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ABSTRACT

Pl anni ng and Evaluating Prison and Jail _Staffing has three
maj or purposes. The first is to 1dentify nethods of analysis and
evaluation of staffing levels. These include task analysis,
notion and time study, productivity auditing, out cone anal ysi s

process anal ysis, and conparative analysis. A specific nmethod is

present ed, called the Miultiple Methods Approach because severa
staff eval uation techni ques are independently applied. The report
provi des i nstructions. and necessary forms so t hat an

institutional manager may apply this approach. The second purpose
is to describe alternative nethods of organizational structure
and shift or roster nmanagement for prisons and jails. Concepts
presented include traditional, project, and nmatrix organizationa

structures, unit managenent, as well as specific approaches to
staffing housing units. The third purpose is to document current
staff levels of twenty institutions representing jails and
prisons which are both new and ol d, and large and small. The
staffing patterns are presented and conmpared within the follow ng
categories: adm ni stration, busi ness managenent , support
operations, programs and services, nedical and treatnment, contro

poi nt s, perimeter security, unit supervision, internal activity
and yard, and external positions. In addition, summary tables are
presented illustrating rates of enploynent per hundred prisoners
from several other studies, including a survey of 162 prisons.

The nonograph is divided into two volunmes. The first contains all

of the material except for the specific staffing patterns
t hensel ves. These have been placed in the second vol une.
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CHARTER ONE
I NTRODUCTI ON

A. | NTRCDUCTI ON

The nost inportant and npbst expensive resource in a prison
or Hail is its staff. Over one-half of an institutional budget
usually is spent for enployee salaries and benefits. Thus, a
proper staffing pattern is a necessary condition for the
achi evemrent of nost other institutional obj ecti ves, and the
evaluation of staff deployment is the best approach to achieving
cost savings or productivity inprovements. The goal of this
manual is to assist managers in the devel opnent and eval uation of
prison and jail staffing patterns. The material in this nanua
should aid managers as they grapple with the basic but difficult
questions of "How many staff nenbers are needed?", or"What is the
best way to organize the workforce?", or "How can we tell if our
staffing pattern is effective?”

Volume | discusses nethods for determining proper staff
| evel s and organi zati onal structures, and presents information
based upon staffing patterns currently in use. For this project,
information on staffing was obtained from twenty jails and

prisons, as well as fromreports devel oped in previous projects
by other organizations. Summaries of the staffing patterns are
presented in Volume I, and specific and detailed descriptions are

presented in Volune I1.

Chapter Two reviews nethods of determning the appropriate
nunbers of enployees to devote to a task. Methods such as task
analysis and conparison are described with reference to specific
exanples. After reading the chapter, the reader should understand
t he nmet hods and procedures used for relatively sinpl e
eval uati ons, and should be equipped to nmake better decisions
concerning nmore difficult problenms of staffing.

Chapter Three reviews the organization of workers. Discussed
are nmethods of organizing the workforce, both in terns of
hi erarchical structure, or chain of command, as well as in terns
orl shifts so that the proper |evels of enployees are on duty at
a tines.

Chapter Four reviews the staffing information from the
institutions included in the project, according to specific
functional categories such as admnistration, unit supervision,
or control points. This allows for an exam nation of factors
which are uniquely inportant to specific areas of institutiona
operation. Special attention is placed upon Unit Supervision
staffing or staffing for housing units, because housing areas use
bet ween one-fifth to one-third of all positions in prisons.

Chapter Five provides a step-by-step exanple of a staffing
anal ysi s, and includes specific forms and procedures to enable a
manager to conplete such an anal ysis.



Questions about staffing |levels, as discussed in the nmanual
general ly occur during the planning of new facilities or
programs, during budget proposal or justification processes, or
during the ongoing admnistration of a budget when cuts or
real l ocations nust be made. At such tines, managers nust justify
level s of staffing, or suffer cutbacks in funding, or fail to
receive even initial funding for a new project. This nonograph is
designed to assist nmanagers as they face difficult budget
situations and a variety of other staff managenent conditions.
Thus, i ndi vi dual s my use the nonograph in different ways
dependi ng upon their situation. The followi ng are some suggested
ways for applying the naterial

A deputy warden, personnel manager, or security chief mght
use it as a guide to evaluating the need for a change in the
level of staffing in a particular program In this case the
eval uation nmnethods described in Chapters Two and Five woul d
be particularly relevent.

The planner or admnistrative assistant who is developing a
new program or institution mght refer to Chapter Three on
the organization of staff, and to the specific staffing
patterns presented in Volume I1. If the level of planning
were very specific, to the point of defining specific
nunbers of positions, t he nethodol ogy in Chapter Five would
be inportant.

A trainer conducting a training session for mddle nanagers
m ght use the entire nonograph as a resource for exanples
and content rmaterial. A program nanager requesting
addi ti onal staff for a new or existing project mght be
requested by the Warden to conduct an evaluation process
such as that in Chapter Five to justify this budget request.

Over the |ast several decades, correctional managers have
been challenged in various ways. In the 1960's, enphasis was
pl aced wupon the devel opnent of prograns and services to fulfil
the goals of resocialization or rehabilitation. In the 1970's,

t he problens of rapid population growh called for rapid
expansi on of correctional systenms. In the 1980's, it appears that

productivity inprovenent may be the challenge. Budget cuts,
external ly inposed standards, and the aspirations of correctiona
professionals to inprove services wll call for the careful
examination of institutional operations. Since it is unlikely
that large infusions of new funds will cone fro many externa
sour ces, administrators will be required to find resources from
Wi t hin.

BACKGROUND

The complexity of a prison staffing pattern and the
difficulty of effective staff managenent generally escapes those
outside of corrections. The citizen or legislator not yet exposed
to prison managenent nay view a correctional institution as if it
operated for one shift, like a bank or a store, and as if its



only task were confinenent security. There are several aspects of
a correctional institution staffing pattern which nmake it both
unlike these free-world institutions and very difficult to
manage.

First, a correctional institution nust support the conplete
spectrum of the activities of a small city. There are systens for
food service, utilities, nedical care, |aw enforcement, industry,
and nost other aspects of life in the free world. Each of these
responsibilities nust be inplenented by the staff in such a
that the institution functions as a whole. As a result, ?ﬁ%
positions and shift patterns of many different industries and
professions nust be integrated. It is difficult to manage a
rest aurant, or a nedical clinic, or a factory, or a counseling
service. The challenge of a correctional institution staffing
pattern is to develop a capacity to provide all of these services
as parts of one organization.

Second, a correctional institution nust operate on a
continuous basis. Many posts and positions nust be staffed around
t he cl ock. In an insurance conpany, for exanple, an enployee is
hired to do a particular job. If he or she nust mss work one
day, the workload usually is deferred until the enployee returns.
In a correctional institution, if a correctional officer nust
m ss work, because of illness, training obligations, unauthorized

absence, or other factors, the post generally nust be filled, or
an active adjustnent nust be nmade in sone other officer's duties.
The task of supervising prisoners cannot be deferred until the
officer returns. In order to provide for continuous operation of
these types of activities, the shift cycles and patterns of a
correctional institution nust be conplex.

Third, the population of a prison presents obvious unique
chal enges. Wile the staff of a prison is providing supervision
and basic services, the prison population has a continuous
opportunity to plan dangerous and ingenious activities such as
escapes, di sruptions, covert organizations, and acqui sition of
cont r aband. In response, the staffing pattern of a prison nust
work consistently and thoroughly, and nust successfully integrate
security functions wth wmany other skilled activities and
professions. As a result, there is |less opportunity for infornma
and spont aneous approaches to work problenms. The shift patterns
of the food service staff nust be coordinated with those of the
i ndustry, education, nmedical, security, and admnistrative staff.
In the free world, a restaurant staff would not have to consider
such factors.

Final ly, the enployees of a correctional institution are
held to a relatively high standard of performance because of the
inherent danger to thenselves and to the public should errors
occur allowing an escape or major incident. Further standards are
imposed externally by the courts, i nspection agenci es, and
accreditation processes. As a result, regardless of the nunber of
enpl oyees or the size of budget avail abl e, a prison staffing
pattern nust be stretched, conpr essed, extended, and creatively



managed to acconplish the basic responsibilitiesof a prison. This
requirement is perhaps the greatest challenge in devel oping,
eval uati ng, and managing a prison staffing pattern, and perhaps
the greatest challenge of correctional adm nistration in general.



CHAPTER TWO
DETERM NI NG AND EVALUATI NG STAFF REQUI REMENTS

A. GENERAL PRI NCI PLES

The nost basic issue in developing a new staffing pattern,
or in evaluating an existing one, is the determ nation of whether

a post or position is needed at all. Coverage factors, shift
cycles and patterns, and organi zati onal structures all are
inportant final determinants of the total I|evel of staf f
required. However , the first and nost inportant determnant is

the level of need for a post or position in the first place.

The purpose of this chapter is to present sonme of the basic
approaches to such an evaluation. The chapter is conceptual
establishing the nethodoligical and theoretical foundations for
the step-by-step approach presented in Chapter Five.

There are several inportant concepts which structure the
process of det er m ni ng basi c needs: | ocal vari ation,
productivity, and di mnishing returns. Each of these factors
i nfluences the ultimate determ nation of the appropriate |evel of
enpl oyees for a given function.

Local variation: It is inportant to recognize that there
are no sinple and final answers. Each prison and prison system
operates under procedures which vary greatly. As a result,
institutions which appear to be simlar can have nmarkedly
contrasting populations and functions. Terns which have apparent
uniformty of definition, such as "nmedi um security", "int ake
process", “cel l house shakedown", or "classification hearing",
general ly describe processes which vary from system to system and
prison to prison. For exanple, a shakedown, or search for
contraband, in a cellhouse can include the inspection of all
cells on a frequent basis, or a few cells on a random basis. The
inspection itself can involve a brief exam nation of the cell by

one officer, or an intensive itemby-item search, conplicated by
the presence of the prisoner exercising numerous procedural
rights. Therefore, the determination of a proper staffing |eve

of an institution generally has to respond at sone point to the
actual workload requirenents of the institution, based upon the
responsibilities and mssion of the institution

Productivity: This is a term which has been used frequently

during recent years, but often is not wused with precise
definition. According to Wbster's dictionary, it refers to "the
quality or state of yielding or furnishing results". As a
managenment concept, productivity refers to the relation between
"inputs", or resources such as tine, supplies, or noney, and
“out puts”, such as products, or work tasks conpl et ed.

Productivity inprovenent occurs when inputs into a work process
are reduced, or the outputs of the process are increased.

General ly, productivity is neasured by dividing outputs by
inputs. A sinple exanple from a correctional institution involves



automation of sone gates which were previously operated manually.

Prior to the consolidation, six gates mght be operated by six
officers at any one time. The productivity index would be SIX
di vided by six, or one. After consolidation and automation of the
gates, the six gates could be operated by three officers. The new
index would be six divided by three, or two. This is a 100%
increase in productivity. The are many actual exanples of

productivity inprovenents throughout the field of corrections
today. The following is a list of some common approaches to
productivity inprovenent:

Introduction of conputer technology to prison record
systems ;

Repl acement of nmany small surveillance towers with one or
two high, advanced design towers: or even the elimnation of
towers al together;

Aut omat i on, substituting nmachines for [|abor, i ncl udi ng
sensi ng devi ces;

Negotiation of inproved work practices through collective
bargaining, elimnating inefficient procedures in return for
enpl oyee benefits:

Rel ocation of enployees and prisoners adjacent to one
another through unit management and advanced prison design
concepts, reducing wasted tinme noving prisoners from one
| ocation to another:

Training enployees to acconplish work tasks with a |ower
| evel of error, so that the nunber of correctly conpleted
tasks per enployee is increased,

Review and evaluation of outdated forns and procedures to
el imnate unnecessary or duplicative work tasks.

General |y, t here are three types of approaches to
productivity improvenent. The first is to sinply increase
workl oad levels wthout hiring additional staff or 1ncreasing
suppl y budgets. Up to a point, this can result in productivity
i nprovenents, especially if many inefficient or unnecessary
practices exist prior to the workload increase. This occurred
nationally when the nmssive popul ation increases occurred in the
latter half of the 1970's. The problem with this approach is that

enpl oyees can becone overworked and quit their jobs, or lose
norale and do poor quality work. Thus, genui ne  productivity
i nproverents do not always occur. Oten, work standards are

sinmply reduced, so that a classification interview, for exanple,
becomes a brief and nechanical conversation, or the physical
structure of a facility becones overused.

A better type of productivity inprovenent is to evaluate or
reorgani ze work tasks, so that enployees can conplete them nore
efficiently. As the goals, pr ocedur es, and tasks of an
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institution change over tine, met hods nust be continually
evaluated to reduce duplicative or unnecessary tasks. In a prison
which has operated in a stable and traditional manner for a
relatively long tine, many such procedures or traditions wll

exi st . Institutions subject to rapid change in recent years wl
also have many such procedures, usual ly the result of new
procedures duplicating older ones to sone extent. Productivity

improvenents resulting fromthis type of streamlining process
tend to inprove the quality of work production and the noral e of
enpl oyees.

Another type of productivity inprovenent results from the
introduction of new technology into work processes. Sinpl e
exanples include the substitution of self-correcting electric
typewiters for manual ones, or word processors for typewiters.
More conplex and expensive exanples include the wuse of new
devices such as conputers in record processing, or the use of

el ectronic novenent sensing devices, or inproved comunication
systens. Finally, many new facilities incorporate materials which
increase visibility, reduce mai ntenance costs, require | ower

| evel s of staffing, or reduce energy consunption.

A final and inportant note about productivity is that it
must not becone an end in itself. The history of corrections is
littered wth exanples of institutions or prograns Wwhich were
planned with the reduction of operating costs as the primary
obj ecti ve. Exanpl es include the fanpbus panopticon cellhouses at
the 1llinois State Penitentiary at Stateville, designed in a
circular fashion to permt one officer to observe hundreds of
cells at once, but w thout any capacity to respond to what he
sees. Oher exanples include the original plans for many prison
farms, characterized by wunrealistically low staffing |evels, and
goals of self-sufficiency. Productivity involves doing what
needs to be done, but doing it in an efficient manner
Productivity is not an excuse for not doing inportant and
necessary tasks.

Dimnishing returns: Many correctional adm nistrators have
come to realize that the addition of enployees to solve a problem
sonetines can create nore problens than it solves. There are
several reasons for this.

First, the addition of enployees creates unanticipated
increases in workloads throughout an institution and a system
Most of the increases occur in five categories: training,

personnel  managenent, fiscal rmanagenent, supervi si on, and
bui | di ng mai ntenance and devel opnent. In a typical architectura
firm law firm or consulting firm for each day of direct

service to a client by an enployee, there are additional expenses
general ly equal to one or tw days salary of the enployee,
associated with adm nistrative overhead, provi sion of space, and
her requirements. Wile a prison can operate nore efficiently
than this because of the relative stability of its workload, t he
process of sinply adding enployees can have subst anti al
unantici pated effects.



Second, an increase in the nunber of enployees working on a
given problem or in a defined area, increases the potential for
i nterpersonal and communication problens geonetrically. If five
people work on a problem there are thirteen separate one-to-one
rel ati onships which nust be reasonably satisfactory. There has
to be general agreenment as to the role or jobs of each person,

antagoni sns nust be snoothed over, and agreement has to be
achi eved sonetinmes when disputes arise. If that staff s
increased to ten, and therefore doubled, the nunber of
rel ationships is increased to over 40, which practically triples
potenti al interpersonal problenms. To the extent that an
or gani zati on has i nternal staff i nfighting, and nost
organi zations have sonme of this, increasing the staff wll

greatly increase the problens.

Third, if the nature of the work to be done is general, such
as the supervision of a cell house, as opposed to pieceneal, such

as sorting nail, an additional factor nust be considered. A
series of fixed increment additions to resources achi eves
successively lower levels of relative inprovement in resource
i nput s, when inprovenent is neasured as a percent of the
resources of the previous period. Consi der, for exanple, a
cell house of 100 prisoners, and a day-shift staff of four
of ficers. This is a ratio of one officer for every twenty-five
prisoners. If the nunmber of officers is increased by four, t he
ratio is reduced to 1:12.5. A 100% increase in staff yielded a
50% reduction in the ratio. Assune that this lead to a
satisfactory inprovenent in staff and prisoner norale, and in

basic conditions; so that the |egislature decides to increase the
staff by four again. This tine, this is a 50% increase in staff
even though the absolute increase in enployees and related staff
is the sane as before. The reduction in the ratio of officers to
prisoners is reduced by 34% rather than 50% \Wen one also
considers that the potential for interpersonal conflict has been
increased by alnost about 1100% over two vyears (from 6
rel ati onships to 661), it is conceivable that the institutiona
staff may have begun to wonder why the 200% i ncrease in staff has
no}lhyielded a 200% i nprovenent in day to day operations of the
cel I house.

B. METHODS OF STAFFI NG PATTERN ANALYSI S

The determination of appropriate staffing |evels has been a
central concern of managers since |long before the devel opnent of
the production line. There are several basic approaches which
have been enployed and tested for many years, nost often in the
private sector. These approaches have also been enployed w thin
the field of corrections, al t hough not so universally. Each of
t hese methods will be reviewed along wth exanples from
correctional institutions.

1. Task Analysis

Task analysis is a relatively sinple and direct nethod to



determne the appropriate level of staff for any stable and
repetitious work activity. It is conmmonly enployed in civi
service systens to identify the type and nunmber of enployees
required for a given function in an agency or unit.

The process of task analysis begins with the identification
and nmeasurenment of the work to be done. The task auditor
anal yses the job, breaking it down into its conponent parts. For
exanpl e, a records clerk may have to retrieve files, file files,
and place mterial in files. Each of these tasks occurs at a
certain rate on a typical day, perhaps 200 retrievals, 200
filings, and 400 placenments of materials into files. This defines
in a quantified manner the work to be done. Next, the task
audi tor conducts an observation of the performance of one or nore
clerks in the performance of this work. The auditor determ nes
t hrough repeated neasures of tasks, the typical anmount of tine
required to conpl ete each task, and also the ampunt of tine

devoted to other activities, such as rest, personal activities,
conversations wth supervisors or other enployees, and other
activities. Final |y, the auditor multiplies the nunber of each

type of task to be done by the typical time periods required to
conplete them and adds an appropriate amount of tine for other
activities. In the above exanple, filings and retrievals m ght
take two m nutes each, and placenents mght take three m nutes.
Thus, the total tinme per day for direct tasks would be 2000
mnutes, or 33.3 hours. The auditor mght have found that a
typical records clerk spent 40 minutes per hour on these tasks,
and, based upon several recomendati ons, could spend 50 m nutes
per hour, a total of 40 enployee-hours per day are required. On
this basis, five file clerks would be needed. A nore conplex
study would include an analysis of peak tine periods, as well a
supervision requirenents and shift pattern alternatives

A task analysis is a sinple and logical approach to a
workl oad which is stable and which consists of a series of
repeat ed tasks. It has two basic flaws, however. First, it does
not work well for nore generalized tasks, a type which frequently
occur in prisons. For exanple, a correctional officer in a tower
could theoretically be able to observe a certain distance, and
over a certain scope of area. The typical tower may not fully use
this capacity, due to design features of an institution or other
factors. A task analysis <could not propose nmany practica
solutions to this problem Another exanple is a team of officers
supervising a dining area. Certain tasks <could be neasured
di scretely, but the nobst inportant aspect of the job of those
of ficers, deterring incidents and disturbances, cannot be
measured in the sane manner as filing a file. The irony is that,
to the extent that the need for the officers can be neasured,
sucg(?s in the nunbers of incidents, nore officers are probably
needed.

Nevert hel ess, task analysis can determne relative |evels of
post efficiency. Assume, for exanple, that a post nust be open 16
hours per day. A post efficiency rating of 50% would nean that
half of the tine that the post was open the officer had a task to



conpl ete which was described in the post orders. The other half
of the tine the officer was waiting, or sinply observing areas in
a general way. In such a circunstance, additional duties could be
assigned to that post without requiring additional officers or
reducing the availability of the post in emergencies.

The second problem wth task analysis 1is that t he
nmet hodol ogy tends to underestimate the anount of staff required
to do a job. It tends to assune that optimal |evels of worker
performance can be generali zed, and this is not typically the
case. Measures are sonetinmes optimstic because the worker, when
audi t ed, attenpts to nmake a favorable inpression on the auditor.
Also, to the extent that the worker controls the pace of the
wor K, optimstic proposals to reduce non-task activities tend to
not succeed.

The following is an exanple of a task analysis conducted
within a correctional agency. It illustrates sone of the steps
involved in the process. There is also another exanple in Chapter
Five which uses fornms designed for use by a correctional manager
in a prison or jail setting.

The Okl ahoma Departnent of Corrections conducted a task
anal ysis based evaluation of the accounting and restitution units

at the admnistrative offices. (Joanie Callison & Gary Parsons:
Accounting and Restitution Evaluation (Cklahoma Departnent of
Corrections, &l ahoma Gity, 1978). The accounting unit was

responsible for pre-auditing all vouchers and clains from all
units within the entire departnent prior to forwarding them to

the State Budget Ofice and Treasury for paynent. It was also
responsible for the coordination of budget devel opnent, t he
conduct of internal audits wthin the Departnent, and the
bookeepi ng for the central adm ni strative of fices. The

Restitution uni t was responsible for the processing of
restitution and probation fee paynents from probationers across
the state. Such paynents are nmade by nmil.

The nethodology of the project included the follow ng:
1)flow charting of the major work flows, 2)calculation of volunes
of workload for mjor activities, 3) daily activity audits on
enpl oyees within the wunit, and 4) calculation of a job
descriptive index for each enployee, which includes neasures of
satisfaction with the work.

The task analysis of the Restitution wunit provides an
exanmpl e of the process. The overall work of the unit was defined
through flow charting, yielding a list of the tasks which, taken
as a whole, constitute the workload of the unit. The frequency of
these tasks was calculated over a representative tinme period, and
the workload for a representative week was determ ned. Then, by
conducting daily activity audits on the enployees in the unit
and by timng the anount of tine needed to conplete tasks, an
al l onance of tine per task was identified. The following is a
summary of the workload of the unit.

10



TABLE 11-1: RESTI TUTI ON WORKLOAD SUMVARY

TASK NUVBER M NUTES TOTAL
receipts 752 1 752
post | edgers 805 1 805
treasury deposits 11 60 660
paynent checks 155 2 310
paynent letters 5 5 25
default letters 37 1 37
new accounts 63 2 126
restitution accts 5 40 200
rest. defaults 165 5 825
phone calls 170 4 510
| og checks 155 2 310
sorting & filing 1260
TOTAL 5820
TOTAL HOURS 97
In this unit, seven persons were enployed to conplete

approxi mately 97 hours per week of work, and yet there was a
substantial backlog of work in the unit and additional staff had
been request ed. In fact, wthin the last twelve nonths, severa

enpl oyees had been authorized to achieve the staff of seven, but
production had not increased. Through the analysis of workflow
and the job description indices, the project team identified
supervision and task organization as the mmjor reasons for the
lack of production. Responsibility for tasks was not clearly
assigned, and the work process was not organized efficiently. For
exanpl e, there was little specialization of functions, so that
high level enployees were sorting nail, and clerk typists
performed an anount of typing which was not greater than that
perfornmed by higher |evel enployees.

The audit recommended that the staff in the unit be reduced
by oOne, from seven to siXx, and that the remining staff be
ofganized into two teams of an account clerk and a typist, Wwth
both teanms supervised by an accountant who would al so supervise a
typist clerk. The overall supervisor for both units was also
repl aced.

Once this reorgani zati on was conpl et ed, the backlog wthin
the wunit was relieved, and the six enployees absorbed a rapidly
i ncreasi ng workload thereafter.

