ! . "-T\,'.;:,‘ ‘ k 5 ; - . : e : - = : K rﬁ ” ‘ . B . X :

: ;‘ o ) . . i e :.‘ = .:  e  ‘  ﬁ{.,g BN _-.Xeq;_;__é_;_ % ng 1?Pg? i ‘

‘ .+ .. IE yes; explain£ e _ R o R L S i g e 0 

) S | ' o R IR RN RN K ~ 57, Are there training officers in each institution?

A . P D . . .
S A I 4 S . i, 3 - - . R i : . .. ) . 4
T . . V- . . . - ; S P . 9 Lo
o E : L Yes : : ;
s N o T NPT . |
Al 3 ; - -
¢ ’ . - “ - B g : § N 3 i o N
: 3 ¥, P > i

U * 17‘v : . » ) . : ’ : ‘ .” . ) N ;‘ “ " ' . £ »- 4 “ No ».‘. . ; : . . ) . _ ‘ R i B : : ‘ - :
Lo d S A . T : ‘ e e s . 58, Is there an educational leave policy?
& , ' e R , S . : : R 2 e - ~ RS

2 o ol . N A ) E ) S e . . ; S . 8N : . 3 ‘ ' o o l\\:"t - . ; g 1 : . S - R . k » : E
T TP ) o GG S ‘ 7 ; R BRI, ™ o Xes ‘ “ (Please attach) ; e

[
3

iy . o .

59. Is there'an 1n§se:vice'training policy? . s | e

[

& ©

el (Plesse sttach)

£

: No S [N : _‘. ) X B " i o ‘." * P

iy

o

Isdthé;e a special‘mid-management,training,program? ! “
“‘b Yeé . o £ ‘ . o . ‘ : : . e iy
e 2,
-No . B .
N = - N X . B v ) () m
If yes, please explain. _ -

i : . . :
B ) e 4

. 7
oo i 8. -

6l. Is thete a'5pe$ial sehior,levei‘traihing program?ﬁ“(l 4,;; ) :  o e

\

| - I - e o : @




64.

o 1st

' 66.

e (1nstitution oﬁly;)u'

e |

Inmate population

Minority Inmate pophigt@on‘ R

Blacks

:ébaqish'hmefiéans”

Ameriéan 1ndians

Asian Americans i

Others

Inmate Racial Climate

Peaceful

Hostile

Iﬁdifferent

Number of staff per shift =

2nd

3rd ! \r ,’1(;"'

Type of institution '1 v

Maximum.Security f

Y

XVI. POLITICAL CONCERNS ., |

(Cehtral Staff Only.)

'68.° Has there.beefi a legislative mandate for Affirmative Action?'

i oo e

Yes X ’,When?

. 69. H?S there been an executive mandate fof‘Affirmativé‘Action?

“Yes

No | DL o ;

&

Has there been a judiciél order on Affirmétive Action?

Yes. ‘ " When?_ AR,

Kl

NO * X ‘ ’ . : ) {ia

Has there been public égitagion for AiffrmatiVe'Action?'

Yes , . When? L i
No G y S
‘ , , , -
. i Y
i %

i

"

o ; o
ol
e

Will you please estimate the number of hours required“to;comblete s
. ; e B . ,

questionnaire: R IR —

© : . 5 b : " ' ; g i
* Medium Security e ¥ . o ;
o o o U Thank you for completing this questionnaire!
Minimum Security i ¢ S _ : » ' ”,
wo . ' . Q . ' N i . e o C W
' 67. Inmate age. ) .
1822~
23-35 i v o
"4 ) i Cr(’/,' g o ‘ - S ‘ .»l;; a ‘ o & i
36-'1‘*0 Y‘ : . . = i o e :
i ,‘ - j ‘ : Y ‘ 7 W
over 41 . S
N : : ( ! N y ‘ A : - s .
4 Q-/’“ . @ “‘«// “ ¥ g )
& é%?f ' ’ . © # ; i
N : ,
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PREFACE

In the last quarter of 1974 the Instltute for Urban

Affalrs and Research of Howard Unlver51ty was awarded a
egrant to identify and examine facto:s which attract and
retain minority ennioyees in,theAcorrectional component
of the criminalkjustice system. The study'eencentrafed
onkﬁinorities in the following groups: currentiand former
correctiona1~empleyees,‘inmategy and'ptbfessionalfoccupa-
tions with‘anﬁinvestmenf in corrections,

Minorities were chosen as the study's focus of cen-
cern because of their over—representation in the inmate
‘populatien and under-repfesentation in the employee popuia—
tion. Many theoreticians believe the racial imbalance
between 1nmates and staff, and dlfferences in value, llfe
styles, expectatlon, ete. render. inmate rehabllltatlon

ES

h;ghly probabilistic.’ | . E B o

i
i

&

., This is the second of three reports on the recruitment
; : o , ’ » o
and retention of minority correctional employees.: The

~ first report, Personnel Praetieeszelativekto the Rec#uit-
ment and Retention of Minority“Correctional'Personne%,
examined the policies and practices of six state—opergted

~ prisons as they related to the recruitment, screening,

i e R

E

g
&

3
£

selection, promotion and retention of minorities. The second
, - € ; oty .

report, th{s volume, looked at the projected\nhmber of minor-

1 itles expected to be 1n certain correctlons-related Qccupa~
'Qtlons from 1975 to 1980. The thlrd report analyzed mlnorlty

‘employees' attltudes and perceptlons as a means for de51gn1n?

i
and 1mplement;ng recrultment and retentlon strategles. :

&

.
[Py
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' EXECUTIVE SUMMARY

A. BACKGROUND

Minorities constitute approximately 16.8 percent of the
United States population and make up abou} 49 percent of the
quarter of a million inmates in state and/federal prisons.
Yet, only about eight percent of correctional employees are

minority group members, and minorities are conspicuously

-absent or under-represented in the middle and top level ad-

ministrative, professional, and supervisory ranks of correc-

tional personnel. Many groups, including inmates, correc-

- tional officers, prison administrators, as well as the Joint

Commission on Correctional Manpower Training, the National

Advisory Commission on Criminal Justice Standards and Goals, |

the State'Correctional'Administrators, and the American Bar
Association's Commission‘on'Correctionai Facilities have
urged a variety of recruitment, training, and other efforts
to increase the numbers of minority correctional employees

i
i

in all Job class1fication. o S s

Anyflong—term effort to increase the number of minority

correctional personnel requires some information concerning
{

the present and future supply of minorities in occupations
relating to corrections. This study was deSigned to prOVide

#. reasonable a answer to the following question:

What will be s

o

gar ;\1‘“7 .

Ehe supply of minorityvgro#p members from 1975 through 1980

who could possibly be rec?éitediand employed in correctional
L / ,

. M e . . / ) e . . : o«
institutions? This reportvprOVides information concerning

the . supply of minority g:oup members expected to be available

in speCified profeSSio / related tO‘corrections.

/

The major objective of this report is to prOVide esti-

- mates of the new supply of minorities expected to graduate

between 1975 and 19%0 from institutions of higher learninq
A

./
in disc1plines havﬂng an investment in corrections. The

,folloWing manpoweﬁ/groups were considered:

Academic/@nd Vocational Instructors,
Chaplains,
Dentists),
Lawyersé
Librarians,
Nurses?f :
Physicilans, : e
‘Psycho[ogists,

Recreational SpeCialists,

Sociaﬂ Workers, . &
Vocational Counselors, and P
VocatLonal Pehabilitation Coanselors.

N

The study considered:

,% A

., Unemployed nonspecialized persons;

.:Q e 60002000

E The ;resent supply of personnel in each
o voccuTational group;

e The ;resent supply of minority personnel in
eacH ceoeoupational group (where figures on
alljminorities/yere not available, statistics

/11 Blacksxﬁ :re used); o

) Th# expected rate of growth ‘for the occupation,
0

LR
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oy'The projfcted new supply of personnel in - B will 1ncrease the supply of minority personnel available for

the occupatlonal group between 1975 and 1980-

The recruitment into correctlons jObS. ;
TR ) ~The projected new supply of mlnorlty per- v | . R
o = sogniggén the occupational group between 1975 . This study was particularly concerned with the following o
an : : ' o S

Py

e Where feasible, the projected total supply of

correctional institutions:v v o S : s
s : active personnel in the occupational group

Ea °® Oth State Reformatory at Mansfleld,

';g . //’ between 1975 and 1980; ° .Callfornla Institution for Women at Frontera,

e w/ e California Institution for Men at Chino

B + @ The pro;ected total supply of active mlnorlty e Louisiana State Penitentiary at Angola;

o Jpersonnel in the occupational group between e Mississippi State Penitentiary at Parchman;
~71975 and 1980 where such projections are ® Southern Michigan State Peﬂltentlary at Jackson;
\Qfea51ble. . @ New Jersey State Prlson -at Trenton.

R | In some occupational areas, limited data were availablo These prlsons were selected based on geographlcal 1oca-

‘»concernlng mlnorlty representation in the profe551on and/or tlon, rac1al comp051tlon, recommendatlons of the study s

the student enrollment in 1nst1tutlons prov1d1ng speclallzed
\

Adv1sory Committee, and the institution's w1111ngness‘to
4?_ fﬁ‘, occupatlonal tralnlng.f Thus the sophlstlcatlon and speci- '

participate in the study. The purpose and scope of the study

f1c1ty of the progectlons made vary by',‘cupatlon.

lgprohlblted 1nolud1ng a correctional 1nst1tutlon from each

'1g’ | | In addltlon to maklng projections by occupatlon, the state. : \ | f , L

_ Study also included consideration of the overall supply of The study con51dered unemployment rates ifi areas sur-

}mlnorlty perscnnel within the labor force at present and in - rounolng the above-named correctlonal facilities, data con-

the future. It was establlshed that the mlnority population, cernlng the number of spec1a112ed personnel worklng in the

} f\ partlcularly the Black population, is younger than the white six states, as well as the number of educational 1nst1tutlons

populatlon, and there w111 be arn adequate supply of trainable
\K
mlnorvty personnel in the labor(torce between now and 1980

prov1d1ng training in correctlons—related professions and

thelr total and mlnorlty ‘enrollments: It»was found that:

i

Moreoﬁer, better educated 1nd1v1duals are more llkely to be ;~ The areas around correctlonal 1nst1tutlons

‘generally have relatively high unemployment
rates, which suggests the avallablllty of
nonspecialized manpower, ; .

//
a part of the labor force. In addltlon; Black women w1th

acaUemlc degrees tend to be in the labor force -~ probably

v

[
“ror economnic Teasons. Thus provision of specialized tralnlng“‘

b»6~'There were major regional and state dl‘ferences
. in the supply of spec1allzed personnel, 1nc1ud1ng

A

(..
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minority personnel, and in the number and

student enrollment of institutions providing .
- spacialized training in corrections-related

occupations.

B. FINDINGS AND CONCLUSIONS

This study of the present and projected supply of mi-

tions generated the ‘following major findings and conclusions.

nority personnel in particula® corrections-related occupa-

Minority groups are presently under-represented

in most of the corrections-related occupations
considered. While the supply of minority group
members is expected to increase in most of the
occupations considered in this study, those groups
will still be under-represented in 1980. For

example: "

As of 1972, only 1.75 percent of active
physicians were Black; by 1980, Blacks
are expected to make up 4.5 percent of
medical school graduates, while other mi-
norities will make up another .$3 percent

of total graduates.

The proportion of Black dentists has been
declining since the 1930's; at present,

: only about two percent of American dentists
- are Black. About 9.7 percent of present
"dental students are minorities, but an in-
‘crease of only six percent is expected
between 1975 and 1980 in the number of mi-
norities graduating from dental school.

There is a tremendous shortage of lawyers
who .are members of various minority groups.
~As of 1976, less than two percent (1.3) of
an estimated 425,039 'lawyers in the U. S.
were Black. The shortage of Black and other
‘minority lawyers is likely to remain through-
out the next decade. ) :
Only 2.1 percent of the nation's doctoral
level psychologists are Black; according to

A% e

A

By

il
i
{

.
4

{

i

|

i

i

i

® The availabi

a'1974 estimate, minoriti

- @lght percent
-‘awarded in 197?? Fhe.Ph.p

e? Considered"
+ S in PSYChdlogy

-+ As of 1975, 3.9 (...
ity >r 9.9 percent of undg ‘
peggzgtso;niparks and recreatigzgrngate
percens of gaster's candidates, énd'4 6
» h.D.Acandidates were Blaci '

e Betwee .

