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PREFACE 

In"the last quarter of 1974, the Institute for Urban 

Affairs and Research of Howard University was awarded a grant 

for the purpose of identifying and examining factors which 

attract and retain minority:emp1oyees in the correctional caro-
I 
Ii 

ponent of the criminali justice system. The study concentrated 

on minorities in the following groups: current and former 

correctional employees, inmates, and professional occupations 

with an investment in corrections. 

Minorities were chosen as the study's focus of concern 
f 

because of their over-representation in the inmate population 

and under-representation in the employee population. Many 
" 

theoreticians believe the racial imbalance between inmates and 

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

etc. render inmate rehabilitation highly probabilistic. 1\ 

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

and retention of minority correctional employees, examines the 

() policies and practices of six state-operated"prisons as t~ey 
related ,to the recruitment, 'screening, selection, prom,otion 

;nd retention of minorities. The second report looks at the 

p'rojected number of 'minorities expected to be ~n certain cor­

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

zes Il,linori.ty employees' attitudes and perceptions as a means 
Q 

for designing and implementing recruitment and retention 

stra tEHli es. 
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I. STUDY PURPOSE AND METHODOLOGY 

This 3tudy-7" part,of a larger study of minority employ­

ment and recruitment in selected state correctional systems __ 

was desJ;gned to examine the personnel policies and practices 

of these selec~ed state correctional systems as they relate to 

the recruitment, screening, selection, promotion, and retention 

of minorities. Specifically, 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 correctional instituti.,ons, in­

cluding an analysis of present conditions and projections into 

the future.. Purposive sampling for the survey resulted in the .. 
sel:ection of seven correctional facilities l~cated in California, 

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

~tteml,'t was made to includ.!" each of the fOUrl\Census regions to 

make the sample representative if not provide\ generalizability. 

This study I s sample consisted of the DirE~ctor of l?ersonnel 
".- ',\' 

for the State Department of Corrections in each of the six 

1 -
... __ II11tl1I1QC_¢¢---_.'_----'--·.·---::;,~- ": <~---... -.:-:...~~~.---

\ \.. ~ " f .... \t> ,t .,. 

• 
I 

(j 

states in which the prevj~6~slY mer~tioned correctional facilities 
.~, j .f' I: 

are located. A mail\q6estionnair~! was~~ed to request informa-
"~If Iii! 

11 / 

tion concerning Per.sonnel policietS and practices affectin~ 
I 

_ minor i ties, wi t;h focus on recrui ~!ment, screening, and .selection 
'l' 

of correctional ;bfficers, as well" as retention rates and per­

sonnel e,Ja,luation and promotion policies. The questic::mnaire was 
, ;/ 

modeled afte:r the one developed by Eisenberg, Kent and Wall in 

potice PersOnnel Practices in State and Local Governments. 1 

/f/(A clrpy of: .,the questionnaire is included in the Appendix.) Com­

~/:/ Plet~lrd questi~mnaires' were received from the Personnel Directors 
.. y 

,,,/ in fc)Ur stat~s: California, Michiga, Mississippi and Ohio. 
}// 

/ ,/ 
I" 

" 

o 'J 

I 

, ~" 

• 

• 

; n_ ... • 

B. Results --
Res ill ts of the survey are presented in the followi:ng sec­

tions, which contain findings and implications related to: 

• • • • 

Level of Black Employment, 
Recrui tment , ,-, 
Scre~~ing and Selection, 
Retention and Advancement. 

In addition, conclusions and recommendations based on 

survey findings are presented. 

C. 'Limitations 

The d,ata presente'd in .this report are 'in one sense incom­

plete. Time-series employment data -- needed for evaluating 

the progress made by correction~l system affirmative action 

efforts, as well as for determining the need for particular 

1'---( ------------\_) 
lEisenberg, TerrYiXent, Deborah~ni and Will, Charles R.i 

Police Personnel Practices in State and Local Government. 
Washington, D.C. The police Foundation, 197.3. 

2 

l. ~) ... 
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o 

kinds of affirmative action programs and emphases -- were 

largely unavailable. Althou~h responding Personnel Directors 

.. ,reportedly spent an average of 8.5 hours in preparing their re-:' 

-sponses to the surv~y questionnaires, specific statistics on 
' # 

past and present minority recruitment, screening, emJ?loyment, 
# 0 

retentc~on, and promotion experi4nces were largely unavaflable.* 

This.lack of data constrai~s not only this ~tudy but also the 

efforts of correctional systems to improve minority employment 

levels by making difficult or impossible a realistic assessment 

oof the existing situation. 

Because of data limitations" the minority employment sta-
., 0 

tistics presented in this'report are, for Black employees only; 

information was not obtained concerning other minority groups. 

I' 

*Only one state, Mississippi, indicated the existence~,~ a regu-, 
lar report of th,iskind of information. \' 
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II. THE CURRENT LEVEL OF BLACK EMPLOYMENT 

The National Advisory Commission on,. Criminal Justice Stan-
,,'J' 

da'rds and Goals called for concerted action to increase the,. 

level of minority employment in corrections. 

In addition, the Commission propo~ed other standards re-
./ 

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

For example, one group of standards" address issues related to 

the development of policies and::procedures pertaining to the 

rights of individuals under the supervision of corrections to 

. have access to the courts." A second -s~t of stand~rdsfocuS On' 

- " the conditions of correctional facilities and identifies the 
II 

prisoner' s rights to freedom from personalll"abuse 
, )i 

,I 

criminatory treatment. A third set of standards 

and non7dis-
. ' ;) 

apply·· to dis-

cretionary power which correctional· institutions .,have over the :( 
'::-.' 

offender. And, yet another set of standaZ:'ds center on the 
~t . 

offender' s first amendment rights of,,, freedom of speech and 

association. 
, ~ 

The last set of standards loiok at the issue of 

equitable sentencing practices. 

Table 1 shows the number and percent .of Bl,ack employees 
, 

within the four selected state c,orrectiona:l~ystems in 1974. 

The pe~centage of Black correctibnal. personne;l r~nged from 8.6 
0. ., 

'-~ 

percent in Ohio ,to 29.0 percent in Mississ;~~i. It should be 

stressed that information was not:. obtained about the employment 

levels of Black personnel; thus it is not possible to ,,9iscuss 

the relative ~alary rates /;Of Black and white employees or the 

. p. 

o 

I~ 
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BLACK EMPLOYMENT 

Black Males 

Number 

Pe;rcent of 
Total Employees 

Black Females 

Number 

Percent of 
Total Employees 

~ Blacks 

Number 

. Percent of 
Total Employees 

r!~ 

" 

Table 1 

Present Level of Black Employment in 
Selected State Corr~ctional Systems, 1974 

" STATE 

California Michigan Ohio 

~{! 

G-

" 

'. 
I 1,3.?6 237 185 

16.8 8.7 5.3 

384 61 117 

4.7 ,.:9 2.2 3.3 
•. 

1,77P 298 302 

21.5 ., 10.,9 8.6 

" -

5 

" 

" I 

'" 

Mississippi 

., 

1 
,(f 

rJ 160 

(. 

'I 

29.0 

9 

.02 

169 

J; 

29.0 

0/ 
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extent to which Blacks "he>ld supervisory or professional posi-
" , 

tions. Nationally, Blacks are about ll}~;~ percent of the Ariierican 

population: they constitute 47 percent of the inmate population. 

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

~'ployees in the correctional system was less than their percen­

tage in the American population. Table 2 compares the percentage 

of Black correctional personnel with the percentage of Black 

residents of the four states, using 1973 population estimates. 

The table shows that in three of the four'states, Blacks are 

underrepresented in corrections as compared with their popUlation 

in the state; only in California is this not the case. .l~oreover, 
.' 

in none of the four states is the percent of Black correctional 

employees as high as the percent of Black inmates. 

The underrepresentation of Blacks as correctional employe,es 

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

• Lack of support for th~ Standards and Goals or 
other affirmative action efforts and equal em­
ployment opportunity goals at some or all levels 
of the correctional systems; 

• Lack of effective affirmative action programs and 
personnel policies and practices to improv~ em­
ployment and retention of minorities; 

• Present eff~cts of past discrimination which con­
tinue to complicate efforts to achieve equal em­
ployment opportunity; 

• 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 discourage minority employment and reten­

tion in the selected state correctional systems are described and 

assessed in the following sections. 

-6 
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Table 2 

o,.~'~'-~-\\m. parisQn of percen.t of B1ac!! GQrrec. tiona1 ' EmP.loyees 
\ and Percent of Blacks in State~Opq1atiOns ,,' 

PERCENT 
o 

... ~ 

• H 

Percent of Black 
Correctional Employees 

Percent of Blacks 
in State* 

STATE 
o 

21.5 10.9 

7.5 13.7 

1\ c".;:. 

*1973 population estimate, U.S. c"Bureau of the Census. 

o 
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8.6 

9.4 

G 

29.0 

36.0 
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o 

:'\ .If correetional systems hope, to attract qualifie<l minori-
-~: ':) 

. t.ies, they must make a special effort to overcome th~' present 
~ /) ~ 

effectrof past discrimination through active recruitment pro-

grams. What are ~hese present effects of pas,t discriminatory 

practices? They include a lack of role ,models for'minor{t::fes 

among correctional employees; minorities are likely to have few 
( 

family members, friends, or neighbors who work in corrections ~ " 

:-~~"-=::- ~Tnerefore-,~few~m-in~;itY~~ir-~~p~~~~;"~~~=lik~1.;'~~~- hear of job 
~ 0 . ": 0 ~ _ 

o 

openings by word:-of-moutl?-. or other informal recruitment methods. 

Moreover, because employment in corrections has not be~n readily 

accessible to minorities1n the 'past, minority job seekers are 

lik~ly(lto ignore c~~rectional job opportunities unless special 

efforts are undertaken not only to announce available positions 

but also ,to stress affirmative action goals.;.' 
(I '; :;{:;'j" 

"Both public and private employees conc;::erned'with attracting 

minority job applicants have been discovering in recent years 
c 

that successful recruitmept efforts must be directed towards 
fJ .~'\ ,. • 

lI!~nority audiences" not just the general community. As indi-;\ 

cated in Table 3, the recruitment practices reported by three 

state correctional systems focus on general audiences, and lack 
(\ 

emphasis on reaching minorities specifically. However, the three 

states do have some special riecruitment practices designed to 

reach minorities. Table 4 indicates these specicl'.L efforts, 
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Table 3 

General Recruitment Practices 

PRACTICES 

1. Continuous announcements of exams 

2. Period between exams less than 
4 weeks~l 

17 
3. Want,?ds in local newspapers 

.---:::::.: 
4. ':S-;ecial posters in public place$ 

5. Spot announcements on radio or TV 

6. Asking ref~rrals from public .... 
employment services 

7. Asking referrals from labor/ 
union organizations 

8. Asking referrals from political 
organizations 

9. Asking referrals from policy 
employees 

10. Asking referrals from community 
organizations 

11. Recruiting at schools or other 
educational institutions 

12. Recruiting at Army separation 
Center 

13. Using Operation Police Manpower 
Transition Programs 

~4. Using mobile vans or'similar 
devices 

15. Other 

Califomia 

Yes 

Yes 

Yes 

Yes 

Yes 

Yes 

No 

No 

No 

Yes 

Yes 

" 
Yes 

No 

No 
';, 

No 

Michigan 
~ 

Yes 

No 

Yes 

No 

No 

No 

No 

No 

" 

No 

Yes 

Yes 
'd 

, 

No'> 
"" 

No 

No 

No 
'l 

Ohio Mississippi 

Yes ~'.' 

f 

Yes 
" 

Yes 

Yes· -- , 

Yes 

Yes 

Yes 

Yes 

" 

No 'f 

" 
Yes 

Yes 

Yes 

No 
" 

No ""'''", I'!> 
,~. 

No 
t; 

*Mississippi did not respond to this question becau'se it was not doing any recruit­
ment; the' State reported a large number of applications were on file. 
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Special Minority Recruitment Practices 

Califomia Michigan Ohio fJ~ississippi* 
;':'}?i( . .;..' 

I) 

Special integrated recruiting ») 
teams. Yes Yes Yes 

" 

" 

trips to schools/ 
, 

Special 
colleges with large minority 

• 

\ 
enrollments' Yes Yes Yes -, -

Visits to. community centers Yes Yes Yes 
'.'-- .. 

II 
Us,e of graduates of operation \i 

!1 
Police Manpower Transition " il 
Program , No No_:~ No [I 

II 

o 

Use of storefront centers in '-
inner cities No No No 

~I 
Advertisements in community- " 

oriented news ~edia Yes No Yes 
il 

Information officers after Ii, 

hours and on weekends for c pre-examination counseli~g 
and training Yes No Yes 

0 0 

Using different selection 
, 

, 

, procequres/standards No Yes** No 
\, 

/, , ~f 

* No recruitment being don,e at pres~nt. 
k . .' 

** "Late exams" 

,i .i/ 

'/,' 

~:. • "0"· - " '~ . 
. .;'''':",;:. 
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which include, in all three states, special integrated recruit­

ing teams, trips to schools with large minority enrollmen~s, and 

visits to community centers in minority communities. TWo states, 

California and Ohio, also advertise for personnel in community­

oriented news media, and make informationbfficers available in 

the evenings and on weekends for counseling and pre-examination 

training in test-taking strategies. This can help minority 

applicants qualify for co;rrectional jobs and also provide them 
\~ 0 

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

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

scribed times. 

None of the states surveyed repo~ted minority recrui±ment 

\),\::approaches such as the use of storefront centers or mobile vans, 
"'\. . 

'" or use of the graduates of th~ Operation Police Manpower Transi-

tion Program in recruiting. 

.The states surveyed generally have? not been successful in 

recruiting enough minority applicants to meet affirmative action 

goals. The lack of success is probably due partly to inadequate 

. minori ty recruitment efforts. For e~¥lple, the systems might 

f 1 ', t' t t ,. r , 1 ' t 'f th be more 
r,. 

• 

• (} 

,I , ' '~'. 

.f',". 

success u 1n a rac 1ng ~1nor1ty app 1can s 1 ey: 

Involved neighborhood leaders and more community 
o~ganizations in theix:; re'czl):'ui tment effprts, ' 

" ",,\\, 
. ': ~ ) 

Directed their short-·term} i:;ecrui tment efforts at 
groups over 21: since the three' states which are 
carrying out recruitment have a minimum ag,e 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 corrections, 

11 -
~. w. __ ~_, ~ c. ___ ~._4".H ... 

" 

(I 

,,. 

o 

,~: 

• 

• 

~ '" d Strengthened and expanded special or1entat10n an 
test-simulation and preparation activities, since 
minoritIes and others from low-income backgrounds 
tend to be relatively ineffective test-takers, " , o 

Provided special orientation and training to re­
cruiters, to make them sensitive to ~inority con­
cerns and familiarize them with approaches which 
othe~ agencies have found t,o be efficient in 
reaching minorities. 

It is likely that factors other than recruitment efforts 

also affect the success of these efforts. FO~ ermP1e: bec~use) 
minorities did not until recently have access to l?1ost )obs1n 

.\0 

1\ "d d corrections, corre.,ctional careers were not serious:l\Y conS1 ere 
'I 

by mostyol,lng minority group members: While corred,onal sys-

tems may now welcome minorities, the present effectS\\\f, past 

discrimination may include: \ 
'\ 

~~ • A lack of widespread awareness of the range of 
job opportuni t.ies in corrections: 

\\ 
g 

1/ 

• A continuing belief that minorities face discrir-
inatiort in correctional employment; I! 

• (/ Personnel "practices (inv,olving, scr:~~ing ~,,; promo~ 
tion, etc.) which may affect m1nor1t1esunfavoraq~y. 

\ 

In/~":addition, recruit~ent efforts -- like retention rat,~s --
\. 

~ ~ 

may be, negatively affected'\py various job environment factors. 
'\\ 

f~~~r example, the fol16~ihg f~~tors may discourage qualified 
'\~ 

. ot.-, 'c:,'11111.2 1 c !"-

minority group members from se~~ing jObs oin corrections:o 
, \ . 

/', 

/1 

.. The location of correctional institutions, often 
far from major urban areas ,and even from me~i,um­
~ized cities II 

• Low entry-level salaries; 

• Perceived constraints to advancement; 

o 12 
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• Lo~g worki~g hours; 

• Limited training or advancement opportunities ini; 
many o,ccupa tions ; II 

• ~I 

• The highly structured, often "militaristic" natu;Fe 
of correctional institutions. 

The entry-level salaries for correctional officers in the 

four state systems surveyed are shown in Table 5. Monthly ~a1a­

ries~range from $611.20 in Ohio to $911.00 in Ca1i~rnia. These 
I, ":"(';1 ... 1;"" • .1:.1""\\ __ 

low salaries can be expected'to discourage many potential app1i-
~, 

cants if other, better-paying job~l are available to them. 

To the extent that. minorities are aware of actual working 

conditions and promotion opportunities, negative ~actors may 
.... 

discourage them from applying for jobs in corrections. Such 

factors are likely to have a partic\llar1y signific?lnt effect on 
(j) 

retention, however, and additional factors are identified in that 

section of the report. 

.r 

1'3 
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Table 5 

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

STATE 
~\ 

\\1 

CalifoI'pia 

[ : 

Michigan 

Ohio 

Mississippi 

" 

1" 
J ' 

''I, 

II 
1{1 

II' " 

/I' 

: 

I' 

" 

SALARY 

", 

Monthly Annual 

~:.;-~ , 
':'''1 

$911.00 $10,932.00 

$809.10 $ 9~709.20 

$611.20 $ 7,334.40, 

0 

" 

$643.00 $ 7,716.00 

" 

I, 
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IV. SCREENING AND SELECTION 
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IV. SCREENING AND SELECTION 

<? 

Like most public ~gencies, t9.-e .state correctional systems 

surveyed, have de~el~ped a complex s~t of screen~ng procedures 

which~re designed to make ~he ~mployee selection process ~s 
nearly objective as poss'lble. !'Moreover, t,hese procedures are 

o 
.: I~\ '\ 

,s'YPposed to be uniformly applied. Unfortunately, m~ny of these 

'procedures as applied serve, to diSCrifrinate against minority 

applicants. The subsections below describe the various screen-

ing practices of the four state correFt-ional systems and ~pecify 
.. ~ 

those which limit minor,ity access to jobs in corrections •. The 
" 

specific requirements studied are those stated for entry-level 

posi tions as correctional officers. 0 I, . 

A,. General Educational Requirements """ 

Three of the states surveyed have general educational 
,. 

requirem~nts for applicants for .correctional officer job~;. Ohio 

requires only an eighth grade educa.tion.. Applicants in Michigan, 

California, and Mississippi are required to have completed high 

school/GED. In addition, applicants are required to be inter­

viewed by a board composed of members of "the institution. 

While low-level educational requirement~, are not likely , 
" 

'0 to be a maj or exclusionary factor 1 general educational requir.e-
I.i?") 

ments have been Iheld discrim.l~atory in some court cases because 

is no demonstrated r~ationshiP between a given ~o~nt of' there 

formal education and successful job performance. On the other ,\\ . . 

hand, specified achievement levels, such as a given reading 
(I 
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comprehension level or ability to write sufficiently well to 

prepar~~~equired reports, can be appropriate requirements when 
--....; 

they are job-related. 

B. Written Tests 

Three of the four states surveyed (all but Michigan) re-
<~ 

, quire correctional officer applicants to take a l'1ri tten test 

prepared by the State Personnel Board or Department. If these 

tests have been shown to be related to job performance -- if 

they have been "validated" for correctional'officers -- then 

they are acceptable scree,~ing procedures. However, it appears 

that the skills and other characteristics of a "succeisful" 
" 

correctional officer. hav~" never been ~dentified with precision I 

and it is therefore unlikely that success on the test corre­

lates',highly with success on the job. 

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

clude minori~ies from many kinds of jobs, for several rea~ons: 

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

• Minorities may face psychological barriers to 
~uccessful test-taking because of a history 
of discrimination and inferior social and economic 
status; 

.~ , 

• Many tests contain (i'eliberate or unconscious cul­
tural biases which cause lower average scores for' 
minorities. 

In addition, tests can be used to deliberately exclude, (U" 

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

minorities take the tests under uncomfortable or other unfavorable 

16 -
.01;- () 

'. 
•• 

'~' 

,j' 

'condi tions, or by not scheduling the test at times convenient " 

for minority applicants. 

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

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

." 

tion~l system needs to undertake job task analysis, identify job-. . 
" 

related knowledges and skills, develop tests to measure these' 

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

performance of individu~ls who scored high on the tests and 

indi vi;fIuals who scored low. Validated tests of this kind can 
c. 

be considerably more help~ul as a screening tool than educa-

tional'requirements or s~andardized achievement tests. As the 
(" 

National Advisory Commission on Criminal Justice Standards and 

Goals has noted, 

" ••• Many persons with less th?n a college educa­
tion can be of special use in corrections, since 
they understand the problems of offenders, who are 
likewise 'without higher education. ,,2 

C., c Oral Tests and Interviews 

Oral tests or, formal interviews for" entry levelcorrec-

tiona custodial personnel are required by all'four of the states 
! 

surveyed. These oral'tests suffer from the same problems as 
• 

written tests in terms~of their lack of ~ demonstrated relation-

ship t,$> job performance. They also tend to be highly subj ecti ve 

and can readily be manipulated by the interviewer. While it 

'I , 

,2National Advisory Commission on Criminal Justice Standards 
. and Goals, Correct! ons" Report, p. 472. 

t 
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may seem reasonable to infer a relationship between an appli­

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

in social"intEiraction 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 determini~g job success 

has not been established. Moreover, the interview is an arti­

ficial situation, and generally does not even attempt to simulate 

the actual working environment. Actual employee performance 

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

ability to successfully carry out the responsibilities of the 

job. 

D. Consideration of Applicants with Criminal Record 

The National Advisory Commi~pion qn Criminal Justice Stan-

,pards and Goals has predidt~d" that: 

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

Ex-offenders have a knowledge of/':'corrections which may make 

them particularly yaluable correctional employees. However, a 

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

v~ce limitation upon the hiring of convicted felons or even 

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

states.now distinguish between arrests and convictions: as Table 

6 shows, of the four states surveyed, only Mississippi automati­

~ally disqualifies applicants with arrest records but not 

'I~ I 

' . 

. 
' lit.'. 

o. 

"_ .I 

~ ! 

'. 

i""}.' 
SNational Advisory 'Commission on Criminal Justice Standards 

and Goals, Ope cit., p. .• 478. 
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Table 6 

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

California Michigan 9h:f:o 

Trafficl:Violations 
~Convictions -Yes Yes Yes 

Arrest record for 
misdemeanors Yes Yes Yes 

Arrest record. for felony Yes Yes Yes 

Conviction record for ,. --
" 

misdemeanor Yes Yes No 

Conviction record for 
felony No Yes " . No 

:::,-1 

, 

o 

Mississippi 

( 

Yes 
~ --., ?fJ 

Yes 

No. 

No 

No 
., 

*Yes indicates th,at' a person with .such a record is accepted as a job applicant. 
No indicates that a person with such a record is not accepted as a job applicant. 
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convictions. Two states, Mississippi and Ohio, disqualify appli­

.cants with m~sdemeanor convictions, and three of the four states 

(all but Michigan) disqualify persons with felony convictions. 

Thu~/telony ex-offenders cannot seek corrections jobs in 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 IIsuspicion" 

arrest~s. Fifty to 90 percent of the male residents of urban 

slums;; have an arrest record, If and the likelihood of having l;>een 

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

over 18. 5 

« 
I Even in states where a distinction is made between arrests 

and convictions, arrest records may discourage minqrities from 

applying for jobs in corrections. An effective program for ~i­

nority recruitment, which includes a clear statement of state 

policy regarding the hiring of indivi,duals with arrest or con-. 

viction records on job announcements are application forms, can 

help overcome this problem. 

Changes in or exceptions to these regulations will be re-. 

. quired if co:t:'rectional agencies are to carry out the recommen-

dations of the 'Joint Comri\i~sion on Correctional Manpower and 

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

SIbid., p. 44. 
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Training qy taking "immediate and affirmative action to recruit 

and employ qualified ex-offenders in correctional roles." 6 The 0 

'Joint Commission also indicated that: 

"The fear of failure should not 'work as a discrim,­
inatory ~actor against the hiring of ex-offenders .• 
In fact, the opposite is true., If meaningful job 
opportunities are to be made available to ex-offen-
ders, the system~s desire for success must be tem-
pered by tolerance of a certain number of failures. n7 

Training programs are an ~mportant pa~t of any program to 

employ ex-offenders, since they help maximize chances for success.,(."J 

Correctional administrators and the public must be willing t~ 

accept the risks in ordeJt: to reap the benefits of utilizing ex­

offender personnel in corrections jobs. The ability to recruit 

actively from the ex-offender population helps a state demon­

strate the success of rehabilitation, and also serves as an 

example to other agencies which might provide job opportunities 

to ex-offenders. Thus current regulations -- usually state civil 
<;! 

service requirements -- which l~.mit or prevent the hiring of ex­

offenders by correctional age~{'ies need reconsi~deration and 

revision • 
• E'. Background Investigations 

None of the four states surveyed requires either polygraph 

tests or local personal references of correctional job applicants. 

6Joint Commission on Correctional Manpower and Training, 
Ope eit., Standard 14.4, p. 43. 

7Ibid. 
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However, three of the states -..: all except California r~-

I'., 

h k ri I' ts Deta1"ls of the inves-quire "background c ec s on app 1can • 

tigative process were not requested. 

F. Physical and Health Requirements 

All four states require medical examinations for correc­

tional job applicants. Some observers believe that disqualifica­

tiop for hypertension is discriminatory, since a disproportion­

ate number of Blacks suffer from high blood pressure. A~l four 

states disqualify applicants for hypertension. 

Physical requirements, for correctional job applicants vary. 

California and Ohio have .~ five-foot-eight inch minimum height 

requirement for male applicants, 'and r'lississippi has a five­

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

but Mississippi) have weight and visual acuity requirements. 
"il 

Such physical requirements could tend to discriminate 

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

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

to exclude them. Such physical requirements should be" elim­

inated unless a thorough review shows they have a specific 

r~lationship to job success. 

G. Other Requirements 

As determined by a supplementary questionnaire submitted 

to personnel specialists in the four s~ate systems, a variety 

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

are used by the various states in the screening process~ For 

1t 
, 22/, -
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example, altho~gh community of residence is in no case a 

screeni~g factor, Ohio hires only residents of the Stat~. 

Mississippi requires U.S. citizenship. Table 7 summarizes 

. non work-related eli.gibil.ity requirements. 

Every state identifies candidates by race on its appli-

" cation forms and records race on personal folders. Such race 

identification is in violation of federal civil r~ghts legisla­

tion unless it is used for affirmative action and EEO reporting 

purposes. 
(~1.) 

Non work-r~lated requirements by definition do not relate 

to projectedl;'j ob success. ". Thus they should 'be carefully" re- ," 

viewed for possible disc;iminatory" effect -- and, in m~ny cases, 

eliminated. The rationale behind each such requirement needs 

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

ment is to be maintained. 

H. di Selection Preferences 

,.,' ,In the hiring of employees, the states surveyed identified 

the;, following areas of preference in selection: 

• 
r,. 

• 

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

Three of th~,four states surveyed -- all but 
Michigan -- use someprefere~ce,approac~ such as 
"exceptional appointme~t~"to h~re app11cants. 
who have special or cr1t1cal sk1lls such as b1-' 
linqual competence. 
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Table 7 

Non Work Related Eligibility Requi'rements 

" 
...... 

California Michigan Ohio 
i~) 

Race Identification Yes Yes Yes ,. 

Voter Registration No No No 

U.S. Citizenship ~- -- -- (, 

State of Residence ~~- -- Yes 

• f 

, 
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Mississippi 

Yes 

No 
" 

Yes 

--

o 

';, 
'\~, 
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• In the correctional institutions surveyed, lateral '" 
entry, i.e., transfers from other merit system po­
sitions throughout the state bureaucracy,isre­
stricted. There are requirements of no .prior ex­
perience in corrections 'for entry from outside the 
correcticrmal system • Although information covering 
this issue is incomplete, the available data' suggests, 
that lateral transfers are used by state workers 
as career building devices. Mississippi, for exam­
pie, ·-repor·ts that more than seventy percent of itts 
lateral transfers were promotions. Lateral entry Y 

can tend to perpetuate discrimination, however, if 
the state has few minority employees. 

Selection Procedures 

All four of the surveyed states use specific selection 

prot;:edures which are designed to make theJ;>rocess "objective." 

Table 8 summarizes some of the devices used for ranking job 

applicants; once the ineligible ~nd clearly unqualified have 
\" 

been eliminated,. The validity -- and the potential for discrim­

ination -- of each of these devices has already beell discussed. 

The eff!ect'of these approaches often is a "subjective" selection 

process, open either to conscious subversion by" anc interviewer 

or reviewer of applications or "to unconscious discriminatory­

effect because the p,;,ocedures tend to exclude or eliminate 

minorities disproportionately. 

. State agencies may take a variety of "actions to pre",·ent 
, 

the selection process from unfairly r'ducing the chances for 

minority hiring. Selection boards can take the place of indi­

viduals, with minority representation on such boards. Inter­

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

mati ve action plans may be ~eveloped, and EEO goals stressed in" 
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DEVICE 

i)" 

Written Tests 

Oral Interview/Exam 

Veterans ~reference 

Table 8 

Devices Useq in Ranking Candidates 
in Prepa~~tion for Selection 

STATE 

California Michigan 

Yes No 
" 

Yes Yes* 
'. 

Yes 
I' 

No 
~.'. 

" 
lj' 

Completed Job Application Form No No 

t5 points, 10 p,.nts if 'disabled. 

""-' 
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Ohio 

Yes 

Yes 

Yes 

Yes 

Mississippi 

No 

Yes 

Yes 

No 
o 

.; 

., 

o 

o 

{) 
0,,: 

/"1 

o 

'f?/,!;.r,;,Q-' '1: 0 '" U' . 

., 

:,. 

/. if, 

staff meeti~gs and special traini~g sessions . Perhaps ~~ 
, 

single most useful tool for identifyi~g minority recruitment 
1'(, 

and selection problems -- so that appropriate remedies may be 

sJ(,ght -- is the keeping Of'" time-series records whiCh' describe ' fI , 

9Pplicants by race and s~x. These records should ~how recruit-
I, 

\1 II 

'l~ng contacts and applica~;lts, permitting consideration of test 

~cores, rankings, number hired, reasons for non-selection, etc. 
\\ 

~hus they can be used to pinpoint the causes C?f weaknesses or 

failure in minority ~)fecruitment and hiring efforts. 

o 

i:t 
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v. EMPLOYEE RETENTION AND ADVANCE~mNT 
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v. EftlPLOYEERETENTION' AND'. ADVANCEMENT 

Recruitment and selection policies and procedures help 

determine who becomes a correctional system employee. Policies 
.;/ 

regarding probationary periods, evaluations, training, and 
, 

advancement opportunities -- Cas well, aS~general working condi-
(I /,' -:> f 

',i n 

tions -- help determine which employee$, remain within correc-
l.,) I) 

,tional systems and advanpe to 'positions of authority. T,he 
'1 . "" 

t,\ 

subsections below pr~serit turnover and retentJon rates for the 

iC:S~r "state c'orrectional systems surveyed and examine state 
:i • . n (~ 

\";: 

policies arid experiences ::regarding probation, employee evalua,-", 

tion, and promotion~ 

A. C Emplo~ee Turnover and Retention 
o 

Table 9 shows rates of correctional officer turnover for .," 

.--;;' ::'l) 

the four state correctiona:L systems. ,,~urnover ,~,S very high "" in 
::/ 'j 

all ,four-systems, ranging from 24 perc~nt in Ohio to 34 percent 

in California. The turnover rate for other categories of em­

ployiilent, "particular;;Ly professionalca!-egories, may be mucp 
~r ~ 

lower, but these figures indicate major, employ~e;;~,ten1:.ion 
" C') '.' ;'\ f.' 

p,roblems re~~rding correctionalo~ficers in all f~ti~ states. 
,I. 

~ ~ ~ 

The turnover rates;,ln Tab 
1.:1 ?Jt;;, ,~ 

req,ucti,C)ll:"in-force procedures" 

\' 

"ge~~rally do not reflect 

shown by the percentage dif-
') ,,'-' , ;., 

" 
ferentials ill),~that table. .. n ............ " case, m6re co:r-re'ctional \\ 

J 

Q! " 

year than left employm~nt. 
~ 0 

Q 

to this extremely .. h:i,.gh tUrnov:~r? 
i~): q \\ 

. 0 

What factorsoc 

IJ 

o 0 
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Table 9 

Employee Turnover in Selected State 
Correctional Institutions, 1974* 

'. California 

,', 

Number of full-time empl()~ees:: 315 

Number leaving employment 106 

Number hired 144 

Percent leaving 34% 

Percentage difference ~~ 

between those leaving 
and those hired** +12% 

(> 

*Turnover shown is for correctional officers. 
, ,. 

Michigan 

1,037 

137 
.-

152 

13% 

+.02% 

Ohio.. Mississippi 

331 534 
-:-:\ 

78 286 

86 378 
<1 

24% 54% 

+.02% +17% 

**Positive differential indicates more employees: hitedthan leavi~g •.. 

~- , \' 11_ 
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Low pa~.~, already mentioned as ~ n~,g~tbTe;. recrui tment factor, is 

one p:rob~ble cause. Persons ma&~):J;';ke" j6bS as correctional offi- .. 
,- :!t;H 

qers because no bet'ter-paying p6~i tion is avai'lable, then leave 

as so~>n as a h~gher';;'salary job become.s available. 

Working conditions may alsQ contribute to tur{lover~ other 

parts of this research effort have suggested their importance 

Inrecruitment and retention of not only correctional officers o 
but professional employees. Other important factors include 

0'\ 

reasonable hours and workloads, fringe benefits, in-service 

training and ~du9ational ~pportunities, and rec~gnition for 

900d performance. In adq~tion, advancement opportunities are 

"likely to ,affect turnover -- for minorities as well as other 
:',1 

employees. 

As the Joint commissidn on Correctional Manpower and 

Training indicated; .0 

~ 0 

"To a grea~ extent the ability of corrections to 
.attract and keep competent personnel will depend 
upon the employee's perception of his potelltial 
for self-fulfillment.'~ 8 .. 

Correctional systems'with high turnover among particular 

categories of personnel .... -or employees of particular ~ra¢ial or 
• t 

e~hh.icgroups -- should carefl,1.l1y aS$ess~ job Slots in terms .of 
',"'tjl 

the workingenvil;pnment, materi~l. benefit;~,· at).¢l non-material " 
).f I:') 

benefits which constitute the "potential f(jrself-fulfillment:,~,' 

8Joint Commission on CQrrectional,Manpower arid Training, ,. 
op. cit ... , p. l5~r "';) . ')" ' 0 

'1\ 
1) 
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Cha;tges must often be made in non-monetary f,actors in order to 
w 

increase employee retention. 

B. ProbationalY Pe"riods ' 
'" All four states reported the use of a probationary period 

for new employees, with varyin<] lengths ~f from three to nine 

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

California, nine months; lUchigan, six months; Mississippi, six 

months; and Ohio, three months. 

The states estimate that they lose only two percent or less 

of new employees duri~g the probationary period; 'however, as 

Table 9 showed, correctional officers do have high turnover 

rates., No breakdowns or terminations by race or sex were 
'i J,~ 

available. 

The data suggest that the probationary period is more of 

a formality than a real period for determining whether the em­

ployee can succe~d in the job. It is possible that the testing, 

screening and selection processes used by the correctional sys~ 

tems successfully identify suitable in~umbents for vacant posi­

tions. Alternative,ly, it is possible t~atthe!, determinations 
," 

made by these processe's,are largely irrelevant and that almost 
'" .. , 

anyone who presents him/herself for empl,oyment can perform the 

duties~'If involuntaFY termination rates during the probationary 

'" , h' J' obs involved do not re ... perted are extremely low because t e 

quire extensive ~kills, t~en perhaps the screeni~g and selection 

d used are. unriecessaiily complex and costIli, and should proce ures [tL 
\) 

I"') 
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be simp'lified. On the other hand f perhaps the probationary 

period is not adequately used as a time for eliminati~g pe'r­

sonnel who perform poorly. This situation deserVeS careful re-

view by correctional officers. 

C. Performance Appraisals 

Evaluations of employee performance by supervisors is one 

important basis for job retent'ion and advancement wi thin correc­

tional systems. Table 10 shows possible uses of performance ' 

appraisals by th~ four state correctional systems. As the table 

shows, these personnel assessments not only may help iidetermine 

whether salary increases or promotions are received, but also 
JV 

may affect assignments or help determine transfers. ,In ,all four 

states, negative performance appraisals may be used as a basis 

for reconunending counseling or for employee dismissal. 

,The four states repoli't that their employees are permitted " 

tq see their appraisals and to discuss them with the reviewing 

official. Employees are required tos'ign their evaluations. 

Although standards of performanceare:important, explicit' 
'if' 

and fair standards of performance are not always easy to deVelop. 
, , 1/" " 

~E.J!e~one wl1~ directs the' work of empl:~6yees within.the correc-
~ I' Ii 

tional system uses SOIne frame Ii of refe~encefor;j udging ,whether; 

the work of the employees is =sati"5~:factory. In certain instances, 
. '., -~i '. 

these' standards, a;e big~lyexplic±,t:~ in other" cases', the person 
'. • •. ," , ;1 

~aking the judgenients cannot epunciate clearly the basi's for his 

eval ui.tions • T~e ;'se,oof qUif'~in~s _for j udqi!,q < P,\lOfQ'l:D\.rl,ce and 

";; ,-~",' 'I!"; ~ 

\. 
II '\! 

)') 

,,' 

''''.'. ' 
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Possible Uses of the Personnel Performance Appraisals 
in Selected State Correctional Systems in 1974 

J) 
o 

California Michigan OhiQ Mississippi 
, 

" 

Salary increas'es Yes Yes No Yes" 
.~'. !.:~ 

Promotions No No Yes Yes 

Discipline No No No No 
',' 

Assignment/transfer Yes No No Yes 
1.\ 

Dismissal No Yes Yes Yes 

CoUnseling Yes Yes Yes Yes 
" Other No No • Yes* No 

" 

*Lay-off 

".:3 , 
,::: , 

~. 

I 

, 

~I J 

I fj) 

. ,) 

":.- '0 ,. 

standards should be a matter of record within the correctional 

system, if the system is to, guard ~gainst ,discrimination in 

performance 'appraisals. 

, D. Promotion 

The four st;;ltes surveyed report di versif:i:'ed'procedures 
" designed to make employee promotional policies .fair and objec-

" 
ti ve •. i Table 11 summarizes the standards reportedly used by the 

states' correctional officials for employe,~ promotion. The most-

o~ten used factors for promotion im,ludeoral andwri tten ,I, 
I,' 

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

supervisor~s evaluation of performance in present,position, 

senioritywit\lin a given rank, length of service in the dep.art­

ment, education, and superviaor'~ evaluation of promotion 

potential (~sed by three states). 

,Several of these promotion considerations s~~ve to dis-

courage the promotion of minority per:sonnel. The discriminatory 

effects of ora];:' and written tests were described in the Employee 
" 

Screening and Selection. se'ction of this repor,t. Another, poten"!!' 

ti,al1ydiscriminatory factor :i.e seni~ritY!l 
': \"", 

Seniority asa ,criteria for, promotionbecome.s discrJ.mil}:'a ... tt . ;~;= , . 

I~: 'I, ,1/ : l, 

1;orywhen hiring practi,c~shave been ra,cially "skewed" o1rer ' time. 
'. . .; ':- ,::: u,; <. 11.. ' 

ii'Minor.,i;t,i'es· tend to havebe,en' hireq rece~tiy, so tbey haV'~b' les~ 
. ,.' • ~'",' ,. h 

- :~." . ' >j , '. ' ' " . :,1 , . < : ~ iii '.' ',., . ' 

"se;ni10ritythanempioyees hl;reddur~>!lg the years when min6rities 
, 1/. ";:';_-=;"O':~~,_·'''"·''_ ..... _" 

,,'wereexclude<l"or' discourCl,ged. 
. ,! ": • 

;:.Y 

,'pnlY:"in promotion. but also if a 
.:-, .. ~<:-:-,"",--,-,~\ ... ,~.,:-. ~I":,.;~,,' 'i . • " 

" 

, ·ll~ces'sary • 
'j!~ , 

!\ .. \~L 
,I il 

Seniori~y i$alJlajpr'iss,u;~" not 
".; I: 

'I 

reduc'ti6n in force becol1l,e$ 
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Table 11 

,() 

Promotional Standards for Correctional Offic'ers 
in Selected State Correctional Systems in 1974 

California Michigan Ohio 

Supervisor's evaluation of 
performance in present 
position 

" 
3 3 

Veterans preference 2 
" 

" Seniority within a given 
'. rank 1 3 3 

Written examination " 3 3" 3 

Oral examination 3 3 3 

Lengt~ of service in the 
department 3 3 

Awards or commendations .. 3 

Peer evaluation 'c' 3 (\ 

Education ~ - 1 1 

Supervisor's evaluation 
of promotion potential 3 3 

11l-serviei:!'ttalning 3 ",1,,< < .3 
" " 

'';'( . 
'':'" 

~ 

" 
'-

:, 
0 

1, - Used to meet elig;lbi.,iity requirementforfpromot!on. 
2", ... Used to provideextl'a points 'towarc;lspr,omotion. 
3 Used tQrank employees for promotion. 
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, VI. "CONCLUSIONS AND RECOMMENDATIONS 

A. Conclusions 

The findi~gs of this study -- based on a survey of four 

state correctional systems -- support the conclusion that the 

standards and goals for minority rec~uitment; in state correc-

tional institutions, as specified by the National Advisory 

Conunission on Criminal Justice Standards 'and Goals in Correc­

tions, are not beilJg met. Morepver,the present, recruitment, 
" 

selection, and retention ~olicies of state correctional agencies 

offer little hope of maj9f improvements in the near future. 

Specifically, 

,. 
I" 

• 

• 

• 

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

Employt:'.:!e screening and selection procedures 
now in use tend to perpetuate the present 
effort.s of past discriIQination, rather than 
helpirlg to overcome them • 

Promo.tionprocedures'reflect many of the same 
biaseJs as!:'H:~:r.:eening procedures, and serve to 

" perpf~t'llat~ ··"discriminatory effects •. 

High turnover rates for correctional officers 
'suggest thatcor~ectional employment policies 
and pract~ces' are inad7quat~ not ?n~y fo: 1:h7 , recruitment and retentl.on of quall.fl.ed ml.norl.ty 
personnel, bu't;., also in the rec~sli tment and re­
tention ~,f' qualified wllite personnel. The en­
t~;re sys t~m .' req?ires review and revision. 

\~ 

" '-;:. 
(: 

• Correctional agencies do not keep the. kinds of 
time-series records needed to iden.t.i"fy and=docu­
ment problems in xninoritY,recruitm7nt, emplo~­
.ment retention. and promotion. Wl. thout such 
infd;mation,the specific ;-~J'!)edial action re­
quired is difficult to determine. 
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Oyer all (present·, p~rsonnel pOlicies and pract,{ces 
do notprovlde for·;j'tlie best possible provision. of 
corrrectionalservices and do not permit the full 
u~e 'of the 'potential of minorf:ty personnel to meet 
correctional system 'needs. 

Recormnendat:.ions 

Specific redbnunelldations have been made in previous sec­

tions conderni~g how correctional systems can begin to improve ' 

their (~bili ty to recruit andretairi' qualified minority personnel. 

In general t,erms, affirmative action in correqtions requires a 

strong leadership role by correctional administrat0rs at th,e 

state level -- to assure that policies, practices, and attitude$ 
" are,;,substantially chan~e~, and a workable program developed --

\~;;' 

and at both the state and facility levels -- to see that poli-

:cies and programs are implemented. 

There are three poss;Lble routes to the implementation of 

an effective and consistent affirmative action program in 

corrections. 

. • 

• Use of measures designed to help minorities 
advance within the current framework of correc­
tional agencies hiritlg pdiicies and job struc­
tures~ 

• 

• 

Use of measures designed to help correctional' '<~ \1 

agencies change that existing framewor~~ and 
f:.' 

.' 

us~ of:! measures des.ignedto' help.) various 'areas 
of cor'~ecitional services re-eValuate the ,total 
framework ~of~;-th~irutilization of existing 
minori ty manpower. .; 

,:(-1.,::.- ') 

Based ~~ th~ survey cdnducted ,for, this study, .j.t appears 

that the latter two app:roaches are nece$sC}ryfor lo~g~term pro:, 

gress, wi to. the first approach us~ful only &-as an interim measure. 

IP 
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'Improved personnel policies and practices must be developed, 

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: 

r .. 

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 o~ skills and knowl­
edge acqu.ired through work experiences and on­
the-job training, wherever possible. A "hire 
now, train later" policy is recommended. Above 
all, civil service job ciassifications need to 
be re-examined to remove inflexibilities, recog­
nize the special barriers facing employees from 
minori ty groups ;:. and incorporate paraprofessional 
tasks and structures. 

2. 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 selec,tion; 

3. 

4. 

. (b) eliminate oral tesus 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 ~ork-relatedrequirements 
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. '1'0 establish these, 
career ladders, correctional institutions need to 
conduct fun.ctional task analyses for .alllevels 
of jobs, including those now performed by profes­
sionals, in=or·t1$r to define and restructure jobs, 
identify knowledges and skills needed to perform 
them, and articulate specific qualifications for 
employment,~and promotion. ; 

Correct.ional institutions should use the proDatiol1lt 
aryperiod for ~n-service training. opportunities t4~' 
improve skills ,and ,J§uild ... psychol?gical support sy;'~l­

=tems that will improve retention and increase ~he)9. 
the likelihood lOf promotion. 
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5. A central career couns,elingserv:\ice for potential 
and ,prese;ht minority. :b'orrectional personnel should 
be esta~l!ished. Its, goal should be to help minority 
correctJ.onal personnel de.velop and carry-"out both 
short- and long-ra~ge plans for advancement.: 

6. Skill training for minority corr~ctional personnel, 
both classroom and on-the-job, should be extended. 
Such,training should emphasize "generalist" skills, 
and J.tshould be not only to improve the performance 
of minority personnel in their current jobs but also 
to 'equip them to perform at the next higher level. 

'~.1 

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 ot.her public servants such' 
as firemen and police officers. q 

, 

8. S~ate~ sho';1l~be enc~uraged to establish goals for 
mJ.nofJ.ty hJ.rJ.ng~that would raise the level of minority 
employees to that for minority inmates' of the system. 
These goals should include firm time frames. 

9. Further documentation of the findings of this report 
is needed by replicating the study onJi sample of no 
less than one hundred correction~l institutions. 

These recommended actions constitute the difficuJ.t initial 

steps toward ttle development of workable employment policies 

and procedures which event"llally -- once fully implemented -- can 
0' 

make equal employment opportunity in corrections a reality. 
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This study is being conducted.bY the Howard Univp.~sity 
Institute force. Urban Affairs and Researcq .. urtder a' United 
States Department of Justice Law:"':Epforcefuent Assistance 
~~:l.nistration',grant 7SNl-99-0023 'Recruitment and 
Re.t:ention of Minority (Institutional) Correctional 
Jmp1oyees. Please answe~ all questions comp~etely and 
retq'.tn as sOl)n as'. possible. A self-addres~e,~ prepaid 
envelope is enclosed for y:mr convenience.'", . 
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All lnformat~on will be held in strict c~nfidence • 

. ,·Thank you fo; your ·cooperation. 
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I. IDENTIFICATION 
(Please print or type.) 

t Ii' Name of your state: __ --.;. __________ ...,.. ______________ .... 

Address:, ______________________________________________________ --.;.~---____ ___ 

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

Your name: Your title: 
'---------------------(per?on completing questionnaire) 

Name of your institution:, ___________________ Your phone:. ______________ __ 

Address of your office: __________________________________________________ ~ 

(city/town) (state) (county) li(zi~ code) 

II. mmER OFEHPLOYEES 
(" 

1. What is t~1e to'tal number of authorized correctional* positions in your 
institution as of December, 1974? 

(Include both male and female.) Total II: '-------
,; 2!O 'How many of tltesepositions are currently vacant? 

Number'of positions vacant: '------- Ji 

If 
/i 

, 

i~' 

How 'many employees are presently working within your corJfectioll~~ institu­
tion as of December, 19741 (Please give the exact number for each category 
if possible.) 

/ 

3 .. 

TOTAL EMPLOYEES 
Male' Female 

SWORN EMPLOYEEri 
Male" Femal~ 

Part-1;ime 

Pr,?visional 
or temporary-

• I, 

*Correctional positions are defined as both custody 0 
"officers, but: not inaintenance, secretarial~ civilian 

industry: personnel. 

-:' ..... , & ...... "'. - .. 0, .. _ •• 

II 

. ,. 

---

NONSl~ORN EHPLOYEES 
Male Female 

"---
)) -"'-'---

and treatment 
or 

...~ ..... ""r ...... _ ........ ,~. 

l .: 
. . 

" ." 

f 

\ \ 
\ 

, i) 

J 

II 

4. 

'0 

" 

'.',1 

, V 
DUl."ing the past 12 mont9s, ending December 1974cJ' a) how many St-1orn correctional 
personnel have l'eft your",institution, and b) how many swor.n c.rrectie»nal 
pers.nnel were bired?~ (Include bethlllale and female.) 

.,~ . 

a) Number who left this instit'~tion:.."..... __ _ 
\ 

b) Number who were hired by t1rl:s institutien: _____ _ 
c'i 

I( 
i, 

f i 
5. What·is the monthly starting s~lary for new 'correctional offic;ers in your 

, insti.tution? 

• • 

lfonthly starting salary: $-':',_' ___ _ 

• ,. " 't- .. , ....... ,.. ... ... ~. 

,.I} 

. '.'. 

II), -;. 

" ." 

I,'., 

""' ....... - ................. _.,. T·· .. "" ••• ··_·_~ ..... , ...... ~' .... ' .... .. 
~,. -
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III. 6ivIL SERVICE/MERIT SYSTEM 

6. a) Are sworn correctional personnel in your institution under a civil serv:i.ce 
. merit system? (Check only one. )i,. 

___ ' Yes (all ranks). 

__ ~_ Partly (some ranks). (Please explain.) 

No (Skip tJ;\Q~&stion 6c.) ----
.b) If "yes" or "partly" answered in a), is it the same civil servic.e merit 

system as for mostcother p\lblic employees in your state? 

Yes ----
No --.--

c) If "no" answered in a), please describa the type of syS:tem used. 

'7. a) Are nonsworn'correctional personnel under a civil service merit system? 
(Check only ~ne.) 

, .... 

r:" 

___ Yes (all positions). 

____ Partly (some positions). (Please 'explain. ) __________ _ 

No (Skip' to Question\7c.) ----- ,. ')\ 
b) If "yes" or "partly" answered" ina), is it the same civil ser.r:ice merit sys­

tem as for most othe~public employees in your state? 

____ yes 

• • 
__ --No 

c) tf "no" answered in a), please describe the type of system use.d. 
t) 

o 

."" 

;',\, 

, .. " 

,i 

" 
'Ii 

Q 

.. t 
.,' 

;j 

"0 

/" 

c1 ',. ~.",.~ ,. ~ ... ~ 

1/ ' 

Institution 
Personnel 
Officer 

'~reparing job specifi­
cations and/or position 
descriptions 

'Developing pay 
schedules' 

, Conducting recruitment 
programs 

\ 
Conducting psjlcniatric 
or psychological 
appraisals 

Screen~ng applications 
andlor"applicants for 
eligibility before 
written tests 

Administering and 
scoring written tests 

Determining minimum 
(. acceptable test 

scores 

Deciding appeals to 
Written test sCQres 

D~termining tli,~ 
.iligibility of 
candidates after 
written tests 

Certifying eligible 
candic}ates .for " 
appointment , . 
Conducting oral 
intervieto1S 

Conductingm.ecU,cal 
exams 

Conducting physical 
agility tests 

"Conduc.ting background 
investigations. 

, 

, " 

--

.~ 

Co'i::rections 
Civil Service Department 

Cormnission/ Personnel Office 
Central. '& State(( Civil" 

Personn~l Service 
Dei>attment' Of'£i¢~ , C6mmission 

•• !" .... '.' 

~, -

'Ii 
II 

. ~'! 

~:.. ,---+ 

" 

(I 

.. - ... -~~ .... * .. ,- ,," ..... '. ..' .. , ......... ' ~ , .. ' .... ~ • .. • \-~ •• 'j •• , .... ~ • ..... 

l~~nctioJ 
Not 

Perform'. 

";' 

c 

, 



. '} 

)' 
{, 
,'-, 

.'\, ~" 
", ,K ' 

(, 

~=-~. 
/' 

'. 
" . 

, ' 

IV.,COR~CTIONALPERSONNEL RESPONSIBILITIES AND Fmi'cTIoNS .~. '" 

.9.,'a) 

(i 

Does your correctional institution have a Personnel Officesepa~ate and 
distinct from the central office or ,Civil Service Commission? 

____ yes 

__ ~p " (Skip to Question 10.) 
, . 

b). If "yes~U how many are employed in the Correctional Personnel Office? 

Number of sworn correcti.nal empl~yees: _______ _ 

Number of nonsworn c.rrecti~nal employees: ____ ~----__ __ 

Other (Specify) :, ____________ ....... __________ _ 

10. Listed below are the various personnel functions performed for personnel staff. 
Please "CHECK each function which i,s performed 

. a) 
b) 
c) 
d) 

primarily by the Institution Personnel~Officer • 
by the Corrections Department. 
primarily by the Civil Service Commission/Central Personnel Office. 
by both the Corrections Department Personnel Officebnd State qivil Service 
Commission. ,',' "" 
The function is not performed. e) I I"· ~ 

C~~rections ' 
(Check one in each row) Civil Service Department /' 

Commission/ Perso'nnel P£f~ce ' 

Establishing entrance 
qualification stan­
dards for applicants 

Preparing examination 
announcements 

Constructing written 
~test examinations 

Purchasing selection 
tests 

{Determining related­
ness of examinations 
and other sel~ct'ton 
processes to job 

(~, performance 

Conducting jop or 
tas.k analySis 

Institution 
Personnel 

Officer 
Corrections 
Department 

.. 

Central & State Civil Functi-or 
Personnel Service Not ' 

Office Commission Perform( 

-
-' 

'. ", ' .. 

{ 

0 n 

1/ r 
" 

~ 

o 

o 

o 

,0 

I)' fl. 

" 
':"" ,," 

t . 

Evaluating results of 
background investiga­
.,tions 

Conducting polygraph 
examinations 

Deve1~p'ing promotion 
standat:ds 

'i 

Givingiwritten pro­
. motion:examinations 

Plannitilg and conduc t­
ing training programs 

Operat:Lng the griev­
ance &appeal·sy~tem 

Engagipg incollec­
ti ve b:argaining with 
unions: and/or ernp~oyee 
organ~:zations 

Admin~!stering a !) 

retire,~ent system 
" 

'i 
Adminf'stering an 
emplo~!ee benefit 

Institution " 
Personnel Corr.ections 
Officer Department 

(/ 

systeuil such as group 
hea1tiii, ,group life, etc. 

", 

Corrections ': ,'" 
C~vi1 Service Department' 
Commission/ Personnel Office 

Central & State Civil Functiorf 
Personnel Service l~ot 

Office Commission Perform~ 

" 

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

If you,r correctional personnel office at institution or central office perfo~s 
funcd:ons in ad(lition to the ones included above, please describe them: 

,------,--------------------------------------------------------------------------

For what fUnctions af'eoutside personnel consultants utilized, if any? .. 

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

------------~----~----------------------------------~------------------~,~ ii 
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v. RECRUITMENT AT THE ENTRANCE LEVEL 

. \11. Among toe recruitment practices listed below, please check all the ones used 
by your department for a) male correctional positions and b) female correc­
tional positions. 

(Check all that apply.) 

o 

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 

Using special posters in public places such 
as ~ibraries, buses, etc. 

Placing spot announcements on radio and TV 

Asking for J:'eferr~ls from 'public employment 
services 

Asking ,for referrals from labor/union 
organizations 

Asking for referrals from political 
organizations 

Asking for referrals from police employees 

Asking for referrals from community 
orga'lli.zd tiens 

Recruiting at schools and other educa­
tional organizations 

Recruiting at Army separation centers 

~ Use of the Operation Police ~npower 
Transition Program 

Using mobile 'vans or similar devices 
\) 

Male Sworn 
Positions 

. II 

.... 

,Female Sworn 
Positions 

--

Other (Describe). l-fale: 
.---------------------------------------------

Other (Describe). Female:' 
----------------------------------------------

o 

-
. - .• '. \ ~. ' ........ • :··'1. ..-~ .. :"'~' .t·I~.: •• '":- 1 ~ • :. - ~: •• o .... ~ '* ':.. ." 0 ..... _. ~ ••• " .• ;. .......... 4': ... ~_ ..... . 

. . ., , ................... *"' ....... - ._.;. ·"'1'· t'·._ t· , •• - ... .. 

'1JI_ •• LI .. JiIIII' IIFFiI!III> ." 1IIII11$.ik •.•• ~. ,~.~, I~. _...,. __ - .......... I---~.:~~-~..----:-----:-:-~·-'--.. l-~-~,.~'------....... ---..-

• 

, ') 

0' 

o 

" ,. 

12. 

Il, 

• 

'! 11 

VI. SELECTION REQUIREMENTS AT THE ENTRA.~CE LEVEL 

What is the minimum educati.ona1 requirem~nt for emplo}".nent of a) male correctional 
officer and for b) female correctional officer in your department? (Check only . 
one in each column.) 

No formal educational requiremenFs 
o 

Comp1~tion of 8th grade· 

, Completion of 10th grad~ 

Hig~ school diploma or equivalency, certificate 

High school diploma only 
Cl 

Some college up to one year 

Associate Degree (two years follege) 

Bachelor's Degree (If a sp~cific field, 

specify.) Male:. ________________ ~ ______ __ 
,j,.\, 

Female:, __________________________ ~ 

Graduate Degree (If a specific field', 

specify.) Male:, ____________ _ 

F~male:~----------------~--------

Male Sworn 
Personnel 

o 

, . 

Female S\\iorn 
Personnel 

___ .... ·)1 

;-/-

13." a) What are the physical requirements prior to employmept of 1I1a1e correctional 
personnel? (Check all that apply.) 

1/ .:.-__ Age (Minim1,UD-;.... __ · :,;.;.;':' .faxi~ _____ ) 

____ lIeight (Minimum:;.... .... ,.,.., __ Maximum:;........;;. ___ ) 

___ l07eight (Minimum:..-___ Maximum~0,, __ ..... ) 

___ ' Vision (color) 'C1 • 

". II 

____ Vision (Acuity- Minimum corrected~'_' __ J.linimum uncorrected~ ___ ). 
if .. " 

___ -Ability to swim (Specify), __ ....... ____ --:-__ --+------_ 
Ii 

, ;1 

please attach a desctiiip,don of 
\1 "" 

':.,,;;.) 1: 

Ii 

___ Med:tcal examinatign (If possi~le, 
medical standards.) "", 

the o 

.i " 
____ PhYSical agility (If possibleI:' please attach a descriptHo~ of the 

physical agility standards~) 

o 

,. 
.)1 \If ! '1 1 t....... UL ( 'If.iN 

\ .'.r' 

, 



, 
I 

;11 

C"l '-,-~--- ------~--~ ----- ----;------~~ 

" 

___ Other (Please describe) 
--------------------------------

, b) What are the physical requirements prior tr employment of female correc­
tional personnel? (Check all that apply.) 

,--
'.' Age (Minimum !olaximum ) 

Height (Ydnimum !olaximum ) 

Wei&ht (Minimum Maximum ) 

Vision (cplor) \) 

______ Vision (Acuity - Minimum corrected Minimum uncorrected ) ------- ~-----

___ Ability to swim (Specify) 
--~--~----~------------

~ ____ Medical examination (If possible, please at~ach a description of the 
medical standards.) : 

--____ Physit:al agility (If possible, please atta.ch a description of the 
physical agility standards.) -, 

___ Other (Please d'escribe) ------------------------------
~ \1' 

~fuat are the aptitude and character requirements for employment of a) male 
personnel and for b) f~,male personnel? (Check all that apply.) 

Written test , 

Title or name and publisher of 

test (s)_-:--:-__________ _ 

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

PolY$raph examination 

" Nale Sworn ..' ,Fen:ale Sworn 
Per.sonnel Per sonne!" 

<) 

Clinical interview by psychologist or psychiatrist 
.... 

Oral interview',; ,~ 

Background investigation 

Otl1er (Specify). I-fale; 
'---------------------

Other (Specify). Female: 
-----------------------

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

r,J 

~ 
G 

t;'} 

i::::., 

" 

, 

Q 

:~ 
'l 

0 
a 

" 

0 

C' 

0 

0 /'j' 

, 

" \;1 

15. 
~ w 

What other requirements ,exist- for employment of a) male personnel and for, 
.b) fCII'.ale personnel? <Check all that apply.) 

Male Sworn 
Personnel 

Female Sworn 
P'ersonnel 

. Pre-emploj'ment residence requirements for males 

Local~ ___ State~ ___ Number of months. __ _ 

Pre-employment residence requirements for females 

Local~ ___ Stat(!~ ___ Number of months._~ __ 

Po~t-employment residence r.equirements for males 

Local~', __ State ____ Number of months, __ __ 

Post-employment residence requirements for females 

Local~ ___ Stat'e~ ___ Number of months, __ _ 

Voter registrat~on requi~e~ent 

U. S .. Citizenship 

Driver's license 

Others (Please spec~fy) ______________________ __ 

• 

16. a) Do you~personnel policies, laws, or'regulations provide for veteran's 
preference in initial appointments? 

Yes ----,-
___ No (Skip, to Question 17) 

b) If "yes" is this' preference absolute (i.e., placed at top of list)? 
, D ' c 

i\ 
Yes "', --- , . 

____ NO I"" 

':.." 

1\ 

." , ' 

',I 

tr 

" {:fP 
, 



17. 

t , ' 

18. 

19. 

" 

D~ your personnel policies, ,laws, 
'preference to hpplicants who have 
'bilingualism)? 

::.. 

or regulations all'!w for$ome form pf 
a 'special or critical skill (e. g., 

___ ' ..... \ Yes (Specify), _________________________ ':--

No ---
Please indicate which 
for a) adults and b) 
posit~ons. (Check all 

of the arrest and conviction conditions listed beloto1 
juveniles are acc~ptable for applicants to correctional 
that apply.) 

Adult Juvenile 

Moving traffic violation conviction 

Arrest record for misdemeanor 

Arrest record for felony 

Conviction record for misdemeanor 

Con'lTiction record for felopy 

,,'\1' !) 

a) .Which of the following statements best des~ribes your state's method for 
making selections to entry posit'ions from am~pg qualified candidates fo,r 

b) 

correctional personnel? (Check one only.), \ '. 

The high~st ranking applicant who is available for appointment 
--- must be selected. \ 

Any applicant who is ranked a~ong the top\three of these available 
--- for app01ntILent may be selected (i.e~, rule,gf five). 

"II 

Any applicant in the highest category of a category rating system --- (e.g., best qualified, qualified, etc.) maY,be selected. 

___ Other (Please describe),_'_' _____ ---___ ---____ _ 

Which of the following factors are utilized in ranking qualified candi­
dates for.-entrance elig,ibility? (Check all that apply.) " 

, , 

Written tests .... • a ---
--- Oral interviewlexam 

___ Veteran's preference (No. of points or percentage :, ______ _ 

Disabledo ______ "_i,_" _ 

Nondisabled:.... _______ ) 

.' 

.;,.) . , 

, :" .' U I '1f,~'~ 
.JK1tiJ1bU LdII1&.,ltl!ll!bi""'!I~ "-~-,-.~L_.,, " ...... " ...... ,_ .... _". --,-.. -----,_...", ..... ".'_~~J I IdIIllIIUI •• W;O!:;;; 

~o. 

\ 

'.'1 

a) 

___ Datte of a~plication 

___ Other (Pleasespecify) _____________________________ __ 

Is success~ul comp+etion 6f recruit traiping required prior ~o being 
appointed to your department as a cprrectional officer? 

__ Yes /) 

13. 

• Ii 

No -----
b) Is successful completion of the ·l~robationa.ry period r~quired prior to 

being appointed to your department a "a correctional officer? 

___ Yes 

. No ---
c) , . How long is the probationary period ecruit . of new correctional 

officers? . \ 

d) 

___ No probationary period (Skip ~o Q~~tion 21.) 

___ 6 months 

______ 12 months 

~. \ 
During the past 12 months, as of the end of last mo\th, what was the 
number and percent of recruit officers who did not·su,cessfullycomplete 
their required probationary period? . . 0 

Number of voluntary terminations. ____ _ Percent of total recruits % o~. '----
Number 'of involuntary terminations Percent 'of total recruits % 

". 
Total number of terminations Percent of total recruits % 

o 

II : 
I;, H 

\, 

, 
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VII. LATERAJA ENTRY/TRANSFER 
,'11r 
II )1 

11 \\ 

21. a) Can yOll~ 'department . accept peoplef.rom other correctional departments or 
similar agencies with experi~nce fo~ same rank corr~ctional positions? 

....-__ Yes 

___ No (Skip to Q Question 22.) 
" 

b) If "yes" in a), have you accepted any within the past 12 months? . , 
___ Yes, (total number ) 

___ No (Skip to Question 2?)' 
';'i 

c) If "yes" in b), please indicate the number accepted at each rank listed 
below within the past 12 months. (Inc):'u'de<cpoth :nale and female.) 

d) 

Correctional Officer 

Corpd1~al 

Sergeap,t 
II 

" .II 

\ 
Socia1:Worker 

Counselor 
. '. 

Nurse 

D~n£ist 

Principal 

Librarian 

Other 

..... 

(r, , 

Number Number 
o 

Lieutenant 

Cap,tain 

Major 

Warden 

Psychologist 

Physician 

Teacher 

Chap:i.ain .,. 

(Please specify_) ______________ -: __ , _____ _ 

If "yes" in b)~ what number of these people were accepted under each of 
the following conditions? 

Number 

___ Accepted for ranks equal in responsibility to those ti~ey 'left 
,_\1 ; 

___ Accepted fo~ranks lot-ler:inresponsibility than thosc!!th;y left 
Ii 

___ Accepted for ral1ks greater in responsibility than tho~~e they left 
il 
II 

o ,-
. . 
I 

! 