This task analysis provides an exanple of the type of work
situation for which task analysis 1is appropriate. Wor k|
consists of a quantifiable and repetitive series of tasks,
permtting the reasonably precise determnation of staff needed
It should be noted, however, that even though the analysis showed
that there were 97 hours of work to be done per week, which
coul d presumably be acconplished by 2.5 enployees, si x enpl oyees
were authorized. This was done for several reasons. First,
vacations, sick leave, training, and other types of |eave nust be
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considered. As wll be illustrated in the next chapter, this
generally results in a reduction in actual work production per
enpl oyee by about 20 to 30 percent. Thus, 3.0 to 3.5 enpl oyees
woul d actually be needed to generate 2.5 enployees on duty on any
gi ven day. Second, as was di scussed above, task analysis as a
process tends to underestinmate the tinme necessary to conplete
work, because of unpredictable factors. Third, a supervisor was
required, and a span of control of five is appropriate for this
type of work. Also, the workload was projected to increase
rapidly because the program was popular with the judges and
district attorneys.

In Chapter Five, a specific process will be illustrated
whi ch builds upon this exanple.

2. MOTION AND TI ME STUDY

Motion and tinme study (M&TS) is a nore refined version of task
anal ysi s. Some aut hors, in fact, consider task analysis to be a
short and sinplistic version of notion and tinme study. There are
several good books on M&TS:

Marvin E. Mundel , Motion and Tine Study: |nproving
Productivity, (Englewood diffs,NJ, Prentice-Hall,

Ral ph M Bar nes, Mtion and Tinme Study, (New York, WIey,
1966) .

Bar nes defines MI&S as foll ows:

Mtion and tinme study is the systematic study of work
systens with the purposes of (1) developing the preferred
system and nethod--usually the one with the |owest cost: (2)
standardizing this system and net hod; (3) determning the
time required by a qualified and properly trained person
working at a normal pace to do a specific task or operation

and (4) assisting in training the worker in the preferred
nmet hod. (Pg. 4)

MI&S evolved historically from the "Scientific Managenent"
novement which existed around the turn of the century. The effort

focused primarily on nmanufacturing processes, attenpting to
evolve the nost efficient production methods for industries. In
Barnes  book, very detailed instructions are provided for

devel opi ng efficient procedures, including the follow ng:

Methods to arrange production lines and work areas so as to
reduce novenent to a m ni mum

Met hods to analyse human and machine operations so as to
reduce inefficient effort, i ncluding an extensive analysis,
as an exanple, of the proper nethod of using a floor nop

Met hods of studying notions, including filmng of processes
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Principles for notion econony as related to the use of the
human body, such as approaches to using both hands at once
on a task.

Met hods to timng processes, and for devel oping appropriate
time allowances for the steps in a task

Sources of predeterm ned tinme-notion data.

It should be apparent that MI&S is a highly devel oped
technology. It requires trained personnel to conduct studies, and
therefore can be tine consuming and expensive. Such a highly
refined effort is beneficial when a limted nunber of tasks are
to be continually enployed in a work process, especially when
expensive nachinery is to be devel oped and purchased. Wen tasks
change often, or then a job consists of many different tasks,
then the effort of MI&S nmay not pay off.

In corrections, there are few jobs which involve the
repetitive conpletion of a few limted tasks. Generally, t hese
can be found in two general areas: control stations which operate
gates, conmmuni cation systens, or observe surveillance equipnent,
or in support functions such as accounting offices or prison
industries. As a rough guide, the admnistrator mght |ook for
jobs which are limted to about ten specific tasks which are
conpleted each at least ten times per hour. Thus, an officer
operating several gates might neet this guide, while an officer
conducting a cellhouse inspection mght not.

3. PRODUCTIVITY AUDI Tl NG

Productivity auditing is much like task analysis. It differs
in two respects. First, the unit of analysis is the productivity
index, which is a broader and nore flexible neasure of the
resources required to conplete a task including non- | abor
resour ces, allowing conparisons between alternative approaches,
i ncluding automation. Second, it attenpts to achieve inprovenents
in productivity, whereas the nethodol ogy of task analysis nust be
"stretched" by a creative auditor to acconplish this.

A productivity audit of the record system used above as an
exanple would start with the neasurenent and calculation of a
nunber of indices, such as the nunbers of various types of file
transacti ons conpl eted per day, per haps transl ating t he
transactions into a tinme unit or point system For exanpl e, t he
filings mght be worth two points each, and the placenments of
records into files three points each. On a typical day, the unit
woul d do 2000 points of work, or 400 points per enployee. Non-
task time would constitute 2.66 hours per day per enployee, or
the productivity audit would have covered nmuch the sane area.

The productivity audit would conti nue, however, by
devel oping additional measures which would incorporate operating
expenses and non-labor resources. Then, it would explore a

variety of methods to inprove productivity, including automation
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Thus, the main difference between the productivity audit (PA)
and the task analysis (TA) is that the TA asks "How many
enpl oyees are needed to get this job conpleted?", whereas the PA
asks "How can this work been done nore efficiently?"

PA and TA can be integrated into a single process. Any
productivity inprovement will be acconplished in one of three
ways: 1) nmethods will be inproved, reducing the time required to
conplete a task; or 2) an overall process will be redefined,
elimnating or reducing the nunber of tasks to conplete a job, or
3) a new task wll be substituted for one or nore old ones,
streamlining a process. Each of these approaches can be expressed
in a task analysis format as a nunber of tasks each requiring a
certain anount of tine to conplete. A productivity audit would
seek to show that one approach was nore efficient than another,
and that the cost of the equipnment or new methods involved would
be recouped by the greater efficiency of the revised nethod. This

is illustrated nore conpletely in Chapter Five.
4. QUTCOVE ANALYSI S

Qutcone analysis infers the need for staff on the basis of
results and other external neasures. This approach woul d suggest,
for exanple, that a prison with many incidents, much overti ne,
and poor staff norale, is nore likely to need added staff than a
prison which appears to be running snoothly. In the records
system exanpl e, outcone analysis would look to conplaints from
enpl oyees wthin the unit, or fromthose who are served by the
unit. If there were few conplaints, then it would be assuned that
it was staffed properly.

The deficiencies of this approach are very clear. Such an
approach tends to reward inconpetence, and directs resources at
problens without clear evidence that a lack of resources is the
preci se problem which needs renedy. The problem may be in the
managenent' of the wunit. Al so, it offers no nethodology to
identify a unit which might have too nuch staff. Conceivably a
unit which is running snoothly could be operated with a |ower
| evel of staffing without a sacrifice in perfornmance.

There are distinct advant ages, however . First, out cone
analysis is a nore efficient nmethod than TA or PA in terns of the
cost to inplenment the nonitoring system Wile TA and PA require
an auditing team outconme analysis is a generally passive
met hodol ogy, which requires only waiting for problems to be
articul ated by others.

This is the nost typical nethod of staff analysis in yse
today in corrections.

5. PROCESS ANALYSI S
Process analysis attenpts to conpare staffing levels to

prescriptive standards. Sometinmes such standards are found in
court orders. A sinple exanple is a caseload ratio. One might
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adopt a standard of 35 cases per counselor in an institution. The
act ual casel oads of counselors. could be conpared to this
st andar d, and if the caseloads are larger than 35, t hen
addi tional counselors may be needed. This approach is very
siml e, and also very efficient to apply because conpliance can
be ascertained easily and inexpensively. The key to the
effectiveness of this nethod is the specificity and validity of
t he standard.

The problem with this approach is that such standards are
difficult to draft in a manner which respects the differences

between types of situations, prograrns, and institutions. As a
result, very few quantified standards exist which attenpt to
define an adequate staffing pattern. In the Fourth Chapter, sone
of these will be reviewed and di scussed.

The Ameri can Correctional Association Comm ssion on
Accreditation Standards deserve particular attention her e.
General ly, these standards describe |evels of perfornmance, but
not levels of staffing other than in a few instances. A specific
institution mght apply these standards to itself and identify
areas of staff deficiency. However, generally sonme other type of
staff analysis process nmust be applied to translate the standard
and the institutional situation into a quantified reconmendation
This is very reasonabl e, as such standards cannot and shoul d not
attenpt to address the universe of correctional institutions in
specificity.

In 1980, the Law Enforcenent Assistance Adm nistration
published a report entitled "Correctional Policy and Standards
| mpl enentation Costs in Five States". (Geiser et al., Institute
for Economc and Policy Studies, US Covt. Printing Ofice
contract 1980-311-379/1368, Washington, D.C., 1980). The report
attenpts to estimate the cost of conplete conpliance with CAC
accreditation standards in five states.

The anal ysis of standard nunber 4090 provides a good exanple
of process anal ysis. Standard 4090 states that new enpl oyees of
correctional institutions should receive at |east 80 hours of
initial orientation and training. Colorado estimated that an
average of 120 enployees per year would require such training.
That nunmber nultiplied by 80 hours conmes to a total of 9600
training hours per year generated by this standard. An analysis
of all of the remaining training standards (2053, 3065, 4091
2054, 3066, 4092, 4093, 4097, 4098, 4183, and 4271), a total of
146,800 hours of training was estimated. This is equivalent to
approximately 80 full-tinme enployees at any one tine.

Based wupon the types of training to be acconplished,
Colorado identified $261,000 in personnel costs for training
staff, for approximately fifteen enpl oyees. In addition, fifty-
two officers were requested to provide relief coverage for the
officers in training. Non-correctional officers were not included
in this estimate, as it was assuned that their responsibilities
could be deferred while in training, or covered by other staff as
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additional duties. The following is the percent of total training
hours generated by various types of requirenents:

TABLE 11-2: PERCENT DI STRI BUTI ON OF TRAI NI NG BY GOAL

New enpl oyee orientation................. 6.5 %
Inservice training...................... 272 %
Managenent training ...................... 6.5 %
Training for direct contact enployees...27.7 %
Emergency training....................... 54 %
O her (first aid, weaponry, etc.)....... 26.7 %
In all of the states examned in the report, it 1is

interesting to note that an average of 24% of all estimated costs
to conply with training standards were "participation costs", or
costs to provide relief staff for enployees who are attending

t rai ni ng. This illustrates the inportance of including training
requirenents in the calculation of coverage factors, which will
be illustrated in the next chapter.

As an exanple of process analysis, both the advantages and
di sadvantages of this nethod are illustrated in the report. The
training standards certainly provide a benchmark for determ ning
the size of training program needed. However, the process of

estimating the cost to acconplish that training produced highly
di sparate results. A conparison of Connecticut and Col orado
provi des an exanpl e.

TABLE 11-3: COMPARI SON OF TRAI NI NG COSTS

STATE CONNECTI cUT COLORADO

1978 BUDGET $32, 000, 000 $38, 000, 000

1979 POPULATI ON 2,000 2, 300

1978 EMPLOYEES 1, 564 978

TRAI NI NG COST EST.  $342, 000 $1, 224, 000

EST. / EMPLOYEE $219 $1, 252
In any conparison, figures are not always conpletely
conpar abl e, and it is recognized that there could have been
changes in certain statistics. However, the estimates are w dely
di sparat e, even though two relatively conparable states are

attenpting to conply the sane standard, wth the assistance of
t he sanme agencies, LEAA and its contractor.

The explanation for this disparity might be an exanple of
another deficiency of process analysis. It could be that one
state has a much higher turnover rate of enployees, or that it
proposes to provide a nuch better type of training, or that it
shows nore real costs in its estimates than the other state. A
process st andar d rarely is so specific t hat reliable
interpretations can be nade of its inplications.

Process standards relating to personnel requirenments are
generally nore vague than standards relating to nore concrete
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topics, such as a fire code requirenment, or a ratio of shower
heads to prisoners, or a space standard for a single cell. The
Amer i can Public Health Association's "Standards for Health
Services in Correctional Institutions” (Washington, D.C., APHA
1976) provides a classic exanple of an anbiguous personnel
standard: "The health staff shall be of such a size as to be able
to afford to any prisoner in the institution who needs it,
quality health care that neets these standards.” (pg. 111). It is
readily apparent that this statenent would not provide any
specific gui dance beyond the functional standards provided
el sewhere in the book.

6. COVPARATI VE ANALYSI S

Conparative analysis infers the adequacy of a staffing
pattern by conparing it to a conparable situation in  another
Institution. The effectivness of this approach is dependent upon
the appropriateness of the institution selected for conparison

The nost frequently used conparative statistic is the staff-
to- prisoner ratio. As of 1978, for exanple, the American
Correctional Association reported, in the ACA Directory, nunbers
or prisoners and enployees for a l|arge nunber of states. Here is
a selection of rates of enploynent per 100 prisoners based upon
t hese statistics:

TABLE 11-4: RATES OF EMPLOYMENT PER 100 PRI SONERS, 1978

Aabama...................... 39
California........... .. 43
Connecticut .......... .. 50
Florida..................... 53
Kansas ............... Y
Kentucky............... 39
Massachusetts......... 114
Mchigan............... 37
Mssissippi............ 42
New York.............. 58
Chio.......... .. ... 30
Cklahoma. .............. 49
Rhode Island.......... 106
Texas. . ................ 14
UGah................. 67

There are several reasons for wusing a "rate per 100
prisoners” rather than a traditional staff to prisoner ratio.
First, it is a whole nunber, rather than a decimal. Second, the
rate avoids the confusion of the higher ratio indicating |ess
staff per prisoner, and the lower ratio indicating nore staff per
prisoner.

There are a nunber of major problems with the use of staff
to prisoner rates or ratios:

Wiile they do neasure nunbers of enployees, they do not
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measure the tasks which enployees perform Thus, t wo
cell houses m ght have the sane staff-to-prisoner ratios, but
in one wunit the staff mght actual do nore supervisory
activities, while in the other the staff mght be assigned
to posts which are not interactive with the population. As a
result, the two simlar ratios mght produce nmarkedly
dissimlar results.

Most ratios or rates do not consider coverage factors. Thus,

t wo institutions m ght have conparabl e nunmbers of
correctional officers, but one mght require nore training
days per year, and m ght provide nore annual |eave days. As
a result, t he actual nunmbers of officers on duty at any one

time would differ

Most ratios or rates do not consider the shifts when
enpl oyees are on duty, so that the sane rates mght result
from staffing patterns which deploy staff in markedly
di fferent ways.

Such ratios or rates do not fully consider facility design
and mssion which significantly influence the nunbers of
enpl oyees needed to conplete a given task or genera
function.

Nevert hel ess, there are sonme inportant benefits of a
conpari son anal ysis approach as one of several nethods to study a
pr obl em

They are nore accessi bl e than nost other neasures. It is
easl er, for exanple, to conpare rates of enploynent of
accounting staff with those of another institution, than to
conduct two task anal yses of the units.

They are generally nore objective because they are sinpler.
Two or three different persons could conpare rates of
enpl oynent  for several functions, and each arrive at the
same results as to the neasures. The sanme persons m ght not
arrive a simlar results for a task analysis because of the
greater conplexity of the neasures to be devel oped.

They are easier to conmunicate and understand as managenent
devi ces, because of their sinplicity.

Chapt er Four of this report uses conpar ati ve nmeasur es
extensively, providing rates of enploynent per hundred prisoners
for many categories of positions in many institutions. The
nmet hodol ogy which has been devel oped reflects sonme attenpts to
all eviate problens associated with conparative measures:

The neasures for each institution are broken down by
functional category, avoi ding sonme of the problens which
resul t from conparing institutions which have simlar
nunbers of staff and prisoners, but which enploy their staff
for different types of functions.
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Measures are provided which show the actual nunbers of
enpl oyees on duty for specific shifts, cutting through
m si npr essi ons created by differing leave or training
pol i ci es.

The latter parts of this report serve as one exanple of the
use of conparative neasures in staff analysis. However , t he
follow ng study is another exanple of such an approach.

In 1980, a state correctional agency conducted an interna
study of such rates, followng a report by a state budgeting
agency which suggested that the nunber of enployees in that
state's prisons could be reduced. The project identified a
nunber of factors which influence the rates. The study was based
upon data from over 100 institutions in seven states. Wile
reasonably reliable, the findings should be considered tentative
unti | a nore nationally-based study can confirm or dispute them
Today, however, this is sone of the best data avail able. No names
of states are provided because this was an assurance provided to
the states which agreed to provide data to the state conducting
t he study.

Econom es of scale accounted for sone differences. The study
reported that systens wth nore than two-thirds of their
popul ation in facilities with popul ations of over 1500 beds
had an average rate of 13, whereas systenms with less than
two-thirds of the population in large facilities had an
average rate of 29.

The length of the average program day also was associ ated
with rates of enploynent. Systenms with maxi num security
prisoners out of cells for nore than eight hours per day had
an average rate of 29, whereas those with an eight-hour
policy had an average rate of 13.

|l nmat e idl eness was associated with |ower rates of

correctional officer enployment. This data is much |ess
cl ear, but, i f one excludes one hi ghl y di sparate
institution, the wunits with nore than 10% i dl eness had a

rate of 18, and those with less than 10% had 26.5. |ncluding
the disparate state, the rate for those above 10%is 23.

Assaults on staff occur less frequently when there are fewer
enpl oyees The institutions wth over ten assaults per
t housand enployees had an average rate of 29 officers per
100 prisoners, whereas those with a rate of less than 10
assaults per 1000 prisoners, had an officer enploynent rate
of 13.

Honocides within prisons tend to occur nore frequently in
prisons with low rates of enployment. States with rates of
more than one honocide per year per 5000 average daily
prisoners had an average officer enploynment rate of 17,
whereas states wth rates of less than one per year per
10, 000 ADP had an average enploynment rate of 30.
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General assaults on prisoners tend to occur in prisons with
| ower rates of enploynent. Institutions with fewer than 20
assaults per year per 1000 prisoners had an average rate of
of ficer enploynent of 29. Those with nore than 20 assaults
had an average rate of 19.

The conclusions presented in this project deserve evaluation in
projects which are available for independent analysis. Until such
projects have been conpleted, these findings can be only
considered as tentative.

C. SUMVARY

The followng are some suggestions as to the types of
situations one mght encounter in correctional institutions where
various nethods of work analysis mght be appropriate.

TASK ANALYSI'S, OR MOTION AND TI ME STUDY

Use when the job to be evaluated consists of specific tasks,
and when the tasks are uniform and repetitive. As a genera
guide, a job should consist of no nore than ten tasks
conpleted at least ten tines each per hour.

Use task analysis nost of the time, but use M&TS when the
inmplications of error are substantial, such as when

investing in nmajor new equipnent or when designing new
facilities or major renovations.

PRODUCTI VI TY AUDI TI NG
Use when considering replacenent of one nethod or approach

with another, such as substituting a centralized records
unit for several decentralized ones.

Use when considering the costs and benefits of automation
OQUTCOVE ANALYSI S

Use for an overall, general analysis of all areas of the

staffing of an institution, on an ongoing basis. GCeneral

measures of performance can identify possible problem areas,

but do not prove the need for added staff by thensel ves.
PROCESS ANALYSI S

Use when your goals or procedures are clearly defined, such
as when you are attenpting to neet a standard.

Use when attenpting to inplenent a single standard at
mul tiple |ocations, such as a new program or procedure.

COVPARATI VE ANALYSI S:
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Use to develop an overall perspective on staffing levels --
gl obal indications of strength or weakness.

Use to di scover possible alternative approaches to
functions, by identifying institutions which acconplish
conparable tasks with markedly different levels of staff.

Use to justify staffing levels or recomendations to public
officials. Qher nmethods may also be useful, but officials
will usually inquire as to what other institutions are doing

with conparable functions.

The objective of this chapter has been to introduce correctiona
officials to possible approaches to determning the nunbers of
staff needed for functions within their institutions. The next
chapter wll review how to organize that |level of staffing
according to shifts.
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CHAPTER THREE
CRGANI ZATI ON OF CORRECTI ONAL PCSTS AND POSI Tl ONS
A. | NTRODUCTI ON

This chapter will review nethods of organizing the work of a
correctional institution, so that it can be acconplished by a
t eam of enployees. There are two dinensions to the organization
of a workforce:

H er ar chi cal and functional organization: The staff nust be
organized so that there is conmmand, coordi nati on, and
super vi si on. Normal Iy, this requires the establishnment of a
witten chain of command as well as the organization of
personnel into functional groups.

Tenporal organi zati on: The staff nust be organized wth
respect to tine. Nor mal | y, this requires the assignnment of
people to shifts, and the scheduling of enploynent SO that
the necessary nunbers of enployees are on duty at all tines.

The remainder of this chapter will deal with these e€lenents
of staff organization.

B. H ERARCH CAL AND FUNCTI ONAL ORGANI ZATI ON

In concept, there are three ways to organize the chain of
command of a prison: the traditional nodel, the project nodel
and the matrix nodel. In reality, these nodels are expressed in
several forns, such as the unit managenent concept, or the

mlitary concept.

The TRADITIONAL MODEL is based upon sone concepts first
articulated by Max Wber during the 19th century. Wber's concept
of a bureaucracy had four basic el enents:

The positions should be grouped according to specialized
functions, to enable efficiency and supervi sion.

The positions should be arranged hierarchically, so that
each enployee except for the ultimate top administrator is
supervi sed by anot her enpl oyee.

The responsibilities of positions should be defined by rules
and procedures, so that each enployee's duties are clearly
def i ned.

Positions should be depersonalized, to facilitate the
repl acenent of enployees when this is necessary, and to
permit the selection of enployees based wupon explicit
qualifications, rather than subjective or personal factors.

Much has been witten about the advantages and di sadvantages of
traditional organizations. Since this nodel is the prevailing
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approach in corrections today, it is useful to examne these

pr obl

stres

ens.
A maj or advantage for a prison system is that t he
traditional nodel clearly assigns responsibility to
enpl oyees. This is, of course, critical to the nmanagenent of
an large and conplex organization, but is especially

Inportant in the managenent of security.

Anot her advantage to the traditional nodel is that the
depersonalization and nerit selection of enployees is very
important to a correctional system which is attenpting to
nmove away from previous patterns of political involvenent in
i nstitutions. Thus, a warden seeking to wean a |ocal
politition from an inclination to patronage can reinforce
that effort by a traditionally organized prison

A disadvantage is that the traditional organization is not
very flexible. As a result, situations requiring the
coordinated effort of enployees who are in functionally and
hi erarchically distant units, such as a problem which has
medi cal , envi ronment al , and security di mensions, is
difficult to organize without violating the principles of
the traditional organization. Thus, while a procedura
manual may call for certain specific patterns of comrand and
conmuni cat i on, a supervisor often has to resort to informa
arrangenents which violate these patterns. Wile this may
solve a problem or cope with an energency, it makes for
difficult relations wth supervisors who m ght f eel
ci rcunmvent ed, and it results in situations where procedures
do not fully describe actions. This can sonetines be
difficult to explain in a courtroom

Anot her di sadvantage is that the conmmunication patterns of a
traditional or gani zati on are not al ways f easi bl e.
Theoretically, if a low |evel enployee wi shes to comunicate
to another |low |evel enployee through the chain of command,

and i f the two enployees are in functionally and
hi erarchically distant units, then the nessage may have to
go all the way up and down that organi zational hi erar chy
before it can be delivered. To the extent that, as an
alternative, t he enpl oyees comuni cate directly, t he
accountability and supervi sory advant ages of t he

organi zati on are reduced.

As a result of these problens, prisons often cope by
sing either hierarchy over rules and procedures, or the

reverse. Thus, one can find institutions which are run strictly

accor
and

ding to rules, and which as a result are very bureaucratic
inefficient; or institutions which are run according to

hi ghly del egated hierarchy, so that the institution appears to be

a ser

ies of independent fiefdons run by m ddl e managers. Bot h of

these approaches cope, to an extent, wth the problens of
traditional or gani zati ons, but not wthout a reduction in
efficient and coordi nated operation
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The nost common exanple of the traditional nodel is the mlitary
nodel, where the prison is nodeled after a mlitary organization
Sonetinmes the names of positions are revised to reflect a nore
civilian approach, the the essential concept is intact.