; are migofggr and eight percent Of‘librari
tute oniy tgrggogg ?gmbers, and they COns:?f
school enrollieﬁt, 1lve percent of library

*+ As of 1975, jp addition to

eric
. ans, only 3.3.percent of al1l Students

The situatién is significantly b

nur51n9, Social work, and teachietter only in

ng:

¢ and thé propor_

: O be Regist
€5 greatly b i ks ercd
Nux ; ‘ Y region <
| entgrlngfnur51ng.school in ébgiictﬁeage
ng ame

tation in the

sc 5 cease “in 011 i
ashgglfggg ggclg% work in recentegggiimegttin
tho2f 1 ~74, acks were 15,5 :
reczfviscelVl?g MSw's, 11.3 percg§§c§2tt§f
recelos 9 DSW's, and 12.9 Percent of th o °
: ng undergraduate social work degg:e
‘ ¢ ‘ees.,

*+ There is g patj
ional over-s :
As ¢ . . - bu l :
Sent oi'ar] Duncrities constiiveas 15°5ere:
P502ram enrollmengg? u;;g teacher trainj
N over-aby [ ~
least 19gg,  "93ACe Of teachers until at

corrections

~ extent on the overa:
Profession, . orall d
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Where there is en~under-supply of trained specialists
in a given field, correctional facilities can expect to

find recruitment of any personnel difficult, and of minority
group members particularly so.
e The progress of affirmative action will have a
major impact upon the availability of minorities

with specialized training for recrultment 1nto
corrections jobs.,

: ‘Given that minority group members are“ﬁnder—represented
in most of the occupations studied in this research effort,
and tﬁat under-representation will still exist in 1980,
public and private employers ere likely to be competing for
a limited number of minorities who are available. As employ-

ment discrimination against mlnorltles is belng replaced by

affirmative action, 0pportun1t1es for mlnorltles in many

. fields are increasing more rapidly than the supply of trained

personnel. This will mean that correctional facilities must

compete foi trained personnel with many other employeesl

e Most of the. correctional facilities of par-
tlcular interest in this study are in areas

_ with relatively high unemployment rates. How-

© - 7  ever, this situation in itself does not ensure

an adequate supply of speclallzed personnel -
minority or white -- for recrultment into
correctional jobs.

‘ (¢ ;- .

While high unemployment rates usually mean a consider-

~able supply of non-spec1allzed manpower, the supply of
specxallzed personnel in the occupations havlng particular

interest in corrections is affected by many factors other

i 3oy O S N

.
o s A A ANt
i

...

-

'cities and metropolitan areas,

in unemployment rates (some skill shortage OCcupations

“§tates where there are few schools offering specialized

/ training in the specified occupations.

than local unemployment rates, including (1) a tendency

for specialized personnel to be concentrated in the’lafger‘

(2) occupational variations

continue to exist even iﬁmtimes of overall high unemploy-
' . a i [ B o
ment), and (3) the already-mentlpned under-representation
. 1] - k. . 3 \
of minorities in particular occubations, and strong compe-
tition for the serv1ces of those actlvely employed.
\ Y
® There are large regional dlfferences in the
number of persons trained in particular occu-
pations, and in the supply pf mincrities

trained in these occupatloﬁﬁ.

National statistics: concernlng gersonnel/supply and

personnel is done nationally rather than locally. ‘However,
some of the correctional facilities of particular interest

\‘,l\2 . o o
1n’thls study are located in or near small towns, and in

‘ Thus a locel supply
of new greduates may be scarce or non-existent, and the
Jpopularity" of an area as a place to live may affect the
success of national recruitment efforts.

e Correctional facilities must compete with
many other kinds of employers for epeclallzed
personnel, and may be at a disadvantage be- <
cause relatively few schools provide training ~» =
specifically ‘related to corrections, and be- 4)
cause job opportunity in correctlons may not }
be broadly recognized; . . )
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® There exi;;t -- and will continue to exist -- ' ) i
: : : RN ,
: in this country an adequate supply of minority'. : _ N
group members who could be trained for spe- : P : ’ I. INTROL"”TION /
S _ cialized jobs in correptlons. ‘ : - g
¢ : C.  RECOMMENDATIONS ) \
R ‘ | ; A. THE PROBLEM ’
P The following recommendations are made based on study X ' :
3 . . This report focused on the supply of minorities (pro—
oo results: ' : PR o
?i& . ‘ N fessional and non-profe551onal) who could be recrulted as
‘ e  Efforts should be made to make students in

specialized occupations more aware of career
cpportunities in corrections, through infor-
mation and awareness campaigns focused on
institutions of higher education,;particularly

- those with a significant minority enrollment
in specialized training programs in corrections—
related occupations.

corrections employees to a551st in accomplishing the mission
of correctional institutidns. The lack of minority group o

members in corrections is believed to seriously impair

ach1ev1ng the goals of . rehabllltatlon and the lowerlng of | | f'\

e

e Consideration should be given to helping uni-
[ versities increase or develop corrections-
e related courses or sub-specialties.

rec1d1v1sm rates among mlnorlty inmates.

Primary emphasis was placed on the projected suppl& of

i, e The most efficient way to assure a pool of.

f specialized minority manpower for corrections-
related agencies isito provide scholarship or
fellowship assistance which is tied to post-

¢ graduation work in cprrectlons.

minority professionals in corrections-related occupations.

because of the expected~over¥abundanpe of non-professional&

el

minorities who ‘could be recrulte' ’Er such occupatlonal S
S N
1evels as guards, line supervisors, etc. ‘

~.J * - & Educational institutions and professional
associations should be encouraged to develop
and maintain valid and reliable data concern-

. As of January l, 1976, there were 249 716 1nmates in o
ing minority group representation in specialized -

state and federal prlsons.

AT ey

& occupations and in student enrollment in schools

providing training for such professions. This
would greatly facilitate making projections
concerning the future supply and demand for
such personnel.

Y,

“

centage of the 1nmates (49 percent) are mlnorltle

percentage of minority correctional employees (elght percent)

is dlsproportlonately small.

o

number of incarcerated mlnorlty grodp members, and constltute

5:

A dlsproportlonately large per-

but the

Blacks represent the largest

more than 11 percent of the U.S. pdpulatlon, but they are

‘.consplcuonsly absent or under-represented in the top and




for employment in correctional institutions.

'.officers,metc.).

. middle level administrative and supervisory ranks in correc-

~tional personnel.

RecogniZing the importance of minority representation

in corrections, a number of committees have recommended

aggressive, intenSive recruitment of minorityvgroup,members
In 1970, the
Joint CommiSSion on Correctional Manpower Training reported
a~need for greater minority representation in corrections
jobs, and‘recommended an active recruitment effort. Also

in 1970, the National’Advisory Commission on Criminal Justice
Standards andGoals3 stated that correctional agencies shoul?
take immediate steps to recruit minorities, The State Cor-

rectional Administrators in 1972" observedlthat‘an increase

- was needed in minority correctional personnel at every level iy

i

'In 1974, the American BarvAssociation s Commission on Correc-

tional Facilities® urged correctional institutions to increase

o

the numbers of minority3empioyees.

‘; In this project, a survey of'473 employees at seven

istate-operated prisons showed that a large majo ity of the-

i

»respondents felt a very definite need for morerminority

correctional persOnnel‘(éagﬁ guards, line supervisors, war-

dens, superintendents, personnel employees, and parole

Respondents were of the opinion that hiring

f
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‘remainscin short supply.

=

‘ more majority personnel would not only improve employee-

employee working relationships.but alseiemployee-inmate

relationships.~:Moreover3 it was felt that an,increase

in the minority'worh,force'to the point where parity was

reached betWeen'staff and inmates would greatly facilitate

theggoals of rehabilitation,and also lower.recidivism'rates.
Perhaps the overall significance of hiringfmore minority

correctioﬁal personnel was captured by one of 128 inmates |

who participated in the ‘survey. He,said,‘“a minority em-

ployee carries a special racial message for the minority

zinmate ~- someone is trying to help you to help yourself.'

Today, specialized minority manpower in corrections
Although the.problem of recruiting
Black and other minority members into corrections has been
sligb+ed, it has not been totally ignored.

iR

its present or potential dimenSions —-/?nd the many issues

Hys

However, neither

7

affecting the current and’ future supply of minority manpower"
N
in occupations related to corrections -- Rave been fully

considered and identified.

o

Based on the above—mentioned survey findings and the

\r
-

recommendations of various committees concerning the/rec Wit-




‘ preliminary identification of the expectei supply of mlnora— }

tles in professional fields having an 1nvestment in correc-
2 tions. Spec1f1cally, this report was de51gned to prov1dega

P ) / reasonable answer to the following question: What will be

! the suppiy of minority group nembers who could possibly be

. recrulted and employed in correctlonal lnstltutlons from

ﬂ

1975 through 19807 } j

|
- . I
B, PURPOSE AND OBJECTIVES OF THE STUDY

The purpose of this study was to determine the supply‘

of minority group members expected to be available in speci-

=

fied professions related to corrections from 1975 through

Y 3 1980.

it
i

The major objective df this report was to provide esti-

I
3

mates of the new supply of mlnoritles expected to graduate'
from 1nst1tut10ns of hlgher learnlng in disciplines having
an investment in correctlons. While estlmates were made
&primarily for the years 1975mthrough 1980, no effort was
made to estimate the supply of minority group members from
bther'sources because of the extreme paucity of data.
The supply estimates spec1fy the number of workers ex-

pected to enter the profess;ons if past and present trends
Wof entry are continued. No attempt was made to foreCast

future supply-demand conditions.

- 13

' ness of man'

A second objectlve of the report was. to present unem-

ployment rates in countles and/or states surroundlng the

follow1ng correctlonal 1nst1tutlons.

Ohio State Reformatory at Mansfleld
California Institution for Women at Frontera,
-California Institution for Men at Chino,
Louisiana State Penltentlary at Angola,
MlSSlSSlppl State Penltentlary at Parchman,

Southern Michigan State Penltentlary, and
New Jersey State Prison.

These unemployment rates were stud*ed because- they prov1ded

.an 1nd1catlon of the feas;blllty of recrultlng local mlnorlty

group members for correctlonal jObS.

c. METHODOLOGICAL ISSUES

Background

The study of manpower supply, demand, and distribution’ ¢

“has been "crisis type" research ~+ .that is, 1t has often
been conducted during and 1mmed1ately after perlods of serlous

national manpower problems.‘ Durlng the last’ quarter century,.

manpower studies have varled with the level of economlc,,

‘polltlcal, and/or»soc1al act1v1ty in response to acute

problems.‘

Past patterns in manpower research have been compllcated

by two underlylng factors: (a) the shift in the economy from

its productlon—orlentatlon to a serv1ce-or1entat10n over the
~last two decades;

and (b) the 1ncrea51ng general publlc aware- .

S ability to change his‘physrcal environment
’ Y ' a ' ’

v
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Study Definitions and Scope

This study focused on the Supply“of minorities for poten-
tial recruitment for and employment in federal, state and |
local correctional institutions in six specified states. HS%—
ever, inferences,were made involting the nation as a whole. |
The following operational definitions and descriptions were
developed for the stud&: ‘ .

® Manpower Groups

. The study was concerned with the expected
supply of both specialized and non-special-
ized correctional manpower. "Specialized"
manpower for purposes of this study refers
to the fpllowing manpower groups:

++ Academic and Vocational Instructors
++« Chaplains

.. Dentists

.. Lawyers

.. Librarians

.. Nurses

.» Physicians

«» Psychologists

.+ Recreation Specialists.

.« Social Workers

.« -Vocational Counselors

. Vocational Rehabilitation Counselors.,

i - ,““Non-spec1alized" manpower is defined as
i ‘minority group members who might qtalify
i for employment Jn corrections but who do
A not currently. hold a profe551ona1 degree.

" @  Manpower Shortages

Manpower studies are usually based on the
assumptions of an actual or imminent shortage
~of the supply of a particular group at a i
specific salary level. It has been categori-
cally stated that the supply of spec1alized

15.
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minority group membérs for possible employ-
nent in corrections is short and the demand
is great.® Thus widespread minority manpower
shortages in corrections are assumed to exist.