'I 

\) :1 

\~, ' 

r 
\ 

. , 

I.~ 

,e) If "yes" ~tn b), were these people accepted by meeting qualifications 
equal to those required of members of yourdenartment? 

___ Yes 
II 

___ No (Please spJ~cify how requirements differed.) . 
.. II /i ------.---.:..--.:...-

« 
, ii ' 

22.'!" a) , ~an your departmentil/:,jceptpeople '\lrom' other departments or similar ag'7ncies 
without correctional experience .for correctional positions? 

• .. 

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

b) If 'iy~,s" in a); have you accepted any within the past 12 months? 

..... __ y'es (total ntJ,mber ____ ),' 
• l:i 

___ No (Skip to Ques'tion 23.) 
_, ..... 0 1\ 

c) If "yes" in b), please"indi.cate the number acceptJ\d.at each rank listed 
" below within the past 12 months,. (lnclude'both m~le and female.) 

,(,. .. 

0";) 

.Cerrecti.nal Officer 

Corporal 

Sergeant' 

Lieutenant 

paptain 

'Majo~ 

Warden 

·Chaplain' 

Librarian 

Other 

Number 

--

Social Worker 

CounseJ.or 0.1 

Psychologist, ;. 

Nurse (~ .)' 

Physician 

De!tis~, 

Teacher 

Principal 

" o 

~; 

() " 

T!-

(·l 

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

o (il 

••• ,. • -t •• ' . ..... , ... ~. ''''. ,. .-,.... II.:,. 

" 

(I 

, 
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0, 
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25. 

'. 

i" , , 

d) If .~Iyesi'. in b), what number of these people were accepted (Jlnder each' of' 
the ~ollowing conditions? 

Number . 

______ Accepted for ranks equal in responsibility to th~se they left. 

__ ~ Accepted for ranks iOlc1er .inresponsibility than those they left. 

___ Accepted for ranks greate1.' in respons;bility than those they left. 

e) If It It· b) h . yes 1n , were t ese people accepted by meeting qualifica.tions 
equal to those required of members of your department? 

___ Yes 

______ No. (Please specify how requirements differed.) 
-------------~----c;, 

a) Can your department accept people without prior experience for . positions? ~~rrect~onal 

___ Yes 

___ No (Skip to Question 26.) 

b) If i'yes". in a)'~ have you accepteCl any within the past 12 months? 

. c) 

____ Yes (Total num'!?er. _____ ......,) 

_____ No (Skip to .. Question 26.) 
~ ;..: .. ~ 

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

Cerrection2l Officer 

Corporal. 

Sergeant 

Lieutenant 

Captain 

Ma~or 

Number Number' 

Social worker 

Counselor 

Psychologist 

Nurse 

Physician 

Dentist 

, Yarden Teacher 

~haplain Principal 

Librarian' 

,>::;,. 
;, 

" 

I, ... 

.. 'j) 

•. 

'. 

! I 

17. 

n, 

,25. e) continued ••• 

Number 

Other' 

(Please specify.) ________________ ~ ___________________________ __ 

d) If "y~s~' in b~. what number of these people were accepted under each of the 
f~llowing conditions? 

e) 

Number 

____ Accepted for ranks equal in responsibility to those they left. 

____ Accepted for ranks lower in·responsibil.ity than those they left. 

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

If "yes" in b). were these people accepted by meeting qua1.ifications equal 
to those required of members of your department? 

___ Yes 

---,r' No (Please specify how requirements differed. > ___________ . 

Q. 

\') 

, 

, Ii 
,1 ~.,. ," . ~"" ••• "'i~--.oj-':';---' .... .,--~, ""( -------"..-...-.....,.... ... -...;........, ~~ .~:_------..,.0111!1!11 .... _1Ii. 
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27. 

28. 

.... v. 

If yOt~ indicated in the previous questions (Questions 21 through 24) that your 
department cann~~ accept people from'other departments or similar agencies under 
any or all of the conditions given, then what is (~re) the primary reason(s)? 
(Check'all that apply.) 

~ ____ May not be considered due to legal restrictions. 

______ We have tried it, and it didn't work. 

______ Ne have not found any personnel from other departments or agencies who 
meet our requirements. 

__ ~ __ We have no need to look for personnel from outside our departmen~ to 
fill manpower needs. 

~ ____ It wouldn't work with our present pension system. 

______ Other (Please specify) ____________________ ---------------------------

If legal restrictions are iiidicated in Question 27 t what is the source of these 
restrictions? (Ch~ck all that apply.) 

______ Civil Service Commission orpe~Donnel board regulations 

______ Departmental policy 

____ State law ' 

___ Other (Please specify. ), __________ -...;. __________ _ 

29. If legal restrictions are indicated in Question 27, what is their content? 
(Please ~ite the specific section of the code/charter/law, etc., which forbids 

lr # -, 
hiring from other correctional departments.) 

... 
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30. 

31. 

oS 

" 

What legai restrictions i ~ 
the selection process i ~x st in

l 
your departmeo't concerning various phasen of 

n ,\genera , and what is th ~ " e source of these restrictions? 
SOURCE 

Example: State law 

----------------~----~.~ 

CONTENT 
Example: Sets,minimunage, demands 

u.S. citizenship, prohib.its use 
of oral board, etc. 

lYhat legal restrictions exist in your depart 
promotional process in general, and 1 ment concerning various phases of the 

SOURCE 

Example: Civil Serv.Comm •. 

' . 

····"·U-"'·' . 

wlat is the source of these restrictions? 

.CONTENT 
Example: ~Iinimum of 5 years in grade 

re.quires college credits, etc. ' 

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

...... 
a 

_. 
o 
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32. 

33. 

VIII. PROMOTION : 

Which of thes~ statements best describes your department's promotion program 
as it relates to c6rr.ectional personnel?' (Check only one.) 

___ Th~re is a uniform promotion,prog~am throughout the department. 

___ Each unit within the department has its own prolll'otion program • 
• 

____ The promotion program varies in accordance with rank • 

____ There are no established programs; each action is handle~ on the merits 
of the individual case. 

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

o 

l~ich of the fallowing fac~ors 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.) 

Supervisory evaluat;lon of per.formance 
in present position 

Veteran's preference 

Seniority within a given rank 

Written examination 

Oral examination 

Service requirements (experience) in 
your department " 

-",' 

~ Awards or commendations 

Evaluation by fellow employees 
i) 

To l-feet 
Eligibility " To Receive 

Requirements Extra Points 

Used for 
Rank~ng 
Purposes 

0-" Education (college credits, a$sociate 
degree, or higher) 

Supervisory evaluation of promotion 
potential 

" . 
Xn-service trainin!? 

Ot,ber, ______________ _ 

...... ,. 
t, 

() 

. ~ 

',) 

'! 

34. If your department employs a promotion 'list, how long is it'used'l 
'One.) 

______ No promotion list is used. 

___ Until all emp',oyee.s on the list have been promoted. 

(Check only 

" ' ___ Three months. 

35. 

____ Six month~~ 

____ ~'ODe year. 

_____ Two years. 
.. 

__ (~_ Other (Please specify. ) ________________ ..;.... _______________ ........ --3!-:...-._ 

• (t 

a) '~~Te, ~rire'.' refers t'~ the' p.ermanent status granted t. 'a prom.ted emplovee upen ' 
" ' .I 

b) 

successful c.lIpletion.~f_~ specified pre~ationary pe1;'iod. Dees your correc- \ 
'tional department haye.a ·tenure system for, correctional persenne!? 

___ Yes 

___ No (Skip to Question 36 .. ) 

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

____ Immediately after appointment to the rank. 

____ After ser'~ill~ a satisfactory probationao:y pe~iod of 6 Yilonths. 
C;, 

____ After serving a satisfactory proba-l:iona-ry period of 12 months. 

___ After serving a satisfactory probat:ionary pefiod of 18 months. 

.... . . 

\ \ 

'" ,I 
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It "IX. PERFORHANCE APPRAISAL 

\ 
~). Is there a fo~mal performance appraisal program fo'r correctional personnel? 

(Check one in '\ea.ch column.) 

Recruits 

. Yes 

No 

Correctional 
Officers 

Ranking 
Officers 

(Check ,all ,that 
,b) If "yes," how often is the employee's performanc.e reviewed? 

apply.) ,. 

.. .. 

Ev,ery 6 months 

Annually 

Every 2 years 

Other (Please specify.)., 

Recruits 
Correctional 

Officers 

----

Ranking 
Officers 

c) . Who conducts the performance appraisals? (Check all that apply.) 

"'' Immediate supervisor 

Next highest supervisor 

Fellow employees 

,S,:qpervisory panel 

Other (Please specify.) 

(I 

"'.' " 
, . 

Recruits 

, •... 

Correctional 
Officers 

. '" .. 

'. ' 

-, , . 

. ... 

Ranking 
Officers 

i. 
'I 

.1 

'J ••• IMk' •• ·b, •• ~l1M_I!i'ilI!!iII!J(.8 ••• IIill •• / •• l"'iI!j~"' __ II!iIIII!II~~1/ ' __ "':~ ______ <~" t: 
!1 !dI!IlII!IUII1I! II ! ...... _. '1_., h . , '0 ... ............... _ .... , -_ . ..;,--,._-.... -~"17P' , 

37. a) 

, -
b) 

J 
," 

. " . 
Are all appr~isa1s discussed w' it' h th'" " ' '" e1!llp1oyec? (Check one/in each column.) 

I; 

Yes' 

Rec'ru:f!!ts 
c If' 

ii ' 
II • 
;r 

Corr(!ctiona:1 ;: 
Officers Ii 

II 

No 
:~ 
II 
'\ 
il 

. il employee?" 
1,1 

If "yes" in a); who discusses the tha t apply.) apprB;isa1s with the 

Immediate supervisor 

Next highest supetvis~r 
, . 
C~~recti"n:al pers.nne1 
" .ffi~e staff' ' 

Recruits'" 
Correctional 
.. Officers 

" Ranking 
Officers 

(Check all 

, Ranking 
'Officers' 

~) If "yes" in a), must the appraisal form be i d b slt" that apply.) , s gne ,ythe employee? (Check 

c) 

, . 

o ' 

Recru,its 

Yes 

No 

Correctional 
Officers 

llil1&king 
';Officers 

What are the uses or possible results of the formal " " of your correct).· 1 performance ap'p~al.·sal ona ' personnel? (Check all that a,pply.) .,'" , 

__ ~__ Salary, increase 

______ Promotion 

______ Discipline 

____ AsSignment/Transfer 

___ Dismis,sa1 '\ 
" \ 

Cotinsel~pg \ () II, 
___ Other (Pl'(l~se specify. )--------...;.----'.J\:r-...:.._-_' _i! ._ 

\ \~ 

'" 

\ 
\ 
\. 

\, 

\ 
\ 

'i 

\ 
iI 
'i 

,& , J.k~;~ ~'" _ 

, 
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38. a) 

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

X. APPEALS AND GRIEVl\l~CES 

Are there formal procedures in your department for a correctional employee 
to submit an appeal of a personnel decision? 

___ Yes 

'i:. 
No (Skip to Question 39.) 

--~ 

If "yes," does the employee have the right to: 

Yes No 

Appeal and hearing? 

Have a representative at the hearing 

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

Su\\>ervisor --- \\ 

In~~titution Review .Board 
-.---- Ii ' 

Warden ----
---- Department Review Board 

Civil Servi~e Commission/Central Personnel Agency -----
Governor ----
Other (Please specify), __________ _ 

.. 

". 

, \1, 

) 

',) 

43. 

44. 

45. 

1/ .. XII. FDIALE PERSONNEL 

Are separate entrance lists ma:fntained for female positions? 

Yes ----
No ---... 

a) Are most female personnel used in 
personnel? 

. 
" 

___ Yes (Skip to Question 45.) 

No 

capacity assignments as male 

b) If "no," what are the major duty assignments for female sworn c3rrectional 
persennel? 

a) Are promotion procedures for female perso~nel the same as those for male 
personnel? .... 

___ Yes (Skip to Question 46.) 

____ No 

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

.. 
46. Are separate promotion lists maintained for femal'e persennel? 

--~-
Yes 

f 

__ ---No 
r) . 

. ' -. 
If 

I; ... -
.\ 

. ...... , ............ , 
r...... __ ...... ....;......;.;;..;. __ .;....;..._;... ________ ..:.-______ ,;,.. _______ ~ __ .:.......:.. _________ ==~===~~.....:.~~..!II!.~~II~r~,~1 ~::::::===========-= .. =--~""~--=. -=.-=-~' ~==-~~~='=. '~-=--:':'---~. ~ _____ =_==:=======~. w'",,___ ,,~ 
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D' 

47. a) Does your in'stitution presently employ any sworn female ,~{pcrvisory positions? 

b) 

. • 

---- Yes (tottl number 

___ No (Skip to .Question 48.) 

If "yes" in a), please indicate the number of sworn female per.sonnel 
Q 

in each of the following ranks. I,: 

Number 

Corporal 

S~rgeant 

Lieutenant 

Captain, 
/> 

Major 

. Warden , 
'" 

as a, depal:tment head for: 

Soc:!.:al lVOjFl, 
t, • 

II 
Cotmseling 

Psychology 
• 

Nursing 
}i 

Medical Services 

D'ental ,Services 

Education ... 
Religion 

Library 

Other 

(Please specify.) 
o 

-. , 

.-

\". 

t, 

o 

r) 

: .) 

.. \1 

XIII. MINORITY PERSQNNEL 

48. llow many minority grou~ Dlembers (Blacks, Spanish-Isu~names, 
etc.) ate presently employed in your department/institution? 

Number 

Minority male persennel 

Minority' female personnel 

Other (Specify.) 

Pe~cent of Total 

% (Hale pers ........... . -------' 
__ -----'% (Female persann 

(/ 

J g 

49. ~) Does your, department presently employ any minority pers~nnel oin 
command or superviso~y positions? 

___ Y~s (Total number ____ >, 

___ No (Skip to Question 50.) 

M" 

Indians, 

b) If "yes'::, in a), please "indicate the number of sworn rnj.norit:y perG3nnel 
in each of the following::ranks. (Include both male and femalt=.) 

" ), 

Number Number 

Corporal Social Workers 

Sergeant Counselors 

Lieutenant Psychologist 

Captain NUlses 
~ 

Major Physic:!ans 

. Warden Dentists 

, P;rincipal Teachers 
,,~, .; 

Librarian Chaplains 

Other -
(Please specify.) 

y 
"II 

I." ~ ..... " ....... ' . ", " " .'.o. - ....... t. , .. , .. ' ...... " ;-.......... . • r ........... '" 

:" 

, 
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50. a) Does your jurisdiction ,have any special'programs for recruiting llnd hiring 
disadvantaged ahd/or minority groups for sworn corre~tional positions? 

___ Yes 

----- No . ,', 

b) If "yes." please indic.ate which of the following aTe us.ed. (Check all that 
apply.) 

____ Special recruitment teams (all minority _____ ; int~grated 
all white .. J '. ;., 

______ Special school and/or college trips 

---- Visits to community centers, 'etc., on a regular scheduled basis 

____ Vti1izing graduates of the Operation Po1i~e ~fanpower Transiti,on 
Program 

Operating storefront (or similar) centers within the inner city for 
---information and~or examination purposes 

______ ~lacing oadvert~:sements in minority news media 

____ Keepi,ng information o~fices open after hours and on weekends 

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

" __ Employing different,se1t~ction procedures and/or standflr~s for minori-
ti~s (Please specify.) , 

. ------------.------------~~~;------------------------,~!;';ii-
.,'\ .f· 

I).:·, \1 

------~!~!-------------------~;-~-------------~-----------~ Y'r 
(Please specify.) 

.... .. 

"._. _'0' •••••• . .. ~ .:."". 
" 

. . " . 
n '0 ,,' .' t • 

:, 

\I 

'.' 
, ! 

51. 

, XIU. EHPLOY~ENT l!~ORECAST 
!) 

How many new employees do you anticipate during the period January 1, 1975 
through Dec~m1:ier 31, 1975? 

Replacements ________ _ 

New Positions. ___________ _ 

52.- Are there any new institutions to be bpene,d in the next five years? 

Yee~ ____ _ 

No ___ _ 

If ye,s, lIow many?, _______ _ 

l&ere?, ________ , ____________________________________________________ ___ 

I;' 

How many employees per institution? 

53. A"fe'there anynnew positions approved for·the department/institution? 

Yes. ____ .... ~ 

No· --------
If yes, ~ow many?, ____ _ 

Job Tit1es:, _____________________ ~,------__ --_____________ __ 
" . 

~ ,- -.,;/<-

v----~-------------------------------------------------~~~\-,.---
\\ 

- II . ~~ 

Ha~ there been a cutback on positions within the last eigh.teen months? 

Yes, ___ _ .. 
No ___ _ 

If yes." How many? _____ _ 

• #11' ••• -. 

I). , 

" 

.- C 

, 
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55. 

'0 

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

0" 

30~ 

Are any changes anticipat~d in the minimum entry educational reqtdrcments? 

Yes ,.,'-,..,,----- ,,\... 

NQ __ .....,.. __ 

If yeSj explain:, ____________ ~" ____ ~r_-----------------------------------,i • 

G 

CI , 
"I 

c 

,i) o 
~, . 

/) 
, , 

i' 

D . ' , 
o 

• 
",:) 

\~.' 

() 

o If. 

o 

"/ (, ~:; 

,0 

---:-----~----~--------------;.,.--

56. 

57~ 

58. 

59. 

61 • 

(J) " 

I~ 

" ,;il 

c' 
,U' 1...:' 

i!J I 

XIV. TRAINING 

Is ther~ a d~partmental tr~ining program? 

Yes _____ _ How lo.ng? ________________ ~--
l.) 

No ____ __ 

Are there trainin'g officers in each institution? 

Yes--.-,_, __ _ 

~' 

No _,;....._...;... 

Is ~here an educational leave policy? 

(Please attach) 
" 

No -...----- ;,,'. 

If Is there an in-service training policy? 

Yes, ____ _ (Ple~se a'ttach) 

No 
',r -------

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

Yes.' ____ _ 

·No ...... ____ _ 
o 

If yes, please explain. ____ -----------------~----------------

Is there a special senior level training programt 
\I 

Yes,~ ___ _ 
~I 

No __ ---

If ye~, please explain. 

« 

-, 

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

"(: 
I', 
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J j/ 

o 

o 
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Q, 

xv. 

. ' 
(Institution onl)'.) 

62, Inmate popuiation~_ ........ _______ _ (t~tal) 

63. Minority Inmate population 

Blackst ___ , _________ -:-_ 

Spanish Americans~. ________ ~----_--

American Indians~ ________________ __ 

Asian Americans~ ____ (_' __________ 0 ____ .-. 

))'1 

Others~ ______________ ~----------

64. Inmate Racial Climate 

Peaceful~~ ________ ~~ __________ __ 

Hostile: ___________ ~ ____________ __ 

o 

Indifferent~ ________________ -------

•• 65. N~~ber of staff per shift 
lst ___ ~, _______________________ __ 

2nd~ __________________ ~-----

3rd~ _______ ~'~r~ _________ ---

/ 66. Type of institution 

Maximum.Security __________________ __ 

Medium Security __________________ __ 0, J., 

-t· 
Minimum Security, ________ ....... ____ _ 

) 
67. InDia. t~ age ,', 

() , I' 

!\ -,,'I 

,I 
" 

~ \ 
\ ,/ 

,:;:..;.-

) 0 Ii 

over 4l~~ _____ ~----0.- :to lii . G' r, 

';:' , 

,r 
p 

-;" 

,', 

/, 

I ·9 

~ 

,"~. 

32. 

1/ 

II 

.... 

, 

" 

'r 
r 

ff. 
" 

" . (.) 

XVI. POLITICAL CONCE~~S 

(Central Staff Only.) 

68., Has there. beefi a legislative mandate fot;' Affit'mative Ac~ion?\\ 

Yes '----- When?, __ -~ ______ ~----________ ~ ________ __ 

No ----
69. Has there been aQ executive mandate for Affirmative Action? 

, Yes '----- Wh~ll!?~, __ .;...."~..;.;;. ....... ..iI.......;..-------~---------_-
No ___ _ 

70. Has there been a judicial order on ~firmative Action? 

71. 

c . 

Yes When? ,) 
'---------.,-------------.,.--...... --.0;,,-::--

No 

Has there been public agita,.~ion for Aff1;rmative Action? 

Yes Whcn? ________________ ~,': _____________ 'p ________________ ___ 

No 

Will ::Iou please estimate the number -:>f hours required to,complete this ... 
~ ;0 

~uestionnaire :--------------------.;,.".;,..'~if~:-_.:.._ ____ _ 

• Thank you for completing this q,uestionnaire! 
t 
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PREFACE 

" 

In the last quarter of 1974, the Institute for Urban 

Affcairs and Research of Howard University was awarded a 

grant to identify and examine fac~ors which att~act and 

retain minority employees in the correctional component 

of the criminal justice system. The study concentrated 
, 

on minorities in the following groups: current and former 

correctional employees, inmate~:, and pr'ofessional occupa­

tions with an investment in corrections. 

Minorities were chosen as the study's focus pf con-

cern because pf their over-representation in the inmate 

population and under-representation in the employee popula-
" 

tion. Many theoreticians believe the racial imbalance' 

between inmates and staff, and differences in value, life 
, " 

styles, expectation, etc. render inmate rehabilitation 

highly probabilistic" 
II 

This is the seoond of three reports or: the recruiL tment 
" 

Iii 

and retention of minority correctional employees.'':~ The 

first report, Personnel Practices Relative to the Recruit­

ment and Retention of Minority"Correctional Personnel", 

examined the policies a,nd practices of six state-oper~ted 

prisons as they related to the 'recruitment, screening, 

i 

I ~ 

;) 
() 

(> 

,~ 

t 

" 

.' \ 
~' •• a. 

" .. 

selection, promotion and retention of mino~ities. 

report, thjs volume, looked at the prOjected\,nU~ber of minor-
" 

j:t;:ies expected to be in certain corrections-re~cated Qccupal 

t.ions from 1975 to 1980. The third report analyzed minority 

employees,~atti tudes and perceptions as a means for designin~ 
\1 

and implementing recruitment 'and retention strategies. 
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. EXECUTIVE SU.r-1MARY 

A. BACKGROUND 

Minorities constitute approximately 16.8 percent of the 
. ~ 

Unl.ted States population and make up abou1~ 49 percent of the 
. f 

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-
t",' 

tiona1 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, K 

the St,ate Correctional Administrators, and the American Bar 

Associa,tion's Commission on Correctional Facilities have 

urged a variety of recruitment, training, and other efforts 

to incre·~se the numbers of minority correctic:mal employees 

in all j~~b classification. 
il . 

Ariy:ilong-term effort to increase the number of minority 
,'i 

correctibnal personnel requires some information concerning 
(f 

the present and future supply of minorities in occupations 

relating to corrections. This study was designed to provide 

;ii'.:reasonable anS\-ler to the follo\-ring question: 1'1hat will be 

1 

.. 

t; 
the supply of 

II 

I' 
. . 

members from ~975 through 1980 

who could possibly be employed in correctional 

institutions? information concerning 

the supply of members expected to be available 

in specified profess related to corrections. 

The 

mates of the 

/."1 

between 1975 and 

of this report is to provide esti­

of minorities expected to graduate 

instituti.ons of higher learning 

in disciplines hav an investment in corrections. 

following manpowe, groups were considered: 

• 

d Vocational Instructors, 

s, 
sts, 

Specialists, 
Workers, . 

1 Counselors, and 
onal~ Rehabilitation Counselors. 

,\\i " 
consi9}~red : 

) 
~ 

d nonspecialized persons; 

personnel in each 

() 

t supply of minority personnel in 
cupational group (where figures on 

If ........ ~,.i ties were not available, statistics 
Blacks \foie used); '.' 

The 

• rat~ of growth for the occupation; 
o 

2 

Q 

• c • J 



I 

.. ~ 
i 

l 

J 
" II •• _ • 

':';'':: 

') 

) 

',.' \, 
~ ..... " 

... 'II 

, . 

() 

• Thle proj( cted 'new supply of personnel in . 
thf.~' occupatipnal group between, 1975 and 1980 ~ 

, t 

• The projected new supply of minority per­
sonnel in the occupational group between 1975 
and 1980i" 

• 
'Ii 

Whei~'feasible, the projected total supply of 
active personnel in the occupational group 
between 1975 and 1980i 

• The projected total supply of active minority 
p~rsonnel in the occupational group between 

(/p~=,,5'1975 and 1980 where such projections are 
"=~\, feasible. 

'<\:'<''- //,' \\., 

In BOnfe occupational areas, limited data were availablo 

concerning,minority representation in the profession and/or, 

the st,~dent enrollment in institutions providing specialized 
! 

occupatrional training. " Thus the sophist~cation and speci-

ficity of the projections maqe vary by,'iittCcupation. 
,I 

In addi~ion to makIng projections by occupation, the 

study also included consideration of the' overall supply of 

minority personnel within the labor force at present and in " 

,the future. It was established that the minority population, 

particularly the Black population, ,is younger than the white 

pOPu1a:~~r:' and there will be a\\ adequate supply of trainable 

minorf(ty ~ersonnel in the labor (~f'Orce between now and 1980. 
1\ 

Moreo}~er, better educated individuals are more likely to be 
~r 

a P\~rt of the labor force. In addition, Black women with 

aca~emic degrees tend to be in the labor force -- probably " 

-'for economic reasons. Thus provision of specialized trainiug 

3 

.' 1 

I 

I 
;, ~ 

• 
1';, 

) 

, 

.' .1 
I, 
II 

, . \, . 
~'. .. 
" 

" 

will increase the supp1)( of minority perspnnel available for 
(I 

recruitment into correct~ions jobs. 

, This stUd; wa~ pariicUlarlY concerne~,with 
correctional institutiorts: 

the following 

• • • • • • • 

Ohio State Reformatory at r;1ansf;i.eld; 
CalifoJ:'nia Institution for Women at Frontera; 

. California !nstitution for Men at Chino 
Louisiana State Penitentiary at Angola; 
Mississippi State Penitent;ary at Parchman; 
Southern Michigan State Perlitentiary at Jackson; 
New Jersey State Prison ,'·at Trenton. 

These prisons were selected based on geographical loca­

tion, racial compositioh,'reconunendations of the study's 

Advisory Committee, and the institution's willingness to 

participat('.J' in the study. The purpose and scope of the study 

,prohibited inc,1.udinga correctional institu~ion from each 

state. 
\, 

\ 
\ 
\ 

The study co:nsidered unemployment rates iii areas sur­
\ 

round~ng the abov~-named correcti,onal facilities, dat?-:;. con-
~ '~ 

eerning, the number of speci~ilized personnel working in, the 

six states, as well as the number of edUcational inst-itutions 

:prov!ding training in co;rections-felated professions and 

their total andminori ty enro11mel1ts'~ It was found that: 

• The areas around correctional institutions 
generally have relatively high unemployment 
rates, which suggests the availability of 
nonspecialized manpower; 

• There 'were major' regional and state d££ferences 
in the supply of specialized personnel, including 

4 

.. 
;:-c:,,-... 

,,,'I 

~ - I, 
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minority personnel, and in the number and 
student enrollment of institutions providing 
specialized training in corrections-related 
occupations. 

B. FINDINGS AND CONCLUSIONS 

This study of the present and projected supply of mi-

nority personnel in particular corrections-related occupa­

tions generated the 'following major findings and conclusions. 

• MinoJ::i ty groups are preserftly 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 ~nother .93 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

ccrease of only six percent is expected \1 

between 1975 and 1980 in the number of mi­
norities graduating from dental school .• 

There isa tremendous shortage oif lawyers 
who .are members of various mino;!:,i ty groups. 
As::, of 1976, less than two percent (1.3) of 
an estimated 425,039 'la\'lYers in the U. s. 
were,Black. The shortage of Black and other 
minority lawyers is likely to'remain through­
out the next decade.' 

(,1 

Only 2.1 percent of the nation's doctoral 
level psycholo§ists are Black; according to 

5 -

• 

'. <; 

, 
I J 

&1;' 
.. , 

.. 

i 
I 

(,.i 

• 

• • 

. . 

.' \ 
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a.1974' estimate, 
-.e~ght percent of ~~norities conSidered 
awarded in 1973. e Ph.D.'s in psychology 

As of 1975 3 9 
students i~ p~rk~erc~nt of undergraduate 
percent of M~ster,an re~reation, 6.4 
percent of Ph D s c~nd~dates, and 4 6 

• . cand~dat;s were BlaCk. 
Between four and . ' 
are m~n~rity groU;~~~;b~ercent of librarians 
tute only three to f' rs, and they consti­
school enrollment. ~Ve percent of library 

•• As of 1975, in addit' 
Americans, ,onl ~on to 254 Hispanic 
enrolled in th~oi~:i~e~cent of all students 
'. a schools were BlaCk. 

The s~tuation is signif' 
nursing, social work ~cantly better only in " 

" ' and teaching: 
• • While only about f' 

~~hoOI graduates w~~: ~~~c;nt of 1972 nursing 
~on of minorities stud ,c , and the propor­

Nurses varies greatly by~ng ~o be Registered 
now entering nursing. K reg~on, Blacks are 
proportions as their BC 001 in about the same 
population. representation in the 

(I . . 
There has been some decr . ' 

. . 

Schools of social work ~ease ~n enrollment in 
as Of 1973-74, BlaCks w~n recent years, but 
thos~'receiving MSW's ere 15.5 percent of 
rece7v'~ng DS~~' s, and :i 11.3 percent of those 
rece~v~ng undergrad .t 2 • 9 P7rcent of those 

ua e soc~al work d 
c egrees • 

There is a national 0 
.As of 1972, minoriti ver-supply of teachers. 
cent of ill.under ra~s c~nst~tuted 1~.4 per­
program enrollmenfs u;£~ te~cher training 
hI e an over-abundanc~ of ~!re ~s eXpected to 
- east 1980. pachers until at 

The availabilit f' , 
~orrections-rel~t~d m~nor~t¥ grouP members in 
~nto corrections jOb~c~~~:!~on~, fo~ recruitment 
extent on the overall d s 0 a conSiderable 
profession.- emand -for -persons ' 

, ~n that 

6 

t ! 
'0 
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II 
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Where there is an under-supply o! trained specialists 

in a given field, correctional facilities can expect to 

find recruitment of any personnel difficult, and of minority 

group members particularly so. 

• The progress of affirmati~e a~t~on will,hav~ ~ 
major impact upon the ava~lab~l~ty of m~no:~t~es 
with speciali~~d training for recrui~ment ~~to 
correctionsjobs.~ ,. ~ 

Given that minority group members are under-represented 

in most of the occupations studied in this research effort, 

and that under-representation will still exist in 1980, 

public and private emp16yers are likely to be competing for 

a limited number of minorities who are available. As employ­

ment discrimination against minorities is being replaced by 

affirmative action, opportunities for minorities in many 

fields are increasing more rapidly than the supply of trained 

personnel. This will mean that correctional facilities must 

compete for trained personnel with many other employees. 

• Most of the, correctional facilities of par­
ticular interest in this study are in areas 
with relatively high unemployment rates. How­
ever this situation in itself does not ensure 
an adequate supply of speciali~ed per~onnel 
minority or white -- for recru~tment ~nto 
correctional jobs. 

,r! 
While high unemployment rates usually mean a consider-

able supply of non-specializ~d manpower~ the supply of 

specialized personnel in the occupations having particular 

interest in corrections is affected by many factors other 

" ,-, 
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than local unemployment rates, including (1) a tendency 

for specialized personnel to be concentrated in the larger 

" cities and metropolitan areas, (2) occupational variations 

in unemployment rates (some skill shortage occupations 

continue to exist even iri times of overall high unemploy-
, \1, " 

ment), and (3) the: ~lready-ment~rned under-representation 

of minorities in particular occul?ations, and strong compe-
\ ~ 

ti tion for the service. s of those ~acti vely employed: 
,1 ~ 

" ~ ..'; 
• 'There are .;large regional c.~ifferences in the 

number of persons trained ~n particular occu­
pations, and in the supply\of minerities 
trained in these occupation~. 

National statistics,concerning~ersOnnel "supply and 
, ~ . 

demand are of interest where recruitment for sp'ecialized 

personnel is done nationally rather than locally. \'However . , 

some of the correctional facilities of particularintererst 
~f". ,J 

in this study are i~cated in or near small towns, and in 

~tates where there are few schools offering specialized 
.//' 

f' training in the specified occupations. Thus a local supply 

of new graduates may be scarce or non-existent, and the . 
"popularity" of an area as a place to live may affect the 

success of national recruitment efforts. 

• 
,J 

Correctional facilities must compete with 
many ot~er kinds of employers for sp~cialized 
personnel, and may be at a disadvant;age be­
cause relatively few schools provide training/ 
specifically\:relate.d to corrections, and be­
cause job opportunity in corrections may not 
be broadly recognized; 
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• There exi.t -- and. will continue to exist --
in this country. an adequate' supply of minority,,,, 
group members who could be trained for spe­
cialized jobs in correptio~lS. 

RECOMMENDATIONS 

The following recommendations are made based on study 

results: 
. . 

• Efforts should be made to make students in 
specialized occupations more aware of career 
cpportuni ties in corrections, throug'h 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 occupat~ons. 

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

• The most efficient way to assure a pool of, 
specialized minority manpower for corrections­
related agencies is;'.to provide scholarship or 

"fellowship assistance which is. tied to post­
graduation work in c?rrections. 

-.- Educational institutions and professional 
associations should be encouraged to develop 
and maintain valid and reliable data concern- . 
ing minority group representation in specialized 
occupations and in student enrollment in schools 
providing training for such professions. This 
would greatly facilitate making projectiqns 
concerning the future supply and demand for 
such personnel. 
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I. INTRO!)UCTION"- '" )i 

A. THE PROBLEM 

This report focused on the supply of minorities (pro-

fessional and non-professional) who could be recruited as 

corrections employees to assist in accomplishing the mission 

of correctional insti tutrons. The lack of minority gJ;OUp 

members in corrections is believed to ~er,iously impair 

achieving the goals of "rehabili tation and the lowering, of; 

recidivism rates among minority inmates. 

Primary emphasis was placed on the project~d supply of 

minori ty pro.fessionals in corrections-related occupations 

because of the expected over-abundat\ce o~ non-professional'" 
'i 

( '.-' ______ " \i 

minori ties whd' could be recr.ui te::»,(~1l:' such Qccupational 
, ' ~~ 

levels as guards, line supervisors, etc. 

As of January 1, 1976, there,. were 249,716 inmates in 
~. ~.J 

state and federal prisons. 1 A disprop0r-itionately large per-
I.' 'I'". 

J} 'gentage of the inmates (49 percent) are minori tiJ"i;;, but the 

~ .,\\ percentage of minority correctional erAployees (eight' percen't) 
" ,. <t' 

is d'isproportionately small. Blacks represent't.l1e largest 
Co 

~umber of incarcerated minority gro~i~ members, and constitute 
i; 

more than 11 percent of the u.S. pqpulation, but they are 

. conspicuoJlsly absent or under-repr~sented in the top and 

o 
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> middle level administrative and supervisory ranks in correc-

tional personnel. 

Recognizing the importance of minority representation 

in corrections, a number of cornrnit~ees have recommended 

aggressive, intensive recruitment of minority group members 

'for employment in'correctional institutions. In 1970, the 
,_ CJ 

Joint Commission on Correctional Manpo~er Training 2 reported 

a need for greater minority representation in cOfrections 

jobs, and recommended an active recruitment effort. Also 

in 1970, the National Advisory Commission on Criminal Justice 

Standards and Goals 3 stated that correctional agencies shoul? 

take immediate steps to recruit minorities. The State Cor­

rectional Administrators in 1972~ observedth~t an increase 

was needed in minority qorrectional personnel at every level~ 
!i 

In 1974, the American !~ar ASSOci~tion'~ CO~is~ion on Correc-

tional Faci1ities 5 Urgl~d correct1onal 1nst1tut1ons to increase 
I. C 

the numbers of minor! tJ/y employees. 
- I 

In this project, II a survey of 473 employees at seven 

~tate-operated prisons showed that a large majo~~ty of the 
I: '.<_~ I,"' 

respondents felt a very definite need for more minority 

'correctional personnel </:.\.1., guards, line supervisors, war­

(lens, supe:r.intendents, personnel employees, and parole 

officers, ,etc.). 
':.. 

Respondents w'€re of the opinion that hiring i/ 
" 

Ii 

-11 

I " , 

0 

Cl 
(,'r' 

,I' 

,,p ell 

more majority personnel wo~itJ.d not only improve employee­

employee working relationshipso but '~lsc:.Le,mp1oyee-inmate 

relationships.- Moreover", it was felt that an increase 

in the minority work, force to the point where parity was 

reached between st,aff and inmates would greatly facilitate 

the goals of rehabilitation and also lower recidivism rates. 

Perha.ps the overall significance of hiring more minority 

correctional personnel was captured by one of 128 inmates 

who participated in the.:survey. He said, It a minority em­

ployee carries a special, racial message for the minorIty 

inmate -- someone is trying to help you to help yourself." 

~oday, specialized minority manpower in corrections 
9 

remains'in short supply. Although the problem of recruiting 

Black and other minority members into corrections has been 

sligh-ted, it has not been totally ignored. However, neither 
!;.::-

its present or potential d_imensions -- a.lliSl the many issue~, 
r~,' / -

affecting the current and/' future supply of minority manpower 

in "occupations J::'elated to correct:ion~c -- \~-e been fully 

considered and ident-ified. 

Based on the above-mentioned survey findings and the 
.~o 

recommendations qf various committees concerning 

ment of Black and other minority group members 
? ,·.':,11 

of correctional jobs, this .study\was designed to 
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1 , , preliminary ldentification of! the expected supply of m1norJ,.-

ties in professional fields h~Ving an investment in correc­

tions. Specifically, this re~ort was designed to provide "a 

r t th fOll,oiW-lng question: What will be )) reasonable answer 0 e ... 

II" 'bl b' the supply of minority group I~embers who could POSS1 y e 
\1 

recrui ted and employed in c~rl~ectional :~nsti tutions from 

" 

Ii 
1975 through 1980? 

. 
B. PURPOSE AND OBJECTIVES OF THE f 

STUDY 

The purpose of this study was to d,etermine the supply 

of minority group membe~s expected to be available in speci-

related to Corrections from 1975 through ,fied professions 

1980. 

The major objective ~'f this report was to provide esti7" 

mates of the new supply of minorities expected to graduate 

from institutions of highe~l:- learning in disciplines having 
" 

an investment in corrections. While estimates were made 

f the years 1975 through 1980, no effort was primarily or 

made to estimate the supply of minority group members from 

other sources because of the extreme paucity of data. 

The supply estimates specif~? the number of workers ex-

pected to en er . t the professions if past and present trends 

of entry are continued. No" attempt was made to forecast 

future supply-demand conditions. 
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A second objective of the report was to present unem­

ployment rates in counties and/or states surrounding the Q 

following correctional institutions: 

• • • • • • 
it 

Ohio State Reformatory at Mansfield, , 
California Institution for Women at Frontera, 

-California Institbtion for Men at Chin~, 
Louisiana,State Penitentiary at Angola, 
Mississippi State Penitentiary at Parchman, 
Southern Michigan State Peni tentia,ry, and 
New Jersey State Prison. 

These unemployment rates were stu'dled because they provided 

,an indication of the feasibility of recruiting local minority 

group members for correctional jobs. 

C. METHODOLOGICAL ISSUES 

Background -, 
The study of manpower supply, demand, an~ distribution' 

has been "crisis type" research 7~,/ t~at is'~ it has often 

been conducted during and immediately after periods of serious 

national manpower problems. During the, last'quarter century, 

manpower studies have varied with the level of economic, 

political, and/or social activity in response to ~cute . 
,problems. 

Past patterl'ls in manpbwer, research have been complicated 

by two underlying factors: (a} the shift in the economy from 

its ,productiop-orientation to a service-orientation OVer the 

'" last two decades; and (b) the increasing general public aware-

ness of man's ~bflity to change his phys~cal environment • 
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'Study Defi'nitions 'and Scope 

This study focused on the supply 'of minorit~es ,for poten­

tial recruitment for and employment in federal, state and 

local correctional institutions in six specified states. 
'\ How-

ever, ,inferences were made involving the nation as a whole. 

The following operational definitions and descriptions were 

developed for the study: 

• Manpower Groups 

The study was concerned with the expected 
supply of both specialized and non~sp~cia~­
ized correctional manpower. "Spec1a11zed 
manpower for purposes of this study refe;rs 
to the f,ollowing manpower groups: 

· . · . · . 
• • · . 
• • · . 
• • 
• • · . 
• • 

Academic and Vocational Instructors 
Chaplains 
Dentists 
Lawyers 
Librarians 
Nurses 
Physicians 
Psychologists 
Recreation ':Specialists, 
Social Workers 
Vocational Counselors 
Vocational Rehabilitation 

,,\ 

Counseiors. 

"Non-specialize~l" manpower is defi,ned as 
minc)rity group :mernbers who might qualify 
for employment ~tn correction~ but who do 
not currently, hc;~ld a profess10nal 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 . 
specific salary level. It has been categor1-
cally stated that the supply of specialized 

1.5 

" ~ 

.~ 

. . 

1 

.' \. 
~'.. .. 

minority ;roup mernDers for possible employ­
ni'ent in corrections is short and the demand 
is great. 6 Thus widespread minority manpower 
shortages in corrections are assumed to exist. 

• Data 

~anpower data, especially for the "professional 
fields, are collected by discipline or occupa­
tional cate<]ories. 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 Healt.h, Education, and t'lelfare 
(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 determination 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 areas of highest priority 

are: (1) defense and. international affairs; (2) general 
" science, space and tedhnologY1 (3) national resources, 

environment, and energy; (4) ~id to businesses, agriculture 

and communities; 
r., 

(5)human resources, law enforcement, 

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

and general purpose fiscal assistance. As related to minority 

grcwp manpower, the commonality of these areas was more 
\'. :11't/, 

im~brtant than their differences, because: 
< • 'i 

• They draw from the.same general pool of 
minority professionals; 
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data 

• 
• 

They com!ete for the federal dollar; and 

Within a given priority area, there is often 
strong competition for the professional 
(specialized) minority group me~er. 

STUDY METHODOLOGY 

" 

This study used a co~bination of primary and secondary 
I', 

largely secondary, data -- to provide: 

• Information about the present and potential 
utilization of specified categories of spe­
cialized manpower in the corrections field~ 

C~ ) 

• Data concerning the present overall supply 
and demand for personnel in their occupations; 

• Data concerning the present supply of minority 
personnel in corrections-related occupat~ons 

• 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 foltowing 

procedures: , I 

surve~ 
~" 

The state department 'of corrections ii-:t'~t~e six specified 

states were surveyed to collE~ct correctional ~Dower fore­

I:ast >data projected for 1975lthrough 1980. Thest data would 

have> been used to determine the states' demandjor cOrrec~ 
tional personnel. Of t~e seven :arget institl~s, the only 

states responding to the survey were Mississippi ___ .§I:nil Ohio. " 

The manpower forecast data provided bY, the st

JF of Ohio was 

c1imited to FY75 and was ther~fo\,re of lim~ted lalue. The 

'[,i[ ( 
:1 ' fJ 
';1 
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state of MissisSippi. indicated it was impossible to project 

corrections manpower requirements for even a three year 
period. However, data on the number of correctional officers 

" :;" 

,that would be needed for FY77 was p"rovl.' ded. Ai' "ga n, l.t was 
,~c 

of little value in co t t' , ns ruc l.ng a five~year profile of demand 
for correction~ personnel. 

The supply projections made in this study consisted of 

four basic steps. S 1 d 'f' , uPP" Y was e l.ned as the number of per-

sons (Workers) expected ¥6 enter ~n Occupation during a spe-

cific period of time if:past trends continue. The first $tep 
wa~ to determine the current supply (l.' th " • e. , e total number I' 

of emploYed perspns a'nd unemployed persons seeking employment 

in a particular occupation). The current supply ,data served 

as a base for making the projections. 

The second step was to determine the number of persons 
, ' 

expected to enter an occupa0 tl.'on as 1 \\ a" ;esu t of having com-

pleted training. For the purposes of this study, these indi­

,viduals are termed graduates. 

The thil;-d step was to determine the number of persons 

expected, to ente'r an "occ:upat
1
fon from SOUrces other than train­

ing programs. For" example ,~?ther sources might be retired 
' ~ 

pel:sons re-'entering'the labor" for9,e, immigrants, persons," 

entering'from other fields, etc. 
,~ 

The fourth step was t~ determine a repl~cementrate. 

, ' ~ l 18 
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A replacement ra~e is the total numberpf persons leavi~g an 

occupational area because of death, retirement, or transfer. 

After these four steps had been completed, the base current 
I 

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 'of Labor 

Manpower Reports to the President 
Manpower Needs Studies 
Labor Force Projections 
Area Trends in Employment and Unemployment 
Occupational Outlook Bulletins 
Project~Qns on Professional Manpower 

U.S. Dep~~tment of Health, Education and Welfare 

Projections on Educational Statistics 
Degrees Conferred 
School Enrollment 
Actuarial Data 
Health Resources 
Social and Rehabilitation Services 

g.S. Department of commerc~ 

1970 Census,Data on General Characteristics of 
the Population 

Current Population Reports 
County Business Patterns 
County a~d City Data. 

,', 
\1, 

\:'. 

" . 'll~, ~ 

Secondary da.ta from a number of.,~22;9fessional organiza-

tions were used. For ex~mple: 
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American Ba: Association 
American Association of Theological Schools 
American Medical Association 
American Nurses Association 
American Psychological Association 
Americ~n 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 clearly stated. The most 

important of these limi tations ~"~re as follows: 

• In ~any instances, there is incomplete 
or ~nadequate data concerning the number 
of minority personnel within an occupation 0: the number of Blacks. In some occupa­
t~ons,even the total supply estimates are 
of uncertain validity. While the best" 
which can be made;with available informa­
tion, the projections are uncertain when 

• 

• 

:~i.'he data was inadequate. Each chapter of 
'the report describes data sources and makes 

'. any serious data limitations clear to the 
reader. 

Some of the supply data pre-dates this study 
by up to six years which were used to make 
projections of present as well as future 
supJ?lies of personnel in some occupations'. 
It ~s recognized that such projections are 
likely to be less ' accurate than those based 
on more recent data. 

In a few instances, little or no informati,on 
was available on the supply of Black or other 
personnel already working in the occupation 
or their numbers among those enrolled in un~ 
dergraduate or graduate schools pursuing 
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degrees.germaine to selected occu~ations. 
.When such' information was not aval.lable, 
projections were made of the overa1l.suPJ?ly 
rather than the number of Black or ml.norl.ty 
personnel expected~to be available from 1975 
thro~gh 1980. 
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II. ' !.ACTORS AFFECTING THE suppr;'y OF 
, PROFESSION~L MINORITY GROUP MEMBERS 

, POTENTIAL SUPPLY OF ,MINORITY MANPOWER 
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Projections"o'f th'e'Popu1at.ipn arlCil L'ab'ox:" Force 
. /f/-
#' 

:? 
l Employment of specialized workers increased more ,( . . ,,' ;:' ,,'. \\ 

1\ rapidly in th'e 1950's and 1960' s~han an~{(?other occupatiq'ha1 
II ." "\\~~.-.:-'--r_,",= t, 

\9roup. • In the 1970' s there wa.s a turnaroUlld in the job ) 

"market due chiefly to an economic recession, changes in 3\ 

o riational priorities, and a resulting general sl~wdown i~ 
business activity and employment. Gains in,employment o~ 

specialized workers will be heavily influenced by the extfent 

" to which an economic upturn occur~" Studies by the Depart~ 
15 

Ii " , •• " ment of Labor indicate employment of specl.a11.zeq workers as 

a group is expected to increase about tWlce as fast as total 
II '\\ 

employment over the 1970 'is. 9 

Figure 1 shows thaii:. the proj~cted popu1atipn of thee 

Un! ted States as of J~iYl, 1975¥Jl )~J!rJ~9ludin9 1;.he Ar~ed Forces 
, ii., Illjl!fi' .' (! ,IJ '" :'11, \1 _ 

pverseas, was II 213. 5 mii:tr~n lL_ fila !1t~);;~{I~ percenb ~ncrease from 
, gil' 'i' 111'llt! 

the previous year. D. dl~.lrHlrJeh.~~ ~.~O/I" \~:!J. .. ' on estimates andP\Oj.ec-
g, ~R~J' IP" ' lY' .\ 

tions place the U. S !~k.t .}~a'.l. o'~~Ti) ,:' :Elt,~.J)on I~t 223 million by'q.980. 10 . r /I; v' rJ 11:'. I(.!} dlfl ~ 
The total lab9~~!~1f ... J6,}' r. q~ 'of ~&~~.i:~uni ted Sta~~s is expected 

~~O rise by ~early Qp.!$:rcent,durjf,~g the' 1970's, from 85.9 
Y/~r ~ 

million at the begirl'h'ing ·of this decade to 101. 8 mil~ion_ in 
o { 
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FIGURE 1 

PROJECTIONS OF TOTAL POPULATION AND AVERAGE 
ANNUAL PERCENT CHANGE IN TOTAL POPULATION 

HOR SELECTED YEARS, 1975 to 1980 

Annt,lal' <~-:." 

(;:) 

Projections Average Annual 
Year (in thousands) 

1975 

1976 

1977 

1978 

1979 

1980 

Source: 

Percent of Change 

213,450 0.7 

215,074 0.5 

216,814 0.8 

218,678 0.9 

P 
220,663 0.9 

/ ,·222,769 0.9 ~/ 

U.S. Bureau of the Census, Population 
Estimates and.Projections, Series p-25, 
No. 601, October, 1975. 

23 

-

.,\ 

• 0 J .. " 

:~' ," \'l 

'r 

o 

, i} 

1980. For the duration of the curr~ht~decade, the ~opulation 

./ 

of persons expected to participate in °the labor force is 

app~oximat~ly 43 percent, of the total population. 
' ,.' 

The 1970 cerisus data", show 12 percent o~ the U. s. popula­

tion "reported themselves as b,eing of non-European origin .. or 
- :.:= 

descent: 11/ percen·t were Negro and one percent were "other 

r~ces". C In this report, data for the grouping. "other races" 

were used to represent data for Blacks, since Blacks consti-
" 

tute about 92 percent' of aJ.l: persons in that grouping. In 

addition to Blacks, the" grouping includes Ame i,t;ic an 'Indians , 
<', 

Filipinos, Chinese, and Japanese, among others. 
I';:. 

At the be~itlning 'of 1975 the e~timated pOPU1a~,ion for 

Blacks and other races (:iilcluding ~~!d Forces "overseas) was 

~bout 28 million. By 1980, the population for these groups 

is ~xpected to reach the 30 million mark. This represents 

an average annual growth rc;lte of l.9'percent for Blacks and 

"other races". 

Because of its younger structure, the Black population 
t r; 

;1 is projected to grow at a faster rate than the, white popu'la-

~\ tion. The 1975 estimated: Black population was 24.5 million. 

At the begirming, 0/ the "next degaqe this population is" ex-
(l/!J 

pected to be appl):Qximately 2E? million, an increase of 7.4 
\ . 
percen't over the 1975 Black population. The annual average ~ ~ 
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percent of cha~ge is. projected to be l~5 percent. For the 
...:." .' 

remainder of this century, the Black popl~lation is projected 

to be yo~ger than the white population. Figure 2 shows a 

projected increase in the media~ age of the total u.s. popu­

lation. The general population is expected to grm-r older 

(as defined by medi~n.i age) for the remainder 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 yeaX;1 

in 1980. Figure 2 also shows that from 1975 to 1980 the 

median age of the tota1:B1ack population is expected to in:-

crease from 23.4 to 24.4 years. The median age for whites 

i.s 'now 6.1 years higher than that for Blacks; in 1980, the 

difference will be reduced only slightly to 6.0 years. 

.. 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 ~lacks (33 

perqent) is higher than that projected for whites 'Fl percent). 

The difference in growth rates is attributed to the increase 

in the Black," popu1at'ion, especially the.-",under-35 population. 
.. , 

The expected pat terns of Charlge for Black and white workers 

are ba~ica11y the same, according to DOL projections: 
.\1. 
f,- "' 

" "-Workers under 25 will account fora large pro-
. pbrtion of the increase for both, but a larger 

;'proportion f<;>r the Neg~oes. For both~ the most 
spectacu1ar-1ncrease w111 take place 1n the 25-34 

'. olds, where there will be 65 percent more Negro 
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Year 

1975 

1976 

1977 

1978 

1979 

1980 

Source: 

J 

,/ 

o 
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FIGURE 2 

PROJECTIONS OF MEDIAN AGE ,BY RACE AND SEX 
1;\ -/i 

-':"-:--=--~-~ .. :::;.:;> BLACK AND BLACK OTHER RACES WHITE TOTAL Total Male ~emale Total Male Female Total Male PemaIe Total ~ale PrImale 23.4 22.2 24.5 23.7 22.6 24.7 29.5 28.3 20.9 28.8 27.6 29.5 ·23.6 22.4 24.7 23.9 22.8 25.0 29.6 28.4 31. 0 28.9 27.7 30.0 23.8 22.7 24.9 24.1 22.9 25.2 29.9 28.7 31.4 29.1 27.9 30.3 24.0 22.8 25.1 24.3 23.1 25.4 30.1 28.9 31. 5 29.3 28.1 30.5 24.2 23.0 25.4 24.4 23.3 25.6 30.3 29.1 31.6 29.4 28.3 30.7 24.4 23.2 25.6 24.6 23.4 25.8 30.4 29.2 31. 7 29.5 28.4 30.8 

U.S. Bureau of the Census. Population Estimates and Projections of the Population 
of the United Stat~s: 1975 to 2050, Series P-25, No. 601. U.S. Department of 
Commerce. Washington, D. C.: U.S. Government Printing OffiC~\\ 1975. 
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men and women workers i.n these ages than in 
1968, a slightly greater relative increase 
than among'white'workers. For both Negroes 
and whites, the labor' force 35 years old and 
ove'r will show only .a small rate of growth, 
reflecting a combination of slow population 
growth through age 5~ and earlier retirement 

'in ages above that.ll 

The above data indicate that there will not be a short­

~ge of Blacks in the labor force during the next half decade. 

B., PROJECTIONS OF THE GROWTH RATES OF'CORRECTI'ONS-
RELATED DISCIPLINES 

The supply of minor,i ty group members with training in 

profession$ having some .. significance iorcorrections can be 

understood only in the context of a variety of related fac­

tors including: the expected growth rates of specific 

disciplines; levels of minority enrollment in college at 

some previous time; minority educational attainment; the size 

of the civilia;rl"labor force; the total minority population; 

the-age and sex of the minority population; the intellectual 

and socioeconomic attraction of occupations that require 

high levels of training; and the demand for highly trained 
I' • 

Two pr,incipal factors 
. . 12 'minori ty group members in general. 

limit the supply of highly-trained minority group members: 

the fertility rates of the general minority population and 

the processing capacity of the educational system. Subsumed 

under these two factors are other variables such as equal 

educational opportunity, financial aid, family support, 

achievement motivation, etc. 

27 

~/: 

Projected Gl.owth by Occupat.!2!!. 

Figure 3 presents the percentage of growth for selected 

occupational groups for the present decade (1970-1980). These 

occupational groups SUl?ply',~mployers in the corrections field 

with a significant px:oportion of their specialized manpower. 

All the ~roups are expe6ted to grow, with the rate of growth 

ranging from about ten percent (for librarians) to 78 percent 

(for recreational workers). Thus the overall supply of per-

sonnel in corrections-related occupations is expected to 

increase significantly during this decade. 

Earned Degrees 

The U.S. Office of Education used the Taxonomy of In­

structional Programs in Higher Education (TIPHE) to categorize 

earned degrees ~eported to the National Center for Educational 

Statistics and published in Projections of Educational Sta­

tistics to 1983-84. TIPHE categories containing the spe-

,cialized manpower groups listed by the Joint Commission on 

Correcticmal Manpower Training (19"0) as having an investmel1lt 
• Ii in corrections are presented in Figure 4, along with the sp~i-

II 
cia1ized corrections-related occupations included in each 
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FIGURE 3 

PROJECTED PERCENT GROWTH IN SELECTED OCCUPATIONAL GROUPS: 197,0-1980 

Occupational Group: 

All Occupational Groups 

All Professional and 
Technical Occupational 
Groups 

Social Workers 

Recreational Workers 

Psychologists 

'Physicians 

Registered Nurses 

Dentists 

Lawyers 

Public Affairs and 
Services 

Education 

Librarians 

0-20 

20 

3E 

.. 

1 3 ---1 It 

~ 

26 

16 

10 
I--

PERCENT GROWTH* 

20-40 40-60 60-80 80-100 100 or 

". 

, 

_. 
" 

S 8 

I 78 

6 ~ 

ItS 

1t6 

*In most cases, the percentages of growth for each".'occupation 
are independent estimates,1 

c. 

Source: U. S. Office of Education. Manpower and Issues in 
Professions and Higher Education. 197~ Manpower' 
Report for the Presiden,t, U. ,S. Department of I,;qQor, 
1972, p. 112. ;; 
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FIGURE 4 

INDIVIDUAL FIELDS OF STUDY RELATED TO CORRECTIONS ,t,· 

TIPHE JCCMT 

Social Scienc~~:. 
., .. 

\ I. 

Psychology 
Public Affairs 
Library Science 

Psychologists 
Social Workers 
Librarians 

Natural Science an~Miscellaneous Fields: 

Health Professions 

Education 

Law 

Theology 

Physicians, Nurses, Dentists 

Academic Teachers, Vocational 
Counselors, Vocational Reha­
bilitation Counselors, Voca-'. 
tional Teachers, Recreation 
Counselors 

Lawyers 

Sources: \. . 

National Center for \~pducational Statistics ;, .. Joint· 
Commission on Correc\ional Manpower and Training, 
197Q \ 
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Educational P r'oj ect'ions 

Simons and Frankell3 report that the number of earned 

bachelor's d~grees in all major fields-more than doubled 

during the ten year perIod from 1963-64 to 1973-74. However, 

only a six percent increase is projected from 1973-74 to 

1980-81. It was estimated that 975,000 bachelor's degrees 

were conferred in 1974-75; slightly more than one million 

bachelor's degrees are expected to be conferred during 1980-81. 

Mor~bver, 316,000 master's, 42,000 doctor's, and 62,400 first­

professional degrees are expected to be conferred between 

1974-75 and 1980-81. Master's and doctor's degrees are ex­

pected to increase by 13 percent. Figure 5 shows first pro­

fessional degrees expected to be earned by field for each 

year from 1975 through 1980; it shows the total number of 

first professional degre1as awarded annually in medicine, law, 

dentistry, other hea1th.professions, and theology increasing 

15 percent between 1975 and 1980. 

College Enrollment 

Colleges and universities in the United States had an 

, enrollment in the fall of 1972 of 8.3 million students under o 

35 years old. Both the number of persons of the principal 

ages (16 to 35) for college attendance and the percent of 

these persons who are enrolled in college have increased 

tremendously in the past 20 years. 14 
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FIGURE 5 

. . 

,EARNED"FIRST PROFESSIONAL DEGREES BY FIELD OF STUDY: 1975-1980 

Year 

1975 
" 

1976 

1977", 

1978 

19}~ 

1980 

Sources: 

FIE L D 
Otner l'heoTogy 
Health and Medicine Dent,is.try Professions Law Others Total 

12,730 4,890 3,300 28,290 6,300 55,510 
13,810 5,400 3,400 29,910 6,400 58,920 
14,260 5,210 3,500 30,710 0 5,400 60,180 
14,710 5,150 3,600 31,410 6,600 61,470 

(,til 15,230 5,490 3,700 31,710 6,700 62,830 
" 

15,490 5,540 3,800 32,190 6,800 63,820 

Projections of Educational Statistics to 1980-84, U.S. 
Department of Health,' Education, and Welfare· Washington 
D.C., 1974 Edition. " 

Projections of Educational Statistics to 1984-85. U.S. 
Department of Health, Education and Welfare. Washington, 
D. C., 19 76 (i n p r in t) • 
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The college enrollment o,f the Black population 14 to 34 

years old ,~ncreased from 234:~J 000 in 1964 to 814,000 in 1974. 

This represents a 248 percent increase Over a ten-year period. 

However, it also represents only a one percent change in 

terms of the percent of Blacks among the total college student 

enrollment in the'United States, from eight percent in 1964 

to nine percent in 1974.15 

Educational Attainment 

The educational attainment levels of the American popu­

lation have steadily risen over the last 35 years. In 1940, 

women were more likely to hold a high school diploma than 

men. By 1974, similar proportions of males and females held 

high school diplomas. Significant differences, however, still 

exist in the proportion of Blacks and whites between the ages 

25 and 34 who have completed high school. According to the 

Bureau of the Census figures, in 1974, 8tppercent of white 

males but only 67 percent of Black males' of this age categ~ry 
held high school diplomas. 16 However, the difference in the 

,',' prQPortion of Blacks and whi tes with high school diplomas 

decreased from 27 percentage points difference in 1940 to 15 

percentage points difference in 1974. 

F~gure 6 shows educational'~tta;nment in quartiles of 
'" '/':'/~ 

the population, by race and sex, frdm 1940 to 1974. One-

fourth of all j" \"hi te males between th~ a"" '_ges 

('1' 

33 

of 25 and 30 had 
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FIGURE 6 
/1 
',j 

. " 
,.: 

Q.uAR~ifILES OF DISTRIBUTION or J.;PUCATIONAL ATTAINMENT BY RACE 
AIND SEX, FOR PERSONS 25 TO 34 YEARS OLD: 1940 TO 1.974 

., 
WHITE BLACK \\ 

)/. 'III/ F 
1st 2nd 3rd 1st 2nd I')) 3rd ' j~ " III) 

,and~~)Ye\~ r quartile quartile quartile quartile quartile quartile 
Sex 

'II ~! (median) (me.d~an) '" 

.~; 

\) . 
MAI,E I" 

1974 .••• ; .•. 12.2 12.8 16.0 11.1 12.4 13.0 1973."" .•.•.. 12.1 12.8 15.3 10.5 12.3 12.9 1'970: .••..••. 12,0 12.7', 14.9 9.6 11.9 12.7 1965;' \~ " 11. 2 12.5 14.3 8.7 t1.5 12.7 .' •• '" ~, " •• e 196 O ••. ' •.... 9.8 12.3 13.7 7.3 9.'8 12.3 1950 •...•.•. 8.9 12.0 12.9 5.3 8.0 11. 0 1940 el e • : •••• 8.3 lO.l 12.5, ,3".6 6.3 8.6 '\ 

I;, 

FEMALE (i 

" 

1974 .... ' .••. 12.1 12.7 14.3 10.8 12.3 12.9 1973 ........ 12.1 12.6 13.9 10.5 12.3 12.9 1970 .•.. :'. o •• 12.0 12.5 13.1 ' 10.4 1 ~~iJ'Z" 12.8 ',~ _,It 

" ·1965.~ .•..•. 11. 3 12.4 12.,9 9\3 1""6 12.7 .' -" ("0 J. ~ , 1960 •.•..••. 10.4 12.3 12.9 8.3 10.6 :;" <? 12.4" 1950 ••...... 9.3 12.1 12.8 5.1 8.6 11.6 1°4i(Y'" 8.5 10.6 12.6 5.1 7.3 9.5 
~ . . . . . . . . 

t;; 

FROM: 
~ 

Current Population Reports. Population Characteristics. 
Educational Attainment in the United States: March 1973 
and 1974. Series P-20, No'. 274, U.S. Department of Corn'in~rce) 
Bureau of the Census, Washington, D. C. (December, 1974)~ 
p.4. 
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completed four years or more of college education and one-

fourth of all Black males of the sante ages had completed at 

least one year of college. Thus, the disparity in educa-
,'~I 

tional attainment of the top quartiles was three yea:\,;s. The 

disparity for females, was slightly sma'ller. One-fourth of 

white females had'completed at least 2.3 years of college, 
" while the top fourth of Black females had completed almost 

o 

one year of college or more -- a difference of 1.4 years. 

There are also large differences in the'proportions 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 

uates had completed some college. In the same year, the pro-
;';-

portions for Black and white females were 44 percent and 32 

percent respectively. By 1974, tne gap between this rf' 
age group 

of Black and white males had decreased to 14 points (51 per-
!,.' 

cent for white versus 37 percen't for Blacks), and only three 

percentage points separat~d Black and white females. 

Size of the Civilian Minority Labor Force 

In 1975 it was estimated 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. 
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Projection c£ labor force participation rates invQlves 
l; " ¥ 

. consideratfon of the 'educational attainment;;' lev;e"~s~of the 
- . f ~; 

labor force.. There is a pO!;litive relationship\\'bet~een edu-. 

cational attainment.and labo~'force partl.cip?ltion rates. For; 

example, 1970 cerl~us ,data show that only two I:>ercent of male 

college graduates'~ged 45 ,to 54 were not in the labor force 
't (f·~ , 

-c,:' 

as comnared with 11 percent of mal' . th ~ es 1n e same a~e group 
who had less thari 

0 

a high school dipl'bma; 33 percent of female ',- '" 
college graduates of this 

c 

age group were bot: in the 
(I 

tabor 

force, as compared with:~53 per~ent of femah~s 45 to 54 without 

a high school aiploma. 
(~' 

ship bebleen education 

ma.:Le college graduates 

Figur'e 7 

and labor 

aged 25 to 

shows 

force 

54, 

t~e positive relation­
~"\:\ 

participatio«. For 

only f~ve percent of 
Ii 

" 
Blacks and two percent of whites were not in tEe l~bor force. 

The labor force participation rates for Black women _~: (~,) 

particularly married women -- are expected to be h.i9·hex:'3.{~ii{a):j, ;~ 
.:J':~__ i :-"', "'';J:'~ ;:" M 

for white women, partly due to income diffe~'SI'lti~~l~~' Bla~k'"'' 
male colI d t /J e.ge gra ua es earn only 64 percent as 'much as white 
• 
male college graduates; thus there is often a need for a 

second·income. However, ,whi Ie" 'Black females are 1 . k ] more,-,~, 1 e .y 
','r' 

to be in the lab9;- force than white females, the labor par­

ticipation rates for female college graduates of both races 

in 1970 were sigilific~ntly lowear than those for males. 