A second approach is the PRQIECT MODEL. Wiile this can be a node

for the overall structure of an organization, it is nore
generally applied as a tenporary structure to cope wth an
imediate problem or as a Ilimted devise to enable the
coordinated response to a specific problem In general, t he

proj ect nodel consists of the organization of personnel according
to a task. Thus, an enpl oyee mght be assigned to Goup A for
task A, and Goup B for task B. In corrections, there are sone
common exanpl es.

The warden m ght assign enployees drawn from nany areas of a
prison to develop a new procedure for classification. Wiile
these enployees work for there respective supervisors, for
t he purposes of devel oping the procedure, they work for the
| eader of the task force.

Enpl oyees mght be permanently assigned to an institutiona
classification comittee. Such a structure violates the
literal principles of a traditional organization, but it
does resolve problens of comunication and coordi nation

The proj ect organi zation solves sone problenms of a
tradi tional organization, but it does not represent a good way to
organize an entire institution, precisely because it [|acks
accountability.

A third approach is the MATRIX MODEL. A nmatrix organization
IS called by that term because there are two or nor e
or gani zati onal structures, one of which is generally presented
vertically |like a traditional organization, and one of which is
presented horizontally, wth the chain of conmand flowing from
left to right, rather than fromtop to bottom As a result, nost
enpl oyees have two or nobre supervisors rather than one. In an
architectural firm for exanple, an enpl oyee mght report to a
project coordinator for the particular project he or she is
wor ki ng on, as well as to a functional coordinator for the type
of specialty the enployee perforns. Thus, a question of
el ectrical engineering would be referred to that supervisor,
while a question of project schedule would be referred to the
project coordinator. Wen a conflict occurs, t he enpl oyee woul d
attenpt to resolve it with the two supervisors. If that s
unsuccessful , then the ultimate resolution occurs at a higher
| evel, such as the supervisor of the two coordinators

The general advantage to this nodel is that conplex problens
tend to get resolved at the |evel where an enpl oyee is nost aware

of all of the dinensions to the problem This is especially
useful when very different disciplines nust be coordinated, such
as nedicine and classification or security. It is also useful
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when the work of an organization changes frequently.

In corrections, there are sone good exanples of matrix
or gani zat i onal structures, although they are generally not
described as such. Usually enployees are assigned to one
super vi sor, with instructions to "coordinate" with another. This
avoids the appearance of violation of wunity of conmand. The
following are exanples of situations in corrections where a
matri x organi zational structure is appropriate.

Unit nmanagenent involves the organization of nuch of an
institution's staff into teans associated wth housing
units. The advantage 1is that this tends to make a large
institution resenble a snmaller one in aspects which relate
to the daily lives of prisoners. Coordination problens can
occur, however, in relating wthin-unit functions wth
external functions, such as security. This is especially
acute when considered across shifts. Theoretically, duri ng
t he ni ght shifts, enpl oyees within units are still
responsible to their team | eaders who are not present, j ust
as they would be if the cell house were a small independent
institution, and the enployee was a shift supervisor, or the
only one on duty. In reality, the situation within units
nmust be coordi nated throughout the institution. As a result,

the wunit staff is generally either supervised by, or
responsible to "coordinate with" the shift supervisor of the
institution. This is the type of problem that a matrix
organi zation is intended to resolve, because it allows the
chain of comand to be described the way it really is
intended to work, without either violating the goals of wunit
managenent, or creating informal supervisory relationships
whi ch are not clearly articulated in institutiona

procedur es.

Medi cal services presents another exanple. Wth respect to
nmedi cal functions and deci sions, the staff nust respond to
nmedi cal supervi sors. However, basic logistical and security
functions nust also be coordinated, requiring coordination
with non-nedi cal staff such as shift supervisors. The
traditional organizational structure cannot describe such as
situation very well, and generally nust subordinate one
function to another. The matrix organi zational nodel is
clearly appropriate here.

In planning or evaluating the organizational structure of a
prison, there are sone basic ideas and recomendations to
consi der. These are not experinentally proven principles, but
rather are the reflections of the author, based upon sone notable
successes and failures in dealing with these problens.

It is pr obabl y best to begin by devel opi ng t he
organi zational structure along the lines of the traditiona

nodel , resorting to project and matrix structures when the
traditional nodel does not adequately define the necessary
rel ati onshi p.
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Attenpt to limt the span of control, or nunber of people
supervi sed by a supervisor, to between three and seven. In
the staffing pattern descriptions at the end of the report,
the span of control of each enployee is neasured. As is

apparent, many institutions violate this principle, and it
is the source of sone of their problens. A large span of
control is only appropriate when a high level of autonon

can be expected from each enpl oyee supervised, or when a

of the enployees are doing a sinple repetitive task which
requires very little supervision. Sonetimes a | arge span of
control reflects unresolved organizational conflict, where a
| arge nunber of enployees want to nmaintain the inpression of

accountability and access to a high level official. It
rarely works well, however, to organize an agency in a
manner which is not functionally practical. The result wll
be great lack of coordination, and a lot of staff
i nfighting.

A manager nmay w sh to distinguish between "line enployees"

and "staff enployees". Line enployees are those through whom
passes the chain of command. These people have specific
authority and generally supervise other people with specific
authority. Staff enpl oyees help |ine enployees, but do not
have actual authority. Sonetinmes they act in the capacity of
their supervisor, but the authority and responsibility rests
with the supervisor.

Wen an organi zati onal structure is developed, a nmgjor
deci sion involves the hierarchical division of the enployees, or
the arrangenment of the workforce into manageabl e groups. There
are five approaches which this project has identified.

FUNCTI ONAL DECENTRALI ZATI ON: This approach avoids t he
appearance that one group has been favored over another. The
staff is divided into nmany functional wunits according to
simlarity of job. Then a supervisor is selected for each group
The chart which results suggests nmany equal units wth equa
authority. CGeneral ly, the actual hierarchy is defined by the
degree of access and attention the supervisor gives to each
group. The result is that the supervisor often works excessively
So as to avoid neglecting any one area, and the staff tend to
conpete and fight for access, or insulate their teans from the

rest of the organization by «creating little kingdons. This
approach nakes everyone happy when the chart is drawn up, but
creates ill feelings and poor coordination |later on

FUNCTI ONAL HI ERARCHY: Under this approach, one functional
area, usual Iy security, is designated as predom nant, and all of
the remaining areas are nmade subservient to it. The justification
is that the one functional area is the nobst inportant. I n
reality, however, all of the functional areas have at |east sone
essenti al purposes, and this approach places people who are not
qualified to acconplish those essential purposes in a position
where they are responsible for them The result very often is
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crisis managenent. H gh level administrative effort is devoted to
the main function, while the subsidiary functions are attended to
when a crisis nakes a mal function apparent.

UNI T MANAGEMENT or LOCATI ONAL DECENTRALI ZATION:  Under this

appr oach, the staff associated with housing units, and related
program and support staff if their function is associated
primarily with a given unit, are grouped by unit. The follow ng

are some general advantages of this approach:

Many aspects of life for the prisoner population are |ess

like a large institution and nmore like a small institution.
Prisoners associate wth smaller groups of staff and
i nmat es.

Decisions can be nade at a lower |level, with nor e

participation by the prisoners, or at least a better |evel
of awareness of the decision process.

Better jobs are «created for enployees. M d- managenent
opportunities open up because of the positions associated
with unit team | eadership. Also, each enployee has a better
sense of the significance of his or her specific job role in
relation to the overall functioning of the unit.

There are al so sone di sadvant ages. Unit managenment will probably
require somewhat nore staff, and creates sone potentia
coordi nation and communi cation problens between staff associated
with unit and non-unit functions.

TEAM MODEL: For small institutions, it is sonetines possible
to adopt nore flexible and informal organi zational structures
especially in less structured and secure units such as hal fway
houses or group hones. This mgy also be feasible as an
organi zat i onal nodel for one or two unit teans under a unit
managenent concept. Under this nodel, enpl oyees are expected to
assume responsibility for the operation of the institution or
unit, and are expected to cooperate in acconplishing that goal
The organization at any time is determned by the work to be
done, with only very mninmal guidance by the organizationa
super vi sor. Cearly, a very large institution, or a functionally
conplex one such as a jail, could not reliably function under
such a nodel

SH FT MODEL: In sone institutions, the first division of the

organi zati onal structure is by shift, wth perhaps one extra
division for support functions. Thus, there mght be a day
di vi si on, an eveni ng divi sion, and a night division. The clear

advantage to this approach is that the |eadership for each
division 1is routinely available when nost of the workers are on
duty. The disadvantages are that divisions tend to | ack
coordination with each other, so that the evening operations are
not consistent wth the night operations, and that inportant
functional operations are not grouped together. However, at sone
point in the organizational structure, there does have to be a
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i ncluding some typical exanples of days involved:

Holidays.......... 16

Annual |eave...... 10

Annual training....5

Illness leave... ...5

Days in court ... ... 2

TOTAL. ............ 38

Thi s t ot al nmust be deducted from the tota

t heoretically avail able, | eaving 223 days (261 minus 38). This
results in a sinple coverage factor of 1.17, (dividing 261 by
223). This mneans that for every hour a post is open, 1.17
enpl oyee hours nust be acquired in order to staff the post and
provide for |eave, trai ni ng, and other obligations. However, to

be truly accurate, the coverage factor could be increased
slightly to allow for rounding of positions which are not fully
required in whole nunbers. For exanple, a unit team mght require
8.78 positions, but practicality would call for the enploynent of
ni ne people. Such rounding can either be acconplished by rounding
up as required as the pattern is specified, on a posi tion- by-
position or post-by-post basis, or by adding a small increnent to
the factor initially.

Sever al exanples mght nake this nore explicit. An
institution is about to open a new multipurpose program facility,
which was to be open from nonday to friday, from 1:00pm to
9:00pm Assune that five officers nust be assigned to the
facility when it is open. The facility is open a total of forty
hours per week, and five officer posts are required, SO a tota
of two hundred officer hours per week are required. If the
officers work a forty-hour week, then one might conclude that
five officers are required. However, this would not provide for
| eave, t rai ni ng, and the other factors illustrated above.
Assuming that the institution has a coverage factor of 1.17 as
illustrated above, then 234 (200 multiplied by 1.17) actual
hours of officer time would have to be acquired, or just about
six officers, rather than five.

A specific coverage factor for any institution nust be
cal cul ated specifically for that institution. The following is a
[ist of common tinme deduction factors:

annual |eave

sick | eave

hol i days

mlitary |eave

trai ning periods

aut hori zed union activities
unaut hori zed absence
unanticipated time in court

Several of these categories nust be cal cul ated based upon the

experience of the institution. These include sick leave or
mlitary |eave, where the total anount of authorized time mght
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not be fully wused by the enployees. A routine pattern of
unaut hori zed absence nust al so be recognized for as long as it is
allowed to continue. Correctional officers are sonetinmes required
to be in court when they are sued by prisoners. To the extent
that this occurs to even a small nunber of officers relatively
frequently, then this nust be reflected in the coverage factor.

It may be desirable to calculate separate coverage factors
for different types or ranks of officers. Supervisory officers
may have a higher factor. Oficers in their first year of
enpl oynrent may have a higher factor due to training requirenents
and adjustnent to the job. The estimation of the staff for a new
program enploying new officers could actually require a higher
factor than the average factor for all officers.

An extended coverage factor considers and additional problem
when determining the nunber of enployees required for a
continuous post. A tower, for exanple, is often staffed around
the clock, seven days per week. An extended coverage factor
applies the basic coverage factor to the nunber of hours certain
types of posts are typically open.

A tower open all of the time is open 168 hours er week
based upon 7 days multiplied by 24 hours. A total of 195.56 hours
of enployee time nust be acquired to staff it, however, because
of the basic coverage factor (1.17 X 168). Thus, about five
officers would be required to staff a tower around the clock in
this exanple (196.56 divided by 40 hours per officer per week).

The following is a table illustrating the total hours per
week of certain common types of shifts. An extended coverage
factor for those shifts would be calculated by multiplying the
total hours by the basic coverage factor for your institution,
and then dividing by the nunber of hours an enpl oyee works per
week, not considering overtine.

24-hour, 7-day............... 168
16-hour,7-day............... 112
8-hour,7-day................ 56
16-hour,5-day................ 80

Assuming the basic coverage factor illustrated above, which

is
1.17, the following are the extended coverage factors which would
result in our exanple:

24-hour, seven day: 4.914
| 6- hour, 7-day: 3. 276
8- hour, 7-day: 1.638
16- hour, 5-day: 2. 340

The following is a conputation table which may be useful in
maki ng these cal cul ations:
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mechanism for nulti-shift operation and  supervision. The
organi zation of some of the staff, such as non-unit custody

staff, for exanple, along the lines of this nodel, would provide
for the nulti-shift supervision of these personnel

In summary, the hierarchical organization of staff is

critically inportant to the successful operation of an
institution. Even the nost carefully designed staffing pattern
can fail if it is not organized properly.

C. SH FT PATTERNS

The general objective of a shift pattern is to structure
work hours to achieve the necessary coverage of posts and
positions to acconplish the work to be done. The next section
will review nmany approaches to structuring work, such as
alternative shift cycles and patterns, as well as the concepts
which underly them and their relative utility.

1. CONTINU TY: POSTS AND PGCSI TI ONS

Throughout this report, the term "post"” refers to a job,
generally the responsibility of a correctional officer, which is
defined by its location, tine, and duties: but which my be
filled interchangeably by a nunber of officers. A control center,
tower, or cellhouse assignnment can be considered a post. A
"position® refers to a job which is held by a specific person
such as the business manager, a secretary, or a plunber. As in
any termnology wused to describe a conplex ci rcumst ance,
sometimes the distinctions are blurred, but the general concept
is inmportant for reasons which will becone apparent.

Continuity is a basic and inportant distinction between
positions and posts. A post generally has tasks associated with
it which cannot be deferred, they are either done or not done
For exanple,' a post at the supply dock at a prison nust be filled
or supplies cannot be received. Many posts are associated with
tasks which nust be done twenty-four hours per day, every day,
conti nuously. Many other posts nust be filled nore than eight
hours per day, the length of a conventional shift. As a result of
the requirenment for continuous or sem-continuous acconplishnment
of the tasks, the determnation of the nunber of persons to be
enployed to fill a post nust include consideration of the total
hours the post is open, plus a factor or contingency to cover for
vacations, other |eaves, enployee turnover, training obligations,
and other factors. The calculation of such a contingency or
coverage factor will be reviewed later in this chapter

A position, in contrast, is a nuch sinpler concept. The job
of "Business Manager", for exanple, is generally intended to be a
thirty-five to forty hour job. (Busi ness managers reading this
chapter nppy laugh hysterically at this point.) If a business
manager goesS on vacati on, his or her responsibilities are either
deferred wuntil he or she returns, or they are delegated to
anot her enpl oyee who tenporarily does two jobs. Thus, no coverage
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factor nust be calculated to fully staff a position. Cenerally,
enpl oyees in positions work a standard shift pattern, such as
"normal office hours", from approxinmately 8:00am to 5: O0pm

Use of a coverage factor may be necessary to determne the
nunber of positions necessary to acconplish '"a function. Even
t hough the job may not require continual duty, tinme for |eave and
training does reduce the tine available for normal duties. |If,
for exanple, a given function required 80 hours per week of work
to conplete, two workers would never conplete it if the worked 40
hours per week, but also took leave tinme and attended training.
Thus, a coverage factor nust be considered in determning the
nunbers of enployees needed to get the work done. Chapter Five
will illustrate this nore precisely.

A generalization is that posts are filled by correctiona
of ficers, whi | e positions are filled by non-correctiona
officers. This is generally, but not conpletely, true. Exceptions
would include a correctional officer working as one of severa
mail clerks, or as a locksmth. These tasks would not necessarilr
require a coverage factor. A high-level supervisory correctiona

a

of ficer, such as the chief officer, would not be filling
conti nuous post. Non- correcti onal officer enployees such as
par amedi cal staff mght fill continuous posts. In that exanple

one paranedic mght have to be on duty at all times. The sane
m ght be true of a clerk at a reception desk.

The provision of continuous coverage can generate the need
for a substantially larger contingent of enployees than one m ght
initially estimte. For exanpl e, to fill two positions would
require two enpl oyees. For reasons which will be explained |ater
in the chapter, to fill two twenty-four hour continuous posts
such as tw towers would require approximately ten to twelve
enpl oyees. If a staffing pattern does not consider these factors,
it may be insufficient to acconplish the work to be done.

2. CALCULATI ON OF COVERACGE FACTCRS

A coverage factor is the ratio between the nunber of hours a
post is open, and the nunber of hours of enployee tine which nust
be acquired to fill the post during the open hours. Since the
post nust be filled each hour it is open, extra enployee tine, or
“relief time" nust be acquired to cover for sick |eave, vacation
hol i days, training obligations, and other factors

Theoretically, an enployee working a shift consisting of
five days per seven day week, would work 260 days per year, based
upon a fifty-two week year. This is calculated by subtracting 104
days (52 weeks tines 2 days), from the 365 days in a year.
Preci sely, the enployee could work 260.89 days, based wupon a
365.25 day year considering |eap years.

From this total, one mnust deduct for days which are not
actual | y worked, due to tradition, legal and contractual rights,
and rmanagenent objectives. Categories of such days are |listed,
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COVERAGE FACTOR CALCULATI ON SUMVARY
STEP EXAMPLE

1. Regul ar days off per enployee per year
(usually 52 weeks per year x 2 days off

per week) . ... ... 104
2. Rermai ni ng work days per year, which is

365 mnus # ... 216
3. Vacati on days off per enployee per year. 10
4. Hol i day days off per enployee per year.. 16
5. Average nunber of sick days taken per

enpl oyee per year............... ... 5
6. Average nunber of inservice training

days per enployee per year.............. 3
7. Addi ti onal initial training days for

each new enpl oyee beyond i nservice

training in #6 above.................... 10
8. Percent of enployees enployed one year

Or eSS . . . 20
9. Nunber of other days off per year, such

as for union neetings, litigation,

mlitary |eave, special assignnents,

funeral leave, injury, etc.............. 2

10. Total days off per year equals #3+4+5+6
+9 to which is added #7 multiplied by

HB . 36+2
11. Nunber of actual work days per enployee

per year equals #2 mnus #O............ 223
12.  Coverage factor equals #2 divided by #l O 1.17

13.  Seven-day coverage ratio equals #13
multiplied by 1.4, which is 7/5......... 1.64

14. Continuous coverage ratio equals #13
mul tiplied by 168, and divided by the
nunber of hours an enpl oyee works each
week, not including overtinme, which is
usual ly 40. . . . . . . . . 4.91
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Some nethods of calculation vary from that presented above
and the following are sone alternative approaches and their

rati onal es:

One met hod decreases the actual work days (#l1) by
multiplying it by a downtinme factor of, for example, .9275,
to allow for lunches and breaks. This report suggests that
such factors be accounted for in the design of posts and
posi tions, since coverage for lunches and breaks nust be
actually achieved through a routine -assignnment of an
enpl oyee. It is the general philosophy in this report that
routine jobs should be accounted for as duties of posts and
positions, while non-routine and non-job factors such as
vacations should be accounted for in a coverage factor.

Unl ess this distinction is closely fol | owed, doubl e
accounting will occur. For exanpl e, if breaks are provided
for in the coverage factor, and if a post is created in the
usual manner to cover for officers on break by rotating from
post to post, the personnel for this post would have been
provided twice -- once through authorization of the post,

and again through the coverage factor on all posts. As a
result, such a system would tend to result in an

overestimate of staffing needs by five to six percent.

Sone net hods define the coverage factor in such a way as to
provide for coverage around the week as is illustrated in
#13 above. Actually, a coverage factor is an abstract ratio
which is applicable to any unit of tine, such as an hour,
and da or a year. This author prefers to calculate the
abstract ratio and then apply it to convenient units of tinme
for the work to be done.

In some systens, enpl oyees work 35 hours per week, r at her

than forty. In devel oping a coverage factor in such cases,
it Is inportant to consider how the work schedule is
managed. Usually, since it is inefficient to attenpt to

schedul e continuous operations on the basis of anything
other than a three-shift day, either enployees are given
overtime pay for the additional five hours per week, or they
are given additional annual |eave as conpensatory tine. In
the overtinme case, the coverage factor would be cal cul ated
on the basis of a 40-hour five day week, and the additiona
overtinme would be nmanaged as a salary bonus. Under the
annual | eave nethod, the shorter work week would be
expressed in the coverage factor as a greater nunber of
annual | eave days.

Sonme nethods include factors such as learning curves (the
time required for an enployee to learn to do a job up to
st andard) . This author, for the reasons stated above,
suggests that such factors be considered in the design of
jobs and posts, but that they not be considered in the
cal culation of coverage factors. The nunber of positions
needed to staff a post at a given tinme should take into
consideration the difficulty of the work, and the typical
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| evel of enployee conpetence achieved. This results in a
nunber of enployees on duty adequate to acconplish the
requi red workl oad.

Sonme nethods include the tine needed to fill vacancies into
the coverage factor, although this report does not recomend
it. The coverage factor should describe the nunber of
enpl oyees needed to acconplish a given level of work. The
inability of a given agency to produce that nunber of

enpl oyees is an entirely separate, albiet very real,
problem  The vacancy problem is best accounted for by the
calculation of a separate ratio -- the total authorized
positions divided by the average Ilevel of enploynent
achieved. If one multiplies the authorized positions by this
ratio, it yields a hypothetical nunber of positions which,

if used as a basis for hiring decisions, would in tinme yield
a nunber of actual enployees close to the authorized |evel
The reason for calculation of a separate ratio is to avoid
the wong inpression that the hypothetical nunber of
positions -- the hiring goal -- is the actual nunber needed
to do the work. An additional practical problem is that
inclusion of the vacancy tine in the coverage factor would
probably result in the funding of positions during tine
peri ods when, according to the calculation nethod, t he
positions are vacant.

It is inportant to remenber that use of coverage factors
carry managenent responsibilities. If positions are authorized on
the assunption that <certain levels of training are to be
achi eved, for exanple, then a roster nanagenent system should be
i npl emented to assure that this occurs. Roster managenent is not
within the scope of this nonograph, but it is an ability which
shoul d acconpany the use of coverage factors.

3. SH FT CYCLES

There are two basic types of shift cycles comonly used in

correctional institutions. There are nunerous other types of
shift cycles and patterns which are not commonly used, but which
could be wused. These can be found in: Institute for Public

Program Anal ysis: Wrk Schedul e Design Handbook (U.S. Dept. of
Housing and Urban Devel opnent, Washington, D.C., 1978). This
publication is highly useful for any official who nust regularly
organize a workforce into shifts. The nost typical is the seven
da cycl e, based upon a seven day week. This type of cycle is
also typically used is private industry. In this type of cycle
shifts are repeated every seven days for nost enployees.
Enpl oyees primarily working relief for other enployees m ght work
on a nore random schedul e.

The basic advantage of a seven day cycle is that it
corresponds with the organization of the rest of our society.
Schedul es of other famly nenbers, day care help, and commercia
activity can be synchronized with the schedule of the enployee.
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The alternative type of «cycle is the six day cycle,
sonetines referred to as "four and two scheduling”. Wile on the
seven day cycle the enployee would typically work five days and
get two off, on the six day cycle, t he enpl oyee works four days
and gets two off, but gets no holidays. The basic advant ages of
the six day cycle is that it provides coverage automatically on
hol i days, and that it rotates enployee days off. The disadvantage
Is that it does not correspond with general practice in nost of
the rest of society, and generally it is inappropriate for
pr of essi onal and admnistrative enployees who need to work in
communi cation wth other enployees in other agencies who work a
conventi onal 5& seven day week. In sone institutions, t he
correctional officers work a 4& schedul e, and the professiona
and adm nistrative staff work a 5&2 schedul e.