® Data
Manpower data, especially for the 'professional
fields, are collected by discipline or occupa-
tional categories. The number of degrees con-
ferred in a given field can be determined and
then projected over a given time period. The
U.S. Department of Health, Education, and Welfare
(HEW) publishes a periodic report on earned de-
grees conferred in higher education. In addi-
tion, the U.S. Department of Labor (DOL) pub:-
lishes periodic labor force projections. From
these and other data, a determinatiocn can be
made of the number of minority persons expected
to hold particular occupations in the labor
force at a given time. This study used HEW and
DOL-data and projections plus additional data
concerning minority representation in particular
fields. : .

‘National priorities‘have been: identified by Blechman,
Gramlich,"and‘Hartman.7 The six‘areaskof highest priority

are: (1) defense and“international affairs; (2) general

S

science, space and technology; (3) national resources,

environment, and energy; (4) aid to businesses, agriculture

and communities; (5) human resources, law enforcement,

justice and general government; and (6) revenue‘sharing

.and general‘purpose fiscal assistance. As related to‘minority

© growp manpowey, the commonality of these areas was more

\\ \)‘

Aimportant than their differences, because~

) They draw from the same general poolkof
minority professionals;

16




e They com ete for the federal dollar; and

'o Within a given priority area, there is often
strong competition for the prcfessional
(specialized) minority group member.

T

D.  STUDY METHODOLOGY

This study used a comblnatlon of primary and secondary

v

data -- largely secondary data ~- to provide: r C;g
b', Informationyabout the present and potential

utilization of specified categories of spe-
cialized manpower in the corrections field;

. ® Data concerning the present overall supply -
~and demand for personnel in their occupatlons-

® Data concerning the present supply of mlnorrty
personnel in corrections-related occupations

° Projections of the supply and -- to a lesser

extent =-- demand for personnel in the speci-
fied occupations from 1975 through 1980.

The -overall study methodology involved the following
procedures: L N o
g Survey' ‘

The state department of corrections In\the six speclfled

states were surveyed to collect correctional maLoower fore-

Cast data projected for 1975 through 1980. Thesg data would

ﬂhave been used to aetermlne the states' demand for correc—

tlonal personnel. 'Of the seven target 1nst1i?/”6ns, the only
states responding to the survey were M1551s51pp1 and Oth. 0

Asw

The manpower forecast data prov1ded'by the state of Ohio was

311mlted to FY75 and was therefdre of llmlted Jalue. The

o

. /j
s

. pleted tralnlng.

,'expected to enter an occupatlon from sourc

- ing programs.

s enterrng from other fields, etc.

correctlons manpower requlrements for even a three year

perlod However, data on the number of correctlonal offlcers

that would be needed for F¥77 was prov1ded Again, it was

‘of llttle value in constructlng a flve-year profile of demand
for correctlonsfpersonnel k

The supply pro;ectlons made in this study consisted of

four basic steps. Supply was deflned as the number of per—

sons (workers) expected to enter an occupatlon durlng a spe-‘

c1f1c perlod of tlme if’ past trends contlnue. The flrst step

was to‘determlne the current supply (1 e., the total number i

of employed persons and unemployed persons seeking employment

in a particular occupatlon) The current supply data served

as a base for maklng the pro:ectlons.;

The second step was to determlne the number of persons

.expected to enter an occupatlon as a. result of hav1ng com-

For ‘the purposes of thls study, these 1nd1-

‘v1duals are termed graduates.

*
&

The thlrd step was to determlne the number of persons

] es other than traln-

For example, other sources m1ght be retlred

- persons re-enterlng the labor fOrce, e

1mm19rants, persons. ‘.

=~

: ‘The fourth step was to determlne a replacement rate.k

18
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A repiacement-rate is the total'number“gf persons leaving an
occupational area because of death, retirement,‘or transfer.

After these four steps had been completed, the base current

7 v
supply was added to the yearly estimate of new entrants and

then the replacement rate was subtracted.

The following kinds of secondary data were used:

U.S. Department‘bf’Labbr

- Manpower Reports to the President

- Manpower Needs Stud%es

= Labor Force Projections

- Area Trends in Employment agd Unemployment
- Occupational Outlook Bulletins

- ‘Prcjectiqns on Professional Manpower

U.S. Depértment of Health, Education and Welfare

- Projections on Educational Statistics
-~ Degrees Conferred

= 8chool Enrollment

~ Actuarial Data

~ Health Resources .

- Social and Rehabilitation Services

U.S. Department of Commerce

- 1970 Census Data on General Characteristics of
the Population
- = Current Population Reports
-= County Business Patterns
- County and City Data.

’ Ty
&y

) a i 1 organiza-
Secondary data from a number of¢;_pfesslonal org

tions were used. For example:

=
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_ American Ba: Association - ) :
A T American Association of Theological Schools
) ; " American Medical~Associationn; ‘

: American Nurses Association ;
American Psychological Association
American Library Association
Council on Social Work Education ‘
Joint Commission on Correctional Manpower and Training
National Bar Association . , ' .
National Education Association
National»Medical Association
National Recreation and Park Association.

To a considerable extent the study depended upon secon- |
dary source data. The use of such data has certain limita-
tions, however, which should be ciearly stated. The most
important of theSe,limiEationsiére as follows:

, ® In many instances, there is incomplete
) - or inadequate data concerning the number ‘
- of minority personnel within an occupation
or the number of Blacks. In some occupa-
‘tions, even the total supply estimates are
of uncertain validity. While the best -

¥ Which can be made:with available informa-

r - tion, the projections are uncertain when

. ~ : 4he data was inadequate. Each chapter of
the report describes data sources and makes
‘any serious data limitations clear to the
reader. ' ;

B 4 B ® Some of the supply‘daté pre-dates this study
& . . 'by up to six years which were used .to make

= pProjections of present as well as future
supplies of personnel in some occupations,
It is recognized that such projections are
likely to be less accurate than those based

on more recent data.,

® In a few instances, little or no information
‘was available on the supply of Black or other
- personnel already working in the occupation,
or their numbers among. those enrolled in un-
dergraduate ox graduate sch0015'pursuing’ )

20 : . .
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degrees germaine to selected occupatlons. & ‘ |
.Whgn sucg information was not available, v | .‘%iéFEgggggii ﬁﬁggggéchgggpsggﬁggRgF
projections were made of the overall supply 5 | | ; | J
rather than the number of Black or minority § . : . | | . — = ;
personnel expected .to be avallable from 1975 - N i IR ) | . | | N | ﬂ

through 1980. A. ' POTENTIAL SUPPLY OF MINORITY MANPOWER

X ‘ . ’ o Y
‘Projectibns”ofﬁthe'P0pu1ation and'Labberorce' - f/// el
Employment cf spec1allzed workers 1ncreased nore i ' ‘
i
rapldly in the 1950's and 1960's than any other occupatlchal

k.»ﬂ AT

\group. In the 1970's there was a turnaround in the job >

\\

s market due chlefly to an economlc rece551on, changes 1n P

natlonal prlorltles, and a resultlng general slowdown 1& o
\

business activity and employment, Galnsrlnkemployment og
specialized workers will be heaxily influenced byithe exéent
to which an economic upturn occuré\b Studles by the Depa*t-
ment of Labor 1nd1cate employment onepec1allzed workers as
~a group is expected to 1ncrease about thce as fast as total i

employment over the 1970's 4=\

[}

Figure 1 shows that the progected populatlon of the.

- United States as of Jbiy 1, 19754 %ncludlng the Armed Forces )
: 7 i o ]J5\ / ' “ . 2
pverseas, was 213.5 mlllghn - éo%% percent: 1ncrease from '

N ol i
the previous year. @];)en poy/f@ﬁ'on estlmates and p*ogec-

i

tions place the U. Sﬂ%t;tal pow/‘~tyon at 223 mllllon by‘l980 10

The total labo”@

3

e,

I

=y

ﬁorce of § h@qUnlted Statas is expected

_q:‘
—\‘:x&

: I
10 rlse by nearly Aﬂ percent durlng the 1970'5, from 85.9
it a
million at the beglleng Of thls decade to 101 8 milflion in

r/i
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-addition to Blacks,

vabout 28 mrlllon.

"other races"

B .‘ h
:
: .’,_ {,H‘
»
R |
&
-
A
o 8
- § ‘ PROJECTIONS OF TOTAL POPULATION AND AVERAGE ‘ . . |
L ANNUAL PERCENT CHANGE IN TOTAL POPULATION B
e . FOR SELECTED YEARS, 1975 to 1980 .« R
. » | B i IR
B e
: Annual : LR
» Projections Average Annual ‘ IR |
v " Year y (in thousands) Percent of Change A
LR - 1975 | 213,450 0.7 e EAR
i 1976 215,074 0.5 "/h'r
- 1977 216,814 0.8 s
F S : g | fo
. i 1978 218,678 0.9 - B = f ? 35-
P | 1979 — 220,663 0.9 /v; i
iy 1980 7 222,769 0.9 -
. ' | 7 . a e
TN I -
; 5 : ot - b °ﬁ
. . o N
Source: U.S. Bureau of the Census, Population f;ﬁ
Estimates and -Projections, Series p- 25 e B |
. ‘ No. 601, October, 1975. ; B y

{53

1980. the populatlon

For‘the duration of the curréht”decade,
of persons expected to participate in ‘the labor force is

approxlmately 43 percent of the total population.

fﬁhe 1970 census datamshow 12 percent of the u. S.‘popula-

tion“reported themselves as being of non-European orlgln or

descent: ll percent were Negro and one percent were "other

‘races", - In this report, data for the grouping-"other races"

were used to represent data for Blacks, since Blacks consti-
tute about 92 percent of alY¥ persons in that grouplng. In

the” grouping 1ncludes Amexlcan ‘Indians,

G

Flllplnos, Chlnese, and Japanese, among others. IR

At the beglnnlng of 1975 the :ltlmated populatlon for

Blacks and other races (1nc1ud1ng ¥:d Forces . overseas) was .

By 1980 the populatlon for these groups

is expected to reach the 30 mllllon mark. This represents

an average annual growth rate of 1.9 percent for Blacks and

F

Because of its younger struct ure, the Black populatlon

L3

is projccted to grow at a faster rate than the white popula-

tion. The 1975 eetlmated Black populatlon was 24.5 million.

il

X At the beglnnlng of the’ next decade this population is ex-

N e )
l) =

pected to be approxlmately 26 mllllon, an increase of 7. 4

percent over the 1975 Black populatlon.'cThe annual average . -
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percent of change is projected to be l 5 percent. For the

‘remalnder of this century, the Black popuratron is pro:ected

to be younger ‘than the whlte populatlon. Flgure‘2 shows a
projected increase in the median‘age of the7tota1 U.s. popu-
lation. The general popu]atlon is expected to grow older
(as deflned by med*an;age) for the remalnder of this decade
and throughout the rest of the century. The median age is
expected to increase from 28.8 years in 1975 to 29.5'year§k
ins1980./’Figure 2 also showsmthat from 1975 to 1980 the
median age of the total Black population is expected to inr
Ccrease from 23.4 to 24.4 years. The median age for whites

is now 6.1 years higher than that for Blacks; in 1980, “the

dlfference will be reduced only slightly to 6.0 years.

24

A total of 12.5 million Black men and women are expected

to be in the labor force by 1980, three ‘million more than in

1968. The‘projected labor force growth rate for Blacks (33

percent) is higher than that projected for whites (2] percent)

in the Blackupopulatlon, espec1ally the under-35 population.

---- A

The expected patterns of cha ge for Black and white workers
are ba 1ca11y the same, accordlng to DOL projections:

“Workers under 25 will account for a large pro-

portlon of the increase for both, but a larger

. proportion for the Negroes. For both, the most

spectacular  increase will take place in the 25-34.
" 0lds, where there will be 65 percent more Negro

The difference in growth:rates is attrlbuted to the 1ncrease'
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FIGURE 2
PROJECTIONS OF MEDIAN AGERBY RACE AND SEX

o

R

BLACK AND

BLACK

0 Year

Total

Male

Female

OTHER RACES

WHITE

TOTAL

1975
1976
1977
1978

9¢

1979
1980

23.4

23.6

23.8.
24.0

24,2
- 24.4

22.2
22.4
22.7
22,

23.0
23.2

24.5

24,7
24.9
25.1

25.4

25.6

Total Male

Femaie

Total Male Female

Total

23.7
23.9
24,1
24.3
24.4
24.6

22.6
22.8
22.9
23.1
23.3
23.4

24.7
25.0
25.2
25.4
25.6
25.8

29.5
29.6
29.9
30.1
30.3
30.4‘

28.3.
28.