Twenty-six percent of Black and 37 percent of white female 
f,' 
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FIGURE 7 

CIVILIAN LABOR FORCE PARTICIPATION RATES, BY EDUCATIONAL ATTAINMENT, AGE, AND SEX: MARCH, 1974 

-,;}: 
16 years and over 16 to 26 yefrs 25 to 54 years 55 years and over 

1 

YEARS OF SCHOOL COMPLETED • 
AND SEX Black and Black and Black and Black. and 

other White other White other White other . White t:-, 
races races ,. races races 

MEN 

. Total ..................... 73.0 78.9 62.1 71.0 89.9 95.3 47.'5 51.5 
Elementary: 8 years or less •• 54.7. 57.6 50.8 61.9 82.3 88.5 40.1 37.5 
High School: 1 to 3 years ••••• 68.4 70.7 48.5 58.9 92.1 94.6 65.8 54.3 

4 years ......... 88.0 87.8 84.4 85.9 92.1 96.7 69.3 62.7 
College: 1 to 3 years ••••• 78.7 81. 7 65.4 68.0 91.1 95.0 (B) 64.2 

4 years or more •• 91.3 90.9 (B) 83.4 95.1 97.6 (8) 65.5 

WOMEN 
~}, 

Total ..................... 48.2 44.8 43.,4 56.0 59.4 52. 8~:' 27.4 23.3 
Elementary: 8 years or less •• 31.8 22.4 32.8 30.2 45.2 39.6 22.0 13.8 
Higb School: 1 to 3 years ••••• 39.7 39.4 26.3 41.9 53.5 47.3 28.1 2.3.8 

4 years •..•.••••. 59.3 50.5 56.7 63.4 62.9 53.2 44.1 30.6 
College: 1 to 3 years ••••• 63.6 52.5 55.4 62.7 72.6 55.0 (B) 30.5 

4 years or more •• 74.4 62.6 76.1 86.6 79.7 66.8 50.7 34.7 

From: The Social and Economic Status of the Black 'Population in the United States, 1974. U.S. Department 
of Commerce, Social and Economic Statistics Adni:i::nistration, Bureau of the Census, Washington, D.C.: 
U.S. Government Printing Office, 1975, P.G2. 
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college graduates 16 years old and over were not in the 

labor force. The labor force participation rates for female 

coll~ge graduates between 25 and 54 years of age were SO 

percent for Blacks. and 67 percent for whites. 17 

The Department of Labor's 1972 Manpower Report to the 

President 18 used the U.S. Office of Education's projections 

of the number, of degrees expected to be earned from 1970-1979 

to estimate the supply of college-educated workers. The 

estimates \'lere as follO\ ... s:, 

Estimated number of earned degrees, 1970-79. 

Deduct number delaying entry into civilian 

(Number in 
, l-Iillions) 

•• 13.6 

labor force beyond 1980. • • • • •• • • • • • • • 4 .4 

Add number of new labor force entrants with 
degrees earned before 1970 or at foreign 
universities •••• • • • • • • • 

TC:>tal. • • • • . . . . . . . . . . ... . . 
.6 

9.8 

o These data show 9.S million new college educated workers 

,·are expected to enter the labor force bebleen 1970 and 1980. 

Demand for College Educated Norkers 

Given estimates,' oft~e supply of new college educated 

workers, the question to be answer~d next is, how large a 

':' de~and' will the're be~or such wo:rkers? To answer~this ':que~:ti(':m 
}) 

the U.S. Department of Labor deveJ.,oped proj ections of demand 
II from the following sources: 

3S'" 

. ..'~, 

" I 

t: , . 

: 

• The expansion in employment anticipated "in 
the professions and other types of work already 
requiri~g coll~ge degrees; 

I;; 

• The need to replace workers who die, retire, 
or leave the labor force for other reasons; and 

• The ~ersistent trend toward requiring (or pre­
ferr~ng) a college degree for jobs previously 
performed,b¥ workers with less education. 

The demand for college educated workers -- allowing for 

educational upgrading, employment expansion in the prof,~ssion 
"'--~.:.:.-;z':.:.:.' .• " 

anticipated under full employment in 19S0,and replacement "'':;...,,'''c,: 

needs are presented below. The main conclusion drawn from 

these data was, "The ge~eral scarcity of professio~al per­

sonnel and the intense demand for college graduates which 

prevailed during most of the 60's have come to a temporary 
end.,,19 

PROJECTED DEHAND FOR COLLEGE-EDUCATED lVORKERS: 1970-1980 

Source of Demand 

Total. • • " . . . . . . . . . . . . 
E~ployment ~xpansion • . . • .;,. • I) . . . . 

Profess:J,ona1 and Technical Occupations • • 
Other OC,CllPations.. • • • • • • ., • • • • 

'I l 
Education~lppgrad:tng. . . ~. . . .. . . . 

Professional ~nd Technical Occupations 
Other Occupations. • • • • • • •• 

Replacement Needs. . . • • • .' .:.0-.. . . . 

39 

.1, 

.. . ,-. . 

. . 

Number 
(in Hillions) 

2.6 " 
,0.7 

1.3' 
1.3 

, 

9.6 

3.3' 

/i' 
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Concl us iO'ns ' l!1 

~( 
Th,e for~going data .s~ggest that j/a high proportion of 

those Blacks and other minority grou~ members who have spe-

ll' , cialized training are in the labor f~l)rce, and that an ~n-
II 

., 'h ii" I' d t ' . creased supply pf minor~t~es w~t spEi!c~a ~ze ra~n~ng can 
Ii 
i,l 

be expected by 1980; However, this S\I~hOUld not be interpreted 
\', I, 

to mean there are a large number Of, B;!llacks in fields related 
' 1\ 

II 
to corrections. Moreover, the foregoi)~ng data do not provide 

estimates of the numbers of Blacks in\the individual fields 
'i~ 

of study relevant to corrections. The\~ following chapters 

provide these estimates, by occupation~~ 

II 

,I •.• 
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III. . PHYSICIANS 

A. CURRENT SUPPLY OF MINORITY, PHYSICIANS 

Regardless of projections used, corrections will be 

in need of more physicians in the years to come. 20 The 

Sho~tage ofminorlty physicians is acute and the demand 

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

the Onited States, a physician-to-popiilation ratio of 1:3,377. 

(The generally accepted minimal standard was then 1:1,500.) 

Thirty years later the ~pmber of Black physicians had risen 

to 6,049. 

Al though the m.lJnber of Black physicians increased by 

approximately 50 percent ,from 1942 to 1972, they Fepresent 

only 1.75 percent of the total number of physicians in this 

country. The total physician population, according to the 

American Medical Associationl1in 1973 was 366,379"., About 

6 pe~cent o£ this population was. listed in AMA files as in-
'I" < 

active'j.l,488 (6.5 percent) were retired, and 3,148 .(or13.9. 
"\ 

;Percent)wer~$emi-retired. 
0' Black,physici~ns ar~ noteClually /Idistributed through 

, ',' the co:untry. 1 ' [I II 

Thompson 
2 

found that· 6,2 percent of a sample of 

3;405 Black pqY$j.picins,.were loc~ted in :the '~iddleAtlantic 
.U I 

Ilpersonal communication from American Medical 
Associat,ioh, February 19, '1976. 
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South Atlantic, and P,acific r~gions, with New York, the 

District of Columbia, ,and California being the three: leading 

states in which Black physicians had established practice~. 

The 1970 census count and Tho~pson's survey data on 

Black physicians are compared in Figure 8 for the states of 

particular interest'to this study. The similarity of the 

percentages supports claims of reliability and representative­

ne~s of the data. The census data were used to calculate the 

physician-to-population r~tios. 

Until very recently, most Black physicians in the United 

States were educated at either Howard University Medical 

School or Meharry Medical College. In 1969, slightly more 

than 80 percent of practic'~ng Black physicians were graduates 

of one of these two schools. 22 While the number of Black 

medical students showed some increases in the 1950's and 

1960" s (for example, the number of Black medical students in 

American medical schools inc:r,e~sed from 588 in 1948 to 761 

in 1956, a 29 percent increase, but was only 783 in 1968), 

the numbers invoived have been very small until the past 

decade. 

B. PROJECTlj:D SUPPLY OF MINORITY PHYSICIANS 

If the service.s of ~inori ty physicians, are to be ob-, 
..-; 

tained for thecorr~ctic>ns field,' this p:roba,bly will be 

accomplished primarily through the recruitment of 'newly 

42 

'J 

' . 

" ~ ~_ \1 

•• _J 

-u 

FIGURE 8 

PHYSICIAN-TO-POPULATION RATIOS AMONG BLACKS IN SIX STATES l 

, 

~ensus,l)ata -J.'nompson s 'l'OtaJ.., l:SJ.aCK 
States (1970)2 Survey (1972) 3 Population Ratio 

Percent NU:Itlper Nl!!!!Q.er Percent 
":) 

California 12.5 763 488 14.0 1,545,000" 1:3,165 

Miohjgan 4.9 303 -, 198 600 1,063,000 1:5,369 
-, 

Ohio 4.6 282 173 5.0 1,013,000 1:5,855 

New Jersey 4.2, 262 1,30 3.8 770,000 1:5,923 
" 

Louisiana 1.1 72 41 1.2 1,112,~00 1:27,121 

Mississippi 1.4 89 31 0.9 8'35,000 1:26,935 
.. 

',: 

lOnly data pertainin~ to the ,several specified states were useg. 
Therefore, percentages do not add 1:0>=.100," nor does" the Sl'Ull equal N. 

'i- ~" 

2Nunlb~r (6,102)' 1'nc1udes physicians. and medical oste0,Paths. 
~ "i', "'. j' ,\. , , '~'. ,,::.0-~::::-.. ,., 

~Sainple size: . 3,405 

"1(= Jt,Population 2'estimates as£lof July 1I,~;;19 73 .'N{iw 'Jersey ,¢,stlmate 
based on. 1970 census. { 
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,graduated physic:ans. The data show a short but increasing 

supply of Black 'and other minority medical students. In 1962 

the National Medical Fellowship 23 estimated lithe total number 

of Negro students [was] less than 3 percent of all medical 

students. II Nine yea:r:s later (1971) Curt:i.s 21t said Black medi­

cal students were'only 2.5 percent of the total medical stu­

dent population. Most recently Evans 25 reported the percen­

tage of Black ,medical students had increased from 2.2 percent 

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

of Blacks enrolled in Awerican medical schools increased by 

more than 400 percent over a seven-y~ar period •. The specific 

number of students enrolled for each year was as follows: 

• r 

Year Total ,Black Enrollment 

1968-6.9 
1969-70 
1970-·71 
197.1-7.2 
1972-7~ " 
1973:-1!4 

. 1974-75 

;:; 

783 
1,042 
1~509 
2,055 
2,582 
3,9~8 
3,.%5 

A.Jllore detailed'eJ\amin~tion of the numbers and.pe~cen-

.:,;1 ,·'t~ge of mirior~ty group enrollment' in Amer:i.~~n medical schools 
II 

revealed ,a slight increase in first year, enrollment for Blacks 

'but ,their proP'?ftion of the total medical student population' 

remained the same ove~ ~'two-academ.ib-year pe~iod. Likewise, 

there were slight increases in the first-year enrollments fo; , 

-
,., III' 

4" " , .-

I 

• . 

' .. ~ 

rt 

, i 

Mexican-Americans' and Puerto Ricans. Only ,the '''enroilment of 

American Indians.' rerh~ined the same: 

for minorities cha~ged s~gnificanttY. 

None of the' pe~cent~ges 

The proportion of minority, group members graduating 

from American medical sChools increased from 3.9 percent in 

1972-73 to 6. 3 perc~nt in 1974-75, 'a 61.5 percent increase. 

However, the total medical school enrollment for these blO 

academic ye~rs increased from 47,546 to 54,014, a 14 percent 

increase. 

The 1973-74 estima'·tes of minority medical school grad'~­
ates were ;~sed to d~velop projectio~s of the number of mi-

norities expected to graduate from 1975 to 1980. The number 

of graduating Blacks and Mexican~Americans ' 'c, 1S expected. to , 
increase annually dUring this period; the number of American­

IJ 

Indians and Puerto Rican graduates 1'S t d expec e to rise only 

slightly. 

Additional p:Ciojections were required to estimate the 

to'tal number of Black h '" 1. .. ; P YS1c1ans 1n practice from 1975 to 1980. 

';, The ~ational cen"teiry,for He~lth Statistics (NCHS)26~re-
ported a standar,dized mort~lity rat~o of 160 for Black physi­

cians and surgeons, ba~~'d=O~= vital health statistics and 1950 

census data. A standardizecl mortality~atio compares the 

tabulated number of dea,ti?~in an. occupation with the nUmber 
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to be expected had the death rate for the total population 

with work experie' .ce prevailed in that occupation. 

Since the NCHS publication in 1962 there has been only 

one report (Goodman 27 ) of physicians' mortality which utilized 

a population-based approach. Unfortunately, the standardized 

mortality rat.ios (SMR) were based only on whites ancl.~here­

fore could not be used in this report. Moreover, Goodman's 

suggestion of inaccuracies in content and coverage of the 

NCHS 1962 report precluded us!ng the SMR for Black physicians 

for purposes of this study. Instead, the U.S. Department of 

Health, Education a~d Welfare 28 death rate of 11.1 pe.r thou­

sand population for non-white males was used to develop an 

{' , annual death rate for Black physicians. However, the., aEW 

rate of 11.1 per thousand non-white male population may be 

somewhat conservative; Goodman reported the total death rate 

per thousand white physicians was' 11.07. 

-The'AMA Center for Health Statistics,29 utilizing 1973 

data, has done some work on retirement for physicians. Of 
,-

the 22,624 physicians listed as inactive in AMA files, 1,488 

(6.5 percent) we.re re'tired; }md 3,148 (07:\\.~3.9 percent) were. 
c;", 

semi-retired. These data show that 1.3 percent of all physi-

cians listed by AMA w,ere either re~i:r:edl~{or semi-retired. The 

data were not broken down by race. 

The National Medical Association had no retirement data 

on .Black physicians,· nor did any other org·imization.Because 

';,"' ; 
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a retirement rat«=- fOii: Black doct6rs COUld. not be found, the 

AMA retirement rate of 1.3 percent per year was used to 

develop a replacement figure. 

"Estimates of the number of Black physicians in this 

country vary. The 1970 census count reported 6,106; Thompson 3o 

estimated 6,049; and Eva~s31 reported 6,048. A base number 

of 6,213 (1.75 percent of the currently estimated 335,000 

active physicians) was used to formulate projections because 

for the past 25 years Black physicians have been approximately 

1.75 percent .,ofthe total physician population. 
\ \ 

Projections of the" total number of practicing Black 

physicians from 19,75 to 1980 car~ be seen in Figure 9. A 36 

percent inqrease is projected, from 6,637 in ~975 to 9,042 i~ 

1980. The physician-to-population ratio would be one Black 

physician for every ,2,909 Blacks, about twice as large as the 
j; . 

recommended minimal standard ratio of 1;1,500. Currently 
.\ . 

there is one white doctor per 602 whites in the general 

population. 

r . It should be not~d that the 1980. projected number of 
.. q' ':' f 
physicians" doe~ nOi;: mean" that all the 9,04.2 doctors will be 

,:;-,.involved in direct patient c~re~ I[Some will be involved in \t 

i\ 

research, ~dmi~istration, etc.- However, Fi9ure""~ show.s the 
-:;.",. 

projected tot~l supply 'of ,,::Black pbysicians practicing in; the 

United States from 1975 to 1980. 
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FIGURE 9, 

PROJECTIONS OF THE NUMBER OF BLACK .PHYSICIANS: 1975-80 

0 

.;!.~ 

Total Number 
!{'C of 

1976 Black Black 
Year M~D. Graduates! Physicians 

1975 573 6,637 

1976 621 7,099 

1977 641 7,580 

". 
1978 661 8,059 

1979 685 8,550 

.. 

1980 697 9,042 

lIt was assumedtha~-B1a~ks will remain 
4,.5 percent of the medlca1graduat.e 
population from 19~~~80. 
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",.,The cri ti,caJ sh?rt~ge of Black physicians projected 

from 1975 thro!Jgh 1980 portends difficulty for any recrultrnent 
~-, If 

efforts by corrections. 
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IV. ' DENTISTS 

A. CURRENT SUPPLY 

There is c.~rren.t1Y an extremely limited supply of Black 

dentists. Moreove~, in 1970 Thompson noted a steady dec1in~ 

in the proportion'of Amer~can, dentists who are Black, from 

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

American Dental A~sociation estimated the 1974 supply of den-

,tist~ to be 128 t 711, an ~veral1 dentist-to-population ratio 

of 1:1, 635. Tl;;,e denti!?,t-to-popu1ation ratio among Blacks 

is six times" as high as the ratio among whites. 

There were 2,000 Black dentists in the U.S. in 1970, 
t. 

d t More recently., Sinkford 32 according to 1970 census a 'a. 

estimated "there 'were rough1y'2,OOOBlack dentists." The 

Black 'dentist-to-poP'~,::tation ratio is about J~, 12,500, a slight 

i~crease over Thomp~~n's 1970 estimated ratio of 1:12,000. 

The general shortage of dentists precludes service~ above 

maintenance levels at lederal and' state correctional institu-

~ions, In 1968, 427 additiort~l dentists were needed in order 

if to pr():yide quality denta1:'nealth services to, inmates of fe~~ 

~'erai 'c~rrectiona'l institutions alone. 3 3 No estimate Qf the 
, D 

number of dentists currently needed in si;ate correctional i)'1-' 
'I -.:~! 

:.-..; 

:::., 'I 

stitut'ions was available. It was assumea that correction's 
I 

current need for dental heali~th manpower Iwi11 remain at least 
i , 

" 
at ,~th~ 1970 1~ve1. 
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PROJECTED ST·PPLY OF BLACK DENTISTS 

. 
" 

In 1975-76, ~20, 767 students were enrolled in 58 American 

dental schools; 2,020 of these were classified as ethnic 

minorities. Of .the·2,020 minority students, 945 (47 percent) 

are Black. 

The 1975'enro11ment in dental schools represented a 16 

Percent increase from 1971. During thl.·s f' . d , l.ve-year perl,o , 

the proportion of minorlty students increased from 6.2 per-
" i 

cent to 9.7 percent of tllle total enrollment, as indicated by , 

the. fo110\'ling: 
"j 

Total Percent 
Total Minority Minority 

~ Enrollment . Enrollment Enrollment 
"/1'" 

1971 17,305 1,081 6.2 1972 18,376 1,371 7.5 1973 19,369 ,1,~56 
(,"l".;;, 

8.5 ~ 

1974 '''.:;,20,146 1,823 7.0 1975 20,767 2,020 9.7 

A sUmmary of the enrollment statistics for minority 

students at the first~\, second, third and fourth year levels 
.\ 

·of st~dy during acaden)icyears 1973-74" through 1975-76 showed 
1\ 

the minority proportion. of tbe·tota1 enrollment did not change 

significantly • The av~~g: Black' st~dent enrollment, over the 

four classes)changed frod\ 4.5 to 4. 7"\,perce~t: theper~entCl:ge 

for PU(S!.rtoRican students\remained the same at o. i percent; 
~ . ,,' 

Mexican..o:American student erlrollment increased from O .• 9 percent 
"'\, 
t· 

II 
1\ 
II 
,:51 
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to 1.1 percent; the enrollment of,s'knerican Indians increased 

l from 2.6 to 2.8 percen't; and minorities in., the "other" cate-

. gory increased from 0.4 to O. 6 percent. 
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In 1966-67, accordi~g to Henry, 3'" 89 percent of all /" 
Ii 
! 

.:,/ Black dental students in this count~y were enrolled at Howard;!' 
1:1 

University and Meharry dental schools. I' 
By 1969-70, that per~ 

centage had decreased to 78 percent a~d to 47 percent by 
,;,) 

/) 
/" :! 

/i 
Ii' 1974-75. Henry attributed the "precipitous drop" to succes~~-

/Ii 

i ful recruitment of Black dental students by other medical'. 

colleges. 

C. 
.. 

PROJECTED SUPPLY OF MINORITY DENTISTS 

The potential supply of minority dental manpower fo~f 

services in cor~ectional facilities is largely a functir;ln 
:.~ 

of the production of minority graduates by dental schoqis. 

From 1971-74 American dental schools graduated a total/of. 
1\ 
\'., 

1,031 minority students. A~though the proportion of gradu­
.I 

ating minority students increased from three percent in 1973 

to seven percent in 1975, the percentage remains small in 

.comparison with the total number of dental school graduates. 

Figure 10 contrasts the act~al and projected number of mi­

nority dental school graduates with the total number! of stu­

dents expected to graduate from 1976 through 1980. If the 

percentage of dental degrees confe~~~d on minority st'Udents 

fallows the 1974-75 trend '{i.e., minorities continue to ." , 
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FIGURE 10 

" ACTUAL AND P,ROJECTED NUMijER OF MINORITY STUDENTS GRADUATING 
FRO~f AMERICAN DENTAL SCHOOLS: 1970-80 

Year 

1970 
1971 
1972 
1973 
1974 
1975 

1976 
1977 
1978 
1979 
1980 

'Tota1 Number 
.0£ Graduat~s 

f I .. 

'3,"749 
3,775 
3,961 
4,230 
4,515 
4,969 

5,060 
5,140 
5,210 
5,290 
5,390 

Minority 
Graduates 

137 
167 
241 
355 J 
368 I 

Projections 

374 
380 
385 
391 
399 

Percent of 
Increase of 

,~ Minority 
'\.\,~raduates 

21..9 
44.3 
39.0 
10.0 

"6.1 
1.4 
,1..2 
.1;5 
2;0 

Source·.: Bureau of Health Manpower, Division of Dental Health 

It was assumed that the proportion of minority graduates woul~ 
remain at the 1974 percentage (7.4) from 1975 through 1980. 

!' 
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represent 7.4 percent .oftotal, graduates) throu~h 1980, only 
, I' 

\1 ' 
a six percent' increase in, the mmtber of (,minorit:y\, graduates 

is expected. 

The National Center f(lr Health Statistics 3 5 'reported 

a standardized mortality r~\~io of 125. per thousand for Black 

dentists. This rati~ was bl~sed on vital health statistics 
' . \:1 

and 1950 census data. However, 
\' it wa:s not used,. in this study 

II 
because it contains certain deficiendtes. Instead, the death 

Ii 
rate (11.1) per thousand non-whites P~lblished in BEW's Fac'ts 

~ ~ 
of Life and Death 36 was used in the d1\velop~ert of replacement 

II ,I figures. 
ii 

II" / 
Rhodes 3 7 reported 18 deaths and fl~ur r.etiremen~s among 

. II' 
~la.ck dentists for the'; year 1951, a rel?lc;l;Cement rate of 22. 

' Ii 

It was assumed that the current de,ath rate for Black 

dentists is no greater than that for the u.s. Blac:k;popula-
,I:' 

tion (l,~,. tne same age and sex. Therefor.e, '2.,3 deaths per 2,098 
.) 

Black dentists were expected for the ye,:a,r 1970. A replacement 

rate of 31 was obtained when the 1951 tetirement was doubled 
" 

" ;, 

i~nd added to the death rate. It was assumed that the ,retire-

ment rate has at least doubled since 1951. 

The replacement rate for white dentists, according to 

the Bureau of Health Manpower, will increase by seven percent 

fr.om 1970'-1980. Figure 11 shows, that the replacement rate for 

Black dentists is expected to/increase by the same 11.4 percent 

54 

t • 

• • 

FIGURE 11 

DENTIST-TO-POPULATION :\RATIO AMONG THE BLACK POPULATION 

Dentists~ B1ack2 
Dent1stl 

Population State 1970 Population Ratio 
California 175 1,545,000 1:~,829 

Louisiana 37 1,112,000' 1:30,054 
Michigan 122 1,963,000 1:8,491 
Mississippi ,26 835,000 1:32,115 

;/' 

New Jersey 101 770,000 1:7,623 
(I 

Ohio 197 1,013,000 1:9,467 
~~; 

lLord Cecil Rhodes' Directory of Black Dentists 
Registered in the Unite~ Stat~s: 1972-73. Medical 
Dynamics, Norfolk, Virginia, 1973. 

. 2Popu1ation estimates as of july 1, 1973. New 
Jersey's Population esti.ate based on the 1970 census. 
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from the beginni~g 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 11,. 

Figure 12 compares the number of r~gistered Black den­

tists with the Black population in each state of special 

interest to this study., The ratios are extremely large. In 

no state does the dentist-to-population ratio for Black com­

pare favorably with the ~atio for whites. 

Th:e ratios range from 1:7,623 in New Jersey to 1:30,054 

in Louisiana. It does n6t appear likely that a significant 

number of Black dentist~·can be recruited for proies~\onal 
services in corrections, at least in the six specified states. 

• • 
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FIGURE 12 

ACTUAL AND PROJECTED' TOTAL NUMBER OF DENTISTS IN THE U.S. FROM 1970-80 

ALL DENTISTS BLACK DENTISTS 
Total Number Total Number2 Total Number 

Year' of Dentists of Graduates Replacemen t 3 Graduates Replacement Black Dentists -
1970 110,916 3,749 55 2,098 
1971 3,775 2,230 74 Ii 22 2,131 1:':' 
1972 123,349 3,961 2,280 74 22 2,183 
1973 4,230 ?-,300 :. ,110 22 2,271 
1974 128,711 4,515 2,320 154 23 2,402 

Independent Projections l 

1975 130,906 4,969 2,320 187 24 2.,565 
1976 133,626 5,060 2,340 237 24 2,,778 

Independent Projections~ :-

1977 136,396 5,140 2,370 241 217 3,043 
1978 139,226 5,210 2,380 245 221 3,264 
19'79 142,116 5,290 2,400 249 225 3,537 
1980 145,106 5,390 2,400 253 228 3,765 

lI~dependent Projections 

2,3Projections of the Division of Dental Health, Bureau of Health Manpower, DHEW 

~Independent Projections 
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v. REGISTERED NURSES 

A. CURRENT SUPPLY 

The role of a nurse in correct,ional settings is equi v­

alent to the role of,a nurse in any public or private hos­

pital. Nursing services 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 tow~rd Jlleet~.ng the educational , cultural and 

, social needs of the offenders. 38 

The American Nurses Associatibn conducts periodic surveys 

of registered nurse manpower~ The latest survey, the 1972 

Inventory of Registered Nurses, showed there w~re 1,127,657 

lic~nsed Registered Nurses. Approximately 69 percent (778,470) 

were employed in nursing. When adjustments were maQe for non­

responses, the count wa~ 794,979 employed RN's in i"1972. 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-
~"";>' 

tj.on from 1958-1973. Accord~ng to projections of the Bureau 

of Huma.n Resources Development, there are ~urrently (1976) 
" 
:932,800 registered nurses employed in the U.S. 

58 

I)' 

\'1 

New York has the la~gest number of active RN's in the 

country (68,118). As seen in Figure 13
1 

which shows the 

supply of nurses in the six states of particular interest for 

this study-w Ohio l New Je~sey, and Mich~gan have a larger 

ratio of riurses per 100, OOO! population than does California, 

although a smalle~ ~otal number of employed RNs. The nurse­

population ratios are based on the adjusted totals for regis-

terednurses per 100,000 population. Of the six states, New 
c 

Jersey has the highest nurse-popillation ratio and Mississippi 
~ , 

has the lowest. These 'data indidate it wouid be easier for 
Ii .. '~' 

correctional institutions in New Jersey, Ohio, Michigan and 

California to recruit Registered Nurses than in Louisiana and 
.-~-:"3';!:. 

Mississippi. 

" 

Determining the pro~1ortion of RN' s wh~ 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 

~ar7ful study of Black student nurses was conducted by Tate 

and Carnegie. 39 That study established a pattern which has . ~ 

s~nce been repeated at three-year interv~s." 

According to the 1960 Census, less th~n six percent o.f 
employed professional nurses were Blacks. o 

More than a decade 

later, Bla'bks accounted for only 7. S percent of the admission 
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California 

'Louisiana 

'Michigan 

Mississippi 

New Jersey 

Ohio 
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F.IGURE .13 

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

Total Employment Re,sident Employed Not' Employed Status rwt RN's in Nursinf! in Nursinl! Re--'Ported Number - Number Percent Percent Percent Number 
103,385 64,118 65.9 33,733 21.6 1,534 1.5 .. 
11,524 9,070 78.7 2,351 

. . 
20.4 103 0.9 

46,681 29,923 64.1 13,998 30.0 2,760 5.9 
6,288 5,101 81.1 1,140 18.1 47 0.8 

51,061 30,973 60.7 17,902 35.0 2,186 4.3 
57,052 40,308 70.7 14,396 25.2 2,348 4.1 

, " 

Nurses .l:'er 
100,000 

Pc:mulation 

334 

245 

335 

226 

432 

389 

Sources: Bureau of Health Resources Development, 1974. 
Statistics, Department of the Nation's Nurses: 
Nurses. 

American Nurses' Association 
1972 Inventory of Registered 
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in initial pr~grams of nursi!lg in 1971-72 and sl~ghtly more, 

than 5 percent of nursi!lg,c;Jraduates. 1t1 

The admission of men as well as minorities to schools 

of nursing was surveyed in 1972. The 'data revealed a signifi­

cant change in the proportion of men recruited into nursing 

for the first time since 1969. Despite an increase in the ' 

percentage of employed male Registered Nurses from 1.1 percent 

in 1966 to 1.4 percent in 1969, thenursi!lg population is 

still overwhelmingly female. 

In 1971-1972, the ~argest concentration of Black and 

Spallish-speaki!lg 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. The largest concentration of American 

Indian and Oriental students was in the baccalaureate programs. 

If nursing school admissions of 1971-72 are a accurate 

indicator, then there are significant regional differences" 

Ii in the availability of minority' nur.:·ses. Figtire 14 shows the 

~ercentage 'of minorities entering nursing schools in 1971-72 

in the six states pf special interest to this study. The' 

1:able show~ that Blacks constituted 16.2 percent of entering 

students in RN programs ~n Mississippi, but only 7.5 percent 

C?J of RN program admissions in Ohio. Spanish-~peaking' persons 
. \.'; 

make' up 5.4 percent of admission$ to RN programs in Cali£C;lrnia, 

\ 
61 
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Black 

California 8.9 

Louisiana 9.8 

Mi~higa:l 8.8 

Mississippi 16.2 

New Jersey 14.1 

Ohio 7.5 

(,; 

.... '. ••• -. . -.. - e .... ,,- .. . ..• ~ ...... - _. __ .e 

TABLE 14 
" 

PERCENT MINORITIES ADMITTED TO SCHOOLS OF NURSING 
IN RE1..ATION TO TOTAL ENROLLMENT, 1971-721 

RN PN 
American American Spanish- Indian Spanish- Indian Sneakin}t Oriental Black Speaking Oriental Black 

5.4 4.1 15.4 9.7 3.3 1L8 
0.1 0.2 31.1 0.7 0.5 20.1 : 
0.5 0.6 13.8 0.7 0.8 10.7 

. 
0.4 0.6 26.1 0.2 0.2 20.4 
1.4 0.5 16.7 0.2 0.2 15.0 . 
0.2 0.1 -9.1 1.5 1.5 8.1 

Source: Walter Johnson, op cit. p.47~ 

TOTAL 

Spanish-
Speaking 

7.3 

0.3 

0.6 

0.3 

1.8 

0.3 

li : I. LaMP i $ ILiiQ Ii 41 J 4§1i$ ; 4, .¢ 4.1$ 4# 
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American 
Indian 
Oriental 

2.7 

0.3 

0.6 

0.4 

0.4 

0.5 
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1.4 percent in New Jersey, and less than. one percent in the 
, 

other four states.. lin, .gel}era1 ,the regional differences 
'J 1.( 

shown in the table 'can be explained by the size of the spe­

cific ethnic minority ,population. 

More than 93,000 'students were enrolled in schools of 

nursing in 1971-7~ •. An analysis of the distr~bution of Black 

students in nursing in comparison to the base population is 

presented in Figure 15. A similar comparison for Hisp~~ic 

students was not presented because the data were not avail­

able. For each of the six states, the major potential stu­

dent population (i.e., women 15-24 years of age) was broken 

down to provide the number of young Black women' 15-24 and 

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

percent of Blacks in RN and PN school admissions was deter­

mined, and the two proportions were compared. Figure 15 

shows a positive difference for the percentage of Black stu­

dents admitted to RN schools in California (+1.4) and New 

Jersey (+1.5). The.remaining four states (i.e., Louisiana, 
',.' , 

..• -22.6; Michigan, -3.5; Mississippi, -23.2; and Ohio, -2.3) 

had negative differences). The number of Black students ad­

mitted to schools of nursing in California and New Jersey 

was thus larger than their proportion, in the population, while 

the opposite was true of the other states. Only Mississippi 

admitted a disproportionat~ly 'smalleJ;' numb.er of Black students, 
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FIGURE 15 

PERCENT OF BLACKS ADMITTED TO RN AND PN NURSING IN RELATION TO 'TOTAL ADMISSIONS 
1971-72~ COMPARED TO THE PERCENT OF BLACKS IN FEMALE POPULATION 

AGES 15-24 IN 1970 IN SIX STATES 

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

Blacks 
RN Schools PN Schools All Schools 

in Female 
Population Blacks ::Blacks Blacks Ages 15-24 

1kImltted Vltterences _AdmItted Vltterences AdmItted D~ferences 
California 7.S 8.9 +1.4 15.4 +7.9 11.8 +4.3 
Louisiana 32.4 9.8 -22.6 31.1 -1.3 20.1 -12.3 -
l-lichigan 12.3 8.8 -3.5 13.8 +1.5 10.7 -1.6 
l-lississippi 39.4 16.2 -23.2 26.1 -13.3 20.4 -19.0 
Ne,,, Jersey 12.6 14.1 +1.5 ' 16.7 +4.1 15.0 +2.4 
Ohio 9.8 7.5 -2.3 9.1 -0.7 8.1 -1. 7 

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

Sourc~; Walter L~ Johnson, op cit •. p.48. 
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to PN pr?gr~ms than their proportion in the. general popula­

tion. It appea'rs that .states with 1a~ger proportio~.s of 

Black populations have greater negative deviations from expec­

tations. 42 Nevertheless, on a national basis the proportion 
:,i~;I 

~/ 
4'-

of ethnic minorities admitted to nursing is ro~gh1y equal to 

their representation in the general population. 

Another supply issue is the type of employment selected 

by working nurseso Abo~t three-fourths (74 percent) of all 

active Registered NurseS .. in 1972 were employed by hospitals, 

nursing homes and related institutions. Hospitals employ 

more Registered Nurses than any other type of institution; 

nursing homes are the second-largest employer of Registered 

Nurse~~. The proportion of RN' s employed by hospitals, nursing 
\' 

homes,!\ and related institutions has incr~ased in recent years; 

64 percent of RN's were so employed in 1960, and 72 percent 

int970. 

PROJECTED SUPPLY OF MINORITY REGISTERED NURSES 

The s~~J.pp1y of active fu11- and part-time Registered 

~urses is expected to increase by 15 percent between 1976 and 

1,1980. In 1970 there were 723,000 active registered nurses. 

By 1980, the p#,ojected number of active Registered. Nurses 

is expected to have increased to 1,099,600, 70 percent of 

which will be employed on a full-time basis. 
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Usi~g a bas '.c methodology wherepy projections are 

developed on different .sets of , . ~ssumptions concerning pOpU"'i,. 

lation. growth rates> .the Bureau of Health R esources Develop-
ment" 3 calculated two sets of ·f':gures fO'r .... admissions and 
graduates in schools of nursi~g. Pr' t' oJec ~ons based on these 

alterna.tive.;assurnptions are contained in F~gure 16. The 

difference between the low and h~gh admissions numbers is 

approximately 3,500 for the 1975-76 d' aca em~c year. Likewise, 

there is a 1,500 ~ifferepce i~ the anticipated number of 

. graduates for the same academic year. H owever, by 1979-80, 

the difference between tbe alternative assumptions for 

admissions and graduates becomes much larger. 

Projection of the supply of minor':ty RN's ... requires use 

of baseline supply data on minority professional nurses. An 

examination of the 1970 Census data b y state showed California 
having a larger number of Black and Spanish-speaking Regis-

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

are displayed in Fi,gure 17. It should be noted that the 

7Unerican Nurses Association does not consider the 1970 Census 
F 

estimates Of, Registered Nurses to be reliable because a 

la;ge number of persons included lo'n th i·, e Census pount "ot , 
.' . 

Registered N,urses were believed not t b .,.:, .. 
o e Register~d Nurses. 

Consequently, reliable estimates of the number of Black 

Registered Nurses are not available. 

66 
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FIGURE 16 

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

Admissions l Graduates l 

Basic Alternative Assumptions Basic Alternative Assumptiobo» 
Academic Year Methodology Methodology 

Low High Low High2 

.. 

1970-71 78,524 78,524 78,~24 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 
.. ;::::--:;:::::-;- .--~~ 

1973-71. 104,100 104,100 101,388 61,951 59,186 60,476 

1974-75 1Q5,200 105,200 105,504 66,864 63,895 64,916 

19,(5-76 106,200 106,200 109,764 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 68 1 818 76,104 

'J) 

1979-80 110.500 110.500 121.500 72.518 69.453 78.156 

lIncludes bacca1aureate,dip1oma, and associate degree programs in 50 States and District of Columbia. 
2Admissions in the "high" series are related to total college enrollments. The numbers of admissions 
and graduat'es are not always the highest projections for a given yearU 

Sourc~: 1971-71, 1971-72; National League for Nursing, State-Approved Schools 9f Nursing-R.N • 
1973. New York, The League, 1973. Also 1972 edition. 
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FIGURE 17 

II 
BLACK AND SPANISH-SPEAKING REGISTERED NURSES IN STATES; 1970 

BLACK SPANISH 

Male Female Male Female 

,;. \' 

California 379 5,635 c' 401 6,192 

Louisiana 50 1,292 7 194 .. 
-, 

Michigan 158 2,377 6 241 

Mississippi 35 778 --- 22 

New Jersey 172 2,669 --- 94 " 

Ohio 81 2,319 '13 243 

'Source: 1970 Census of General Population. 
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The a1terna"",iveto usi~g the '1970 Census count of Black 

R~gistered Nurses was to develop es'timates of Black RN' s 

expected to graduate 'from schools of nursi~g. The Bureau of 

~~aith Resources~~ estimated that five percent of RN gradu-
":'i.·}I~\ 
( '> atesnationally are Black. To estimate the 'available nUritber 

of Black RN's from which correctional institutions could re­

cruit, five percent of the projected number of graduates for 

each ye,ar between 1974-75 and 1979-80 were assumed to be 

Black. Calculations for both "high" and .. Ii low'" proj ections 

are present.ed in Figure,,18. 

According to the est,imate's derived from the 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 deri'ved 

from the high projections over the same time period. 

The total number of employed Bl~ck RN's as presented 

l~ d 1 .' . in Figure 18 is relIable· on y"1J,: an un e,r Y1ng assumpt10n 

is accurate. These calculations (i.e., total employed Bl~ck 

--""'.~\\ 
" ~ 

~RN' s') are based on the assumption that in 1974-75 Blacks 
-.":) 

comprised at ~east five percent of the estimated 857,000 

employed RN IS. If, this assumption is ",accurate, then the pro-

jections are accurate. With this consideration in mind, the 
I' .• 

low projections indicate the total number of Bl RNls is 
I) 

expected to inc.rease from 43,000 in 1974-75 in 

69 
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FIGURE 18 

... 
ESTIMATES OF ,TIltE NUMBER OF BLACK REGISTERED NURSING GRADUATES 1974-80 

" 
Total Number , Estimated Total Number -:,-;1"--

of Employed Number of of Employed " . 
Black RN's Black Graduates Total Graduates Black M's Black Graduates Total Graduates 

Low Projections I Low Projections2 Low Projections Righ Projections High Projections High Projections 
. . 'J 

3,195 3 .; i97l)-75" 42,850 6'3,895 42,850 . 64, %J.~ 3,246 
" c:~? 

1975-76 44,1984 3,319 66,348 44,268 67,789 3,389 
"il 

1976-77 45,506 3,341 66,813 ,::;::. ! :45,749 70,344 " 3,517 

1977-78 46,779 3,366 67,320 
, 
47,286 72,819 3,641 

1978-79 48,068 3,441 68,818 48,916 .. 76,104 3,805', 
>::J --

1979-80 '49,330 3,473 
<, 

69,45.3 50,547 78,156. 3,908 
/', 

(J 

lAiner~can Nurs~st Association estimated .857,000 active nurses in 1974-75 •. The nU1ll,per 42,850 is 5 percent of that 
estimate .• 

2L~w and higlf proj~ction explained in narrative. 
I, 

, '_r" 

,3It ,Gas assumed that the percentage ofRN graduates who are Black would remain' at "the estimated 1971-74 proportion 
of 5 percent through 197·9-80. 

,:The 1I.S. Department of Labor (1970) estimat~ of the annual death and retirement rates for registered nu~ses of 4.6 
0percent of the total number of employed nurses was used as a replacement rate. \\ 
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1970-80. On the other hand, the =;h~gh projections indicate 

the number of Black RN's will have incre~sed by an ~dditional 

thousand at the b~ginni~gof the next decade. If other 

minority RN's are considered although supply data o~ which . . . . 

to base proj~ctions are large y .. 1 lacking for,. these groups --
'J • 

then the increase will be somewhat larger. II. 
<: 

It will be easier for 'corrections to recruit minority 

nurses than minority physicians or dentists. 

() 
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VI. LAWYERS 

. A. CURRENT SUPPLY 'Je' 

In general, there is not a shortage ,of lawyers. However, 

there is a tremendous shortage of lawyers who are members of 

the various minority groups. ItS The shortage is likely to iI " 

remain throughout the next decade. Current reliable estimates 

of the number of minority lawyers in;' each of the major minority 
. //" . gr?ups (i.e., 

Indian, Asian 
Black, Mexl:ca!~'l-Amerl.can, Puerto 

. . Jl 
American', .pther Hispano groups) 

Rican, Americnn 

do not exist. 

The absence of reliable es·t:imates ,:, however, does not 
,'i 

reduce the severi~y of the shortage or need for minority 

iawyers. Corrections, for example, has a need for minority 

],awyers to represent minority client/offenoers in th'e correc-~ • b 

tional process. Minority lawyers are needed to: 

•• 

• 

Represent minOrity' clients in the correcticmal" 
process with respect to civil legal ,problems. 

Represent convicted offenders in judicial 
sentencing and probation revocation proceedings • 

•. Formul~te policy toguige and control adminis-
'trati ve procedures which the law permi'ts correc­
tional agenc~es to exercise over offenders~"6 

The American Bar Association "7 ;eported there were ,,425,039 

lawyers in the U.S. in 1976. Of these, approximately' 1.3 

percEmt, (5,614) were believed, to be Black. Tollett" 8 es-
o 

"tim.ate'd there were 2,000 Black lawyex;s in America in 1960' 

, j 

o 



I , 

" 

/ 

. , 

/ t ,'I 
'/ 

and 4,200 in 1970. The National iSar Association* estimates 
/1 

there were 4,500 Black lawyers l.·n:': 1974, 1 d' h J exe ul.ng t e 1,114 
Black law students who re . d 'J" D cel.ve l' . or LL.B degrees' in 1974-75. 

B. PROJECTED SUPPLY OF BLACK A,ND OTHER MINORITY LAWYERS 

The "need for minori ty laWY~frs can be met only by efforts 

: of the organized bar and law sc1;~001S to provide legal educa~ 
• • i/ 

tion oPP?rtuni ties to, members q,f minority groups. There are 

some indications that American i/law schools have 

increase the number of minori ti~ law students. 
/1 

taken steps to 

The total enrollment' in l:iaw schools has more than do:ubled 

in this decade ," wi th two'':''thir~ls of the increase occurring after 

1969." 9 HoweveJe', l~w school i~nrollment incre,ases have slowed 

appreciably sin(~e 1973. An average yearly enrollment increase 
I, 

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

increased by only 4.3 percent between 1973 and 1974. 
, ., () 

The proportion of minorities in the law stude/tit population 

has increased 197 percent since 1969-70 as is shown by the 

following tabulations: 

1975-76 
1974-7,5 
1973-74 
1972-73 
1971-72 
1969-70 

Total Minority 
Enrollment 

8,703 
8,333 
7,601 
6,7'30 
5,728 
2_,933 

Percent of 
T,otal Enrollment 

7.4 
7.S 
7.1 
6.6 
5.9 
4.2 

"The academic year 1970-71 was not included in 
the Section on Legal Education and Ad~issions 
,to the Bar of the American Bar Association, 
1975 SUTVC?Y .:, ., (>,' , 

*Personal Communication, March 1976." ," 

73 

n t 

. 
I 

, ) 

.. , 

, I 

= 

y~ .. ,·' .. :1~.kIo.,-.".~~ •. .;:~.21i~~ ... ::::·~ .~~.~~~.~ 

The foregoing data show, however, that the increase i~ 

cminority enrollment has substantially slowed since 1973. 

/ .. ) '1 

The availability of minority lawyers for possible recruit-. 
ment into PQrrections is dependent primarily on the humber of 

minority law students graduating from ,American law schools." 

If lar~e numbers- of students are graduated, the possibility 

of corrections obt~i~ing the needed legal services is enhanced. 
':' 

. Figure 19 presents enrollment data on mi;t:\ority students en­
j) 

rolled in law schools approved J)y, the Anle~ic_~n Bar Association 

for the 1975-76 academic year. 
1 () .. 

Since" 1969-70 ,the n'umber of Black law stUdents has in­
,-:;::) .. 

creased e,ach year, but their proportion of total minority 
~; -/ I 

student popula,tion has decreased. as the number of other minority 

law students has increased. In 1969-70, Blacks were 73 percent 

of the minority student population~ "for each succeeding academic 

year the proportions were 68 percent, 66 percent~~ 60 percent, 

ai:} 59 percent, respectively. 

;Blacks were 3.1 percent of all students enrolled in 
(.,\ 

American law schools in 1969-70. In ~97l-72, the,) proportion 

.~ad increased to 3.9 percent. Since then their proportion has 
~ \"; 

.,/ 
remained at about 4.5 percent. 

The"" numper of Mexican-Americanc students enrollei'd in ~ 

appiov~d law schools has more than tripled during the last five 

yeCl~s. Th~Fe·were .4l~ Mexican-American students>enrolled in 
,l ' 

" approved law schools in 1969-70; by 1974-75 the n,umber had 

increased ~0'~i357. In 197~,;7~,however,. the" numb~r decreased ,I .. 
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FIGURE 19 

MINORITY STUDENTS ENROLLED IN APPROVED 'LAW SCHOOLS, 1975-76: 

Group Percent of ~ercent of Total 1st 2nd 3rd 4th Not Total iM!nority Minority Year Year Year Year Stated Enrollment· 1lnro11ment Enrollment 
" I; Black 2,045 1,511 1,452 119 --- 4.4· 58.9 5,127 h 

, Hexican-American 484 421 381 11 --1/,- 1.1 I' 14.9 1,297 .i 'h ,. Puerto Rican 113 121 96 3 --- 0.3 3.8 333 Other Hispanic .1 
if Americans 217 164 146 16 --- 0.5 6.3 543 

" American Indian 118 88 84 5 --- 0.3 3.3 295 Asian American 436 343 287 33 --- .9 12.6 1,099 Group Not Stated 
9 

Total 3,413 2,648 2,446 187 9 " 7.4 100.0 8,703 ;\. 

Source: 
Memorandum on 1975 Survey of Minority Group Students in. Legal Education. Section on Legal 
Education and Admissions to the Bar. American Bar Association, Chicago,I11inois February, 1976. 
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to 1,297. The proportion of Mexican-American students in the 

minority law student population increased from 14 percent in 

. '1969-70 to 17 percent in 1973-74, but dropped to .16 percent in 

1974-75 and 14.9 percent in 1975-76. 

Asian-Americans are the third largest group of minority 

law stude'i)ts. The first\ time statistics were kept on Asian-

" American law students as a group was in 1971-72. The number of 

)\sian-American law students increased from 681 in 1971-72 to 

1,099 in 1975-76; their pro:portion of the minority law student 
" 

population has remained arol~d 12 percent for· the last five' 

yegrs. 

The proportions of the other minority groups (i.e., Puerto 

Ricans, Ame~ican Indians, and other Hispano Americans) in the 

minority law student population have ranged from 1.69 to 6.0 

percent over the last half decade. 

/ More than 30,000 students are expected to graduat~ from 
'.1' • 

approved law schools on an annual basis from 1976-77 to 1979-80. 

Minorities are expected to comprise about, 7.8 percent of these 

graduates. Approximately five percent of all students gradu-
,. ,!\ 

ating with a J.D. or LL.B. degree will be Black (see Figure 20). 

At the beginning of the next decade, the number of lawyers 
._-------;- ... :-::.=;==.:; 

in this country is expected to have increased by 135,168 (26 per-

cent). Of the expected more than one-half million lawyers, 
\\ 11,082 (2 percent) are expected to be Black (see Figure 21). i 

Black lawyers are projected to increase in number from approxi-

76 
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," FIGURE 20 

BLACK AND OTHER MINORITY LAWYERS A~D GRADUATES 
1970-71 TO 1979-80 

Year 

.. 

JD or LL.B 
Graduatf;)s 

Minority, 
Graduates 

Black 
Gr~duate$ .. -..... -------------... ----_-...i __ .. 

1970-71 
1971-72 
1972-73 
1973-74 

=~=====~·=-r97tr::-7~5~=~·· .. 
17,183 
17,006 
22,342 
27,756 
28,739 

1,600 
2,157 

830 
1,114 

u 

,. Proj ection 
Office of Education 

1975-76 
1976-7.7 
1977-78 
1978-79 
1979-80 

29,900 
30,700 
31,400 
31,700 
32,100 

Projection l 

2,243 
2,303 
2,355 
2,377 
2,405 

Projection 2 

Independent 

1,166 
1,197 
1,225 
1,236 
1,251 

1 • 
It. was ~ssul!1e~'" the 1974-7 S proportion (7.5 percent) 
wh1ch m1nor1 t1C:;i'~ were of the total receiving JD or 
LL.B degrees would remain the same until 1979-80. . C!.';? 

2It was ,ssumed that Blacks would remain 52 percent 
of the .inority'graduates through 1979-80. 
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~IGURE 21-

ESTIMATES ON THE POPULATION OF BLACK LAWYERS 
.. 

1st Year \ , 
Enrollment Minority B1~ckl Total Number of Year for Blacks Graduates Graduates R~p1acement Black Lawyers 

1968-69 684 5 -- -- -- ]1 --
J 

1969-70 1,115' 
Independent Proj. -- 300 173 4,200 

1970-71 -- -- 350 177 4,327 . 
1971-72 -- -- 400 182 4,450 

1972-73 -- -- 5582 191 4,667 

1973-74 -- 1,660 3 830" 207 5,034 

1974-75 -- -- 1,114 5 232 6,539 
, 

19'75-76 -- 2,243 " 1,166 .276 7,429 " 

1976-77 -- 2,303 1,197 306 8,310 , 
1977-78 -- 2,3~5 1,225 ,J 342 9,293 Ii /ll 1',1 

1978-79 -- 2.,377 . 1,236 381 10,148 

1979-80 2,405 1,251 417 
,).\ -- 11,082 

lIt wa~ assumed that the 1968; 1969; and 1970 trend (i.e., 200; 250; and 300) 
of Black graduating law students continued through 1972. 

2B1ack law graduates for 1972-73 were taken to be one-fourth of the 1969-70 
1st year enrollment. 

3The total number of minorities receiving a fitstlaw degree in 1973-74 was 
1660. 

"From 1971-72 to 1975-76, Blacks comprised at least 59 percent "hf all minot'­
iUes enrolled in approved law schools. It was assumed that Blacks were at 
least 50 perc~nt Of the 1,660 minority graduates. 

sAmeric~n Bar Association figure. ~. 
6Toledo Law Review, 1970, p.984. 

7Ibid. 

Q..-, 

Standardized mortality ratios do not exist for Black lawyers. To calculate a 
replacement ratio, it was assumed that the dea~,h rate among Black lawyers is 
the. same as it is among Blacks in the general p'opulation of the same age 'and 
sex. A ratio ofll •. ~ deaths per 1,000 lawyers was used. Retirement was set 
at 3 percent, the same as it is among white lawyers. 
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mately 5,614 in 1974-75 to 11,082 in 1979-80, a 49 p'ercent 

increase. 

The distribution of lawyers in the six states related to 
" 

this report shows the national population per lawyer ratio in 

1971 was " ••• about one white lawyer per 631 white population ••• 

Cand) ••• approximately one Black la.wyer per 5,736 Black pop,u~a-
C) 

tiori (National Bar'Foundation Project, 1971)." 50 Of the six 

states, the populati~n per lawyer ratios for Michigan and 

Mississippi were significantly less than the national'ratio. 

Figure 22 looks at the 19'70 distribution of Blq,9k lawyers 

in the six "$tates. More·.· recent data on the distribution of 

Black.lawyers was not available, but it is doubtful whether 
" 0 
,j' 

more current data would significantly change the lawyer per 

population ratios. Cal,iforn5,a has the most favorable Black 

lawyer population ratio. However, the ratio is more than nine 

and one-half times greater than the nationaJL"ratio. 
;;;-

~igure 21 also provides projections of the total number 

of practicing Black lawyers through 1979-80. Although signifi­

cant increases are projected in the number of Black lawyers, 

the data in Figure 21 indicate. that it will'be very diff,icult 

for correctional facilities in 'the six states to recruit a 

significant J}umberof Black,lc~wyers. While projections were 

not made for other~,ority lawyers, there will be about the 

same number of non-Black minority law graduates annually as 

Black graduates -- a 
o 

little more. than 1,000 a year for the rest 
::: 

of the decade. 
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FIGURE 22 

DISTRIBUTION OF BLACK LAWYERS IN SIX STATES: 1970 

, 
Lawyer Per 

State Number' of Black Ratio 
Lawyers Population Population 

California 406 1,400,143 3,449 

-, 
-, 

Louisiana 26 1,086,000 41,769 

Michigan 193 991,006 5,135 . 
Mississippi 55 815,770 

1) 
14,832 

Nel'l Jersey 81 770,292 9,510 
-

',' 

Ohio 232 970,477 4,183 
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VII~~ SOCIAL WORKERS 

A. CURRENi' SUPPLY 

Any current analysis of the supply of minority social 

workers for possible employment in corrections is severely 

limited by the abse~ce of definitive data. Therefore, the n 

I ' analysis ,lnd projections provided -herein should be reviewed 

with this deficiency in mind. 

t:. 

According to Seigel,S! 

The current l::ise in unemployment will •• ~ lead to 'an 
increased derqand for:: soc~al services. Through the 1974-
1975 academic year, applications and enrollment in grad­
uate and undergraduate social work programs continued to 
grow desp:j.te the curtailment of federal funds in support 
of social work education. 

Corrections needs the skills of trained social workers in 

the following areas: Parole and probation pre-release inves­

tigation, post-reiease supervision, group work methods, group 
if 

counseling, and individual counseling: 2 
,Moreover, the demand 

for probation and parole officers ," the relati,vely low incidence 

., of t-1aster' s of Social Work degrees among probation and parole 

o/ficers (estimated at four percent), and the low level of re-
, 

cruitment of wor~ers with MSW's into corrections should greatly 

enhance employment opportunities in corrections for social 

wo;tkers .S 3 

Less than two percent of trained social workeri" are cur-
;,,~.-:; 'I 

rently employed in.correctioris. 
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A membership survey conducted by the National Association 

of Social Workers 5S in 1975 reported that only 7.6 percent of 

35,630 respondents were Black. H9wever, this represented a 

significant change in the proportion of minorities responding. 

In a 1968 membership survey, 9.5 percent 'of the respondents 

were min'orities and,i:t:l1974, 14.5 percent were minorities. 

, . 

A variety of persons performing social service tasks and 

responsibilities are often categorized as social workers. In 

this report, the term is reserved for per.sons enrolled in or 

graduates of accredited graudate programs in social work. Con-

sequently, analyses and projections performed in this report 

are based mainly on data relating to graduate social work pro­

grams accredited by the' Council on Socia1.Work Education. The 

rationale for adopting this appl:'oach was: (a) very little data 

on baccalaureate programs were available; and (b) in general, 

the master's degree is required for employment at the profes~ 

siona1 level. It was only recently (1974) that the Council on 

Social Work gave accreditation to and collected data on under­

gr~duate social work .programs. 
! 

It 

J 

,I 
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I 
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The 1970 Census provides an estimate of the number of 

Blac~ employed social workers. Accordin~ to Census data, 

16 percent (33,869) of all social workers\(2l6, 623) reported by 

the 1970 Census were Black. Although the 1960 Census contains 

data on Black social workers, these data are combined with 
V 

statistics on recre~t~onal workers. The 196B Census contained 

'" data only on the occupational category of "Pr()fessional, Tech-

nical and Kindred Workers." 

B. Projections of the Supply 'of Black Social Workers 

The systematic collection of ethnicity data on social 

workers was begun in 1969 by the Graduate Council on Social Work 

- Education, but covered only the programs of accredited graduate 

schools. Data for 1971 could not be obtained': 

Seigel provided three estimates of the number of employed 

social workers in 1980. One estimate applied the Labor Depart­

ment I s projections to the 1970 Census count,., The second esti­

mate assumed the proportion 6f social service workers would 

remain at the 1974 proportion. The third estimate used 1974 

data as a base and projected a constant rate of increase to 
',) 

1980. 

Seigel used three different data bases to provide 1980 

. . 
o 

II 

o 

In the development of tentative estimates and projections 

concerning Black social workers, data from the following major 

sources were used: u.S. Public Health Service, Bur~au of the 

Census, the Council on Social Work Education, National Assoc­

iation of Black Social Workers, National Associ~tion of Social 

Workers, U.S. Department of Labor, and the Office of Education. 

'j 
:9 .1 

i; projections of the number of social workers (i.e. "all person­

nel who work in the social service field.") The three bases 

were: (1) Tomor'row' s J}fanpow~r Need's, (2) The 1974 proportion 

of social service empl~\)yment' in professional and technical 

-
~, 1:1 
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occupations, and (3) a constant rate of increase/applied to 

1974 data. 

In Tomorrow's Manpower Needs, soc:'Lal service workers 
'\ 

were estimated at 170,000 in 1970 and projected to 253,000 in 

1980, or approximately a 46 percent increase. When this per­

centage was applied. to the 1970 Census figure of 216,623 social 

workers, the number of social workers was projected to 322,768 

in 1980. If the 1972 Manpower Report to the President projec­

tion is applied to the 197.0 Census count, 342,264 social 

workers are projected for:;1980. 

seige1 56 casts considerable doubt on these projections~ 

He reported there, were already 300,000 social service workers 

in 1974; thus requiring only "eight percent. overall growth 

rate in social services workers between 1974-80, or an average 

increase of 1.3 percent per year." 

In the second projection, Seigel assumed that social ser-

vice workers in 1980 would be in the same proportion to pro­

fessional, technical and kindred workers as they were in 1974, 

i.~., 2.4 percent (372,000 social workers in 1980). 

The third projection (402,000) was based on the 1974 figure 

of 300,000 social service workers and a "very conservative" 

five percent annual increase to 1980. The figure of 402,000 

represent,s 0.3 percent of the projected 1980 labor force (102 

million) a'nd 2.6 percent of p'rofessional, technical, and kindred 

workers. I! 
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Using the u.S. Public He'alth Services 1972 estimate of 

'190,000 social workers as a basis, and assuming a conf!tant 

annual growth rate of five percent, a projected figure of 

280,713 employed social workers is obtained for the year 1980. 

To document these projections, social work school enroll-
is> 

, ' 
ments were considered. The number ot full-time stud~ents enrolled 

in social work master's programs incrE':ased from 7,196, in 1964 
\' 

to 16,590 in 1974; the post-master' s progr,~m increasecl from 70 
'. '\ 

,\ .\ 

in 1964 to 648 in 1974. Approximately 8, ooo~t:udents:~feceived 
~-::::::::::::::~. 'J,! 

master's of social work ih '1973-74, and 159 received d~ctoral 
, " I,. 

, "~,I 

degrees in 1973-74, a 25 percent increase from 1L964-65. "\, 
,J , \ 

The number of ,full-time students enrolled i;in gradu~te • ») 

schools of social work has had an eight percenF annual growth 

rate over the last ten years. 
!I 

The percentage ;phange in total 
!I 

~,nrollment fx'om 1973-74 was only 2.4 percent:ithe lowest percent 
(, 

change during the curren~, decade • 
.. :! !: 

J, 

The 1972 enrollment figure~ for Blacks ais full-time first-
/I , 
I -

year master',s degree students\\ in, accredited g!raudate schools 

o£ social work show that Blacks comprised l5.lls percent of the 
11\ II·, 

total enrollnient; in 1973, tha~ percentage hld decreased to 

14.4 percent of, the total enrollment, and in 11974, it had drop­

ped to 12 .• 7 percent. Of the. minority sociallwork gra~uates,11" 
who received degrees inl'9''tj:'':', 4, 15.5 percent of the ,~r J, 
;,~egr:ec: recipients and 11. 3 'percent' of the doc€oraldt{g~e~~ reci-

~. 
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pients were Black. Blacks were also 12.9 percent of those stu­

dents receiving undergraduate social work degrees 'in 1973-74. 

,_ I,n the development of stlpply projections for 1975-1980, it" 
\~ 

was assumed that the trend developed from 1963-64 to 1972-73 

wOUIdnot remain the same from 1973-74 through 1979-80. There­

"fore, the 1973-74 change of seven percent from the previous . . 
academic year was used as the base for calculations •.. 

T.he proportions of Blacks enrolled in first and second 

year master's of social work programs are approximately 12.6. 

To estimate proportions of'Black students who are expected to 
" 

receive master's degrees througli 1979-80, 12.6 percent of each 
", 

projected total was calculated with the resulting number used 

to represent the projected n~i1IDber of Blacks expect,ed to earn 

master's degrees of social work from 1973-74 through 1979-8,0. 

These projections are shown in Figure 23. It can be seen 

that an average of 2,000 minority students will receive master's 

degrees of social work annually from 1974-74 through 1979-80. 

Full-time students enrolled in master's degree programs of 

social work 'vary by state. For ex~ple, more than one thousand 
t 
" 

full-time master's degree students were enrolled in accredited 

graudate schools in California in 1973, while there 1II!ere less 
Cj" _ ,- " ' 

than three hundred 1n Louisiana; Mississippi had less tl1an one 

hundred. This indicates that corrections, in some instances, 

will have to recruit on a national ,as opposed to a local'level. 
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1974-75 

1975-76 

1976-77 

1977-78 

1978-79 

1979-80 

.• II 
,I Ii, 
\1" •. ' F" '")3 1~li 19ure &., 

" ,~ 0 
11\ II 

, Projections \:m Blacks Expected to Receive 
Master's negt;ee1;s of Social Wor'l< Through 1979- 801 

Tota1N\umbeI' 
of .G~ad;pa tes 

9 ,38,i~ 
'ji 
!I 

10,16i~ , 
Ir ':, 

11, Q1 1f 

11, 92 15 

12, 91 ~ 

Bl~ck 
Graduates 

1,092 

1,183 

1,281 

1,388 . 

1,503 

1,627 

Other 
Minorities 

815 

883 

956 

1,035 

1,121 

1,214 

Total 
Minorities 

~ ,907 

2,066 

2,237 

2,423 

2,624 

2 ;841 

, J II 

Ir~!I-"""--""'-----~-..,.'i1 J Ii! . 

lIt ,,,,as assumed that' tH:e )kverage percent of increase (8" 3) in th: 
number of students recei~li~:g master's degrees from 1969-70 to 

':;, 

1973-74 would remain con~tant through 1979-80. 
jl I. i) 

2It was assumed that BJ:ajt:ks "ilpu1d remain 12" 6 percent of all 
, stu:ents awarde,d master'! degrees through 1979-80. 
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cut'back on some soc1a1 service Since there has been a , ; 

h skills of social workers,correc-programs which required t\:l e , , 

. 1 in recruitin~ minorities tiona. should have little diff1cu ty 

with trainingfin social work. 
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. ~i ,_, VIII. 'PSYCHQX,OGISTS" 

. A. CURRENT, SUPPLY 
o 

• . ',' L·i!;;i', " 

Will the 9urrent popu1a~ity of psychology lead to an over-
.,{ ...... 

production -of Ph.D.'s? Acco~ding -co Woods7 there are now more 
~·~S~\ 

people in ,graduate scho,?l studying to become psychologists than 
. . ,.', , ., 

there are psychologists who are members of the American Psycho"':
l 

logical Association. 

The current consensus is that 'the Ph.D. labor market in 

the 1980's will experience a substantial excess supply of (;' 

doctoral psychologists. A11:1:ee& 8 'warns that the traditional: 

market, academia, is not going to be hiring many Ph.D. psycho-

logists for quite some time, and that most departments of 

psychology will give preference to minorities .for the small 

number of faculty job openings. BU,t graduate enrollment in \) 

P~ychology continued to climp between'1968 and 1973.59 

Contrary to the' above pessimistic vie\'1s, tbe U. S. Depart­

mentof Labor (DOLj60 be.lJeves employment opportunities for 

J?~ychologists "w;ill be good through the mid-1980's. Specifi-, 

cally, DOL expects opportunities to be very good for Ph.D.'s 

and some M.A.'s with specialties in clinical oJ:' counseling 

psychology. In addition, employment of clinical counselors 
I) ;;::I:::'~..;" 

. and social psychologists in cOrrectional institutions ;4.;s 

expect,ed to eXPrnd ra~idly. 

Clinical I.Jsycho'logists, 19n9-time members of the correc-
(( 
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tional classification and treatment te~m, haveexpt~tise in 
<,I.-I 

offender behavior and make meaningful contributions '" to correc-

tions in' the area of psychotherapy. Clinical'psychd~ogists 

also make strong contributions in the areas of personality 
" 

theory and motivation. 61 

The supply of clinical psychologists is directly related 

to the production of' persons with graduate d~grees in psychology. 

Thi,s report focused primarilyO on doctorate psychologists. 

Figure 24 presents data on doctorates awarded in psycho­

logy from 1940 to 1970. ,Data used to prepare this figure 

come from two sources: ·~he National Research Council and 

the U.S. Office of Education. The National Research Council 

(NRC) dat.a which specify 29,935 doctoral degrees awarded6 :1' 

between 1940 and 1970 -- are used in this report because of 

the tendency of the U.Se Office of Education to underestimate 

the actual number of degrees awarded. 

A more sophisticated estimate of the total active labor 

6 3 force of docto~ate psychologists was deyeloped by Cuca. Cuca 

"examined the manpower flow from field of degree to field of 

employment for persons receiving the doctorate from 1930 to 
,. 