The two types of cycles roughly produce the sane nunber of
work days in a year, dependi ng upon the nunber of holidays
al | oned. The seven day cycle occurs 52 tinmes per year and
generates 261 days per year for work, mnus holidays. The six day
cycle occurs 61 tinmes per year, and generates 244 days for work,
or 17 fewer days. Depending upon the nunber of holidays, there is
a difference of five to ten days per year. This difference can be
managed in several days, including reduced |eave, or the
requi rement of overtinme, or the |engthening of shifts by one-half
hour to provide for overlap between shifts, or by requiring
attendance by enployees at training prograns on the off days once
every nonth or so.

There is no definitive evidence that one cycle works better
than the other. A generalization is that the seven day cycle
coordinates better with the outside world and professiohal and
adm nistrative staff, while the six day cycle relates sonmewhat
nor e conveniently to the actual ©problenms of operating a
correctional institution

4. SH FT PATTERNS

Enpl oyees typically work about forty hours per week. Shi ft
patterns represent nethods of structuring and dividing this tine
across a shift cycle. Conventionally, enpl oyees work for five
days per week, for seven to eight hours per day.

This type of shift pattern, however, does not al ways
correspond wth the actual duration of work tasks, or with the
leisure tine preferences of enployees, especially in a field such
as corrections. For exanpl e, a certain post may be operationa
for ten hours per day, but may inefficiently consune two eight
hour shifts to staff it, resulting in marginal utilization of an
enpl oyee for six of the sixteen hours of the two shifts. These
enpl oyees are worKki ng, but the tasks may not really require the
six extra hours of effort. A workweek consisting of four ten-hour
days <could staff the ten-hour post on any day with one enployee
rather than two. Dependi ng upon the nunber of days of the week
the post is open, and the degree of need for the marginal Si X
hours, the workhours, and the cost, of staffing the post could be
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reduced by up to 37.5% This is based upon a reduction from 112
hours per week (7 days tinmes 16 hours), to 70 hours per week (7
days tinmes ten hours).

Qovi ousl y, such a technique would only work in a linmted
nunber of circunstances. However , the exanple illustrates the
inportance a well designed shift cycle and pattern to the

efficient operation of a correctional institution. A productive
and efficient operation is generally the result of many snall

i mprovenents taken together over tine, rather than any one major
change or basic original plan. If a manager could inplenent one
successful productivity inprovenent project per nonth, saving 42
hours per week as illustrated above, over a year that nanager

woul d have <created the equivalent of approximately twelve new
enpl oyees, to be devoted to new operations, or to enable cost
reductions w thout service cuts.

There are five approaches in industry and public
adm nistration to the managenent of work hours. The feasibility
of these concepts should be exam ned in correctional institutions
as wel |

The first concept is the FOUR-TEN PLAN or conpressed
wor kweek, which is a sinple |abel for the concept of establishing
| onger shifts for fewer workdays. In corrections, this concept is
applicable to posts which are open for nore than one conventiona
shift, but less than two. Typical exanples are recreation areas
which are open in the afternoon and evening, backup officers in
housi ng areas during peak novenent periods, or posts associ ated
wth activities which take eight hours, but which require an hour

of set-up before and after. For exanpl e, if prison industries
were to work prisoners for a strict eight hour day as has been
suggested in sone recent studies,' an officer supervising such an

area mght need to work a ten hour shift to cover the post and to
inspect the area before and after work hours. The alternative
woul d be to pay overtine, or to use tw officers for the post,
one comng in early, and one staying |ate. Dependi ng upon the
precise requirenents of the post, and the ability of the
institution to productively use the marginal time of the second
officer, an extended shift concept m ght be the best choice.

The second concept is called FLEXTIME. Under this approach
enpl oyees working a day shift in a records area, for exanple,
would be required to be at work from 10 COam to 3:00pm but could
start work as early as 6:00am and leave as late as 7:00pm
provided that they work eight hours per workday, or forty hours
per wor kweek. In some prograns, each enployee nust plan his or
her hours in advance with approval by the supervisor. Qhers
sinmply require docunentation of the hours worked. Fl extime has
obvi ous advant ages for enployees, because it permts themto use
their Jleisure time nore efficiently. However, in certain

instances it can also enable inprovenents in productivity. Assune
for exanple that the records unit in the above exanple has a
vari abl e, but sonewhat predictable workload. An eight-to-five
fixed schedul e woul d al ways provide the same nunber of enployees,
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regardl ess of workload. Flextine would permt the supervisor to
increase staffing prior to parole hearings or at other tines of

peak demand. In addition, work patterns could be restructured so
that checking out of files could be done during high demand
hour s, and refiling of files, or original filing of new
docunent s, could be done at off-peak hours. This would probably

i ncrease productivity because the work would flow in one
direction, in or out, resulting is a nore snooth flow of enployee
traffic in the work area. Another advantage is that the records
unit would be open nore hours per day at no added <cost. This
could <conceivably help other units within the institution to
becone nore producti ve.

The third concept is to evaluate SHI FT ASSI GNIVENT
VARI ATl ONS. Thi s concept is not single-ended in its
recommendat i ons: there is no one best way to inplenment it. The
basic idea is to critically evaluate the rationale for the
assignnment of particular enployees or operations to particular
shifts. Here are sone factors to be considered in such an
eval uati on.

Psychol ogi cal studies have indicated that worker capacities
suffer when they work highly variable shift patterns, such as one
day on the day shift, the next on the night shift, and the next
on the evening shift. Thus, an attenpt should be nmade to assign
an enployee to a particular shift, and only rotate it once every
two or three nonths, if necessary. (See Koosoris, Mx, Studies of
the Effects of Long Wrking Hours Washington Bureau of Labor
Statistics Bulletins 791 and 971A (Washi ngton, D.C.: CGovernnent
Printing Ofice, 1944).)

Assignment to shifts by seniority or by sone arbitrary

met hod is equally undesirable, however, because it can increase
enpl oyee turnover by placing new enployees in the |east desirable
work circunstances, and because it limts managenent's ability to

assign personnel on the basis of capacity to do a particular job
wel | .

To a limted extent, shift assignnment variations can be used
by managenent as an incentive for inproved productivity. It is
especially useful in tinmes of tight budgets, because it is a non-
nonetary, yet potent, incentive.

The assignment of certain functions to unusual shifts can
sonmetines inprove productivity. In a congested area, or an
overwor ked unit, breaki ng down the workforce into two shifts can
sonetines relieve congestion, and inprove each enployees ability
to get a job done. This idea is especially useful in functions
i nvol vi ng paper-processing. Such an approach can also sonetines
avoid the need for a physical expansion of a physical plant
devoted to such an operation.

Fi nal |y, sone functions having special security or

operational requirenents, such as exercise or programmng for a
protective custody unit, often work better when operated during a

38



qui et shift, such as late at night. Prisoners can get access to
resources and areas not wusually. available to them w thout

conprom sing security or classification objectives.

In each of the above approaches, special incentives may be
needed to notivate enployees to work special hours. Several
approaches are discussed in the following article: Nanda and
Br owne, "Hours of Work, Job Satisfaction, and Productivity", in
PUBLI C PRODUCTIVITY REVIEW  Volune 11, No. 3, New York, Center
for Productive Public Managenent, 445 We9th, New York, 10019).

The fourth method is an old one wich mght deserve
reconsi derati on. That is the use of PART-TIME EMPLOYMENT. There
are two reasons why this mght be desirable. First, an enployee
working a shorter shift could be used during a period of peak
demand in an operation, wthout the expense of enploynent during
non-peak hours. A part-time enployee mght be substituted for a
full-tine one. Second, the enploynent of part-tine personnel may
give an institution access to a potential workforce at a tine
when pay rates or other incentives for fulltine enployees are not
sufficient to fill all authorized positions. This may becone
increasingly inportant when private salary and wages increase to
cover inflation, but public salaries and wages do not.

At the Mnnesota Correctional Facility at St. Cl oud,
students are hired as part time correctional officers. They are
used to supervise a recreation program during the evenings for
four hours. Two half-tinme enployees can cover the program all
days of the week, as well as provide for their |eave tine,
because the one full tine position, divided as two half tine
positions, provides a potential of ten four-hour periods per
week. This is sufficient to cover the seven days as well as
| eave. If a fulltine position were used, the sane |level of
coverage could not be achieved.

The fifth alternative shift pattern concept is the SPLIT
SH FT. The type of pattern is typically used in the restaurant
industry, where work demand peaks at nealtime. Under such a
system an enpl oyee woul d work, for exanple, for three hours at
[ unchti ne, and for five hours in the evening, wth a three hour
break between the two periods. This has clear advantages for the
enpl oyer, because he or she pays for enployees only for those
hours where demand is greatest. The value of this pattern for the
enpl oyee is less clear. For exanple, in the above illustration
the enpl oyee commits eleven hours per work day to work, unless he
or she can productively use the three hours in between. This
woul d probably depend upon whether the enployee resides near to
wor k, or whether the worksite is near to shopping or other areas
where the enployee mght typically need to go to anyway.

In evaluating possible changes in work hour patterns at an
institution, a manager should keep in mind the basic ways in
whi ch such changes could inprove productivity.

First, alternative patterns of work hours can nake the
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nunber of enployees on duty at any time correspond nore
closely to the actual work requirenments at the tinme. Sl ack-

tinme is reduced.

Second, | onger periods of work can increase the ratio of
productive time to preparation time. |If, for exanple, an
institution counts an enployee as reporting for duty when he
or she first enters the institution, the process of

reporting for duty, shift briefings, and assuming posts
could take up to an hour per day. On an eight hour day this
woul d represent 12.5% of the shift time, while on a ten hour
da this would represent 10%of the shift tine. This
reratively smal | differences can beconme expensive if they
generate overtime, or if they create the need for two shifts
of personnel to do work that could al nbst be acconplished by
one.

Third, variations in work hour patterns can be used as non-
nonet ary, no- cost incentives for enployees to becone
productive in other areas. For exanpl e, enpl oyees in a
clerical area showing the greatest productivity could be
given the first opportunity to participate in a flextine
program At a tinme when budgets are tight, such incentives
can be val uabl e tools.

Finally, wvariations in work hours can contribute to increased
| evel s of enployee satisfaction. Hi gher norale can cause
greater productivity and lower attrition rates, enabl i ng
savings in enploynent and training costs of new enployees,

while retaining the advantages of an experienced workforce.

Increased levels of enployee satisfaction can occur as a
result of the follow ng factors.

Enpl oyees can tail or their wor k hours to al | ow
acconpl i shment of personal goals. These may be |leisure
pursuits, personal activities such as shopping or banking,

or famly responsibilities such as picking up a child at a
da care center. Wth the increased incidence of famlies
wheére both spouses are enpl oyed, the ability to tailor work
hours nore flexibly will becone increasingly inportant.

Alternative work hour patterns can have direct economnic
advant ages for enployees. For exanple, if an enployee has to
drive to work a significant distance, working four ten-hour
days, rather than five eight-hour days, can result in a 20%
savings in gasoline and vehicle wear and tear. Assum ng that
an enpl oyee drives 25 miles to and fromwork, which is not
unusual in a rural area, and assuming that it costs about 20
cents per mle for the trip, elimnating a trip per week
woul d save ten dollars per week or $500 per year. After
t axes, since savings are not taxed, this is equal to a $600
to $800 raise, which as a supplenent to a regular raise in a
| ean- budget year, is worth considering.

Al so, such variations pgy inprove working conditions,
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especially in crowded or congested areas, Wwhere a nultiple
shift operation reduces the nunber of people on duty at any
time in the area.

Organizing a staffing pattern is an o0ngoing activity. A

continuing process of reevaluation, and revision to respond to
changi ng work operations, is necessary.
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CHAPTER FOUR
AN EXAM NATI ON OF SPECI FI C STAFFI NG | SSUES

A. | NTRODUCTI ON

Al decisions about staffing of prisons and jails can be
divided into tw types: those which are technical, dealing with
the process of nmanaging staff |evels, or translating posts and
positions into required nunbers of enployees, and those which are

fundanent al , dealing wth the absolute question of whether to
include a given post or position, at a given location and tine,
within a staffing pattern. Wthin this report, the chapter on

managerment of posts and positions generally dealt with technica
deci si ons, while the chapter on determining and evaluating staff
requi rements generally dealt with fundanmental deci sions.

This chapter attenpts to focus on the fundanental questions
again, by exam ning and conparing the staffing levels of various
prisons and jails. The analysis should provide sone ideas, and
sone general guidelines, for those who nust evaluate existing
levels of staff, or develop proposals for the operation of new
facilities. The report and its reconmmendations are not a
substitute for the task analysis processes discussed earlier,
because correctional institutions are usually quite different
from one another. However, application of some of the suggestions
devel oped later in the report should assist the staff planner or
evaluator in the follow ng ways:

It should provide a relatively conprehensive list of the
task areas to be considered, to provide for all of the
potential functions of a given institution

It should direct a planner or evaluator to areas of
potential over- or understaffing, by enabling conparison to
the general rates of enploynent per hundred prisoners in
other institutions.

It should stimulate sonme new ideas, and suggest alternative
approaches to the acconplishnment of institutional goals.

It is inportant to note, however, that this project is not
intended as a national survey of staffing patterns, or as a
survey of the characteristics of staffing patterns associated
with certain types of prisons. The institutional staffing
patterns which are presented provide exanples of approaches to
staffing prisons and jails, and illustrate various |levels of
staff depl oynent. However , the staffing statistics presented in
Vol une |, and the specific and detailed descriptions in Volune
Il, are intended as illustrations of specific approaches, and not
as proof of the wutility of these approaches. Utimtely,

deci sions about specific staffing patterns have to be based upon
a specific analysis of the goals and tasks of each institution,

and the levels of work generated by those tasks, rather than by
reference to general guidelines or average situations. As the
application of concepts of public admnistration and managenment
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are more generally applied and tested in the field of
corrections, perhaps nore specific rules may evolve; and perhaps
this report may serve as a starting point for such an effort.

There are several interesting studies which are nentioned
several tinmes in this chapter. One is entitled "Staffing Guide
for the Federal Prison Systenf, which was published in late 1980
as a general guide to the staffing patterns of institutions
within the Federal Prison System It is an excellent exanple of
the application of a conparative nethodology to the analysis of
staffing patterns. It establishes expected levels of staff for
various functions based upon the prevailing levels of staff at
exi sting institutions, and based upon the recomendations of key
managers wthin the institutions as to their needs for a
reasonable |evel of institutional operation, but not an idea
one.

Later in this chapter, these guidelines wll be cited
several tines, to support or contrast the levels of staffing in
the state and local institutions within this project. In such
i nst ances, the rates per 100 prisoners have been calculated

according to the instructions in the manual for two hypothetica
institutions, one with a capacity of 375, and one with a capacity

of 950. There is an elenent of judgenent involved due to
differences in functional organization between federal, state,
and local institutions, but the conparisions should be reasonably
accurate. The manual observes that generally the f edera

institutions have fewer enployees than nany conparable state
institutions.

Another project is entitled "Conparision of Staffing in
Maryland Correctional Facilities Having Over 500 Population Wth
Those of Oher States". It was developed by the Maryland
Department of Budget and Fiscal Planning in Decenber, 1980. It is
a survey of the total staffing levels of prisons with capacities
of greater than 500 prisoners. The specific observations wll be
di scussed later in the chapter when total levels of staffing are
conpar ed.

Two other studies are also cited. The first is Anerican
Prisons and Jails, Volune IlI¢(Washington D.C., U S. Governnent
PrintingOf fice, 1980), authored by Joan Mullen and Bradford
Smith. This survey focuses primarily wupon prison and jail
crowdi ng, but also provides data on overall staffing levels of
these facilities.

The Center for Public Productivity at John Jay College of
Crimnal Justice in New York Gty, at the time of publication of
this nonograph, is conpleting a report entitled National Survey
of Correctional Institution Enployee Attrition Rates. Since the
author of this nonograph is also an author of the attrition
proj ect, data from that survey has been incorporated into this
nonograph at certain points. The data is based upon a survey of
200 state correctional institutions.
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Institutions which have been included in this staffing
nonograph have been selected primarily so as to reflect a
geogr aphi cal and functional diversity. General ly, they are
categorized in four ways: age, size, security, and jurisdiction

O der facilities are those constructed prior to 1950. Most
of the newer ones have been constructed since 1975, and severa

are still wunder construction at this tinme. In those instances,
the staffing information is based upon plans. In that tables
included in this chapter, newer facilities are identified by an

asterisk, as follows: "*".

Large sized facilities are those with over 1000 prisoners,
and smaller ones are those with |less than 1000 prisoners.

Security is divided into two categories: maxi num medi um and
m ni mum Maxi num medi um security facilities are those which offer
secure perineters either by walls or fences, and which offer
relatively secured internal conditions including cells or roons
i n nost instances. The mninmum security units offer no physica
perimeter security.

Jurisdiction is either state or local. The local facilities
are so functionally different fromthe state facilities that they
are categorized separately.

Cenerally, the staffing pattern statistics, and the detailed
tables presented in Volune |11, are devel oped based upon the
operating docunments of the institutions involved. However, there
are several exceptions. The Federal institutions' patterns are
based upon central office docunents. The non-correctional officer
positions are highly reliable and detail ed. However, the officer
posts are devel oped from docunentati on which was accurate, but
sonewhat | ess precise in description. Al so, several facilities,
including the Gak Park Heights unit and the new local facilities
are based upon planned or recommended staffing patterns, not
actual operational docunents.

B.  REVIEW OF STAFFI NG LEVELS BY FUNCTI ONAL CATEGORY

In Volune 1|1, actual staffing patterns of the institutions
di scussed above are presented. The positions are divided into
functional categories, so that positions associated with common
tasks can be conpared from institution to institution. Thi s
arrangenent is also intended to provide a staff planner or
evaluator with a systematic |list of general and specific
functions which can be used as a check in studying the adequacy
of any given pattern of staff. This section will review each
category of staff, and provide observations and guides specific

to the types of tasks subsuned under each category.
1.  ADM NI STRATI ON
The adm nistration category includes two types of positions:

Those associated with the general |eadership of the institution
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such as the executive office of the warden, and positions which
provide services of a high level and general nature which cut

across the remaining categories. Such positions would include
public information, |egal services to the institutional staff, or
adm ni strative planning. Wthin all tables included in this

chapter, the "*" indicates an institution built since 1960.

TABLE 1V-1: ADM N STRATI ON

I NSTI TUTI ON POSI TI ONS % RATE CAPACITY
MAXI MUM AND MEDI UM SECURI TY. ...
NEW YORK: AUBURN CORR FACILITY 14.0 2.3 0.8 1700
U S. P. ATLANTA 11.0 2.4 0.7 1493
M NNESOTA C. F. : ST. CLOUD 9.0 2.4 1.5 600
IOM S. P. FORT MADI SON 9.0 1.7 1.0 900
OKLAHOVA: JCE HARP C. C. * 50 3.3 1.3 400
M NNESOTA C. F.: OAK PARK HEI GHTS * 11.5 3.8 3.0 380
U S P. MARI ON * 8.0 2.9 1.3 600
VIRG NI A NMECKLENBURG C. C * 7.0 1.9 1.9 360
M LLHAVEN | NSTI TUTI ON * 12.0 3.1 3.1 381
S. CARCLI NA: MANNI NG C. I. * 6.0 5.7 1.4 420
M N MUM SECURI TY. ...
N.Y.: CAW GEORGETOW 2.0 3.4 1.3 150
F.P.C. ALLENWOCD 3.0 3.2 0.8 375
VI ENNA CORRECTI ONAL CENTER * 9.0 2.1 1.6 580
F.C 1. FORT WORTH * 9.0 3.9 1.6 565
LOCAL FACILITIES. ...
ONONDAGA COUNTY CORRECTI ONS FACI LI TY 7.0 5.9 4.4 160
NY: WESTCHESTER COUNTY CORRECTI ON 13.0 4.8 2.1 630
NYC. BRONX HOUSE OF DETENTI ON . 15.0 5.3 3.0 495
MCC:. NEW YORK . 8.0 4.0 1.9 416
ONONDAGA COUNTY NEW FACILITY 7.0 4.6 3.6 192
NYC. MANHATTAN HOUSE OF DETENTI ON * 9.0 3.1 2.3 400
SUMVARY # OF CASES
CAPACI TY OVER 800 11.3 2.1 0.9 3
400- 800 CAPACITY 9.6 3.9 1.8 8
CAPACI TY UNDER 400 7.1 3.6 2.4 9
OLDER FACI LI TI ES 9.4 3.9 2.4 9
NEVWER FACI LI TI ES 8.2 3.1 1.6 11
ALL FACILITIES 8.7 3.5 1.9 20
This table illustrates the levels of staff associated wth
adm nistration for the institutions in the pr oj ect . The

approximate range is one to three positions per 100 prisoners
In the Federal Prison System Quide (FPS Guide), 2.1 positions per
hundred prisoners are recommended for a 375 bed institution, and
0.9 per hundred for a 950 bed prison. The higher end of the
range wthin the state institution sanple tends to occur under
the follow ng conditions:

Institutions which are not part of a larger system and
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which therefore provide for the functions of a general
departnental admnistrative office, such as the Onandaga

facility, tend to have higher needs.

Institutions which have conplex functions, such as a jail or
a maxi mum security prison tend to have nore staff.

Smaller facilities tend to have higher rates, presumabl y
because of the need for a mnimal level of positions
regardl ess of size.

The next table illustrates the «clerical staff | evel
associated wth the institutions. In the presentations, al |
clerical positions are shown with the functional areas served
This table pernmits an examination of total |evels.

TABLE |V-2 CLERI CAL

I NSTI TUTI ON PCSI TI ONS % RATE CAPACI TY
MAXI MUM AND MEDI UM SECURI TY. . .

NEW YORK: AUBURN CORR FACILITY 37.0 6.0 2.2 1700
U S. P. ATLANTA 20.0 4.4 1.3 1493
M NNESOTA C.F. : ST. CLOUD 17.0 4.5 2.8 600
IO S. P. FORT MADI SON 27.0 5.1 3.0 900
OKLAHOVA: JCE HARP C. C * 8.0 5.2 2.0 400
M NNESOTA C F.: QAK PARK HEI GHTS *  20.5 6.8 5.4 380
US P. MARION * 11.0 4.0 1.8 600
VIRG NI A: MECKLENBURG C. C. * 12.0 3.3 3.3 360
M LLHAVEN | NSTI TUTI ON * 16.0 4.1 4.2 381
S. CARCLINA® MANNING C. 1 * 1.0 1.0 0.2 420
M N MM SECURITY. ..

N.Y.: CAWP GEORGETOMWN 4.0 6.9 2.7 150
F.P.C. ALLENWOOD 5.0 5.3 1.3 375
VI ENNA CORRECTI ONAL CENTER * 30.0 7.1 5.2 580
F.C.I. FORT WORTH * 19.0 8.3 3.4 565
LOCAL FACILITIES. ...