4

28.7

28.
29.
29,

N =Y

209
31.0
31.4
31.5
31.6

31.7

Male

28.8
28.9
29.1
29.3
29.4
29.5

27.6
27.7
27.9
28.1
28.3
28.4

29.5
30.0

30.3

30.5

30.7

30.8

FemaJe

U.S. Bureau of the Census.

4 Source:

of the United States:

1975

Commerce.

Washington, D. C.:

Population'Estimates and Projections of t

to 2050, Series P-25, No.

he Population

601.

U.S. Government Printing Offic

U.S. Department of

e, 1975,
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, men and women workers in these ages than in
; 1968, a slightly greater relative increase
’ than among white' workers. For both Negroes
and whltes, the labor' force 35 years old and
% ) R over will show only a small rate of growth,
; - - reflecting a combination of slow population

. growth through age 54 and earlier retlrement
in ages above that. ‘

Projected Growth by Occupation

Flgure 3 Presents the percentage of growth for selected

occupatlonal groups for the present decade (1970- 1980) These

occupational groups supply, employers in the correctlons fleld

with a significant proportion of their speclallzed manpower,
The above data indicate that there w1ll not be a short-

All the groups are expected to grow, with the rate of growth
3
. age of Blacks in the labor force during the next half decade. ranging from about ten percent (for llbrarlans) to 78 percent
' B.. PROJECTIONS OF THE GROWTH RATES OF CORRECTIONS- (for recreational workers) . Thus the overall supply of per-
ATED DISCIPLINES
REL N sonnel 1n correctlons-related occupatlons is expected to
3 : he suppl of minorit roup members with tralnln in =
‘3 | The PP y Yy g P g increase 51gn1f1cantly during this decade.
‘ profe551ons hav1ng some s1gn1f1cance for correctlons can be
Earned Degrees
'understood only in the context of a varlet of related fac- *
y 4 The U.S. Office of Educatlon used the Taxonomy of In-
L tors 1nclud1ng the expected growth rates of spec1f1c
' ‘structlonal Programs in ngher Education (TIPHE) to categorize
disciplines; levels of minority enrollment in college at
earned degrees reported to the Natlonal Center for Educational
;-g‘ o ~ 'some previous time; minority educational attalnment, the size

Statlst;cs and published in Projections of Educational Sta-

AL : : lati on; .
fﬂj~ 3 of the c1v111an‘labor force; the total mlnorlty popu i tistics to 1983-84.

TIPHE categories contalnlng the spe-
the age and sex of the minority populatlon, the 1ntellectual’

| .cialized manpower groups 1lsted by the J01nt Commission on
‘and soc1oeconom1c attraction of occupatlons that require

| ,Correctlonal Manpower Training (1970) as having an 1nvestment‘
‘ hlgh levels of training; and the demand for hlghly tralned

i

1n correctlons are presented in Frgure 4
R " ‘'minority group menbers in general.!? Two prrnc1pa1 factors

’ along with the spe—

c1allzed corrections

-related occupatlons included in each
limit the supply of hlghly-tralned mlnorlty group members:

« category.
_'the fertlllty rates of the general minority populatlon and

An estrmated 1l. 3 mllllon degrees were earned in 1974 -75.
By 1980-81,

the proce551ng capacrty of the educational system. Subsumed

thlS number is expected to have 1ncreased by 11
under these two factors are other variables such as equal

percent.
’educatlonal opportunlty, financial aid, family support,.

achievement motivation, etc. >28




o FIGURE 3
e PROJECTED PERCENT GROWTH IN SELECTED OCCUPATIONAL GROUPS: 1970-1980
|
PERCENT GROWTH*
: ‘ ,“‘ Occupational Group: 0-20120-40{40-60 {60-80 {80-100{100 or more
E ; . -
All Occupational Groups
1 All Professional and 34
Technical Occupatlonal
» Groups 5
. B ) - 5
Social Workers :
: ] : ,
Recreational Workers :
o ‘ ' 65
B - Psychologists
o . Lo 45
- Physicians
46
s Registered Nurses
Y .
. . 13
™ - Dentists . —_
" , B
Lawyers : ' | —
Public Affairs and 26
Services
» . 16
Education rinens
; ¥y . 10
i Librarians - —_—

g,

are 1ndependent estimates

e
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e

1972, p. 112.

29

*In most cases, the percentages of growth for eacn occupatlon

Source: U. S. Office of Education. Manpower and Issues in
' Professions and Higher Education. 1972 Manpower .
Report for the President, U. S. Department of Ldbor,r

* FIGURE 4

INDIVIDUAL FIE%QS’OF STUDY RELATED TO”CORRECTICNS~
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II. ,Natural'Sciencé_and,Miscellaheous”Fields:
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Health Professions fPhysicians, Nurses,'DentiSts :

‘Education | ; -Academlc Teachers, Vocational
.Counselors Vocat10na1 Reha-
'b111tat10n Counselors, Voca- .
:tlonal Teachers, Recreation
i ounselors :
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Law :Lawyers
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\
S




—— X

31

s R S O TR ey o viema : s L) : ,
?i“, '
"%
{
l : A\
o | " FIGURE 5
! Educational Projections 5 ) - ;  : o |
! . : EARNED “FIRST PROFESSIONAL DEGREES BY FIELD OF STUDY: 1975-1980
N Simons and Frankel!? report that the number of earned B =
: bachelor's degrees in all major fields more than doubled ¢
during the ten year period from 1963-64 to 1973-74. However, Other Theology
. . Health : and
) only a six percent increase is projected from 1973-74 to Year Medicine Dentistry | Professions Law Others - Total
1980-81. It was ésiimated that 975,000 bachelor's degrees ' '
| | | o 1975 . 12,730 4,890 3,300 28,290 6,300 55,510
were conferred in 1974-75; slightly more than one million _ :
‘ v 1976 13,810 5,400 3,400 29,910 6,400 58,920
'$ bachelor's degrees are expected to be conferred during 1980-81. : ) ‘
) f | , 1977, 14,260 5,210 3,500 30,710 - 5,400 60,180
- Moreover, 316,000 master's, 42,000 doctor's, and 62,400 first- ‘ ‘ ‘
; ) | 1978 14,710 5,150 3,600 31,410 6,600 61,470
Professional degrees are expected to be conferred between ' A
| _ _ 1979 .15,230 5,490 3,700 31,710 6,700 62,830
s 1974-75 and 1980-81. Master's and doctor's degrees are ex- ‘ ’ ‘ ) ;
: . 1980 15,490 5,540 3,800 32,190 6,800 63,820
pected to increase by 13 percent. Figure 5 shows first pro- o
. fessional degrees expected to be earned by field for each
;;M vy year from 1975 through 1980; it shows the total number of
B first professional degrees awarded amnually in medicine, law, Sources: Projections of Educational Statistics to 1980-84, U.S.
. ', | Department of.Hgalth,'Education, and Welfare, Washington,
- dentistry, other health professions, and theology increasing D.C., 1974 Edition. ‘ B
'; 15 percent between 1975 and 1980. - Projections of Educational Statistics to 1984-85. U.s.
S Department of Health, Education and Welfare. Washington,
College Enrollment . D.C., 1976 (in print). ' -
| Colleges and universities in the United States had an
_enrollment in the fall of 1972 of 8.3 million students under
35 years oid. Both the number of persons of the principal
_ agesv(ls to 35) for college attendance and the percent of
~these persons who are enrolled in college have increased
_tremendously in the past 20 years.}'“
- \ ' 32
. -




- . B . i . o .
= o i . . G B

; FIGURE 6 .
o | o W
\ The college enrollment of the Black i UARTILES OF DISTRIBUTION OF EDUCATIONAL ATTAINMENT BY RACE
&g ©% Population 14 to 34 S e }wn SEX, FOR PERSONS 25 TO 34 YEARS OLD: 1940 TO 1974
Years old increased from 234,000 in 1964 to 814,000 in 1974 a = T ‘ .
? This represents a 248 percent 1ncrease over a ten-year period. 1  WHITE ’ BLACK = ” e
. s i g P ‘ o :
However, it also represents only a one bercent change in ZW ‘@i @ | 1st ond 3rd. lst_' an. il 3rg.1 |
terms of the percent of Blacks among the total college student “Séx.andeegr‘ quartile %;25?;;? quartile quertlle %;gé;;i? quartile
3 . enrollment in the United States, from eight percent in 1964 i h; ' ‘ .
to nine percent in 1974. MALE o =
cati tai 1974....0... | 12.2 12.8 | 1s6.0 11.1 12.4 13.0
, =iteational Attainment ' 19734 ...... ) 1221 12.8 15.3 10.5 12.3 129
) The educational attainment levels of the American popu- iggg}.i ..... %i,g %% Z _»iz g‘ g'g %i'g %2:7
e qee s . . . . :
lation have steadily risen over the last 35 years. In 1940, 1960.... - 9.8 12.3 - 13.7 7.3 9.8 %%'3
1950...... . 8.9 12.0 - 12.9 Sf3 S.g 8'6
, women were more likely to hold a hlgh school diploma than 1940“. oo 8.3 10.1 12,5 3.6 6f 6.
) ) men. By 1974, similar pro ortions of mal d females h id '
Y ' proport °8 and females he FEMALE |
e high school diplomas. Significant dlfferences, however, still | 1974;...:..' 12.1 12.7 14.3 10.8 ’ig'g ”ig'g
' exist in the proportion of Blacks and whites between the ages ig;g....%... i% % %g'g : %g'?o . igfz 13%3 12:8
N . . 11¢ 12,7
> 25 and 34 who have completed high school. According to the '%ggg"f""' i%'g ig'g 1 i% g ¢ 'gji“ ié;g 12,4
ite , 50........ | 9.3 12.1 12.8 5.1 8.6 11.6 |
Bureau of the Census figures, in 1974, 82{percent of white d ”%h%ggg%;....‘. 8% 16 ¢ 126 51 72 9.5 |
! males but only 67 percent of Black males of this age category '
) held high school diplomas, !¢ However, the difference in the g Q
: FROM: Current Population Reports Population Characteristics.
. Proportion of Blacks and whites with high school dlplomas Educational Attainment in the Unlﬁeg SBates Mzrc? é973 ceo
and 1974. Series P- 20, No. 274 epartment o omine ,
B decreased from 27 percentage points dlfference in 1940 to 15 _Bureau of the Census, Washlngton, D. C. (December, 1974),
’ percentage points difference in 1974 - p.4. :
Figure 6 shows educatlonal attalnment in quartiles of “
o4
the population,” by race and sex, from 1940 to 1974 One-
fourth of all whlte males between thé aqes of 25 and 30 had }

34
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‘completed four years or more of college education and one-

(3

fourth of all Black males of the sarie ages had completed at
least one year of college. Thus,wthe disparity in educa-
tional attainment of the top quartiles was three years. The
disparity for females;was“slightly smaller. One-fourth of
white females had’ completed at least 2.3 years of college,
while the top fourth of Black females had completed almost
one year of college or more -- a differenceoof 1.4 years.
There are also large differences in thewproportions of
Black and white male high school graduates 20 to 21 years old
who have completed some college. In 1970, 61 percent of all
white males and 40 percent of all Black male high school grad-

o

vates had completed some college; In the same year, the pro-

~ portions for Black and white females were 44 percent and 32

percent respectlvely. By 1974, the gap between this age group

of Black and white males had decreased to 14 points (51 per-

cent for whlte versus 37 percent for Blacks), and only three

percentage p01nts separated Black and white females.

+

Size of the Civilian Minority Labor Force

In 1975 it was estimatéd that 17 million Black and other
:minorities were participating in the civilian labor force.
At the beginning of the next decade (1980), this number is

expected to have increased to 19.6 million.

. for white women, ‘partly due to income dlfferentlals“

k!