1972." She concluded that 11 percent of those persons who 

received Ph.D.' s in psychology were no longer in the fiE!ld~ 
.. '\ 19 percent of the labor supply consist~d of new entrants;,. and 

1.5 percent of the supply consisted of persons holding foreign 

doctorates. Moreover, an adjustment was required for a small 
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FIGURE '24 

, DOCTORATES AWARDED IN PSYCHOLOGY, 1940-1974 
'>r?J 

, 

Years {/ NRC 1 OE 2 

1974-44 530 

1945-49 719 
e' 

1950-54 21)753 2,450 
1955-59 -_.:1J 3,672 3,079 

:2", .::~" 

' .. ','. 

1~60-6:4 4,408 
" 

3,,908 
i., 

1965-69 6,561 
.,,; ,. 

<. 5,806 
. II 

1970-74 11,,292 iI,9,1~3 
" 

,- .. 
" 

Total 29 935' " 24,356 :0' , , " 

" 

.', 
;! i: :; 
" :1 tl 

.. (. 

INationa1,; Res.earch Council, Doctorate 
Records File. 

2U.S·M Office of 'Education, National 
Cent~r for Education Statistics. 

From: Janet Cuca, Ph.D.'s in 
o Psychology: Supply and 

Demand Paper presented at 
the American Psych(~logica1 
Association Convention, 
Chicago, r.:J.li,nOis, 1975. 
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number of voluntarily unemployed doctorate level psychologists. 

Figure ~5 shows estimates by Cuca 6 It 
'-:;~ 

of the total doctorate 

level pS¥chologist labor force in 1974, including adjustments 

from the NRC degree total of 29,935, for death (-2,385), loss 

to other fields (-3030) ,'gains from other fields (+5,234), 

foreign doctorates' (+446) and voluntary unemployment (-151). 

The total 1974 supply was 30,~49. 

B. PROJEC'l~ONS OF irHE SUPPLY OF PSYCHOLOGISTS 

The size of th~ 1980 psychologist labor force has been 

projected to be 42,,658, using Cuca's procedure. Projections 

developed by the U.S. Office of Education reflect an expe~ted 

71 percent increase in doctorate degrees to be awarded between 

1974-75 and 1979-80. The doctorate psychologist, labor force 

is expected to increase by 26 percent during this same period. 

The data in APA Members at a Glance 6s shows 58 percent of 

the membership were in the human service p$ych6logy. The sj,n9;I.~ 
,.".,. ~ 

largest sub-field was clinicalpsycholo9Y; consisting of 

36 percent of the 27,371 respondl(?:,nts. I~ is estimated66 that 

about one percent of all doctorate psychQlogists who want to 

work are unempl.oyed. Unemployment among .new doctorate level 

psychologists receiving their degrees between 1971 and 1975 

was 3 percent. The employment status of new doctorate level 

psychologists showed a slight increase in the percentage of 

persons with no position in 1975 as compared with 1974. 

Overall, the 1975 employment ~tatus of new doctorate level 

o -92 
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FIGURE 25 

ESTIMATING THE 1974 DOCTORATE PSYCHOLO~Y LABOR FORCE" 
\' 
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29,935 - 2,385 - 3,030., + 5,234 + 446 _ 
o 

151 = 30,049 

o 

From: Janet Cuca. Ph.D.~s in Psychology: Supply'and Demand. 
A Paper presented at ~he American P;sychologicalAssn. 
Convention, q;licago, Illinois, 197!~. 
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psychologists was· slightly worse than for the 1974 graduates. 

The trend indicates decreasing opport,~'J:.hities, for psychologists 

in academia. As would be expected, employment opport-unities 

in non-academic settings have increased since 1971. However, 

there was'a slight decrease in 1975. 

A survey conducted in 1975 67 on the employment status of 

1974 doctorates in' psychology revealed 36 percent of the un-

employment was in the areas of clinical and counseling psycho-
/, 

logy. Note that services in these two areas are utilized by 

corrections. The survey ·,also indicated that 42 percent of the . 
degrees awarded were in·clinical and counseling psychology. 

In 1975, these two areas alone accounted for 30 percent of the 
:~ 

persons having "no position" at the ;1::irr,J;:'ihe survey was con-

ducted. 

C. EMPLOYMENT OPPORTUNITIES IN CORRECTIONS FOR DOCTORATE 
LEVEL PSYCHOLOGISTS 

A review of social science literature produced data on 

only one department of psychology in the U.S. -:- the University 

of Alabama -~ which offers training in correctional psychology. 

~pproximately 13 Master's level correctignal psychologists 

have been graduated from this program since its inception.l/ 

(The Master's degree program has been\discontinued.) This 

translates into five males and eight females, -- i.e. two 

Blacks, one other minority group member, an,d ten whites.) 

The pro~ram expects to graduate one Ph.D. in correctional 

Ji 
l/Personal communications, February 5, 1976. 
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psychology in 1976 and about two Ph.D.'s every year thereafter. 

Presently a Black female in this program is comple'ting her 

Ph.D. requirements. The admission rate is approximately two 

Ph.D. candidates per year. 
,1) 

The Center forCorrectiohal Psychology at-the Univers~ty 

. of Alpbama felt that "the demand for Ph.D. IS' in correctional 

psychology will be high'for,at least the next ten y~ars." 

This feeling is ,documented by a report on employment opportuni-
\'. 

ties in"criminal justice and correctional psychology conducted 

by Center members Bjorklund and Brodsky. 68 • 

The two authors rec;£hested information on job descriptions, 

salaries, minimum requirements, and availability of job open­

ings from penal institutions, juvenile institutions, private 

agencies; and probation and parole boards in. alISO states, 

Canada, and Guam. No job openings in·corrections for psycho­

logists with B.A., M.A., or Ph.D. degrees were reported by 

12 states: Arka'nsas, Delaware, Hawaii, Illinois, Massachusetts, 

Missouri, Montana, Nevada, New York, South Dakota, Tennessee, 
\0-

and Texas. 
t 

These states indicated that "no openings" were due 
" 0 

to small populations, overflow of trai.ned personnel, or 

limited state funds. Another-seven states had job openings 
:1 
'j ., 

but also had a one-year resid¢ncy requirement: Alaska, Arizona, 
d ~ 
Ii' 

Colorado, Maine., New Mexico, 1¥ennsyl vania, an4 W~shington. Nine 
(! -

other states either failed to res,pond toth, el 'study questionnaire 
'"' 

or reported having no interest in s,'rvey 4?~bject matter. States 
~"!: 'v ~ 
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in thesh categories were: 
\, 

I 

Georgia, Louisiana, Mississippi, 

New Hamp~\pire, New J~rsey, Rh'ode Island., South Carolina, Utah, 
\~, 

and Wyomirlg. 
" 

Canada has one-year res~dency and fluency in 
\ ":, 

spoken Fren,ch requirements. 
~ 

Eight sl.tates (California, Florida, Kentucky, Idaho, Mary­

land, Michigan, North Carolina, and Oregon) reported a favor­

able outlook for the' employment of persons trained in 

correctional psychology. All eight states expressed "an interest 

in doctorate level correctional psychologists. The survey also 

showed possible job openings for correctional psycholo~ists~ 

at the Master's levels i'n eight states: California, Kentucky, 

Idaho, Indiana, Iowa, Maryland, Michigan, and North Carolina. 

Most of the job openings for correctional psychologists 

reported at the bachelor's d~gree level were in the following 

eight states: Alabama, California, Connecticut, Florida, 

Kentucky, Indiana, Iowa, and Maryland. 

D. PROJEC'l~ED SUPPLY OF MINORITY PSYCHOLOGISTS 

Minority correctional psychologists are needed to provide 

service to law offend~rs and to research problems in, corrections. 
r 

Without an adequate labor force of minority correctional psycho-

logists, it will be diffi,cu,U~ to: achieve many of the antici­

pated breakthroughs i,n penal refQrm1 deliver psychological 

servi,ces to minority law offenders 1 develop ,more effective 

rehabilitation.strategies: etc. 
. '::: <l~':' Padilla, Ruiz, and Alvarez69 

\ 
\ \" after examining the' unique role of minority psychologists, , 

" 
'\ l 

- , . 

• 

: ., 

, J. 

, 

J 

/ 
concluded that the under-utilization of psychologicaf services 

'~ \~J 

by minority group members was related to t£1e absence of 
oJ 

, minor:tty psychologists in service' delivery positions~ , 

p 

r
'll 

( i1 

\ 
'~ , 
II 

The magnitude of the problem is highlighted by other studies 

and r~~ports,()including the ,1972 APA Manpower Data Survey, the { '\\ 

1973 i~ationa.l Research Council f s Commission on Human Resources 
:i 

Survey, and the 1974' APA Manpower Survey. 

More, than 20,000 APA members responded to the Association's 
i';\ /I 

1972 Manpower Data Survey questionnai(:rl,~;i' The number and per-
:~. 

centage of minority group members who identified thems~lves : .. 

were as follows: 

. 
• 

Black 
Oriental 
American, Indian 
Middle Ea'stern 
East Indian 
Hawaiian-Polynesian 
Other 

Number Percent* 

287 
152 
,22 
19 
39 
23 

--.ill 

1.40 
0.74 
0.11 
0.09' 
0.19 
0.11 
3.71 

1,300 6.35 

*Of total of 20,443 APA Surve~ 
respondents 

'l'hese data S"hO\<l that slightly more than six percent of the 

respondents were minority group members. 

Cuca 70 reported t.hat the 1973 National Research Council's 
o 

Commission on Human Resources data showed that 2,444 doctorate 
II 

.,' 

of pS~fhology degrees were awarded in 1973. She estimated tpat 
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eight percen't of the degrees were awarded to minority group 

members. The estimate was made" by applying the percenta,geof 

social science d~.ctorates awarded i~ psychology to minority 

group data and then correcting for the response rate. , . " 

Projections on doctorates in psychology expected to be 

awarded to minority group members are presented in Figure 26 

The number of doctorates awarded to minority group members is 

expected to increase from J.74 in 1974-75 to 245 in 1979-80. ... 
The American Psychological A'~~ociation 1974 Doctorate 

.Psychologist Survey by race' and major field provides the latest 
-. 

data for estimating the minority doctorate psychologist labor 

force. The data show that 461 minority group members hold 

doctoral degrees in psychology and. are mostly represented in 

clinical psychology, followed by counseling psychology and 

educational psychology. 

- The 1970 Census counted 1,062 Black psychologists. The 

APA 1974 ~ia,npower Survey counted 313 at the B.A., M.A., and 

Ph.D. 'levels. The Census figure indicates that Black psycho:­

logists represent 3.7 percent of all resident U.S. psychologists, I' II 
• 
and theAP~f number represents 2.1 percent of all U.S. resiqent 

psychologists. 

An estimate of the total doctorate level psychologist work 

force was develCiped by Cuca using the basi~ procedures previ'ously 

discussed in the; Current Supply section. Her estimated total 

labor force for..,l980 -- 42,658 doctorate psychologists-- is 
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FIGURE' 26 

<P,ROJECTIONS OF DOCTORATES IN PSYCHOLOGY TO BE AWARD'ED TO 
" MINORITY GROUP MEMBERS 1975 THROUGH 1979-80 . 

" 
Year 

1974-75 

1975-76 

1976-77 

1977-78 

1978-79 

1979-80 

Source: 

1\ 
'I 

II 

Projections 
of Total 
Psychology 
Doctorates 

" 

to be 
Awarded 

2,15'0,. 

2,560 

2,830 

2,940 

2,950 . 

3,030 

'Psychc;> logy 
!)octorates 

to be Awarded 
to Minority 

Group Members* 

174 

207 

229 

238 

239 

245 

Ken~eth.A. Simon and Martin M. Frankel 
ProJectIons of Educational Statistics 
to 19q~-84. ,ULS.Department of Health 
Educat10n and We1fa~ei National Centei 
for ~ducationa1 Statisti~s,.Washington, 
D.C •• U.S. Government PrIntIng Office 1975. ' , 

II 
*Inde~lendent Proj ections. 
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shown in }"igure 27 .. ',:;1f (minorities represent 2.1 percent of 

doctorate level p~Y9nologists in 1~80 as they did in 1974 

(~s suggested in the APA survey), then there will be.896 doc~ 

torate level minority psychologists in the labor force in 1980. 

However, this proportion cannot be verified, and there is 

expected to be an increase in new minority doctorate pJycho-
. . 

logists, as suggested by degree projections. Thus, the 

figure of 896 is probably somewhat low; however, it does 

suggest a relatively small number of minority doctorate psycho­

logists who will be availaBle for possible recruitment. into ~" " 

corrections. 
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FIGURE 27 

ESTIMATING THE 1974 DOCTORATE PSYCHOLOGIST~LABOR FORCE 
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IX: RECREATION SPECIALISTS 

A. CURRENT SU~ 

o f 0 has an unfilled opportunity and The r~creation pro eSS10n 

o 0 I/o 0 1 form' Moreove-r, "the an unfilled respons1b1l1ty 1n pena re • 

recreation profession has the opportunity and the responsibility 

to help people fin'd 'themselves and that sense' of personal dig-

t f h other.,,?1 nity by which they preserve their respec or eac 

Perhaps one of the many reasons why recreation has not played 

o b f 1°tS past "low. priority a major part in correcti~ns 1S ecause 0 

o . to" 7..2 However, there is a critical role status 1n correc 10ns. " 

for recreation specialists in the preparation of offenders 

o 0 t Po11°ticians and criminolo-for productive lives 1n SOC1e y. 

talked about the role of recreation in correctional gists have 

settings. Some of their comments follow: 

Vance Hartke, 73 of the U.S. Senate, from the State 

of Illinois: 

"Recreation can facilitate the inmate'soa.b~litr. to 
cope with his tensions, fears, and anx1et1es. 

,It Coo 1 gist. Carrol R. Hormackea, r1m1no 0 • 

"Throug1) recreation •• ;'t~e inI?ate will learn to play 
and mako, , good use of h1s le1sure hours.... Many 
of those'\\incarcerated got into trouble because of 
crimes 'c0mmitted during leisure time hours as a 
result of not knowing what to do." 

"Recreation behind institution walls becomes a real 
'must' if the inmate is to maintain any relation­
ship with the reality of life."7S 

-

"-

(I • 

" i.) . , 

·11 

(! 

/ 

Dan Walker, 7 6 Governor of the <::'State of Illinois: 

Recreation in a prison ",is nota privilege, not 
a lUxury, not a treatment, but a basic right." 

-:;, i"; 

Charles H. Percy, U.S. Senator from the State of 

Illinois: 
; 

"Recreation is vi tal to the rehabilitation process'7 
not only for p~rsonal health reasons but also for' 
satisfying fel.~owship that comes from planned 
recreati,on acti\\i ties. " 77 

EdjitlUnd H. Muth, C\'?rrectional Manpower Services, Illinois: <, 
\\ 

"It would appear'that three trends -- involvement of 
of families, increased community emphasis, and a 
more holistic view of offenders -- will encourage 
an enhanced role for ~ecreation in correctional 
programming, d'~;ring~'the 1980's and 1990's." 78 

The Joint Commission on Corrections and Manpower Training:79 

"Th~ trained recreational specialist brings to the 
correctional setting a broad range of therapeutic 
and rehabilitative'recreational activities designed 
to develop vocational skills, physical competence, 
and self-confidence." 

"Recreation as a therapeutic means through the physi­
ca,l has the potential of reducing the abnormal aspects 
of instit~tiqnal life and. confinement tension experi­
enced by many inmates. The trained recreation special­
ist may r~ach latent and unrecognized talents which 
heretofore have bee'n developed through vocational 
or educational means. The skilled recreation special­

'ist (or counselor) may reach deep-seated interpersonal 
problems of law offenders." 

(1) ~1anpower Needs 

There is little documentation available of the 
.. ,:;:~, 

need for recreation manpower in correctional institutions. 

"The current state of (recreation) manp'ower supply":and 

demand incorrection.s has been described as in extended 
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infancy." ,0 Park believes an increase in correctional 

rec;-eation manpower will not take place un~.:i1: 

• '~A functional job analysis at each level has 
been conducted. ., 

II 

• Competencies for personnel have been developed. 

• Training guidelines have been formulated and 
implemented. 

• Teaching and resourcft aids~ave been prepared 
for the profession. , 

• Training programs have been designed and 
implemented for such per,sonne1. 

.' The employment of minorities has been accom­
,'p1ished. 

In reference to the:: last point, it was noted that 

!,' 

minorities have not been actively recruited for jobs in 

correctional recreation, and a concerted effort must be maqe 

to employ them in the heretofore "closed shop. II 81"" ,,' 

With the above listed considerations in mind, a summary 

of a National Recreation and Park Association (NRPA) 1968 

study is presented. "The purpose of the study was to define 

the cuX'rent status of manpower supply in the recreation and' 

park field ,and to projept the field's anticipated manpower 
• • 
demand through 1980." 82 The study found an ever-increasing 

manpower deficit in the years ahead. The 1967, 215,000 supply 

of recreation and park professionals personnel was expected to 

decrease to about 195,000 in 1974. From 1974 to 1980 the 

" supply of personnel was expected. to excee1 220,000.' However, 

it was projected that the 1980 supply would not meet the "demand. 
I' 
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These 1968 projections were "grossly" inaccur~te, 

according to a NRPA official. The NRPA official stated,there 
, " 

are curren~ly 50 applicants for evely recreation 

"opening. 

and 'park j 01, 
\\ 
Ii 

1\ 

th I: ,~ ,I 

\) 
,( Befo~e the rQle and value of recreation programs in 

correctional process can be fully substantiated, i~formation i,a' 

needed ,cdncerning t.he number of correctional institutions, popu~ 

lation figures by type of institutions, number of professional 

correct;ional staff, and number of persons assigned recreation 

super\risor/1eaderresponsibi1i ties. ;. 

There is a noticeable lack of data on.the(lnumber of 
I) 

recreation specialists employed in correctidha1 settings. With-

out sufficien~ baseline data, "it is virtually impossible to 
.~~~~ 

project ~anpower trends in correctional recreation,;~·,,~,8 3 The 

alternative approach used in this report, which emphasizes 

"supply :rather than demand, was to use recreation curricula, 

enrollment, and grad~ation data as the basis for determining 
Ii 

. iihe availabi~,.ity of minority recreation specialists for possible 
I! " /I i{iiil 

;' 're$rui tme~~, I,~~!d emplo~)ent in correctional settings. 
':I! I) 'Ii ,',," d 

'-- ,," 'dl ,~,,~ "I), /I, • 

~ 'I " ~,he!~~i~li: N~A/AAHPER Directory of Professional Prepara-
P (i11111Iol) "11' I~JA rm (v pi ' 8 If 

' ('~,I/r:;~J~o~!' prOgi.,t¥k~U1,' in'l Recreation, Parks and Related Areas reported 
,[I" il". 4} I,/J! "" ", , 

,l';'[fi9ht o£':!2"!1'4Jihnstitutions of higher educatj.o!);\~hich replied to 
I;;/,~ ~" ~r; yi I:;) "" ':,' '~'!\,' , , " " 

tV1,!1 ~ survey~:/ q~~stionnai~e indic,ated they offered recreation and 

i';))k'Jpark programs with correction~a~ an optional, area of special­

ization. Neal 8 5 reported 33sb:;~ls whi,ch identified correc-
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corrections as an area of specialization in the 1972 update 
(f 

Only 29 of the 33 ident_fied schools were of the Directory. -,.,';,.. 

listed by Neal. When these 29 identified schools we~e compared 

withl! 'the date. in the 1974-75 Biennial Directory, SPRE Recrea-
II 

tion and Park Education Curriculum Catalog, only five (Califor-
) ) 

nia state University, San'Jose; California state University, 

Long Beach~ Florida' State University, Tallahassee; Eastern 

Kentucky state University, Richmond; and the University of 

Massachusetts, Amherst) specificatly identified corrections as 

an optional area of speci,alization. • 

B. PROJECTIONS OF THE SUPPLY OF PARK AND REC~;EATION SPECIALISTS 

The supply of manpower in recreati~n can I~ .. derived from an 

analysis of curriculum growth. Figure 28 lOOk~ at the growth \ 

=~»of park and recreation curricula from 1930 to 1975, with pro-

/~ections to 1978. As the data shows, the number of senior and 

~. two-year college programs in park and recreation education has 

grown continually since 1930. If senior and two-year colleges 

are combined, park and recre~tion curricula will have experienced 

a 52 percent rate of growth ~~tween 1960 and 1,970 -- from 227 in 

1960 to 345 in 1970. 

The 1973 pro,jections of 147" two-year curricular for the 

year 1975 were exceeded; currently there are 158 such programs. 

It was noted that some programs -- particularly at two-year 

institutions -- "'are being phased out for lack of employment 

opportunities for graduates." 

An overwhelming majority of the 183 college/university 
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FIGURE 28 1\ 
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d ' to a 1975 NRP,A questionnaire had either program respon 1.ng .' . . , 
curriculum or departmental status.8~Approximately 45 percent 

of' park and rebreation.curriCtila were found in the Southern 

and Great Lakes regions~ The nex~ largest number was found 
- ~, . 

in the Middle Atlantic and Mid-West regions. 

The number of four-year institutions of higher learning 

, 1.' n pa"-k and recreati0n continues to grow. offer1.ng progr~s ~ 

of' grmqth from 1973 to 1975 was not equiva­However, the rate 

lent to the rate from 1969 to 1973. A comparison between the 

number of schools offering park and recreation degrees in 1973 

and 1975 ,indica~ed' that b~chelor degree programs incre~sed ~~om 

from 156 to 180: (lirecto;rate degree programs increased fr~m 

3 to 4; and doctorate degree programs decreased from 30 to 25. 

The directorate degree (post-master's) was offered at the 

following four ~nstitutions: University of Georgia, Indiana 

University, New York University," and connecticut~tateCol1~ge. 

Student enrollment in park and recreation programs has 

increased from 9,199 in· 1969 to 13,329 in 1971, to 21,914 in 

~'1973, and to 26,041 in 1975, representing 45 percent, 57 per-
;, 

cent, and 1,9 percent increases respectively. The largest part 

Of the 1973 to 1975 increase was at the ~.baccalaureate level. 

Master I sand tti'rectorate degree enrollment increased slightly 

from 1'973 to 1975 while doctoral enrollment decreased. 

Identification of the undergraduate;,,;~nrollment by sex .in 
'~ 'I., .. II 

1975 shows 9,431 (45 percent) of the 20,815 students were 

women, while in 1973 women were 39.5 per~~nt of the total 

un~ergraduate enrollment. -, . 

loa 

(,I 

(;'/ 

" m 
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Options available to studel!.~s in recreation and park 

programs were compared for 1971, 1973, and 1975 •. In 1973, 

18 schools offered recreat~on programs for students with an 

interest in corrections. The number increased to 19'· in 1975. 

The only area of sp.ec~alization·" smaller than "corrections" 

was college union management. OnlY,a small number of senior 

colleges are speci~i~ally training students enrolled in rebrea­

tion and park programs, at 'undergraduate and graduate levels, 

. for possible careers in corrections. Five such colleges/ 

universities were~revrously identified. 
o 

An analysis of the 1975' park and recreation senior 

college student enrollment data by race and degree program 

showed that of 15,276 undergraduate students indicating their 

race, 14,411 (94 percent) were \"hite, 602 (3.9 perc~nt) were 

B1ack, and 263 (1.7 percent) were of other races. St~in noted 

that 48 respondents reporting 7,990 students did not ani~er 

the question concerning race. Of Master's degree students'who 

indicated their race",8.2 percent weZ:,e minority-group members 

'and 6.5 percent of these were Black; 4.6 percent of doctoral 

students were membe~s of minority groups. 
r 

The percentage of minorities enrolled in t\qo""year pro­

grams is significantly higher than the percentage enrolled in 

senior college/university programs. In 1971, ,minorities com­

prised 16 percent of the two-year programj~~nro11ment. Two years 

later the proportion had dropped to about·13 percent; and by 

197~ it had risen to approximately 14 percent. 
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According to the 1970 Census, of the six states of 

interest to this study, California had th€ largest number 

of Black and Spanish-origin recreation workers. It is not 

known whether all persons counted by the Census held college/ 

uni versi ty degrees in recreation and its related areas. Con'­

sequently, the data p,resented in Figure 29 mayor may not 

represent recreation' personnel whose background would permit 

them to be considered for recreation-related job opportunities 

in corrections. 

As previously state~, the largest number of recreation~-
• 

and park programs was f~~nd in the Southern and Great Lakes 

regions; the states of Mis::~;issippi and Michigan are withi~ 

these r~;gions. The Middle Atlantic and the Mid-West had the 

second liargest number of recreation and park programs; New 
',:') 

Jersey is located in the Middle Atlantic region. Only 6.5 per­

cent of the programs are in the Southwest region, which includes 

the state of Louisiana, and 10.5 percent are in the Pacific 

Southwest region, which includes the state of California. 

Considering that NRPA has estimated that there are 50 

applicants for every job opening, job opportunities appear to 

be limited. However, the u.S. Department of Labor is more 

optimistic. It states that employment opportunf,ities for per­

sons with B.S. degrees in,fre~reation are expected to be excel-
ii 

lent in the near future, especially for those with training in 

the social sciences and health education. Consequently, the 

difficulty faced by corrections in recruiting:~lacks d~pe~ds to 
} 

I ,I. 
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FIGURE 29 

[! 

~. \\ 

BLACK AND SPANISH RECREATIONAL WORKERS: 1970 

,-, 
J Span1S11 

·State Black Surname 

California 1,009 970 

Louisiana " 106,; 8 
." .. 

Michigan 263 21 

Mississippi 51 --
New Jersey 131 -,. I, 

'-,,:,:1 

Ohio 474 ~ ,'" 13 

Source: 1970 Census of dfiaracteristicsof 
Population~ Volume I, Part I, United 
States Department of Commerce, 
Washington, D. C: :' U. S. Government 
Printing Office, 1973. 
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some extent on which outlook is accurate. The situation' for 

other minorities is even less certain, since less information 

is available: however, student enrollment data suggest that' 

in the near future there will be few "other minorities" with 

recreation training. If job openingi~ are limited for r'ecrea­

tion specialists, however, correctional facilities should have 
, . 

a' good opportunity to recruit mino~ities f·or recreation jobs 

as the Jobs develop. 

• 
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\i ' x. 'Y.Qf"~~TIONAL' REHABI~ITA1].'ION 'COqNSELORS 

./ 

A. . CURRENT 'SUPPLY 

The role of the vocational rehabilitation (VR) counselor in 

a correctionat setting is similar to that of his counterpart in 

other vocationa~ rehabilitation settings. After medical rehabil­

~tation has reduced the offende~'s dis~bility to the greatest 

possible extent, the vocational rehabilitation counselor has the 
\ 

task of assisting the offender to attain his maximum potential~7 
;. 

including prepar.ation fo~, a meaningful job following re:lease as 
--

well as making available possible'meaningful activities while 

the offender is incarcerated. 

The Chicago Federa],J' Offenders Rehabilitation ProjectB B rec­

comended tha"-tA: 

~Vocationa~ rehabilitation services should be included' 
l.n correctl.onalarmamentariumsas a regularoll-going 
part of the rehabilitative process." ' 

,That Project clearly documented the need for J!ocational 
;~ 

tati~n counseling for offenders. Although the \'subjects 

rehabili-
)"/ 

of 'the 

C~icago Projecto were female, the rl'eed f6r vocational reh~bilita-
.'::\. 

tion counseling for offend~rs of both sexes was evident. 

_ .. The Offender/c.lien.ts ~e ... ~ec~ed for. the intensive services 

prov;qed by the abo~e namer",,\prOJ~ct presented a variety of needs. 

Pro~lem/need areas were," gJouped l.nto the six categories listed. 

below with the' percent~gelll f particiPants having each category 
J. \ 

of needs: 
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Counseling \. 
Tangible'Needs 
Education and Training 
Medical attention 

, 

Help to other family members 
Increased socialization 

. 8C,i 
75% 

,70% 
48% 
29% 
19% 

Of the 148 Chic~go Project participants, 70 percent of those 

within the counsel~ng categon had a need fC?r vocational rehabil-
,) II 

itation counseling and 67 pe~cent needed employment help. Of-

fender/clients having education and traini~g needs could be sub­

divided into two subgroups: "thosa needing to develop marketable 
.,... 

job skills, and those needing to develop new skills for job up-

grading. 89 

It was estimated in 1967 that as many a,~ 90 percent of the 

almost 5,000 persons on parole in Ohio needed vocational rehabil­

itation services. 9o Parolees were reported to be seriously 

lacking in vocational and educational skills. These inadequa­

cies were f~rther complicated by physical, meni;.al and social 

. problems. 

Vocational rehabilitation counselors are also", employed in 
" 

many non-correctional settings. Major employment settings in-. 
elude: state agencies, mental hospitals, rehabilitation centers, 

rehabilitation workshops, public schools, correctional,institu­

tio~s and other special settings such as Veteran's Administra-
'''.i'· ., 

tion hospitals, special schools, and voluntary health ~gencies. 

All 50 states have rehabilitation programs financed jointly by 
" federal and state fUnds. 
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The tt s. ~National Center for Health Statistics91 has 

e~timatea that about' 12,000 . vocational rehabilitation counselor,s, 

including placement specialists, ~ere employ,ed in ~tate pro­

grams at the end. of 1973. ~ additional 5,0,00 rehabilitation 

counselors were believed to l?e employed in Veteran's Adminis-

tration hospitals during" the SaI'1le year, for a total of 17,000 

f'dentified VR counselors. 

The estimated number of vocational rehabili ta1tion counsel-
, .,.. 

ors in 1973 was 17,000, a '1.5,500' increase since 1965. -Further-
.. 

more, in 1973 twice as many counselors were employed in st~te 
'\ 
\. 

programs as in hospitals, schools, and other settings as there 

''lere in 1965 • 

The minimum educational requirements for employment as a 
n 

vocational rehabili.tation counselor generally center around a 
. 

bachelor's <legree, preferably with a major in the behavioral 

o~ social sciences. Probably m.ost of the 17,000 employed VR 

counselors have some graduate training. The graduate program 

generally requires two years for a masteli's degree and an 
• 

a'ddfti:onal two to three "years for a doctorate. Approximately 
\\. 

1,000 persons were awarded graduate degrees in rehabilitation 
" 

counseling during 1973, and,some 72 schools offered gr~duate 

p.~ograms in rehabilitationQ~unseling in 1973-74. 
:t,· <':-

i; 
iI 

Ii 
• 11 

Schools within the six states of interest to th1s ilstudy 
I' ., 

i which offer graduate training ~programs in rehaJ;dlitatid,n 

" 
115 

WI· 
'.,/ , -:i' 

d 
'C. 



I 

" , 

" 

. iJ. 

\ 

, 
, 
I 

i 
8; 

r 
i 

'f? 
. : 

.~ " 
I 

!i! ! 

n.-
. . 

, 
/ 

.... _. _..J ••.• - .. 

. 
" 

counseling and which receive Rehabilitatio·. Service Administra­

tion traini~g grants in rehabilitation counseli~g are listed in 

Figure 30. The State of California has five such schools, , 

Michigan has two, and Louisiana, ,Mississippi, New Jersey, and 

Ohio have one each. 

As the table shows, California offers more college based 

programs in vocational rehabilitation counseling than any of 

the other five states. When this fac~ is combined with the 

state's large population"the expected result would be a reI: 
• 

,atively large number of qounselors employed in California in 

state and other program settings. 

B. PROJECTIONS 'OF THE SUPPLY OF VOCATIONAL REHABILITATION 
, 'COUNSELORS 

Current supply and ~ernand data and projectio~s suggest 

an adequate supply of VR counselor~ for the r~mainder of this 

decade. The Department of Labor 92 has estimated a 4.7 percent 

annual growth rate and 1,050 job" o~E;!:r:d.ngs 'per year for VR coun-
. ,{i/:--::'" 

selors until 1980. ' Growth in VR 'cC)unse19r demand wa.'s projec,ti~}d 
! j. , 

tiC> be'low in spite of population growth, ,the Vocational Rehaoil­
;J 

itation Act of 1973, increasingsocial/:';;elfare, and the awar~""?' 

ness that VR expenditures are often returned as long-term 

savings on the appropriationsior custodial care of bealth 

anci social welfare p'rogramsi') T~r majo~, limiting factor is 

an economic one~ VR counselors work primarily in federal and 

,·fl' 
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'" FIGURE' 30 

SCHOOLS OFFERING GRADUATE, TRAINING PRlqGRAMS;~ IN REHABlLITATION 
COUNSELING AND WHICH RECEIVE REHABILITATION SERVICES 

ADMINISTRATION TRAINING GRANTS IN REHABILITATION COUNSELING 

titate 

California 

Louisiana 

Michigan 

. 
Mississippi 

New Jersey 

'. . 
Ohio 

California State College at Los 
Angeles 

/ California State University, Fresno 

Sacramento State College, Sacramento 
" S~n Diego State College, San Diego ~ 

.. San Francisco State Co~lege, 
. "San Francisco 

• 

University of South\\,estern Louisiana 
Lafayette 

Michigan State University, East L~nsing 

Wayne State Univers~ty, Detroit 

Mississippi 
, ~ 

State UniversitY 

Seton Hall University, South Orange 

Bowling Green State University, 
, Bowl ing Green 

" 

Source: U.S. National Center for Health Statistics, Health 
Resources Statistics, 1974, p.3l7. 
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state supported programs, .so demand dependL on public expendi- ,. 
, . 

tures for' rehabilitation-related services. 

The number of schools offeri~9 graduate training programs 

in rehabilitation counseling has increased almost two and one­

half times since 1959-60. Also, student enrollment stabilized f) 
::~l 

around the 2,000 mark from 1968-69 to 1972-73. However, the 

1973-74 enrollment was 47 percent lower than the previous year. 

For the ten-year period from 1963-64 to 1973-74, the graduates 

were about one-half the total enrollment, suggesting an average .. 
of two years in the graudate programs. The lowered enrollment 

in 1973-74 may reflect low demand for graduates in the job 

market. 

Data on minorities in graduate VR programs were not avail­

able, The U. S. Department of Labor93 has estimated that there 

will be app~oxi~ate1y 21,000 VR counselors at the beginning of 

the next 'i.decade. In view of the es tima ted 17,000 VR counselors 

employed in 1973, DOL's estimate appears low. If the trend" 'fi 

which has held since 1965 of an increase of 3,000 in the VR 

cbunse10r work force every two years were to continue until 

1980, we would have reached 21,000 in 1975, and will reach \,'i 

28,500 by 1980. 

Given the de,pendence of VR coun~e1ing upon federal and 
"' j _~'l:,~Jr 

state prograrn!':;":" the statistic.s on the number of VR counselors 

in ,the six states.':;oof interest, as .. sho'wn in Figure 31 are 
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FIGURE 31 

THE NUMBER OF VOCATIONAL REHABILITATION COUNSELOltS IN THE STATES OF: 
NEW JERSEY, MISSISSIPPI, MICHIGAN, OHIO, LOUISIANA AND CALIFORNIA: 1970-1974 

::itate 1970 1971 I1T72 1973 1974 

New Jersey 210.2 179.0 180.5 189.7 214.0 

Mississippi 
, 

145.2 119.7 128:.6 139.3 137.0 

Michigan " 540.5 292.0 378.4 355.0 317'.5 

Ohio 220.1 276.7 286.5 366.6 447.8 
" 

Louisiana 153.1 4'06.3 215.6 169.6 185.5 

California 404.6 404.4 437.4 628'.0 805.5 

" 
Source: State Voc~tiona1 ·Rehabi1i tation Agency. Program Data. 

U.S. Department of Health, Education, and Welfare. 
Social and Rehabilitation Services. Rehabilitation 
Services Administration, Washington, D. C. 1970-74. 
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not suprisi~g. In a four-year period from 1970 thro~gh 1974, 

the number of VR coUnselors in California and Ohio doubled. 

None tif the remaining states experien'ced an equivalent in­

crease;. in fact, Mississippi and Michigan experienced a de­

crease during the same four-year period. 

A geographical distribution of VR counselors by race 

and state was not available. The 1970 Census was the only 

available source that contained data on couns.elors broken 

down by race, but all counselors were categorized as "voca- ~ 
.. 

tional and educational." :'. Consequently, acpurate counts on 
. , the number of VR counselors by race in each state could not 

be detennined. The Census figures for the six selected 

states are shown in Figure 32. The wide range of propor­

tions of Black counselors may be a reSult of the inclusion 

of educational counselors in the category. 

Given the lack of data by race, it is possible to con­

clude only that there is likely to be an adequate supply of 

v~ counselors overall for corrections recruitment. However, 

there may not be an adequate supply of minority rehabilita-

tion counselors. ,j 
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FIGURE' 32 

VOCATIONAL AND EDUCATIONAL COUNSELORS BY RACE: 

': 

State Blacks Whites '" 
o· 

New Jersey 328 3,510 

Mi.ssissippi 255 781 

Micbigan 402 5,457 
" 

Ohio 80 419 

Louisiana 227 
\) 1,156 

California 912 10,953 

0 

S H ource :" '1970 Bureau of the C'ensus,o 
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XI. !: LIBRARIANS 

A. CURRENT SUPPLY 

The Joint Commission on Correctional Manpower and 

Training94 believes the role of a librarian in a correctional 

setting is much th~ same as it would be elsewhere -- con­

tributing to the educational and recreational needs of indi­

viduals through identifying appropriate printed materials. 

However, McCleod 9 5 calls ~or a new specialty in librari'anship 
.,.. 

• prison law librarians~ip -- which might require a change 

in the traditional role of librarians in correctional settings. 

With or without such a role change, however, correctional 

facilities must employ librarians. The U.s. Supreme Court 

ruled on November 8, 1971, that prisoners have a ~ight to 

adequate law librarians. This issue is important since many 
. 

prisoners are involved in doing their oWn legal research in 

order to attempt to obtain new trials, etc. 

Unle,ss the specia.l role of librarians in correctional 

facilities leads to major new educational requir~ments for 

correbt.ional librarians, the corrections field, according to 

"thepr'ojections of the U. s. ;Departm,~n t of Labor, 96 Should 

have no difficulty in recruiting non-minority librarians for 
'1-' 0-

ff . 
at least the next-decade: "Libraries.aroS swamped with job 

co-'"_=C-

'applications." 9 ? 

,':' 
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Approximatel~ 235,"000 persons were employed l.°n th l'b' 
oJ e ' ~ rary 

occupation in 1970. This figure includedbothfull-.time and 
0::;:""---::::, ~ 

part-time personnel. :1 

About half of the total number were pro-

fessional librarians, ana the other half were library atten­

dants and assistants. The following tabulation shows the 

percent distribution'of library personnel by type of library: 

Type of Libra~~ 

Public " 

School -, 
'(elementary a~d secondary) 

Academic 
(colleges, universities, etc. 

Special 

~) 

Librarian 

23 

45 

17 

15 -100 
-. 

Library Attendants 
and Assistants 

3,8 

16 

.. 33 

13 

100 -
As shown, elementary and secondary schools dornina~ed the 

emp1,9yment of, ,)ibrarians, whereas 38 perS,ent of==1;hJ~;librar:i) 

assistants. ~hd attendants were employed in publici libraries.' 

In 19.70 , apprQximately one of every four librarians wer~ em-
;:,!:;,'" , • 

ployed In a public ;Library";,,, on~ of r every six, was employed in 
'. ~- ~~;j." j' 

'an academic library:, and slightly less than one of "every , 

seven w,as employed in a special library. 

,C 

'," Then~ers for each type of libra~y listed in the, above 

" tabulations grew duri~g the 1960 to 197Q, decad~'; as shown 
,1g, 

the following chart: 
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Annual Rate 0.£ 
TYpeo£ Employment Ntiniber'Emeloxed Increase 

1960 illQ. (Percent) 

School 30',900 52,000 5.3 

Public 17,700 26~500 4.1 

Academic 10,400, 19,500 6.5 

Special ,10,000 16,000 5.5 

Females constituted approximately 87 percent of all 

employed librarians, and ~a1es 13 percent. The proportion, ~ 

however, varies by type 9f employment, ranging from 60 per­

cen,t female in academic libraries to 93 percent female in 

school libraries. 
" 

On the average;' women librarians tended to be older than 
!!) 

men and a. significantly higher percentage, of libr,arians are 

older than workers in any' other profession.,9 8~ 

Many studies and reports point to 'the E/~st, .failure of the 
/i 

. If ',' 

.library system to rec~ui t Blacks I Mexican-~;nericans, :f.uerto 
_', .. ~:!;"; .. -' : ) iii' ',,' ,e.;., •• ', •• ~~ "'''.::\;' 'i 

l<iC!ai~ls and Am,eric~m Indians. 99 Savage 1 0 O~ie1ieves x'acia1 

" 'discrim.ination has. become a prime ta,~get f~rran incr~asingly 

.large nllrnber of,l±bra,ry schools and 1ibrar1fes. He also sees 

an attempt to provideimpetl;1s to the libra1:ianship career 

,.~f$,J?!.rationsof minor~~y group members th~ough', the implementa-
~ '~ 

'~'tioil ot f(>;ward-loo,king internship programs and a,ffirmative ,u 

actIon plans. 
"~ 

-:- .. 
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Josey 10 1 disagreed w:i,:th Savage' s cont~ntion and 'supported 

his disbe1;ef with survey data collected by the B1ack,Caucus 
.' ,I ~ 

of the American Library AS,sociation in the spring of 1974. 

He concluded that there isa great reservoir of potential 

Black and other minority librarians if employment officers 

would only try to locate them. 

Several 'surv~yshave been con~~ucted to determine the,~ 

current supply of minority1i'brarians. Following the recommen­

dation 'of the American Library Association Special Council ~ 
.. , . 

Committee on Freedom ,of A'ecess to Librarians, the Library 
~ Ii 

" 
Administration Division of ALA (1969) conducted an employment 

survey by sending a short questionnaire .. to the largest public 

l;!.br,~ry in each state, to state libr.ary agencies, and to one 

public library system in each state. Si~~Y!five percent of 

ali questio~naires,were returned. 

AnaJ)a1ysis of the returns provide the 1,~QJJ"owing profile 
~,,:,:,~-' 

.of the libraries: 

,. ,', 
I' .. 
'. From 4 to £6 percent of all librarians, in­

II •. · eluding 4toSpercel1:t of- -p~!ofessionals and 
, 5to 23, .perceJiltof.. n.0A'1-prQff!ssidna1s, were 
~il1o~1ty grouP.-members..! . " . 
. - :~ '.' ~ j 

.. ,:"J, .' ... __ ;"'" _. '. ", ~ /' 

-~."l1iriority group members were employed 'ffull 
time or part time) by 8\4 '~percent of tpe 
,libraries. 

> '- .:c"'-!:::", 
,.". ,,-~. 

••. "Slight1y .nore .:than 7,percent<of".·thel.cibraries 
Ii had j obppenings",in estab1ishe,p professional .'-:.... ~',. . ~. .::- \", 

pO~l.tl.ons .• '\ 
.\(::. 
, '(J; 
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() 

;, ~.:-
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Less than 4 percent of establishef non­
professiona~positions were vacant. 

• Approximately 7 percent of all professional 
employees worked on a part-time basis. 

• One-third of the non-professional employees . 
worked on a part-time basis. 

• Slightly more than 7 percent of the minority 
group employees worked on a part-time basis. 

• Slightly more than one-fifth (22 percent) 
of the minority group non-professional", em­
ployees worked on a part-time basis. ", 

The percentage of each racial/ethnic group in the total 

minority sample was as follows: 

Group 

Black 

Spanish-American 

Oriental 

American Indian 

Percent of Minority 
Sample 

73 

15 

11 

1 

100 
-== 

• 

Figure 33shdws the percent of minority group members 
'r ,;:-

for the total libral:Y' sta,f£,- professionalernployees, il and 

non-professional eJ:1lployees.The dct.ta:showthat minorities 

'are disproportionately under-~epresented. in the E.rofessional 

category, according to their percentage distribution in the 
~"--".= "~, .• " ':i~ 

.g.eneral popUl,atl.on. Moreover, minQri tie~ area,lso under-

-', 
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FIGURE 33 

, 

PERCENTAGES OF MINORITY GROUP MEMBERS 

". , 

Percent of Percent of Type of Total Professional 
I I:ibrary Library Staff Employees 

. 
State 9 4 

Pu'Olic 16 8 

Public 
Systems 8 8 

."\ 

Academic 4 4 

LIBRARY STAFFS 

Percent of 
Non-Professional 

.Employees 

. ' 11 

23 • 
---.::-:':-. 

-
8 

5 

FJ/om: n 
"Library 'Employment ~of Minority Gro,~p Personnel". 

• • 
'American Library Association Bulle'tin~ Volume 67 ;'_=~~~, 
No.7 (1969), pp. 985-988 . 
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represented in the non-professional categrry except in p$lic 

~ibrary systems. 

The Library Administration 'Division summarized the survey 

by saying no conclusions could be drawn about employment 

practices of libraries as related to minorities nor could any 

forecasts of future. employment be made. 

More recently, the ~~ Office of Library Personnel Re­

sources (1973) sent questionnaires to a sample of 2,775 li-

braries requesting i'nformation on the racial/ethnic and sex­
~ 

• ual composition of profe,ssional employees. The sampl'e was 

drawn from"'NCES Ed1.!.oation Directory: Higher Education 19'70-

1971, NCES Statistics of Public Libraries Serving Areas with 

". at least 25,000 Inhabitants, 1968, and from a directory of 

school library system supervisors compiled by'th,e American 

Association of School Librarians. The sampl,e did not include 
I· private schools, government agencies or special institutional 

• (t . l.,'~.1,p.raries. Only 782 ins.ti.tutions returned useable question';;;~ .\\ 

" 

ned.r'es: this was a 28 percent response rate representing J,;~. 

p percent of the population from which~ the sample was drawn. 

. , . The survey coll~cted data'prima~ily on professional 

,;,1) employees, including their race/ethnicity, sex, ,.and levels 

"0~,, bf educational attainment. The level of professional educ~-

tion .. was broken;down into IIsome library science education, 

master's degree in library science, or Ph.D. in library 
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science." 
Of the total number of library., employees: with' some 

education, 14. 3 percent were identified as minori'ty gronp 
r\ " 

members. The largest proportion (20.7 percent) of'minorities 
\'''',:-: 

with "soIlle education" w~re employed as school librarians: and 

the smallest p'roportion (6.4 percent) 

and College/university librarians • 
were employed as public 

Minorities compris,ed 9.3 percent of all employees having.) 

master's degrees. Minority group members with master's' de­

grees were more likely tope employed in two-year colleges "­

(II. 2 percent) than in t\W of the thre~ remail'l:ing areas 
\~ 

(i. e., public, college/uri"! versi ty, and school librarians). 

A total of 13.5 percent of all library employees with 

doctoral degrees were minority group members, according to 

the survey. Minorities with doctr.)ral degrees in" library 
.',"- :-.", 

science were heavily' concrntrated in public libraries. 

Twenty pereent 0t theBla(~ks and 20 percent of the Orientals 

who worked in puiil .. 1,0.,. librAri~s h"", .. ,d Ph ' - ~. .D. s or the ~quivalent. 

,'However, because of the small sample " size and the high • 
concentration of minority grolIpmembers:=in publf:b libraries, 

.. u" ", • 

these, data could be mi~l~ading. Wedge~orth, 1 0 ,~. proyiding a'~ 
c8utionon,'thi$ point, " reported that'b~tween 1960 and 1970 

" 
librar,ians receiyed supervisory' 

\.~. 'r 

only 19 rnil10rity group 

.appointments in public ;:;, 

librari~s in cit~es having a popuia­
tio;r;'of more than 200,000. 
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.Josey felt t.nat ALA Offl.· ce of Library Personnel Re-

sources survey represented library administration and did 

not reflect the status of all minorities working in li­

braries. Con.sequently, the Black Caucus of the lUnerican 

d Y in the spring of Library Associatioll: cond,ucte a surve 
I) 

1974. Twenty-four questionnaires were sent to 12 public 

library systems, and 12 universit~ library systems. Twenty": 

two que~tionnaires were returned: ten from public library 

, ' th W1~ iversity library systems. Thus, ~ systems and 12 from. e • 

data were collected spec~ifically on Black professionals 

. . . d sample of public and university employed in a ll.ml.te 

library systems. 

The data"were . analyzed t o determine the number of Black, 

and other minority professionals in middle management and 

. ,,' Black 'professionals employed in top_managel!1ent POSl.t1ons_ 

the sample of public libra1W systems comprised nin,e percent 

"of non-managerial prdfessional employees •. '0,£ the 492 mid-
, ' . 

d1e-nlanagement positions repprted in ,th!e ten'publ~C library 

~yst~ms, 108(22 percent) w~l:'e held by Black$~ These .,data 

show that Blacks are undel"-rep:te5ente~ (accord:lng to their 

proportion' of the general population) in the category of 

Profe'ssional librariq;~~s and over-represente,d 
'\' -

in middle-

':;managem~pt pos,i~ions • Josey • s d~ta' ~ev~,~led 
c" • I.hr 

7$ 

that only thr,~e 
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'/ Blacks in dt"'ter public library systems held top-management 

positions • 

The employment statps of Bl:acks was worse in the sample 
~~. 

of uni versi ty library systems'. ,.' Only two percent of profes-

sional employees were Black. Eight percent of the midd1e­

management positions were held by Blacks, and no Black had 

a top-management position in university library systems 

included in the survey. 

While the results of "surveys vary, all show anunde.:r-:- t. 

• \' ,!I 

representation of B1ack ... professiona1 librarians, except ill 
" 

certain middle-management ,positions in large-city public' 

library systems. According to Department" of Labor 19 115 sta-
.-tisti,cs, 10 3 seven percent of all librarians are Blacks and 

eigh~ percent are other minorities. Blacks were. also seven 

percent of all librarians in 1970. 

B. PROJECTIONS OF LIB~IAN MANPO~ DEMAND AND SUPPLY 
> it" . 

Demand 

The requirements for library manpower are ,affected by 

popuiatiori trends, school enrollment trends," 'the development. 
II (' 

"':-',' 

of new and imp:roved"l.ibrary technology and servic~s, govern-

ment spending, and ~chanS,es in s't',affing patterns. Thedemand 
'. )J ,,'-"' .. ~'" " . ,,',' ,\I ",' 

for librarians ove~ the decEide' frOlll 1970 to 1980 is ipro:fected' 

to be affected by the state of the' t.~conpmy and the educaticU1fl1 
service industry. , ~ :;::J 

The V.S. Department of Labor 10 .. analysis 

jI 
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of a combination of growth factors indicates a significant 

slowdown in the employment 'growth of the library occupation 

as a whole. However, employment growth rates will vary by 

type of library. 

Th~rU.S. Department of Labor 105 developed projections 

on the employment' requirements for librarians by type o'f 

library,' 1970-1980. The projected requirements in Figure 34 

show both a basic and an a1ternatiye low set of projections. 

Under 'the,basic projection model, there would be an e,:pected 

22.6 percent increase in the employment of librarians from 

1970 to 1980. The largest projected numerical growth is 

expected to occur in school librarians, from 52,000 in 197!J? 
/ 

• •• ."f' , to 064,500 in 1980. Under the a1ternatl.ve low proJectl.olJs_,_~_~~=,-
//r . 

the increase in employment over t~e entire decade,\ wou~4/be 
14.8 perceJ:l,t. 

I) 

./ /" 
I 

I 
Ij t> 

/' 
The projected" annual rates of change in' e~p1"-Jyment of 

--. ,,-~.: 

librarians, by type of library, between 1970 and 1-geO are as 

'. follows -- using the basic projectj.on model: 

"TYpe (If Libr~!X. 

School 
" 

··Public 

Special 

All Libraries 

Projected Arinu~l Rate of Change 
(Percent) 

132 

2.4 

1.3 

3.6 

1.8 

2.3 

f 
, \ 

• • 
,~ 

1 
1 
I 
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FIGURE 34 

PROJECTED EMPLOYMENT REQUIREMENTS FOR LIBRARIANS, 
BY TYPE OF LIBRARY, 1970-80 

II 

-
froJected Requ~rements . . 

for Librarians 
Type of Library Estimated 1970 

Alternat~ve Employment' Basic LO\\I 
1980 JJ}8_u 

All Libraries ••• 115;000 141,000 132,000 , 

Schoo1 •••••••••••• ~ ••• 52,000 64,500 59,.000 t-

Public .... .- .. . ~ ....... ". 26,500 30,000 30,000 
/;;==:.~- . A.cademi c •••••••••••••• 19,500 26,500 22,500 

.::> Specia1 .••••••••• ~ •••• 17,000 20,000 20,000 

Rate of Increase 
(Percent) 

22.6 14.8 ., 
" 

0 

.. 

~./-

From: Library Manpower: A Study ~pf Demanq and Supply. BU1let.in?) 
1852, U.S. Department of Labor~ . Bureau of Labor Statistici: 

r 
-. __ '-"-= t 

Washington, D. C.: U.S. Government Printing Office, 1975~) 
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The number of librarians needed to replace .. 1shose who die, 

. -; ,. :; ~:i . 

retire, transfer, or l.eave the libr~:tian lclbor force for 

other reasons is expected to exceed the number of new job 

openings d1.1iillg this decade. Of the approximately 100,000 

job openings projected, between 1970 and 1980, 74 percent 

re.flect replacement. needs and 26 percent reflect employment 

growth under the basic projection model. 

Supply 

New college graduat~s, labor force re-entrants and 
.. 

delayed entrants, and occupational transfers will be the 

primary sources of the supply bflibrarians in this decade. 

The u.S. Office of Education has estimated that 10,251 

bachelor's and master's degrees in library science would be 

awarded annually from·1970-7l to 1979-80. 

~Librarians in the U. S. are overwhelmingly white. Be­

tween 1960 and 1970, however, the number of Black librarians 

rose, from 4,000 to 8,000, and the proportion of minorities 

employed in library occupations increased from six percent 

:to eight percent. 

DOL-S I06 library manpower survey cited respondents as 

repeatedly saying the shortage of qualified minority appli­

cants was the chie,fconstr~int on recruiting minorities fQr. . \~. ~. 

professional positions. Other libraries reported di,fficulty 
. " 

. r) '.1 

in recruiting mj,norities b~cause very few lived in are~s' 
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where the jol? opportunities were or they did not wgitt to 

relocate,where the jobs were. 

Recommenda~iJ:'ons for-action to eliminate the shortage 

of minority librarians were made by the ALA Preconference 

·.on the Recruitment of Minor;;it:t.:i.~s i held in Dallas, 1971. ' , I ' 
The Preconference recommendedrllthat all library schools 

admit qualified'minorityapplicants On a prefereritial basis 

and seek to provide financial aid for those who are economi­

cally.handicapped."lo7 It was noted that Title II";B of 

the Higher Education Ac~ provides funds for ~p~ training of 

disadvantaged persons aStld.brary personnel. 
,('/ 

" ~uch efforts and reCOmmendations have not resuft.:ed,;,ip 
• ::.' "<c • ~ 

"'. 

" a si~nificant increase in the enrollment of minor! ty persoh~., 

in librax-y schools. Now tl\~hori ties comprise, on, the ;~average, 
. about four percentof.the total enrolrl'ment in accredited 

library schools. A 1972 survey by the Library Education 

Division and Office for Recruitment of ALA showed only 310 

Blac~s, 197 Mexican-Americans, and one Puerto Rican enrolled 
z::::;.: '::::: 

: ' 

.:In library schools in the spring, of 1972. 

c. PROJECTIONS OF THE DEMAND FOR AND SUPPLY OF MINORITY 
LIBRARIANS " . 

Demand for MinoritY'Librarians 
• CJ-l." " 

Accordl.ng t:'? the U.S. Department of Labor,lo8 there is ,6 
a shortage ofminori ty librarial)s; this.implies ther,e is a 

demand. Black and other minority librarians are needed for 

, . 
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. positions ·a..s catal~gers, library administrators, public 

librarians, to work with the disadvantaged, etc. Th~ demand 
.. 1) 

for Black and other minority librarians is expected to remain 

strong throughout the 1970 to 1980 period. 

Supply of l-1
i
lnority Librarians 

The best available data indicated that minorities com­

prise no more than;:t;hree to five percent of the enrollment 

in aQcredited library schools. Based on this data and the 

projected annual average number of bachelor's and master's t .. 
degrees 1;0 be awarded (10,251) from 1970-71 to 1979-80, it 

is estimated that from 307 tg 513 ot t.his number of 
; 

graduates will be minority group members. 

The number of employed non-white librarians is expected 

to increase .from 9,200 to 11,280 between 197.0and 1980,~nd '! 

" in 1980\~ the number of Black librarians is' expected to\\ have - .",. 

risen fr~m 8,000 to 9,870 (See Figure 35). 

Demand for Librarians in Corrections 

Data on the demand for librarians in' correctional set­

t.ing~ were not. available'. However, a 1974 survey conducted 

by the Institute of Library Research at the University of 

California at Berkeley provided data on whether major adult 

correctional institutions had or did not have full-time 

professional lib;arians or ~ coordinator of library services. 

Unfortunately a demand for professional librarians to 
<" 

serve in correctional set~ings could not be inferred from 
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FIG6RE,:, 3.5 

PROJECTED TOTAL EMPLOYED, TOTAL MINORITY AND 
TOTAL BLACK LIBRARIAN WORK FORCE: 1970-71 TO 197,,9-80 

'fotal 
Employed Minority Black 

Year 
Librarian ). Librarian 1 Librarian 2 
Work Force' Work Force Work Force 

1969-70 115,000 9,200 8,000 1970-71 117,600 9,360 8,100 1971 ... 72 120,200 c' 9,616 8,414 1972-73 122,800 .! .9,824 8,596 1973-74 125,400 10,032 8,778 1974-75 128,000 10,246 8,960 1975-76 130,600 10,448 9,100 It 1976-77 133,200 .... 10,656 9,324 1977-78 135,800 11,704 9,506 1978-79 1.38,400 11,072 9,688 1979-80 141,000 11,280 9,.870 
,) 

lIt was assumed that minorities wou1dre'fuain 8 
percent of the total number of employed 1ibra.rians 
from 1970 through 1980. This assumption \\'as based on 
D~L di~tribution ~f librarians by race (i.. e., 92%,. of 
11br,~r1ans are wh1te; 8% other). .; 

t 

2It was assumed Blacks would remain 7percent'ol\ 
the total numbe.r of employed librarians from 1970 through 
19~0. This assumption was based on the DOL estimate of 
8,000 Black librarians in 1970. 
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the ,data. The ideal, however, w,ould be for every institution 

to have one or mO:t'e professional libraries, depending on size ,0 

'and fac~lity and library. 

" Summary 

A number of constraints exist on the recruitment of 

minority group librarians. Most 'could be overcome over a 

period of years. Moreover, if a special kind of training is 

needed for correctional librarians, new curricula may have to 

be developed before the need can be met. Corrections may 
n 

experience difficulty in recr'ui ting minority librarian'S. 
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A. CURRENT SALAR:,'Y 
.i\ I' 

Law offendez's are, in general, poorly educated. By 

acquiring at least minimal academic skills and know1eQge, the 

offender can faci1i1:ate'his adjustment to incarceration and 

later 're-entry into a legally non-restricted society. Aca­

demicteacherscan therefore make highly important contri­

butions to the remediation of educational handicaps whjch 

are believed to be widespread among the law offender -
-.. .. 

Population. 109 

110, 
There is currently a surplus of academic teachers. 111, 

112 
However, this is a new situation; during the '50's and '60's 

the supply of elementary and secondary school teachers did 

not meet the d~mand. In 1968, only 53 percent of the 150,000 

new ~eachers needed were available. From 1963 to 1968, the 

demand for new teachers continued to exceed the SUpply. lIS 

This trend was reversed in 1969, when the number of new 

'College graduates entering teacher education i,ncreased sig­

nificantly and demand began to diminish • 

Estimates of the total supply of elementary and secon­

dary school' :teachers in 1972-73 ranged f~~m 2,100,200 to 

2,356,000. The National Education Association111t estimated 

that 1,122,0'00 of the total supply of full-time emllloyed 
\, 
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teachers in 1973-74 were in public elementary'schools and 

978,200 were in public secondary schools. The NationCl,l 

Center for Educational Statistics 115 reported "th~X'e ,,"'ere 
'./ 

2.6 million professionalp;persons employed in public and 

private elementary and secondary day schools in fall 1973." 

Of this number, 2,356,000 were classroom teachers in elemen-

h 1 The number of classroom teachers tary and secondary sc 00 s. 

employed in regular public and non-public elementary and 

secondary schools was es~im~ted by NCES to have increased 
.. 

from 2.36 million in 197,.4 to 2.37 million in 1975.11'6 

The attraction of teacher preparation for college ana 

university students did not tap~r off until 1966; then the 

proportion held near the 1966 level through 1972 and decreased 

in 1973. 117 

completing teacher training programs seek !o1any persons 

Students whose preparation is in employment in other areas. 

special education, elementary-school foreign languages, 

mathematics, elementary school music, natural science, phy­

~dcal scie'nce, music and regular elementary instruction are 

parti~ularly likely to enter teaching immediately upon grad­

uation. Over the last ten years, less than 75 percent of 

prospective te"achers entered teaching immediately, after 

graduation. 
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Supply of Quali,fied Former Teac:':!hers 

The rate of re-entry of former teach~rs into the 

teaching profession has been estimated to be 2.5 pe~cent 

per year for.elementary,teache;rs and 3.4 percent per year 
•• • 
for secondary teachers. Based on thes~ rates, the number 

of experienced teachers available for re-entry ~n the fall­

of 1973 was 86,400. It has been projected that the supply 
. ~ 

of former teachers will increase by 2,000 annually through 

1980. 

B. PROJECTIONS ON SUPPLY OF AND DEMAND FOR TEACHERS ~~~~~~~~~~~~~~~~~------------------. 
The Demand for New·.Teache'rs 

The supply of new teachers is ~efined as the number of 

new college graduates qualified to teach and who seek teach­

in.g positions 118 in the year after graduation. 

The 1975 demand estimate for new hires derived from the 

Commission on Human Resources and Higher Educaticm, (211,000) 

is somewhat higher than the estimates of DOL and NCES. How-
r;-(,:D 

ever, t.he 1980" demand estimates of the Commission,!) DOL, alid 
\ -/! . " 

NCES ar~' quite similar; DOL and NCES have identficai estimates. 
l\ ,,-

'DoL IS 19 ~15 estimate of the new supply of elementary and seCOn-\ . 

dary schod!}. teachers and NCES estimate for the same year are 

simil;"r. N\ES'S es~imate on tbesupply of new teachers for 
\~ ~ 

the year 1~8~\ (391,:"POO) is the largest of 'the thr~ee.The 
\ c 

main conclusion drawn from these data is that the supply of 
\I, 

\ 
new teachers ha'~ greatly exceeded the demand since 1972. ., .\ 
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The National Education Associationl~9 surveyed persons 

in 50 states responsible f,or. teacher education and certifica-
• t. • 

tion, asking the respondents for their general impressions 

on the supply and demand for teachers in their state. The 

result.s '.' of the survey were : 

• 24 states r~ported a shortage of applicants 
in so~e areas and an excess in others; 

• One state reported having sufficient applicants 
to fill all positions; 

• Six states repor~ed some excess of applicants; 
and ~ 

• 10 states reported a substantial excess of 
applicants. . 

• 4 8 stat.~s reported the supply of applicants 
in central cities of large urban centers, ip 
surburban cities, 'small cities, towns, and 
in rural areas was not extremely low; 

One state '.' reported having a supply . ' J' • low ~n small 
cities and towns;" 

• 16 states reported having a low supply in 
rural areas. 9 

• 31 states reported having an over-supply in 
central cities. Similarly, over-supplies' 
w~re reported in surbilrban areas by,,40 states, 

t in small qities by 16 states, and in rural 
areas by seven states. ' 

The United States General Accounting Office 12
'D also 

conducted a survey and found a gen~ral surplus of qualified 

elementa+y and secondary scho01 classroom teachers. 

Carroll and Ryder, 121 using data from, several sources, 

developed estimates of the "excess teacher supply for 1972, 
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" 1975, and 1980. The ov~r-supply estimates ranged from 54,000 
JI 

'to 185,000 in 1975-76. The range of the projections for 

1980 was almost as great, from 73,.000 to 191,000. 
, . 

Supply of Minority Teachers 

Beginning teachers will,col~sti tute the major pool for 

purposes of recruitment and new hires. Carroll and Ryder 122 

constructed seyen alternative sets of projections of annual 
. ' '. \1, 

supplies, each based on differen~, assumptions~' Usingth,e 

third ,set of projections, these authors developed estimates 

'of the supply of beginn~ng minority teachers from 1974 

through 1980. Thfs set of projections was based on the . 
ii 

assumption 

production 

that there would be a continued decline in teacher 
I' ,I 
II " 

rates/through 1981. 

The 'supplies of minority public elementary ~~nd secon­

dary school be9inning teachers were estimat~d by applying 
• I! 

HEW's Office (jf Civil Rights 1972 Racial and Ethnic Enroll­
;/' 

ment' Data from institutions of higher education to Car.roll 

and Ryder's third set of new teacher projections. As of 1972, 
• " _:;: t/' 0 

~1nor1tyg~oup percentages of the total undergraduate en-
':{ 

r01lment were as follo~~: Blacks, 0.3 percent; Spanish-
·c·",'· ~ 

surnamed, 2.3 percent; Orj)ientals, 1.0 perceut; and American 
. \1 

InQian, 0.5 percent. On the whole, minorities were 12.4 

per6~nt of all updergraduate programs in the U.S. 
" 

Figure" 3 ~'\i 
\\ !l 

shows'\,projections of the annual 
~. u . \ . 

" \ .. 
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FIGURE 36 

SUPPLY OF MINORITY ELEMENTARY AND SECOND:-\RY SCHOOL 
BEGINNING TEACHERS 1974-80 (in thousands) 

Total 
Year Supply 

1973 201 
1974 205 
1975 199 
1976 207 
1977 213 
1978 218 
1979 224 
1980 225 

Average Annual 
Production: 

. • 

::>panl.sn-
Blacks Surnamed 

16.68 4.62 
17.02 4.72 
16.52 4.58 
17.18 4.76 
17.68 4,.90 
18.09 5.01 
18.59 :5.15 
18.68 5.18 

17.55 4.87 
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Alaerl.Can Total 
Orientals Indian Minority 

2.00 1.00 24.30 
2.05 1.03 24.82 
1. 99 1.00 24.09 
2.07 1.04 25.05 
2.13 1.07 25.78 t 
2.18 1.09 -26.37 
2.24 1.12 27.10 
2.25 1.13 27.f4 

2.11 1.06 25.59 
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b~ginning minoriiy teachers in elementary and secondary 

education. 
" 

Figure 37 shows the estimated numbef of Blacks employed 

as public elementary and secondary ~choo1 teachers from 1974 

to 1980. The data show minority teacher employment decreas­

ing from 226,000 in·1976 to 220,000 in 1980. The riumber of 

minority classroom teachers, other than Blacks is expected to 

remain constant through 1980. 