ONONDAGA COUNTY  CORRECTI ONS  FACI L 8.0 6.8 5.0 160
NY: WESTCHESTER COUNTY CORRECTI ON 6.0 2.2 1.0 630
NYC: BRONX HOUSE OF DETENTI ON 4.0 1.4 0.8 495
MCC.  NEW YORK * 9.4 4.7 2.3 416
ONONDAGA COUNTY NEW FACI LI TY * 9.0 6.0 4.7 192
NYC. MANHATTAN HOUSE OF DETENTION * 5.0 1.7 1.3 400

The patterns suggest that a normal level of clerical staff
is about five percent of the total staff. Lower |evels suggest
under-civiliani zati on, wher e correctional of ficers perform
clerical functions which can be conpleted nore efficiently and at
| onwer cost by clerical enployees, or sinply levels of <clerica
staff which appear to be too | ow

2. BUSI NESS MNANAGEMENT
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This category includes managenent support functions, as

contrasted to operations support. Types of positions include
busi ness office staff such as accountants, personnel staff, and
comm ssary enpl oyees. Functions such as mail processing are
included here if the task is primarily |ogistical, but are

included in correctional officer functions if the primary purpose
is security.

TABLE 1V-3: BUSI NESS MANAGEMENT

I NSTI TUTI ON PCSI TI ONS % RATE CAPACI TY
MAXI MUM AND MEDI UM SECURI TY. . .

NEW YORK: AUBURN CORR  FACILITY 29.0 4.7 1.7 1700
U S. P. ATLANTA 34.0 7.4 2.3 1493
M NNESOTA C.F. : ST. CLOUD 16.0 4.2 2.7 600
IO S. P. FORT MADI SON , 210 4.0 2.3 900
OKLAHOVA: JCE HARP C. C 5.0 3.3 1.3 400
M NNESOTA C. F.: OAK PARK HEIGHTS * 17.0 5.7 4.5 380
US P. MR ON ., 15.0 5.4 2.5 600
VIRG NI A: MECKLENBURG C. C. . 8.0 2.2 2.2 360
M LLHAVEN | NSTI TUTI ON ., 14.0 3.6 3.7 381
S. CARCLINA: MANNING C. |. 1.0 1.0 0.2 420
M N MM SECURITY. ..

N.Y.: CAWP GEORGETOMWN 6.0 10. 3 4.0 150
F.P.C. ALLENWOOD ., 11.0 11.6 2.9 375
VI ENNA CORRECTI ONAL CENTER ., 19.0 4.5 3.3 580
F.C.1. FORT WORTH 21.0 9.2 3.7 565
LCCAL FACILITIES. ...

ONONDAGA COUNTY CORRECTIONS FACILITY 3.0 2.5 1.9 160
NY: WESTCHESTER COUNTY CORRECTI ON 1.0 0.4 0.2 630
NYC: BRONX HOUSE OF DETENTI ON R} 9.0 3.2 1.8 495
MCC: NEW YORK , 16.0 8.1 3.8 416
ONONDAGA COUNTY NEW FACI LI TY 3.0 2.0 1.6 192
NYC: MANHATTAN HOUSE OF DETENTION * 6.0 2.1 1.5 400
SUMVARY # OF CASES
CAPACI TY OVER 800 28.0 5.4 2.1 3
400- 800 CAPACITY 12. 3 4.5 2.3 8
CAPACI TY UNDER 400 8.1 4.8 2.6 9
GLDER FACI LI TI ES 11.9 3.6 2.2 9
NEVWER FACI LI TI ES 13.5 5.7 2.5 11
ALL FACI LI TIES 12. 8 4.8 2.4 20

The table for business managenent indicates sone very stable
rates and percentages, of about five percent of the total staff,
and two to three positions per hundred prisoners. An exam nation
of the specific tables suggests that the majority of the
posi tions are associated wth the accounting and fiscal
managenent function. In the FPS Guide, 4.8 positions per hundred
are recommended for a 375 bed institution, and 2.5 per hundred
prisoners for a 950 bed institution
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3. SUPPORT OPERATI ONS

Support operations include |ogistical support functions such
as food servi ce, bui | ding and vehicle naintenance, and war ehouse
oper ati on. The table suggests a range of |evels of about ten
percent of staff, and about four to seven positions per hundred
prisoners. The FPS CQui de suggests about 8.5 per hundred for a 375
bed institution, and 4.4 per hundred for a 950 bed institution
al though several factors about a specific institution could
nodi fy this |evel

TABLE |V-4: SUPPORT OPERATI ONS

I NSTI TUTI ON POSI TI ONS 8 RATE CAPACITY
MAXI MUM AND MEDI UM SECURI TY. . ..
NEW YORK: AUBURN CORR. FACI LITY 46. 0 7.4 2.7 1700
U S. P. ATLANTA 76.0 16. 6 5.1 1493
M NNESOTA C. F. : ST. CLOUD 29.0 7.6 4.8 600
LAV JCE HARP C.C.. 120 78 30 400
MNNESOTA C.F.: OAK PARK HEIGHTS * 22.0 7.3 5.8 380
U S P. MARI ON 41.0 14. 8 6.8 600
VIRG NI A: MECKLENBURG C. C. : 38.0 10.5 10.6 360
M LLHAVEN | NSTI TUTI ON , (0.0 18.0 18.4 381
S. CAROLINA: MANNING C. 1. 11.0 10.5 2.6 420
M N MUM SECURITY. ...
N.Y.: CAWP GEORGETOMN 6.0 10. 3 4.0 150
F.P. C.  ALLENWOOD 21.0 22.1 5.6 375
VI ENNA CORRECTI ONAL CENTER : 46. 8 11.1 8.1 580
F.C.I. FORT WORTH 31.0 13.5 5.5 565
LOCAL FACI LI TIES
ONONDAGA COUNTY CORRECTI ONS FACI L 11.1 9.4 6.9 160
NY: WESTCHESTER COUNTY CORRECTI ON 13.0 4.8 2.1 630
NYC. BRONX HOUSE OF DETENTI ON , 34.0 12.0 6.9 495
MCC. NEW YORK 17.0 8.6 4.1 416
ONONDAGA COUNTY NEW FACI LI TY " 10.0 6.6 5.2 192
NYC. MANHATTAN HOUSE OF DETENTION * 14.9 5.2 3.7 400
SUMVARY # OF CASES
CAPACI TY OVER 800 56. 3 11.0 4.3 3
400- 800 CAPACITY 27.9 10. 4 5.1 8
CAPACI TY UNDER 400 22. 8 10. 8 7.0 8
OLDER FACI LI TIES 33.4 11.0 6.8 9
NEVWER FACI LI TI ES 26.9 10. 4 5.1 11
ALL FAC LI TIES 29.8 10.7 5.9 20
The age of a facility does not appear to be associated with
higher or lower |evels, suggesting perhaps that while ol der
facilities have nore mai ntenance problens, newer facilities have
nore space per prisoner or enployee to be maintained. The FPS
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@Quide confirns this observation by providing for additional staff
over a baseline level if an institution is built before 1940, or
if it has a high level of gross square footage. As a rough
guide, an additional enployee is allowed for every 50,000 square
feet over 300, 000, and conparabl e deductions are nmade for |ess
gross footage. Thus an older institution mght lose staff
because it has |less footage per prisoner than a newer one with a
conparabl e capacity, but it would gain two positions because of
its age. An exam nation of the actual staffing tables suggests
that the institutions with very high rates have greater |evels of
functional separation of staff types, than those with |[|ower
rates, even though the nunmbers of staff may be conparable

4. PROGRAMS AND SERVI CES

Prograns and services includes case nmanagenent, education
wor Kk prograrns, recreation, and religion. This category varies
mar kedly according to the function of the institution involved
There are generally six to eight enployees per 100 prisoners,
representing ten to fifteen percent of the total staff. The only
clear distinction is that- local institutions have very few
enpl oyees in these functions.

TABLE V-5 PROGRAMS AND SERVI CES

I NSTI TUTI ON PCSI TI ONS % RATE CAPACITY
MAXI MUM AND MEDI UM SECURI TY. . ..

NEW YORK: AUBURN CORR FACILITY 83.0 13. 4 4.9 1700
U S. P. ATLANTA 114.0 25.0 7.6 1493
M NNESOTA C.F. : ST. CLOUD 93.0 24.5 15.5 600
IOM S, P. FORT MADI SON 64.0 12.1 7.1 900
OKLAHOVA: JOE HARP C. C. * 20.0 13.0 5.0 400
M NNESOTA C. F.: QOAK PARK HElI GHTS * 32.5 10.9 8.6 380
US P. MARION * 28.0 10.1 4.7 600
VIRG NI A: MECKLENBURG C. C. * 20.0 5.5 5.6 360
M LLHAVEN | NSTI TUTI ON * 58.0 14.9 15.2 381
S. CARCLI NA: MANNI NG C. 1. * 16.0 15.3 3.8 420
M N MJM SECURI TY. . .

N.Y.: CAWP GEORGETOMN 6.0 10. 3 4.0 150
F.P.C. ALLENWOCD 27.0 28. 4 7.2 375
VI ENNA CORRECTI ONAL CENTER * 105.1 24.9 18.1 580
F.C.I. FORT WORTH * 51.0 22.2 9.0 565
LOCAL FACILITIES. ...

ONONDAGA COUNTY CORRECTI ONS FACH L 11.0 9.3 6.9 160
NY: WESTCHESTER COUNTY CORRECTI ON 1.0 0.4 0.2 630
NYC: BRONX HOUSE OF DETENTI ON 12.0 4.2 2.4 495
MCC:. NEW YORK *  25.7 13.0 6.2 416
ONONDAGA COUNTY NEW FACI LI TY * 12.0 8.0 6.3 192
NYC: MANHATTAN HOUSE OF DETENTION * 12.0 4.2 3.0 400
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SUWVARY # OF CASES

CAPACI TY OVER 800 87.0 16.8 6.5 3
400- 800 CAPACITY 41.5 14. 3 7.5 8
CAPACI TY UNDER 400 22.1 11.6 6.9 9
ALDER FACI LI TI ES 42.0 13.2 7.9 9
NEVWER FACI LI TI ES 37.6 13.7 6.4 11
ALL FACI LI TI ES 39.6 13.5 7.1 20

The FPS Quide suggests a level of 6.6 per hundred for the
375 bed institution, and 4.6 per hundred for the 950 bed
institution, although it carefully observes that the actual
levels for a specific institution would be determned by the
specific activities of the prisoners and the mission of the
institution. In addition, the FPS Quide includes counselors
within the Unit Managenent function. For this project, t he FPS
figures were adjusted to show the nmovenent of the counselors to
t he program category, so that the conparisons are nore valid.

The following tables illustrate industry and program
staffing levels separately.

TABLE |V-6: | NDUSTRY

I NSTI TUTI ON PCSI TI ONS % RATE CAPACI TY
MAXI MUM AND MEDI UM SECURI TY. . ..

U S. P. ATLANTA 88.0 19.3 5.9 1493
M NNESOTA C. F. : ST. CLAQUD 18.0 4.7 3.0 600
IOM S, P. FORT MADI SON 19.0 3.6 2.1 900
M NNESOTA C. F.: QAK PARK HElI GHTS * 14.0 4.7 3.7 380
US P. MARION * 3.0 1.1 0.5 600
M LLHAVEN | NSTI TUTI ON * 2.0 0.5 0.5 381
M N MJUM SECURI TY. . ..

F.P.C.  ALLENWOCD 12.0 12. 6 3.2 375
VI ENNA CORRECTI ONAL CENTER * 4.0 0.9 0.7 580
F.C.1. FORT WORTH * 8.0 3.5 1.4 565
LOCAL FACILITIES. ...

MCC: NEW YORK * 1.0 0.5 0.2 416

51



TABLE |V-7: EDUCATI QV VOTEC

I NSTI TUTI ON PCSI TI ONS %  RATE CAPACI TY

MAXI MUM AND MEDI UM SECURI TY. . ..
NEW YORK: AUBURN CORR. FACILITY
U S. P. ATLANTA

M NNESOTA C.F. : ST. CLOUD

IOM S. P. FORT MADI SON
OKLAHOVA: JCE HARP C. C

M NNESOTA C. F.: QAK PARK HElI GHTS
US P. MARION

M LLHAVEN | NSTI TUTI ON

S. CARCLINA: MANNI NG C. 1.

M N MM SECURITY. ..

N.Y.: CAWP CEORGETOMW
F.P.C. ALLENWOCD

VI ENNA CORRECTI ONAL CENTER
F.C.I. FORT WORTH

LOCAL FACILITIES. ...

ONONDAGA COUNTY CORRECTI ONS  FACI L
NY: WESTCHESTER COUNTY CORRECTI ON
MCC: NEW YORK

ONONDAGA COUNTY NEW FACI LI TY

NYC. MANHATTAN HOUSE OF DETENTI ON

An exam nation of t he

33.0 5.3 1.9 1700
25.0 5.5 1.7 1493
38.0 10.0 6.3 600
8.0 1.5 0.9 900

* 4.0 2.6 1.0 400
* 5.0 1.7 1.3 380
* 8.0 2.9 1.3 600
* 28.0 7.2 7.3 381
* 11.0 10.5 2.6 420
2.0 3.4 1.3 150

4.0 4.2 1.1 375

* 61.1 14.5 10.5 580
* 14.0 6.1 2.5 565
1.0 0.8 0.6 160

0.0 0.0 0.0 630

* 1.0 0.5 0.2 416
* 1.0 0.7 0.5 192
* 2.0 0.7 0.5 400
specific staffing pattern

presentations suggests sone basic issues which deternmine |evels

of program and activity staff.

Does the institution intend
or is a substantial portion of

significant daily activity,
t he popul ation inactive?

that each prisoner have a

Does the education program offer a high degree of
speci al i zati on, so that teachers with very specific skills
are enployed, or is the program nore limted to general

educat i on? To the extent

that specialization exists,

especially in vocational training, high levels of staff may
be required. The table show ng education/votec positions by

institution illustrates this.

Both the MCF St. Coud and

the Vienna Correctional Center have |arge, speci al i zed
programs, which require high levels of staff.

The industry table illustrates that where significant
progranms are operated, a range of three to six positions per
hundred prisoners exists, translating to about six to twelve
posi tions per hundred prisoners actually working in

i ndustri es. Sone institutions have |lower |evels because
correctional officers assigned to industries supplenent the
i ndustry workers' tasks, while other institutions have
higher levels of industry workers and few correctiona
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of ficers.
5. VEDI CAL AND TREATMENT

Medi cal and treatnent positions include nmental health, dr ug

abuse treatnent professions, psychol ogi sts, as well as the
traditional nedical positions. These data should be interpreted
W th special caution, because each institution enploys personnel

under contract to varying extents, and uses services provided by
ot her agenci es. Thus, several institutions whi ch show
practically no nmedical staff actually have very good prograns
provi ded by external agencies. It was not possible to identify

the level of tme expended by these agencies on correctional
nmedi ci ne, as opposed to other nedical services.

TABLE 1V-8: MEDI CAL AND TREATMENT

I NSTI TUTI ON PCSI TI ONS %  RATE CAPACI TY
MAXI MUM AND MEDI UM SECURITY. . ..
NEW YORK: AUBURN CORR FACILITY 16.5 2.7 1.0 1700
U S. P. ATLANTA 32.0 7.0 2.1 1493
M NNESOTA C.F. : ST. CLOUD 15.3 4.0 2.6 600
[OM S. P. FORT MADI SON 20.0 3.8 2.2 900
OKLAHOVA: JCE HARP C. C. ' 19.6 12.7 4.9 400
M NNESOTA C. F.: QAK PARK HEI GHTS * 34.0 11. 4 8.9 380
U S.P. MARI ON * 6.0 2.2 1.0 600
VIRGA NI A MECKLENBURG C. C. *19.3 5.3 5.3 360
M LLHAVEN | NSTI TUTI ON *13.0 3.3 3.4 381
S. CAROLINA: MANNI NG C.I. ¥ 4.0 3.8 1.0 420
M N MUM SECURI TY. ...
N.Y.: CAW GECRGETOMN 0.0 0.0 0.0 150
F.P.C. ALLENWDOCD 6.0 6.3 1.6 375
VI ENNA CORRECTI ONAL CENTER ¥ 14.5 3.4 2.5 580
F.C.1. FORT WORTH 23,0 10.0 4.1 565
LOCAL FACILITIES....-
ONONDAGA COUNTY CORRECTI ONS FACI L 1.0 0.8 0.6 160
NY: WESTCHESTER COUNTY CORRECTI ON 0.0 0.0 0.0 630
NYC. BRONX HOUSE OF DETENTI ON 0.0 0.0 0.0 495
MCC. NEW YORK ¥ 16.0 8.1 3.8 416
ONONDAGA COUNTY NEW FACI LI TY * 1.0 0.7 0.5 192
NYC. NMANHATTAN HOUSE OF DETENTION * 3.0 1.0 0.8 400
SUVMMVARY # OF CASES
CAPACI TY OVER 800 22.8 4.5 1.8 3
400- 800 CAPACITY 9.8 3.9 1.9 8
CAPACI TY UNDER 400 10. 8 4.6 2.9 9
OLDER FACI LI TIES 11.7 3.6 2.2 9
NEWER FACI LI TI ES 12. 6 4.9 2.4 11
ALL FACI LITIES 12.2 4.3 2.3 20
As a general qguide, it appears that when an institution
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provi des nedical services inhouse, or has been capable of show ng
external staff on the printouts in this report, a range of three
to five positions per hundred prisoners exists. Speci al
attention by nedically conpetent individuals should be given to
devel opment of a medical staffing pattern. This is illustrated
by the follow ng tabl es:

TABLE |V-9: MED CAL

I NSTI TUTI ON PCSI TI ONS % RATE CAPACI TY
MAXI MUM AND MEDI UM SECURI TY. . ..

NEW YORK: AUBURN CORR. FACILITY 11.0 1.8 0.6 1700
U S. P. ATLANTA 21.0 4.6 1.4 1493
M NNESOTA C.F. : ST. CLOUD 6.0 1.6 1.0 600
IOM S. P. FORT MADI SON 14.0 2.7 1.6 900
OKLAHOVA: JCE HARP C. C. * 17.6 11. 4 4.4 400
M NNESOTA C. F.: QAK PARK HElI GHTS * 12.5 4.2 3.3 380
US P. MR ON * 2.0 0.7 0.3 600
VIRG NI A: MECKLENBURG C. C. * 12.8 3.5 3.5 360
M LLHAVEN | NSTI TUTI ON * 9.0 2.3 2.4 381
S. CARCLINA: MANNING C. I. * 1.0 1.0 0.2 420
M N MUM SECURITY. . ..

F.P.C.  ALLENWOCD 2.0 2.1 0.5 375
VI ENNA CORRECTI ONAL CENTER * 10.5 2.5 1.8 580
F.C.1. FORT WORTH * 15.0 6.5 2.7 565
LOCAL FACILITIES. ...

ONONDAGA COUNTY CORRECTI ONS FACI L 0.0 0.0 0.0 160
NY: WESTCHESTER COUNTY CORRECTI ON 0.0 0.0 0.0 630
NYC: BRONX HOUSE OF DETENTI ON 0.0 0.0 0.0 495
MCC: NEW YORK * 11.0 5.5 2.6 416
ONONDAGA COUNTY NEW FACI LI TY * 0.0 0.0 0.0 192
NYC. MANHATTAN HOUSE OF DETENTION * 0.0 0.0 0.0 400

TABLE |1V-10: MENTAL HEALTH

I NSTI TUTI ON PCSI TI ONS % RATE CAPACI TY
MAXI MUM AND MEDI UM SECURITY. . ..

U S. P. ATLANTA 4.0 0.9 0.3 1493
M NNESOTA C.F. : ST. CLOUD 4.0 1.1 0.7 600
IO S, P. FORT MADI SON \ 1.0 0.2 0.1 900
OKLAHOVA: JOE HARP C. C. . 1.0 0.7 0.3 400
M NNESOTA C. F.: QAK PARK HElI GHTS . 15.0 5.0 3.9 380
US P. MR ON \ 3.0 1.1 0.5 600
VIRG NI A: MECKLENBURG C. C. . 1.0 0.3 0.3 360
M LLHAVEN | NSTI TUTI ON \ 3.0 0.8 0.8 381
S. CARCLINA: MANNING C. I. 2.0 1.9 0.5 420
M N MJM SECURI TY. . ..

F.P.C.  ALLENWOCD \ 4.0 4.2 1.1 375
F.C.1. FORT WORTH 4.0 1. 0.7 565
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LCCAL FACILITIES. ...

ONONDAGA COUNTY CORRECTI ONS FACI L 1.0 0.8 0.6 160
MCC. NEW YORK \ 2.0 1.0 0.5 416
ONONDAGA COUNTY NEW FACI LI TY 1.0 0.7 0.5 192
NYC:. MANHATTAN HOUSE OF DETENTI ON * 3.0 1.0 0.8 400

There are several reasons why it is probable that a hjgher
level of staff nmy be required for prisoners than for a
conpar abl e nunber of citizens in the general public:

Prisoners tend, as a group, to have nore nedical problens

than average citizens. This is because many of them never
took good <care of their health prior to going to prison
Thus, the workload per nedical enployee will be higher for a

prisoner population than for a conparably sized group of
non- pri soners.

Wrking in prison can tend to be sonewhat inefficient

because of the coordination of functional activities wth
security inperatives, As a result, medical staff may not be
able to see patients as efficiently as on the outside,
because of the need to escort prisoners brought to them or
the need for the nedical staff to go to the units to see the

prisoners.
Prisoners tend to fake illnness, or show a great degree of
interest and concern for relatively mnor synptons. As a

result, a greater anobunt of time may be expended in
di agnosi ng and screening cases than would be expended with a

group of citizens.

The FPS Quide is generally consistent with the |levels observed in
the state institutions, suggesting about 3.5 nedical enployees
per hundred prisoners. The Guide suggests, however, that severa
medi cally specialized institutions mnmust be considered as separate
cases. The Quide also assunes that sone services are provided
under external contracts. Thus, use of this Qiide, or the
guidelines fromthe state institutions should only be done in the

context of a nore detailed study by nedically conpet ent
of ficials.

6. CONTROL PO NTS

The followng table illustrates observed staffing |levels for
correctional officer control stations and supervisory posts.
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TABLE 1V-11: CONTROL PO NTS

I NSTI TUTI ON PCSI TI ONS % RATE CAPACI TY
MAXI MUM AND MEDI UM SECURI TY. . ..
NEW YORK: AUBURN CORR. FACILITY 77.2 12.5 4.5 1700
U S.P. ATLANTA 37.9 8.3 2.5 1493
M NNESOTA C.F. : ST. CLOUD 44.9 11.8 7.5 600
IOM S. P. FORT MADI SON 31.9 6.0 3.5 900
OKLAHOVA: JCE HARP C. C. * 15.7 10.2 3.9 400
M NNESOTA C. F.: QAK PARK HEI GHTS * 24,1 8.0 6.3 380
U S. P. MARI ON x 37.7 13.6 6.3 600
VIRG NI A: MECKLENBURG C. C. * 45,7 12.6 12.7 360
M LLHAVEN | NSTI TUTI ON ¥ 37.5 9.6 9.8 381
S. CAROLINA: NMANNI NG C.I. * 21.3 20. 3 5.1 420
M N MUM SECURI TY. . ..
N.Y.: CAWP GECRGETOMN 8.7 15.0 5.8 150
F.P.C. ALLENWOOD 10.9 11.5 2.9 375
VI ENNA CORRECTI ONAL CENTER * 44.0 10. 4 7.6 580
F.C.I. FORT WORTH * 19.5 8.5 3.5 565
LOCAL FACILITIES. ...
ONONDAGA COUNTY CORRECTI ONS FACI L 12.1 10. 2 7.6 160
NY: WESTCHESTER COUNTY CORRECTI ON 65.0 24.1 10.3 630
NYC. BRONX HOUSE OF DETENTI ON 36.2 12.8 7.3 495
MCC. NEW YORK 27,7 14.0 6.7 416
ONONDAGA COUNTY NEW FACI LI TY * 16.8 11.2 8.8 192
NYC. MANHATTAN HOUSE OF DETENTION * 36.7 12.7 9.2 400
SUVMMVARY # OF CASES
CAPACI TY OVER 800 49.0 8.9 3.5 3
400- 800 CAPACI TY 37.0 14. 4 6.8 8
CAPACI TY UNDER 400 23.1 11.2 7.4 9
COLDER FACI LITIES 32.9 12.9 7.1 9
NEVER FACI LI TI ES 32.3 11.6 6.1 11
ALL FACI LITIES 32.6 12.2 6.6 20

This category, and those which follow, are. reserved for
functions generally conpleted by correctional of ficers. The
control points category includes general security |eadership, and
fixed posts supporting overall |eadership such as a control
center, and posts which primarily control or supervise novenent
wthin a facility. General ly, it appears that about twelve to
fifteen percent of the staff is associated with such functions,
or approximately seven officers per hundred prisoners. In | arger
institutions, the rates are sonewhat | ower.
7. PERI METER SECURI TY

The following table illustrates observed |evels of staffing

to provide for perinmeter security.
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TABLE |V-12: PER METER SECURI TY

I NSTI TUTI ON PGSI TI ONS % RATE CAPACI TY
MAXI MUM AND MEDI UM SECURI TY. . ..