“

_Projection cf labor force participation rates-;nvqlwes

- consideration of theﬁeducational'attainmentéle&elé\of the
: i /

S

dabor force. There is a positive relatlonshlp between edu—
cational attalnment .and labor’foroe part;c;patlon rates. For.
example, 1970 census data show that only two percent of male
college graduates aged 45 ‘to 54 were not in the labor force,
as compared with 11 percent of males in the same age group

who had less than a hlgh school dlploma- 33 percent of female

college graduates of this age group were not in the labor

force, as compared with: 53 percent of females 45 to 54 without

a high school dlploma. Figure 7 shows the positive relation-
ship between educatlon and labor force part1c1patloﬁ‘ For
male college graduates aged 25 to 54, only fﬁve percent of

Blacks and two percent of whltes were not 1n the labor force.

The. labor force partlclpatlon rates for Black women --5

en

é?

male college graduates earn only 64 percent as much as whlte
male college graduates, thus there is often a need for a
second ancome.  However, whlle Black females are more llkely
to be 1n the labor force than whlte females, the labor par- ‘
ticipation rates for female college graduates of both races
in 1970 were significantlyAIOWer than those for males.

Twenty-six percent of Black and 37 percent of white female

36
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FIGURE 7

A s o ; CIVILIAN LABOR FORCE PARTICIPATION RATES, BY EDUCATIONAL ATTAINMENT, AGE, AND SEX: MARCH, 1974

16 years and over 25 to 54 years | 55 years and over

16 to 26 ye;rs

®

YEARS OF SCHOOL COMPLETED

AND SEX '

Black and

Black and

other
races

White

cther
races

| wnite

}Black and

Black and

other '
races

White

other
races

.Whité

LE

MEN

Totaleeeeeeoaasesncseosoans 7
Elementary: 8 years or less.. 5
High School: 1 to 3 years..... 6

4 years ..veeene. 8
1 to 3 years..... 7
4 years or more.. 9

College:

62.1
50.8
48.5
84.4
65.4
(8)

42,5
40.1

- 65.8
69.3
(B)
(B)

e L ' WOMEN

Totalooollto.as...-otoo-o-

43.4

Elementary:
High School:

8 years or less..
1 to 3 years.....
4 yearsS.i.eceaees

32.8
26.3
56.7

27.4

22.0
28.1
4.1

55.4
76.1

1 to 3 years.....

R CY OV L tn,

AN WH OO
. -

RN DOV NO

() 30.5 R T A E RN Ay

[E v ‘“”“ R i  ;' : "v‘;."' College:

.- 4 years or more..
: E -
’ | 7.
- - ° I =
8 . @
= ,' B . N a2 !
" ‘ e e From: The Social and Economic Status of the Black Population in the United States, 1974. U.S. Department "
- of Commerce, Social and Economic Statistics Administration, Bureau of the Census, Washington, D.C.: B EEE 3
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@ The expansion in employment ant1c1pated din :
the profe551ons and other types of work already
reaulrlng college degrees ‘ , -

college graduates 16 years old and over were not in the

laborfforce. The labor force participation rates for female

% college graduates between 25 and 54 years of age wéié 80 is_'.,;'\ L ° g?elgzsg Egeriggggefzgzze?irwgghg;erezgggg?'and
‘1%~ a ; percent for Blacks‘and 67 percent for whites.}’ ® The persistent trend toward requiring (or pre-
| The Department of Labor's 1972 Manpower Report to the ;:;;;23;dab§oéiigzrge3§i§ f::sjggicgifgi?uSIY
) PreSldentla used the U.S. Office of Education's projections The demand for college educated workers —- allowing o
of the number of degrees expected to be earned from 1970 l979 5% educational‘upgrading, employment expansion in the pro€e551on
§‘ to estimate the supply of college-educated workers. ‘The | ant1c1pated under full employment in 1980, and replacementﬁkg“limﬁﬂezr
; : - estimates were as follows: (N@ﬂmr L needs f- are presented nelow. The main conclusion drawn from
:g:'x | " Millions) these data was, "The general scarcity of profe551ona1 per- .
: : ) Estimated number of earned degrees, 1970-79. . . . ..»13.§ - sonnel and the 1ntense demand for college graduates whlch
'g Deduct number delaying entry into civilian
i

prevailed durlng most of the 60°

labor force beyond 1980. .+ © ¢ « o « o o « o » o « b.b s have come to a temporary

. end nl9
Add number of new labor force entrants with

Sy e degrees earned.before 1970 or at foreign ‘
universities . o . . . o0 0 v 0 el o0 00, .6

L

PROJECTED DEMAND FOR COLLEGE—EDUCATED WORKERS:  1970-1980

o Number

TOtal. e o e & o ‘e o 8 e e e @ o . t‘. LI o LI } o“ LI} 9.8 : (in }1illion§->

‘Source of Demand

Total. . . T

o‘_. . € % e e . ' ~)Oo « X 906

C7 These data show 9. 8 mllllon new college educated workers

Employment Expansion ...rt ; ?¢~ Lb.’; ; eiu ;f;' i 3§3;>

.are expected to enter the labor force between 1970 angd 1980 » : PrOfeS‘?ional and Technical 0‘ccupatmn; 2.6

. ‘ = Other Ocrupations. T T A S '0.7
Demand for Corlege Educated Workers ER s :
Educatlonal Upgrading. B Tk IR ) 6 '
e estlmates o the Shpbiy OF ew college educated : e S A e
Profess:.onal and Technii 10 L :

workers, the questlon to be answered next is, how 1arge a Oﬂ“H'WHMP&JDnS-- "?3--c?u?%ions.»‘ ifg |

: demand w111 there be for such workers'> T answer ’t}lvs questlon ‘ R Rt;[;iécement Needs- e e e 3.7

. the U S. Department of Labo dev eloped projections of demand’

from the followlng cS‘ources.
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: ; . / ~ III.  PHYSICIANS -
fConclusions L ;' e / . NN

J

those Blacks and other mlnorlty groub members who have spe—‘

‘The foregoing dataasuggest that

.

a high proportion of P CURRENTVSﬁPPLY‘OF‘MINORITY PHYSICIANS

' Regardless of‘progectlons used, correctrons will be

3
L
%@
5
&

c1allzed tralnlnq are in the labor f%rce, and that an 1n-

in need of more phy5101ans in the years to come. 20 e
- creased supply of mlnorltles w1th spé ‘

cialized training can

shortage of minority physicians is acute and the demand
be expected by 1980 However, this ¢

™
1

|
to mean there are a large number of B,

hould not be interpreted

great. In 1942 there were only 4 000 Black physicians in -

lacks in fields related

the Lnlted States, a phys1c1an

—to-populatlon ratio of l 3, 3/7
to corrections. Moreover, the forego

.ng data do not-provide

(The generally accepted mlnlmal standard was then 1:1,500.)
‘f}j s estimates of the numbers of Blarks in

e \the individual fields

Thlrty years later the number of Black. phy51c1ans had risen

of study relevant to_correctionsf The‘ to 6,049.

followingfchapters

provide these estimates, by occupation.

N

Although the number of Black phys101ans 1ncreased by

o
JN

approx;mately 50 percent from 1942 to 1972, they represent

~only 1.75 percent of the total number of physzclans in this =
country.

The total physzc1an populatlon, accordlng to the

Amerlcan Medlcal Assoc;atlonl/

1n 1973 ‘was 366 37%. About

6 percent of thlb populatlon ‘was. llsted in AMA f11es as in-
actlve,

1, 488 (6 5 perctnt) were retlred and 3 148 (or 13 9.

: percent) were seml-retlred

ﬁii Black phv ‘c

ans are not equally dlstrlbuted tnrough

the country. Thompson21 found that 62 percent of a sample of

A0

3 405 nlack phy51c1ans were 1ocated in the Maddle Atlantlc‘

= , "s‘!’ " : i
1iPersonal communrcatlon from American_Meaieal O
Assoc1atlon, February 19, 1976: s e e o A

e p e

A
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B. PRQJECTED SUDPLY OF MINORITY PﬁYSICIANo

Dlstrlct of Columbla, and Callfornla being the three leading
states in which Black physicians had established practlces.
The 1970 census count and Thompson's survey data on
Black physicians are compared in'Figure 8 for the states of,m
particular interest to this study. |

percentages supports claims of reliability and representative-

ness of the data.

physician-to-population ratios.

‘Until very recently, most Black phys;c1ans in the Unlted
States were educated at either Howard Unlver51ty Medlcal
School or Meharry Medical College.
than 80 percent of practicing Black physicians were graduates
of one of these tmovschools.
medical students showed some increases in the 1950's and
1960's (for example, the number of Black medical students in
American medlcal schools 1ncreased from 588 in 1948 to 761
in 1956, a 29~percent increase, but was only 783 in 1968), “L_.m

the numbers 1nvolved have been very small unt11 the past

decade.

22

- South Atlantic, and Pacific reglons,

with Nem York, the‘

The similarity of the

The census data were used to calculate the

In 1969, sllghtly,more

While the numberkof Black

Kt

If the serv1ces of mlnorlty physicians are to be ob-J

talned for the correctlons flela, this probably w111 be

%)

I

accompllshed prlmarlly through the rectuitment of newly

42
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" FIGURE 8

PHYSICIAN-TO~POPULATION RATIOS AMONG BLACKS IN SIX STATES'

States

OmMpSON TS
- Survey (1972)3

Populatlon

U R

Percent Number

Califcrnia | 12.5
Michigan 4.9
Ohio . 4.6
New Jersey | 4.2
Louisiana ©o 1. 1

Mississippi 1 4

f lonly data pertaining to the several specified states were usedv
‘ Therefore, percentages do not add to.100,. nor does-the sum equal N.

"«*$Samp1e size:

7
X

Number Percent

763

303

282

262
72
89

'3, 405

e

s *?opulat;on estimates as,of July l
: based on 1970 census.

488  14.0
198 6.0
173 5.0
130 3.8
a1 12

31 0.9

"‘19 730

1,545,000"
1;063;0001

1,013,000
770,000

1,112,000

835,000

'a

: : fh

‘“ﬁngJerseerstimate

R T

Ratio

1:3,165

1:5,369

1:5,855
1:5,923
1:27, 121

1:26,935

h‘tg. 2Number (6 102) 1nc1udes phy51c1ans and med1ca1 osteopaths.,‘_smwwﬁ”
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students." Nine years later (1971) Curtis?2®

~graduated physicians. The data show a short but increasing

supply‘of Black‘and‘other'minority'medical students. Iu 1962
the National Medical Fellowship?? estimated;“the total number
of Negro students [was] less than 3 percent of all medical
'said Black medi-
cal students were ohly 2.5 percent of the total medical stu-
dent population. Most :cecently'Evansz5 reported the percen-
tage of Black medical students had increased from 2.2 percent

in 1968-69 to 6.3 percent in 1974-75. In short, the number

of Blacks enrolled in American medical schools increased by

more than 400 percent over a seven-year period; _.The specific

number of students enrolled for each year was as follows:

’ Year Total ‘Blacvk Enrollment

o |1968-65 783

N 1969-70 . . 1,042
‘ 1972071 1,509

1971-72 . 2,055

1972-73 . 2,582

1973-74 . 3,048

} - 1974-75 - 3, :55

g A more detailed examznatlon of the numbers and percen-

tage of minority gloup enrollment in Amerlcan medical schools

1, revealed a sllght 1ncrease in flrst year. enrollment for Blacks
‘but thelr proportlon of the total medical student populatlon‘

- remalned the same over a two-academlc—year perlod. Lmkew1se,

there were slight increases in the first-year enrollments for

4_4 . : . ‘\ o

e ,;',"/

W

VT 3 50l mwmwmm g

T ——

~ total number of Black phy51c1ans in practlce from l975 to 1980

A ﬂ“mmmfg«ummiwzwmw S A e S e

.

e

:Mexican-Americans‘and Puerto Ricans. Only the “enroliment of
American Indianq*remiined the same.” None of the percentages
for m1nor1t1es changed 51gn1f1cantly.

The proportlon of mlnorlty group members graduaelng
from American medical schools 1ncreased from 3.9 percent in
1972-73 to 6.3 percent in 1974-75, a 61.5 percent increase.
However, the total medical school enrollment for these fwo

‘academic years increased from 47,546 to 54,014, a 14 percent

increase.