Recruitment Outlook. 
.. 

No data could be found on the needs for elementary and 

secondary teachers in corrections. However, since the cur-

rently estimated supply of teachers, including minority 

teachers is significantly above requirements, any demand for 

minority academic instructors by corrections should be easily 
i! 

met. 
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FIGURE 37 

PROJECTION OF NUMBER OF EMPLOYED MINORITY TE~CHERS IN . ) 
PUBLIC ELEMENTARY AND SECONDARY SCHOOLS 1974-80 (In thousands 

'fotal Spanlsh- Amerlcan Total 
Year Number Blacks Surnamed Orientals Indian Minority Other 

1974 2362 224 28 9 5 266 2906 
1975 2370 225 28 9 5 267 2103 
1976 2775 226 29 '10 5 270 • 210S 

9 5 267 2097 '1977 2364 225 28 " 
,j 

:1978 2348 223 28 " 9 5 265 2083 
1979 2321 221 28 9 5 263 2058 
1980 2316 220 28 9 5 262 2054 
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X-II. EMPLOYMENT COUNSELORS 

A. CURRENT SUPPLY 

Employment Counselors (sometimes called vocational 

counselors) help job seekers evaluate their abilities and 

vocational interests so they can choose, prepare for, and 

adjust to a satisfactory field of wor~}'.~ a Some job seekers 

are skilled and ready for job placement1 others lack market-1/: 

able skills and need intensive training. 
t 

DOL estimated' appr?ximately 6,000 persons were employed 
I' ,yJ by state employment service offices as employment counseIors 

in 1972. ,An additional 2,500 were believed to work for pri-

vate organizations or commpnity agencies. Most of these were , ' 

located in large cities. Sti;!l other employment. counselors 

worked in institutions such as prisons. 

Counseling in CorFectional Settings 

Very few data are available on the number of counselors 

employed to provide services to law offender~.12~ Hecker 

and Field
125 

reported some 5,000 persons Were employed in ~4 . " ) 

states as correctional counselors or probatiQn-parole s4pe~­
)t, visors responsible for counseling law offenders.: The :~'4 

II ,j!' 

states also reported som~ 2,000 job .openings for e,J!lplo~ent 
:";;',,( 

counselors in i975. These data should bej~~~~!N'~d', as minimal 
) <.'J 

estimates because they represent only about two-t.hirds of the 

states. 
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B. PROJECTIONS ON SUPPLY OF AND DEMAND FOR EMPLOYMENT 
. COUNSELORS 

Reliable data. on the demand for employment cowise1ors 

were not available. However, the Division of Counseling and 
e 

Testing, Manpow'&r Administration, U.S~ Department of Labdr 

has recently completed a study of employment counselors em-
. '. 

p10yed by the states. (It should be noted that state.~~ are 

the prime employer of employment co'unse1ors.) The study 

showed a one-half reduction in the total estimated'employ-:< 
t 

ment counselor labor force. This was interpreted toltlean 
" 

there is very little, if any, demand for employment couh~elors. 

No data were available on ethnicity of employment 

counselors. 
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XIV. 'CHAPLAINS 

'\ ~: 

'l',he role of the Chaplain in a correct'~tonal setting is 
'\ 

essentially one of a spiritual leader, reli~ious teacher, and 
~ :., 

coun se lor. 1 2 6 Moreover, the chaplain minis?ters to the in-

mates' families wlien requested, and offers persoI)a1 counsel­

ing for inmates plagued with fear, guilt, or griei\, 

The occ~pationa1 Handbook (1974-75) contains ~ata,on 

only two religious dominations: Protestants and Cathq1ic~.t 

The Handbook states that, if current ,trends continue 'P70te~,-. . 

tant graduates of theological schools may find increasing 
I'''', " 

c~petition for positions. The inference is that there are 

more graduates available than positl:pt\sq;. t~.~,tids, the supply 

exceeds the demand. 

Convel;se1y, the Handbook reports an insufficient supply 

of ordained priest~ to fill the needs of newly estab~ished " 

parishes and other Catho+ic priests in the U.S. The average 

number of annual opening,S from 1970 through 1980 has been 

estimated to be 2,800. 

The Association of Theological scho~ls127 has enrollment 

data on Black students for 1970-75. Figure,,38 looks at the 

total, enrollment in the Association of Theological Schools 

(ATS) member schools and the enrollment of Black students in 

those sch901s over the last five years. 

i') 
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than 1,000 Black students have been enrol:"ed in schools with 

membership in ATS. 

Currently approximately. 200 schools have membership in:. 

ATS. Only ten of those schools prepare students for jobs as 

chaplains in institutions such as prisons. Students inter-

ested in positions as chaplains generally enrolled in three 

year professional programs which grant the Master's ,of 

Divinity and the Doctor of Ministry degrees. 

Since the 1971-72 academic year, an average of 175 Blacks 
• 

have been graduated annually. According to Dr. Marshall 

Grisby of the Howard School of Religion and formerly with ATS, 

only 50 o,f the 175 would be available for positions as 

chaplain~. in correctional institutions. 1/ 

Figure 38 also shows a 14.4 percent average' rate of in­

crease il.l the enrollment of Black students in A'lIS member 

institut~ons from 19,71 to 1973. In contrast, the average 

rate, of increase for 1975 was 6.3 percent, less than half of 

the pre,rious three year period. The rate of increase in Black 

~student enrollment in 1971 through 1973 was conside'rably 

higher than the rate of increase for the total enrollment. 

However, it has dropped considerably below the total enroll­

ment rate of increase for 1974 and 1975 which was 8.1 and ~cCll. 0 

respecti ve ly. . 

l/Personal Communication from Dr. Marshall Gfisby, 
School of ~eligiQn, Howard University. 
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FIGURE 38 

BLACK STUDENTS ENROLLED IN ATS MEMBER SCHOOLS 

Year 
Total Percent 

Enrollment " Change 
. . 

1970 808 12.4 
1971 908 12.4 d, 

1972 1,061 16.9 
1973 1,210 14.0 
1974 .. 

1,246 3' 
1975 1,365 9.6 -(, 

\\ 

,\ 

From: Marvin J. Taylor Ced.) Factbook on. 
Theological Education. Vandalia, Ohio: 
Association of Theological Schools in 
Canada and the United States, 1976. 
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The percent~ge of Black students enrolled in ATS member 

schools is 3.3 percent, "far bel.ow the percent~ge of Blacks 

in the general population. II 128 

The Association of Theological Schools has collected 

data on Hispanic Americans for the past four years. These 

data are presented in Figure 39. In. the past three years, 

the Hispanic/American student enrollment has increased by 

98.5 percent from 264 in 1972 to 524 in the fall of 1975. 

• Hispanic/American enrollees in nonordination 
two-year~aster's degree programs rose sharply 
(+119.2%); slightly in the three/four year 
programs (+7.3% ; post-11-Div. graduate Master's 
(+50.0%); with the academic doctoral enrollment 
remaining constant at thirteen persons. 129 

The data indicate that corrections will experience dif-
. !I 

ficulty in recruiting minority chaplains. The number of 
,"\ 

m~nority chaplains being graduated from ATS member schools 

in far less than the apparent need an.d demand. 
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FIGURE 39 

CHANGES IN HISPANIC/AMERICAN STUDENT ENROLLMENT 

Year N.umber 
Percent 
ChanQe 

1972 264 
1973 387 47 • 
1974 

.' 448 16 
1975 524 17 • 

.... 

Source: Marvin J. Taylor (Ed.) Factbook on 
Theological Education. Vandalia, Ohio: 
A~sociation of Theological Schools in 
Canada and the United States, 1976. 
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xv. . UNEMPLOYMENT AMONG t-1INORITIES IN 
. AREAS SURROUNDING SEVEN :.:RISON SITES 

The purpose of this section is to examine data on un em-
(J 

~loyment'rates in areas surrounding the seven prison sites 

of special interest to this study. It is expected that these 

data will provide additional indications -- to supplement 

occupational data concerning the feasibility of recruiting 

local. minority group members for job opportunities in the 

correctional institutions. Unemployment data are presented' • 

on the state, county, an.d/or city level. 

Employment and unemployment in the united States have 

shown significant regional differences over the past 15 

years. 130 It is believed much of the difference can be ex­

plained by the types of industries, occupations,' and the II 

ethnic com~osition of the labor force. However, unemployment 

among Blacks has remained approximately twice as high as 

among whites, in good and bad times. The employment situation 

for Blacks deteriorated in all sections of the country during 

the recent recession. Although some improvement occurred in 

1972 and 1973, the situation deteriorated in 1974 and 1975 

for both Blacks and whites. By March of 1976, some improve-

ments were evident, however. 

The Na.tional l>1anpower Policy Task Force 1 3 1 reported the 

national unemployment rate among Blacks in 1975 rose from 

154 j) 

" , 

J) 

. . . '. 

, 

/ 

9.0 percent during the second qu.arter to '&'"0.5 perpent in the 

." third quarter as compared with an increase' from 4.7 .. percent 

to 5.0 percent for whites. During the sam~ quarter, the unem­

ployment rat~ for Black" teenagers was 33. 3 :'perc~ilt, more 

th~n twice the rate (14.1 percent) for white t~~:nagers. 
Black unemployment had peaked at 14 4 • percent in September 

1975. 

As of March 1976, the Bureau of Labor ~tat~stics re7' 

ported" the national unemployment rates -- by race, se~ (males 

only) and age -- to be as follows: 

Group 

Blacks 
II 

Whites 

Black males 20 years and over 

White males 20 Yi~~,rs and over 
---';;ffi'" 

Black teenagers II~i 

White teenagers 

~. 

Unemployment Rate 

12.5 

6.8 

10.1 

6.8 

39.5 

17.2 

Ufiemployment rates for Blacks and h ot er min.ori ties 

remain nearly twice as large as the rates for whites, 

have since the end of World War II. \~\ 
, ;! 
, f 

Unemployment rates (1974) for the si~ states CO~iai1(1ing \ 

the correctional facilities included in this studya~e higher 
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among Black and other minorities (19.4 pe:centl in Mich~gan 

than in the other states. Ca1ifomia had." the lowest unem­

ployment rate for B~acks and other races (10.1 percent). 

Only in Ohio was the minority unemployment rate less than ten 

percent. (In Ohio, the rat~ was 8.5 percent.) Minority fe­

males had higher unemployment rates than ~inoirty males in 

five of' 'the six states, California being the exception. 

The county unemployment rates for correctional facility 

locations were also, reviewed. (See Figure 40.) Excluding ~ 
• 

Angola, Louisiana, all the counties and/or cities in which 

the study sites were located are) listed by the U.S., Depart­

ment of Labot' as areas of "substantial", "persistent", or 

"concentrate;d" unemployment. The California Institute for 

Men and th~ California Institute for Women are located in San 

Ber~ardino:' and' Riverside counties, respectively. Both areas 

were categorized as recently as September 1975, as having 
1,\ 

I, 

"substantij3.l" unemployment -- from five to more than twelve 

percent. The New Jersey State Prison in Trenton, is located 
t ' I 

in MerceX:(Coun~y: Mississippi State Penitentiary at Parchman 

is in Sw;iflower County. Both counties are classified as 
.;::, I' ',> 

having '~i.~ubstantia1" unemployment. Ohio State Reformatory 

at)Man~fie1d is located in Richland County and, South Michigan 

Stat;e' Prison in Jackson is located in Jackson County. Both 

a~e listed as areas of "concentrated" employment. 
/' 
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FIGURE 40 

MINORITY LABOR FORCE AND UNEMPLOYMENT RATES 
FOR SEVEN'PRISON SITES l 

PRISON SITE COUNTY MINORI1'Y 
LABOR FORCE 

Califor.nia Institution for !olen, San Black 7,435 
Chino, California Bernardino Spanish 32,878 

California Institution for Wom~n, Black 6,344 
Frontera, California Riverside Spanish 25,955 

Louisiana State Prison, West Black 942 
Angola, Louisiana Selina Spanish 

Mississippi State Penitentiary, Black 5,109 
Parchman, Mississippi Sunflower Spanish 

New Jersey State Prison, Black J.9,989 
Trenton, New Jersey Mercer Spanish 1,092 

Ohio State Reformatory Black 3,033 
Mansfield Richland Spanish 231 

South M:i.chigan, " Black 2,159 
Jackson, l-fichigan Jackson Spanish 536 

PERCENT NINORITY 
UNENPLOYMENT 

10.6 
6.6 

9.0 

• 6.8~ 

15.9 

12.6 

6.4 
6.8 

10.5 
3.0 

10.2 
7.3 

11970 Census. Area Trends in Employment andoUnemployment. Employment 
and Triaining ,Ad~inistration. U.S. Department ofLabol;i<Wa,,~hington, D.C • 
August-September, 1975. .",/,;:Y' 

Source: Geo&~aphic Profile of Emp~\oyment and Unemployment, 1974. Bureau of 
~~~r Statistics "Report 452. U.S. Department of Labor, Washington, 
D.v. 1976. ,;' 
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Consideri~g the 1974 rates of reported unemployment in 

areas surroundi~g the study sites and the ra,tio of unemplo¥­

ment among minorities as compared to whites, the potential 
() 

for recruiting minorities for non-specialized jobs nS correc-

tional officers is very good. 

Unemployment,today is higher than in 1970 in most of 

the counties surrounding the specifie~ correctional facili­

ties, and is, generally about twice as high for minoriti~s as 

for whites. ~oreover, these areas typically have substan- t 

• 
tially higher unemployment rates than the nation as a whole. 

These figures suggest that minority manpower is available for 

possible recruitment with corrections. 
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A~I. CONCLUSIONS:AND REC01-~NDATIONS 

f,. . =". ~ 

A. CONCLUSIONS 

This study of the projected supply of minority group 

members available from 1975' through 1980 in specified pro­

fessions related to'corrections generated both specific con­

clusions related to individu~l occupations and some general 

conclusions which transcend individual occupational supply 

and de/mand data. The specif; c, conclusions were reported inl 
• 

the appropriate sections'; more general conclusions are~~, 
''''') ::;."-::: ,summarized below. 

,,' 

t.: 

(1) Minority groups are presently under-represented 

in most of the correcti~ns-related occupations con­

sidered in this study, and while, the supply' of minority 

group,members is expected to increase in most of these 

professions getween 1975 and 1980 they will still be 

undex:~represented in, 1980. 

While reliable information is not available for, 

all '~pe professions!!, consinered, Blacks and other 
' '~ 

minority groups appear to be seriously under-represented 
" 

in medicine, dentistry, law, psychology, and libra+y 

science. 'rhis situation will not soon~be"fully remedied. 

In'several corrections-related oC~JJPations (i.e., 

nursing, social 'to~k~ oeducation),: minorities are either 
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already well represented or will be J y 1980. Except in 

thes,e occupations, however, where data by race ,are avail­

able, minority groups are seen to be seriously under-. \' 

represented in the profE7ss"ions' studied in this project. 
," .' .~. 

(2) The availability of minority group members in 

corrections-related occupations for recruitment into 

corrections jobs depends to a considerable extent upon 

overall demand for persons in that profession. 

Where there iS,an under-supply of trained spe-

cialists in a given field, correctional facilities can 

expect to find recruitment of any personnel -- minorit~, 

or otherwise -- relatively difficult. Where demand is 

high, and minority group members are under-represented, 

th~ available ~upply of minority group members will be 

particularly low. Specialized employment is expected 

to grow twice as, fast as total employment in the decade 

of the '70's, but the state of the economy will have a 

major e~fec.t on the demand for specialized personnel. 

'(3) The progress of affirmative actl..9n may have a sig­

nificant impact upon the availability of minorities in 

corrections-r,elated specialized occupations. Given that 

minority group members are under-represented in most of 
':. 

the occupatioIls studied i~ tbis research effort, public 

and private employers are likely to be competing ~or 
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the limited number idf minor.!:+ ies who are available. " {' - ':{?- I I 

However, ;:this si t,~~~iO~li,s/basedupon an assumption \ 

that affirmative action efforts will be· an importimt \ 

factor in repruitrrient and hir;\;Qg policies of many em-
I) , 

ployers, public and private, bet~een now and 1980. One 

of the reasons 'minorities .h~ve been under-represented 

in most of the specialized professions being studied is 

that for many years, employment discrimination denied 
, ; 

them equal 'opportunity to practice such professions once 
0' " ~""'-_~ • 

they were trained~ ::given limited job opportunities" mi­

norities tended not to choose to train for such occupa­

tions. Today, as opportunities for employment in these 

occup~tions have improvea minority enrollment;in'~pe-
ciali zed educational programs has increased' greatly. All, 

" , , 

proj e9tions for 1980 assume that current equal employmellt 

oP~~0)unitY'laWS will remain in effect --,and that other 

employers, like corrections officials, realize that 

mi~rity employees are needed at all.' levels in. all job 
classifications • "'''' \ 

\\ 
\\ 

(4) Most of the correctional facilities of particular 

interest to this study are in areas with relatively high 

unemployment rates. However, this 'situation in itsel:fno 
II 

does not ,insure an adequate supply of,~pecialized per-

sonnel -- minority or white ..... -

correctional jobs. 
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,H~gh ar.~as of ~employment rates suggest a supply 

o£' p~rsonnel who could be trained for specialized jQbs 

or hired for non-specialized jobs~ Sincec;o,most of the 
.... ;, 

facil.ities are in areas with signifi.can'\: minority popu-

lations', it seems likely that there is an available pool 

of no~-specialized minority personnel who could be hired 
\1 0 

fo~ non-specialized jobs or trained for specialized posi-
~ ~ 
~ , 

tdons,.::, However, the supply of specialized personn'el'in 

"the ':-pccupationsof ~articu'iar interest to correc1;ions ! 

is affected by many, factors other than local unemployment 

rates. " For example: '. ~ 

:. Speci'alizeQ, personnel in many of the occupations 
consi.dered tend to be concentrated in the larger 
cities. Fox example, librarians and phySicians 
are concentr~ted in metropolitan areas, and par­
ticularly in',the larger cities. This is,true af 
minority g.~ouP members in suc~ occupations. 

I) • Ev~n whe.re l()d~l "unemployment rates ar~ high, ,r ..... "\-c/.,~. Ci (I unemployroent:, r:ates vary consid~rably byoccupa-
:' 't~")l "j tion. For exampl;.~, "there is a nationa~ short-
o "'..... age of physic.i~ . .ns', particularly in, rural areas, 

,--::.land this'situati:on is little affectaii by short­
,,' term changes ",in the economic situation. Thus 

a,p,area of high unemplo~e~;t may still have 
"F ,unfilled'vacancies for 'be-rtain kinds of spe-

" cialized personnel,~ 

• Regardless of localunemployrnent rates, there 
are ~;'ery fewminori ties in some professions, 

~·~i?:alld i~?ose }rh,p ~~e ,~vailaRle will '?~ sou~ht l?y 
"organ1zat10ns W1 th aneeht to obtal.n a m1nor1 ty 

, representation in th~ir ~·~taffs. 
·w 
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,.(5). , There are la;rge r~gional differences in the number 

of persons trained in particular occupations,' and in 

the supply of minorities trained in these occupations. 

National statistic~ 'concerni~g supply and demand 
-::-"i=' ~ 

~ 
are of interest Decause recruitment £:or many specialized 

jobs is done,nationally rather than locally. However, 
C.\ 

some of the correctional facilities included in this. study 

are located in or near small towns, and in states whet~ 

th~re may J:?e few schools·offe,}:'ing specialized training. . ;. ~ , . . 
,':i:> 'i)" ': 

in corrections-rel~ted occupations. This s±'tuati&-1 is 
~:: 

likely to 90mplicat~ recruitment, particul\P,rly i,f'the 
. I! 

area is not a particularly "poPJllar" ,one to a profes-

sional, siince thiswi,ll limit the success of nationct'l 

recr~itment efforts. . \ 
(6) Correctional facilities must compete wit~ many other 

kinds of employers for specialized ,personnel , arId may be 
,"';) 

at a disadvantage because 'of ,!ows~laries, rel~tivelY 
'few schools 'providing' training specifie~llyrelated'to 

. corrections, and because job.;. opportunities in correc­

tions may not be broadly recoghi~ed. 

Physicians,'; nurses, and dentists in correctional 
.\ 

'facil,i:'ties may ca:r;}',9J.ltrnany- of the same functions as' 

~lly.Sici;~s, nurses 'and dentists \ i.nother empioyment'" 
;~~" 

situa tions. However, .work~,:ri9 in'; ~,. correctional facility 
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may mean spf'cial applications ~lnd tasks fOr'l,vocational 

,:) /. 

rehabilitation c,ounselors, employment counselors, li-

brarians, and other professionals. The University of 

Alabama is the only school offering a specialized pro­

gram in correctional psychology; only five schools offer 
() 

specialized training within park and recreation curri­

cula which relates to recreational jobs in corrections. 

It has been suggested that librarians in correctional 

facilities require ~pecia1ized training given the re- t. 

• 
quirement (based on a Supreme Court ruling) that correc-. ~,. 

tional facilities provide adequate law libraries for· 

inmate use. 

Many minorities in the specialized occupa~ions may 

never have considered a career -- or a job -- in correc­

tions. They may not even have considered how their job 

could be performed within a correctional institution. " 

Unless they have a means of obtaining such information, 

they are likely:~' to con,sider corrections seriously, par-

'ticularly in ~6tuations where sct.lariesare low and many 

employers are competing fora limited n~mber of mino~ity 

personnel. 
(~ 

(7), There exists -- and will continue to exist ...;;- in 

this coUntry an adequate supply of minority. group mem­

bers who could be trained for specialized jobs'in 

corrections. 
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A~prox:mately 16.8 percent of the U.s. population 

are minority group members, including more than 11 per­

cent Blacks and about five percrjlt Spanish-origin 

~indi vidua1s. The Black populatio~, particular,ly, is 

~,omewhat".'yc:n:i~ger than the white population. There e~i'sts 

an" adequate !'po01 of trainable per-sons. 

«ollege-educated Black women are more likely than 
\0) . 

college-educated white ,women to be in 'the labor force. 

In general terms, the better educated an individual, the 
'" Ii· (\ 

more likely he or she is to be in the labor force. Thus 
I; , • 

efforts to ~ncourageminorities "to obtain specialized 

training in corrections-related occupations should have 

a high potential for success in increCising the.avail­

ability of trained p~rsonnel for corrections jobs. 

RECOl-1MENDATIONS 

Based on the findings arid conclusions 0,£ th,is study, ",it 
(I 

appears that correctional facilities are likely to be able to 

recruit an adequate number of minorities with specializ~d 
. 

itrain.ing in correc:tions"-related, occupations only if special 

eff6rts a,re undertaken to identify, recruit, and train mi-
~ ~ 

Ii" 

nori ty group members. Except for a small J".umber of occupa-

'/ 
1 ' 

I
t, 

j; 

'tions in which there a.re (1) an over-supply. of overall per-' 

sonne1, and (2) a high proportion of trainedpninority group 

members ~.~ present, cor;rection$-related professions typically 

, , 
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include a relativ:!ly small number of minorities who are in 

. great demand by public and private einployers. . The p,roble~ 

is even. greater for skill-short~ge 'occupations like medicine. 

The following approaches are s?~gested as means of in­

creasi~g the capability of correctional facilities to recruit 

specialized minority personnel: 

• Efforts should be made to make s,tudents in 
specialized occupations more aware of career 
opportunities in corrections. 

Many students in specialized occupations are unawar~ .. 
of career opportunities in the corrections field, and 

thus are unlikely to con~ider such jobs. Public in-" 

. formation campaigns, directed "at schools which train 

specialized personnel, and particularly at schqols With 

a high proportion of minority students, could help famil-
~!1 

iarize minori tystudent/g with corrections opportunities. 

• Consideration should be given to helping" 
universiti~s increase or develop corrections­
related courses or sub-sp~cial ties within ' 
graduate school. 

'fhe study found ,relatively few graduate s,chools which 

provided specialized coursework related to applications 

of a particula~ career area or skill within corrections 

facilities 1 for example, only one school/provided spe-
,( \ 

cialized graduate level training- in cor~~ectional psy-

chology. 'LEAA might consider encouraging universities 

tf1' add courses or recognized specialties within a.major 
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field which relate specifically to corrections -- correc­

t~onal psychol~gy, recreational work within correctional 

fa~ilities, correctional library work, etc. 

• The most efficient way to assure a pool of spe­
cialized minority manpower for corrections may 
be for LEAA or other corrections-related agencies 
to provide scholarship or' fellowship assistance 
which is ttfd to po~t-graduate work in (::orrections. 

2/) 

As a means of encouragin~physiciansto locate in 

medically under-served areas, HEW has developed a fellow-
, ' , () . " .. ' 
ship system which provi~~s support for meqical students .. 

('. '--..-.:/ , , . .. 
in return for their.promise of a specifieq -number of 

years of work after graduation in arnedically-served " 
, .) 

area. students who do not chqose to work in such an area 

must repay the funds provided. LEAA could consider "a 

similar approach for locating minorities for.corrections 

jobs. Although this ,is a long-term apprC?ach, it does 
c 

provide for individuals who not only are trained in spe-
{~\ 

cialized fields but also obtain such training with ai' 

knowledge that they will be working in a correctionai 

setting. Thus they are likely to con$ider the applications 

of their skills in sucb an environmell~ 'il}ile in scbool, 
~. ., 

and thus be particularly well qualified for corrections 

jobs upon graduation. ' - i" 

• Educational institutions"" and profession~l Ii asso~ 
,eiations should;be encouraged t9 develop c:md 'r 

(:,~ maintain valid and retiable data c6ncernil~g mi~' 
pnority group representation in specializedoccu­

/ pations and in student enrollments' in schQols 
prQviding training for, such profes,siens. ' 
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. This would greatly facilitate efforts to make 

projections concerning the future supply of and demand 

for such personnel, and thus would improve the ~ccuracy 

of manpower planning and modeling which are needed i~ 

order to determine appropriate action to be, taken to 

increase the s~pp1y of qualified minority professionals. 
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PREFACE 

In '. the last quarter of 1974, the Law Enforcement Assis ... 

tance Administration of the U."S. Department of Justice 

awarded the Institute for Urban Affairso and Research of 

Howard Uni ver~i ty a grant to il=teritify and examine factors 
<I 

Which attract and retain minority employees in the correc­\) 

tional component of the criminal justice system. The '.' study 

concentrated on mf:norities in the" following groups: current ~~ I. 1 

'1) 

and former correctional employees, inmates, and professiona,;~" ...... . 

in occupatio,Ps with an investm~.nt in corrections. 
'.' ~~ '. ~ , . 

Minori tl.es were chosen 'as tpe study I s focus of concern 

because of their over-representation" in the inmate popul~'" 

tion and upder-representation in the employee pOPula~ioIl7'\':. 
Many theoreticians believe the racial imbalance between 1n-

mates and staff, and differences in va~ues, life styles, 

expectation, etc. render inmate rehabilitation highly pro­

babilistic. 

,This report is the third '1f th.ree reports on t,he re­

crui trnent and reten·tion of minority correctional employees. 
'. 

Th~ fi;;;s,!: :'\'t'eport, Personnel Practices Relative to the Re-
". '.i , . 

cruittnent and Retention of Minority Correctional Personhel, ,; . ... 

examined the policies. andHpractic~s of six state-ope'rated' ~1 
" pxJsons as they related to the reeruitment,. screeni~g, selec..;. 

tion, prdlu.otion and retention of minori t;es. The second, 
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repdl:'t, Proj ec~ions on the Supply /"of Minorities In Correc-
I; ,;r 

tior.fs-Related Occupat;1.ons: 1975-~'980, 10oked'Pat the projected 
'1 

. n~ter of minori t~es expected ,to:; be in cer\ain corrections-

relElted occupations from 1975-1989. The third report, this 

'Voltpne, E'xamines minority employees' attitudes and perceptions 

as C!l means for construct,ing recruitment and retention strate-

gies:. 
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'. EXECUTIVE SUMMARY 

A. Study Background and Purpose 

The number of Blacks holding administratj;:ve, custodial, 

and treatment jobs in corrections is disproportionately small, 

particularly since>at least 47 percent of the total U. S. 

inmate popul~ition is Black. Many individuals, groups, and 

organizations, including the National Advisory Commission 

on Criminal Justice Standards and Goals, have called for 

increased and more effective recruitment and retention of 

Blacks in' correctional jobs at all levels. This sub-study 

1.'1 

is part of a larger study designed to provide information 

about the current utilization of minority employees in se­

lected correctional institutions and to offer recommendations 

for increasing the hi'ring and retention of minority employees 

in corrections. 

- This sub-study was designed to: 

• Assess the attitudes ancl perceptions of Black cor­
rectional personnel concerning recruitment and 
retention; and 

., Develop suggested principles and procedures for use 
by correc1;ional institutions in recruiting, select­
ting, and retaining Black employees. 

The sub-study had the following specific objec,tives: 

• Develop statistical profiles of Black correctional 
personnel; 

,." 

• Identi£y significant variables related to the recruit­
ment and retention of Black correctional personnel; 

• Devi.se suggested procedures and techniques for 
recruiting and retaining Black correctional employees. 

1 

lAo ., B. Methodology 

The sub-study utilized a series of interviews and self­

administered questionnaires to obtain data from a total of 

636. correctional personnel, including: 

• 304 Black correctional (custodial) officers; 

• 117 other Blac~ correctional personnel; 
; 

• 128 Black inmates; 

• 52 wardens, superintendents, and 'their assistants; and 

• 3S ex-correctional employees. 

Interviews were conducte,d with personnel at seven state­

operated correctional ;acilities in six states. Selected 

based on their geographical locations, racial composition 
'ir' 
:, 

of employee population, and recommenda~ions of the study's 
I;} 

advisory commission, the seven correct,ional institutions 
r 

were: 

• 
• 

California Institution for Men, Chino, California; 

California Institution for Women, Frontera, California; 

• New Jersey State Prison, Trenton, New Jersey; 

• Louisiana State Prison, Angola" Louj~siana; 

• Mississippi State Penitentiary, Parchman, Mississippi; 

.> Southern Michigan State Prison, Jackson, Michigan; 

• Ohio State Reformatory, Mansfield, Oh1c). 
~~ .)), 

Instruments, were pretested at the" Ohio State Reformatory '" 

'''''0 and data were collected by 18 trained field interviewers., 

The data obtained were analyzed by facility and job type " 
, 

" ' 
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(correctional officers versus other Black correctional employees}", 

!~ndthen aggregated to provide an analysi '3 of all data. In 

addition, responses witl1in job types were compared ~or career­

oriented versus non-career-oriented respondents, and for re-

spondents from prisons with "low" Black employee populations. 

Data analysis was carried out at the Howard University Com­

puter Center using SPSS (Statistical Package for the Social 
, ' 

Sciences) and Bt·IDP (BioMedical Package) programs. 

Analysis determined that" differences in responses were not 

due to region, sex, or degree of repi~sentation of respond-
" 

ents from particular correctional institutions, so weight-
" 

ing of the data was not required. 

The major constraint of the study was its major~reliance 

up,on data from Black correctional employees, without ,,,com­

parative primary data from white personnel. 

C. Findings 

Findings were reported separately for the following 

groups: 

• Personnel other than correctio~al officers -­
including treatment, administrative, and staff 
personnel; 

• Correctional officers; 

• Ex-employees; 

• Administrators; 

• Inmates. 

In addition, comparisons \\'ere provided of responses 

from correctional officers and non-correctional officers, 

3 

, 
~~\ 
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and the total body of data was used to generate d recommecn ed 
I;: 

principles forrecrui tment, selecti'on, and retention of 

B~ack correctional employees. 

" 

Major findings included the following: 

1. Non-correctional Officers 

Three-fourths of the non-correctional officers 

interviewed had been,:, working ,,;,~ h ' l.ne; t el.r jobs for no more 
,\ 

than four years; their median income was $14,000-$17,000. 

Their median age was ,,32, and '73 percent h ad post-secon-
dary degrees. '::::J 

Almost half (47 percent) were enrolled,: 

in a regular course of study at some post-secondary' 

educational institution. 

Fifty-five percent of the non-correctional officers 

reported hearing about opportunities for a corre~tions 

job from a friend or relative or a public employment 

~genCYi less than three 'f percent were first reached by 
\,a, recruiter.. Les th . h s an alf (44 percent) of the, non-

correctional officers expected to make corrections a 
lifetime career. 

Asked about workl.'ng c d't' on l. l.ons, many non-correctional 

employees indicated so, me problems Wl.' th the physical en-

vironment, b\lt a majority .(60 percent) found White co­

worke~s usually coop' erat'l.'ve. A ' maJority (53" percent) 

felt their job tasks were routine and repetitive and 81 
c::; .' 

percent reported physical ris,ks or h9zards, but a I majority 
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also consider<ac'"/c.the.ir jobs interesting and challenging 

__ with career-oriented employees mc:e likely than non-
- " ."1 

career-oriented,workers to report this. 

The large majority of non-correctional officers 

reported a high level of supervisory support and found 

white co-workers friendly and easyto~pproa9h. HOW-" 
':;:;:-J) /I 

ever, most non-correctional officers felt that white 

employees were given more information abOut events, 

activities, and job opportunities on other shifts or 

in other sections of the prisons, and most reported 

that they were not adequately involved in management 

decisions which affected them. 
" A high level of dissatisfaction was'l,reported with 

medical and retirement benefits, variety in job assign­

ments, a chance for increased pay, "and the ,opportunity 

for education and training which, were offered in their 

correctional jobs. However, most respondents felt that 

'certain incentives -- particularly two wee~s of paid 

educational leave' annually and retirement after 25 years 

with three-fourths instead of one-half pay -- \\?ould 
': 

increase job retention. 

Most non-correctional employees felt that selection 

and promotion examinations and proce~ures were fair, 

although ther~ was significant dissatisfaction with 

oral examinations for both selection and promotion, and 

5 . (,( 
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with job performance eval ations and eligibility require-

ments for p:..omotion. Only 15 percent of the respondents 

~~ported access to a career counselor, and jus~ under 
{/ 

half of t:J'lese had actually used the coun'selor" s services. 

Non-correcti~mai officers general.ly reported "excel-' 

lent" (eight perce,pt) "or "good" (62 percent') relation­

ships with inmates, antlrespondents from prisons with 

low Black ,employee populations were three times as likely 

to rate the re~a;ionship ··excell:,~,nt" or ,"good" as were 
,., : - 1~ "-.:: 

r.) 

those from prisons 'with high 'B~ack employee populations. 

The lll'a~or 1:ia:ri::lersto rec:ruitpi~mt of:sfin~ck employees 
.1 

identified by the non-correction~l officers involved 

racism -- discrim~nation in hiring ,and promotions, etc~' 
1\. " 

\. ' 't' ,'1'-

Three-fourths df tIle respondents believed that their. " 

inst~ tutions used a''\\\kind of quota" system involving a' 
~ u .-

decision to hire, onltya certain maximwn number of Blacks. 
" 

Non-correctionaj~ officers, however, reported rela-
" 

ti vely hig!) level,s of job satisfaction, particularly 
,1\<.:::0, 

affecting Black employees, and working· conditions. 
!'" > 

thirds of tbe respondents felt thei'r.jobs would continue 
-':' J/ ''.~ " 

, to meet thei~expectations, aI}d 5.4 percent hoped to be 

doing the same kind of work in a,year. 
, 
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In order to' determine how to reach potential correc­

tional employees, non-correctional officers were asked 

about their mass media exposure. .A very large majority 
., 

(84 p~rcent) reported reading the paper almost every day, 
I 

and 90 percent reported listening to the radio daily. 

Radio preferences were for popular music1 the most popu­

lar television programs were reportedly Black news. 

Forty-three percent of the responder;ts reported reading 

job bulletin boards, most of them to find information 

related to job promotion or educational opportuni,ties., 

Career-orierlted non-correctional officers were more 
f.':) 

likely than the non-career-oriented to read newspapers 

daily and to read prison bulletin boards. 

2. Correctional Officers 

The correctional officers interviewed had a median 
:, ' 

". 
income of $8,000-$11,000, and 72,percent had been on 

" 

their present job for two years 4~r le$s. Their ~edian 
. ",~. 

. ':,., Ii ."\' ' 

age was 2 8, and only 13 perceriti"~i1ada B~chelor.' sor 

higher post-secondary degree, although two-thirds had 

at least a high school educat;ion. .i.'! 
, "~-.:.~ -v .... , <"':' 

l-10re than two-fifths (42 T?:~:&cent») of the correctional 
.::.\ <r~iJ 

officers had.learned about their first corrections job 

through relatives or friends; one-quarter· of the offi-
. . 

cers hacC,a rglative working at a correctional institut~:9;n':'!" 
I.I~'. . .. '.1'~ ~I.W~,r l,1 ~ 

Only 20 percent had car~er intentions at tl),~",,":t&\nitrof 
,:.~;, :,,~\lio'l·'''' ,~, " 

'" 

'I.' 
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.) 
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(! 

,initial'" empl.oyme~t,' although 37 percent were career­

o orien,ted a~ the time of the survey. 

Correctional office~~expressed somecdispleasure 

aboutthei:r physical working environment, and' about 

three:-fou~thS (74 percent) felt their work tasks were 

.. "routine apd repetitive -- ~lthough the same percentage 

felt their jobs were also inte~esting and challeng~:ng • 

EightY-~i9ht pergent felt their jobs involved PhysjJI:cal 
r'!sks Elbd hazards. , <. ~5: [-I 

~A ,:very large majority. of correctional officers felt 

they<:recei ved sup~ort from their supervisors, and most 

,', alsp' found their white co-w;;-ke;'s friendly and easy to 

a~Proach. Career-oriented correctional officers were 

~o~e positive about white co-workers than were the non­

career-oriented respondents. However, the 'great majority 

of both career and non-career respondents felt that 

management was 'more interested in the working conditions 

and welfar~ of white than of Black employees. Moreover, 

more than one-third of the correctional officers reported 
)",' 

. Blacks were not consulted at all when decisions were 

made affecting them, and only seven percent felt affected 

Black employees were consulted "to a grea.t extent. I. 

Among the most important job factors to correctional 

officers were a qhance for an increased salary, chance 

for more training and education, steady and secure job 
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and inc'd,l" and medical and retirement benefits. 

very larg\ majority of correctional officers felt 

'<~. these a~d]other desirable job situations could be 
,,~:;-;:.:::;::-::.":::~-.:~~ ... 

The 

that 

achieved 

in correctional institutions; changes to be a leader or 
~ 

supervisor were seen as most limited, but only 16 percent 

felt they could not be achieved in a correctional insti- , 

tution. Career-oriented correctional officers tended to 

be more positive in their assessments of the job poten­

tial of corr,ectional occupations, but expressed more 

discontent with their inability to change assignments' 

as frequently as desired. Asked about incentives for job 

retention, the correctional of;,icers as a group found 

most attractive (1) a policy allowing employees to accum­

ulate two weeks of educational/leave with pay annually, 

(2) guaranteeing employees their choice of 'shift during 

the first three years of employment, prov~ded there was 

an opening on that shift, and (3) letting employees change 

their job classification after," one year of employment. 

More direct financral incentives were, also widely favored, . 

, but not by so,. large a majo,ri ty. 

Most correctional officers felt the selection system 
II 

used by their institution was fair, but a ~arge ma,.jority 

felt that job performance reports filled out by supervi­

sors and oral examinations used as part of the promotion 

process were unfair. Only 30 percent of the respondents 

9 -

o 

• 

had actually taken a. promotional examination, so most 

could not speak apout the exams from personal experien,ce. 

Only 12 percent of the correctional officers reported 

access to a career c~unselor, and 40 percent bf these 
,I 

i 
had actually used the" counselor's services. 

Most correctional officers (54 percent) reported 

,either "good" or "excellent" relationships with Black 

inmate's, and another 40 percent reported the relationship 

was "fair." Most felt the existing 'relationship could 
il 

be improved through specific efforts to impro,,"e 

communications. 

When asked to identify barriers to the recruitment 

of Black correctional officers, respondents most often 

talked about racism, and its varied manifestations. How­

ever, 'most responden'ts reported satisfaction with many 

job factors, includipg co-workers' esteem (79 percent 

satisfied) , ::job responsibilities (68 percent satisfied), 

job secu.t:ity:, 11(63 percen~ satisfied), cooperation among 
~ " lit, ) ", 

co~wo:bkers(519 'percentj i!s,~jtisfied) , {and superior-sub-or-
. ," ({II ,t,. 1,1 11 II , 

", . Ii. It/I "~, Ii"" "il . 'I', 

. dinate unders~ianaihgdl (l~~i~'IP. ercent s~tisfied). Asked what 
II 0." '/ ~:I'J k 

thel': likEiI:l l~~e'l{vt' P~OUl'fJ~lt,J~W.~#king in corrections, respondents' n 1'(, JJ~! I, I;r;, 11'1'// II ['1 ~Ili If I,. (tit, <Y' IJ ;:, 

most ofte:r/f~~ps~ he~~).;~g/!p,"inrnates, job respOlls'ibili ties, ) l' l( Ii I~f '\" I!' 
and worJJif}kr. l.i~o~~s. ~~;~(.Ii:most .disliked job 'factor was 

IF 'fJ ffi W . , il,) 

adrninistt'~1ti'~e supe;vis·'d.on. About half (52 percent) of 
i'IJ£) ., ~ 

~ .the correc~).onal officers surveyed hoped ,0 be in the 

!()/1 rid) 
J~f t1):j ,r \ 2' 

:1 ,.oI~fI 
II/if II 
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same jeb,in a year, and 60 percent felt their jeb weuld' 

centinue to' :)neet their expectations in the future. 

When asked abeut their media expesure, t\'.7e-thirds 
o " 

(66 percent) ef the efficers reperted reading the news-

paper almest every day, and 85 percen,t reperted listening 

to' the. radio' almest' every day. Mere ~han hal f ef the 

respendents "(55 1l)ercent) said they read the bulletin 
~ . 

pe~rd at werk .. ey~ry day, and anether 32 percent reported 

reading it either several times er ence k a wee:). They 

reportedly read it primarily fer general in!ermatien " 

(42 percent) and "ter infermatien en jeb Premotiens (41 

percent). 

3. Ex-Empleyees 

Thirty--~~ve ex-cerrectienal empleyees were lecated 

and intervipjfed~ Their median .age was 27 years, and 

h' / t el.r medal inceme was less than $5,000. This was less 

than the medal inceme,~$5,000-$7,999) earned when ,they 

.~y we~e empleyed in cerrectiens; thus they ~lere generally 

del.ng less well financially at present than during their 

cerrectiens empleyment. 

Mest (24 er mere than twe-thirds) of the ex-empleyees 

had werked in cerrectiens fer less than ene year: enly 

two. had w?rked in cerrectiens fer mere than three years. 

At present, eight were ~nempleyed, feur were in 'law en­

fercement, and t~e'restwere werking in a wide range ef 

11 -

. i) 

o 

(I,' 

o 

jobs frem alcehelism counseling to. censtructien and 

factery werk. 

All but feur el.C-emple~~ees repertedly. had liked their 
i,' 

cerrectiens jobs, but we:rking heurs were reperted.ly 

a preblem where the l2-heur day and six-day wer,k week 
-:,'" ,. 

were standard.", The single mest disliked aspect ef ." .,. 

cerrectional"werk was tti~racism feund in correctiens. 

Of the 35 ex-empleyees interviewed~' eight apparently 

left their jebs involuntarily, five ef them fired "fer 

sleeping en the jeb. The ethers left ;oluntarily, and 

reperted they weuld have stay!? if the folle~)\'ing changes 
~,\ I:, () 

had Qeem made: if there were employment and ''premotienal 
';::..1-

epportunities, rules regardin$' relatienships I,;~~ith inmates 

were changed, salaries were increased, work shifts were 

retated, in-service training were provided,' working hours 

were shertened, a retiremeI)t plan was dev.l,sed, a rehabil-
:~-: <:;! \~ 

itatien pregram for inmates was developed, and staff 
4' 

were more sensitive tewards Blacks. 

The ex-employees reperted seme inadequacies in the 

physical, work environment, and -- unlike mest current 

empleyees -- almest half reported white ce-werkers were 

unceeperatii~. Hewever, a large majerity feund white 
_~:. ,--:.: .. -1 ~~\ 

emple~~a~'in their ewn work groups friendly and ~asy to. 

appreach. The maJerity reca+led s:UP"ervlsers as friendly 

and easy to. appreach, but more than twe-thirds did net 

1 12 
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feel they encouraged Black ~nd white emPtoyees to work 

as a team. Managemen.t was v:i."ewed by most as more con­

cerned about the welfare a~d happiness and the,. working 

conditions of white than of Black employees, •. 

Most of the.ex-employees reported satisfaction with 

the following aspects of their jobs in corrections: 

supervisors, work groups, progress made prior to depar­

ture, pay, the chance to have others look to them for 

direction, supervisor-subordinate understanding, job 

security, cooperation among co-workers, and job respoI'),~ 

sibility: Dissatisfaction was expressed with the way 

dismissals and transfers were handled, handling'of su­

bordinates by supervisors, and various policies and 

procedures affecting employees. 

Unlike most present employees, a majority of ex­

correctional employees interviewed felt that except for 

the job performance evaluation fil:-led out by supervi~ors, 

job promotion procedures were unfair to Blacks. The 

ex-employees felt that recruitment and retention of 

.Blacks in correctional institutions could be increased 

byelimin~ting a variety of racially discriminatory prac-
..:' . 

tices, including thos~"affecting disciplinary actions, 

promotion, an(~ grievances. A large majority of the ex­

employees felt that there was a definite need to increase 

·'the number of Blacks employed in corrections, in many 
~ 

different levels and types of jobs. 

,. 

, ~. 

o 

i~> .. ' 

_ 1';, ~ 
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4. Administrators 

Administrators identified the absence of the '. '~I ' 

following factors as contributing to high jobcturnover 

rates where they exist: competitive salary schedUles, 
. b' . \ 
JO secur.l.ty, affirmative action program, a human 

'." . ~', 

relations program, Biack job counselors, good working 

conditions, good communications,' an integrated recruit-
. . 

ment team, location near areas where minorities li~e, 

~lack employee population large enough to give them 

bargaining pO\'ler, fairness in dealing with all'employe'es, 

equal opportunities, opportunities to receive in-service 

training, 'variety in job assignment, independence in 

performing job responsibilit~es, good attitudes b; ad­

mini~trators, promotional opportunities, screening and 

interview,ing at job entry level, fringe ben'ef.i ts, man-

dat'e to re 't 1 " crul. more Backs ,eight-hour work day, '~nd. 
,;:;;:'1",=.::, 

changes in work shift. 

Administrators considered education, racism,geo-

,gra?hical location, communication, salary, working con­

ditions, housing, tran~portation, negative image pf 

corrections, and poor public relations as 'the major 

barriers to recruiting an9 re.taining Blac::k employees. 
11 

Fifty-two'prison administrators (e.g., wardens, 

deputy wardens, su~kfintendents, assist~nt superinten-
,~, G,:t (l 

dents ,~:c.) we1[ asked several questions on Blac,~,.q~) 
:;j":':" 

,', 
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ep'ployees:race relations, job turnover rates, ·job 

retention factors, and parriers to recruitment and 

retention. A majority (42) of the administrators de­

scribed the relationship between Black correctional 

officers and white correctional officers as ~~6d or 
: 

excellent. Twenty-nine administrators had similar 

views on the relationship between Black correctional 

officers and Black inmates. However, one-third (17) of 

the administrators gave the relationship between Black 

officers and Black inmates a fair rating. This con­

trasts somewhat with the 33 administrators who considered 

the relationship between Black officers a~ld white inmates 

to be good or excellent. 

5. Inmates 

A randomly selected' sample of 128 inmat'es at the 

selected correctional institutions were interviewed con­

cerning their attitudes and perceptions of the major 

problems confronting Black correctional personnel. The 

,inmates tended to view Black:(:~orrectional employees as 
'II 

'confronting many job-related problems. All but seven 

percent of the inmates believed th,~t these job-related 

problems were race related~ Identified difficulties 
'\;c "", ,," if 

included administrative policies and procedures as 

applied to Black employee~, racism in various job~"con­

ditions and opportunities, and role conflict associated 

'I" 
I' 

/1 -

, } 

I ~ 

J" 

with being part of a system which was v', ';,·ewed . ... a,s oppressl.ng 

Blacks and,prqviding unequal opport~ities. Affirmative 

action, particularly"promotion of Blacks so they filled 

more" supervisory and man"'agement positions, was recom­

mended as a means of ,~ncreasing retention of Black cor-

'rectional employees. The inmates recommended a "common 

sense" approach to employee selection; training, and 

placement procedures, and suggested that all new correc- I) 

tional employees should be required to talk with a se­

lected number of inmates to obtain an understanding of 

the job before" t.he~Cdecided to accept a job in correc­

tions. 

1-1ore than three-f~~rths of the inmates (76 pergent) 

believed there \\fas a need for more Black employees in 

correctional insti t'L:1tions • Many felt that 'Blacks were" 

more effective than whites in helping Black inmates pre­

pare to re-enter "open"society, and that they carried 

an ethnic message: "Som~9ne is trying to be helpful." 

Inmates also stressed the need for carefulscreening , 

'including a psychological test, and proper training for 

,correctional offic~,rs. Tl1ey ,;al.,so felt correctional 

officers should not be all of the same race --whether 

all BlacRFbr all white. Fifteen"percent of the inmates 

did not believe I'Ilore Black correction,al officers Were 

'0 needed; they stressed'the need for personnel who had 

understanding and\\ knew how to deal ,with people. 
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When comparisons were made between the responses of 
'\ 

correctional officers and non-correctional officers, their 

perspectives and assessmen.ts were found to"C: be extremely sim­

ilar in most instances, despite important differences in 

their education and training, job responsibilities, and in­

comes. Non-correctional officers were somewhat more likely 

to be career-oriented, and expressed greater satiisfaction 
-

with some aspects of their jobs, but in general the nature 
I) 

and direction of responses for the two groups were quite 

similar. It may be that the experiences they share as Black 

employees in correctional systems .are more important in 

shaping their views than the differences in their specific 

jOb responsibilities and tasks • 

D. Recommended Principles for Recruitment, Selection, 
and Retention 

A variety of specific principles and procedures were de­

veloped as recommendations for improvilrlg the recruitment ;:' 

selection, and retention of Black and other minority employees 

in correctional institutions" No uniqJk difference's exist 

between the general principles recommended here and those 

.used by any employer concerned with retaining employees. 

However, the approaches suggested are . <::onsidered particularly 

important for minority employees because of these employees' 

sensitivity to past and present.emp1oyment discrimination. 

') 

, I }) 

. l,Mtiut iJII. 

. , 

applicants and employees, not just minority group members, 

but, are particularly important for minorities. 

1. Recruitment and Selection 

Correctional institutions must develop and imple-

mentsystematic short- and long-range methods for 

recruiting and selecting minority personnel. Approaches 

'must "be clearly stated and demonstrably fair, so that 

every applicant, regardless "of race, ;ee1s he was 

judged individually and objec~,ive1y on his merits. 

Prior to the development of such procedures, the cor­

rectional institution must establish a clear policy, 

known to every employee, that all job applicants'wi11 

be considered for employment sol.ely on individual 

merit, apd a procedure must be developed for taking 

remedial action whenever discriminatory pra'ctic.es are 
=~ 

found. The following specific areas of action are 

suggested: 
"J 

• Job seecifications should be developed for each 
posit~on, based on an accurate job analysis. 

r' (l. 

, '. "Person" specifications should be developed which 
provide minimum requirements for individuals who 
may be considered for each positiorf, assuring 
that all requirements are specifically related tp 
job specifications. 

• 

. t iIOl.illU 

i pp1ication form~ .shou1d be clear, easy to com­
plete, and designed to collect all relevant and 
peeessar!f . data about . candidates, ~o (1~. assist 
'lin' se1ect~on of cand~dates to be ~nter~r~ewed, . 
(2) form a basis .; for ther interview, (3;\) deterrn~ne 
applicant suitab.ility, and (4) facilitate construc­
tion of a job mar-ket profile. 
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Contacting the target group must be done thro~g~ 
a multi-media approach, from integrated recru~tl.ng 

, teams to use of posters , visits to minori t~," ~chool!s, 
mass media advertisements, etc. Moreover, Job 
advertising" for specific positions shoul~ be em­
phasized, and positive aspects of correct,l.ons work 
should be stre'ssed. 

Pre-employment orientation should be provided to 
all candidates under serious consideration, to . 
assure that each candidate understan~s the requl.re­
ments and 'working conditions of the Job, the opera­
tion of the correctional institution and how ~he 
job under consideration fits into the correctl.onal 
system. 

Medical/physical examinations should be ~ad~ 
available at a convenl.ent time, and physl.cal:, re­
quirements should be limited to those actually. 
important for the parti~ular job. involved. ~rl.ef 
tests covering key physl.cal requl.rements shot,ld 
come' first, S'O that' 'an applicant who does not: meet 
these physical standards need not complete the 
re.st of the exam. 

• ", 'Testtn.g, ,s. hould be done only t'hr,ough examinc;ttion,s 
whic "'are demonstrably job-related, and whl.~h. meet 
specifications for tech:ni,?a; soundness" c;tdml.nl.stra­
tive convenience, and vall.dl.ty •. S~hedull.ng.of . 
tests should be flexible, to facl.ll.tate thel.r bel.ng 
taken'by applicants who are currentty employed. 

\.\~ , 

• 

• 

Assistanc~ with 'finding housing ,accd11'Utlodat~ons 
should be provided to applicants .,who: me7t J0l!>re­
quirements. Efforts, should be. ma~e, t:e l.dentl.fy 
qualified applicants who are w7l1l.ng" ''''?, move, c;tnd 
they sho-uld receive formal assl.stan~e l.n~~cc;tt7ng 

:. acceptable housing near the correctl.onal facl.,ll: ty , 
'particularly if the prison i~ n?t.near a.lar~e 
city or a· 'comm,uni~y "lith a sl.gnl.f~cc;tnt ml.norl.ty 
oopulation -- or l.f nearby communl.tl.es have a 
housing shortage. 

Placement and follow-up should be viewed as the 
final step of the selection process:: and the be­
ginning of retention efforts. Ca~dl.dates shou;d 
be further oriented to assure thel.r understan~l.ng 
of the job and th~ work e~vironme~t,.thrOugh l.nter­
views .and provision of wrl.tten ma",erl.als. Both 
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su~cessful and unsuccessful candidates s.houldbe 
quEi'stioned'about t,he fairness and rationality of 
the r~cruitment and s~lection process. Follow-up 
including daily Or frequent visits should be pro­
vided by management for all hew employees. More­
over t.' ,~eview of (the adequacy of each job !'mateh" 
should be made l;'lypersonrtel officials, to improve 
future recrui tmf~nt and' selection effor:ts • 

II 

.:Public relation:s aspects of recruitment should not 
libe ignored. A !:positive public relations or community 
. relations pt9gi:am is needed to enhance the image of 
corrections' af?,r an ,occupational area providing pres­
tige as wella:s economic and personal advancement 
opportunitiestfor minority group memberS. 

ii' 

Retention 

Re~ention aciivities should be viewed as part of II ' 

~? 
overall rec~ui.tment-selection-retentiori process, 

I " 
ithe 

II 
/ not 

J : 
as a separate series of activities. Suggested 

concerns include the following: 

• 

• 

Personnel ~61icies and, orocedures must., be funda­
mentally c anged, to el1ininate irrelevant require­
ments and facilitate opportunities for "advancement " 
through application of skills and knowledges which 
can be acquired on-the-job. -Civil service job 
classifications should be re-examined to remove 
inflexibi:q. ties, remove barriers which unequally 
affect minorities, and incorporate paraprofessional 
tasks and strl,lctures.,The arrest and/or conviction 
disqua.lification 'for applicants should be e,liminated 
in favor 'of personalized selection, and non-work­
related educational or experiential requirements 
should be revised or removed. . 

Occupational levels of minorities need to be re~ 
viewed, and concentrated efforts,shoulcd be under­

,', 'taken to increase the proporti,on of minority group 
members holding supervisory and administrative 

\\ jo~,s • The visible lack of minorities in high level, 
',\ high status, high advancement jobs, isa negative 

') '\retention faqtor which can beehanged through,d,e­
\\velo~i~g firl!' go~.ls, with time frames and t~king 
':specl.fl.c actl.on to remove advancement harrl.el;'s 
~9ainst minorities. 

I'. 
II, 

\ 
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C~reer ladders -- continuous ladders from the 
entry ~~vel ~hrough higher.~evel jobs reqU:iring 
extens1ve Sk1lls -- should be established through 
~uncti?nal task analyses for all levels of jobs, 
1nclud1ng thpse now performed by professionals. 
Jobs can. then be restructured where appropriate 
to provide ladders, and knowledge and skills 
needed for each position can be identified and 
specified for use in selection and promotion 
activities. 

Oral tests for promotion should be eliminated in 
favor of structured multiple personalized inter­
views ,. involving .sta·ndardized rating forms. Oral 

. examinations used in initial employee selection 
should be discontinued until better safeguards have 
been devised to prevent extraneous factors from 
entering the interviewer's decision-making process. 
Again, st~ndardized rating forms and questions may 
be one approach for protecting the objectivity," 
and fairness of the selection process. ,. 

Jobsatisfact{on needs to be increased in order ~ 
to increase career orientation and retention rates. 
Changes in administrative policies and practices 
such as shifts in job assignments may help improve 
employee job satisfaction. . 

Management should provide for minority participa­
tion in decisions affecting the employee~ partici­
pative management procedures.are recommended, to 
help employees become involved ~i.n decisions so 
that they share and identify with th~ institution's 
mission. The difficulties of having Blacks relate 
positively t~ the para-military organizational. 
structure of almost all correctional institutions 
should be recognized, although this situation is 
uqlikely to be changed. 

Concern for minority employees must be demonstrated, 
through actions such as hiring, promotions, and 
educational QPportunities, so that Blacks will 
come to belieV'e ... that management is as interested 
in minority as ih\~. whi te employees. '. 

!~~, 

Training for officers must be provided so that 
the correctional officer has a clearly defined 
and'understood role and the skills to carry out 
his job resl?onsibilities. Training should also 
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be provided which facilitates advancement for 
correctional officers. . 

.. f . U. . d b 'h . Tra1n1ng or supervl.sor,! 1S req~:i1re, ot 1n 
terms of providing man~gement alid supervisory". 
skills,' and in assurin~ ~dequat~ sensitivity 
to human relations nee(ft and to:tl;le~pecial' con­
cerns of minority empl.bye~s.. All supervisors 
should clearly 'unders~and .. equal e~ployment oppor-

. tunity policies, and lissignment of·,minority 
employees should refl~ct sensitivitv to super-
visory skills' a,nd prdblems. CJ " 

Uniforms represent a/ problem for many Black ~\ ", 
correctional employpes. Correctional insti tU-· I

;; 

tions should consid~r either making unifOrms ~ 
optional or invest!igating their value so that. 
empirical data on/their beneficial effects be­
comes available. / 

II il 
I' 

, /; 

Counseling by tJ;l'ained ca+"eer counselors should 
be available i~/ aJ.l correctional insj:.i tutions 
and to all emp;loyees. Counseling should cover 
long-term car~er planning as well as the handling 
of immediate /'job-related problems. 

I' 
,( 

Transportation is a major prob~em for employees 
at many i~sti tutions which arei;L~ocated far from 
urban centers or from residential areas' in smaller 
cities ot: towns. Transportation need$ should 
be cons.idered in the selection of sites for futlfre 
institutions, and the lack of public transporta­
tion should be recognized as a negative factor 
in the.recruitmertt and retention of minorities -­
particularly "{here no nearby communities exist 
with significant minority populations. Housing 
assistance may be provided to overcome this prob-

'lem in the short-term; special transportation 
arrangements might also be considered, such as 
arranging car poplsor prov~ding vans or buses .. 

E~ual treatment of all personnel must be assured, 
t rough the establishment andoconsistent minitor­
ing of equal employment opportunity policies. 

Review boards and clearly defined appealS pro­
cesses are needed by all correctional facilities," 
to assure that grievances are a.de.guately reviewed 
and that every employee feels confident of an 
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opportunity for a hearing. Bi-annual conferences 
with minority employees might al,;o be desirable, 
to ~eview practices and experiences and develop 
plans for improving affirmative action programs 

d . , d an gr1evance proce ures.~ 

Federal subsidr~es .... - salary subsidies provided in; 
diminishing amounts over a limited number of years 
-- might, be considered, to bring correctional 
salaries to a le~el of parity with those of other 
public servants such as firemen and police officers. 

These recommended approaches should facilitate minority 

recruitment, selection, and retention in correctional jobs. 
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A. Background 
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:;:J 
INTRODUCTION ( 

~ 

\ 
The total inmate population in local, state, and federal 

correctional facilities in tHe United States was recently 

estimated to be 250,000. ,1 It has also been estimated that' 

47 percent of the total U.S. inmate population is Black. How­

ever, the number of Blacks holding administrative, custodial, 

or treatment jobs in corrections is d~sproportionately small. 

Many individuals, groups, and organi, zt:ltions -- most 

" .. recently, the National, AdV'isory Commissio'n on Crimin~l Justice 

Standards and Goals -- have called for increased and more 
u 

effective recru~tment and retention of Blacks in corrections 

jobs. This study includes several sub-studies and represents 

one effort to obtain the information and understanding needed 

to improve minority employment in corrections. 

B. Purpose and Objectives 

The purposes of this sub-study weret (1) to assess the 

attitudes and perceptions of Black correctional personnel 

concerning recruitment and retention, and job satisfaction, 

and, (2) to de\relop s'uggestions f,or corrections offibials f~r I;:;' 

recruiting and retaining Black employees. 

Sub-study objectives were. to: (1) develop statistical 

'profiles of Black correctional, personnel, including custodia,l, 

IGettinger, Steven, "U.S. Prison Population Hits All-Time 
Hig~," Corrections Magazine, Vol. II, No.3 (Harah, 1976), p.9. 
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treatment, administrative, C'!~d ~taff personnel; 

significant variables related to the recruitment and reten-
'I 

tion of Black correctional pe'rsonnel; and (3) devise a set 

of~uggested prodedures anq, techniques for recJ;'uiting and 

retaining Black employees. 

The sub-study sought to provide empirical answers to the 

following major questions: 

c. 

• What are the attitudes, perceptions, job 
characteristics, and job-related problems 
of Black custodial, treatment,oadministrative 
and staff personnel in,correctional institutions? 

• What is the influence of these factors on the 
attractio~andretentionJof Black correctional 
employees?::..: 

Methodology 
, 

An ex post facto res~a;:ch design was used to conduct an 

empirical inquiry of the bacrKg:Eound, "job satisfaction, working 

environment, supervision and leadership, recruitment, and 

retention of Blacks employed in state-operated correctional 

institutions. The data needed to fulfill aims of the study 

were collected through the use of intervie\17 forms and se'lf-

~dminist~red questionnaires. 
,', 

" 'j 

1\: Sampling Technique 

A judgmental sampli"ng technique was used to select ;',;':' ,; 

"',' the'prisQ,~s included in the study. The criteria for 

inclusion were: ,(1) geographical location, (2) radial 

compositions of the employee popUlation, and (3) the 

recommendations of the study's advisory committee. 
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Applying these crit.eria, the following prisons were 

selected for study: 

• • • • • • • 

, 
Cali:r.ornia Institution for Men, Chino, California 
California Institution for Women, Frontera, California 
New Je;rsey State Prison, Trenton, New Jersey 
Louisicma State Prison, 'Angola, Louisiana .. ' 
Missi~sippi State Penitentiary, Parchman, MissisSl,}:>pi 
SoutherriMichigan State Prison, Jackson, Michigan 
Ohio State Reformatory, Mansfield, Ohio. 

A total of 636 interviews were conducted. Of this 

number, 304 were with correctional officers (custodial 

officers), 117 with other personnel (llnon-co~rectional 

officers," i.e., tr~atment officers and administrative' 

personnel), 128 with inmates, 52 with wardens and super­

intendents and their assistants, and 35 with correctibnal 

ex-employees. 

2. Instrument Construction 

A variety of question forms (open-ended, dichoto­

mous, and multiple choice) were used in the sub-study's 

instrumentation. Many of the attitudinal questions 

utilized response alternatives in a Likert-type scale 

providing three or four choices. The in"mate question­

naire consisted of open-ended questions, Whereas the 

correc'cional perspnnel, warden/superintenden,t and ex-
",,-'-~. !...... '.' • /1 

emplo::{ee questionnaires· used a mixture of item types. 

A scale developed by Drexler, et al (1972)2 and 
- ' ,:~ 

modified for purposes bf this study, :~·,as used to collect 

2JohnA • Drexler, et aI, Navy Retention Rates- and~ HUffian 
ResourCe)~1anagement, II University of Michigan, Ann Arbor, 
Michigan, 1973. Reproduced by National'Technical Information 
Service, u.S. Department of 'Commerce, S'pringfield, Virginia. 
'. '. Ii " 
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data on supervisory support, peer support, and 
If' 

organizational climate. 

3. Pretesting 

All data collection fo~ms were pretested at the 

Ohio State Reformatory, Mansfield, Ohio. The pretest 

provided data and guidanqe on the adequacy of the sample 

size to meet the study objectives, adequacy of training 

and instructions to interviewers, adequacy of questions 
u' 

contained on each f'C')rm, variability within' the several 

groups uhder investigation, expected number of contacts 

~,and refusals, adequacy ofdatrollection. methods, . and 

a more precise estimate of the cost of dOl.ng the .. f;eld 
.;::- (.f',-' ..::;. • 

1t.'ork. 
I) 

4. Interviewer Selection and Training 

Eighteen persons (mostly.college educated) were 

selected and trained ,as field interviewers. In addition 

to education, sex, age and experience, interviewers 

were selected on the bs",sis O:f il!"partiali ty ,friendliness, 

adaptability, and ability to do accurate reportipg. 

Intervie~er training was designe<:l, to prov;i,de inter-'i'~ 
'1;' _'-.'_~' viewers with the' ~killS necessax-y for effective inter-

, .' 

,vtewing in this$tudy ..... Consegu~ntly, the fol'lowing 
j :~". 

areas were cov~re~: (l~ purpose of the study; (2l tech­

niques and o dy"namics of interviewing I (3) ~x~ct nature of 

the data required.,' {4}: circumstances under which the 
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data were tol/be collected, (5) project questionnaires 

and interview forms, and (6) practice interviewing. 

5. Data Collection 

Prior to the actual collection of the data, a pro-

ject staff member visited each of the participating 

institutions for the purpose of establishing guidelines 

for interviewing in the respective institutions, iden­

tifying the site where the interviewing would take place, 

briefing the correctional administrator on the goals and 

objectives of the project, obtaining the names and 

addresses of employees and ex-employees, and obtaining 

permission to interview employees during working hours. 

A letter was then mailed to potential interviewees 

informing them about the project and requesting their 

participation. 

" After the necessary preliminary arrangements had 

been made, teams of interviewers and supervisors were 

sent to the various correctional institutions to collect 
~ . 

.data. Interviewers we,re required to edit their data 

collection forms, including self-administered question­

naires, to make certain that instructions had been 
\~~. , . 

"'-~- - -

followed, and that all questions had been answered 

completely • The forms were then sen t to .,the centra,l 
il 

~~\ '- ;0-

office for coding and keypunching. 
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6. Data Analysis 

The data were analyzed in several ways. First, 

tabulations and analyses were provided by facility 

there were six facilities in five states. Second, data 
• 

were analyzed by job-type of minority employees at these 

facilities -- correctional officers and all other per­

sonnel. Third, data were aggreg~ted for all facilities 

and job-types to obtain an overview pf the minority 

employee population in all facilities. The similarities 

and.' differences among and between the subj'ect populations 

then became the basis for further classification. 

Three phases of analyses were used. Step one i111 the 

analysis consisted, of a "screening" process. As a result 
''l:l 

of screening ,extreme values, ke'ypunchingerrors, and 
I! • () 

patterns of non-response or 'missing values were observed. 

';t'heJ3=data s~t was, then edited to remove gross errOrs, be-

fore more elaborate analyses were(attempted~ 'The errors 

in the data considered significant \t{~re: values outside 
Itl. 

stated mi~riimum or max~mum limits, missing v~.,l:ues, va,.iues 

equal to zero, and in~pprop;I;t~" le,tters or symbols. 
~..;~-:::-:::' 

In order;,to determine the $ignificance of missing 
""s 0 ii' 

values, or valuesequalt.o~ero, theda:ta were handled 
? 

through two programs. 
;.' 'l 

- . r;j 

The first involved a search for·'t ", 

d~ ta pa tterr>;s "of dichotomies. This ilprogram finds fre-~ 
"'. ~:--

"quencies and patterns':' for any specified code. in th~ 
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input data. Two codes were specifieCl: blanks and 

zeros. Since th€rre was only one variable with a zero 

category -- the highest year of ~~gular schoor completed 

at time of entering the criminal justice system -- and 

no employee had zero years of education, all zero 

categories w~re removed. Use of this program had two 

'.' resul ts: first, an indication of patterns of non-

response; and second, an indication of consistency and 

validation of two-part 'questi,ons such as "Are you a 

veteran" and branch of service. This led to an under-

standing of the degree;\ and nature of keypunch errors as 
'Ii 

well as errors in the' order of the data deck. 

A second program computed summary statistics in 

which all data and cases were listed. A combination of 

these two analyses ,allowed computation of the basic 

statistics, including various estimates of the fuean, ·fre­

quency, variance>, and deviat.ion fl:om the norm, using 

'only positive respon~'es. Thc;t is" rio .answersonspec;i,­

'fic variables th~ w~re equal to ·z~r.o, orbl~nk, or 

above maximum would be entered into com:ptltatior1s"~ or 
I 'i . -' 

bias the statfstical or graphic dis!?lays of informatio:n 

~hich describe. the' sllPject population.' 
.;:.::~~_\- -.... : , 

All ~tatfst·.{cal analyses fqr this study ,,,,ere con~ 
~ - . - . ~~ 

"--ducted at ,the . Howard Uni versi tyCoTnpu'te;, Cent'er"'uslng 
" " ",,-_., :. t " ;::< 

. '." \~. SPS'S (Statistical~' package" for. theSoc~al.,Sc~ences)and 

" ",'. \ 
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BMDP (MioMedical Package) programs. Output from these 

two programs includ.ed frequency count routr:nes, partial 

correlations, pirtial co-variances, regression coeffi­

cients, sta~dardizedcoefficients, standardized. errors 

for coeff:i;cie:t:lts, co-variances and correlations for 

regression coe~,ficients , test and significance levels 
,\ 

. , '\ 

for regression c~")efficient.s ,andtw.O types of squared 

multIple correlath?ns andthe'ir sigpificance levels •. 

Distribution of')i:he resp~tldent population by tacili ty 

for correctional personnel was as follows: 

• Chino, California, 13 pe:rcent; 
• Frontera, California, 10 percent; 

',. Mississippi, 23 percent; . 
0, Louisiana, 30 percent; 
.', Michigan, 11 percent; and 
• ~,New Jersey, 13!} percent. 

'';;'0 

.' Correctional officers represent 72 percent of the popula-

tion studj,ed .,By institution, correctional officers 

represent 70 percent of the m±nbri"ty sample in ;JChino, 

·Califo.rniac; 44, percent in Frontera, California; 87 E~rcenjt, 

in'NeW"J~+sey; 52 perce~t:'in"Louisiana, 75 perc~nt"l.n 
~; 

,,,Michigan; and , 76pe:rcentipMissis~ippi. The largest sarn-
'::.>. i'\" J;) 

ple fOr correctf'6nC:tl('6ffic~r'~ was fro~ thefac'ili ty in 
,. . . ~ 

"Louisiana ,whilethe.latgest sample for nOl};correctional 
" k~ 
pf;eic:,rs wasfr~rti M;tdhigan. The nature of this regioni;l' 

'::disparity in sample size' as it. affects the attitudes' ahd 

meaE,lures ,tes;tedwas Ott'set s?mewhat:'by the relatj,vely 

even distribution 6f minority emp+pyee JOD-types at the 
.,;-' 

o 
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Frontera and Louisiana faci~ities, which accounted for 

28 percent of the population. Except for Frontera, 

California and the Michigan facility, there was an in-

verse relationship between the size of the Black emp+oyee 

population and non-correctional officers; that is, the 

larger the representative sample of Black correctional 

pe,rsonnel from a specific facility, the smaller the sam­

ple of non-correctional officers from that facility. 

Because of this ~nverse r~lationship, regiona~ prefer-
\, 

ences,. demographic profiles, and institution-specific 

attitl.i'des could conceivably influence c~the profile of 

",minority personnel if the sample from anyone facility 

was particularly larg~ or small. 

Summary statistics were computed for each facility; 

as well as for each of two job-task des.ignations. The 
1.t . i 

resuiting output showed that differences between fa.CCil~\ 
. ties were" minimal; differences within facii,.li ties were \ __ ="~ 

between job-task designation (e.g., cc:>rrectibnal vs. 

non-correctional employee's). Therefore, ,for the purpose 

'of analy~is, all correctional personnel were treated as 

one unit and all rion~correctional ~ers9n~el wer~ treated 

as one unit. 
Ii 

«" 

,No signific:ant difference ~as,f found bet\~een the 

:t',espoll seoi,,~ome'n .and men" to:i terns on the qUestionnaire. 

Pattern.s o(missingva.lu~,s ~~ some of whichwe.re non­

responses to quest-lons, werE;\_~lso ,'consistent between 
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these two groups. $ince the major similarities anq 

di'fferences were not due to region or sex, or degree of 

representation, the data for non-correctional personnel 

were not weighted to conform with the distribution by 

facility for correctional personnel. 

7~ Sub-Study Limitations 

The major constraints of this study were:. (1) its 

use .of Black correctional employees as the major source 

of primary data, "and (2) the lack of direct investigator 
• 1f 

control over the independent yariables (such as job 

title, job assignment, working hours, etc.) because they 

were inherently n6n-manipulable~ There were no compari­

son data for white correctional personnel, except for 

some limited statistical information obtained:.fro~ two 

prisons. other\>.'!sel' comparisons were internal, with 

sub-groups of respondent~ compared with each other and 
11 

with responses of the total group. 
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SECTION I 
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A. DEMOGRAPHIC PROFILE 

This section of the study reports on data collected from 
D 

304' Black correctional,officers, 83 percent. of them men, 15 

percent women. Twenty-nine percent of the officers were 24 

years old or less, 58 percent were 25 to 34, 15 percent 35 to 

44, and seven percent 45 or older~ Their median age was 28 

years. Thirty-seven percent of the respondents said they re-

garded their work in corrections as a career: these career­

oriented officers tended to be older, but less well-educated, 

than the rest. 

Most of the offic~rs (59 percen~) were married, but 23 

percent had never been mar;ied, 11 percent were divorced, six 
(, 

percent were separated, and o~e percent were widowed. Sixty 
" 

percent of the m<'3.rried officers, haa working spouses. Just 

over hal~:td51 p~rcent) of the officers had one or no depen-­

dents, 34 percent had two or three, and the remaining a 15 
" 

percent had four or more. 

The median incofne for the offiqers was $8,000-$11,600. 

Twg~thi:L°ds of the officers had at least a high school educa­

tion, wlth13percent holding bachelor's or higher degrees, 

and 45 percent had~erved in the Armed~Forces (mainl.y ~theArmy). 
:. "-" - :;;::'.:: 

~..bout half of the "officers lived in a;town,or small:'ci ty 
~ .' /~} . (under 25,000 population), 24 peroent lived in a med~um~f:!s~zed 

I,'/i,' ih"", li,'l; 
c~t.y (25,000-100,000 populat,ion), lS.percent lived in a/large 

\\' , 

34 ,\)1 

&= 

;, ,0 

. :> 
\', 

city (over 100,000 people), ei~htpercent lived in the 

suburbs of a medi~m-sized or l~rge city,\and four percent 

lived on farms. Thus most oi,.the officers were residents 

of small or medium-sized cities • 

o 
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B. EMPLOYMENT AND WORKING ENVIRONl-1ENT 

1. Employment 
» 

Almost all (98 percent) of the officers we~e employed on 

a full-time basis. The vast majority (87 percent) were co:­

rectiona1 officer specialists. Considering that only 11 per­

cent, of the· officers had pf~viouS1y worked in another cOJ;:rec­

tional institution, and that 72 percent had worked at their 

present job for two years or less, the respondents could be 

regarded as relatively inexperienced. 

Respondents were queried about their career int'entions 

at the time of hiring.' Only 20 percent of the officers had 

career intentions at the time of their hiring (see Figure 1), 

while more than half (53 percent) were undecided, 13 percent 

had not thought about
O 

it I and a,pother 13 percent had other 

Vl.ews. . At the time of the survey, 37 percent expected to 

make corrections work a career.. Only 40 percent of the r,e­

spondents who were career-oriented at the time of this survey 

reported having had defipite intentions of making corrections 

a career at the time they initially entered, and eight per-
",. 

cent of the presently ncn-career-oriented officers had such 

intentions. Why the eight Percent" eventually dec~ided against 

a career ,in corrections is not certain, but it isreasonap~e 
.. ~ ,': \ ~~l ','" ';1' ,,': _~~:~' 

to assume that their s~ sequel) b t wo'r"k experiences in:f,'lu.,.enic,,~·led 

this decision .'? 
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FIGURE 1 

PERCENTAGE DISTRIBUTION OF CAREER INTENTIONS AT TIME OF HIRING 

Intended to make career of corrections 

Undecided 

Hand't thought about it 

Other 

Presently 
Career­

Oriented 
Officers 

39 

43 

8 

9 

Presently 
Non-Career 
Oriented 
Officers 

8 

58 

17 

17 

100 

Aggregate 
Total 

20 

5'3 

13 

13 

99 

Slightly more than two-fifths (42 percent) of the em­

ployees had learned of their first job in corrections through 

relatives or friends; 16 percent through a public employment 

agency; ten percent through mass rnedia;six percent through 

the school employment service Qr counselor; and the rest 

'. ;.. 

, 0 

"="_'J 

thr?ugh an employer or other means. Only three percent learned 
" 

of the position through information· sen~,}?y a recruiter. The 

high percentage 6f employees Who found out about openings 

in corrections through re1atl,ves and friends" is exp,lained in 

part by the findiJ'lCJ that one':'fourth of the office~s had rela­

tives'worki~g at: the same or oth'~r correctional ~nstitutionsJ, \J 

11 Correctional officers were asked;'about =how they dec.:i.dec:l 

to take "the correction's job. "~~1,~ty':"e.i9ht percent of the: 
' ~ • I 

ofi1cers said that the dec4sion to take a job in correct:ijons 
:, . 
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was 

the 

solely their own; 18 percent said that relattves had 

greatest in~luence on their decision, and the §est (14 

percent) said other persons such as work supervisor, career 

cou!lselor, etc., had the greatest influence. Career-oriented 

respondents tended more often 'to be influenced by a supervisor 

or counselor than did non-career-oriented officers, as shown 

by the following data. 

Influenced .by: 

Relative 
Supervisor or Couns'e1or, 
Self 
Other 

Career 
Percent 

17 
7 

62 
14 

100 

Non-Career 
Percent 

20 
o 

71 
9 

100 

Respondents were asked' to react to four statements '\'lhich 

focused on their reasons for entering prison work. Figure 2 

summarizes the responses. 1:he data indicate tha'tapproxi-

mately 60 percent of the officers felt each of the "four' factors 

was either important or very important. Getting a sure job, 

wanting 'to rehabil.itate inmates, a feeling of 'having special 
;, -

talent for correctional work, and feeling' there 'wasan''''oppor-

tunity to eventually reach a position of authority -- all 

seemed attr,active to the respondents. While career-ori-ented 
" '~ 

t~nd non-career-oriented officers did ri'ot differ on their 

~assess~ent of the importance of getting a sure job, ,they 
(> 

vali',\ed 
\\ 
'\ 

care~r 
" 

• ? • 

the other three:)items differently~ In each case, non­

officers were almost evenly divided concerning 
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FIGURE 2' 

PERCENTAGE DISTRIBUTION OF RESPONSES TO,:" 
POSSIBLE REASONS FOR ENTERING CORRECTIONAL WORK 

'" 
!piS, institution offered a sure job when 
l' was having trouble getting one. " 

1 wanted to help rehabilitate inmates. 

1 felt 1 have a special talent for a job 
in corrections. 

~I felt I could work my way to a position 
of authority in a correctional institution. 

26 

23 

26 

21 

17 34 

14 42 

12 34 

(1,1 

18 35 

23 

21 

28 

, 
26 

the perceived importanc~ 'or unimportance of each 'factor. On 

the othe,r hand, 75 percent" of the career-oriented officers 

fel t that the rechabili tation of inmates and the possession of 

a special talent f'or correctional work were important, and 

70 percent felt moving up to a position of authority was 

important. 
'ct'l 

Respondents were asked about the duration of selection 

procedures when -:hey ~ere~iredCby t,he prisons. EmploymeJ:lt 
,-\, Wil "", 

applications were gen~)rally processed quickly, with 40 per-

cent of the officers being hired within one week after filing 

their applications, and ano'bher 22 percent within two to 
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three weeks. The size of the Black emplouee population at 

each prison and the amount of time that elapsed between ini­
I,f 

tial application and notification of employment:'wete signifi-

cantly (p=.02) related.~More than half (58 percent) of the 

officers who waited one week or less before notification of 

employment worked in prisons with high Black employee popula-

tions. 

Almost half the officers (4B 'percent) were employed 

full-time elsewhere when they applied for a job at their pre-
. 

sent institution. Those wh6 regard~d their present job as 
,) 

;! 
a lifetime career tended more than the rest 'bo have been em-

ployed full-t.i.me when they ~applied for the corrections job. 

Two-thirds 'of the officers felt their present job entailed 

mc)re respons ibili ty than the one! previously held. 
\\ . 

/ Most respondents (88 percent) reported li ·{t:'le or no 

,fiffiCU1 ty in securing ti~jir present position. ,,01\ the 12 

percent who reported difflculty, race and gel1eral~ob market 
jJ 

conditions were identified as the main problems. The majority 

of the officers filled existing vacancies, while 18 percent 

filled newly-created positions. 

When officers were asked whether the number of Black 

employees at their respective places 0'£ employment was low 

or high, 54 percen;t of them descJ:'ibed the number of Blacks in 

the prison where theY,worRed as "low," while 46 percent said 
,< , 

their insti tu'tion had a "high II percentage of Black employees. 
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Insti tutions reported to have~, a ""high" percentage of Black 
,."C: ':'J 

employe~s had a greater percentage of non-career-oriented 

o~ficers than did institutions with a reported low percentage 

of Black employees. M,any possible explanations for this 

finding can be suggested. It may be that ~ithmany Black 

employees competing for the same positions, theref~ less 
,",':: 

desIre for- officers to make correctional work a career. It is 

~also possible that some institutions with few Blacks hire only 

highly motivated and qualified Blacks, most of them with a 

strong career orientation; thus the findin:g maybe an affect 

of discriminatory hiri~g practices. Another explanation 

could be that' where there is a high concentration of Blacks, 

the powers-that-be take l.i ttle intercst:J in imJ,?roving ,.,orking 
I} 1\ I,~ 

condi tions or otherwise ,encouraging a career orientation. 
• » 

Approximately three-fourths (72 percent),cof th~= offi::" 
" 

ce,:,;'s lived within 30 miles of their place Cif, emploYm~pt and 
,~ 0 0 

27 percent lived wi thin 26 miles; only One percent tiNed more 

than 62 miles, away'. Most officers reported ,going to work by 

private car (64 percent) or in a car pool (34:~ercent). 
Forty percent of the respondents worked on the second 

shift, 30 percent worked 0,11 the bhird shi,ft," and 28 percent 
\\ 

worked on the first shift at the correctional facilities. 

Ha~f (51 percent) 

security" and the 
f~<\ 

Q 

of the officers ,,,ere empioyed in maximum 

rest in medium security (23 pe:'icent) I,minl-!'· 

mlli'!' :;'security (19 percent), or a combination of sections (7 
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pe.rcent) • Sixty-six percent of the career-oriented respon-

dents were employed in maximum security as' compared with 41 

p,~rcent of the non-career-oriented respondents. 

2., Working Environment 

A number of questions concerning the work environment 

Were asked the study participants;' most dealt with the physical 

environment. 

Most of the officers felt that lighting' (73 percent) and 

workspace (60 percent) were adequate, but that ventilation 
\j 

(53 percent) was inadequate, and the temper'ature {59 perce~t}' 
I:) 

wa's ei ther too hot or too cold. The officers were ambivalent 

on th~ question of whether work areas were reasonably quiet • 

Three-fourths (74 percer,rt,) of the officers felt th\lt job tasks 

were rO\ltine and repeti ti ve; and, paradoxically, .' 4 Ji~rcent 

felt their work was il'lterestingand challenging./6areer offi­

cers found the .J' ob to be less rl.' sky d an more interesting and 

challE!nging than di~ the rest of the responqents.; the 'over-

whelming ma~ority (88 percent) of ~espondents felt their jobs 

involved physical risks ang hazards. 

. " 

42 

.) 

"t I 

"I) 

Il,I', 

I, 
, () 

C. MANAGEMENT METHODSA'ND PRAG,;'ICES 

The views of Black correctional officers concerning 

varj.ous management methods and practices _.... and their practi-

cal.implications -- were irivestigated as part of this study. 

Res,ponses are presented below for several maj or yariables. 

1. Supervisory Behavior 

In general, the correctional officers surveyed thought 

they received support from their supervisors. Moreover, 

supervisors were perceived as: (1) requiring high job per-
;i ~'I 

forrnance standards "(87 percent) ,(2) offering new ideas for 
'" 9\ \\ 

solving job-related problems (65 percent), (3) being friendly 

arid easy to approach (89 percent), and (4)paying attention 
~ 

to what subordinates say (9.0 percent)., .' However, they were 

reported as neither encouraging nor discouraging Blacks.and 

whites to work as a team. Career-oriented officers found 

the supervisors 'more fr·iendly and attentive th~n did' the 

non-career officers. 

Asked how supervision could" be approved, responcie,pts in-
.:c'f, 

dicated" their immediate supervisors could serve ,Blacks b~t~er 
~, -:, 

if they possessed more information about good management (68' 
n 

percent), had greater, ability to handle the admini$trative 
~ -". .-} 

s~de of their jobs (52 percent), possessed more inforlnati,on 

about Blacks (75 percent), and showed more interest in and 

concern for Blacks whom they supervise (68 percent). 
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Signific.nt (p>.Ol) differenc~s ~ere found in the opin­

ions of officers working in prisons with low versus high Black 

employee populations concerning whether supervisors needed to 

exp~ess more interest and concern for Blac~s under'their super­

vision. Two-thirds of all respondents who felt supervisors 

needed to express "a little more" interest and concern for 

Black employees were from prisons with high Black employee 

populations. Similarly, two-thirds of respondents who indi-

cated supervisors needed to express "very much" more interest 

and concern were from prisons with low Black employee 

populations. 

2. Peer Relationships 

Black correctional officers generally found their ,·,hite 
< •• Jr' 

co-workers to be friendly and easy to approach. Similarly, 

officers felt that Blacks and whites "to some extent" empha-

sized a team goal and planned together and coordinated their 
-

work efforts. Whites also reportedly provided needed help so 

that work could be planned, organized, and scheduled ahead\of 

time. 

• t Whites also were reported to offer Black officers new 

ideas for solving job-related eroblems, and respondents felt 
-';( 

that people in their work groups maintained high standards of 

performance. Non-career-oriented Blacks found whites less 

helpful than did career Blacks. 
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3.Q;ganizatiollal Climate 

• 

." Human Resources Primacy 

Some items attempted ~o ex~ine' whether management 
treated Blac,ks and whl. tes dl.fferently· this vari­
able was ca~led "human resources prim~cyll. The 
dat~.(see Fl.~ure 3) showed that Black correctional 
O~fl.cers.b~ll.eved management had a far more posi­
t 7ve attl.tude toward whites than toward Blacks . 
wl.th respect to: (1) having a real interest in 
the. welfar7 and happ"iness of the employees, (2) 
trY7n~ to l.mprove ~,working condi tions, and (3) or­
ganl.zl.ng work actl.vitiessensibly. In the first 
and s~cond.ins~ances,'career-oriented'Blacks were 
less negatl.ve l.n their views of management's treat-

'ment of Blacks than were nop-careerBlacks. 

Officers,' v~ews ?f managem~nt' s interest in white 
employees dl.ffered (p>.Ol) according to the size 
of the ~lack emp.loyee populations, as did opinions 
conc7rnl.ng, m~n~gement I s interest ,. in improving the 
workl.ng C01;dl. tl.,?ns of ''''hi te employees (p>. 01) • Re­
~pondents l.nprl.sons with a small number of Black 
empl.oyees were paztti~ular~y likely to feel manage­
ment ha~.a 9re~ter int7r 7st in white employees 
and thel.r workl.ng condl.tl.ons than in Black employees. 

Deciiion-Making Practices 

T~e extent to which management tended to "~6nsult 
Wl.th,Black.employees about whom it made dec~sions 
wa~ l.pvestl.gated' (se~ Figure 4). More than one-. 
thl.rd (36 percent) of respondents reported Blacks 
were~~?t cons~l ted at all when a decision was made 
affectl.ng them; ol11y seven percent felt Black 
em1?loyees were consulted "to a great extent," 
w~l.le almost ~.J)~ (48 percent) reported consulta­
tl.on occurred ""CO some exten t. " 
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FIGURE 3 

PERCENTAGE DISTRIBUTION OF BLACK PERCEPTION OF 
BEHAVIOR OF MANAGEMENT TOtolARD BLACKS AND WHITES 

Real interest in welfare and happiness of: 

a. Blacks 45 40 9 

b. lI.lbites 
3 34 57 

Attempt to improve working conditions for: 

a. Bl~cks 46 42 7 

b. Whites 
8 40 46 

Work activities sensibly organized for: 

a. Blacks 35 50 6 

b. Whites 
7 40 42 
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FIGURE 4· 

DECISION-MAKlNG PRACTICES: EXTENT TO WHICH 
AFFECTED EMPLOYEESc~ru:: A:SKED FOR ADVICE 

To No Extent 
To Some Extent 
To a Great Extent 
Not Applicable 
Total 

Perce.nt 

36 
48 
7 

---2-
100 

Similarly, it was felt ~hat in;orrnation was not widely 
shared in the prisons sO as to make all facts accessi­
,ble to persons making decisions regarding Black employ­
ees. A majority of the respondents who did believe. 
that all facts were accessible to the decision-maker 
. "to some extent" or "to a gre~t extent" worked in pri­
sons with high Black employee populations. Sixty-three 
percent of the respondents who felt facts were not at 
all accessible worked in prisons with low Black employee 
populations. 

The practice regarding decisions affecting Bla.ck em­
ployees, reported by 38 percent of respondents, was to 
anooupce a decision without providing the empZl.oyee an 
opportunity to raise questions or pornments. /Twenty­
three percent felt that some opportunity was/given to 

,ask questions, and 14 percent felt that aft~'r decisions 
were drawn up, they were discussed with the/Black em­
ployee and sometimes modified'before being/issued. 
Seven percent felt the Black employee was ~sked to 
'choose the best of'a set of specific .alt~l(inatives drawn 
up by'" the supervisor, and 18 perc~nt indi/bated that 
problems were presented. to the Black empJ~oyee and the 
dec;:ision felt to be best was adopted by /the supervisor 
and employee joiritly. Only in about 40 ,/perce~t of the 
eases, therefore, did Black correction9,l. officers feel 
they had meaningful input into decisioris affecting' 
~~. A 

/! 
,i 

•. Communication Flow I 
"'''col 

The respondents felt they were not lteceiving adeq~~te 
information about what was going on/in other sectJ.ons 
or shifts. Their perceptions were/related to the size· 
of, the Black employee populations fat e9ch prison. 
Almost t''lo-third.s (63 percent) of! all respondents who 
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" felt ,the information they received was adequate were 
,from prisons with high Black employee populations. 
Of thos~ who indicated the information was not at all 
adequate, 63 percertt werefrorn prisons with low Black 
employee populations. ) 

The majo~ity of officers felt white peers were re­
be~vin9 more informa'tion. ':?, Respondents from high Black 

iemplpyee population prisons tended to see no differ­
ences in the quantity of information received by Black 
and white employees, while a majority (57 percent) ,of 
the respondents from 10'01 Black employee population 
prisons felt white 'employees received more information. 

Motivational Conditions 

Several measures of motivational conditions were in­
vestigated, including how differences between Black 
and white employees were handled. Respondents re­
ported that when Blacks and whites had differences, 
there was often an attempt to work them through. Re­
sponses are shown in Figure 5. 

.,FIGURE 5 
i\ "': 

.' . 
lU\NDLING; OF DIFFERENCES OR DISAGREPlIENTS 

BETWEEN BLACKS AND WH1ITES 

Responses 

,I 

" 

Alm,ost always avoided. denied or suppressed 

Sometimes avoided,. denied or suppressed 

Sometimes ~ccepted and worked through 

Almost always accepted as necessar~ and 
desirable,and worked through 
Toul 

Percent 
JI~;}~; 

22 

27 

41 

10 
]Oct 

!IS) , 
~(' c 

The motivation of Black emplbyees was al.somore 
directly investigat,ed. One-quarter of the respondents 
selected each of the followin9 options desc~ibing 
why Black cor.rectional officers ,~ork: (1) to keep 
their jobs, and to make money: (2) to keep their jobs, 
make money, and seek promotions; (3) to keep their 
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jobs, rnakemoney, seek promotions, and do a satisfying 
job, because other people in their.work group expected, 
it; and (4) to keep their fObs and 'avoid being "chewed, 
out." Thus, about half the Black officers can be con-

'"sidered high"ly motivated,. As would be expected, ca­
"reer:-oriented re~pondents were more highly motivated 
thannon-car~er-oriented. 

Goals and Aspirations 

The officers were asked to respond to a l~st of seven 

job-related goals and aspirations by ,ndicating ~he importa:ce 

of each, and whether the gOals/asPirai\ops could be achieve/,il 

in correctional institutions. The questions solicited comments 

on chances for increased salary, chances for more training and 
\', 

education, ~hances to be a leader or supervisor, retirement 

benefits, s~curity of job and income, variety in work assign­

ments, and medical benefits. 

A look at the data in Figure 6 indicates that responses 
u 

'~::' 

to all questions were very similar. All seven measures were 

considered important" by more tha.n 80 percent of respondents, 

alt~oughvariety in work assignments and chances to be a leader 

supervisor were considered important by 81 and 83 percent of 

respondents respectively, while each of the other five factors 

was considered important by at least 93 percent of respo~dents. 

Similarly, the large maj ori ty of respondents felt ~h~t all ,these 

goals could be achieved in a correctional institution. A 

total of 82 percent felt correctional facilities offered ~ 

c'hances to be a leader or superviso!_ and 89 percent felt S~Oh 
institutions offered variety ijwork assignments. More ~ha~ 

49 

D 

o 

" 

, 

o G 

"{I' 

-'"0,. 

.. = 
" 
" ,1 !::o 

'" 

o 

,", if 

• • 

.;-.: ." 

(0 

'; -' .... 
,',\" 

• < 

Ii 
. :,:/' 

" 

'I I, 
J 
1/ 

() 

','Q , ", 

.:;: 1/ 

o 

(:.' 

.;', ' 

,c •. : •••. ,_ 

" 

II 
; 

., 
-



"+, .,/ 

," 
, \, 

I \' 

• 

" 

• 
l#. 

(! • 
" :! ' 

,~ 

" 

i 
'j) 

: I' 

" 

/') 
n \~:-r 

"'. 

. !,l ) 

~ 

:';; .. '-'/ 

'.f.' .. 
~\~\.r IT, 

J,;' 
/ -:,~: 

,;) .. 
,,' 

" . 
-1 . 

--~ 0 

, 'j 

,. ....... ~) 

" 
" 

,I 

{ l~;: 

" r i 1 
\. e .. ~. .- ',tr· 

\ 

FIGURE 6 

PERCENTAGE DISTRIBUTION OF RESPONSES TO ITE}$ ON 
GOALS AND ASPIRATIONS OF BLACK CORRECTIONAL OFFICERS 

Chance for increased salary 4 96 5 

Chance for more training and education 4 96 9 

Chance to be a leader or supervisor 16 83 16 

Retirement benefits 6 93 2 

Steady, secure job and income 4 95 7 

Variety in work assignments 19 81 11 

Medical benefits 5 94 4 
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9.0 percent of respondents felt each of the other five goals II 

could be achieved 'in a correctional institution. 

Differences (p>.Ol) were noted in the respondents' be­

liefs that a st,~ady, secure job and income could be achieved 
.\ 

in a correctioni~l setting based on the size of the Black 

employee popu1at~ions at the institutions. Approximately 80 

percent of all respondents who believed this security could 
< 

!:!..2! be achieved ''lere from prisons with high Black employee 

, 

populations. Non-career;"oriented respondents did not feel 

chances to be a l~~ader and variety in work assignments were 

as important as did career officers, which may explain the 
" 

lower rates of positive response for these factors. In addi~ 

tion, career-oriented respondents were more confident that 

opportunities for leadership and retirement benefits could 

be achieved in correctional institution.~ than were the non-

career-oriented respondents. 

5. - Advancement Opportunities and Career Orientation 

Nine items on a three-point Likert scale were used to 

examine certain advancement-related factors which may affect 

job retention. Most respondents (51 percent or more) ex-

pressed satisfaction with only four of the nine items. The 
." /I 

respondents did not agree" on whether their pay was comparable 

to what they would receive on other jobs they felt qualified 

to hold, or on whether job assignments were changed as fre-

quent1y as they would have 1ikeq~ In each case, less than 
i l 

II 
;! 
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20 percent of the :.officers 'were undecided; the rest were evenly 

·divided f.or and agai.nst the statement. I t th ' n response 0 e 
,: 

statement "Careet' opportunities in corrections ~re better than 
, 

they, are on other \\ jobs ," 37 pel;'cent agreed, 37 percent dis-

agreed, and .26 percent were neutral. 

When opinions were solicited concerning opportunities 

made available for advancement of B1adk employees, there were 

more negative than positive responses. The officers felt 

that e~ances for advancement were better;, at jobs elsewhere 

than at the institutions of their emp1oyme.nt. However, 55 

percent felt their job assiglunents offered them a chance to 

acquire training and experience needed for advancemen,t to 

better paying positions. They also believed the skills they 
';~ 

were acquiring would be of value in other employment situations: 

Two-thirds of the respondents said th~ir current employ­

ment provided new and exciting experiences, . and three-fourths 

thou9ht jobs in corrections provided an opportunity to do 

something worthwhile. However, the majority {53 "percent) did 

not feel that working in corrections allowed them to leave 

their personal problems behind. , 

On six 'of t.ll.e .. nine items reported above, career-oriented 

and non-career respondents d~ffered. Figure 7 summarizes 

these differences. Non-career';"ofiented respondents felt their 

chances for advancement were greater elsewhere,' whiiecareer­

oriented respondents felt their chances were greater in 

52 

.. 

1/ 



/ 

(t" 

at lUlUI 

FIGURE 7 

PERCENTAGE DISTRIBUTION OF RESPONSE OF CAREER AND 
NON-CAREER OFFICERS ON JOB-RELATED RETENTION ITE}m 

;'1 

Job assignments changed as frequently as desirea: 

a. Career 

b. Non-Career 

Chances for advancement are better at present 
institution than elsewhere: 

a. Career 

b. Non-Career 

Present job provides training neede~ fo:: a~'Tanc~­
ment to better paying job at inst~tut10n. 

a. Career 

b. Non-Career 

Career opportunities are better in corrections 1 

than elsewhere: 

a. Career 

b.' Non-Career 
( 

Job"gives opportunity to do something worthwhile: 

,a. Career 
f,,'-

b. Non-Career 

Working in correct'ions allows me to leave persona 
~problems behind: 

a~\ Career 
\\ I,' 

b., Non-Career 
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corrections. Most career-oriented respond~nts felt their 

job assignments were changed frequently enough, while most 

non-career respondents felt the~ were not. 

respondents were undecided on whether their jobs' offered a 

chance to acquire additional tr'aining/education needed to 

'advance'to better paying positions, the career-oriented re­

spondents ~elt their jobs provided a chance to acquire such 

training. Ca~eer-oriented respondents tended to feel that 
\) " 

career opportunities in corrections were better than they 

were on other jobs, while non-career-orient~d respondents 

c were more likely ,to deny that working in corrections allowed 

them., to leave their personal problems behind than were career­

oriented tespondents. In general, career-oriehted re~pohdents 

were lnore favorably disposed towards corrections than non-
~;.1 

career~oriented officers. 

6. Retention Incentives --., 
1/ 

Questions of salary, retirement benefits, and opportuni-

ties for job mobility and for more education were pursued 

further. Respondents were ·asked to estimate the effects of 

certain policy changes on their interest in working in correc­

tions. Officers reported that several policy changes would 

have a positive effect on retention. Respondents (66 percent) 

favored a 'cash bonus for each five-year period of service com-

'>Ys;;pt~ted. They were even more positive (71 percent) about- a 
C :;r:"--l; change whi9;h would make the' pay and benefits of prisOl)!! 
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employees comparable to the pay and benefjts of similar em-

ployees in the private sector. Retirement after 25 years 
" 

1/ 

wi,th three-fourths pay instead o/f. half pay would positively 

affer.:t 82 percent of the officers. A change which w~uld 

allc)w employees to accumulate two weeks of educational leave 

annually for advanced job training with pay would favorably 

affect the career interests of 92 percent of the officers. 

Respondents (80 percent) also were in favor of guaranteeing 

employees their choice of shift during the first three years 

of employment, provided ,there was an opening on that shift. 

A similar percentage f~yored giving employees an opportunity 

to change their/job classification after one yar of employ­

ment, .. and 76 perQent favored giving the employees a yearly 

bonus of up to 10 percent of their base pay for outstanding 

per:Eormance. 

Career- and non-career-oriented respondents had similar 

views on retention incentives, while significant differences 

were found between respondents from prisons with high versps 

low Black employee populations in populations in three incen­

tive areas. Correctional officers from institutions with low 

Black employee populations gave ~ore favorable responses con­

cerning the job reten"tion effects of a cash bonus for each 

five-year period of service, annual paid educational leave, 

and a yearly bonus for outstanding performance. 
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Summing up, improved retirement benefits and monetary 
rewards for completed serv~ce or outstanding performance 

were all highly rated as job retention ,incentives. The very 

high favorable response give~ to the opportunity to take ad­

vanced job training without losing pay s~ggest"s the officers 

are genuinely interested in self-development, which hopefully 

would improve job performance and benefl.'t the 
prison community. 

7. Tests 

Respondents were asked to h 
assess t e fairness of spe-

cific aspects of the selectl.'on 
and promotion system. Most 

felt the written 't' 
examl.~~ l.on (83 percent), the, oral examina-

tion (81 percent), and th d 
" e e ucat,ional requirements (81 per-

cent) used in employee selection were fair to Blacks. 
It was 

observed, hO\l7ever, that while 66 
percent of the non-career-

oriented respondents felt the written examinati6~ was fair, 

80 percent of the career-oriented respondents had Similar 
view~: 

Similarly, re$pondents from prisons with high Black 

employee populations were more likely than those from prisons 

with low Black employee populations to view the written (P>.03) 
end oral (P>.02) p t ~ h 

ar s 0'\~!1 t e recruitment examination as being 
fair • 

In ~egard to promotion exams, some respondents were not 

, Sure that job performa;llce reports filled out by supervisors 

were fair to Blacks. Forty-two per'cent felt ' 
they ~~re unfair 

and 58 percent felt they were fair,.,. h 
'# t ey were:: not applicable. 
~ ~ '. 
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(not used) for 20 percent of the sample. Forty~one percent 

of the office~s thought the eligibility requirements for pro~ 

,motional examinations were fair, 'and 26 percent said they were 

unfair. They were not applicable t;o 33 percent of the sample. 

More than two~thirds (69 percent) of the officers were in 

favor of the written part of th~ promotion examination. In 

almost half (45 percent) of the cases, a written examination 

was not used for promotions; in 'exactly half the cases, an 

oral examination was not used. In cases where an oral examina~ 

tion for promotion was used, the percentage of officers re­

garding it as fair was slightly larger than the percentage 

regarding it as unfair. 

,Almost a third (30 percent) of the officers had taken a 

promotional examination at their institution, while 70 per~ 

cent had not. Most officers, therefore, could not speak about' 

the exams from personal experience. Forty percent of those 

who had taken the examination had been promoted, while 60 per~ 

cent had not. Sixty percent of the career-oriented officers 

and 27 percent of the non-career officers who took the exam­

:!nation had been promoted. This may partially explain why 

career-oriented officers have a more positive attitude toward 

prison work than non-career~oriented officers. Some of the 
~~, 

officers who had not been promoted blame;d a low score, and 

few reported being put on the promotions waiting list. 
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8. Counseli!!S. 

A career counselor can be very valuable in helping em­

ploy~es assess their vocational interests and aptitudes. 
c 

Discussion with the counselor often awakens latent'interests 

and sometimes causes the 'employee to re-direct his energies 

or sharpen hil3 career goals. However, there was a noticeable 

absence of ca,reer coun~eling for, correctional officers. Only 

12 percent d£:' respondents -- a total of 36 officers -- re­

ported such ~ou~seling was available, while 88 percent said 

it was not. However, 40 percent of those who had a counsel'or 

available' -- 14 individuals -- used his services. In the case 
-'I; 

of nine officers, the employee took the-initiative to see the 

counselor. The counselor. ~et up appointments in 12 of the 

cases and the supervisor set them in six of __ the cases. Eigh-
;;~f~ 

teen of 'the appointments with the counselor came', about in 

other ways. 

Four of the officers who received counseling visited,' the 

counselor to obtain information about promotion. Three needed 

information about a specific job, another thre~ needed infor-

.mation about re-assignment possibilities, and one visited the 

counselor concerning an unsatisfactory work report. Six had 

other reasons for viSiting the counselor. Of those officers 

'~ho were counseled, seven felt they were helped a lot, four a 

,Uttle, and si~not helped at all. Nine of the'';fficers who 
Ii \ 
Visited the counselor 'discussed, among other things, the 
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possibility of a career in corrections, wh;j.le eleven did not. 

The finding that two-thirds of the visits to the career Coun-

selor were helpful suggests that making more career counselors 

ava~lable in correctional institutions may lead to improved 

job satisfaction and retention. 

'[I 

59 

/) 

'I , 

.~ 

\ '. 

\\ 

-

/1 
i 

Ii 

! 

... , 

,I, 

, , 

') 

I ", 

'I 

. 'II 

\ 

"0,:, 

Ij, I, II 

::. 

( 
D. RELATIONS WITH INMATES 

Respondents were asked to rate the" relationsh1p between 

Black correctional officers and B'iack·;.;ipmates. This question 

was asked of prison administrators as well as Black cort~c~­

tional officers. Responses were as follows: 

:.,'" ': . 

• 

• 

• 

, d 1/ 54 percent of correctional off~cers an 55 perrent 

1 ,. h' J of administrators felt that the re at~ons ~p pe-
I tween Black officers and Black inmates was either 

/' " 
"good" or "excellent". 

f 
~O percent of the correctional officers ?,:~d 32 per-

. l, h' cent of the administrators felt the relat~ons ~p 
! 

was "fair". I' 
I 

6 percent of the correctional officers and 13 per­

cent of the administrators felt the relationship 

waS! "poor". 

Thus most Black correctional officers felt that they had 

positive relationship with Black inmates. MoreOVer, most 

respon,depts'felt existing relationships could be improved .... .', 

through better communications. 
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E. BARRIERS TO RECRUITMENT 

Most correctional officers s,urveyed in this study felt 

racism was the major barrier to' recruiting Black correctional 

officers. 

Black correctional employees were asked whether their 

institutions had a program to help Black employees find hous­

ing in nearby co~unities. Only 11 percent of respondents 

reported the existence of such a 'housing program; ,the other 

89 percent reported no such:' program existed. 

.' 

~;:~.-:"'-''"'--:'\~ 

" • t~ d nts were asked wheth-To explore therae::i'sm l.""sue ~:' respon e 
~ •. ,~ 0 

er supervisors or administrat~rs were disciplined for viola-

tions of equal employment opportunity (EEO) regulations. Only 

nine percent of -the officers kne\,l of an instanc(; in \'lhich such 

individuals had been disciplined for violat;,ing EEO t\~gulations. 

Correctional officers (61 percent) believed a quota system 

existed in many prisons which limited the number of Blacks 

hired. 

61 
.. , , 

\ I 

'11 

,i 

• 
[> 

I 
) 

. ) 

. , } 

H, 111111 

t.'· 

F. JOB SATISFACTION 

i.~i < ~11 
Thirteen itemls on a thre!~-po~nt Likert scale (dissatisfied, 

unde'cided, satisfied) were used to assess various aspects of 

job satisfaction for correctional officers. Figure ~"s; provides 

a summary of responses to those·items. 

Respondents showed greatest satisfaction on the following 

seven items: co.-workers' esteem (79 percent), job responsi­

bilities (68 percent), job security (63 percent), coop~rati~n 

among co-workers (59 percent), superior-subordinate under­

standing" (58 percent), the way superior hal{dles s1.1bordinates 

(45 percent). 

Items with which employee!; were most often.~issal;;'isfied 

had to do with pay, employer pOl?~cies and practicje,stoward 
" .... ~.;. 

-~. ;)' I';. " - " 

employees, the way dismissals or \, transfers were handJod, work- ,. 
\1 

\, 

ing conditions, and the lack of praise for a well-done job • 
. ~. , 

Dissatisfaction, therefore;~)peared to be focd~ed largely on 
!~, 

matters controlled by management. 

A cross-tabulation of the 13 .items by career cOlllfllitrnent~ 

:::: 

., \ 
showed a significant relationship between'~areer cornrni tment'\ 

and ten of th~ items. Car,eer~oriented persons responded simi-
" 

larly to the non-career-oriented persons with respect to P9-Y' 

praise, and cooperation among co-workers. Ort' all other measures, 
I' . 

tJ 
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FIGURE 8 

PERCENTAGE DISTRIBUTION OFE~~LOYEE SATISFACTI(~ WITH JOB FAC~ 

Factors: 

Co-workers' Esteem 

Employee Policies and Practices: 

a. Employees (17) 

b. Di.smissa1s and Transfers (43) 

c. Overtime Distribution/Assignment (48) 

Job Security (39) 

Working Conditions (40) 

Superior-Subordinate Relations: 

a~ Underst.lnding (38) 

l);-. Personnel Ma~~gement (42) 
\\\ 

Coopl,rntion among Co-workers 
" )/ 

rChances for Advancement (44) 

Pay (4S) 

Job Responsibi:l.ities (46) 
':;/ 

P.rari.se. (47) 
(~, ' 11 

*Row totals not equal 100 due to rounding. 

63 

8 

50 

49 

39 
'" 

20 

47 

27 

33 

24 

37 

54 

18 

_ "c43 
t, 

~ 
• ~(f; 

<-",.t; ~l> 
q,'If e~ ~~ 