NEW YORK: AUBURN CORR FACILITY 46. 5 7.5 2.7 1700
U S. P. ATLANTA 43.0 9.4 2.9 1493
M NNESOTA C.F. : ST. CLOUD 17.6 4.6 2.9 600
IOM S. P. FORT MADI SON 36. 2 6.9 4.0 900
OKLAHOVA: JOE HARP C. C. *10.4 6.8 2.6 400
M NNESOTA C. F.: OAK PARK HElI GHTS * 8.4 2.8 2.2 380
U S P. MARI ON *37.1 13.4 6.2 600
VIRG NI A:  MECKLENBURG C. C. Y 26.4 7.3 7.3 360
M LLHAVEN | NSTI TUTI ON ¥ 53.7 13.8 14.1 381
S. CARCLINA: MANNING C.|. " 24.8 23.7 5.9 420
M N MJUM SECURI TY. . ..

N.Y.: CAWP GEOCRGETOMN 0.0 0.0 0.0 150
F.P. C.  ALLENWOCD 0.0 0.0 0.0 375
VI ENNA CORRECTI ONAL CENTER ¥ 9.9 2.3 1.7 580
F.C.I. FORT WORTH ¥ 9.2 4.0 1.6 565
LOCAL FACILITIES. ...

ONONDAGA COUNTY CORRECTI ONS FACH L 3.4 2.9 2.1 160
NY: WESTCHESTER COUNTY CORRECTI ON 0.0 0.0 0.0 630
NYC: BRONX HOUSE OF DETENTI ON 6.9 2.4 1.4 495
MCC. NEW YORK *12.6 6.4 3.0 416
ONONDAGA COUNTY NEW FACI LI TY * 5.1 3.4 2.6 192
NYC: MANHATTAN HOUSE OF DETENTION * 5.5 1.9 1.4 400
SUMVARY # OF CASES
CAPACI TY OVER 800 41.9 7.9 3.2 3
400- 800 CAPACITY 14. 8 7.1 2.9 8
CAPACI TY UNDER 400 12.5 4.3 3.6 9
GLDER FACI LI TI ES 20. 6 8.0 4.2 9
NEVER FACI LI TI ES 15.6 4.3 2.5 11
ALL FACI LI TIES 17.8 6.0 3.2 20

Perimeter security posts are towers, entrance posts for both
publ i c, prisoners, and materials, and roving patrol posts.
General |l y, unless a facility is mninmm security, three to six
posi tions per hundred prisoners are devoted to this function.
O der facilities appear to devote greater levels of staff to this
function, reflecting the trend in nodern institutions away from
towers, towards electronic surveillance with either single towers
or roving patrols, or designs where the shell of the facility is
the perineter.

8. UNIT SUPERVI SI ON

Unit supervision includes posts associated with housing
units, such as officers who work cellruns, or operate doors or

gates to cells or roons. This is a very inportant category of
staffing because it constitutes one-fifth to one-third of all
institutional staff. In general, between ten and twenty
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positions per hundred prisoners are devoted to this function
-There is great wvariation in |evels, however, reflecting a
diversity of operating concepts and standards for units. The FPS
Quide suggests a unit staffing level of about 3.5 enployees pgy
hundred prisoners, or 4.5 if case managers wi thin the housing
units are included. The hi ghest possible |evel, for a very
specialized small unit, would be 7 per hundred prisoners

TABLE 1V-13: UNIT SUPERVI SI ON

I NSTI TUTI ON PCSI TI ONS % RATE CAPACI TY
MAXI MUM AND MEDI UM SECURI TY. . ..

NEW YORK: AUBURN CORR. FACILITY 99.5 16.1 5.9 1700
U S. P. ATLANTA 60. 5 13.3 4.1 1493
M NNESOTA C. F. : ST. CLAQUD 108. 5 28.5 18.1 600
IO S. P. FORT MADI SON 186. 2 35.3 20.7 900
OKLAHOVA: JCE HARP C. C * 49.3 32.1 12.3 400
M NNESOTA C. F.: QOAK PARK HEI GHTS * 113.3 37.8 29.8 380
U S. P. MARI ON * 63.9 23.1 10.6 600
VIRG NI A: MECKLENBURG C. C. * 161.6 44.7 44.9 360
M LLHAVEN | NSTI TUTI ON * 97.0 24.9 25.5 381
S. CARCLINA: MANNING C. |. * 15.1 14.4 3.6 420
M N MM SECURITY. ..

N.Y.: CAMP GECRCETOMN 12.0 20.6 8.0 150
F.P.C. ALLENWOOD 8.6 9.1 2.3 375
VI ENNA CORRECTI ONAL CENTER * 135.6 32.1 23.4 580
F.C.I. FORT WORTH * 35.6 15.5 6.3 565
LOCAL FACILITIES. ...

ONONDAGA COUNTY CORRECTI ONS FACH L 53.9 45.6 33.7 160
NY: WESTCHESTER COUNTY CORRECTI ON 133.5 49.5 21.2 630
NYC: BRONX HOUSE OF DETENTI ON 85.9 30.3 17.3 495
MCC:. NEW YORK * 52.6 26.5 12.6 416
ONONDAGA COUNTY NEW FACI LI TY ¥ 66.2 43.9 34.5 192
NYC. MANHATTAN HOUSE OF DETENTION * 106.0 36.7 26.5 400
SUMVARY # OF CASES
CAPACI TY OVER 800 115.4 21.5 10.2 3
400- 800 CAPACITY 78. 8 27.5 14.1 8
CAPACI TY UNDER 400 74.2 32.8 24.2 9
GLDER FACI LI TI ES 82.1 31.6 20.7 9
NEVWER FACI LI Tl ES 82.3 26.9 15.9 11
ALL FACI LI TIES 82.2 29.0 18.1 20

This is the greatest area of contrast between the FPS
recommendations and the observed conditions wthin the state
institutions. A conparison between the federal and state
institutions in the sanple suggests that this guideline is
reasonably accurate as it applies to federal operations. In
those institutions taken together, 221 unit officers supervise
3449 prisoners, for a rate of 6.4 This is conparable to their
CQui de, but not conparable to the state operations. The follow ng
is a selection of concepts which the author has observed:
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TABLE IV-14: UNIT SUPERVI SI ON STAFFI NG MODELS

MODEL NUMBER NUMBER TYPI CAL

CONTROL ROVI NG RATES
| NTERM TTENT 0 LT-1 5
| NTERNAL 0 1 8
EXTERNAL 1 LT-1 10
PAI R 1 1 15
DOUBLE BACKUP 1 2 20
TRI PLE BACKUP 1 3 25

The rates are estimated based upon a unit of about 30 prisoners.
In a smaller unit of 15-20 prisoners, the rate would double, and
in a larger unit of 50-100 prisoners, the rate would hal ve.

The wunit staffing concepts presented above are based upon
the follow ng operating concepts and assunptions:

The | NTERM TTENT nodel assunmes that no staff is specifically

assigned to the housing unit. An officer intermttently
observes the housing unit, generally from outside of the
unit, to ascertain whether any unusual i ncidents have
occurred. This pattern is often found in jails and in
m ni mum security institutions. Wiile it does result in a
very |ow nunber of enployees devoted to unit supervision, it
provides for a very poor |evel of supervision. It is
practically inmpossible to provide for any control of
prisoner behavior with this system If the units are very

| arge, then counts of prisoners are also difficult.

The | NTERNAL nodel places an officer within the housing
unit, without a backup officer capable of observing him or
her from a secure |ocation. This is a reasonably adequate
level of staffing if the prisoners within the wunit behave
reliably, or if the prisoners are secure in cells or roons
while the unit is staffed this way. A form of backup can be
provided with electronic communication systens, provi ded
that the conmunication can be initiated by the officer, and
does not rely on soneone else to notice a problem such as
woul d be the case wth a close circuit t el evi si on
surveill ance backup system The problem with cctv in this
instance is that there are behaviors which are dangerous to
the officer which the cctv would not pick up, such as a
t hr eat ened action as opposed to an act ual one.
Realistically, if the population wthin the wunit is
potentially dangerous, the intermttent nodel should not be
used unless the prisoners are secured in their cells.

The EXTERNAL nodel <calls for continuous observation from

outside of the unit, with intermttent tours of inspection
by an officer inside of the unit, while that officer is
observed by the officer assigned to the outside. The

ext er nal nodel is intended to be a safer situation for the
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supervision of a nore dangerous population while they are
outside of their cells in dayspace areas. However , this
author is of the opinion that it is generally preferable to
use a system which places one or nore officers inside of the
unit at all tines. The assignnent of officers to routinely
external unit posts creates an "us versus thent nentality
between officers and prisoners, and does not enable a rapid

response to any internal problens on the unit. It also
tends to I|imt the role of the officer to inspection
functions.

The PAIRED nodel assunmes one officer outside in a secure
| ocati on, and another inside the unit wth the prisoners.
This nodel provides for an officer within the unit to not
only supervise, but also to interact wth and lead the
prisoners. Besi des enabling a broader range of supervisory
behaviors by the officer, the assignnent of officers to
posts wthin units may provides an atnosphere which would
al so encourage non-correctional officer staff to deal wth
prisoners wthin the units, because officer supervision is

readily available within the unit. To the extent that case
managenent neetings, medi cal screenings and other staff
contacts can occur on the units, less officer tinme is

expended escorting prisoners to and from off-unit neetings.

The DOUBLE- BACKUP nodel assunes two officers within the unit
and one outsi de. Thus, each officer within the wunit s
backed up by two other officers, one inside and one outside.
This allows for a broader and stronger response to gn
problens on the unit, but also results in a probable staf
rate which is higher than the typical rates for institutions
in this study. The feasibility of this nodel would depend
upon the size of the unit to be supervised. If housing
units are relatively large, Wwth over 75 prisoners per unit,
t hen the double back-up nodel would be economcally
practical for many prisons. It mght also be desirable from
a supervision standpoint for nore difficult popul ations.

The TR PLE BACKUP nodel is used in sone nore conplex

facilities. The basic goal of this nodel is to visually
chain officers fromthe external control station to the end
of the wunit, with the nunber of officers within the unit

determined by the nunmber of officer locations needed to
elimnate blind areas, or officers not visible to other

of ficers. As a result, the average officer can see two
other officers, and is also backed up by the contro
station. Thus, the termtriple backup evol ves.

9. | NTERNAL ACTIVITY AND YARD
This category includes the supervision of program and work
ar eas, as well as the supervision of general areas such as a

central yard. I n general, this appears to require a range of
about five to ten officers per hundred prisoners.
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TABLE |V-15: I NTERNAL ACTIVITY AND YARD

| NSTI TUTI ON PCOSI TI ONS % RATE CAPACI TY
MAXI MUM AND MEDI UM SECURITY. . ..
NEW YORK: AUBURN CORR. FACI LITY 200. 3 32.3 11.8 1700
U S.P. ATLANTA 36.0 7.9 2.4 1493
M NNESCTA C.F. : ST. CLOUD 45. 2 11.9 7.5 600
|OM s. P. FORT MADI SON . 100. 2 19.0 11.1 900
OKLAHOVA: JOE HARP C. C. 13.9 9.0 3.5 400
M NNESOTA C. F.: OAK PARK HEIGITS * 22.0 7.3 5.8 380
U S P. MARI ON 20.8 7.5 3.5 600
VI RG NI A: MECKLENBURG C. C. ¥ 30.6 8.5 8.5 360
M LLHAVEN | NSTI TUTI ON E 25.0 6.4 6.6 381
S. CAROLINA: MANNI NG C. C. 4.3 4.1 1.0 420
M NI MUM SECURI TY. ..
N.Y.: CAVP GEORGETOMN 15.7 27.0 10.5 150
F. P.C. ALLENWOOD 6.6 7.0 1.8 375
VI ENNA CORRECTI ONAL CENTER i 36.9 8.7 6.4 580
F.C.I. FORT WORTH 22.3 9.7 4.0 565
LOCAL FACILITIES....
ONONDAGA COUNTY CORRECTI ONS FACI L 14.7 12.5 9.2 160
NY: WESTCHESTER COUNTY CORRECTI ON 42.2 15. 6 6.7 630
NYC:. BRONX HOUSE OF DETENTI ON ., 80.9 28.5 16.3 495
MCC: NEW YORK 8.0 4.0 1.9 416
ONONDAGA COUNTY NEW FACI LI TY Y 26.2 17.4 13.6 192
NYC: MANHATTAN HOUSE OF DETENTION * 94.1 32.6 23.5 400
SUMVARY # OF CASES
CAPACI TY OVER 800 112. 2 19.7 8.4 3
400- 800 CAPACITY 32.6 11.3 5.9 8
CAPACI TY UNDER 400 27.7 14.2 9.2 9
OLDER FACI LI TIES 25.3 9.7 6.1 9
NEWER FACI LI TI ES 56. 2 17.2 9.1 11
ALL FACI LI TI ES 42.3 13.9 7.8 20

There are several factors which influence the nunbers of
of ficers required:

Sone facilities, such as the MCC in New York, confi ne nost

prisoner activity to the housing unit. As a result, t he

| evel s of staffing for activity supervision are |ow, si nce

prograns and recreation are supervised by unit staff.

M nimum security units often use the non-officer staff

for

what ever supervision nmay be required. Thus, ina small

factory, the forman may function both as a task |eader

well as a supervisor from a security perspective.

10. EXTERNAL AND OTHER

as

This category covers external functions such as novenment to
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other institutions or to court. The actual positions for each
institution vary significantly so that no neani ngful observations

can be made about this category.
11. TOTAL POSI TI ONS

The total nunbers of positions vary from about 25 per
hundred to over 100, which neans that there are nore staff, for
all  shifts taken together, than prisoners.

TABLE |V-16: TOTAL PGSI TI ONS

I NSTI TUTI ON POSI TI ONS % RATE CAPACI TY
MAXI MUM AND MEDI UM SECURI TY. . ..
NEW YORK: AUBURN CORR. FACILITY 619.2 100.0 36.4 1700
U S.P. ATLANTA 456.7 100.0 30.6 1493
M NNESOTA C. F. : ST. CLOUD 380.2 100.0 63.4 600
IOM S, P. FORT MADI SON 527.2 100.0 58.6 900
OKLAHOVA: JCE HARP C. C. * 153.8 100.0 38.4 400
M NNESOTA C. F.: QAK PARK HEI GHTS ¥ 299.3 100.0 78.8 380
U S P. MARI ON * 276.8 100.0 46.1 600
VI RGA NI A: MECKLENBURG C. C. * 361.5 100.0 100.4 360
M LLHAVEN | NSTI TUTI ON * 388.8 100.0 102.0 381
S. CAROLINA: MANNING C. I. * 104.7 100.0 24.9 420
M NI MUM SECURI TY. ...
N.Y.: CAMP CEORGETOMW 58.2 100.0 38.8 150
F.P.C.  ALLENWOOD 95.1 100.0 25.4 375
VI ENNA CORRECTI ONAL CENTER ¥ 422.9 100.0 72.9 580
F.CI. FORT WRTH ¥ 229.5 100.0 40.6 565
LOCAL FACILITIES. ...
ONONDAGA COUNTY CORRECTI ONS FACI L 118.1 100.0 73.8 160
NY: WESTCHESTER COUNTY CORRECTI ON 269.9 100.0 42.8 630
NYC. BRONX HOUSE OF DETENTI ON 283.8 100.0 57.3 495
MCC. NEW YORK * 198.2 100.0 47.7 416
ONONDAGA COUNTY NEW FACILITY * 150.7 100.0 78.5 192
NYC. MANHATTAN HOUSE OF DETENTION * 288.5 100.0 72.1 400
SUMVARY # OF CASES
CAPACI TY OVER 800 534.4 100.0 41.9 3
400- 800 CAPACI TY 270.8 100.0 49.5 8
CAPACI TY UNDER 400 212.7 100.0 67.6 9
OLDER FACI LI TIES 276.4 100.0 61.2 9
NEVWER FACI LI TI ES 290.5 100.0 52.7 11
ALL FACI LI TI ES 284.2 100.0 56.5 20
All facilities together had a rate of 56. Several factors

were associated with |levels of staff |ower than 56:
Newer facilities wused slightly fewer positions than ol der

ones, although in the three instances where old and new
institutions were presented from the sane systens, the newer
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facilities require higher levels of staff than the ol der
facilities. There are sone differences as to function of
the newer facilities which account for increased staff
levels in certain functional categories, but not to such an
extent as to explain the overall differences.

Larger facilities, as one mght expect, have |ower rates,
although the rates seemto be lower for all functions.
Thus, rather than being nore efficient with respect to
"overhead functions", it appears that the larger facilities
provide |ess supervision, prograns, and services to their
popul ations than the snaller ones. Thus, they are not
inherently nore efficient than smaller ones. Presumably the
smal | er ones could operate with the lower levels of staff if
they also provided the lower levels of supervision and
servi ces.

The FPS Quide does not provide a general observation as to
overall staffing levels, Dbecause the nunbers of correctional
officers are determ ned, in part, by facility characteristics
The Maryland survey of prisons with capacities of greater than
500 provided data to support several specific observations:

The average institution had 32 enployees per hundr ed
prisoners, whi ch conpares to the finding in this project of
33 for the institutions with over 800 prisoners.

There were 19.8 correctional officers per hundred prisoners,
as conpared to the finding in this project of 26.5 for the
larger institutions, and 36.4 overall

In the Maryl and project, the lowest statewide staffing
level was found in Texas, wth 11 enployees per hundred
prisoners, and the highest in Massachusetts, with 59.

Anerican Prisons and Jails (Millen & Smth, 1980) reports
the followng nedian staffing rates according to region and
jurisdiction (Millen & Smth, p.99 & 102):

TABLE |V-17 TOTAL CORRECTI ONAL OFFI CER STAFFI NG BY
REG ON AND JURI SDI CTI ON

JURI SDI CTI ON N. EAST N CENTRAL SOUTH WEST  TOTAL
LOCAL (CO S ONLY) 33 22 18 15 20
STATE (CO'S ONLY) 29 24 20 20 24

The following is a summary of staffing rates for 162
institutions responding to the National Survey of Correctional
Institution Enployee Attrition Rates.
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TABLE 1V-18: A NATI ONAL SAMPLE OF CATEGORI CAL STAFFI NG RATES

STAFF I NSTI TUTI ON TYPE
TYPE PRERELEASE ~ LOWER SECURITY HI GHER SECURI TY  TOTAL

ALL  SMALL---- LARGE SMALL----- LARGE ALL
ADM NI STRATI ON 2 5 3 4 2 3
SUPPORT 7 6 10 9 6 7
LI NE OFFI CERS 12 21 26 29 20 21
SUPERV. OFFI CERS 3 5 3 6 2 4
PROGRAM 2 7 7 7 4 5
OTHER 1 1 1 2 2 2
TOTAL 27 45 50 57 37 40
CASES (36) (18) (17)  (44) (47)  (162)

The total rate for correctional officers is consistent with that
presented in Anmerican Prisons and Jails, as their finding of 24
is quite close to the finding in the attrition survey project of
21 for line officers and four for supervisory officers, for a
conparabl e total of 25. It is also very close to the finding of
26.5 for the institutions presented specifically in this report.

The next table illustrates the deploynment of correctiona
officers by type of post or function, for the institutions in the
previ ous table:

TABLE M -19: OFFI CER DEPLOYMENT BY TYPE OF POST

PCST I NSTI TUTI ON TYPE
TYPE PREREL EASE LOAER SECURITY H GHER SECURITY  TOTAL
ALL SMALL---- LARGE SMALL----- LARGE ALL
COMBI NED CO RATE 15 26 29 34 22 24
PERI METER 2.9 0.5 4.0 6.5 3.7 3.8
UNI TS 6.0 11. 2 6.7 15.6 8.6 9.1
PROGRAM SUPERVI SI ON 1. 2 2.6 10. 3 6.1 4.6 5.3
CONTROL PO NTS 1.8 5.2 3.5 1.7 1.8 2.1
EXTERNAL FUNCTIONS 0.4 2.1 0.5 1.7 0.7 0.7
OTHER 2.7 4.4 4.0 2.4 2.7 3.0

There are several observations which can be nade based upon
the tables which presented data on conbined staff rates.

Facility size does not appear to have a clear and consistent
rel ationship Wi th staffing intensity. For exanpl e,
prerel ease centers appeared to be authorized fewer staff
than nore conventional institutions, but econony of |arger-
scale operation appeared to operate only in the larger high
security category of institution (table 14).

Institutional size appeared to achieve lower staff intensity
in both security categories only for admnistrative staff
and correctional supervisors (table 14).
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c. APPENDI X TABLES

The final set of tables illustrates the staffing patterns by
shift. This is a nmore realistic view of the staffing patterns as
they would actually function, and also elimnates differences in
level s of total staffing which are due to differences in coverage
factors. Additional tables include a sumary of the "Externa
and Qher" positions, and groupings of positions in broad
cat egori es.

This chapter has presented sonme specific observations about
staffing l evel s of functi onal areas of institutiona
organi zations. Mst readers will find the tables which follow to
be sufficiently detailed to neet their needs. However, if one is
conpleting a specific study of a staffing pattern, it is
suggested that Volune || be obtained, as it provides a position
by position summary for each institution
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TABLE 1| V-20

ADM NI STRATI VE & SUPPCRT STAFF SUMVARY BY SHI FT
DAY EVE NI TE TOTL
# R # R # R # R

MAXI MUM AND MEDI UM SECURI TY. . ..

NEW YORK: AUBURN CORR. FACILITY 71 4 5 0 3 0 89 5
U S. P. ATLANTA 106 7 5 0 1 0 121 8
M NNESOTA C.F. : ST. CLOUD 54 9 10 2 6 1 54 9
IOMA S. P. FORT MADI SON 64 7 4 0 1 0 77 9
OKLAHOVA: JCE HARP C. C 22 6 0 O 0 O 22 6
M NNESOTA C. F.: OAK PARK HEIGHTS 46 12 5 1 1 0 51 13
U S. P. NARI ON 52 9 5 1 1 0 64 11
VI RG NI A:  MECKLENBURG C. C. 35 10 6 2 1 0 53 15
M LLHAVEN | NSTI TUTI ON 73 19 7 2 2 1 96 25
S. CARCLINA: MANNI NG C. 1. 17 4 1 0 0 O 18 4
M N MUM SECURITY. . ..

N.Y.: CAWP CEORGETOMN 12 8 1 1 0 O 14 9
F.P.C.  ALLENWOOD 28 8 2 1 1 0 35 9
VI ENNA CORRECTI ONAL CENTER 60 10 4 1 3 1 75 13
F.C.1. FORT WORTH 51 9 3 1 1 0 61 11
LOCAL FACILITIES. ...