The 1973-74 estimates of minority medical school gradu-
ates were wused to develop projections of the number of mi-
norities expected to graduate from 1975 to 1980. The number

of graduating Blacks and Mexican-Americans is expected to

.}\\\\

increase annually during this perlgd; the number of American-

. A :
Indians and Puerto Rican graduates is expected to rise only
slightly. h B

Addltlonal nrogectlons were requlred to estlmate the

+
»

The National Center for Health Statlstlcs ('\ICHS)26
’porteﬁ a standardlzed mortallty ratlo of 160 for Black physi-
cians and surgeons,lb e’z‘g-v1tal health stetlstlcs and 1950
census data. A standardized mortallty ratlo compares the

tabulated number of dea%hs 1n an occupatlon W1th the number

2%

e}

iy
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i ié ~to be expected had the death rate for the total population a retirement rate for Black doctors could not be found, the 3
‘ with work experie .ce prevailed in that occupation. " AMA retlrement rate of 1.3 percent per year was used to :
: Since the NCHS publication in 1962 there has been only develop a replacement figure. ”
? - " one report (Goodman27) of physicians' mortality whiéh qtilized Estlmates of the number of Black physicians in this
! a populatiofi-based approach. Unfortunately, the standardized country vary. The 1970 census count reported 6,106; Thompson*?
; mortality ratios (SMRl were based only on whites and{there- estimated 6,049; ana'EQ;QS” reported'6;048. A base humbar
o ? fore could not be used in this report. Moreover, Goodman's | - of 6,213 (1.75 percent‘of thevcurrentlw estimated 335,000
BRI suggestion of inaccuracies in content and ~coverage of the active phy51c1ans) was used to formulate projectlons because\ﬁ
E T NCHS 1962 report precluded u51ng the SMR for Black physicians for the past 25 years Black physicians have been approx1mate1y
) _for purposes of this study.‘ Instead, the U S. Department of 1.75 percent of the total phy51c1an populatlon.d
? Health, Educatlon and Welfarezs death rate of 11.1 per thou- Projectlons of the total number of pract1c1hg Black
: sand population for non-white males was used to develop an - phy51c1ans from 1975 to 1980 can be seen in Figure 9. A 36
¥ annual death rate for Black physicians. However, the. ?EW e - percent 1ncrease is progected, from 6, 637 in 1975 to 9,042 in
5 ~rate of 11.1 per thousand non-white male population may be 1980. The phy51c1an-to-populatlon ratio would be one Black
jfg : somewhat conservatlve, Goodman reported the total death rate phy51c1an for every 2,909 Blacks, about twice as large as the N
'J,i ? - per thousand white physicians was 11.07. ‘ * recommended minimal standard ratio of 1;1;500. Currently ’
. , The AMA Center for Health Statlstlcs, ® utilizing 1973 L there is one white Yoctor per 602 whites in the genoval |
; data, has done some work on retirement for phy51c1ans. of C population. ‘ .
A}Ei > | ’ the 22,624 phys;c1ans listed as 1nact1ve 1n AMA flles, 1,488

Se It should be noted that the 1980 progected number of

~

(6. 5 _percent) were retlred and 3 148 (or 13 9 percent) were.

physicians: does not mean that all the 9,042 doctors w111 be

.seml-retlred. These data show that 1.3 percent of all physi-

LR

&

- ;7_$ . .zinvolved in direct patlent care. Some will be involved in
'clans llsted by AMA were ezther retlred’or seml-retlred The - :

research, admlnlstratlon, etc. However, Flg ire—9 shows the S —

data were not broker down by race.r

1

The Natlonal Medlcal Assoc1at1on had no retlrement data '%

q/

progected total supply of BlacP phy51c1ans practlclng in the

bnxted States from 1975 to 1980

e Zhoment k)

i
I

on Black physxc:ans, nor dld any other organlzatlon. Because//

e :
R

it
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FIGURE 9.

Year

1976 Black
M D. Graduates

Totai Number

- of
Black
Physicians

1975

1976

1977

1978

1979

1980

573
621
"641
661
685

697

6,637
7,099
7,580
8,059
8,550

9,042

PROJECTIONS OF THE NUMBER OF BLACK PHYSICIANS: 1975-80

\Q\ <, "ﬁ

11t was assumed that Blacks will remain ..

4.5 percent of the medical graduate

populatlon from 1975*80
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o s ‘increase over Thompson s 1970 estlmated ratlo of 1:12,000.
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IV.  DENTISTS

AL CURRENT SUPPLY

There:is'é; %ently an extremely llmlted supply of Black
dentists. Moreover, 1n 1970 Thompson noted a steady decllne
in the proportloneof Amerlcan dentlsts who are ‘Black, from

- p three percent in 1930 to two percent in the 1960's. The

Amerxcan Dental As oc1atlon estimated the 1974 supply of den—

tlsts to be 128 7ll, an overall dentist-to-population ratlo

of l-l, 635. Tle dentlst to-populatlon ratlo among Blacks

'is six times'as hlgh as the ratio among whites. |

There were 2, 000 Black dentlsts in the U.S. in 1970,
accordlng to 1970 census data. More recently, Slnkford32

estlmated "there were roughly 2,000 Black dentlsts." The

Black dentlst to-populatlon ratio is about 1:12,500, a slight

The general shortage of dentists precludes serv1ces above
malntenance levels at federal and state correctlonal 1nst1tu—
tlons. In 1968 427 addltlonal dentists were needed in order

to prov1de quallty dental’ health services to 1nmates of fed—

«\ \J
Z‘NVeral correctlonal 1nst1tutlons alone.®® No estlmate of the
19
”number of dentl ts currently needed in siate correctional ij-*

)

‘stltutlons was avallable. It was assumed that ¢orrection' s

'p';current need for dental health manpower | w111 remain at least

2% Tw
‘i

"‘atlthe 1970 legel. o ' » !

50 1
1

b

':q B. PROJECTED SVPPLY OF BLACR DENTISTS

" minorities.

. theﬁfollow1ng.

p.four classes changed from 4.5 to 4.7, _percent; the percentage

‘for Puerto Rlcan students\remalned the same at 0. 1 percent
'

R X S SCt mbs sS t o E Spraer

In 1975~ 76, 20 767. students were enrolled in 58 Amerlcan

dental schools, 2, 020 of these were c1a551f1ed as ethnlc

of the 2 020 mlnorlty students, 945 (47 percent)
are Black.

The 1975 enrollment in dental schools represented .a 16

'percent 1ncrease from 1971 Durlng thls flve-year period,

the proportlon of mlnormty students 1ncreased from 6.2 per-b

cent to 9.7 percent of the total enrollment, as 1nd1cated by

o

p Lo Total Percent

““Total Minority M

i

Year e Enrnllment Enrollment Enrgfggggt
1971 17,305 1,081 6. | ]
1972 18,376 1,371 g:g | B ‘
1973 19,39 1,656 8.5 |
1974 - = ".20,146 1,823 7.0 “
1975 - 20,767 2,020 9.7 ‘

A summary of the enrollment statlstlcs for mlnorlty ‘? ’
students at k
the flrst, second, thlrd and focrth year levels
of study ourlng academlc years 1973 74 through 1975 76 showed
the minority proportlon of the total enrollment did not change

,,ﬁ . &

slgnlflcantly. The ave. age Black student enrollment over the

/,

Mexlcan-Amerlcan student eﬂrollment increased from 0.9 percent
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to 1.1 percent the enrollment of Amerlcan ;ndians increased . i

Vfrom 2.6 to 2.8 percent; and mlnorltles in, the other" cate- |

., N N
© e i

,gory increased from 0. .4 to 0.6 percent d I
In 1966-67, accordlng to Henry,’“ 89 percent of all /
Black dental students in this. country were enrolled at Howard/

/
Unlver51ty and Meharry dental schools.v By 1969~70, that per-”

centage had decreased to 78 percent amd to 47 percent by ,f

v

1974-75. Henry attributed the "prec1p1tous drop" to - succesﬂw
jo

ful recrultment of Black dental students by other medical f
o : /-
colleges. ' . ‘ “ i

i

C. PROJECTED SUPPLY OF MINORITY DENTISTS O ﬁ

The potentlal supply of minority dental manpower fOJ
services in correctlonal facilities is largely a functlon
of the production of mlnorlty graduates by dental schoois.
From 1971-74 American. dental schools graduated a total of
1,031 mlnorlty students. AIthough the proportion of qradu-
ating mlnorlty students 1ncreased from three percent in 1973
“to seven percent in 1975, the percentage remains small in
rcomparlson with the total number of dental school graduates.,
Figure 10 contrasts the actual and projected number of mi-
nority dental school graduates with the total number of stu-
dents expected to graduate from 1976 through 1980. Jf the
percentage of dental degrees conferred on mlnorlty students

follows the 1974-75 trend (i.e., mlnorltles contlnue to

52

#

e o a3 T M gttt e i

It was assumed that the
remain at the 1974 perce

&
L

14

53

A FIGURE 10
ACTUAL AND PROJECTED NUMBER OF MINORITY STUDENTS GRADUATING
FROM AMERICAN DENTAL SCHOOLS 1970 80
Percent of
: L ‘ Increase of
_ Total Number Mlnorlty \\ Minority
Year - ot Graduates Graduates Graduates
. \ e ‘ ’\\\i
1970 3,749 “i- aet
1971 3,775 137 e
1972 3,961 167 21.9
1973 4,230 241 44.3
1974 4,515 355 /' 39.0
1975 4,969 368 /- 10.0 -
, ‘.Projections =
1976 5,060 374 6.1
1977 5,140 - 380 1.4
1978 5,210 385 1.2
1979 5,290 391 1.5
1980 5,390 399 2.0
Sourcez Bureau of Health,Manpower, Divisidn of‘Dental Health

proportlon of mlnorlty graduates would
ntage (7.4) from 1975 through 1980.
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,represent 7. 4 percent of total graduates) throuqh 1980, only

b
a 51x percent.: 1ncrease in. the number of mlnorlty graduates

- is expected

" The National Center for Health Statlstlcs reported

a standardlzed mortallty ratlo of 125 per thousand for Black

k’dentlsts. Thls ratlo was based on v1ta1 health statlstlcs

and 1950 census data. However, it was not used in thlS study

I
because it contalns certain deflclencies.‘ Instead, the death

1
rate (11. 1) per thousand non-whltes pﬁbllshed in PEW's Facts

- of Llfe and Death?3® was used in the development of replacement

l
h E 3

figures. b 5
Vo

7

~ Rhodes?3? reported 18 deaths and fbur retlrements among

: Black dentists for the‘year 1951, a replacement rate of 22,

It was. assumed that the current death rate for Black
dentists is no greater than that for the U.Ss. Black ‘popula-
tion of the same age and sex., Therefore, 23 deaths per 2, 098

Black dentlsts were expected for the year 1970. A replacement

‘rate of 31 was obtained when the 1951 retlrement was doubled

t

and added.to the death rate. It was assumed that the retlre-

‘ment rate has at least doubled srnce 1951.

_ The replacement rate for whlte dentlsts, accordlng to’5

the Bureau of Health Manpower, w1IL increase by seven percent

from 1970—1980 Flgure ll shows that the replacement rate for

Black dentlsts is expected to lncrease by the same l1l.4 percent
_ o
/
il
L. 54
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* FIGURE 11

DENTISTQTofPOPULATION2mATIO AMONG THE BLACK POPULATION

it

I

‘Dentists! = Bilack?

Dentist/ o
State 1970

-~ Population
Population ~ ° "Ratio
1,545,000

1,112,000

California 1:8,829
‘ 1:30,054
'1:8,4901
1:32,115

1:7,623

175

Louisiana R 37

Michigan 122 1,963,000

Mississippi .26 835,000

New Jersey = 101

Lt

770,000

1,013,000 1:9,467

=

Ohio ‘ 197"

: 'Lord Cecil Rhodes' Dlrectory of Black Dentists
Registered in the United States: 1972 73. Med1ca1
~ Dynamics, Norfolk, V 1rg1n1a, 1973, ‘

' /{j/

Y ~v’ 2Populat1on estimates as of July 1, 1973 New .
o ' Jersey S Populatlon estlmate based on the 1970 census.,

P ]
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fxOm the beginning to the end of the present decade. . Projec~-

tions of the total number of dentists and the total number of

. Black dentists expected By 1980 are also included in Figure 1ll.

vFigure 12 compares the number of registered Black deh-
tists‘with the\Black population in each staferof special
interest.to this Studyﬂ‘ The ratios are extremely large. 1In
no state does the.dentist—to-popuiation ratio for Biack com-
pare favorably with the :atioffpr whites.