~~~ ~<;:.~ c:>'b-~ 
!.:' 

13 79 

21 29 

26 25 

15 47 * 
18 63 * 
14 40 * 

15 58 

22 45 
'.J 

16 59 * 
29 35 * 
11 36 * 
14 68 

20::J 37 (f) 

... 

.~ .. ~ 

Y.,,\"1.f?-' "il 

~) 

.' 

f 
f 
l 

Ii f 
.J 

'..11" 

o 

Ii, 

.\ 

\, 
II 

\' '\ 

\ \ 
\ 
\

' (, 

\ 0 ~\'. 
\ " 

,f) \ 

\ 

." 
f) 0 

o , ~, , 

I[ -
"..' 

, 
.'.r. 



.:. ~ · ... H ...... ,,, .... $& hiP ... . i -. . .'~ -t 1\ ~~~~~·--~--~~----~--~----~--------------~~,···~;rdLic---lv~ 

. ' .. ~~~.-... ~~~i'I"""""""""'-<""'"<C=.,,,$!!I;; .... :,,.,":''''''''''~'''''''',.;::,::.,~.7"'':::'''',~~~:!'ti,~.ru!:iL~~~~lc::b .~I.il!!Ii!l!tl.Mt .• iil. .. ~~""'t~~_!t!Ii~,t:!~~.,~~~i!o!!~~~!!!!!Ii!"_'''i!'!li!l!':t~~~''''''!''!l!l'~!!!!I_ •. !I!_.· .!II .. _ •.• _.: 

;' 

\1 
'.J 

however, the career-oriented corirectional_ .. ;)f,ticers ex-
iV· (,I " " 

pressed greater satisfaction; thus ,positive correlation was 

found between career conunitment· . aria job satisfaction. Whether 

one causes the other could not be determined. 

There were significant (p=.02 ) differences between the 

size of the Black employee populations and opinion's concern­

ing understanding between respondent and superv;sor. Officers 

who worked in prisons with low Black employee populations ex­

pressed more dissatisfaction with supervisor/employee under­

standing thap did officers in prisons with high Black employee 

populations. ". 
On the other hand, more uncex'tainty about this 

!t J

; <-

relationship was reflected by officers working .in prisons with 

high Black employee'populations. Significant (p>.OS) differ­

ences were also found between Black employee population size 

and the feeling Of job security. Officers in prisons with 

hig~·Black employee populations tended to express more uncer-
'"','. 

'.' c 

taninty and less satisfaction about job security tha~ officers 

in prisons w.ith low Black employee populations. (i 

;;.1 

When askeq to identify the ~hings they\Yliked best about 

working incb~rections,the officers~hose (1) helping inmates, 

(2) job responsibility, and (3) ~brking hours as the most pre­

ferred.~ ... ~he first two choice$ appear to reflect employee job 
\1 

commi trnen t. 
,,,,.o::..~ ;-. 

;, 
\) 

The most disliked job factor was admini~trative supervi-. 
'J .-1 

~:r~ .c< i 
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sion, perhaps6)because the administrative supervisor was re-

~.~ 

" garded as representing the institutional policies and prac-
.\ 

tices wi,th which tha employees were dissatisfied. 'Other 
\ r 

sources of job dissatisfaction were also investigated, I'~ith 

the assump~~:?n that dissatisf~ction is like.ly to .lead to low 

levels of career co~~itment and to low retention rates •. 

A majority of the workers (61 percent) felt they had 

decision-making power or influenc~, appropriate to their posi- u 

tions; 72 percent of the career-oriented officers 'felt that· 
, c' 

way, as compared with 53 percent of the non-c:areer-oriented 
'" \' 

officers. While 20 percent of' the c,~rrer-oriented personnel 

'::.tel t they lack~.;S appropriate decisio"n-making power, 41 percent 

of the non-career-oriented personnel felt they' lacked such \ J! . power. 

Another source of dissatisfaction was how Black employees 

saw t~eir chances for promotion. A large major~~y (72 percent) 

of the officers felt that their chances for promotionw~re 

less than those for their white Cr-WOrkers, while 24 "percent 

~elt the~ were the same and j~st\\our percent felt they were 
\\ 

gre~ter. ~~ile only 37 perc~nt regarded their present posi-

tion'as a life-timeOca~eer, many of the others reported they 

would select corrections work as a life-1:ime career if they, 

recei veda change .. in posi ~iorl or were proriiqted. 
1\ ,,' o!' .:'~~ , A few em-

\. ployees (eight percent), howe"e;-,. would not '~ake 

')' a career under any circumstairces .,0 \. 
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The officers identified racism and poor promotional 

opportunities as the main disadva~tages for a Black person , , 

pursuing a career in corrections. The major advantage was 
'I ' 

overwhelmingly identified as the opportunity to help other 

Blacks. 

As another indicator pf job satisfaction, interviewees 

were asked what kind of work they would like to be doing in 

a year's time. About mal! (S2pe;~cent)chose the same job; 

40 percent chose something diffei'~nt; and eight percent were 

uncertain. It thus appears that ,~bout half of ,the officers 

were satisfied with their present positions. llNot surpris­

ingly, 80 perce~t of the career-oriented respondents would 

perfer continuing in the same job in a year's time, while 

only ;30 percent of the non-career employees would like to be 
(, 

doing the same job after a year. Few ofthosel looking for a 
I,,, 

. I( 

new job report~d they would check with relatives or friends 

or newspapers; instead, most would check with employment 

services or directly with empl(byers. Most of the officers 
, ,~ 

(.64 percent) felt they wouJ.d have a good chance of getting 

the job they wanted, but some felt their race might be a . ~ , 

hindrance • 

As officers looked into. the future, 60 p~. ~ent felt 
" 

their present job would continue to meet their expectations, 

while the rest felt it would not. Offers of a better job o,~ 
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increased pay wou,,-dbe the most l,ikeiy circustance under 

which a respondent might resign. < 
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G.:fi!tEDIA EXPOSURE 
1 j 

The media serves to inform, entertain., and often influ-

ence people. The preferences of Black co~rectional officers 

with respect to radio, television 'and printed material were 

assessed as a basis for planning recruitment campaign recom­

mendations. Most officers (58 percent) chose newspapers as 

the preferred reading material. Next in line were magazines 

~16 percent), non-fiction books (12 percent),and novels; 

(nine percent). One percent read mostly comic books, and two 
" '-~' 

percent did not read at··all; the ramaining seven percent most 

often read "other" reading material •. 

Two-thirds (66 percent) of the officers read the news­

paper almo,st every day, 16 percent read it several times a 

week, 

read 

11 

the 

The 

percent read the Sunday pape~i only,ano seven percent 

ne~spaper less than once.a week or not at all. 

career':'oriented offic~rs read the newspaper more 

often than non-career-oriented officers; 73 percent of the 

" ff' ed w·l.' th 61 percen. t of the non-career career 0 l.cers as compar 

~, officers read the newspaper almost every day. Almost all 

respondents (90 percent) (I read local as opposed to "national" 
() 

newspap~rs. Many officers (47 percent) read the entire ,) 

paper. j For those read1ngonly a' section of the new$,paper, 

the sports section" was the most popltllar, followed by the 

editorial and front pages~< 
.1'1 

.68. 
~. 

'.t 

. ' . 
• " -I ! !! 

" 

',' Over half (56 percent) of the officer~ read a magazine 

at.least;.oncEf a week, 2,6' percent once j~ month, and the rest 

less· often. About seven',l')ercent said they did not read mag­

azines at all. Combining the data on newspapers and magazines, 

officers seemed to,be:,we+l exposed to the printed media. 

Black offiders reported watching a variety of television 

programs including ne.ws, Black news, crime, sports, military . ~( ,! 

,;i 

shows, comedy movies, game shows and ",the like. By ff~F the most 
ff '.0 

popular choice was Black news, followed by sports and crime.-

D 

Radio was very popular among the respondents; 85 percent 

" reported listening to i~4lmost every d~y. 
Four percent lis-~~t' i/' . 

tened to the radio every other day eight percent listened one 

day out of fou~i ancl only three percent.clid not l.j.sten at all~ 
When asked to select the type of .program to which they most 

often listened, 35 percent selected popular music, rock, pop, 
.. 

etc. Another ten percent. reported listening to general 
,~, 

music and one percent to cl~ssical music. Music, therefore, 

accounted for almost half (46 percent) of the radio programs 
• 
to which the Black correq;;t;ionalo+ficers most often listened. 

~~?f '{t? 

News was the favorite radio program of anQther nine percent 

.,of the officers, religious E7rbgrams were pre,ferred by three 
"CC I) 

percent,.and sports events and public affairs programs were 

each preferred by four percent. A very few officers chose 

dral'1\~t.~c shows, specials, educational programs, cU,l tural 

and panel discussions. 
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The bulletin board is an important source of information 
, 

in many organizations and institutions. Black correctional 

officers were asked ·to state how often they read th~ bulletin 
. -',;,~ 

board ~t their institutions. Fifty-five percent "of the offi­

cers read the bulletin board every day, 18 percent read it 

several times a week, 14 percent read it once"a week, and 

.five percent read i~ less often. Six percent did noi ~ead the 

bulletin board ~t all, and three percent ,said there were no 

.bulletiri boards in their units. The officers read the bulle-

.. 

tin board mainly for general information (42 percent) and 

for information on job.promotions {41 percent). On the whole, 

bulletin boards were frequently read by Black officers, and 

provided information of interest to them. The fin'dings sug­

gest that the few units not using bulletin boards should 

consider doing so. 
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, H. SUMMARY" 

1. Demographic Data 

A total of 304 Black correctional officers in s~ven state 

operated prisons were interviewed to obtain in~ormation on 

the recruitment.and ret~ntion of Black employees. 

The group was predominantly male (85 percent), married 
II 

(59 percent), and under 30 years of age (60 percent), and the 
~. 
" median income was $8,000-$11.,000. About two-thirds of the 

officers had completed at least high school. Most lived in . 

small or medium-sized cities (populations below ~OO,OOO) with­

in 30 miles of work and "traveled to and from work by car. 

2. Employment and Working Environmen1:-" 

The. vast majority (87 percent) were correctioncll officer 

specialists; 72 p4~rcent had been employed at ,the ·institution 
II 

for two years or less. 
1\ 

Only eleven percent had wO~rked at 
!l 

other correctional institutions. 

In general, the officers decided on their own ~I;O seek 
. ilb .. 

prison ",ork and had little difficulty or delay l.n q tal.nl.ng 

it. About half were employed in niaximum security ~ \\and the 

;est in other areas of the prison. Most (73 perceri't) filled 

, existing vacanciias rather than newly created positions I and, 

in general, had greater responsibility than in jobs previ-

3. 

't. 

Management Methods 

• Supervisory Support 

Corre9tional officers held positive attitudes toward 
their inunediate supervisors. They believed supervi­
s~rs required high standards, were approachable, lis­
tened to subordinates, 'land sometimes offered new ideas 
for solving job-related problems. However, they felt 
their immediate supervisors could better serve Blacks 
if they improved their management skills, had more 
information about Blacks, and showed more interest in 
the Blacks they supervised. 

• Peer Support 

• 

• 

• 

White co-workell's were seen as easy to approach, pro­
.viding needed help so that work could be planned 
ahead of. time, and, to some extent, emphasizing team' 
goals. Disagreements between Blacks and -whites were 
recognized and worked out in most cases. 

• I) 

.pf" ' .. 
Organi?Ational Climate 

Thefofice~s felt, in gerieral', that I!lanagement 'l 
tr~ated \'lhl. te employees better th~n l. t treated 
Black employees; in terms of working conditions, 
sl~owing interest in the welfare of employees, and 
organizing work activities sensibly. The 'officers 
also felt "whites had better chances at promotions 
and recei ve'(j more information about what was 
happening in other sections or shifts. In most 
cases (60 percent), :Blacks felt they had no mean­
ingful input in decisions aff~~ting them. 

Job Career Information . 
, There was a noticeable absence of career counselors 

in, the prisons •. Only 12 percent" of the officers --
, 35 individuals -- saId that counselors were available; 
and five of these officers visited' the counselor larg~-'" 
ly on their ow~ initi~tive. Nine of those visiting " 
the counselor e,liscussed makingprisoni"work their ca­
reer; and 11 felt they were helpeQ, by the irisit. 

Selection and Promotion Bias 

Most officers felt that the educational requirements 
an'd both written and oral examinations used for se­
lection were fair to Blacks. A majority of, the of-

. d 

~, , 
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ficers felt the written (69 percent) and oral{62 per­
cent) parts of ,the promotional examination were also 
fair to Blacks. ' However, a significant minority of 
officers believed these parts of the promotional exam­
ination were unfair to Blacks. Since only 30 percent 
of the officers had themselves taken a promotional 
examination, most did not speak fromfirst~hand expe­
rience. Forty percent of those who had taken a promo­
tional exaI'l'\ination had been promoted: most of the rest 
either had low scores or were placed on the waiting 
list. 

• Retention Factors 

Officers stated the following were 'impor,tant job fact­
ors and could be achieved in a correctional institution: 
chances for incre'ased salary, more education and tr~in­
ing, leadership opportunities, retirement a~d m7dical 
benefits, job security, and variety in work assl.gn- . 
ments. 

Changes ,in policy to produce improved retj,r\~~ent bene­
fits and monetary rewards for completed serv~«?e o~ 
outstanding performance would,serve,as retent~on ~n­
centives for most respondents; An opportunity to take 
adV'anced training ,,,i tho~t? los~ of pay was another val-'.. ,/ ued ~ncent~ ve. " , 

While officeJ;'ssaid chances for job advancement were 
better elsewl1'ere."tic they, nevertheless, fel t th~t pres7nt 
job assignments'o£fe~ed them a chance to acqu~re tra~n­
ing andexperienc:e,needed,f<;>r advancement, and fe~t 
the skills they~ete acgu~r~ng would be of value ~n 
other employmen't,< si tUations. 

. ~., 

4. Career Orientat.ion, 
. i\ 'J 

Thirty-seven perc.ent of the officets had defini telY',j decided 

to make a c~1:e~rr o~ correctiorial~ork, although only 20 per­

cent pad begun their first corrections job with the idea of 

doing so. Of the rest, most were either undecided or pre,­

ferred to adopt a wait-and-see attitude which changed with 

the passa,ge of time, even fO.r s.omeofficers who came in with 

a career intention. 

73 

'!.I 

~;' 

j/ 

The officers who had decided On a career in corrections 

when this study was con~ucted tended to be older, less well 

educated, ~~d were more likely to be aS~,igned to a maximum 

security section than were rton-career-oriented respondents. 

Tl;:ey'were employed at another job when they decided to take 

the present job. As might be expected, most l10ped to be in 

their present positions in a year's time. Career-oriented 

officers were generally more positive in their perceptions of \~ 

their supervisors and institutional policies and'~ practices 

than were~pn-career officers. They also felt mOre positive ,\\. 
';, 

about their d,hances for 'Success in correctional work. In ), 

fact, more career-oriented officers had been promoted than 

non-career-oriented officers. ~Jt the time of their hiring, I) 

/l career-oriented officers were more likely to believe they 

had a talent for prison work and ~nterest in reh~bilitating 
irunatesthan were non-career-oriented officers. In general, 

career-oriented officers were more satisfied with their jobs 

than theirinon-career-oriented cO-workers. 

Institutions with a heavy concentration of Black employ­

ees had a greater percentage bf non-career-oriehted offi­

cers than institutions where there. were few Black employees. 

',,', "Many different explanations can be offered for this finding. 
-< • 

!). Job Satisfaction.) 

Asked about their satisfaction with £heir present jobs, 

'borrection~~l officers generally in':dicated'that they were 
"'.:J ' 
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satisfied with co-workers' esteem, job responsibilities, job 

security, cooperation among workers and, to ·some extent, with 

supervisor-subordinate relationships. They were. generally 

dissatisfied with three'management-related issue's: pay, lack 

of praise for a well etoIle job, and employer polj,cies and' prac­

tices. Dissatisfaction was also prevalent in a~eas of dis- , 
I' 

missals and transfers and distribution of overtime -- larg;aly 

administrative matters. This probably accounted for officers 

identifying administrative supervision as one of the three 
c 

most disliked aspects of their work. 

inmates was the most liked aspect. 

o 
" 

In contrast, helpilfng 

About half of the officers hoped to be doing the same 

kind of work the follot-ling year; 40 percent wanted a differ-

entjob, and the rest were undecided. Most (64 percent) o,f 

those who desired a new job felt their chances of obtaining 

it were good, although some felt race might be a hindrance. 
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A. DEMOG~I'HIC PROFILE 

This section of the study reports on data collected 

from 117 correctional personnel other than correctional 

officers. "Non-correctional officers" were defined as the 

sample of correctional employees who were not custodial 

officers. 
Ii 
1,\ 

Included w(~re personnel in treatment(e.~., teach- 1\ 

ers, psychologists, social workers, recreation specialists, 
.1i." 

heal th service personnel), administration (e. g., hospi ta,l 

administrators, nutritionists, deputy wardens, parole cOI::>rdi­

nators, and resident ~upervisors), and staff positions (e.g., 

clerks and stewards). 

The median agd of pon-correctiona1 officer respondent 

was 32 years. None was less than 20 years old, and 22 per­

cent were 45 years old or older. The ratio of males to fe­

males was slightly larger than 2:1. Three-fourths (74 per-
I 

cent) of the non-correctional officers were'married, 13 

percent J:lad never been married, and the re,!;t were either 

divorced, widowed, or separated. 
~. ;, 

The spouses; of 73 1?~~'tcent of the respondents were 

employed, while those of 27 percent were not employed. The 

resppnd,ents had an average of two dependents, and ten per­
·'-;;E:·;"-

cent had five dependents.or.more. The median family income 

was in the $14,000 - $17,000 bracket. 
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When· they first started working in corrections, 95 

percePt of the respondents ha,d completed high school, and 
~'.: ./ \." 

,;:h\ 

73 percent had completed four yea~s of post-secondary edu-

':cation (e. g., college technical, trade, or business sChool). 
,. I"~ 

, ~" II " 

.1\t the time this survey was conduqitecl, 47 percent of the 
,f ,. 

lrespon.dents were enrolled inFJa regu1~r course of study at 
. J 

" junior colleges, technical colleges, 'br four'year and grad-

u,ate level institutions. Highest levels of educational 

attainment for respondents are presented in Figure 9, below. 

The table shows that 34 percent of the respondents had a 

bac~helor' s degree, 14 percent a master's degree, three per-

cent a doctoral degree, and four, percent "other" degrees. 

The associate degree was held by 18 percent of the respon-

dents, and 27 percent did not have a degree. 

FIGURE 9 
() 

HIGHEST LEVEL OF EDUCATIONAL ATTAn."!-lENT 

Attainment Level Number Percent 

Associate Degree 21 18 
Bachelor's Degree 39 34 
Master's Degree ' 16" 14 
DQctoralDegree 4 3 
O~her 5 4 
No Degree 31 27 
TOTAL 1i6 roo 

\ 
, \. 

Among the respondents were veter,ans of fO'Q.r branches \ 

were v,eterQ\~s,,' 

\ 
of the armed services. Of the 47 respondents who 
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ig had ser".,:ed in the Air Force, 17 in the Army, eight in the . ,':: 1.- './ . 

:.-, ''-'' 

Navy, and three in the Coast Guard. 

Most respondents (63 percent) lived in t~wns or small 

cities with populations .\lnder 25,000 or in middle.""'.sized cities 

with populations ranging from 25,000 to 100,000. The second 

largest segment of the sample (20 percent) lived in large 

citie~ with populations 6ver 100,000: five percent lived on 

farms and four percent in the suburb~:. Place of residence was 

,presumably affected by location of the correctional f~cilities 

sampled, only one of which is in a la:rge city. .' .. 
" v 

.i'·-

" ~i-

The demographic data in this section showed th~ "t:y:pical" 

non-corre(~tional officer was in his early 30' S, married, with 

t,r~p' dependents, had a working wife, had completed four years 

of post-secondary school, lived in a town or small city, and 

worked in a prison where the size of the Black 'employee popu-

lation was described as IIlow." 

78 

\"f 

o 

~ II 

• 

'. 

\ \", 
.~ 'l 

B.. EMPLOYMENT AND WORKING ENVIRONMENT 
.... ~I " 

• I 

R d f f . f' t·/' ",) t . b espon ents sources 0 In~orma ~on .~ou JO S in correc-
-;J., 

tions, . difficul ties in get't:fhg ~ job in corrections', nature of 
i;'r 

employment, length of employment, daily traveling distance to . , '~( 

1\ Ci . 

and from work, modes of trans'portation, and\physical work en-
~" 

'vironment wex:e considered to!: be k~y variables' affecting employ-
II ' . 

ment status artd working envitonment. Moreover, each variable 

was expected to yield informal,tion important in determining how 
correctional facilities can a·~tract and retain employees. 

1. EmElormeIlt 
" ''7; 

Responses suggest"the following ... "typical" experience for ":~. 

/ Black correctional employees not sel'ving as corre,ctional offic~:(~. 
/' 

Having learned of possible job opportunities from either fr.ikilds 
j, , \.;-'';:::- , 

r""<:·,,-., ~. or relatives (14 percent had relatives working in corre~tiorts) 

or a public employment agency (see Figure 10), the 0 respondent 
,)) 

filed an application and waited 2-3 weeks before receiving no-' 

tice of employment. At the time the respondents filed their 

applications for employment, 45 per7ent werewo'l'king full-time, 

16 percent were employed part-fime, 23 percent wer~ looking for 

a job, seve~percent were not employed and in sChool, a.nd nine 

peTce~t classified themselves as "9;per." j':M~) 
Al though 22 percent of the· respondents repo,fted, "great" 

or "some" difficulty in getting'a job in corrections, 76 percent 

reported having "little" or "no" difficulty. For tho'se reporting C\ 

!:_:::o 
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Figure 10 
,ct ,;- ,SOURCES OF INFORHATIONABOUT FIRST/CURRENT JOB IN CORRECTIONS 

Sources Number Percent 
• <\ 

42 35.9 Friend or Relative 

Public Employment Agency 22 18.8 
,~ . . 