ONONDAGA COUNTY CORRECTIONS FACIL 17 11 1 1 11 21 13
NY: WESTCHESTER COUNTY CORRECTION 22 3 2 0 0 O 27 4
NYC. BRONX HOUSE OF DETENTI ON 37 8 6 1 2 0 58 12
MCC. NEW YORK 37 9 1 0 0 O 41 10
ONONDAGA COUNTY NEW FACI LI TY 17 9 1 0 1 0 20 10
NYC. MANHATTAN HOUSE OF DETENTION 24 6 2 1 0 O 30 7
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TABLE |V-21

MEDI CAL, PCRM & CASE MNGT STAFF SUMVARY BY SHI FT
DAY EVE NI TE TOTL
# R # R # R # R

MAXI MUM AND MEDI UM SECURI TY. . ..

NEW YORK: AUBURN CORR. FACILITY 94 6 1 0 1 0 100 6
U S. P. ATLANTA 136 9 2 0 2 0 146 10
M NNESOTA C.F. : ST. CLOUD 96 16 18 3 2 0 108 18
IOM S, P. FORT MADI SON 79 9 1 0 0 O 84 9
OKLAHOVA: JOE HARP C. C. 30 8 3 1 0 O 40 10
M NNESOTA C. F.: OAK PARK HEIGATS 41 11 15 4 3 1 67 18
US P. MARION 34 6 0 O 0 O 34 6
VIRG NI A: MECKLENBURG C. C. 27 7 4 1 2 1 39 11
M LLHAVEN | NSTI TUTI ON 62 16 3 1 1 0 71 19
S. CARCLINA: MANNING C. I. 20 5 0 O 0 O 20 5
M N MM SECURI TY. . ..

N.Y.: CAWP CEORGETOMW 6 4 0O O 0 O 6 4
F.P.C.  ALLENWOCD 30 8 1 0 1 0 33 9
VI ENNA  CORRECTI ONAL  CENTER 93 16 22 4 1 O 120 21
F.C.I. FORT WORTH 68 12 2 0 2 0 74 13
LOCCAL FACILITIES. ...

ONONDAGA COUNTY CORRECTIONS FACIL 12 8 0 0 0 O 12 8
NY: WESTCHESTER COUNTY CORRECTION 1 O 0 O 0 O 1 0
NYC: BRONX HOUSE OF DETENTI ON 10 2 1 0 0 O 12 2
MCC:  NEW YORK 35 8 2 0 2 0 42 10
ONONDAGA COUNTY NEW FACI LI TY 13 7 0 O 0 O 13 7
NYC: MANHATTAN HOUSE OF DETENTION 9 2 2 1 1 0 15 4
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TABLE |V-22

UNI T OFFI CERS STAFF SUMVARY BY SHI FT
DAY EVE NI TE TOTL
# R # R # R # R

MAXI MUM AND MEDI UM SECURITY. . ..

NEW YORK: AUBURN CORR.  FACI LITY 21 1 18 1 16 1 99 6
U S. P. ATLANTA 13 1 12 1 12 1 61 4
M NNESOTA C.F. : ST. CLOUD 46 8 38 6 16 3 109 18
IOMA S. P. FORT MADI SON 45 5 38 4 27 3 186 21
OKLAHOVA: JCE HARP C. C. 13 3 12 3 6 2 49 12
M NNESOTA C F.: OAK PARK HEIGHTS 32 8 28 7 12 3 113 30
US P. MARION 16 3 12 2 12 2 64 11
VI RG NI A: MECKLENBURG C. C. 37 10 37 10 18 5 162 45
M LLHAVEN | NSTI TUTI ON 25 7 20 5 11 3 97 25
S. CARCLINA: MANNING C. 1. 6 1 3 1 1 0 15 4
M N MUM SECURITY. . ..

N.Y.: CAWP CEORGETOMW 3 2 3 2 3 2 12 8
F.P.C.  ALLENWOOD 3 1 2 1 1 0 9 2
VI ENNA  CORRECTI ONAL CENTER 28 5 28 5 26 4 136 23
F.C.1. FORT WORTH 13 2 6 1 5 1 36 6
LOCAL FACILITIES. ...

ONONDAGA COUNTY CORRECTIONS FACIL 14 9 11 7 7 4 54 34
NY: WESTCHESTER COUNTY CORRECTION 28 4 33 5 17 3 134 21
NYC. BRONX HOUSE OF DETENTI ON 17 3 17 3 13 3 86 17
MCC. NEW YORK 15 4 10 2 8 2 53 13
ONONDAGA COUNTY NEW FACI LI TY 23 12 18 9 7 4 66 34
NYC. NMANHATTAN HOUSE COF DETENTION 26 7 21 5 11 3 106 26
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TABLE | V-23

OTHER OFFI CERS STAFF SUMVARY BY SHI FT
DAY EVE NI TE TOTL
# R # R # R # R
MAXI MUM AND MEDI UM SECURI TY. . ..
NEW YORK: AUBURN CORR  FACILITY 121 7 58 3 13 1 331 19
U S. P. ATLANTA 43 3 24 2 16 1 129 9
M NNESOTA C.F. : ST. CLOUD 38 6 29 5 7 1 109 18
IOM S, P. FORT MADI SON 64 7 38 4 12 1 180 20
OKLAHOVA: JCE HARP C. C. 18 5 14 4 9 2 43 11
M NNESOTA C. F.: OAK PARK HEIGHTS 16 4 22 6 4 1 69 18
US P. MARION 39 7 24 4 12 2 115 19
VIRG NI A: MECKLENBURG C. C. 42 12 13 4 12 3 108 30
M LLHAVEN | NSTI TUTI ON 38 10 23 6 13 4 125 33
S. CARCLINA: MANNING C. I. 18 4 8 2 6 1 52 12
M N MM SECURITY. . ..
N.Y.: CAWP GEOCRGETOMN 14 9 3 2 1 1 26 17
F.P.C.  ALLENWOOD 8 2 2 1 2 1 19 5
VI ENNA CORRECTI ONAL CENTER 43 7 19 3 8 1 93 16
F.C.I. FORT WORTH 30 5 9 2 2 0 59 10
LOCAL FACILITIES. ...
ONONDAGA COUNTY CORRECTIONS FACIL 15 9 6 4 3 2 31 20
NY: WESTCHESTER COUNTY CORRECTION 33 5 24 4 10 2 108 17
NYC: BRONX HOUSE OF DETENTI ON 41 8 34 7 9 2 128 26
MCC: NEW YORK 23 6 11 3 6 2 63 15
ONONDAGA COUNTY NEW FACI LI TY 18 9 11 6 4 2 51 27
NYC. MANHATTAN HOUSE OF DETENTION 37 9 33 8 10 3 138 34
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TABLE VI -24

TOTAL STAFF STAFF SUMVARY BY SHI FT
DAY EVE NI TE TOTL
# R # R # R # R

MAXI MUM AND MEDI UM SECURI TY. . ..

NEW YORK: AUBURN CORR. FACILITY 306 18 82 5 34 2 619 36
U S. P. ATLANTA 299 20 44 3 32 2 457 31
M NNESOTA C.F. : ST. CLOUD 234 39 94 16 31 5 380 63
IOM S, P. FORT MADI SON 252 28 81 9 40 4 527 59
OKLAHOVA: JCE HARP C. C 83 21 29 7 15 4 154 38
M NNESOTA C. F.: OAK PARK HEI GHTS 135 36 70 18 21 5 299 79
US P. MARION 141 23 41 7 25 4 277 46
VIRG NI A: MECKLENBURG C. C. 141 39 61 17 33 9 362 **
M LLHAVEN | NSTI TUTI ON 197 52 53 14 28 7 389 **
S. CARCLINA: MANNING C. 1. 61 14 12 3 7 2 105 25
M N MM SECURITY. ...

N.Y.: CAMP GECRCETOMN 35 23 7 5 4 3 58 39
F.P.C.  ALLENWOCD 69 18 7 2 5 1 95 25
VI ENNA CORRECTI ONAL CENTER 224 39 73 13 38 7 423 73
F.C.I. FORT WORTH 162 29 20 4 10 2 229 41
LOCAL FACILITIES. ...

ONONDAGA COUNTY CORRECTIONS FACIL 58 36 18 11 11 7 118 74
NY: WESTCHESTER COUNTY CORRECTI ON 84 13 59 9 27 4 270 43
NYC: BRONX HOUSE OF DETENTI ON 105 21 58 12 24 5 284 57
MCC: NEW YORK 110 27 24 6 16 4 198 48
ONONDAGA COUNTY NEW FACI LI TY 71 37 30 16 12 6 151 78
NYC. MANHATTAN HOUSE OF DETENTION 96 24 58 15 22 6 289 72
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TABLE |V-20: EXTERNAL AND OTHER STAFF

I NSTI TUTI ON PCSI TI ONS
MAXI MUM AND MEDI UM SECURI TY. . .

NEW YORK: AUBURN CORR. FACILITY 7.
U S. P. ATLANTA 12.
M NNESOTA C.F. : ST. CLOUD 1.
IO S, P. FORT MADI SON 11.
OKLAHOVA: JOE HARP C. C. * 3.
M NNESOTA C. F.: OAK PARK HEI GHTS 14,
U S P. MARI ON * 19,
VIRG NIA:  MECKLENBURG C. C. * 5.
M LLHAVEN | NSTI TUTI ON * 8.
S. CARCLINA: MANNING C. I. * 1.
M N MM SECURITY. ...

N.Y.: CAWP GEORGETOMN 1.
F.P.C.  ALLENWOCD 1.
VI ENNA CORRECTI ONAL CENTER * 2.
F.C.I. FORT WORTH * 7.
LOCAL FACILITIES. ...

ONONDAGA COUNTY  CORRECTI ONS FACI L 1.
NY: WESTCHESTER COUNTY CORRECTI ON 1.
NYC: BRONX HOUSE OF DETENTI ON 3.
MCC: NEW YORK * 14,
ONONDAGA COUNTY NEW FACI LI'TY * 3.
NYC. MANHATTAN HOUSE OF DETENTION * 1.
SUMVARY

CAPACI TY OVER 800 10
400- 800 CAPACITY 6.
CAPACI TY UNDER 400 4.
GLDER FACI LI TI ES 7.
NEVWER FACI LI Tl ES 5.
ALL FACI LI TI ES 6.
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CHAPTER FI VE
| MPLEMENTATI ON

A. | NTRODUCTI ON

In this final chapter of the first volume, We return to a
maj or original goal of this project: assisting managers in the
planning and evaluation of staffing levels. The review of

approaches provided in previous chapters illustrates a variety of
nethods to conduct such evaluations. However, in prisons and
jails as they are, several of these approaches wll be nore

i medi ately useful than the others. These are TASK ANALYSI S and
COVPARATI VE ANALYSIS. There are several reasons for this:

Jobs are so variable, and consist of so many different tasks
t hat Mot i on and Tinme Study woul d be econom cal ly
inmpractical. By the time a "best nethod" was precisely
defined for a task, the task would be slightly changed, and
t he anal ysis would be invalidated.

Productivity auditing is nore useful when non- | abor
resour ces, such as nmachines, are to be substituted f

labor. This is not highly feasible in real institutions.
Even such originally promsing concepts as closed circuit
television surveillance have generally only succeeded in
displacing staff from prisoner contact areas to control

stations, resulting in a dimnished capacity to respond to
incidents which are detected. The nethodology presented
later in this chapter wll permt analysis of t he
substitution of equipnment for [abor, but not as a centra

feature of the nethod.

Qut cone Anal ysi s and Process Anal ysi s are hi ghly
i ndi vi dual i zed net hods, dependi ng upon the situation to be
evaluated or the standard to be applied. Thus, a genera
met hod for such approaches is difficult to specify.

Theref ore, this chapter wll focus primarily upon task
analysis and conparative analysis, wth some application of
productivity auditing. These two nethods are highly applicable to
prisons and jails for several reasons. First, they apply easily
to personnel resources, which constitute the mjority of the
resources expended in prisons and jails. Second, they are highly
different nmethods, so that the results of one approach can be
used as a check on the other.

After carefully reading this chapter, you should be able to

conduct a sinpl e, yet conplete analysis of the staffing |evel of
a program or function within an institution.
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B. PLANNI NG AND EVALUATI NG STAFF LEVELS:
A MITI PLE METHODS APPROACH

The basic purpose of this report is to assist officials who
must either develop staffing patterns for new institutions, or
evaluate current staffing patterns for existing institutions.
This section suggests and describes an approach to such projects.

Any problem solving nmethod should occur at a scale which
corresponds to the problem  Thus, t he devel opnent of a conplete
staffing pattern for a new institution deserves a decisionnaking
process which allows for participation by several levels of
managenent , as well as outside parties, such as budgetary
agencies, which will ultimately influence final decisions about
funding and approval . However , nore limted problens, such as
whether to hire another enployee for a certain unit, m ght not
require such a conplex and lengthy process. One or tw officials
with awareness of the problens, and authority to act could neet,
decide, and inplenent a course of action

The steps described here coul d, dependi ng upon the size and
conplexity of the problem be conpleted as a nental process by
one person, or could be conpleted as a conplex organizationa
pl anning nmethod involving many officials inside and outside of an
organi zation over a period of nonths. For many situations, t he
specific exanple, pr ocedur es, and fornms presented below are
appropriate and sufficient.

The following are six steps which should be followed in
pl anning and evaluating a staffing pattern. Even if the steps are
followed only as elenents of a nmental process, they should
i mprove the accuracy of subsequent decisions.

The first step is to DEFINE ORGAN ZATIONAL GOALS AND
PRI ORI Tl ES. This mght be as thorough and conplex as an
institutional mssion statenent or naster plan, or as sinple as a
list of functions of a records unit. In developing a list of such
goal s, however, the follow ng guidelines are suggested:

CGoals should stated behaviorally rather than conceptually.
An example of a behavioral goal statenent would be "to
assure that all prisoners can read at a sixth grade |evel™
as conpared to "to provide adequate general educationa
services".

A large organization would generate nany goal statenents,
while a snmall departnent or office within an organization
m ght require only five to ten.

Priorities can be identified either as rankings of the
goal s, or as levels within each goal. An exanple of a |evel
within a goal would be "as a mninum objective, to assure

that prisoners read at the sixth grade |evel, and as a
desi rabl e objective, to read at the tenth grade level." If
priority levels are the sane for each goal, then it s
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possible to identify the resource levels to nmeet all goals
at a mninmal | evel , and then to identify +the levels

necessary to neet higher priorities.

The second step is to IDENTIFY TASKS AND STANDARDS for each

goal . Meeting a goal requires that specific tasks be conpleted,
such as escorting a prisoner fromone place to another, or filing
a record. The level of detail in defining tasks would be

determined by the specific nethod used for later analysis. A
variety of methods are suggested and discussed in Chapter Two of
this report. The purpose of identifying standards is to determ ne
what |evel of task conpletion conpletes the goal

It is inportant to enphasize here the inportance of facility
design and technology in the determnation of the specific tasks
to be acconplished. An analysis of this can be especially
inportant when a facility is being designed.

The third step is to MASURE THE TASKS, AND THE RESOURCES
NEEDED TO MEET THEM A very specific exanple would be the
fol | ow ng: There are 1000 records to be filed per day, and one
person can file an average of 200 records per day. A nore genera
exanple would be that there will be an average of 100 students
for the education program on an average day, and one teacher
shoul d have a class size of between twenty and thirty.

The fourth step is the DETERM NE THE NUMBERS OF EMPLOYEES
NEEDED, AND THEI R CHARACTERI STI CS. Based upon an assessnent, for
each goal, of the nunbers of tasks to be conpleted and the
enpl oyees needed to acconplish given nunbers of tasks, t he
specific nunber of enployees needed for each goal area can be
defined. The material in the final chapters of this report should
be a source of conparative information about many areas of
institutional operation

The fifth step is to ORGANI ZE THE STAFF. Such organi zation
woul d include both hierarchical structures such as a chain of
command, as well as shift patterns. Chapter Three discusses
nmet hods to organize staff, and provides illustrations of
organi zati onal structures and shift patterns.

The final step is to DEVELOP AND | MPLEMENT A MONI TORI NG AND
EVALUATION SYSTEM It is wunlikely that an initial staffing

recoormendation wll be entirely correct. As proposals are
i npl emented, processes to continue to neasure tasks conpleted, as
well as the wultimate result of the tasks conpleted, pr ovi de

information allow subsequent readjustnent of staffing |evels.

The expression "nultiple nethods approach”" has been sel ected
as a | abel for this nethod because it should be nore than a
sequence of steps. There 1is a sequence of six steps to the

approach -- from defining goals and priorities to inplenenting an
evaluation strategy -- but the conpletion of each step should
include wuse of nore than one nethod of analysis. The use of

several nethods s supported by experience in social science
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research, Webb et al., in Unobtrusive Measures: Nonr eacti ve
Research In The Social Sciences (Chicago, Rand MNally, 1966)
have observed:

Once a proposition has been confirned by two or nore
i ndependent neasurenent processes, the uncertainty of its
interpretation is greatly reduced. The nobst persuasive
evidence cones through a triangulation of nmeasur ement
processes. If a proposition can survive the onslaught of a
series of inperfect neasures, wth all their irrelevant
error, confidence should be placed in it. (p. 3)

To the extent that the field of nmanagenent has devel oped nethods
of defining correct nunbers of enployees to conduct tasks, or
appropri ate organi zational arrangenments for their deploynment and

super vi si on, the 1level of accuracy is often directly associated
with the level of cost and tinme required to get answers. As a
resul t, staffing decisions have to be made on the basis of

inconplete information. The use of several nethods to estimate
the solution to a problem can sonetines be the next best
appr oach.

A selection of specific staff analysis nethods are descri bed
in Chapter Two. An exanple of a nultiple methods approach would
involve wusing two nethods at each step in the planning process
descri bed above. For exanpl e, a task anal ysis approach m ght be
used first, and then a conparative approach m ght be used second.
The second approach would serve as a check on the first. Usi ng
task analysis and conparative approaches together is especially
effective because they are very different nethods, and rely on
different sources of information as a basis for concl usions.

The multiple methods should be used at each phase in the

process. In defining goals and priorities, task analysis would
call for specific statenments based upon the intended purposes of
the institution. Conparative analysis would <call for goal

statenents of other institutions which seem to be conparable. In
identifying tasks and standards, task analysis would call for the
description of the specific tasks involved in the process of
achi evi ng t he goals. Conparative analysis would call for
i nformati on about the tasks conpleted by conparable institutions
in meeting their goals. The end result is that conclusions are
based both wupon a specific analysis of the functions of the
institution under study, but also upon a conparison to other
institutions.

C. EXAMPLE

The following is an exanple of a nmultiple nmethods approach
to staff analysis, exam ni ng the nunber of counsel ors needed for
a hypothetical institution. This exanple was sel ected because it
provides a relatively sinple and clear illustration of the
nmethod. Fornms are used which are included as blanks at the end of
the chapter. This permts managers to copy the forns and use them
in actual situations.
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This will be a hypothetical situation, because no single
actual situation «clearly illustrates nost of the points which
need expl anation. Qur exanple is an institution with an average
popul ati on of 400, and a staff of 200, of whom 8 are counsel ors.
The counseling staff appears to be overworked, and is doing poor
quality work, and not conpleting many tasks. In preparation for a
budget request, an analysis is to be nade to determ ne the added
nunber of counselors, if any, which mght be needed. The
institution has a relatively short length of stay, of less than
one year. An average of forty prisoners are received each nonth,
and an equal nunber are discharged or transferred, wth ten to
fifteen prisoners seeing the Parole Board each nonth. The m ssion
of the institution includes a responsibility to provide both
classification and counseling services. The Warden would like to
i mprove the counseling services which are mnimal at this point.

As stated in the previous section, the first step is to
DEFI NE ORGANI ZATIONAL GOALS AND PRIORITIES. In this exanple,
there are four overall goals to the counseling program 1)

mai ntai ni ng records, 2) answering questions, 3) assisting in
prisoner classification, and 4) counseling prisoners. The
priorities for achievenent of these goals vary, and t wo
alternative priority levels will be illustrated |ater.

The second step is to IDENTIFY TASKS AND STANDARDS. The
followng are the tasks for each goal:

To MAI NTAI N RECCORDS, counsel ors nust devel op i nt ake
summaries for each incom ng prisoner, and develop a parole
sunmary for each one considered for parole.

To ANSWER QUESTI ONS, counselors nust respond to nail
inquiries about prisoners, and they nust respond to
guestions by each prisoner.

To ASSIST IN PR SONER CLASSI FI CATI ON, counsel ors  nust
participate in classification interviews.

To COUNSEL PRI SONERS, counselors nmust conduct nonthly
interview sessions with each prisoner, and they nust conduct
weekly counseling sessions wth prisoners who need and
request such sessions.

It should be noted that these are sinplified sets of goals and
t asks. In a real prison or jail, nore goals and tasks mght be
identified, but the essential process would be the sane.

The third step is to MEASURE THE TASKS. On the follow ng
ages, forme labeled "1 TIME ALLOMNCE ANALYSIS', and "2 TASK
ER%QJENCY ANALYSI S", are presented. These forns are used to
neasure the tine required to conplete the tasks which constitute
a job, and to neasure the nunber of tinmes these tasks nust be
conpl eted during an hour, day or week.
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TIME ALLOWANCE ANALYSIS

TASK 1 1213|1456 |ie

tine

CURRENT METHODS

Cl assification

i nterviews 6.0 4.5 18.5 | 10.3 3.0 24.0 | 11.0
| nt ake sunmmari es 40.0] 70.0 ] 130.0 | 85.0 | 125.0 | 75.0 | 88.0
Monthly interviews 30.0| 20.0 | 40.0 | 50.0 20.0 | 10.0 | 28.0
Respond to mail 110.0 18.0 4.0 | 12.0 20.0 | 25.0 | 31.0
Parol e sunmmari es 40.0 | 120.0 | 90.0 | 40.0 30.0 | 75.0 | 66.0
Respond to inquiries 6.0 20.0 4.0 | 22.0 12.0 | 18.0 | 14.0
Counsel i ng sessions 50.0( 72.0 | 40.0 | 50.0 55.0 | 45.0 | 52.0

ALTERNATE METHODS

| ntake sunmmaries with
conput er 25.0 80.0 35.0 | 100.0 35.0 85.0 60.0

Respond to mail wth
word processor 3.0| 10.0 9.0 2.0 7.0 5.0 6.0

Devel op parole summaries
with word processor 45.0| 37.0| 19.0 | 15.0 41.0 | 23.0 | 30.0

Respond to inquiries
with conputer 3.0 2.0 4.0 9.0 10.0 8.0 6.0
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= TASKFREQUENCY ANALYSIS

79

TASK time Aver age
peri od tally # tally g | tally # | nunber

Cl assification

intervi ews 1 day 6 2 10 6
| ntake sumari es 1 day 2 1 0 1
Monthly interviews 1 day 5 2 2 3
Respond to mail 1 day 8 10 7 8
Parol e sunmaries 1 day 1 C 0 0.3
| nquiries 1 day 7 10 5 7
Counsel i ng 1 day 1 2 1 1




The first formlists each task, and shows the tine, in
m nutes, to conplete each task, in six separate neasurenents. The
colum on the far right shows the average anount of tinme required
to conplete each task, in mnutes. The form could be conpleted
nmeasuring time in larger increnents, such as five to ten mnutes,
or hours, although mnutes are nore accurate. On the exanple
form classification interviews took an average of eleven mnutes
each, and intake sumaries took an average of eighty-eight
m nutes to conpl ete.