The ratios range from 1:7,623 in New Jersey to 1:30,054
in Louisiana. It does nbtkappear likely that a sign%ficant
numbér‘of'Black dentists ‘can be recruited for profés;ional

services in corrections, at least in the six specified states.
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- " FIGURE 12
s ACTUAL AND PROJECTED TOTAL NUMBER OF DENTISTS IN THE U.S. FROM 1970-80
~" _ ALL DENTISTS : BLACK DENTISTS
Total Number Total Number® R Total Number
Year - of Dentists of Graduates Replacement® Graduates Replacement Black Dentists
SO T 1970 110,916 3,749 ) 55 '_ 2,008
N : Coa 1971 ' ‘ 3,775 2,230 74 4 22 2,131
, o ; o 1972 123,349 3,961 2,280 74 T 22 2,183
. : 1973 - 4,230 2,300 ¢ 110 22 2,271
S : ‘ 1974 128,711 4,515 2,320 154 23 - 2,402
! 3 Independent Projections! |
1975 130,906 4,969 2,320 187 24 2,565
, f 1976 133,626 5,060 2,390 237 ' 24 2,778
|
- S z@ A Independent Projections”
e SRS 1977 136,396 5,140 2,370 241 217 3,043
( SR T AP : 1978 139,226 5,210 2,380 245 221 3,264 -
S ‘ ‘ X -5; L 1979 142,116 5,290 2,400 249 225 3,537
A - o 2 v o R I 1980 ,145’106 5,390 2,400 253 228 3,765
' 'Independent Projections
O "“; '5'.. , " o e j 2’aProjections of the Division of Dental Health, Bureau of Health Manpower, DHEW
' ’ . 7% v “Independent Projections
P ———— 7 : q ™~
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V. REGISTERED NURSES

A.  CURRENT SUPPLY

The role of a nurse in correctional settings is equiv-
alent to the role of a nurse in any public or private hos-
pital. Nursing seérvices in corrections typically include
general duty nursing, surgical nursing, psychiatric nursing,
and sometimes geriatric care. In addition, nurSing can make
important contributions in teaching principles of health and

hygiene and toward meeting the educational, cultural and

"social needs of the offenders. 3°

The American Nurses Associatibn conducts periodic surveys
of registered nurse manpoWerJ The latest survey, the 1972
Inventory of Registered Nurses, showed there were 1,127, 657
licensed Registered Nurses. Approx1mately 69 percent (778,470)
were employed in nursing. When adjustments were made for non-
responses, the count was 794,979 employed RN's inm1972. In
1973, there were an estimated 815,000 employed RN's -=_an

increase of five percent over the preVious Year. There has

_been a steady rise in the number of RN's per 100,000 popula-

tion from 1958-1973. According to progections of the Bureau
of Human Resources Development, there are currently (1976)

932 800 registered nurses employed in the U.S.

58

Y
b

-
N,

- country (68, lls)

‘New York’has the largest number of active RN's in the‘

As seen in’ Figure 13, which shows the
supply of nurses in the Slx states of particular interest for
this stud", Ohio, New Jersey, and Michigan have a larger

ratio of nurses per 100,000 population than does California,
although a smaller total number of employed RNs. The nurse-
population ratios are based on the adJusted totals for regis-
tered nurses per 100 000 population. of the six states, New
Jersey has the highest nurse-popvlation ratio and MiSSiSSippi-
has the lowest. These data indicate it would be eaSier for

correctional institutions in New Jersey, Ohio, Michigan and

California to recruit Registered Nurses than in LouiSiana and

Mississippi. )
) i

Determining the proportion of RN's who are minority group

members is a more difficult task than- determining the total

supply of RN's, The National League of Nurses began collecting

data on Black student nurses in 1953-55. This three—year

effort met with only modest success. Then in 1965 the first

‘careful study of Black student nurses was conducted by Tate

and Carnegie.’° That study established a pattern which has

\—-—_,_:y
Since been repeated at three-year interv. ls »o

According to the 1960 Census, less than six percent of

, employed profeSSional nurses were Blacks. More than a decade

later, Blacks accounted for only 7. 5 percent of the admission

Ls
o
&

BN K5 50 RN Y
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) . FIGURE .13

REGISTERED NURSES EMPLOYED OR RESIDENT IN EACH OF SIX STATES
~ BY EMPLOYMENT STATUS, 1972

v & : ' Total , Employment Nurses pPer
‘ : ‘ Resident Employed Not Employed Status rnot 100,000
RN's in Nursing in_Nursing Reported .| Population
\ o Number Percent Number ~ Percent Number Percent ' '
: California 103,385 | 64,118  65.9 33,733 21.6 1,534 1.5 334
W “W‘ ‘Louisiana 11,524 9,070 78.7 2,351 20.4 103 0.9 245 ’
o IMichigan 46,681 | 29,923 64.1 13,998  30.0 2,760 5.9 335
| . o ‘ :
e Mississippi 6,288 5,101 81.1 1,140 18.1 47 0.8 226
\ o New Jersey 51,061 | 30,973 60.7 17,902  35.0 2,186 4.3 432
o ;', o - ; Ohio 57,052 | 40,308 70.7 14,396  25.2 2,348 4.1 389
C f Sources: Bureau of Health Resources Development, 1974. American Nurses' Association
‘ ; .o N ; ; , Statistics, Department of the Nation's Nurses: 1972 Inventory of Registered
' e W R Nurses. B
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in~in‘t'a1 programs of hursing in 1971-724and slight}y more
than 5 percent of nursing graduates. $1 - |

: The adm1551on of men as well as mlnorltles to. schools
of nursrng was surveyed in 1972. The ‘data revealed a 81gn1f1—
cant change in the proportion of men recruited into nursing

for the first time since 1969.

o

Despite an increase in the -

percentage of employed male Registered Nurses from 1.1 percent

in 1966 to 1.4 percent in 1969, the nursing population is
still overwhelmingly female.

In 1971-1972, the }argest concentration of Black and
Spanlsh-speaxlng nursing students was in practical nursing
programs (PN) Fifty-eight percent more Spanish-speaking
students and 50'percent more Black students were in these as
opposed to RN programs. éﬁe largest,concentration of American~
Indian and Orientai students was’in the baccalaureaﬁe programs.

If nur51ng school admissions of 1971-72 are a accurate

indicator, then there are 51gn1f1cant regional dlfferences

in the availability of minority nurses. Figure 14 shows the
spercentage of minorities entering nursing schools in 1971-72
in the six states of special‘interest to this study. The -

table shows that Blacks constltuted 16 2 percent of entering

/

"mstudentstln RN programs 1n MlSSlSSlppl, but only 7.5 percent

of RN program adm1551ons in Ohio. Span;sh—speaklng-persons~

it

‘make up 5 4 percent of admissions to RN programs in Callfornla,

8 4 ‘\

61

173
o

Voo
x\_
N i :“ >
= 5
! g
: Ty
i
Q
i
i
) Ry
Fd : "
.
e
| e
S
o
S
t-;
2
D
Dwll .
: Lig e
Seye
‘),v»‘
k=]
B

\

o

¥ : .
. Q S
% n
; 5] : S
i P
g i
» o
§ ‘
* ~
. &
i
4 O 2 o
el a i3 L
B (=]
& :
e W
iy
4 P
o &
& T
e 3 )
P -
A
CA *
/ .
”
£ =3
PR
S W
il B . N
o
i T h
6k
8 o i i : :
w d :
T
. i
e
o R 5
o 4 : G o
B o ; L Lo Yoal ;mﬁ P
s . aant .
. ¥ Ve f"w :
o o Lo o
. ;
y

PR




2

oy
. .
3 Al
o By
W

......

=

»
;
&
N
-
£
5
bl :
R -
: .

g
#
4
5

29

SRS BT ¥

. TABLE 14

.‘PERCENT MINORITIES ADMITTED TO SCHOOLS OF NURSING

IN RELATION TO TOTAL ENROLLMENT, 1971-72!

RN__

PN

TOTAL

California
Louisiana
Miéhigan
Mississippi
New Jersey

Ohio

8.9
9.8
8.8
16.2
14.1
7.5

Spanish-
Black

Speakin

American
Indian
Oriental

Black

Spanish~
Speaking

American
Indian
Oriental

Black

Speaking

Spanish- |

American
Indian
Oriental

5.4
0.1
0.5
0.4
1.4

0.2

0.2
0.6
0.6
0.5

0.1

15.4
31.1
13.8
26.1
16.7

9.1

9.7
0.7

0.7
0.2
0.2

1.5

3.3
0.5
0.8
0.2
0.2

1.5

11.8
20.1
10.7
20.4
15.0

8.1

7.3
0.3
0.6
0.3
1.8

0.3

2.7

0.4
0.5

: ' : ' SN
Source: Walter Johnson, op cit. p.47., °
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1;4 percent in New Jérsey;‘and less than one percent in the -
other four states, %nlgegeral, the :egionai différences
shbwn'in the table can be‘explained by the size of the épé-‘
cific ethnic minoritylpopulation.‘

| More than 93,000 students were enrolled in schools of
nursing in 1971—72.,‘An analysis of the distribution of Black
students in nursing in comparison to the base population is
preéénted.in Figure 15. A similar compa;ison for Hispaaic
students was not presented because the data wete\not aVaili
ablé; For each of the six states, the major potential séu-
dent population (i.e., Womep>15—24 years of ége) was broken

down to provide the nﬁmber’of young Black women 15-24 and

their percent of the total 15-24 female population. Then the

percent of Blacks inpRN and PN school admissions was deter-
mined, and the two propbrtions were compared. Figure 15
shows a positive differencé‘fof fhe»peréentage of'Black stu-
dents admitted to RN schools in California (+1.4) and New
'Jeisey (+1.5). Theﬁxgmaining(four stétes (i.e., Louisiaha,
,”j22.6§ Michigan; -3.5; MissisSippi, -23.2; and Ohio, =2.3)
%adknegative differences»k The;hﬁmber'of B1a¢k”students ad-

' . mitted to schools of nursing in California and New Jersey

was thus larger than their proportionfin the population, while

the opposite was true of the other states. Only Mississippi

admitted a dispropOrtionatgly'Smaller number o£ Black studentsw
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* PERCENT OF BLACKS ADMITTED TO RN
1971-72, COMPARED TO THE

n

FIGURE 15

AND PN NURSING IN RELAT
PERCENT OF BLACKS

AGES 15-24 IN 1970 IN SIX STATES

ION TO TOTAL ADMISSIONS
IN FEMALE POPULATION

Blacks ; —— '
in Female RN Schools PN Schools All Schools
Population - Blacks :: Blacks Blacks
Ages 15-24 ‘ B ,
Admitted Difterences | Admitted Diflerences Admitted Differences
California 7.5 8.9 +1.4 15.4 +7.9 11.8 |  +4.3
Louisiana 32.4 9.8 -22.6 3.1 | -13 20,1 § -12.3
Michigan 12.3 8.8 -3.5 13.8 | +1.5 10.7 -1.6
Mississippi 39.4 16.2 | -23.2. 26.1 -13.3 20.4 -19.0
New Jersey 12.6 1.1 | 1.5 16.7 +4.1 15.0 | +2.4
Chio 9.8 7.5 | -2.3 9.1 -0.7. 8.1 -1.7

Source:

Walter L. Johnson, op cit. p.48.
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to PN programs than their proportion in the general popula-

tion. It appears that states with larger proportions of
Blacﬁ populations have greater negative deviations from expec-
t'.at:i.c‘n'xs."2 Nevertheless, on a national basis the proport%on_.
of ethnic minoritie?iedmitted to nursing is roughly equal to
their representation in the general population.

Another supply issue is the type of employment selected
by working nurses. About three-fourths (74‘percent) of all

active RegiStered Nurses.in 1972 were employed by hospitals,

i i i i emplo
nursing homes and related institutions. Hospitals ploy

ot

more'Registered Nurses than any other type of institution;
nursing homes are the second’largest employer of Registered
Nurseé The proportion of RN's employed by hospitals, nursing
homes; and related institutions has increased in recent years;
64 percent of RN's were so employed in 1960, and 72 percent

in 1970.

B. PROJECTED SUPPLY OF MINORITY REGISTERED NURSES

The supply of active full- and part-time Registered

i
i

‘Nurses is expected to increase by»lS percent between 1976 and
31980. In 1970 there were 723,000 active registered nurses;
‘KBy 1980, the pgojected number of active Registered Nurses
'dis expected to have increased t071,099,600, 70 percent of

" “which will be employed on a full-time basis.