Other (e.g., television, leaflet, bulletin 
board, military) 21 17.9 

School Employment Office 9 7.7 

Employer 8 6.8 

Newspaper 6 5.1 

Community i, 3.4 

Re,cruiter 3 2.6 

Private Agency 1 0.9 
(l 

Radio --! ~ 

1-
'"..,:. 

TOTAL 117 v 100.0 
" 

-' 
.. -; ':\ 
~. 

1", 

-,: 
" 

c, 
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problems, race accounted "for~_ 30 percent of the .difficulty ex'" 

perienced, the general/job market conditions for 27 per c;:e'h t , 
..:., 

job specifications and sex for 7 percent, and'a varj.fity of 
" 

factors for 36 percent. 

Almost all (95 percent) of the respondents were employed 
. , ~~ . .li-'" 
..... ",.),r 

in ~'orrections on a full-time basis and had work duties and 

responsibilities related to their job classification titles. 

For all but 22 percent, the present job was their first in correc­

tions. Seventy-six percent of the respondents had worked no 
"\~i 

more than four years at ~heir presen~ place of employmen'f;" 

while 13 percent had been at the same correctional institution 

for nine years or more. 

When asked to choose the word which best described the 

number of Blacks employeq at ,the prison where they worked, 

one-third (32 percen,:J:) chose "low" as the best description of 

the Black employee population and two-thirds (68 percent) chose 
- ~~ 

"high" as the best description. In this section of the report 

low or small will refer to one-third of the referenced subgroup 

and. high or 'large will refer to two-thirds of the said group. 
" ' 

A cross-tabulation showed that the size of the Black 

employee' population at a particular prison an'd the number of 

year.~ the, respondent had been employed there were related (p=. '04) • . ' 
\' 

Responaent::s working in prisons wfcth ;~ high'~umber of Black em-

ployees tended to ha~e fewer years of ~mployment service than 
" ':j 

those workin'g in prisons with a low number of Black employees. 

This ,may reflect recent recruitment ef£:,orts. 
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[Slightly ~ore ~han two-fifths (44 percent) of the re~pon-. 

dent~r repC?rt'e~ traveling less than 15 miles to work, 26 percent 

travElled between 15 and 30 miles, 19 percent traveled between 

31'arld 46 miles, and 11 percent traveled from 47 to 62 miles. 

,: Only' o~e person reported traveling more than 62 miles ~i> . 

Private cars were the major type of transportati,on to 

and :from work for 75 percent of the respondents; 18 percent 

used a car pool. BUS, train, and "otherll modes were used by 

about seven percent. 

One out of every five respondents filled a newly created 

job position when he or she first started working in corrections, 

but the vast majority (~O percent) filled existing job vacancies. 

For 75 percent of the respondents I the newly acquired 'jobs en­

tailed more responsibility than the jobs they formerly held. 

Less than half (44 per-cent) of respondents expected to 

make corrections a lifetime career, while 56 percent did not. 

Respondents were thus grouped as IIcareer-orientedll and "non­

career-oriented" employees and responses of the two groups 

on many job-related issues were compared. 

Minority non-correctional office~s were not dispropor-

tionately concentrated in anyone section of the prisons. When 

asked to classify the section of the prison in which they were 
~:.-::\ 

t"~ . d to work," 37 per~~ht said maximum security, presen ~y ass1gne 

21 percent said medium security, 28 percent said min~mum se­

Couri ty, and the rest (14 percent) indicated they were!{n.,ot 

assigned to anyone particular section of the prison. An equa~. 
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,~umber (35 percent) of. th~ respondents worked on the first 
" 

," 
shift (12:00 midnight - 7:30 a.m.), and the second shift 

(7:30 ·,a.m. - 4:00 ~.m.), respectivei'y~ Seven percent' worked 

on'the third shift (4:00 p.m. - 12:00 a.m.), and 23 percent 

had other working arrangements. 
,. Ii . ,. 

2. Working Environme~t 

Respondent opinions on various factors considered 'to be a 
''':':;-==---=:'-c:' 

part of the work environ~en~ -- the cooperativeness of white 

co-workers~" work space., temperature, noise, lighting; . .fventila-
!'.~ .Ii '.',': 

" tioif/ hazards~ a~d enjoyment of work -- were collected ~~ a <.; 

three-point Likert scale (The ,points ~e~e IIdisagreell, "unde- 0 

cided", and "agree"). Reactions to statements about the work 

en,ri,ronment variables are Shown in Figure 11. 

More than half (60 percent) of the respondents disagreed 

with the statement that "white cO-workers are usually uncoopera­

ti ve," while 2;,)1 percent, agreed ,with the statement, and the rest 

were undecided. A cross .... tabulation showed a significant (p>.Ol) 

difference between the ~ay white workers were viewed and the 

'career intention of Black respondents. R d t h 
espon en s w 0 regarded 

their present position as a lifetime career tended to see white 

Workers as Jtibre cooperative than did the non-career-oriented 
respondents. 

{) 

Opinions were collected on four physical variabl~s which 

rnayhave a direct effect on the working environme~t(i.e., work 
\?, :, 

t.emperature, venti~ation, and lighting). As can be seen 
" " I). 

() 
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PERCENTAGE DISTRIBUfioN·OF RESPONDENTS' FEELINGS ABOUT 
, THEIR PHYSICAL WORK ENVIRONNENT 

Factors: 

White workers are usually uncooperative 60 1.9 21 100 

, ~. 
Work space adequate 47 6 47 100 

Temperature too hot or too cold 42 13 45 ' 100 

" i 

C 
Work area reasonably quiet '/17 2 '51 100 

Work area well lighted 19 2 79 100 

Ventilation inadequate 37 6 57 100 

.. No physical risk~pr hazards 81 3 3:6 100 

Job tasks routine, repetitive 42 5 53 100 
,:.> 

N ., 117 
••• ,;,. ..... 1<-. 
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in' Figure'+l most x:espondents felt their wor~!,,~reas hrd inade-
"'I /1 ,i' quate ventilation but.;;:;post2 :f?ound them well-l~ghted.iRespondents 

\\ .;z :>" 

were almost ~venly "divided as to whether their l\1orkareas had 
• • 'I "!., ,; '~, 

adeq,uate space and whethel;' tempera,ture was usually too hot or 
1 •• / 

too 'cold. 

A majority (53 percent) of the respondents felt their job 

tasks were routine and repetitive, and that theyi'inyoJ.ved physi-
o 

ca,l risks or hazards. The largest consensus was'found on ,the 

questiort of "physical risks or hazards," with 81 percent feeling 

the:!;':,e were such dangers., 

It is somewhat para.doxicalthata: rnajqrity of the respondents 

described their AI,j,Qb tasks as routine and repeti ti,ve but also cOn-
',rf 

sidered 6'them interesting and challenging. Across-tabulation 
" ' " ,\:'i\ 

showed a sign'if!cant (p>. OS) difference between career orien-

tation and the amount/of excitement and interest provided by o /. 

the job. 'i 

Career-oriented employees were more li~1ly than other 
'I 

employees ,to find their jobs 'interesting and .cpallenging. 

o 
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C.MANAGEMENT METHODS AND PRACTICES 

The extent to which' management methods and practices in 

qorrections cO,nsideredthe work values, preference~, and per­

ceptions of minority personnel was assumed to be significant 

to any strategy devised to attract and retain minority em-

p1oyees. Therefore, the opinions, attitudes, percepti6~s, and 

preferences of Black non-correctional officers were solicited 
o 

I, 

on essential management" systelhs, methods ,and practices i.n 

corrections. The variables were as f.o110ws: (l) sup~rvisory 

behavior, (2) pe'er relationships and peer leadership , (3) or­

ganizational climate 3 ,"(4) pay, (5) variety in job assignments
L " ~-.--; , 

(6) advancement opportunities'and career orient~tion, '(7) re-

tention incentives, (8) tests, (9) career information and 

materials. 

1. Supervisory Behavior 

Ca) Supervisory Leadership 

Supervisory leadership was defined as behavior on 

the part of the supervisors of Black employees that was 

congruent with the objectives of the .correction~l . .institu­

tions. The four facets of supervisory leadership investi­

gated were supervisory s'upport, supervisory interaction 

3 Ibid. 

II 
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facilitation, superviso~yr·'goa1 intention, and superv.1"sory 

work facilitation. 

• Supervisory Support 

The behavior of .supervisorypersonnel toward Black 
non-correctional officers which tended to increase 
the employees I feelings _.of pers,onal worth was mea­
sured by the emp1oyees'reactio:ns to two questions. 
One focused on the-extent to which employees felt 
their supervisors were friendly and easy to approach: 
the second looked at the extent to whicb Black em­
ployees felt their supervisors paid attention when 
the employees talked with them. 

, An analysis of the responses to the two questions . 
\'-?-revealed that 95 percent of the employees felt thel.r 

supervisors both listened to what they said and were 
friendly and easy to approach. ' The data indicated 
that Black non-correctional officers received. 
supervisory support. 

• ,Supervisory Interaction Facilitation 

• 

The duties and respo::1sibilitiesofnon-correctiona1 
officers often require a team effort, (e.g., an 
interdisciplinary approach). The effectiveness of 
such an effort depends, to a large extent, on the 
exist~nce of mutually satisfying professional inter­
personal :+elationships. T.odet7r~ine th7 extent to 
which supervisory personnel facl.ll.tated l.nterpersonal 
interaction, respondents were"asked if their super-

.,·visors encouraged Blacks and whites to work together 
'., .i3it:t a team. . 

Approximately two-thirds (65 percent) of the Black . 
respond~nts felt that supervisors did enc?urage Black 
and white employees to wor~ as.a team, whl.le a fourth 
(26 percent) felt that supervisory pe~.sC)nnel mad7 no 
att~mpt to encourage teamwork among Black and whl.te 
employees • 'I .0 

Supervisory Goal ~phasis 

Th~extent to whJbh t,he respondents' supervisors" 
required high sta.l6dards of job performance was ex­
plored, but ~as ~bund not to be signif~ca~t1y 
correlate.d Wl. th tl~"le respoJJdents' d7scrl.ptl.ons of 
the way Black ng~lr' c~;-~c:,c~J;.Qnal offl.cers worked. 
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The interpretation was that an emp1oye7's job per­
formance was independent of the s'lperV:LSor's expec­
tations. Supervisory goal emphasis (i.e., the 
degree to which a supervi"sor' s behavior .. ge~er~tes .. 
enthusiasm among. employees for excellence :L~ Job 
perforrnanc'~) was furthe~ exp1ore~ by asses~:L~g the 
extent to which the employee be1l.,~ved superv:Lsors 
required high standarq,s of job performance. 

After collapsing the response categories lito some 
extent" and itto a g~eat extent", the resu1t~ showed 

. that 92 percent of the respondents fe;t the:Lr su­
'pervisors required h'igh standards of Job performance 
from them. 

• Supervisory Work Facilitation 

Black non-correctional officers who regarded their 
present position as a lifetime career (N=~3) were 
found to be significantly (p=.005) more l:Lkely . 
than those who did not (N=52) to repor~ th~t the:Lr 
supervisors offered new ideas for solv:Lng Job-re­
lated problems. More specifically, di~ferences 
were found in the respondents' percept:Lon of super­
visory behavior which aided successful task accom-
plishment' or which provided the. means n7cessary 1.\ 

for succes'sful performance. Th:LS behav:Lor was 
called supervisory work facilitation. 

Only 23 perce~t of respondents felt ~upervis~rs. 
offered new ideas lito a great extent. A maJor:Lty 
(51 percent), however, felt their supervisors 
offered new ideas for solving job-related problems 
"to some extent, 1,1 while another 23 percent felt 
their supervisors offered no new ideas~ In ~hort, 
the data showed that respondents felt supervl.sory 
personnel facilitated the work of ~l~ck non:correc­
tional officers less than they ~acl.1l.tated l.nterac­
tion between,~l.ack and white employees, less than 
they required high standards of job performance 
from Black employees, and less than they supported 
Black employees. 

(b) Supervisory Needs 
,. 

The employees' perceptions of areas in which their 

supervisors needed to improve were called supervisory 

beeds. Information about principles of good management, '. 
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information about Blacks, administrative skills, atti­

tudes, and" interest and concern for Bla
c
ck$mp10yees were 

" 
the examined dimensions of supervisory needs. 

The overwhe1mi~g majority of respondents felt super­

visory personnel needed information about good management, 

changes in attitudes, increased skills, and need to show 
I 

more interest and concern for Blacks they supervised. 
., 

Eighty-three percent of the respondents felt that c 

supervisors needed more information about principles of 

good management, 86 percent believed supervisors needed 

more information about Blacks, 8'~ percent indicated 

supervisors needed to change some of their atti;t,udes, 
.:; 

79 percent said supervisors neeaed greater administrative 

skills, and 83 percent' felt supervisors needed to show 

more interest and concern for Blacks they supervised. 

2. Peer Relationships 

Peer leadership was defined as behavioram6ng Black ~nd 

white employees which facilitates the functioning ofcorrec-
" 

tiona1 institutions. Like supervisory leadership, peer 

+eadership was viewed in terms of four compot~ents: peer sup­
Ii 

port, peer ~ interacti~ni faci1i ta tion, peer gro1rp emphasi s, and 

peer work "facilitation. 

• •. Peer Suppor~ \1 

f!! t>·, 
I) 

! -Peer support was defined as behavior of Black 'and 
white employees Which enhances each individual's. 
sense of personal worth. The extent to which Black 
employees found wh'ffe employees friendly and easy" 
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to approZ\ich was used as a measure of, peer support. 
A ~ery l~rge majority (91 percent' of the Bla~k re­
spondents said their white co-workers were fr~endly 
and easy to approach. 

Significant (p=.OOl) differences \-lere found between 
. the career- and non-career-oriented respondent;s' .' 
perceptions of peer support. Seventy-one percent' 
of all respondents Who fe'l t their whi te , co-workers 
were friendly and easy to approach "to a great ex­
tent" were career-oriented. On the other hand, 68 
percent of all respqndents who believed whi~e co­
workers were friendly and easy to approach to some 
extent" were non-career-oriented. (Only three re­
spondents said white co-workers were "not .at all" 
friendly and easy to a~proach.) 

Thus while differences.were found in Black employees 
according to their career orientation, a hi~h degree 
of peer support exists between Black and wh~te non­
correctional officers. 

G Peer Interaction Facilitation. 

The behavior Black and wh'i te employees displayeq 
toward each other which encourages the development 
of working relationships was defined as peer inter­
action. Two measures were used to examine this var­
iable: (1) 'the' extent to which respondents indicated 
that Black 'and white employee work emphasized team 
goals, and: (2) the extent to which Blacks and whites 
planned t(.)gether and coordinated their work e.fforts. 

On the first measure, 71 percent of respondents re­
ported that team goals were emphasized "t'? some 
extent"'or "to a great extent." Frequenc~es on the 
second measure were similarly distributed; 73 per-
cent of the respondents felt Black and white em­
ploye~~s planned together and coordinated their w07"k.,.::[ 
efforts. On this measure, respondents not regard~ng 
corrections as a lifetime career were significantly 
(p=.008) different from those who did. The non-care'er­
oriented group were three ti~es more likely than t~e 
career-oriented group to bel~eve that Bl~ck and w~~te 
employees did not plan together or coord~\pat:e their 
work efforts. g \ 

Respondents from prisons where the number ,'0£ .B~ack _­
employees was high versus low also held s~gn~f~cantly' 
diifferent (p=. 014) views on the extent to which Black ''', 
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and white employees emphasized C'a team approach in 
'their wo.rk efforts., The large majority (9 3~;percent) 
of respondents who felt Blapk and whi~e employees did 
not emphasize a team approach were from pr,isons with 
low percentages of Black employees. 

:,-'f 

Peer Group Emphasis 

The extent to which the behavior of Black and white 
employees stimulated enthusiasm for doing a good job 
WaS defined as peer group emphasis. Almost all (95 
percent) of the respondents felt that individuals 
in their work groups maintaineq.i,)high performance 
standards. 0 

Peer 'Work Facilitation 

A peer facilitates the work ,;1 of a co-worker by assisti.ng 
in preventing or removing qbstacles to, the co-worker's 
doing a good jol? The ext~~~t to which. white employees 
provided Black employees with help so that theyc.ould 
plan, organize '0' and schedule work ahead of time, or 
offered new ideas for solving job-related problems, 
was us~ed as a measure of peer work facilitation. 

About three-fourths (73 percent) of the respondents 
said white workers helped Black workers in planning, 
organiziI1,g,and scheduling ahead of time'" while almost· 
o1:le-fifth (1'8 percent) believed whites offered Blacks 
rib assistance in this respect. A larger majority of 
Black employees (83 percent) maintained that white 

,employees offered Black employees new ideas for solving 
job-related problems. 

~:~: ,-. ~~~, . ", :; 

Peer workfCicilitation data showed, in general, tbat 
white employees were E;>erceived as helpful to Bt,ack 
employees. .1 

3. Organizational Climate 

Employees in correctional institutions are part of inter-
o 

dependent systems; that is, the behavior and performance of 
II 

one employee affects that of another employee. Management 

policies and organizational structure also place constraints 
I' 

upon the employees. The interdependence of employees, the 
..... ... 
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patterns of organizational dominance and subordinance, and 

the <6onstr~ints which affect Black and white employees' com­

prise the organizational climate; The following measures of 

organizational climate were investigated: human resources 

primacy, decision-maki~g practices, communication flow, and 

motivational conditions. 
Ji 

'. \~ 

• Human Resources Primacy 

The extent to which the respondents felt management. 
had a real interest in the welfare and happiness, 
the working conditions, and the organization of work 
activities for Black employees was defined as huma!1 
resources primacy • 

Exactly half of the non~career-?riented respondents 
and 76 percent· of the career-or~en~t:ed respondents 
thought management had "some" or a"g::eat" amount of 
real interest in the welfare and happ~ness of Black 

. employees. Not.Clble differenc;:es \':e~"-efound betv;een 
the non-career and career-or~ented respondentsJ 45 
percent of t~e non-career-oriented,respondents ~e­
li'eved management had no. interest ~n th~ we~fare and 
happiness of Black employees~. as compared w~ th 19 
percent of the career~oriented respondents. 

When the same question was asked about white employ­
ees 95 percent of the career-oriented respondents 
and' 76 percenb of the non-career-oriente9 respondents 
indicated that management had a real interest in the 
welfare and .happiness of white employees. 

Human resources primacy data showed that both ca­
reer-oriented and non-career-oriented respondents 
were likely to see management as having a greater 
interest in the welfare and happiness of whi~e than 

.·,i Black employees. Furthermore, the career-or~ented 
respondent had a greater tendenc;:y than the non-ca­
reer-oriented respondent to bel~eve management had 
an interest in the welfare and happiness of Black 
employees. 

As previously stated, a majorit~ of ~here~pond7nts 
reflected some uncertainty or d~ssat~sfact~on w~th 
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working conditions. 0 Ho ever, 57 percen;t ofrespon­
dents' felt that ~anagement was trying to improve the 
working conditions of, Black,) employees, and: 84 perc;:ent 
of the respondents sa~d man~~gement was try~ng to ~m­
prove the working condi tion~~ of white employees. 
Similarly, while 35 percent ':of respondents felt thal;' 
management""was not trying to improve working condi­
tions of dliack eU,lployees, o~fly eight percent held a 
similar ok>inion about manag~tment and white employees. 

Career- and non-career-orie~ted respondents held sig­
nificantly (p=. 0004) differ~ipt opinions on the extent 
to which management tried tC:1 improve the wor)cing con­
di tions of Blqck employees.' Sl}ightly more than two­
thirds (69 percent) of the career-oriented respondents 
said management was making "some" or a "great" attempt 
to improve the working conditions of Black employees, 
while only two-fiJths (42 \p~gcent) of the non-career 
re·spondents held this opiniQn-•. Also, more than twice .. 
as many non-career-orient'ed"respo.ndents as career­
orientE?d respondentsfel t managerrient was making no 
attempt to improve working c:onditions for Black em-

.ployees. Of those respondents ,.,ho thought man;agement 
was making a great attempt:to improve conditions for 
Black employees, 93 percent were career-oriented and 
only seven percent were non-career-oriented. 

In general, respondents tended to believe that work 
activities were more sensibly organized for White than 
for Black employees. Ab,aut 1:wo-thirds (66 percent) of 
respondents felrt that work' activities were s~nsibly 
organized "to some" or "to a great" extent f6r Black 
employees, while 81 percent of the same respondents 
thougpt they were sensibly organized "tosome"."or "to 
a gre~t" extent for'white employees. Three times as 
many respondents (24 percent) indicated work activities 
were not sensibly organized for Black employees as gave 
this response for white .employees. 

The career- and non-career-oriented respondents had 
statistically different (p=.Q5) views on theorganiza­
tion of work " activities for. Black employees .' Three­
fourths of all respondents'·l.ho inQicated work activi­
ties were organized "to no extent" were non-career­
oriented; while three~fourths of those. wpo thought 
work activities ,.,ere': sensibly organi zed~'to a great 
extent" were career-oriented. 

\\ 
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Decision-M~~ing Practices 

The ways in which decisions affecting Black employees 
were made in correctional institutions were measured 
by determining the involvement of the affected person 
and his or her accessibility to available and relevant 
facts. 

;/ 
Nearly three-fourths (71 p~r,cent) 6f the Black employ-
ees said.they were asked for their ideas on decisions 
affecting them; persons making decisions concerning 
Black employees reportedly had access to all available 
relevant facts only 58 percent of the time. About one­
third of all decisions involving Black emplo~"ees we're 
reportedly made by persons not having access to all 
available facts. 

sp~ci!ific decision-making practices affecting Black . 
employees and the frequency of their r~ported occur­
rence were as fqllows: 

, Practice 

Decisions were announced with 
no opportunity to raIse ques­
tions or give comments. 

Percent off) 
Respondents Reporting 

. This Experience 

30 

Decisions were announced and 
explained, and an opportunity 
was then given to ask questions. 28 

Decisions \'lere drawn up, but 
discuss.ed with the Black em­
ployee and sometimes modified 
before being implemented. 

Problems were presented to the 
Black employee involved, and 
the decision felt to be b~~t 
was adopted by the employ~E) 

, • •• >"',r J 

and superv~sor Jo~ntly. 

Specific alternatives were 
drawn up by the supervisor, 

.0 and the Black employee was 
then asked to indicate the 
one he thought was best. 
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The career- and non-career-orientedrespondents had 
significa.ltly (p=. 03!) different opinions on the extent 
to which information was shared and made accessible to 
persons making decisions affecting Black emplqyees. 
Seventy':"th+,ee percent of all respondent.s having career 
interests in corrections felt informati.on was shared 
and made available "to Some extent" or "to a great 
'extent". The column p~rcentages for the career- and 
non-career-:orientedresponuents were noticeably 'differ­
ent. Thirty percent of ,<the career-oriented and 70 
percent'of the non-career-oriented responderits felt no 
information was sha.red' or made available to persons 
making de~i,eiolls regarding Black employees. 

(~J 

The data on"decision-making practices showed." that the 
most demOC;}:~3'ltic practice' (i.e., employee and supervisor 
jointly adopting what they felt to be the best deci­
sion) was used less frequently than practices whereby 
the employee was, not involved in the initial stages of 
the decision-making process. 

.. 
• Communication Flow 

• 

The quality and quantity of the information Black 
. employees receive about \'lhat is going on in other sec­
tions and shifts were used as measures of communica­
tion flow. 

A clear majority (63 percent) ot the respondents felt 
their white co-workers received a larger quantity of 
information than BI~ck workers, whi~e 27 percent saw 
no "'d'ifference in the amount of information received by 
Black and white employees. 
(,'.) I';::" 

~esebndents' opinions on the quantity of information 
lreceived by white employees were related to their ca­
reer,intentions, and their opinions were found to be 
different (p=. 03). Of those respqndents who saw no 
difference in the amount of information received by 
Bla~k and:: white employees, 64 percent were career­
oriented and 36 percent were non-career-oriented. The 
group that ~~lieved great differences e~isted in the 
quantity of information r,eceived by Blac'k versus white 
employees contained 30 percent career-oriented and 70 
per~~ent non-career":'orien;i;:ed employees. 

iii 

Mot~~vational Conditions 

'l'he "manner in which differences and disagreements among 
Bladk and whi te employees were handled and the manner ..... , 
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in which respondents described the factors affecting 
the way. B ... ack employees ,w,ere used as. measures of moti­
vational condi.tions. No clear pattern could be ex­
tracted from,the data on how differences and disagree­
ments are handled. 

The respondents were asked to select a particular de­
scription which'best portrayed why Black employees 
worked. More than half (56 percent) describe,d Blacks 
as working to keep their jobs, make money, seek promo­
tions, and obtain the satisfaction of a job well done. 
Twenty-six percent of the respondents thought Blacks 
worked to keep their jobs, to make money!J and to avoid 
being chewed out. The other 18 percent of respondents 
felt that Blacks worked to keep their jobs, make money, 

. 'seek promotions, do a satisfying job, and meet the 
expectations of others in their work g<lCOUp. 

4. 'Pay 

The importance of pay, including fringe benefits and 

competitive salaries, was investigated. 

8 Retirement Benefits 

Medical and retirement benefits were important for 
about 85 percent of the respondents. Not surprisingly, 
respondents intending or not intending to make correc­
tions their lifetime career were significantly ('p=.015) 
different in their feelings about the importance of 
retirement benefits. All career-oriented respondents 
and 70 percerit of the non-career-oriented respondents 
indicated retirement benefits were important to them. 

• Competitive Salar~ 

A chance for increased salary was important to more 
than 90 percent of the respondents. The data showed 
that equal proportions (44 percent each) of the respon­
dents agreed and disagreed as to whether their pay was 
comparable to what they would receive on other jobs 
they felt qualified to hold. Uncertainty on the com­
parability of pay issuefwas reflected by 13 percent. 

S. Variety in Job Assignments 

Variety in job assignments" was considered important by 

84 percent of the respondents, while slightly more than half ....... 
o 
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(57 percent) disagreed with the statement that they had not 

been able to change job assignments as frequently as was de-. . . 
sired. However" there were s~gnificant (p=. 015) differences 

, .;-

between career- and non-career-oriented respondents in the 
. 

frequency with which changes were" desired in job assignments. 

About three-fourths (77 percent) of the career-oriented respon­

dents ipdicated their job assignment had been changed as 

often as they would have liked, while slightly less than half 

f(48 percent) of the non-career-oriented respondents fe,lt this 

way~. Of those respondents who had not changed their ,joB as.,.. 

signments as frequently as they would have liked, 28 Percent 

were career-oriented and 72 percent were non-career-oriented. 

Respondents working·· in prisons with large or small Black 

employee popuJ,ations wE7re 5igni;~icantly (p=.046) different in 
I! 

the frequency of desired change~ in job assignments. Seventy 

percent of all r,espondents work,ing in prisons with high per-
<, 

centages of Black :employees we,jj'e satisfied wi th the' frequency 

with which they wer~ able to change job assignments, as com-
I!" . 

pared wit.h 48 ,per:~!nt of tfie,ijllr;t~),ponaents" from p;risons with low 
I' IIII jl ,,'« 1/ II 

.J?ercentag.es o~\ Blacl':' emplo~e~j,Ep:,\j;'J:" Of a total of 31 respondents 
II' 0 , ' 1I)'r~}' Jff! 

who were not saJl:.i)1)!~, ~Iedfl)~i t~'~'tt'll~l:~';1 frequency of changes in job 
/i IrJfllf~) I, IK )'1/11 \\ 
" !t]' it' I. I,ll I.' f.' 

assignments, 27 r,fl;e'r;iA f,rom nfl'" ~1~Qns with large Black employee 
I ~ Ilf!1 'L 'lit,' 'I, ,rv' 

y ) (I II I '5? 'p, dhi 

populations, an~~J~r\ J~ r/, were~;)f1t~Jn prisons with small Black 
q 1 QI (,1 iii/ 
I\,\~"I Ii' I,' / 

employee popula:r~ons. ".' 
If}.!? 
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Advancement and Career Orientation Opportun1ties 'l 

.A total of 50 percent of the respondents were satisfied 

wi th their chances for advancement, and the other 5,0 percent 

were undecided or dissatisfied. Only 30 percent of the respon-

dents believed their present job offered them a better chance 

for advancement than would other jobs they felt qualifiegto 

hold., Almost half (48 percent) felt their chances for ad-

vancement would be better elsewhere, a~,d 22 percent were 
'., 

undecided. 

Almost all (93 percent) of the respondents indicated 

that a chance for additional training and education was an 
:~ .. ~~ 

important vocational g~al or aspiration; 85 percent believed 

this could be achieved in\ a correctional institution. Yet, 

only half of all o;iicers interviewed thought their present 

job assignment of~edthem a chance to acquire the training/ 
c::: 

education needed for advancement to better paying positions. 

One-third (32 percent) felt their present position did not 

offe~J them this chance. The remaining 'IS perce~t were unde­

cided. On the o'ther hand, 78 percent of all respondents felt 
• 
the skills they acquired on their present jobs would be val-

uable in other employment situations. 

Considering the fact that only a small percentage of the 
() 

respondents reported that they had visited a job career coun-
8 

selor and the printed materials on careers ih corrections 

apparently were not very effect~ve in influencing -them to plan 
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careers in corrections, it was not surprising tq~~._ only 36 
. ,~, ,. 

percent of the respondents felt that career oppo~tipnities were 

better in corrections than elsewI4:ere, whereas 42 percent felt 

caJ;:'eer opportunities were better onOother jobs. 

Promotion ambitions were examined in terms f,bf respondent 

interest in supervisory job opportunities. A chance to be a "" """i':!' 

leader or supervisor; or to attain a position of auth9rity, 

was important to more than 80 percent of the respondents. As 

previously stated, minorities are grossly under-represented in 

top or middle-managemen~ level positions in co~rections. 

7. Retention'Incentives 

. An effort was made to determine the et"fect \'lhich certain 
\I,.i, '" c';. ~ 
changes in the job situation would have oni"the respohdent,s' 

-:!"; 

interest in working in corrections. The suggested changes in-

.;<, .-,ql'uded a cash bonus, pay and benefits camp·arable to other sirni-

la~ jobs, retirement benefits, educational leave with pay, 

choice of work shift, and a change i~ job classification after 

one year of employment. 

A cash bonus for each five-year perj,od of seniority would 

favorably affect the interest in working in corrections o,~ " 

72 percent of the respondents. 

percent of the employee's base pay would produce a "fi~vorable" <\ 
change'ir>. interest for 75 percent of the respondents,!and have 

I, 
II a negative effect on 11 percent. 
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Pay ahd benefits made comparable to similar jobs in the 

private sector would have a positive effect on thecare,~r in­

terest of 80 percent of thk respondents. Additional benefits 

such as two weeks of educational leave with pay each year and 

retirement with three-fourths pay after 25 years of serv;i.ce 

were endorsed by 94 and 86 percent of the respondents, 

respectively. 

A guaranteed choice. of wor,k shift, provided there was an 

opening, for the· first three years of employment would posi­

tively affect the career i~nterest. o.f 75 percent of t-he respon­

dents, and a change in job classification after one year of 

employment was supported by 72 of the respondents. 

'8. Tests 

Cultural and racial biases have been found in some tests 

used to evaluate Blacks and other minority candidates ~or em­

ployment and/or job promotions. The possible existence of 

test biases in the recruitment, selection, and promotional 

'practices and procedures in corrections were investigated by 
(I 

analyzing the respondents' opinions related to written examina-. , 
ctions,oral examinations, job performance reports, eligibility 

requirements for promotions, and E;)ducational requirements. 

These variables were v.ie\'led as key componen~p' of the testing 

an'd,~sele'ctiol'l procedures in hiring and promotions. 
~.~, 

Figure 12 shows that a majority of the respondents'thollght 

the written and oral parts of the selection examinations were 

100 -
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FIGURE 12 

RESPONDENTS' VIEWS ON ASPECTS OF THE SELECTION 
AND PROHOTION EXA}IINATIONS AND REQUIREHENTS 

Percent 
Ii 

Selection Process: 

Written Examination 
i7 65 18 100 

24 61 15 100 
Oral Examination 

10 86 4, 100 
Educational Requirements 

II. Promotional Proces!;i': 

Job Performance Evaluations 

Eligibility Requirement~ 

Written Exam.~.nation 

Oral Examination 

\,:1 

.0 

26 

23 

13 

22 

101 

64 10 100 

51 26 100 

49 38 100 

43 35 100 
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fair, although a s~gnificant majority (24 percent) bel~eved 
1', 

the oral examination was unfair. The table also shbws that 

86 percent o'f the respondents believed the educat~,o.nal 

requirements were 'fair. 

D According to the survey data, 49 of the non-correctional 

respondents have taken promotional e~aminations at their pre­

sent place of emp16yment. Of those !lwho took the examinations, ~\ 

16 were promoted. Those who were not promoted had either low 

scores or were put on a promotion's waiting list. 

The overall percentage of respondents who thought the 
, 

three components of tl'le"selectioh process were fair is somewhat 

higher than the percentage vrho thought the promotions proce-
o . 

dures "lere fair. Job perfOl.-mance evaluat:i.on reports were rated 

as being fair by 64 percent, eligibility requirements for tak­

ing promotional examinations were considered fair' ~~~~ercent, 
./-~ 

/,-r 

written parts of 1,the promotiona~. examination1were considered 

fair by 49 percent, and the oral part of th~ promotional ex-

amination was rated fair by 4~iPercent 00esPoll'aents. Only 

one selection procedure -- the"'oral ex fination -- was c.on­

~idered unf~ir by more than 20 perce~1f responden1;s, while 

three promot.ional procedures -- all ;/ut the written examina- . 

tion -- were judged unfair by'more than 20,percent of 

respondents. 
</.! 

9. Career Information and Materials 
.,:, j: • 

• ~.;,~: ,~,.",1. • 'I 

Correctional employees needl.nformatl.on toihelp them 
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eva}-uate their abilities and interests in order to effectively 

plan, prepar'e for and adjust to a. satisfactory field of work, 

andt6 build suitable ~tep$ in their careers beyond the entry 

level. 'l;he achieveme~t:- of these and other vocational goals and 

0l?jectives is greatly facilitated by the availability and 

accessibility of job }nformation and/or a job career counselor. 

The latteJ:' two sources can keep the employee apprised of pro­

motion and reassignment opportunities, and the education/ 

training required to take advantage of- them. 

• ~ob Career Counselor 

A comparativel~small,number (18) of the respondents 
reported access,to a Job career counselor. Of those 
who had s .. uch acqess, ~lmost half (8) actually met with 
the counselor. Four Just dropped in to see the coun­
selor, the counselor set up t.wo appointments, and.two 
respond7n~s i set, up their qwn appointments. The respop- ,,' 
dents Vl.Sl. ted· the counselor to get information <about !' 

a, specific jo~" prc;>m9tio:ns! or reassignment possibili?;\. 
tl.es, or specl.fl.C l.nformatl.on ab'out an unsatisfactorY' 
work ,report. The counselor helped three respondents'" 
a lot, four a little, and one not at all. ' 

".' Published Materials 

.' I, 

OnlY,28 perc:ent of respondents reported that they 
recel.ved prl.nted materials, .~hich influenced them to 
p~an Careers incorrectio,ns~: Respondents in prisons 
wl.~h a small number of Black ~mployee populations pe:r-
cel.ved the effect of published materials on-planrling 
careers in corrections sigpificantly (p=.008) differ­
ently from thosefrorn prisons with high Black employ­
ee populations. While 42 percent of all respondents 
from prisons ,with high Black employee populations 
repori:.ed that published materials influenced them to 
plan;",c:~rcareer in co:r~cti0l!s, only 15 percent of all 
resP0ftd7nts from prl.sons wl.th low Black employee 

c • ~:pu,ll hons reported likewise. 
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D. RELATIONS WITH INMATES 

A rationale advanced by those who advocate iIlcreased 

hiring of Blacks and other minorities at all levels in correc­

tions is that ethnic· and cultural similarities among employees 

and the inmates could play a significant role in the rehabili-

tative process. To determine the importanceiof this issue in 
\\\ 

relation to the recruitment and retention of~inority employees, 

respondents were asked to rate the relationship between Black 

employees and Black inmates. The scale categories and percen-

tages of responses in each were as follows: 

Relationship 

Excellent 
Good 
Fair 
Poor 
Total 

Percent 

18 
62 
18 

2 
100 

Th~se figures show that 80 percent of the respondents 

rated the relationship bet~een the two groups as good or ex­

cellent, and only 20 percent characterized the relationship as 

fair or pot,r. Respondents who felt t.he realtionship was fair 

or poor suggested that it could be improved by hiring better 
" 

educated officers, hiring younger officers, placing more Blacks 

in supervisory ~ositions, having Black employees show interest 

"",in Black inmates, providing more communication between the 

groups, and hiring more Black employees. 
" 
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Respondents from prisons with small Black employee popula­

tions were three times more likely than those from prisons with 

large populations to rate the relationship between Black em­

ployees and Black inmates as excellent or good. The difference 
" i: 
I 

between the two g~pups on this question was significant (p=.OOl). 

:<:1 
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E. BARRIERS TO RECRUITMENT 

Viable and credible systems designed to attract and 

retain specific segments of the labor force must identify, 

eliminate, and/or compensate for any impediments to achieving 

stated goals and objectives. Thus, Black non-correctional 

officers were asked to identify what they saw as barriers to 

recruiting minority group members. 

A large majority (80 percent) of the respondents felt 

that barriers to the recruitment of minority group members 

existed. The following.,barriers were identified (They are 

listed in descending order of frequency.): racism, educational 

standards, geographical location, physical risks to safety 

and health of the employee, stigma attached to prisons. Other 

reasoIl.:s,indicated less often were the absence of sizeable Black 

communities and inadequate housing in nearby communities. More­

over, 85 percent of the respondents indicated that their place 

of employment had no program to help Black employees £ind 

housingcin nearby communities. 

The respondents felt prisons used a quota system to de­

termine the number of Blacks that would be hired. In the 

opinion of 76 percent of the respondent~" a quota. syst~m 

limiting the number of Blacks hired is utilized in correctional 

institutions; they responded "yes" to the q'4estion: Do you 

think your institution will employ only a certainonurilber of 

Blacks? 

106 -
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Respondents., from prisons wl"lere there was a "low" number 

of Black employees fel~racial discrimination in hiring was 

the major reason for "the small humber. Other reasons less 

frequently mentioned were: har:!='assment by whites, geographical 

location of the prisons, undesi:rableworking conditions, Blacks 

unaware of job opportunities at prison, and Blacks not wanting 
\~ :: 

to eome to the prisons towork.~·': About two-thirds (68 percent) 

of the respondents described t'He number of Blacks employed at 
}":" 

their location as "high". The major reasonsci;ted for reported 

high numbers ,9f Black employees were outside presSures ;'co'Urt 

actions, federal requirements; and attempts t.o achieve/;'a racial 

balance. 
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F. JOB SATISFACTION 

The probability of increasing job retention rates is 

greatly enhanced if employees are sat;isfied with' the work i t-
'$ 

self, pay, promotionpro~pects, supervisors, and co-workers. 

The extent to which the respondents were satisfied with their 

jobs was investigated by analyzing their responses to a three­

point Likert scale. The factors used in determining job sat­

isfaction were (1) co-workers' esteem, (2) employer policies 

~nd practices, (3) job security, (4) working condi tions.g (5 ) 
~':) 

cooperation among co-workers, (6) chance for advancement, (7) 

pay, (8) job responsibilities, (9) superior/subordinate re­

lations, and (10) praise. Respondents were requested to indi­

cate~he extent of their satisfaction with each of the above 

job facto~s~ factors and percentages of satisfaction are dis-

played in Figure 13. 

This table shows that the percentage of dissatisfaction . 

among the respondents ranged from 4 to 49 percent. High per­

centages of dissatisfaction were found concerning pay, employer 

policies and practices, working conditions, chances for ad-

vancement, and superior/subordinate relations. Almost half 

(49 percent) of the respondents were dissatisfied with pay, 

and 61 percent indicated they would quit their corrections jobs 

if a better paying job were, found. Employer practices and 
• • /I • 

I 

policies related to Black employees had the second highest 
f! 
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FIGURE 13 

PERCENTAGE DISTRIBUTION OF JOB SATISFACTION 

I~!);~ <:)~ ~~ If ~ 
>I.J~ 't,fli "Yf? 

~'t1 ~~ ~~ , Factors: 

Esteem " 4 11 85 CO-l-lorkers' 

Employee Pol icies and Practices: 

a. Employ ees 45 26 29 
b. Dismis sals and Transfers 31 40 29 

me 26 ,22 52, 
}, 

c. Overti 
.. 

Job Security 12 
" 

12 76 

Working Cond itions "\ 39 12 49 

ordinate ,Relations: 
I, 

\ Superior/Sub 
.'\ 

~r·;i", 
tanding II 1'8 12 70'; 
el Management i! , 23\ 15 62 

a. Unders 
b. Personn 

Cooperation, among Co-Workers 25 15 60 

Chances for A dvancement 32 18 50 

rf\ 49 11 40 ~ 

Pay' 

ilities 

I 16 6 78 

2/ 17 
" 

58 
II 

Job Responsib 

Praise 

il 
! 
k 

1/ 

)i 
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proportio~ (45 percent), of "dissatisfied" 'responses. ,The 

highest number of "dissatisfied" responses was related to 

working conditions, with 39 percent of the sample express 

dissatisfaction. On the ot-ber hand, worki,ng hO.urs were 

three things respondents liked most about their jobs. 

About a third of the respondents were dissat±~fied 

their chances for advancement. A majo~ity 

respondents felt their chances for promotion were less th 

d 

those 

of their white co-workers, while only 14 percent'believed 

chances were ;gre,ater than those of white workers, and 36 p~rcent 

fel t their ch,mces were equal. 

Dissatisfaction with other work factors was expressed by 

one-quarter ort;~wer respondents. 

Satisfaction with job-related factors ranged from 29 to 85 

percent. Job factors with which 70 perc~nt or more of the re­

spondents were satisfied were: co-workers' esteem, superior/ 

subordinate relations, (i.e., understanding between supervisor 

and employee), job security, and job responsibility. 

More respondents (85 percent) were satisfied with co­

workers' esteem than with any other factor. The factor which 

received the second largest nunber (78 percent) of satisfied 

responese was ,related to feelings ,about responsibilities, 
'("J, •. ,"< 

associated wi~h the job; job responsibilitiy was a much liked 
.1 "_ 

aspect of wC1~king in correc~ions. Three-fourths of the re-

spondents were satisfied with job security, and 70 percent were 
'" 
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satisfied with the 
~, . 

~\ 

oratnate relations. 
l;' 

~-' <J 

unq~rstanding reflected in superior/sub-

/' Respondents were most likely, to be undecided about the 

" 

r" _.i'·'l 

foilowing job factors: (1 ) 'handling of dismissals and transfers 
.' I, II I) 

(40 percent undecided), (2) po~icies and practices affecting 
II 

~~mployees (26 percent), (3) overtime policies (22 percent), 
\; 
and (4) chances for advancement (18 percent) • ,!-, 

\~::'I 
Looking at the nature of the job dissatisfaction, the per-

centage of employeel5~ holding academic/profession,al degrees, and 

the factors disliked most about working in corrections, it is 

perhaps not surpris;ng th~t less than half (44 percent) of the 
~~ 

respondents considered correc:tions a lifetime career. The 56 

percent \-,ho didn I,t regard correcti.ons as a lifetime career were 

asked to state under what circumstances, they would change their 

minds. Their responses were as follows: 

e" 

e 

• 

Changes,in,the administrative 
and practices so that many of 
cedures which are believed to 
inspired would be eliminated; 

policies 
the pro-
be racia,lly 

':, ' 

The,implementation of employment and pro­
motional systems which will provide eqpality 
of opportunity for all workers; 

Improved salary scales • 

Some respondents (fiye percent) reported'that they WOUld.....pr 

not consider a career in corrections under any circumstances. 

While 67 percent of the responden'ts felt their jobs \'lould 

continue to meet their expectations, 33 percent did not think 
, 

so for the following reasons: (1) over~qualification for the 
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job, (2) poor advancement opportunities, (j> occupational goals 

that do not coincide with job, (4) budgetary cuts, (5) present 

job does not provide desired skills, and .(6) racism. There 

w,ere significant (p=.OOl) differences in the responses of career­

and non-career-oriented respondents; 84 percent of all career­

oriented and only 51 percent of all non-career-oriented re­

pondents thought their jobs would continue to meet their ex-

pectations. 

Numerous claims of racism and discrimination in corrections 

were made, and respondents felt that little action was taken 

against supervisors or administrators who discriminate. Only 

eight percent of the responden,\;-% reported being aware of any 
Ii 

type of disciplinary action talEen ag~inst superv~sors or ,admin-

istrators who violated equal employment opportunity laws. 

Respondents were asked to indicate the kind of work they 

would like to be doing one year from now. Approximately hal·f 

(54 percent) of the respondents indicated • preference for the 

same kind of work they were doing at the iime of the survey~ 

38 percent preferred to be doing different work. Two-thirds 
~ 

(67 percent) of those who preferred different work believed their 

chances of getting it ~ere "good", and 33 percent believed their 
':, 

chahces were "fair" to "poor" because of theit Face, age, and 

"other" (e.g., job specifications) factors. 

Wh~n asked to identify the advantage and disadvantages of 

a Blacks pursuing a career in corrections, the respondents 
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gave the following: 
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() 

• Advantages 

• • An opportuni ty.c. to help other Blacks;' 
•• A steady and secure i~come and. a chance for 

promotions; " . 
.• A chance to increase one's social prestige 

. and status in the communit.y; 
•• The gaining of skills which might be helpful 

in other job situations. 

• Disadvantages 

· . 
• • 
• • 

Racism; 
A few hostile Black inmates and white officers;-­
Health and safety hazards. 
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G. MEDIA EXPOSURE 

Media exposure was investigated as a recruitment and re-
,~~ 

tention variable in order to identify and describe the mass 

media (i.e., printed and audio-visual) preferences of non-

correctionall officers. This was expected to provide essential 

background data needed in designing a recruitment model. Data 

were collected on types of inaterials the respondents most 

frequently read, radio programs most often listened ,to, and 

favorite television programs. 

Locally distributed newspapers were more frequently read" 

than other types of reading materials, such as books, magazines, 

journals, etc. A l~fge majo~ity (84 percent) of-the respondents 
Ij 

read the entire paper "almost every day"; others read only the 

editorials, sports, front page, local news, business sections, 

or crime section. Fewer than ten percent of the respondents 

re.ad the newspaper less than once a week. 

Two variables, career orientation and frequency of reading 

the newspaper, were cross-tabulated. Significant (p=.031) 

differences were found in newspaper-reading habits; 95 percent: 

. of all career-oriented responden'ts' and 76 percent of' the non-
"' ~ , 'o' , . -;: 

\, 

c~reer-ol:'iented respondents read the newspapffi!r "almost every 
, # 

da,yO' " 
, C 

The television viewing.preferences of the respondents 

were determined by asking them to list three of their favorite 
"'" 
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programs. ~~e specific programs listed were classified and 

placed into ~~neric categories, and the next step was to 

tabul\\ite the,) numbel." of programs in each category. The cate­

gories of television programs most often watched, in rank order 

';;:i 

from highest to low~st, were: Black news, sports, comed}{"serials, 
II 

crime serials, and full length feature movies. Only two per-

cent oftH~ respondents did not watch television. 

All but ten percent of the respondents listened to the 

radio on a d~ily basis; just three percent did not listen at 

all. Popular music (rock, pop, 'rhythm and blues, etc.) programs 

were more frequently listened to than other' types of programs; 

44 percent of the respondents claimed these types of radio 
D 

programs as their favorites. News and general music were'tied 

for second place, each having percentage~ points. 
,}I 

Respondents were asked whether they read the bulletin 

board at their jobs; 43 percent reported they did. Twenty-

four percent of the respondents read job bulletin boards several 

times a week, and 26 percent read ·it once a week or less. 

few (four perc~nt of) respondents indicated there were .no 
• " 

A 

bulletin boards in., their units, and five percen~ reported tbey 

did nptread bulletinbbards crt 'I 

ali., When visually scann~ng 

a . bulletin bOard, more'than four-fifths (8~ perceint) of the 
.,. ' .' ." I, '., 

respondentswe,rJ:l searChion~for informati'on perta!Lni,ngto job 

promotionoreducaticn~l~' opportunities •. c J\lst fO{lr perce.nt 

did not look for any ~pecific kindoof information. 

)) 
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The frequency with which career and non-career-oriented 

respondents 

different. 

",,;y 

read bulletin boards was significant,ly (P=.038) 

More 'than half)S7 percent) of the career-orienteq" 
,f 

as compared with 38 percent of thenon-career-oriented, re­

spondents read bulletin boards "about every day. "However, 

1 of those respondents who read bulletin boards "several times a 

week," 39 percent were career-or,ie'nted and 61 percent were non­

career-oriented respondents. 

Locally distributed newspapers, popular music, radio, and 

television programs providing news about Blacks thus appear to 
";~' 

be the forms of mass media preferred by non-correctional officers. 

('-' 
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H. SUMMARY 

1. Demographic Data 

Data we,re obta:ined from 117 correctional personnel other T, " 

than correcti0l}al officers in seven state-operated prisons. 

The average Bliick non-correctional officer was a male, 32 years, 

old, married; IWith two dependents, was a college graduate, had 

a total family income of $14,000 - $17,000, and lived in a 

middle-sized city (2S,000 - 100,000 people). 

2. Employment and Working Envi~rnment 

More non-correctional. officers found out ap,out employment, 

opportlfni ties in corrections from friends or rela,ti vesthan ~.,::.;:;.~ 

from any other source. After ~~c:ving filed a job, application 

and waiting an average of three weeks, the "typical" applicant 
1'1 

received notice of his select:i9n • 

The maj,ority (52 percent) of the non-correctional officers 
.:.:::: 

,were already working full-time or part""'time when they accepted 

a' j'c5b in correct,ions i but 30 ,j?e~cent were un~~ployed. 'J:;,'ittle 
': ; :;~",:: " " ",.,,- --, - ,,' 

or no difficulty was experi1nced by 76 percent of the'respondents 

,in gettling their present jO~. 'Three~fo"urtl;ls P6 pe,c~!I~;) ;~f 
;',,!respondents ~had llO more th~)'our"years'" of t"'llure, .. 94 percent 

'" "" - ", 

were'eJlplOyed' ,fUli-:t;ime. Forty-four percent o£ _respondents ' 

expectedto'mak: correotions a career. 
~~ , 

'in general, respo,pdemts £epo):ted spme dissatisfactiq,n with 
' '«-

the physical job 'enviornment -- 't'neir working areas were often 

'" 
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considered too hoJ or too cold. Work areas were usually w~~l 

n k 1 lighted but often did not offer adequate wor pace. 

Working in corrections was described bya majority (53 

percent) of the respondents as routine, repetitive, and 

hazardous. Those undesirable qualities were perhaps partially 

compensated for by the interest and challenge. 76 percent 

found in their work. 

3. Management Methods 

• Supervisory Leadershi2 

The respondents were a~most unanimous (95 percent) 
in their assessment of their immediate supervisors 
as not only listening to what the employees sa.id, but 
also friendly and easy to approach. Non-correctional 
officers felt their supervisors required high job 
performance standards (92 percent), encouraged Black 
and 'vhi te employees to' use a team approach to work 
efforts (65 percent), and offered new ideas for 
solving job-related problems (.74 percent). 

Respondent.s who intended to;makeccrrections their 
lifetime career were more likely to say;" their supervi­
sors offered new ideas for solving job-related 
problems than were respondents who were not career-
oriented. I 

)i 1-" 

The non-correc'~ional officers felt thei!;r supervisors 
could better sUipervise Black employees J:i f they had. { , 
additional management skills, snow7d ~~,tre interest" an'd 
concern for the Blacks theysuperv~sed ,)1 changed some, 
of their personal at.titudes," and haa more information 
about BJ,acks." 

• " Peer Support 
!..\'; 

't:!ost respontlents had positive feelings about relations " 
wi 1:h their white co-workers: they' f el t co-wbr~;~ros-:-: " 
friendly and easy "to approach (91 percent); planned,' 
and coordinated \\lclrk efforts wi th.Blacks in the \-lork 
gro,up (86 percent); offered new ideas for solving job- , 

- ,related problems (71 p~rcent); assisted Black9;""in 
~ ~0~1 
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planning, organizing, and scheduling work ahead of 
,time '(73 p~rcent); and emphasized woifk group team 
goals (67 percent). 

• Orgi:mizational Climate 

l-1anagementwas perceived to have a .much greater , 
iPterest iri the welfare and happiness and working 
conditions of white than Black employees, and some 
dissatisfaction was expressed about other organiza­
tional actions. For example: 

A majority (63 percept of the respondents) 
believed their white co-workers were given 

'more information about events, activities, 
and job opportunities on'~ther'shifts or in 
other sections of the prisons. 

. \ 

Differences and disagreefuents among Black and 
whi teemployees were' considered as likely,' to 
be avoided, denied, and suppressed as to be 
accepted and' worked through. 

While 71 percent of non-correctional officers 
reported input into decisions maQe about "them, 
decision-makers reportedly lacked some relevant 
facts. 42 percent of the time. 

" 

• Occupation'al Goals and Aspirations 

On the whole,' 85 percerit of- the non-cof:rectional 
officers considered medical andreticrements benefits, 
variety in job assignrner.:os, a chance for increased 
pay, and an opportunity for more education andtrain-, 
;tngto' be important job-re,l.ated . issues. More than 
na:,l! (57 percent) of ,the officers' believed their pay 

.\qas c6mparableto that for jobs ou-;side correctional 
facilities for .which they felt qualified. Sixty 
percent felt, that their'present job provided the 
opportunity for.theCldai tional ec;1'ucation and training 

.needs for' a pe'~it~i'paying jbb~"-, 
J.:~ 

.;·.t, \ . '_. . -,. . .. ~ 

• "Retent~on.I:noemtl.ves 
.~ ' .. 

The r~pp'onde~ts . speculated . on the effectf:;certain, in­
centiveswould h~veon the'1r interest in wor~ing ~.n 
corrections. A 'oashbo.ntis for, each £i ve ... year per'iqd 
of seniority,· pay?-nd' penefi ts compa,rable 1:0 that of 
similarernployees ,in "the priYa!:~' sector, retirement with" 
three-fourths pay after 25 years' of service, two weeks' 

; 4)1 kt¢.U¥'Sf! ,1t",1 21 ,~P'.1(J 
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of paid arnual educational leave, choice of wOfk 
shifts, change of job classification after one>:, 
year, and an annual bonus of ten~percent of bas e.,,,,, pay 
for outstanding job performance would favorably + 
affect the working interest of 65 to 91 percent o~!C the 
respondents. 

• Select:i!on and Promotion Tests 

A very large majQ~ity of respondents felt the written~." 
test (65 percent) iana~the educational requirements 
(86 percent) used fo~~seleation of non~correctional 
officer jobs were fa1r to Black~. ~boutone-qu~rter 
(24 percent) said t~e oralexam1nat~0~ was unfa1~ to 

'Blacks, and 61 percent said it was fa~r. Promot10n 
examinations were seen as less fair; although a majority 
of the respondents (64 percent) rated the ·job evaluation 
reports completed by supervisors to be fair, 26 percent 
said the reports 'were not fair.. Only about half the 
respondents (51 percent) fe·lt the eligibility requ~re­
ments in Promoti'on were fair, and less than half v1ewed 
the written part of the promotion examination (49 per­
cent) and the oral part of the promotion examination 
(43 percent) as fair to Blacks.), 

• Job Counseling 

Few non-correctional officers reported access to a job 
counselor. , Only 18 of 117 reported access to a 
counselor at their place of work, and only eight had 
actually met with the counselor. Visits were made by 
thE! eight to get information on a particular. job ~ 
promotion information, or advice on an unsat~sfactory 
job report. ' 

• Barriers to Recruitment 

The officers identified a number of problems in recruiting 
Blacks, including: racism, quota hiring, unrealistic 
educational standards:, location of prisons, health and 
safety hazards, the negative imageco'rre7tions h~s among 

3f!inorlties, inadequatJe dissemiri1ation ,of 1nformat1.9,n , 
-.bout priso~'3ob opportunities~-absence of a s~gni~ic~nt . 
number of Blacks in policy-making positions; and d1ff1culty 
of getting housing accomoda tions ;' 

9areer Prientation 
-",. 

Respondents felt th~rewere advantages and disadvantages 

\' 
, \' 
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for Blacks in pursuing a career in borrections. 

The ,advantages we.re: 

• An opportunity' to help other Blacks; 

• A steady and secure income; 

• A chance for promotions; 

• A possible increase in social prestig~ 
' . .,.-.. 

The disadvantages were: 

• Racism; ':\ 

and 

' ... (; 
Hostile Black '-inmates and white officers;' 

• Health and safety hazards; 
., 

• Bad job assigments; and 
\\ 

status; 

• Little chance to work into a position of authority. 

and 

Less thall half (44 percent) of the survey respondents had 

committed themselves to a career in corrections. Most of those who 
/'/' 

had not made career commitments would reco~sider thei±- position 

if administrative policies and practices which support racial 

discrimination' \'lere eliminated, if each employee tqas', giv(an an 
i' . '; ,1 

equal chance for promot.ioI1rs ( I; and if the " 

pay scale was improved. 

5. 
t 

Job Satisfaction 

Most non-correctio,n'alofficers (67 perc~nt) "felt thEfi'r job~, 

would continue ~o meettheir,~cxpectations, :but'.;;;3,,3 ,percent, di.d 
'If \'1 

--' not, fo~~!tll~ followi.ng r~a$ons: "ove;r qU:a'iification, li tt1.e,. iZhance 

for advancement, occupational 'goals which do not coincide with 
-(. ~ . 

current job, bud~!.tary cuts, andi'aeism. 

officers were more.i.i~el¥ to believe their jobs would,continue' 

119 meet their expectations than werenon-career-ori,ented officel:'s. 
-}\ 
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High percentrges of dissatisfaction were expressed over 

pay and ~mployer practic~s and policies. High rates of satis-) 

faction were expressed with co-workers' esteem, superior-

Subordinate relations, and job responsibilities. 

~6. Media Exposure 

The officers were well exposed to mass media. More than 

four-fifths (84 percent) of the respondents read local news-

papers almost every day. Almost all (97 percent) of the officers 

listened daily to radio stations which played Black music (i.e., 

soul, rhythm and blues, . .rock, etc.). Television was not watched 

as frequently; the most popUlar tele"ision program were those 

covering Black news. 

A little more than two-fifths (44 percent,) qf the respondents 

reported they read bulletin boards at work. When reading, most 

looked for infprmation on job promotions and educational. 

opportunities • 
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COl>iPARISONS BETWEEN BtACK CORRECTIONAL OFFicERS 
AND OTHER BLACK CORRECTIONAL El>1PLOYEES 
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The previous two sections presented extensive data 

concerning the characteristics, perceptions, job experiences, 

and as·sessments of Black correctional officers and" other 

Black correctional employees. Th' t' b' ~s sec ~on r~ef1y compares 

responses for these two groups. 
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DEMQGMP~'~~ P1ROFILES 

Black "non-correctional officers f,I'/ __ , treatment', admin-
~, 

istrative, and staff personnel -- differed from correctional 

(l custodia1") officers in their ag~, 'marital status, income, 
/;~'~ 

And education. The median age for correctiona1,o officers was 

28, for non-correctional officers, 32. While 59 percent of 

correctional officers were married, 74 percent of the non-" 

correctional officers were married. The non-correctional 

officers had a median fp,mi1y income of $14,000 - $17,000, as 

compared with $~,OOO - $11,000 for correctional officers. Thic~, 

higher income for non-correctional officers may ,be parj::.ial+y 

due to their level of training: 73 percent had .a post-secondary 
') 

degree, and 51 percent a Bachelor's, Master's or Doctoral de-, ~/ 

gree -- whicH only 13 percent of correctional officeris had a 

"Bachelor's or higher degree." Moreover, 4 7 p~rcerit of the 
\~ 

non-correctional officers were currently taking post-secondary 

courses of some kind. 

~ Th~s "the noti-co~;cectional"officers were a better tr,aine,d, 

high~r income group thantl)e cor-rectional officers. "-
i . ~. '. 
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B. EMPLOYMENT AND WORKING ENVIRONMENT 
\.-
ue 

Both correctional and non-correctional employees were 

likely to have learned about thei,r correctional job through 

r. I t 25 t friend~ or relatives or a publ~c emp oymen agency; percen 

of correctional officers and 14 percent of non-~orrectional 

officers had relatives working in corrections. The large 

majority of both groups reported little or no difficulty in 

getting the job; non-correctional officers were less likely 

to be hired within one week after application, but the majority 

of both groups were selected within two to three weeks after 

applying. Less than half of each group were employed full­

time at another job when they applied f~r their corrections 

position. .. 
1\ 

Asked aboutjl their 
:t // 

some displeasure "/about 

work environments, both g~oups expressed 

the physical en~ironment and bo~indi-
cated the existence of physical risks or hazards. l-lhile a 

majority of both groups'indieated that job tasks were routine 

~ndrepetitive, this view was shared by 74 percent of the 

correctional officers but only 53 percent! of the non-<rorrec-

tional officers. Moreover, 

their jobs were' interesting 

a majority,,,, O~~h gro·ups also ~~J.'t\i\ 

and ohalle~~:Lng. '", . 

" r , ,> 
" 

,. ) 

.. ~ 

/' 
C. M~NAGEMENT METHODS AND PRACTICES 

Both groups indicated some serious concerns about some 

managen,tent methods and practices, as well a,s satisfaction with 

some procedures. Specifically, 

• Both groups gave generallY.positive responses to 
questions about their immediate" supervisors, indi­
cating that they received supervisory support. 
A very large majority (95 percent of non-correctional 
officers and 89 percent of 'correctional officers), 
for example, reported that their supervisors were 
friendly and ,ea.sy to approach. SupervisoX"s were 
believed by non-correctional officers to encourage 
Black and white employees to work as a team; correc­
tional officers wer~ about equally divided on this 

<,~question. For .both groups, career-oriented respon­
dents gave more positive responses than non-career'­
oriented respondents. 

• A majority of both groups --. but a larger majori~Y'1 
of non-correctional officers -- fe,lt tnat superv~s~on 
co~ldbe improved if ,supervisors had more information 
about good management an¢i more interest and concerl1 
for Blacks whom they supervised. The two groups 
differed someWhat in other ways in which they felt 
supervision could be improved. 

• Both groups f6q~d their white co-worker:;' friendly 
and easy to approach and otherwise supportive; 
career-oriented members .6f both groups were more 
positive -Chan non-career-oriented' resp'onClents. 

• 

• 

,Both groups of Blaoks feltmanagemerit haa more, 
'"\,:':..~t~rest in the'J;~\\ttalfare and happiness of \l7hite 
employe~s than in the welfa.r~ and happiness of , 
Black emp~oyees, with non-career-oriented respon­
dents. more

1J
negative than those who were ·~.areer-:-

'brientec.l.! . ' . 
, ~ ,~. I, .. <., j ;, ~ 

Non-correctional employees \-lere less likely to 
'report~ that decisions affecting th~rn were made 
without their i~J?ut "than were correctional officers: 
this nlay reflect the relatively higher job status 
of m6st non-correctional "Qft.~,(cers. Seventy-three 

~. ('(i -",t.,;f-;;J!." " 
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percent of non-correctional officers and 55 percent 
of correctional officers reported management con­
sulted with them lito some extent" or ",to a great 
extent." 

• , Almost three-fourths of the non-correctional officers 

• 

• 

• 

and half the correctional officers felt Black employees 
worked for reasons other than to keep their jobs, make 
money, and avoid being "chewed out" -- such as to ob-, 
tain the satisfaction of a job well don~ and meet the 
expectations of others ,in their work group. Such moti­
vations may be higher for non-~Qrrectional than fOr 
correctional employees because of the na~lre of their 
jobs; many non-correctional officers held 'relatively 
highly skilled jobs, Which might be expected to yield 
greater satisfaction than custodial officers' jobs. 

Half of the non-correctional officers felt their 
chances for advancement were satisfactory, but less 
than half of the correctional officers shared this 
view. This mayor may not reflect actual differences 
in promotional opportunities for the two respondent 
groups~ Many members of both groups felt chances for 
advancement were better on other jobs than they were 
in corrections, while a significant numb~r in each 
group were undecided. " 

Both groups ,of respondents ind.i:cated that certain 
changes in payor other policies would increase their 
interest in remaining in corrr-ec'tions.. More than 90 
percent of each group felt two weeks of educational 
leave with pay each year would positively affect 
retention; this incentive was favored by a higher 
proportion of each group than were cash bonuses and 

cincreased retirement pay. 
j 

,~, 
A majority of both groups felt that both the wr;tten 
and oral sections of the selection examinations",were 
fair, and that ,educational requirements for their 
jobs 'Viere fair~' "Respondents in each group were more 
likely to feel that the promotional process was fair 
than unfair, but'significantominorities questioned 
the fairness of job performance report's by supervisors. 
These were considered unfair by 42 percent of correc"'c. 
tional officers\\and 26 percent of non-correctional 
officers. More thall four out of ten (42 percent) of 
the non-correctional officers had taken promoti,onal 
examinations, as compared with only thre,~"out ,of ten 
(30 percent) of correctional officers .,This may re-
f1Ef,ct the shorter avefage tenure of correctional 
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officers~ 72 percent had been on the job two years 
or less. ,', 

• Only 15 percent of non-correctional officers and 12 
percent of correctional officers r~ported ~ccess to 
a career counselor, and a little less than half of 
these in each group had actually used the services , 
of such a counselor. 

The above statistics suggest, great similarities in the 
.. -::..., 

responses of correctional officers ~nd other Black correctional 

~PlOyee: regarding management policies, practices, and issues. 

MO~-differ~~ces ~~em explainable by variations in job type and 

tenu\e rather than in general attitudes, al~hough the reasons 

f2r responses·were not ~nvestigated statistically. 
" 
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D. RELATIONS WITH INMATES ,/ .~ 

if 

Both Black correctional officers and Blackinon-correctional 

officers reported generally good relations with Black inmates. 
(;I 

A higher proportion of non-correct~onal officers reported "ex-

cellent" or "good" relations; such positive relations were 

repor~.c~g,by 70 percent of non-correctional officers and 54 per-

cent of correctional officers. The difference may reflect the 

differing natuie of job responsibilities for correctional offi­

cers -- who to' some degree fill a "police II function -- as 

opposed to non-correctional officers, who often hold either 

administrative or staff positions not involving close invorve­

ment with inmates, or "tlr~atment II or rehabiltiation related 

jobS. 

(::':". 
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F. BARRIERS TO RECRUITMENT 

';.' 

The most frequently reported barrier to, the,recJ:"ui tment . /..1} c, 

of minority group members for corrections jobs identified by 

both groups was racism. Both groups beli,eved that racial 

,. discrimination in hirin~ existed, and that many prisons used 

a II quota system" to limit the number of Blacks hired. 

One corollary problem involves housing. Only 11 percent 

d1f correctional officers. and 15 percent. ,"Of non-correctio~al 

officers reported the existence of programs to help Blacks 

find nearby housing. Since the geographic lQcation of ma~y 

prisons is far from large cities or commun~;,;ties with large 

Black populations, botp groups considered this a, problem. How-
.. , 

o 

eve;r, direct discrimination in hiring~ was considered a more 
. 

serious problem by most "raspondents • 

' . 

.1' f' 
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F. JOB SATISFACTION 

Very similar types and levels of job satisfaction were 

found for correctional officers and non-correctional officers. 

Asked to indicate their satisfaction with ten major job fac­

tors, the two groups both indicated their highest level of 

sa'tisfaction with co-workers' esteem; 85 percent ofnon-correc­

tional'officers and 79 percent of correctional officers ex­

pressed satisfaction with this sif;uation. SecOrt"d highest 
" 

satisfaction for both groups was with job" responsibili ties, 
(i 

considered satisfying by 78 percent of non-correctional offi­

cers; third was job security, rated "satisfying by 76 percent 
" of non-correctional officers and 63 percent of correctional 

officers. Both groups found under'standing between superiors 
" 

and subordinates to be the fourth most satisfying. "job factor; 

it w.as considered satisfying by 70 percent of non-correctional 

officers and 58 percent of correctional officers. 

There was thus great agreement between the two groups 

conc:;erning the most satisfying job factors, although a higher 

percentag~ of non~correctional officers expressed satisfaction 

-- and a lower percentage reported dissatisfaction about 

each of these job factors. 

Greatest dissatisfaction in both groups was expressed 

over pay; 54:;percent of correctional offi
1

ers and 49 

non-cor,rectional officers \l<rere dissatisfiJd with pay .? () 
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Second greatest dissatisfactio. n in both groups " was expressed 

with employee policies and practices regarding Black employees; 

50 percent of correctional officers and 45 percent of non­

cor&ectionalofficers were dissatisfied wl.'th the"se 
management 

POliries • More than 40 percent of correctional officers were' 

alsJ dissatisfied with policies an,d pr t' " f R " ac l.ces reg~rdl.ng dis-,i ", 
ml.ssals and transfers (49 percent), working conditions (47 

percent), and lack of praise for a job well done (43 percent). 

Non-correctional officers were dissatisfied ~ .. th working condi­

tions (39 p~rcent), cha~ces for advancement (32 percent), and 

poliCies a'nd practices regarding dismissals and transfers (31 
:,,', 

pe'~cent) • Thus the level of dissatisf.~ction among correctional 

.of'ficers was generally higher, but in most cases the order of 

concern for job factors was very similar for the two groups. 

Non-correctional officers were somewhat more 'iikely than 

correctional officers to look upon corrections as a career; 44 

pe:-centof non-correctional officers and 37 percent of correc­

tional officers were career-oriented at the tim~i of the survey. 

Similarly, two-thirds (67 p'ercent) of the non-cprrectional 

officer's felt their jobs would continue to !peet! their expec-
/1 is 

tations, as comp~red with 60 percent of corre1tional officers. 

Fifty-four percent of non-correctional officeJ:;'s and 52 percent 

of correctional officers hoped to be doing t~e sa·me kind of 

work in a year's time. TWo-thirds (67 percent) of the correc­

tio~l officers wh~ preferred different 
(; 

work believed their 
...... \ 

chances of "getting the jobs they wanted were "good" • ',. 
\1 
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G. MEDIA EXPOSURE 

Both groups were asked about their mass media e!xposure. 

Responses were similar, but non-correctional officers generally 
;\ .... 

10\ reported higher levels of exposure to newspE:pers. Specifically: 

• 

• 

84 percent of non-correctional officers and 66 
percent of correctional officers re~orted reading 
the newspaper almost every day; , 

90 perce~f of non-correctional officers and 85 
percent of correctional officers reported listening 
to the radio almost daily', especially to popular 
music; 

• Black news shows were the most popular reported 
television shows for both groups; 

• 55 percent of correctional officers and 43 percent 
of non-correctional officers reported reading the 
bulletin board at work every day; non-correctional 
officers (86 percent) read it to find job promotion 
or educational oppoItunities, while correctional 
officers"r~ad it both for general information ,(42 
percent) and for information'on job promotions (41 
percent) • 
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H. SUMMARY 

il The foregoing comparisons show great sim±larities ~rn the 

responses of Black correctional officers and non-correctional 

officers. 'I The' non-correctiona1l officers reflected someWhat 

higher levels of satisfaction and career orientatiol}, pEbrhaps 
I') i: 

because they occupied higher-paying jobs and had greate~~ tenure, 

on the average. However, the two groups exhibited stri~ting 
II •• 

sirllilarity in their assessments of many job-related factlors 
Ii 

and conditions, in spite of their differences in job Ii" 
JI responsibilities. I 
II 
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III. ADMINISTRATORS 

A survey of 52 prison administrators (i.e., prison 

officials such as wardens/superintendents and their deputies 

and assistants, etc.) was conducted to determine their per­

ceptions of the relationship between Black and white correc-
,I~ 

tional officers and inmates. In addition, data were collected 

on Black employees re~ative to high turnover rates, steps 

Were being taken to reduce high turnover rates, job retent::i;on 

factors, and barriers to recruitment. 

A majority (42) of the administrators described the rela­

tionship between Black and white correctional officers as 
l\ 

"good" or "ex'cellent" •. Nine administrators thought the rela-

tionship w.as "fair" and one described it as "poor I; • A ·small 

number of administrators provide a written explanation of 

their response to this question. An administrator who de-c 

scribed the relationship between Black and white officers as 

good, attributed it to the prison's switch from a trustee to t .1 

" a correctional officer system. Another administrator be-

lieved the increased number of Black corr~ctional officers 
" ~ ~ 

was responsible for the\"good" relationship at his facility. 

"Two administrators wllo r~orted race relations were poo; among ~ " 
correctional officers, at t\ei~ prisons said the belief .that 

~lack correctional officers\were inferior and the somewhat 
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negatiVe attitudes of Black officers were thought to be 

causal factors. 

A "good or excellent" relationship exist.s between Black 

correctional officers and Black inmates in the opinions of 

29 administrators. The criteria on which two- of these 29 

officials based their' opinions were "the!! absence of serious 

disciplinary problems" or "no problems" between Black offi­

cers and Black inmates. 

One-third (17) of the administrators reported the rela­

tionship between Black officers and Black inmates at their 

resp,ective prisons was "fair". TWo administrators who rated 

the relationship as fair stated that the expectations Black 

inmates have for Black officers are higher than those they 

have for white officers. Moreover, it was felt that the 

higher expectations made Black officers more vulnerable to 

the Black· inmates' "brother game". 

Twoef every three administrators consid~red the re'il.a­

tionship betw'een Black correctional officers and white inmates 

t to be "good or excellent", while one of every four considered 

the relationship to be "fair". One administrator reported 

the relationship between Black officers and white inmates was 

"poQr" at his prison. '. 

, Figure 14 contrasts the administrators' ratings of t,he 

rela,t.ionshipbetween Black officers and Black inmates an? 
' ;", "" 

Black officers and \.;hi te ;hnmates. The data show a larget 
c;:;..~, "' 

" 
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ADl-IINISTRATORS' ASSESSMENT OF THE RELATIONSHIP ,ETWEEN BLACK OFFICERi? 
AND BLACK 1m-fATES AND 'BLACK OFFICE~S AND'lVHITE INHATES I. 

Blac'k Officers Black Officers 
and and 

Black Inmates White Inmates 
Category (Frequency) (Frequency) 

Excellent 3 2 
Good 26 33 
Fair 17 12 
Poor 2 1 
Other 4 4 

Total 52 52 

number of administrators rated the relation,ship betw"§;en Black 
~! ~~~. 

officers and white inmates as "good" as compared wi~h Black 

officers and Black inr~ates. 'I'he ,data show thab 33 administra-
I: 1\, 

tors felt the relatiol?,ship between Black officers and white 
il 

inmates was ,good .,while 26 rated the relationship between 

Black officers and Black inmates as "good II. 

The administrators' assessment of the relationship be­

tween white officers and white inm~tes was identical to their 

tCissessment of the 'relationship between Black officers and 

white inmates. For example, two of ~yery three administrators 

fe,J.t the relationship WaS "good or excellent" "one in four 
• iP'L , 

felt it was "fair", and one admini~~ato; rated it a~ "poor". 

However, the administrators' responses, to the question con-
• 'I 

cerning white officers relationship with Black inmates were 

no~iceably different. Less than half (25) thought the 
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relationship was "good or e~cellent".~ 

The data in Figur~ 15 show a noticeable difference in 

the" Administrators I opinions of the relationship between white 

and whl.' te officers and Black inmates. officers and white inmates 

FIGURE 15 

ADMINISTRATORS' ASSESS~1ENT OF THE RELATIONSHIP BETWEEN' 
WHITE OFFICERS AND WHITE Ih"1-fATES AND WHITE OFFICERS AND BLACK INMATES 

lo.Thite Officers White Officers 
and and 

\ White Inmates Black Inmates 
Category "(Frequency .JFrequency) 

• 
\1) 

Excellent 3 1 
Good 32 24 
Fair 13 21 
Poor 1 2 

("" 
',) Other 4 4 

Total 52 52 

" , 'the "fal.'r" response cate-The number of frequencJ.(~s lop 

) larger for the relationship be!:ween whiteoffi-gory (21 was 

t cers and Black inmates than in the same response categorl~ for 
;,,: 

other relationship combinations between office:t;'s and inma\~es. 

The administrators. identified the absence of the ',i
, 

following factors as bei~g responsible for high attritio1 
II., 

t;'tates among Black employees: competiti ve salary schedul~ls ~ 
ii, 

1 t' II job security, affirmative action programs, human re a l.Oll!S 

" k' d't' ns I!I' Black J' ob counselors, ·'good wor long con lo loO , programs, 
'{) 

138 

~ " 

" 

) 

" 

" 

,~, 

good conununi.catiohs, an integrated. recruitment team, l~cation 

near" areas where mi:nori ties live, Blackemploye'e poptila tion 

large erlOugh to gi y~ them bargaining power, fairness in dealing 

with all employees, equal opportunities, Opportunities to re-. 

ceive in-service traiti~ng, variety in jop assignment, indepen':; 
Ii 

dence in performing jOb responsibilities, good attitudes by 

administrators, promotional opportunities, screening and 

interviewing at job entry J.evel, fringe benefits, mandate to 
'I 

recr'Uit,~~ore Blacks, ei~ht~hour w'ork day, and changes in work 

shift. It should be nq~ed that many of these we~e identified 

by the correctional officers as being important to" them • 

A content analysis of the,admiflistrators' responses to 

the question otperceived barri~rs to recruiting minority 
~, • t'~ ... :; 
" group members revealed the follow:.;ing: 

• Education' 

f • 

The" Administrat~~£'a,. believed many Blacks did not 
h~ve the e~ucationa,~, '!:?ackground to become~orrec­
tl.onal offl.cers. This factor was variouslY':~ited 
as "lack of experiencef~"",;"qualification"= '"b'r' 
"incompa1:-ible" for the job.7It was of i~terest ' 
to note a sub-study of this investigation found 
20 of 35 ex-correctional employees" had completed I" 

one year or more of col:lege training at the "," 
baccalaureate level. N 

Racism 
, 

Racia~ ~iscr~~in~tion was cited as a barrier to.~, 
recrul.tl.ng ml.norl.ty group members. I.n some cases 
minorities ~ere hired but pressured by supervi- ' 
sors, not,gl.ven equal,opportunities for promotions 
and/or given difficult job assignments. This ' 
often led to reSignation. 
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• Geographical Location 

The Adrninis'!:rators said that many correctional 
institutions are located in areas away from 
where minorities live. It was observed that 
many new construction sites ar,e all but inacces­
sible to minorities. 

;;~. r.ommunication 

The Administrators felt communication was a 
barrier. This clearly de~6nstrated the ne~d 
for a more effective information distribution 
and dissemination procedure. Most Elacks who 
could prq:;bably' qualify for a correctional offi­
cer's position are not aware of available job 
opportunities at correctional institution,s. 

• Salary 

The pay scales in five of the seven correctional 
facilities included in this study were not com­
peti ti tve with simila,r outside jobs. Where this 
is the case, Administrators said correctional 
employees leave when they find better paying jobs. 

• Working Conditions 

Administrators cited fear, few promotional oppor­
tunities, §upervisor and inmate harrassment as 
examples of factors which often make for bad 
working conditions. 

• Housin.sr. 

All but one prison included in this report were 
located away from areas where minorities live~ and 
only one prison had a program to assist minorities 
with finding housing accommodations in nearby 
communities. "-

o Transportation 
/"~~'n 

The location of Inci.)st state-operated prisons pose 
a t;ransportation /,problem to minorities oi 

.,,', II 

• Negative Perceptions of Corrections 

Many 9f the prison' ~dministrators '\elieve some 
Blacks are concerned about becoming a part of 

-
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a syst~m which represses and oppresses, persons of 
their ~thnic ~dentity. 

• Public Image 

T~e administrators fe~t corrections was synonymous 
w~th law enforcement ~n the minds of some Blacks, 
and as such has a social stigma attached to it. 

• Recruitment Teams 

The administrators felt that P~lic relations per­
~onnel or recr.ui tmeri~ teams should be integrated 
~n order for corr,ect~ons to overcome its past image 
of a "white male's occupation." 
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SECTION V 

EX-EMPLOYEES 
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" v. EX-EMPLOYEES 

This section of the study. reports on data collect,ed from 

35 ex-employees of the seven corz:ectional institutions pre­

viously identified. The suryey was conducted to determin~ why 

corrections was chosen as an occupation and why the employees 

left their jobs. Originally, plans were made to include 
(i 

.approxima,tely 100 ex-employees in the study. However, the costs 

incurred in locating andintervie.wing the ex-employees and the 

i' legal problems,encountere.d in!vobtaining their names and addresses 

led to a reduced final s~ple size. 

1. pemographic Profile 

The sample consisted of 33 Black males and two Black 

females ~ .their median ag~ was 27 years. Twenty"":five of the ex­

employees were married; eight wer~ either separated or aivorced, 
~ and two were widowed. Respondents had an average of three 

dependents, and modal income ~as less than .$5,000. This is less 
'>-' \'" 

than the annual modal income ($5 ,000-$7, 9:99)' earn~d when they 

were employed in oorrections; compal;'ative data are shown in 

Figure 16. Fourteen ex-employees were currently earning less 

than 

than 

&~:.::., ., 
$5,000, as cOIt)~ared 

.~ 
$5,000 when working 

with pnly three who had earned less 

in corrections. Thus, on the average, 

ex-elJ1ployees were making considerably less at present than
o

" 

when employed in corrections -~ suggesting that they did not 
c. 

typically leave cgrrections to ta~e better payi,ng jobs. 
~) \l 
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Most ex-employees had not worked at the prison very long; 
'. 

,24 had worked in 1heir corrections jobs for less than 12 months, 

nine had worked' from one to two years, and two had worked from 

three to four years. The modal elapsed time since the ex­

employees had left their jobs in corrections was 17 months. 

b.. 

• 

FIGURE 16 

COMPARISON BETWEEN EX-EMPLOYEE CURRENT SALARY LEVELS AND 
, SALARY LEVELS WHEN EMPLOYED IN CORRECTIONS 

Salary 

Less than $5,000 

$5,000 - $7,999 

$8,000 - $10,999 

$11,000 - $13,999 

No Response 

TOTAL 
-

Current Salary 
(Number) 

14 

8 

7 

2 

4 

35 

Corrections Salary 
(Number) 

3 

20 

10 

2 

35 

More than half' (23) of the ex-em,pi~yees had completed at 

least one year of college education at the baccalaureate level. 

'The ,current employment status of these 23 respondents was 

~'xtremely varied: four were in law enforcement (i. e., city/ 
. " 

county police), one was self-employed, one was employed in a 
I'· 

university maintenance department, two were students, one was 

a counselor of alcoholics, one was receiving on-the-job training, 

as a mechanic helper, . two· were construction workers', one was a 
'" 
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hospital technician, one was a factory worker, six were unemployed, 
'.' 

two we~~e teachers. and the job status of the last was n(!)~:jl;;Jr,e-
\~; J -'_~ 
\' ',' .~ ',~ 

ported. Four of these 23 ex-employees had completed tp~iti 

baccalaureate training, three had completed three year's of 

college, ten had completed two years of college, and three had 

completed one year of college. The rest did not indicate their 

highest level of educational attainment. All but_one of the 
:,(,,' 

remaining 12 ex-employees had attended "and/or I' completed high 

school. Of this number, two were unemployed, and the rest were 

employed as janitors, laborers, construction workers, handymen, 

plumbers, or building contractors. (] 

2. Employment Experiences and Attitudes 

The average distance traveled to and from work on a daily 

basis was 52 miles when the r~spondents worked in corrections; 

at present it was considerably less -- 18 miles. 

All but four ex-employees reported they had liked their 

jobs in corrections. The three most frequently indicated ad­

vantages of correction~ work were the salary, relationship 

with and opportunity to help inmates, and working hours. How­

ever, working hours wElre als'o frequently d.isliked, in prisons 
-\ _(I 

where the 12-hour, six-day work week was standard. Other 
".\ 

aspects of corrections work likeg most were co'\:Oworkers' esteem, 
. ' . 

bene fi ts \~l job requirements, .exper ience obtained in observing 

the organization and administration of a correctional 'institu-

tion, and prestige ,',of being a correctional officer. 
') . ·~,..ai' ii 

Racism (prejudice/discrimination) was the single 'most'dis-, , 

J.44 
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liked aspect of correctional work. Racism was reported in the 

hostile attitudes of some whites in superv_sory positions, 

(e~g., one ex-employee felt Black employees were more closely 

watched than inmates), in the treatment of Black employees in 

general, in the lack of promotions and the absence. of Blacks 

in better paying positions, and in the attitudes of ranked . 

officials toward Blacks. 

Working considitions were another often disliked aspect 

of corrections work. A high percentage of'the ex-employees 

complained about the following: lack of rotating work shifts, 

the long work week, lack. of" variety in job assignments, absence 

of guidelines'and job descriptions, and poor discipline. Pro­

tests were also expressed about the treatment of inarntes. One 

ex-employee complained that very few, if any,' serious attempts 

were Irlad~'t:6rehabil:ttate' inmates. Moreover, inmates who 

expressed dissatisfaction with rehabilitation efforts or treat­

ment (e. g., favor,~:tism shown to inmates of weal thy families) 

were labeled Utrouble-makers." 

In some cases, the ex-employees felt prison officials made 

no attempt to cooperate with Black employees. Other facets of 

correctional work disliked most by the respondents were low 

salary, promotions based on "who you know, II having to hol..:,c;1 a 
I:;' 

. " 
gun on people, amount of time off, distance traveled getting 

to and from work" operations characteriz.ing some prisons, and 

the inmates. 
'~1 

Eight employees Apparently left their jobs involuntarily 
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~t ~ . were fired, one was laid off, ang one cla~med to 
.;~ 

have been "framed." The others left their jobs voluntarily, 

and reported they would not have ·left if the correctional 

institution had been different in one or more of the following 
. ,~) 

ways:ha~ equal employment and promotional opportunities fori 
,~, 

all employees, revised the rules and regulations re~arding the 

relationship between employees and inmates, increased salary 

scalt'as, rotated work shifts, provided in)Tservice training, had 
~ / 

shorter working hours, devised a retirement plan, implemented 

a rehabilitation program,,)for inmates, and had staff with more 

sensitive attitudes toward Bl~cks. 

3. Working Environment 

Asked about the physicai and social working environment, 

the ex-employees reported inadequate work space, "job tasks 

that were routine and repetitive but also interesting and 

challenging, and imminent physical risks or hazards. In 
);.1 

addition, white co-workers were more often reported uncoopera-

tive (by 16 respondents') t'lian":c'pooperative (by 13 respondents). 

Well-lighted~work areas constituted the only ,positive physical 
-;,) 

attribute of the working ~nvironment. 

4 • Supervisory· Support 

Most (30) ex-employees felt their supervis.;ors were 

friendly and easy to approach, but many (26) did not feel they 
i)' encouraged Black and white employees to work as rF team. How-

ever, this did not affect the friendliness Black and white 
" employees displayed toward one another; 28 of 33 res~ondents 
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reported white employees in their work groups were friendly and 

easy to approach. 

5. Organizational Climate 

Ex-employees felt that the management of correctional 
I) 

institutions where the ex-employees were employed were more 

concerned with the welfare and happiness and working conditions 
, ~\ 

I, 

However, management 
" 

of white employees than Black employees. 

personnel were reportedly slightly less e~~cerned about having 

sensibly organized work activities for whites than they were 

for Blacks. 

6. Decision-Making Practices 

A narrow majority (18) of the ex-employees indicated that 

Black employees were asked for their ideas on decisions0affect-
/J-

ing them, but an a1mo~t equal number (15) reported Blacks were 

not involved in the making of decisions affecting them at all. 

They felt decisions affecting Black ex-employees were usually: 

(1) announced with no opportunity to 'raise questions or give 

comments; (2) drawn u~, discussed with the ex-employee and 

som(~times modified before being issued; or (3) .anilounceda,nd 

e~Plained artd an opportunity given to ask.questions. These 

approaches were used rather than permitting the ex-employee 

to select from a set of alternatives drawn up either by, 
. '. supervisor only or by the employee and supervisor jointly. 

Ex-employees felt that differences between them ~nd 

d 11 D~fferences tended to be avoided, whi tes were not handle we.. ... 

suppressed, or denied, rather than accepted and worked through ....... 
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7. Communications Flow 

A flow of in:ormation about what is happening on other 
;'; 

shifts in terms of promotional opportunities, shift :changes, 

educational opportunities, etc.~ is important to create a we11-

informed group of employees. Twenty-two of 35 ex-employees 

acfreed"tosome extent" or "to a great extent" that the amount 

8. Job Satisfaction 

The respondents .J:'epo~ted being bQth satisfied.,and.'d:i..$ .... ,. 

satisfied with specific aspects of their jobs while employed 

in corrections, but the majority (22) said they had been 

satisfied with the overall job.~ Specifically, more than half 

of the 35 ex-employees were/satisfied with supervi!:iors, work 
I~/ 

groups, progress made prior to departure, pay, the chance to 

have other workers look to them for direction, the under­

standing between them and their immediate supervisor, job 

security, cooperation among co-workers, and responsipility 

connected with job. A majority of the ex-employees were 

satisfied with their salary and supervisors, but signific~'nt 

proportions were not •.. In contrast, a majority of the ex­

employees were dissati~fied with the way dismissals and trans­

fers were handled by their superiors, t6e way superiors handled 
....... 
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~ubordinates, and various policies and procedures affecting 

employees. Equal proportions were satisfifd and dissatisfied 

with the recognition/praise received for good job performance, 

and the way overtime was assigned. The largest amount of un­

certainty about the various facets of corrections work was 

reflected in'the ex-employees' feelings about the way superiors 

handled subordinates. Fifteen respondents indicated that they 

were "undecided" on this q,spect of their former job in correc-

tions. 

9. Job Ret~~ntion ',',' 

When th,=y first stci.'rted to work in corrections, 22 to 31 

of the ex-employee-s considered the following factors to be 

!limpo:r'tant" or 'Ivery important ll
: (1) corredtibrt~ bffered a 

sure way of getting a job when they were having trouble getting 

one; (2) it gav~; them an opportunity to he'lp rehabilitate 

inmates; (3) they felt they possessed a special talent for a 

job in corrections; and (4) they felt they had a chance to 

work their way to a position of authority. 

Very high proportions of ex-employees (from 23 to 32) 

agreed with the importance of a list of seven factors associated 

with job .retention, which are shown in Figure 17. In addition, 

the ex-employees felt that the seven factors presented in 

Figure 17 could be achieved\~ in a correctional setting. 

10. Recruitment and Promotion Biases and Problems 

. " 

Ex-employees considered the oral and written examinations 

used in determining suitability for employment in corrections 
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,.rIGURE 17 

JOB RETENTION FACTORS WHICH WERE IMPORTANT TO EX-EMPLOYEES 

,\ 

Factors: 

Increased Salary 

Additional Training and Education 

Increase in Rank 

Retirement Benefits 

Variety in Work Assignments 

Medical Benefits 

3 

5 

5 

32 30 

'32 ~'"' 30 

30 30 

30 32 

*Some rows d.o not add up to 35 because everyone did' not respond. 
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to be fair t.O Black applicants. The educational requirements 
,\ 

were also ccmsidered to be fair by 24 ex-employees: ten stated 
r 

that they w~~re unfair. 

Ex-employees were asked to rate the extent to which they 

felt job promotions procedures were fair to B;J.acks. Only one 
<\ 

of four components, the' job performance evaluation filled ~)ut 

by supel:"visors, was rated as fair ,to Blacks by a.ma~ority of 

the l:e$pondents. Eligibility requirements for taking promotions 

examinations were felt to be fair by 13 and unfair.by 13. The 

oral and written parts were considered to be fair by 9 and 

13 respondents, respectively. Fourteen respondents thought the 

oral part of the promotions examination was un;air, and 12 

believed the written part was unfair. 

As already indicated, most (27) ex-employees left correc­

tions voluntarily. They did so for a variety of reasons, 

including bad working conditions, got a better job elsewhere, 

or moved out of the state. The most frequently cited adverse 

. working qondition was the l2-hour work day without "comparable" 

pay. One reported case involved an employee who a two-wee,k 

leave of absence. When he returned to. work, he had been re- \ '. 

placed by a white ,employee. He was told that he could continue 
( , 

working at th~ prison' if he agreed to wbrkan extra day each 
. '. 

week and accept a cut in pay. The employee decl,ined, and 
II 

requested a .meeting with the superintendent: the interview 

was denied. Other working conditions given as reasons for 

leaving corrections were ""intolerable attitudes of superior 
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officers", poor treatment of Bla~~ personnel, refu~al of wardens 

or superintendents to grant employees gri'E~vance ,hearings, and 

being too nice to inmates. 
(20:' 

Si~ employees were fired, all but one of them for sleepin'g 

on duty. These five employees also complained aboutJthe diffi-
11 / ')\ 

culty of staying awake on the job during ~ l2-hour, six-day work 

week. 

The retention rates among Black correctional officers .in 

some prisons were found to be very low. These ex-employees 

.uggested that retention.rates could be greatly incr~~sed by: 

(1) 

(2) 

eliminating racist pract~Jes and disciplinary actions; 

promoting qualified Blacks to positions of authority . 

(e.g., senior supervisory positions, policy-making positions, 

'" administrative positions such as captain, lieutenant, sergeant): 

,(3) making salaries competitive; (4) implementing credible and 

viable affirmative action programs; (5) being fair in handling 

employee grievances1 (6) ffi!"~\viding equa~ 'opportunity for in­

service training and educatfbn: (7) having uniform educational 

requirements for all employees holding .similar· jobs; and..-'_ 
t ("/". .;:;'" 

(8) eliminating practice's of ':s~tt:ing ,up II Blacks to get fir~'~ 

The ex-employees were asked what could be done to recruit 

more Blackts in';A~orrectional. settings. They suggested the 

following: (1) where the l2-hour work day exists, reduce·{t t;o 

eight hours per clay; ('2) elim~:i.hate raciallY,dlscriminat~ry "., "~ 

practices and proc,equres; (3,) implement pro'grams for dis-" 

tributing job information in B,lack commun,.ities,· (4') l' ex.p al,n ....... 
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all facet,s of working in corrections to applic~nts; ") 
(5 ) keep': 

promises made during recruitment; (6) promote Blacks to 

positions as wardens and superintendents; (7) implement human 

relations programs; and (8) have a fair system for dealing 
, , 

with employee problems. The major barriers to recruiting Black's 

were felt to be salary, nature of job, location, promotions, 

racisrnp housing, and poor orga:{lization and administration. 
' 'I 

Thirty-t\>.70 of 35 ex-employee's felt there was a definite 
' ," .:: ., 

need to increase the number of Blacks employed in corrections. 
}' 

The specific positions arid areas sugg~sted to be in need of 

more Bl,ack emplpyees were custodial of~:icers, treatment officers, 
If' , 

paro'le offic,ers, counselors, pexsonne'a. officers" wardens, 

superi-ntendents, business offices, cellblocks, to\l1erS, doctors 
<. and serlior officers (i.e., rank of sergeant and '"above) . 
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III. INMATES 

A fandomly selected sample of 128 inmates at the previously 

identified correctional institutions were interviewed to: :" 

(1) assess their attitudes and perceptions on t.,he major problems 

confronting Black correctional personnel; (2) ide'ntify factors 

which they believed contribute to high turnover rates where they 

exist; (3) determine the relationship between Black correctional 

officers and Black inmates; (4) determine the extent of need 

for a larger proportion .. of Black correctional officers; an.d 

(5) identify. inmate perspectives on problems associated with the 

recruitment and ret~ntion of Black correctional personnel •. 

The inirLates felt Black correctional employe7s working in 

state-operated prisons were confronted .with an unusually large 
'>\ 

nUmber of jOb-related problems. The most frequently mentioned 

problems were: 
Ii • 

• 

Administrative policies and procedures as 
applied to Black employees; '}; 

", 

Racism in job assignments, promotiori'~, salaty, 
and equa+. opportunity for be~r~r paying jobs; 

• Lack of authority; 

• Exclusion from participation in administrative 
decision-making; 

• Harrassment from a small ~umber of Black inmates 'and white co-workers; ";~'. 

• t-1an±phla tion by "-(,-fficerS of higher ,rank; 

• Fear; 

• Absence of adequate means for expressing jOb­
rel~{.ftd concerns; 
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• Inadequatp or~entat~on and tra~n~ng by the 

correctional institutionsf 

• Role conflict associated with being part of' 
a :.system which oppresses Black people and metes 
out unequal opportunities. 

These problems were also Jelt to affect recruitment and 

retention rates among Black correctional employees. As can 

.be seen from review of the above list, most perceived job­

related problems involved some for~ of institutional racism; 

only seven percent of all inmates interviewed believed Black 
r, c" 

correctional employees had job-related problems that were not 

race-related. 

o In the opi~};on of the inmat:rs ,recrui tment and retention 

could be greatly improved by elj\~inating racist practices and 

procedures, which were considered endemic' .~t the' seven state­

operated prisons. For example ... ~ the inmates felt that the ex.,.. 

tremely small number" of Blacks currently found i~ top adminis­

trative positions was a function of racism, and that this con­

dition was a signal to'the prospective employee that his chances 

tor advan~ement were not good. The absence of a signi~icart 

number of Blacks in positions of authority was believed to~SUg­
gest possible.negat~ve experiences that the,job aspirant would 

like to "a~Y'oid (e. g., few promotional/advancement opportunities, 
. " Q 

' .. low pay, and uneq1la'lbpportuni ties for better paying jobs). 

" Inmates were asked if they fe,lt the need for more Black 
1'\' 

of~icers in"correctional institutions. The vast major.ity (.76 

...... .,. 
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percent;) indicated there \~as such a need. They felt that 
v i) 

" 1; 

~lack c)fficers were more E~ffect.ive in helping Black inmates 
# ,,' 

prepare for re-entrance il;lto "open" society, and that they 

carry an ethnic message : "Someone is trying to be helpful. II 

,Inmates also felt that more non-military employees should 

be recruited for correct:tonal officer positions, and that all 

job applicants should be given a psychological examination to 

~tsee if their heads are on right," and then properly trained: 

,,"Not just any damn fool'fshould be given a ·job." Furthermore, 

they stressed that a si1cuation should not be allowed, to develop 

where all correctional:officers were of the same race -- all 

Black or all white. 

Fifteen percent of the inmates did not believe more Black 

correctional officers were needed. 
. '. 

They emphasized hiring 
J,j 

personnel who haa und~rstanding and who knew ho~ to deal with 

people. A small number (five percent) suggested there should 

be a balanced staff of Black and white correctional officers. 

Inmates were aElked what could be done to increase ret en-
\~ , 

tion rates among Bl~ck correctional of.ficers. Sl'ightly more 
" 

thantwo-f,ifths (42t percent) r~conunended giving Blacks more 
f".."i~ . 

middle-management level positions; three percent felt reten-
,(j 

tion could be incJ:'eased by promoting qualified Blacks to top 
" 

administrative positions ~(e.g., superintendents, wardens,etc.)1 

021 percent felt ~;hat a re-organization of, correctiona,l "insti'" 
, il ,", 

F ~. 

tutions would infcrease retention rate's; and 28 percent thdught 

f 
i/ 
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the major problem was the need for Blacks to be treated in an 

honest manner. Inmates bel1eved the key to retaining Black 

correcti(bnal person~el was a:"conunon sense" approach to em-

1 1 · .. II 
p pyee se ectl.on ,tral.nl.ng, ~lnd placement procesures, includin~ 

'<,'::-'. Eliminating raciall;r disc,,=~minatory practices; 

"r;? • Providing Blacks wi'th an equal opportunity for 
better paying positions; 

.J) 
• Giving qualified Blacks equat/Jaccess to meaningful 

top level a'drninist~i:ativejobs and,.senior officer 
positions; i ' 

I, 

E d' .. · h . ' , 0 
n1ng t e ml.strea:tment of Black inmates by whites; 

Ii ,r-', " II. . ~/ 

,Establishing viabie human relations programs; 
• • , l-.i'l 

'Hl.rl.ng more, ex~offenders and more Black personnel; 
<.' 

Providing counse~ing fo~ personnel who have job~ 
rela'l:ed problems; 

Implementing programs to facilitate inl~ate/em,Ployee 
communication; I 

Establishing a fUlly manned grievance procedure; 
,:;:-\ 

Improving the overall organization" and administra-
tion of prisons; ,.',' . ,:\ 

Attaining a Black work force proportional to the, 
Black inmate popula'tion; 

, "Ii '" 
Ending tactics, used, to discourage Blacks from 
remaining in <1/0rrections; , 

ii 
Improvinggenfaral working conditions; " 

ff ' 
~reating Bla1k employees with respect) and 

, II, 

Giving Black, ~qu~l fringe benefits. 
!, 

atti tudes th:'at older ,~hi te worker.\G have toward Blacks 
, ~ 

wa~ felt to be a principal source of the continue,p existence 
o 
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of friction and racist practicesV~~d procedures. It ~as 

stated that this particular problem could be minimized, if not 

eliminated, by rigidly enforced affirmative action programs, 

and by the extreme measure of retiring 'workers with 20 or more 

years of service. 

Inmates also believed that the implementation of this 

."common sense" approach would make corrections more attractive 

to Blacks. An additional suggestion was a public r'elations and 

publicity program to make Blacks aware of job o~enings in 

correctional institutions. 

Many of the inmates (40 percent) felt that'all new correc-

tional employees (i. e., custodial, treatment, and adrninistr'a-

tive, where applicable) should be required to talk with a 

selected number of inmates, who would share their experiences 

and perceptions related to the job- in question. The perspec­

tives of the inmates would help potential employees ,decide 

whether tp accept a job in corrections. The overall effect of 

inmate involvement in the orientation of~otential/new personnel 

.. would be an awareness 'of how prison~ are run and what to expect, 

and a reduction of the number of employees who are "turned off" 

i)y their johs. 
'J 
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VII. PRINCIPLES FOR RECRUITMEBT, SELECTION, AND RETENTION 

This section of the report contains recommended principles 

for the recruitment, selection, and retention of minority 

correctional personnel which maybe used as a basis for formu­

lating a set of procedural strategies designed to attract and 

retain minority personnel. These principles were derived from 

data collected from minority correctional officers, non­

correctional officers, administrators, inmates, and former 

eniployees of state-operated prisons. o 
No unique differences exist between the general principles 

recomm~nded here and those used by any employer interested in 

re1:~ining employees. For example., employers should provide: 

• 

• 

• 

A worthwhile job that meets employees', 
employer's, and society's need.s; 

Job tasks and responsibilities compatible 
wi th th,~,cemployees' abilities and occupa­
tionalgoals and interests; 

Administrative policies and practices which 
are concerned with the w~,lfare and happiness 
of employees; 

• Working conditions and working environment 
which encourage team work, good peer relation­
ships, understanding between supervisors and 
employees, and minimum levels of physical 
discomfort; and 

", 

• Equal ana fair treatment -- a fair chance for 
promotions and positions of authori~y, and an 
ol;?jectfve process for ~eviewing grievances. 

However, these principles hold special significance for .( 

minority employees because of the employees' sensitivity to 
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- past and present employment discrimination. Thus, recommended 

principles should be applied to!!!. job aprlicants and employees, 

not just minority group members, but are especially important 

for minorities. 
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A. RECRUITMENT AND SELECTION 
'" 

\~ 

'\ 
'\ 

It is\essential that correctional institutions develop' 
;\ 

and implemen.,:t systematic short- and long-range methods for 
" 

recruiting an~ selec~ing minority personnel. The methods must 

be technically',sound, administratively convenient, and' fair so 

,that evel"y"applicant -- regardless of race -- feels he was 

judged individually and objectively on his merits. 

Prior to formulatin' a set of procedures designed to 

recruit minority per$O 
'~ 

correctiona~ institutions need a 

"clear policy, known tc.') 
c, 

~re to be judged, eval~aL~cu 

employeej. that all job applicants 

and considered for employment 

solely on objective and III~ .u~,.vidual merit, anp not on race, 
I 

creed, color, national 
.. 

igin, or sex.~ In a.ddi tion, support 

must be given 

equal and fair select 

provide ~, procedure f 
f) 

criminatory practices 

Poli,cies must be 

enforced which. guard 

is,tics of job.appl 

decision-making; 

program will 

y em,ployees in their quest to obtain 
, \, 

c6hlsideration, and management mus~ 

k '~ , d' 1 t' h' d's ta ~ng reme 1a ac 10n w enever 1-
I' 
'\1 

fouhd. 
II 

, ........... """"la\bed, implemented, and strictly 

ainst ~le~nd.C;t't.ing the ethnic character­

to nJgati,VelY influence selectioll 
\\ ,', 

\\" . 
ise, nlo recruitment and selection 

\\ 

racial It discriminatory practices ~nd 
)~ I, 

\" procedures. 

\ Administrators, supervisory staff, and personnel 
\i 
\" sensitive to the causes, manifesta-

161 

,tionsof, and corrective and preventive procedures for 
.,~!,::c:.:::-.:, 

eliminating racial discrimination in all fi cets of employee, 

recruitment and selection. Thus, an initial activity for a 
", 

correctional facility would be to conduct an analysis of,~he 

jobs minorities currently hold and are ~ecruited for. Excuses 

such as "no qualified~candidates" in job areas where minorities 
" 

are under-represented should pot be accepted. 

The following sub7sections suggest principles and pro- C' 

cedures for improving minority recruitment and seledtion. 

. 1. Job Specification 

Before any strategies c~n be employed to recruit 

minorities, personnel spe~ialistsand line managers 

should produce precise job specifi9ations based on an 

accurate job analysis. Clear job sp~cifications are 

a hallmark of a', good minority recruitment program. 

The job specificatio,n i'hformation will be of value 

not only in recruitment and sele€tiop but also in 
<1' 

determining ·training and, dev~lopment needs and making 

organizatioriltl decisions regarding accountabilil;!:y, 
,;;, 

~, '. 

job relationships, salary leVlel_~",detc. 

2. "Person" II SRecifica;;tion 

Job" specifi6ations do not ~xist in isolation and 

must be,translated into "person" specifications. As 

a minimum requirement, the translation should reflect 

the following ~~imension's of ;the individual: 
,', 
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Age, structure based;) on j 00 deIrtands; 

Background information ~hich i~! jc..b-related, 
(e.g., employment history, pol~ce records, 
etc.) ; " 

Level of education considered essential or 
desirable for job success; 

Experience which increases or decreases the 
probability of job success; 'C 

" 

Enumeration of necess~,tX) j(hysical and personality 
attributes; 

Required intelligence baseCl"on job analysis data. 

r 

These "person" specifications will help identify appropriate 

media for recrui tme.p.t efforts as well as cl~t::ify require-

ments for applicants. 

3. Application Forms 

Manpower planning, equal opportunity employment 

policies, and written job specifications translated 

in't.:.o "person II specifications can be severely limited 

in effectiveness unless applic;a.tion forms are clear' 

and easy to complete and collect all relevant and 

nece'ssary data abo,;\lt job ccmdild~="'" c', 

The ":i>Pli!>';{ionform"'~~)~ [ completed by th~ 
candidate should ask for information which will: 

.:! ,Jl) assist ill se:h'ect;.,on of candidates to be inter-, 

)} 

/j 

I ~ , 
C" !/'viewed, (2) form a basis' around which the interview 

can be built, (:U determine the applicant ~.s sui t-
o 

ability to fill job position.s or other vacancies, 

and (4) facilitate the construction of a profile of 
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the applicants and the type of jobs they are looking 

for. 

4. contacfiing the Target Group 

Methods for reaching minority applicants for 
o 

corrections jobs include: (1) use of integrated 

recruiting teams; (2) posters (when pictures are 

used they should be integ;-ated) whi'chcan be placed 
.' 

in 'churches, pool halls, taverns, recreation penters, 

and stores, and attached to stationary objects which 

large numbers of miriorities pass by, such as in 

public housing complexes; (3) contacts with f'raternal 

organizations ~}i (4) publicity on. mili tary installa-

tions; (5) 'visits to Black secondary schools, colleg.es, 

technical schools, business schools, and trade schools; 

('6) use of publio, employment agencies; (7) contacts 

with school employm~nt counselors; ,,(8) advertisements 
" in the mass media; and (9) word-of-mouth recruitment. 

II 

All, these efforts will" help make minorities aware of 

job p~portunities in corrections. 

Specific "j~~~"advertising" is desirable. Radio, 

television, and local newspapers are the most effective ' 
~ 0 

media fc:;,r reaching minorities through advertising. An 

overwhelming rnajorityofcurrent and former correctional 

employee;s listen to soui, rhythm and blues, disco­

theques, ail)d other Black cmusi~-oriented radio stations 

on a daily basis, so radio is ~roba~1y the single best 
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mass medium for advertising:fob opportunities in 

corrections. Second is television, e~pecially pro­

grams covering Black news. Local newspapers are' 

perhaps the third best medium; Black-owned papers 

should be used ~here they exist. 

Job advertising should focus on presenting 

aspects of corrections which are attractive to 

minorities, such as equal and fair job advancement, 

treatment, and promotional opportunities; job 

security; competit.ive salaries; prestige of the 

job; educational opportunities; assistance with 

finding housing accommoda'tions; fringe benefits; 

helping others to help themselves; the chance to 

make decisions; variety in job assignments, etc. 

5. Pre-Employment Orientation 

Once potential employees have been J::·eached and 

job applications have been submitted, and prior 

to the physical medical examination, personnel 

management should provide each applicant with 

concise written information highlighting the~history 

and operation of the correctional institution in 

question and its centers of operation (e.g., location 

of camps and annexes, total number of employees, B:nd' 

a description of the department in which the appl.:1-

cant \l7ould be working). In short, the applicant 

should be well-informed about how the institution 
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is run. This could include being made aware of the 

existence of "power gro 'p " f' ~" / . us, pro ess~onal ,~hilosophiesi' \' 
" ':':.,,~.', If 

of' chief of,.~icers, and hO\,l the job apPlied'':for fits .' 

into the overall sy.· stem. M ' 
ore~v~r, various aspects 

of the aJ;.>plicant' $;. "jOl:>BShOUld '£e discussed with him. 
:.> 

Additional facets of applicant's pre-orientation should 
\. -.. 

include a realistic talk" b a out working conditions, the 

working environment ,and wO,rking with inmates. If the 

applicant maintains interest in correction after the 

pre-empl,0yment orientation, he should ~e scheduled 
i' 

for medical/physica~ and mental testing. 

6. Medical/Physical Examinations 

Most correctional institutions require job 

applicants to take medical/physical examination~. 

Tn~oretically, these examinations are conducted 

to ensure placing, the applicant in a job situation 
~ . 

which will not adversely affect his health and 

i;.·' "" .,"' safety and where he can meet all physical r, demands 

of the ,job. To do this, the doctor -- when conducting 

the eXc;lmination d t k nee s 0 nowthe'l:ype of work for 

which the candidat: is" being considered. For example, 

at one time it was thought necessary to reject. a can-
. , 

didate with high blood pressure. 'However,' d . 
~n toay'S 

well~controlled correctional. institutions, such a 

person may justiriably be accepted fO~"specifickinds 
---t::::. "~ 

" of work .~., 0, 
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" Some basic physical requirements should be main-

tained, but others might best be suspended until a 

'f' II thorough review of their significance to spec~ ~c II 

~ 

" t' t d Most correctional job performance ~s ~nves ~ga e • ~ 

\ 
institutions have visual acui t y/ height i 'weight, and \ 

blood pressure requirements i: All these requirements ,\ 

tend to discriminate against some ethnic minorities. 

Visual defects, for example, are 'more prevalent among 

low socio-economic status groups~ some ethnic 

minorities are, in general, 'shorter and weigh less 

than other groups i .. and high bloodpre.ssure is' more 

prev.alent among Blacks and Southern Europeans than 

other groups. In this regard, correcti~nal'institu-

tions should consider waivers for ·some minority 

candidates who have unusual qualifications. l~aivers 

',1 
might be used regarding age, height, w~ight, visual 

acuit;,f', or other minor deviations from existing 
/ 

f 

standards. 

The scheduling of medical/p~ysical eXart\inations 

Thi.s presents a prdb'lem to some minority candidates. 

problem can be minimized and the examination made 

more convenient by o~fering it on several alternate 

dates and making it expedient and swift. Another 

alternative is t; allo\-l the applicant's physician 
;:, 

to do the examination a.t the applicant's convenience. 

-... 
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7. Testing 

Non-job-related tests should be excluded from any 

correctional employee selection process. In~~~ral, 
minorities have less formal education and less test-

taking experience than white~i therefore, the curre~t 

effects of past discrimination place minorities at a 

psychOlogical disadvantage in many tests. Moreover, 

tes'ts have been used to exclude minorities by 

scheduling them at inconvenieLt.times, conducting 

them in unfavorable tes'ting conditions, or using 

tests which are cuI turallybias~rd. 

Only job-related tests" which are based on .. an 
\", \~ 

aCC\lrate· analysis of the job should be used in the 

assessment 6f the mental suitability of the job 

candi4ate. It is suggested that any s\;tch test should 

have the f~ollowingcharacteristics: 

" 
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I Soundne,s 

1/ 

able coe~ficient of reliability: test 
be free frq1m ambiguous items, and 

min. ies shouldlhave been included in the 
norm~ng group. ' 

I 
Administrative CorJvenience 

] 
J 

Easy to give and score, and including a minimal 
practical number qf required written responses. 

Validity 

'\ ,-, 

Acceptable predictive validity and face validity 
coefficients • 

O!! 

Currently ,.some mental examina't:ions are periodically 

scheduled and administered by correctional institutions 

themselves or by the civil service. Scheduled examination 

dates are problematic for many applicants, including 

minority group members; for example, if "em~loyed, the 

applicant may hesitate to request leave time. The 

candi~late' s job might be in jeopardy if he went without 

proper .authorization, or if he did ·not. pass the .test. 

The severity of this and similar pJ:'o,b1ems faced by 
. . 

,.minority job applicants in taking ~xamirlations!on 
JI i' Ii! 

scheduled dates could be greatly d.ecreased if correc-
j 

tional inst~tutions made arr~ngements for interested 

applicants to take "walk-in, examinations" on several 

designated days f1ach month, with the daY.,of the week 

changing eacf1 month. 
.',;y . ).:~) 

The examinations could be given 

by personnel specialists who work on a 4.0-houra week 

basis~ This wou1d"'make examination-taking more 
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I:': 

cpnvenl.ent, and might '-make possible giving the 

examinations at the applicant's convenIence. 
II' 

,:;' 8. Assis~ance With' Finding Housing Accornmodati.ons 

Many correctional facilities may be located long 

distanc~,rJ from tl}¢, .. 'tes'idence" of the job ca:pdidate. 
~ -»:/7 

Correctional institutions i~terested in recruiting 

minorities must give considerable attention to 

identifying and helping minorities who are likely 

to be willing to fe·locate. The personnel specia1i~t 

should be aware 'of the characteristics'of mobile 
10 

minority group mem,bers. 

Age is believed to be an, important determinant 

of mobility. Minority group members between 20 ana 
,I " 

.30 years of age who are well-trained (i.e,., ·.with· an 

aoadei'nic, technical, or cornrnercif7l background) and 
~ 

are ne.i ther married nor lwn the·ir own homes '.are most 

likely to be willing to relocate. A competitive 

salary, jobsecuJ='ity, chances for job advancement, 

and career deyel~pment,' opportuni ties are additional 

induc.ements for 'reloc.ation. 

A human relations program staff could be assigned 

";;' the responsibility for assisting redi'li:t;s wi th fi~d:ing 
I ~q~/ 
\\housing accommodationsi'n nearby cornrnllnities. This 

II,is particu1arl;' important in small cities and in towns 
'" '" ,-i 

!~i th small minority. populations and/or housing 
" II =, 
~hortages. 
'I 
1.1 " 

'11 
:1 

o 
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9 .Placemen,t and Follow-Up 

The final stages of the selection process should 
~ .. 

be) Qharacterized by making a'very careful, detailed 

comparison bet'lleen the minority candidate's attributes 

and the job I s "person 'I specifi,cations. Moreover, as 

previously ",indicated, personnel should make sure that 

no minority candidate accepts a job without a clear 

understanding of all its conditions. Once a candidate 

has been offered a job, he should receive additional 

orientation. This~hould include a visit with his 

prospective supervis(g~, talks wi th ~elected inmates 

knowledgeable about the prison and the job, and talks 

wi th experienced 'Cemployees. The candidate should be 

given written materials on salary, overtime ... rates, 

frequency of overtime, promotion requir,ements, days 

off, ,shift changes, ieav~ procedures, payroll deduc-
\) 

tions, eX:i;;'?t-mural acti vi t:i,.es, fririg~~ benefits, 
~~~., , ,0 

retirement plan, c:eedit union, union, conditions for 
~ 

job terminations, etc. 

Both succ~,~Bsful and unsuccessful candidates 
71. d should be que$t~one on whether they felt they were, 

treated fairly during the recruitment/selection process. 

Unsuccessful candidates should be told tactfully and' 

cou~teouslywhy they were not selected. This will help o 

to improve' cporrections' image in the "minority community. 
" 

c 
After a}new minority employee has started the job, 
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follow-up activities are vitallY' ~mpor~ant. per~o~in~'i 

'<. '\ 'J!! , #~ 

management st !>uld see th,flt the "ne\'l emplo~ee .. q~;ackly 

adjusts to his job" and assure that fores\,e;b&e problems 
~ are dealt wi th in advance. The' new emploY~'r should be 
, 

visited daily at his job location for the fi:t-st few c) 
, ""'.' ~ 

days to make sure everything goes well. \ 

The entire recruitment program should aim ~o fihd 

minorities :hO will be well-matched to the job ~ which 

theY"are placed. Therefore, knowledge of ,the re~lts 
of the IImatch" is extremely important. Personnel \ 

officials cannot kn.ow their own performance, nor can 

the recruitment program be evaluated, without feedback 

based on follow-up activities. The lack of feedback 

may haye highly unfavorable consequences, if poor 

pers:o~/j,ob. matches, poor personnel actions, or an 
' c.' 

inadequate recruitment program go unnoticed for some 

t~~e. 

Supervisors of new minQrity employees should 
, ... 01 (J 

be required to keep systematic r.e~ords of the employees 
:.:\\ 

perform~nce based on the person/jpb specifications. If 
'\ 

the new e~ployee does not do well on his new job, he 
.' ., 

.. :j . ,1\1 " ':.. 

may need'to be transferred, he may need additional 

training, ~e may need counseling, or he may need to try 
{f "! 

another line of, wor~ •. 
o The point is ~hat if problems 

are detected ea,rly, corrective actions can be taken. 
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10.' Public Relations 

Correctic,,,'ls is in urgent need of a public relations 
, 

program to change its negative image in minori~y'communi-

ties. Some correctional employees, especially custodial 
''4, 

6 officers, are harrassed by their neighbors for working 

in corrections. It appears that the negative experiences 

and h~storically hostile relations~between minorities and 

the police have been generalized to corrections. 

Corrections f negative, image among minorities', can be 

improved throug!'l public relations programs utifizing 

modern technology. -, A n~.ber of entities such as oil . ., 

companies, some police departments, branches of the 

armed services, politicians, etc., have used modern 

technology to improve'their public image. Correctional 
I 

institutions should implement their ,own community re-
'.' 

lations programs. Effort should be made to enhance the 

image 'bf correptions as ,an 09cupation providing a means 

to prestige as well as eqqnomic and personal advance­

ment for minority group memb~rs. 

/; . 
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B. JmTENTION 

Information about factors associated with high employee 

x'etention rates is contained in thisli!section. Specifi'cally" 

these fa:ctors are: (1) personnel po~i?ies and practices, 
« !: 

(2) occupational lEf'\Tels, (3) career 1+add~;~., (4) o:ral tests, 
J .;._ .~ !! ;,~ ,:~ 

(5) job satisfaction, (6) management, (7) co'nbern for mi­

nority emPloyeeS:':, (8) :training for officers, (9) training 

fbr supervisors, (10) 'inter,action with inmates, (11) inmates,"' 
"., ~ .\ Vi (12) cOWlseling, (13) transportation,"(14} equal treatment, 

(15) review boards, and (16) ,federal subsidies. 

Just as, i'ecruitment, selection, and retention are opera- " 

tionally inseparable, retaining minority correc:tional per-" ., 

" sonn,el is as important as effective recruiting. The inter~· 

dt~pendency of these components indicates that retention 

strategies must be an int'egral part of a prog~am to attract 
" 

a minority employee fr6m the point at which the candidate 

becomes aware of opportunities in corrections. Strategies 

~to retain minority employees should be thoroughly integrated 

into all a,spects of recruitment and selection strategies. 

Personnel Policies and Practices 
/? 
(J. 

, I):, 

~~'" '" 
",~,C "\\ practices, and procedures. 

"jj (" ~),t".\}~ 

Fundamental changes must be made in personnel pOlici~f' 

Irrelevant requirements for 

or person,al charact~3"istics ; C ?V";ediication, work eXperience, 
j:.. " Z;' "" 

"Jf~~1 
"~" "oishou.J;d' be eliminated from promotion pol~cies I and such" ., IJ ' c''''''",,,, " '\ 

I", L\ ;. 'cl1~ " d' 
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requirements should be, based on skills and knowledges 

acquired through work ~xperiences and on-the-job training, 

wherever possible. A "hire now, train later U poli'cy is 

recommended. Above all, civil s'ervice\\':job classi~ications 

need to be re-examined to remove inflexibilities, recognize 

the special barriers facing employees from minority groups, 

and incorporate paraprofessional tasks and structures. 

Some present personnel practices should be imm~diately 
'n . ',' 

;~iscontinued or modified. Specifically, we recommend: 

(1) eliminating the arrest and/or cpp'fliction disqualification 

in favor of personalized selection; and (2) re-examining 

and revising or removing non-work-rel~ted educational or 

experieritial requirements. 

2. ?ccupational Levels 
" 

A major disincentive to apply for, accept, or continue 
c 

in a corrections job is the disproportionately" small nUmber 
''':'':::~., 

'of minority employees holding supervisory" ~\1d management 

positions. 
" ,)'-, . 

The disparity in the occupational levelS\ of mino:r."ity 
Jj 

groups members causes some job applicants to view their own 

opportunities as very limited. A large majority of minority 

correctional employees occupy low level, low stat.us, and 
" I. 

.low advancement jobs. ,One result is low retention rates. 

To reverse this situation, correctional institutions should 

place a,fair proportion of m:i.norities in positions with the 

best opportunities for advancement. 
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States should be encoura,ged to establish goals "~pr 

minority hiring and promotions that would bring the PrFopor-

tion of minprity correctional employees to the s~m,e;level 

as minority inmates o,f' the system. These goals should include 
() 

firm time frames. 

Career Ladders 
" Correctional institutions should be required to establish 

continuO\l;~ career ladders from the entry level throughh.igher 

level, jobs requiring additional skills. To establish these 

career ladders, correctional institutions need~to conduct 

functional task analyses for all levels of jobs, including 

thoEh~~ now performed by professionals, in order to define and 

'restructure jobs, identify knowledges and ski"lls needed to 

perfbrm them, and ,articulate specific qualifications" for 
:; 

employment and prq:motion e. 
:' 

Career ladq~~is should be clearly explained to all em-
. :1 " 

ployees. This WO~lld include i,~formation on available training 
o 

options, standards and requirements, procedures for filing 

~applications, and persons applying standards. 

,·4. Oral Tests 

Oral:' tests for promotion should be eliminated lr:r~ favor 
o ,~ 

of mUltitfle personalized interview procedures that would. 

allow for evaluation oLinterpersonal skills and group inter-
" '::;;-~\".. ' t d d' d action strengths and be' used w~th cons~stent, s an ar ~ze 

" 

rating forms • o 

;() 
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Oral examinations used in judging an employee's suit­

ability f.or promotions are subject to the interviewer's per­

sonal preferences, stereotypes, prej udices, and biases • .. Oral . 

examinat,ions were believed unfair to Blacks by a larger number 

of respondents than any other aspect of promotion e~aminations. 

Considering these factors, the ~se of oral examinations 

should be discontinued until better safeguards are devised to 
fJ 

prevent extraneous~factor~ from , entering the decision-making 
" 

process of the interviewer. Standardized questions and the 

use of rating forms may be one way to protect the obj~ctivity 

and fairness of the process. 

5. Job Satisfaction 

Career-oriented minority correctional employees have 

highe:'r job satisfactiol'l scor~s tha~ non-career-oriented em­

ployees. To increase the proportion of career-oriented mi-' 

norities is to increase retention rates. Being given an ":::;'. 

opportunity to become "involved" in the job should convert a 

significant number of non-career-oriented employees into 
~'\ 

~. career-oriented e~ployees. 

One t~chnique which can be used to accomp~ish this ob­

jective i.:~ to modify presentadmini.strative policies and 

practices such as job assignments. A modificatiQn aimed· at 
.:,~ 

shii't rotation, jpb rotation, etc., should greatly improve 
v 0 

job satisfaction and -retention. 
Ii 
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6. Management 
(' '--"'.: 

Mi'norities should share in r,naking decisions:that affect 

t.heir work live~\.Par'~icipative management is an approach 
'" 

which would not only permit minorities to participate i{l de- " 

cision-making but also establish a positive relationship 

between personal goals and organizational goals, which will 

contribute, to high rates to'employee retention. Unless the 

minority employee can identify with the mission of a correc­

tional institution, he Will probably not have a sense of pride 

in and commitment to the institution's ultimate product __ a 

rehabilitated inmate. Until steps are taken to actualize 

these factors, turnover li,ates"will remain high. 

~he para-military organizational structure. of almost all 

correctional, institutions and its concepts of chain of command 

and strict obedience "to orders are a major reason for low 

retention. This management organiza.tioncU structure does not 

mesh well with the life styles of Black correctional personnel; 

the ideas of dominance and subordl.' nance t' 1 are par l.CU arlyun-
" attractive to many Blacks. This situation is not readily 

-' '~ 

chang~'t.' but sho~l~ be recognized. 
(r /~ ~? 0 

7 .l·'/,Cbncern fOF Minority Employees 
; 'J 

An overwheiming percentage of minority correctional 

employees feel management is mo't'e interested in the welfa~~ 

and haPl?iness, and improving the working conditions, of white 

workers tha~i' ,pf Black 'J.0rker~. 0 ~inority employees must be 
\~., 
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reassured through action that prison administrators are 

equally concerned with both Black and white employees. Equal 

working environment, promotions, hiring, fringe benefits, 
i:' 

and opportunities for education and training would se.rve as 

convincing ~roof of the administr~tion's sincerity. 

B. Training for Officers 

Skill training for minority correctional personnel~ both 

classroom and on-the-job, should be extended. Such training 

should emphasize "generalis·i:." skills, and it should·be de­

signed not only to improve the performance of minority per­

sonnel in their current jobs but also to equip them to perform 

at the next higher level. 

Some correctional facilities provide new hire$ with 

training, but some do n.ot. A mandatory traird,ng' program for 

new employees might include skills 'and methods of supervising 

inmates in a variety of situations:: (e.g., housing units, 

!chapel" entertainment, athletic contests, meals, baths, 

clothing exchange, recrea).ion, work, etc.), handling emergen­

.cies, security techniques, equ:lpment maintenance, transporting 

inmates, escorting visitors, human relations, etc. Compe-

tence in executing required job rasks is positively asso.ciated 

with job retention, so training should have a "positive e.ffect 

on retention rates. 

9.· Training for Supervisors 
o 

Seminars and training sessions for supervisory personnel 
....... -
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should be hel,d periodically. A survey of non-supervisory 

personnel to suggest areas in which they think supervisors 

need, improvement could be one basis fo:z; selecting specific 

topics to be covered with self-assessments by supervisors 

providing an additional input. TOpics that might be selected 

include principles and techniques of supervision and/or 

management, human relations, background information on cul­

tural differences, job performance appraisal, job enla+"gement, 

job purification, etc •. 

The decision to ~~sign persons to supervise minorities 

should be based on such factors as past performance,a.bility 

to relate, and general awareness/knowledge of minoritie~, 

and such considerations should be factors considered in placing 

minority new hires. Moreover, the, fit between the supervisor's 

and the new hire's abilities and preferences is perhaps more 

important than the supervisor's demographic characteristics • 

10. Interaction with Inmates 

Supervisor1; want the interaction between inmates and 
~)i 

·correctional officers to be formal. In most caSes, formal 

interaction is not only contrary to the life style of the 

correctional ~:~ficer, but also contrary to his perceptions 

of his role in the rehabiiitative process. The frequency 

of interaction between dfficer and inmate does not readily 

lend itself to a formalized structure. 
.j';' -:'\, 

::- ~ 

Officef~P are 0f.t.e~ di~ciplined ari'd, ii sq~~ cases, fi~ed 

because of a non-fOrmalized style of interacting with inmates:"'-.,,,, 
'\1 
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Policies governing the relationship between inmates and 

correctional officers should be carefully revi~wed and modi­

fications made based upon objective ;ather than impressionistic 

data. 

11. Uniforms 

In correctional institutions where correctional officers 

are required to wear uniforms, the social stigma of,repre­

senting a repressive aspect (i.e., the police) is a serious 

problem for some Black officers. They feel they ~e forced 

to act as policemen. As a result, they are often pejoratively 

referred to as "guards" or are not held in h;gh esteem" by 

peers ~nd community because of their association with 

corrections. 

Corrections should either make the ~l?earing of· uniforms 

optional, or provide empirical data on the.;i.r beneficial 

effects. 

12. Counseling 
'\ 

D '\ ., 

A central career counseling service for ~Qtential and 
\ ' 

'present minorit.y correctional personnel should 0.\; establi~hed. 

Its goal should be to help minority and whitecorl~ctional 
\ personn'el develop and carry out both short- and long;:-range 

plans for advancement. 'i\ 
" 
'~<" 

Counseling should also be provided to employees with":0ob 
~;::;. ",,~~~ 

problems. Such employees should be given a clear understand:L'ng "', 

\ 
"-

" 
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of the conditions under ',which they may be te'I'minated. This 

assumes that indepth counseling, additional training, or 
o 

transfers have been considered., 

.13. Transportation 

Travel distance and d-istancefrom public information 

are negatively related to minority employee. retention rates. 
c' 

Programs to assist minorities w~th finding housing accommo­

dations in nearby communities, ,a'nd a ,decision by state offi­

cials to build, new corr.ectio~ sb~uctures in areas that are 

easily accessible by public transportation will increase 

'retention rates. Achievement of these two objectives shoul(l. 

have a positive effect" on retention rates among min.orities. 

~ Correctional facilities might also consider providing vans 

~ or buses or helping to arrange car pools as intervie\'1 

measures. 

14. Equal Tre,atment 

The callous and unconcerned manner in ~hich':s,pme per-
!}. ., . 

sonnel employees i.nteract with minority applicants', and the 

non-~ssurance that employees ~f all races will be judged 
.::::" (0 

to enter and remain in corrections. 

negative ef.fects on minority can-

didates and employees, and must be removed if inc'reased ' 

retentfon rates are desired. 
II, 

15. Review .Boards 

'\ 
II 

\ 
\ 

.~ 

'\ '\ 
A procedure ~'for obJ'ecti ve;Ly reviewing all disciplinary 

'\ 
'\'. 
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or punitive actions taken against employees should be 

established. ~A signifi,cant number of correctional officers, 

non-correctional officers, and ex-employees complained of 

unju~t" arbi,trary, and sometimes contrived actions taken 

agf,linst them. An interracial review board should be' organized 
''C 

'\r,: 
and empower~d to sustain, reverse or modify personnel actions 

. 
taken against minorities and other employees. 

The appeals process now used in correctional institutions 

does not appear to be functioning effecti vel,Y. Minori ties 

find it extremely diff~cult to obtain a hearing before a 

warden, superintendent, or other official. As a result, they 

are apparently quite o'fte#"l' fired w; thout due process. A 

consistent and open appeals process isa critic~l-·n~.ed . .D~ 
/~~~'\~ 

Correctional institutions shC??ld hold bi-~~nua~'coJ~r-. 
I , 

ences with minorities to revie,\:~ the status of equal employment 

programs. All components ,of equal employment programs should 

be critically assessed and d~cisions' "made to cont.inue, ter\, 

minate, or modify every individual program facet. 

'16. Federal Subsidies 

The Federal government should subsidiz~ salaries over 

a limited period of years, and in diminishing amounts, to 

bring correctional salaries to a +evel of parity with those 
o 

of otner public servants such as firemen and police officers. 
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