65

. are displayed in Figure 17.

Using a bas’c methodology whereby projections are

developed on dlfferent sets of assumptxons concernlng popu-.

latlon growth rates, the Bureau of Health Resources Develop-

ment"?® calculated two sets of figures fOr‘admissions and

graduates in schools of nursing. Projections based on these

alternatlve assumptlons are contalned in Figure 16 The
dlfference between the low and high admissions numbers is

approximately 3,500 for the 1975 =76 academic year. Likewise,

there is a 1,500 difference 1n the anticipated number of

‘graduates for the same academic Year. However, by 1979-80,

the difference between the alternative assumptions for

admissions and graduates becomes much larger.

Projection of the supply of minority RN's requires use

of baseline supply data on minority professional nurses, An.

examlnatlon of the 1970 Census data by state showed Callfornla

hav1ng a larger number of Black and Spanlsh-Speaklng Regls—

tered Nurses than any of the other five states. These data

It should be noted that the

‘American Nurses Association does not cons;der the 1970 Census

(o

- estimates of Reglstered Nurses to be reliable because. a

large number of persons included in the Census count of

Reglstered Nurses were believed not to be Reglstered Nurses.

Consequently, rellable estimates of the number of Black ‘J

.
15

Registered Nurses are not available.

N




FIGURE 16

ADMISSIONS ANDGRADUATES IN SCHOOLS OF NURSING UNDER BASIC AND ALTERNATIVE ASSUMPTIONS'
ACTUAL AND PROJECTED 1970-71 AND 1971-72; PROJECTED 1972-73 THROUGH 1989-90

L9 .
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Aglmissions1 - Graduates!
Basic ' Alternative Assumﬁtions Basic Alternative AssumptiOu#
Academic Year | Methodology : Methodology
| Low High . | ’ Low High2 ‘

1970-71 78,524 78,524 78,524 46,500 46,500 | 46,500
1971-72 93,344 93,344 93,344 51,304 51,304 51,304
1972-73 103,100 103,100 97,428 56,929 54,452 56,929
1973-74 104,loo 104,100 101,388 61,951 59,186 | 60,476
1974-75 105,200 105,200 105, 504 .66,864 63,895 64,916
1975-76 106,200 106,200 109,764 70,077 66,348 67,789
1976-77 106,300 197,300 113,484 70,671 | 66,813 70,344
1977-78 108,400 108,400 | 116,520 71,293 67,320 72,819
1978-79 109,400 109,400 119,160 71,909 ﬁ”j”es,sls‘ 76,104
| 1979-80 110,500 110,500 | 121,500 ) 72,518 ~ 69,453 78,156

!Tncludes baccalaureate, diploma, and associate degree programs in 50 States and District of Columbia.
2pdmissions in the "high" series are related to total college enrollments. The numbers of admissions
and graduates are not always the highest projections for a given yeary

Source: 1971-71, 1971-72; National League for Nursing, State-Approved Schools of Nursing~R,N.‘
1973. New York, The League, 1973. Also 1972 edition.
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FIGURE 17

. . i ’y}l
BLACK AND SPANISH-SPEAKING REGISTERED NURSES IN STATES: 1970

A

Louisiana

Michigan

Ohio

- Source:

California

| Mississippi

New Jersey

SPANISH

Male

Female

1970 Census of General ?opulatioﬂ.
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' Reglstered Nurses was to develop estlmates of Black RN's

The alterna‘lve to using the 1970 Census count of Black:

expected to graduate from schools of nur51ng. The Bureau of e RN
‘Eealth Resources““ estimated that five percent of RN gradu~ : el (K%j
‘ates natlonally are Black.; To estlmate the ‘available néhher |
of Black RN 5 from which correctional 1nst1tutlons could re-

cruit, five Percent of the projected number of graduates for o

each yYear between 1974-75 and 1979-80 were assumed to be . kﬁ \ .
‘BlaCk. Calculatidns for both "high" and "low" projections E}
are presented in Figure 18. | | | o {///

~According to the eStimates derived from che low calcula-
tions, an eight percent increase is expected in the number
of Black RN's graduating between 1974-75 to 1979-80. A 16
percent increase is expected using the calculations derived
from the high projections over the same time period.

The total number of emp;oyed Black RN's as presented

in Figure 18 is rellable only-if an underlylng assumption
is accurate. These calculatlons (i. e., total employed Black _
‘RN's) are based on the assumption that 1n 1974-75 Blacks . \\
comprised at ‘least flve percent of the estlmated 857 000 )
employed RN's. 'If this assumptlon is accurate, then the pro-
jections are accurate. With this con51derat10n in mind, the -

I8

low progectlons indicate the total number of Black By's is

ja}

expected to increase from 43,000 1n 1974 75 to 4‘,330 in

‘ fo ELa
' o : e
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P ) It
. i
i e bt




- b i ek 2 i . )
: : . 5 | | . )
’ » () g » i T
: ) 1 o
N [) . ) R sy, T . “‘ e sy ,&( ” m@m&m‘* m«w»ﬁwaﬁjmkﬁwﬁﬁ T
ag .g - . Q - e @ L o ‘ 9. .. ._. - A ien, @ e ss e
5 T = - N i
| ‘ }! FIGURE 18
o 0 g 2“: :} s
V = : o . " o ( i : i am ’ I @
° : ' v ) ESTIMATES OF THE NUMBER OF BLACK REGISTERED NURSING GRADUATES 1974-80 . S
o . ‘ i !\ : N
4] " :) v, Z ¢ ‘- {‘(
) & v ‘ !; Total Number Estimated Total Number A l ’
- o ‘ : ‘ of Employed Number of -of Employed o _ s o -
( & a o S TR Black RN's Black Graduates | Total Graduates’ Black RN's Black Graduates .| Total Graduates | '
o : £ = fv Low Projections‘ Low Projections2 Low Projections High Projections High Projections High'Projections‘
: o \ So e T 197@-75 ,, 42,850 3,195°3 63,895 42,850 64,916 3,246
. %! : S o ‘ : ‘ . e : ¢ . : -
. T - " o 1975-76 44,198" 3,319 66,348 44,268 . 67,789 3,389 : ! _ . .
- - G TN 1976-77 45,506 3,341 66,813 = 145,749 70,344 3,517
T el 1977-18 46,779 3,366 67,320 47,286 72,819 3,641
R F - « . : N
R o . 1978-79 48,068 3,441 68,818 £ 48,916 +76,104 3,805\ e
: ' . B | . | 1979-80C ) 49,330 3,473 69,453 50,547 - .78,156. 3,908 e H:. Q'g,
i ’ | ob )> 5 . . ) R % , . =
: - { . . . . ‘. y v n‘ )
" ’ lAmericati Nurses' Association estimated 857 ,000 active nurses in 1974-75.. The number 42,850 is 5 percent of that 4 ’ .
AR O L estimate. : ' : ‘ e e :
P; B : ' W ‘zLow and high projection explained in narrative. . B
< ) ' : . c’It was asoumed that the percentage of RN graduates who are Black would remain at the estimated 1971-74 proportion . = °
AR N Y% of 5 percent through 19"9 80. ' ‘
e o ‘k - “The U. S. Department of Labor (1970) estimate of the annual death and retirement rates for registered nurses of 4.6 = " - 'L;
A ‘ o <)percent: of the total number of employed nurSes was used as a replacement rate. " e S C,w
o 3 RN ”
M - .‘ » 8 [
Ed /l—:: o 3 -
o e “, U & E * . = Qﬁ‘ ” ) . 3 L
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'1970-86;f70n theyother hand, theahigh projections indicate

thousand at the beglnnlng of the next decade. If other

to base pro;ectlons are largely lacklng for these groups -
(Al .

then the increase will be somewhat larger.““~

It will be easier for correctlons to recruit mlnorlty

nurses. than minority phy icians or dentists.

o

o )

il

P}

71

the number of Black RN's w111 have 1ncreased by an addltlonal

mlnorlty RN's are con51dered — although supply data on whlch

B

o

v remaln throughout the next decade.

?;of the number of mlnorlty lawyers in:

,1awyers.

‘A, CURRENT SUPPLY

: 5
In general, there is not a shortage of lawyers. However,
there is a tremendous shortage of lawyers who are members of

the varlous mlnorlty groups. S The ‘shortage is likely to'

Current reliable estlmates .

each of the ‘major mlnorlty

Ao
groups (1 €., Black, Mexlcap-Amerlcan, Puerto Rlcan, Amerlcan

75

Indlan, Asian American, othér Hlspano groups) do not exxst
The absence of rellable estlmates, however, does not

reduce the severlfy of the shortage or need for mlnorlty

Correctlons,_for example, has a need for minority

lawyers to represent minority cllent/offenders 1n the correc-

tional process. Mlnorrty lawyers are needed to:

- ® Represent minority’ clients in the correctrona
process with respect: to civil legal problems.

e Represent convicted offenders in judlclal
sentenclng and probatlon revocation proceedlngs.

-
®

Formulate policy to guide and control adminis-
trative procedures which the law permits correc- .
tional agenc1es to exercise over offende:r:s."6 ¥

The American Bar Association’ reported there were 425, 039

,lawyers‘in the U.s. in 1976. of these, approx1mate1y 1 3

percent (5, 614) were believed to be Black. Tollett““ es-

Ytlmated there were 2, 000 Black lawyers in Amerlca in 1960“

N

9 '




E and‘4 200 in 1970 The Natlonal Bar Association* estimates
there were 4, 500 Black lawyers 1m 1974, excluding the 1 114
Black law students who received J D. or LL.B degrees in 1974-75,

B. PROJECTED SUPPLY OF BLACK AND OTHER MINORITY LAWYERS

The .need for mlnorlty lawyers can be met only by efforts )

’of the organized bar and law schools to provide legal educa-
/

tion opportunltles to members of mlnorlty groups. There are

some 1nd1catlons that Amerrcanwlaw schools have taken steps to

{

1ncrease the number of mlnorlt& law students.

/

The total enrollment in Jaw schools has more than doubled

in this decade, with two-thlrds of the increase occurrlng after

1969.4° However, law school énrollment 1ncreases have slowed

appreciably since 1973 An average yearly enrollment 1ncrease

of 14.2 percent occurred from 1970-72, but the enrollment

1ncreased by only 4. 3 percent between 1973 and 1974.
i :
The proportlon of minorities in the law student populatlon

has increased 197 percent since 1969~ ~70 as is shown by the : .

following tabulatlons= - ) s P
Total Minority
iYear Enrollment

Pexcent of
Total Enrollment

1975-76 8,703

1.4
1974-75 18,333 7.5
1973-74 7,601 : 7.1
1972-73 6,730 6.6
1971-72 5,728 3 5.9
1969-70 2,933 4.2

The academic year 1970~71 was not included in
‘the Section on Legal Education and Admissions
to the Bar of the American Bar Association
1975 Qurve o T

_gpersonal Communicatidn, March 1976. -
| | 73
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‘minority enrollment has substantially slowed since 1973.

-had increased to 3.9 percent.

increased to l 357.»

’

The foregoing data show, however, that the increase in

The availability of mlnorlty lawyers for possrble recrult-
ment 1nto Porrectlons is dependent prrmarlly on the number of

mlnorlty law students graduatlng from American law schools.’

If large numbers of students are graduated, the possibility

of corrections obtalnlng the needed legal services is enhanced.

‘Flgure 19 presents enrollment data on mlnprlty students en-

rolled in law schools approved by the Amerlcan Bar Association
for the 1975- ~76 academlc year.. s e 'h@- ':r
Since- 1969 -70, the number of Black law students has in~-
creased each year, but thelr proportlon of total mlnorlty
student populatlon has decreased as the number of other mlnorlty
law students has 1ncreased In 1269~ 70, Blacks were 73 percent
of the minority student population, for ‘each succeedrng academic
year the proportlons were 68 percent, 66 percentx,60 percent,
arg 59 percent, respectively. : 'i . R e
Blacks were 3. l percent of all students enrolled 1n k N
Amerlcan law schools in 1969 70 In 1971- 12, the,proportlon
31nce then thelr proportlon has
remained at about $Q5 Percent. R . | . -
... The, number of Mexrcan-Amerrcan students enrolled in ~ r -

approved law schools has more than trlpled durlng the last f1