A variation in the use of this formwould be to conduct tinme
nmeasurements of several alternative nethods of conpleting a
t ask, so that the nost efficient nethod could be used |ater
in the process. This would be especially inportant if the
substitution of equipnment for labor is under consideration

In the exanple form word processors and a conputer termina

to the prisoner record systemhave been introduced and
eval uat ed, and task conpletion tinmes for intake sumaries
were reduced from 88 mnutes to 30 mnutes, responding to
mail from 14 minutes to 6 mnutes, etc. The use of these
nmeasurements will be illustrated |ater.

Anot her variation would be to conpare the tine to conplete a
task by trained and experienced enpl oyees, contrasted wth
i nexperi enced enployees. This would enable the establishnent
of time standards which could be used in the pronotion or
extraordinary reward of enployees, and mght also permt the
determ nation of the precise value of trai ni ng and
experience in job perfornmance.

An inportant consideration in timng work is to define
adequat e performance of a task. Usual |y, the tinme required
to redo a task to correct error is included in the origina

time to do it in the first instance. Thus, a job which took
SiXx mnutes to do originally, and four nore nmnutes to
correct, would be considered to have taken ten mnutes to
conmplete. An alternative approach is to total the anount of
time taken to do the tasks, but divide it (to determne the
average time per task) by the nunber of tasks conpleted
correctly. This method is appropriate if defective task
conpl etions are discarded, rat her than corrected. I n using
this nethod, however, nore than six sanples of work
conpl etion should be conpleted. A rule of thunb would be to
sanpl e conpletions until five rejections have occurred. This
assures that rejections are properly represented in the
estimates. Another approach is to sanple the time to
conplete the tasks correctly. Then count the nunber of
correct conmpletions and errors in fifty attenpts. Then
multiply the correct conpletion tine by the nunber of
correct conpletions and divide by fifty. This nethod wl]l
wor k unl ess errors take nmuch | onger t han correct
conpl eti ons.

A final suggestion is to measure task conpletion tinmes when
the enployee is working at a nornmal rate, not at a hurried
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rate. The rate should be sufficiently relaxed that the
enpl oyee could realistically keep it up for a full working
day. A mmjor source of error in these types of studies is to
devel op overoptim stic estinmates of work rates.

The second formis a tally of the nunmber of times each task
was conpleted over three separate one-day neasures. The form
could be filled out over a period of a week or nonth, or could be
filled out retroactively for a nmonth or year in the past. Again,

the colum on the extrene right provides the average nunber of
times each task was conpleted over the time period studied.

' “Both of these forms can be conpleted by the enployee whose
job is being studied. Sonetines this increases the acceptance of

the results of the study. It also adds another task to the [|ist
-- filling out these forns -- however, this should not take too
| ong, and tends to slightly bias the results in favor of the

enpl oyee. This is useful to point out should enployees conplain
about conpletion of the forns.

In the exanple, classification interviews averaged six per
day per counselor. It should be noted that sonetines, nor e
objective information about the frequency of tasks can be
obtained from other sources. For exanpl e, t he nunber of parole
summaries to be conpleted could be determned by the nunber of
prisoners to be <considered for parole. This mght be a nore
reliable nethod of estimation of the frequency of this task,

especially if, for exanple, t he managenment is aware of possible
factors in the future which would increase or decrease that
estimate. Thus, if the frequency of a task can be objectively

ascertained by another method, then the conpletion of this form
woul d be unnecessary.

The fourth step is to DETERM NE THE NUMBERS OF EMPLOYEES
NEEDED. On the following two pages, tw forns are provided
| abeled "3 JOB DEFINITION', and "4 COVPARATI VE ANALYSI S SUWARY".
These forns are used to deternmine the appropriate nunbers of
enpl oyees to conplete the specified tasks.

Form 3 uses neasures in either weeks or hours. Figures as to
task duration fromform 1 nust be translated into hours from

m nut es. Thus thirty mnutes becones .5 hours. If form2 was
conpl eted over anything but weeks, the task frequency data nust
be translated into weekly counts. Thus, if a task is conpleted
once per day, it must be shown as five tines per week. If it
occurs forty tines per nonth, it must be translated to 10 times

per week. The reason for not calculating these figures in hours
and weeks originally is that the task duration neasures are nore
accurate if they are originally neasured in mnutes, and the task
frequency neasures are nore representative of the total scope of
a job if they are based on a relatively long tinme period.

81



3 JOB DEFINITION

TASK nor mal opti mal
frequency rate total frequency rate total
Classification interviews 160 0.2 32 160 0.2 32
| ntake sumari es 40 1.5 60 40 1.0 40
Monthly interviews 120 0.5 60 120 0.5 60
Respond to mail 320 0.5 160 320 0.1 32
Parol e summaries 13 1.1 14 13 0.5 7
| nquiries 280 0.2 56 280 | 0.1 28
Counsel ing sessions 40 0.9 36 80 | 0.9 72
7 %
i . é;;¢/ éézyl 418
total direct time / /
i

+ on-job allowances

.091 38

25

+ relief factor
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‘4 COMPARATIVE ANALYSIS SUMMARY

institution function popul ati on nunber percent rate

M LLHAVEN 381/387 6 1. 5% 1.6

MANNI NG 420/105 4 3.8% 0.9

JCE HARP 400/ 154 9 5. 8% 2.3
|

VI ENNA 580/423 17 4. 0% 2.9

FORT WORTH 565/230 4. 8% 1.9

current actual 400/ 200 4. 0% 2.0
positions
nor mal - 14 7. 0% 3.5
proposal
optimal proposal 9 4. 5% 2.3
final recommendation 9 4. 5% 2.3

COMMENTS:

Requires purchase and operation of a word processor and conputer
record system terminal. Cerical tine and effort may also
i ncrease.
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The frequency figures can be based wupon the expected
performance of one enpl oyee, or of a group of enployees. In this
i nst ance, the frequency figures are based upon the nunbers of
tasks for all of the counselors in a given week. The result is,
therefore, an estimate of the total nunber of counsel ors needed.

The data on the form can best be explained by exam nation on

one item in detail. First, the information on form 3 wll be
conpleted for a "normal"™ situation, under that category. The
"optimal" category would be used for conparison purposes, to

estimate the staff requirenents under revised assunptions of the
nmet hods, time requirenents, and frequency of sone or all of the
tasks. We will begin by conpleting the "nornmal" category on form
3.

It is estimted that forty intake summaries nust be

conpl eted each week. This is consistent with the data on form 2,

which  showed one counselor conpleting an average of one sumary

er day. On that basis, ei ght counselors would conplete forty

sumaries per week. Summaries each take an average of 88 minutes,

or 1.5 hours to conplete. Therefore, the total tinme required to
conplete 40 summaries is 60 hours.

Each task is calculated in the sanme manner, and the tota
time requirenents are totaled at the line which is |abeled "tota
direct tinme". In this exanple 418 hours of tine are required to

conpl ete these tasks.

The next line is |abeled "on-job all owances”. The purpose of
this line is to allow for non-task time which is permtted during
a normal working day. In this case, during an eight-hour day, two
15 mnute breaks are all owed, plus two five mnute breaks. Thus,
an eight hour day yields seven hours and twenty mnutes of work,
and forty mnutes of break-tine. Division of the break-tinme by
the work-tine yields a ratio which is used to calculate the extra
time associated wth a specific anount of work-tine. In this
case, the ratio is .091, which is the result of dividing 40
m nutes of break per day, by 440 mnutes of work (7 hours and

twenty mnutes). Thus, for 418 hours of work, an extra 38 hours
of breaks wll be required to fulfill obligations to the
enpl oyees.

The next line is labeled "relief factor". The cal culation of
a relief factor is described in detail in Chapter Three.
Basi cal |y, it represents the ratio of days on the job each year,
to total working days. In this case, there are 261 working days

per year, based upon 365 days in a year, and 104 regul ar days off
because the counselors work a five day week. There are working
days each year, however, where the counselors will not be doing
their normal job duties: 15 days of annual | eave, 10 holidays, 8
days of sick |eave, 10 days of training, and 7 days of mlitary
and other |eave. This | eaves 211 actual days of work, out of the
261 days yielded by a 40 hour, five day week. The coverage factor
1s the total days divided by the actual days, or 261 divided by
211, or 1.24. Thus, 100 normal working days would require 124
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days of enploynent.

In our exanple, 418 hours of actual work, pl us 38 hours of
br eaks, would require 109 additional hours of |[eave, traini ng,
etc. This is calculated by multiplying 418 plus 38, or 456, by
0.24, which is 109.

Thus, the total nunber of hours required per week to
conpl ete these tasks would be 565, which includes direct effort,
on-j ob all owances, and days on |eave or training. This, divided
b the 40 hour work week yields the total required nunber of
enpl oyees, which is 14. Based upon this information, there are
several observations which can be nade. First, since there is 14
counselors worth of work to be done, and only eight to do it, the
perception that these people are overworked and are probably not
conpl eting much of their work, and are probably not doing quality

wor Kk, this perception would be accurate. Furt her, the anal ysis
reveals that 52% of their work-time is expended answering nai
and inquiries, and only 23% is expended counseling and

i nterview ng prisoners.

On form 3, the "optimal" section of the form permts the
restructuring of a job based upon different assunptions about the
nmet hods of work, time requirenents, and frequency of tasks. In
t he exanpl e, changes have been nade which attenpt to resolve sone
of the problens illustrated above. For exanpl e, the tine
requirements for sonme of the tasks have been changed based upon
time studies, on form1, using word processing equipnment and a

conputer termnal. The conputer termnal, which is part of a
record system permts nore rapid answers to inquiries regarding
the present, past, and future status of prisoners. The word
processing equl pnent searches the conputer file for basi c
information on a prisoner, so that counselors only prepare those
parts of parole summaries and other reports which are very recent
or unique to the imediate problem In the real world, such
systenms nmay or may not achieve such efficiencies, and may al so
requi re additional staff in other areas of an organization.

However , for the purposes of this exanple, | et us assune the

validity of these figures.

On the basis of the nore efficient nethods, the total tine
required for sonme tasks has been greatly reduced. In addition,
t he nunber of counseling sessions has been doubled. Follow ng the
same net hodol ogy as under the "normal" analysis, a total of 271
hours of task-work is required, wth a total of nine counselors
needed. Under the optimal proposal, 49% of the tinme is expended
in counseling and interviews and 22% on mail and inquiries. Thi s
is a substantial inprovenent.

This is a point at which productivity auditing can nake a
significant contribution to the analysis of this problem These
i nprovenents probably increased clerical workloads, and required
conmput er and wordprocessi ng equi pnment expenses. The following are
sonme approaches to determ ning whether the costs of the extra
personnel and equi prent were efficient.
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One way s to calculate the total cost of the normal and
optimal © approaches, and to subtract one from the other.
Assume that the normal costs $280,000 per year and the
optimal costs $180, 000, in counselor salaries and support
costs. On this basis, as long as the cost of «clerical
personnel and the annual |ease or anortized purchase cost of
the equipnment is |less than $100, 000, a savings has been
achieved in the overall cost of the counseling program

The problem with that approach is the the optiml approach
not only is cheaper, but it also provides a nore desirable
m x of services. Productivity auditing would call for all of
the "inputs" to the programto be translated into a single
neasur e. In this case, dollars are a good neasure, and we
will assune a figure of $300,000 for the normal and $250 00O
for the optimal. $20,000 was added to the normal for
clerical costs, and $70,000 to the optimal for clerical and
conmputer costs. A single neasure of the outputs nust also be
created, which in this exanple will be "prisoner contact
hours per week", which is the total nunber of hours per
week, for the entire staff of counselors, in classification
interviews, nonthly interviews, and counseling sessions. The
normal proposal yields 128 hours, and the optimal yields 164
hours. A productivity index is the ratio of outputs to
inputs, or In this instance, the nunber of contact hours per
$100, 000 of expenditure. The neasures are 43 for the normal
and 66 for the optinmal. Thus, the optimal proposal is 53%
nore productive than the normal proposal, 1in ternms of
contact hours per dollar spent.

In this way, productivity auditing allows the conparison of
situations where equipnment is being substituted for |abor, or one
kind of l|abor is being substituted for another

Table 4 provides a final check on the analysis, before a
decision is to be made. Conparable institutions are identified
either from volume 2 of this report, or from information
available to the person doing the study. Two types of rates are
calculated. The first is the nunber of enployees as a percent of
total staff, and the second is the nunber of enployees per 100
prisoners. These are two sinple "ballpark"” neasures which allow
one to conpare proposals to other institutions.

Differences gy occur for several reasons. First, t he
institutions pgy not be as conparable as one nmight desire. In
this case, the reasons for differences should be exanined, to
determ ne whether the conparison institution mght have a better
approach or nmethod to a problem Another reason for differences
could be error in the conparison of one type of position to
anot her. The actual duties on one "counselor” mnmght not be
conparable to those in another institution or system

The nost inportant type of difference would be based upon
error on the part of the person doing the project, in defining
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the job under study. Conparison might lead to revision of time or
frequency estimates, or the addition of new tasks to a job

People who work at a given job for a long tinme, or who study a
job for a long tinme, can get distorted concepts and perceptions
of work requirenents. These distortions can arise because of
needs for results to turn out in particular directions, or sinply
because of perceptions of work tasks which have been shaped by
years of exposure to certain nmethods. Thus, the conparative
approach can serve as a check on such a source of error

The final recommendation is a judgenent based upon analysis
of all of the information developed on the forns. The comments
m ght include statements about necessary conditions for the
recommendation to work, such as, in the exanple, the purchase of
certain equi pment.

D. APPLI CATION TO POSTS

One final consideration is the application of this
met hodol ogy to correctional officer posts. The problemis that,
while the tasks required in the post orders for a post mght
require a certain anount of tinme to be conpl eted, the post pmay
have to be open all the tine. During a 24 hour period, there may
be 14 hours worth of specific work to be done, and the renai nder
of the time mght be spent in general observation of the unit, or
waiting for an incident to arise. One school of thought is that
task anal ysis nethodol ogi es cannot therefore be applied to posts
whi ch nust be open for specific periods of tinme.

There are significant contributions which such a nmethod can
make to the managenent of posts. The TASK EFFI CI ENCY of a post
can be increased. This is the percent of the total time that a
post is open that is expended on specific tasks called for in the

post orders. Specific tasks would be those which involve
purposeful activity other than waiting and long periods of
general observation. If a post is 80% efficient, then 80% of the
time the post is open, the officer is doing tasks specified in
the post orders, ot her than waiting. If a post were only 20%
efficient, then added duties could be added to the post orders
wi t hout adding nore officer tine to the post. If a cellhouse has
ten officers within it, those positions are, on the average, 60%
efficient, then the nunber of officers could be reduced to six

wit hout changing the overall responsibilities of the officers
within the unit.

There are two reservations to this method. First, sonetines
watching is a continuous responsibility of a post, and any ot her
duty could distract the officer fromthis basic responsibility.

An exanple of such a situation would be a tower at the perineter
of a prison. The problem here is essentially one of correctiona

managenment.  Sonetinmes tasks can be added which do not interfere,
such as nonitoring an infrequently used radio frequency. However
this is a a type of situation where task analysis has Ilimted

application.
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The other reservation has to do with the maintenance of a
basic response capability to a potential situation which should
not arise. Thus , ten officers mght be required in a cellhouse
not because of tasks to be conpleted, but because of possible
incidents to be deterred or mnmanaged. Again, this wultimately

beconmes a correctional nmanagenent judgenent. However, in many
such instances, these officers can perform other duties while
waiting for an incident to arise. In determning the extent to

which duties mght be added, a post-efficiency nmeasure mght be
useful .

E. FI NAL OBSERVATI ONS

The analysis of a staffing pattern can be a conplex and
ti me-consum ng process. However, the benefits can be significant,
especially at a time when budgets are tight.

The process of staffing analysis is works best if it becomes
an ongoi ng process, rather than a one-time event. The follow ng
are sone suggestions in inplenenting a post and position analysis
program at a jail or prison

M ddl e nmanagenent staff should be trained in t hese
procedur es, and should conduct analyses and audits as a
routine part of management. One or two enployees night be

encouraged to develop a special expertise in this area, and
they mght review the work of the nanagers. This mght be an
appropriate role for staff from the personnel unit of the
institution. But the responsibility for such projects should
not be the sole responsibility of one or two enpl oyees

As a rule of thunb, every position should be evaluated no
less than once every five years, and probably not nore
frequently than once every two years unless nmmjor changes
are occuring in the position.

New position requests should be justified on this basis

Even high-level positions should be audited, partly because
it pronotes acceptance of the practice by |ower |[eve
enpl oyees, and partly because useful information can be
devel oped. Per haps the Warden really does need an
adm ni strative assistant after all.....

Correctional officer posts should also be evaluated, and the

efficiency of each post should be determined. This wll
pronpte a reasonable distribution of responsibilities

bet ween posts.

Proposals for the staffing of new institutions should be
justified, and re-evaluated within one or two years of the
opening of the institution.

If responsibility for these functions are properly del egated
to trained mddle-managenent enployees, the tine and effort
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required wll not be substantial for each enployee, and the
overall benefits to the institution and enployees wll be
significant.
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SECTI ON ONE
| NTRODUCTORY EXPLANATI ON

A. | NTRCDUCTI ON

This volune includes detailed descriptions of the staffing
patterns of twenty institutions, as of Summer, 1980. The
descri ptions have been developed from institutional sour ce
docunents, systematically entered into a mcroconputer data base,
and processed so as to provide standard descriptions wth
ref erence neasures.

The volume is intended as a resource in planning and
evaluating prison staffing pattern, as the institutions have been

selected so as to illustrate a variety of approaches to
institutional *operation, varying in ternms of institutional size,
institutional desi gn, staffing intensity, civilianization,

program obj ectives, and prisoner characteristics.

The collection of staffing descriptions may serve as a
specific source of reference institutions in the application of
the Miltiple Methods Approach to staff evaluation described in
Vol une One. However, it should be understood that this is not the
only source of such data, and that often a nore realistic
analysis can be conducted through the identification of one or
nore "live" reference institutions' sharing simlar relevent
characteristics with the subject institution. Use of this vol une
is usually less expensive and faster, but not necessarily better.

B. SUMVARY OF THE INSTITUTIONAL REPORT CONTENTS

For each of the twenty institutions, a specific report is
present ed. Because the reports are conpl ex, sone expl anation of
terms and approaches is necessary. This will be acconplished
through a narrative review of the first institutional report
whi ch describes the staffing of the Auburn Correctional Facility,
of the New York State Department of Correctional Services

The first page shows the calculation of the coverage factor,
based upon data which-is specific to each institution. For a nore
detail ed discussion of such calculations, see pages 30-34 of
Vol ure |.



The bottomhalf of the first page begins a summary of the
specific posts and positions which make up the overall staffing
pattern. The functional categories were described in Chapter Four
of Volume I, but the following is a list of those categories:

Adni ni stration

Busi ness managenent

Support operations
Prograns and activities
Medi cal and treatnent
Control points

Perinmeter security

Unit supervision

Internal activity and yard
External and other

Thus, the bottom of the first page provides a summary of
adm nistrative positions at the Auburn facility, and subsequent
sections provide summaries of other categories of posts and
positions, in the order identified in the above I|ist.

For each position, seven pieces of information are provided,
as follows:

The nane of the position is the first elenent, such as
"war den", "secretary", or "doctor".

The location of the position is the next element, def i ni ng
the general area of the institution where the position is
assi gned. For correctional officer posts, this may define

the position nore specifically than the nane.

The shift, such as "office hours", or "continuous",
identifies the general tine period when the post is open or
the position is on duty.

The next elenent, |abeled "factor", indicates whether or not
the position or post nmust be continuously covered when open

If this is the case, then the coverage factor is applied.

There are three possible answers which appear in the col um
for each position. "Y' means that the position is factored,

“N' neans that it is not factored, and "*" nmeans that the
position is reverse-factored. This would occur when four
posi tions, for exanple, are assigned for a post which is
supposed to be staffed continuously, such as four boiler
operators. Reverse-factoring causes the nunber of available
positions (in this instance 4) to be assuned as a given, and
the nunber of persons on duty is then an estimate of the
average level of staffing of the post. For instance, in
Adm ni stration for the Auburn facility, five tel ephone
operators is insufficient to provide the 5.43 needed for 24
hour coverage. As a result, the post is shown as staffed at
a level of 0.9, which neans that about 90% of the time the
position would be staffed, unless overtinme is incurred



ABSTRACT

Planning and Evaluating Prison and Jail Staffing consists of
two volumes, of which this is the second. The overall report
(both volunes) has three major purposes. The first is to identify
met hods of analysis and evaluation of staffing |levels. These
include task analysis, notion and time study, productivity
audi ting, out comre anal ysi s, process anal ysi s, and conparative
analysis. A specific nethod is presented, called the Miltiple
Met hods Approach because several staff evaluation techniques are
i ndependently appli ed. The report provides instructions and
necessary forms so that an institutional manager may apply this
approach. The second purpose is to describe alternative nethods
of organizational structure and shift or roster managenent for

prisons and jails. Concepts presented include traditional
proj ect, and matrix organi zational structures, unit managenent,
as well as specific approaches to staffing housing wunits. The
third purpose is to docunent current staff levels of twenty
institutions representing jails and prisons which are both new
and old, and large and snall. The staffing patterns are presented
and conpared wthin the followi ng categories: adm ni stration
busi ness managenent, support operations, progranms and services,
nmedi cal and treatnment, control points, perimeter security, unit
super vi si on, internal activity and yard, and external positions.
In addition, summary tables are presented illustrating rates of

enpl oynent per hundred prisoners from several other studies,
including a survey of 162 prisons. The nonograph is divided into
two vol unes. The first contains all of the material except for
the specific staffing patterns thenselves. These have been placed
in the second volume, including an introductory explanation
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The next category, labeled "Y', indicates the intended |eve
O staffing of the position. For exanple, the Superintendent

is identified as a "I", nmeaning that there is only one
person in this job. On the next page, under "Business
Managenent", six Account Clerks are identified.

The next colum is |abeled "Span of Control", i dentifying

t he nunber of enployees directly supervised by the described
position. In the Auburn exanple, the Superintendent is shown
as having a span of control of four enPonees, which are the
three deputies and a secretary. Span of control is discussed
in nore detail on page 27 of Volune I.

The final figure in each colum represents the tota
positions needed to provide the described |evel of staffing
for the indicated shift(s).

Each position for the entire institution is described in
this manner, following the list of categories identified above.

The last two pages of each descriptive report provide a
detailed analysis of the staffing pattern presented. First, a
table is presented which sumarizes the total nunber of positions
by category. Thus, in the Auburn exanple, all 619 positions are
accounted for. The next colum, | abeled " %", indicates the
percent of all positions representeed by each category. The
colum I|abeled "Rate per 100 Prisoners" provides the nunber of
positions, by category, per hundred prisoners in the institution
The "Standard Cost per 100 Prisoners" should be interpreted
relative to other institutions in the data base, and not as an
absolute ~cost. However, it describes the cost per hundred
prisoners of a given function, organized as it is in this
institution.

The next tabl e, "Staff Summary by Shift", illustrates the
nunbers of enpl oyees, and the rates per hundred prisoners, for
each shift, and for various category groupings. In the Auburn
exanpl e, the table illustrates that there are 619 tota
enpl oyees, constituting 36 per hundred prisoners. However, only
34 of these are on duty at any given tine on the night shift
providing an effective ratio of 2 per hundred prisoners.
these, only 16 are correctional officers in housing units.

At the bottom of this page, the Average Span of Supervisory
Control is presented, which is the average span for all enployees

supervising other enployees. Under that is an analysis of
correctional officer positions. It determnes whether the tota
nunber of authorized correctional officers, plus the average
nunmber of officers generated through overtime, is sufficient to
cover the nunber of posts and positions identified. " Congr uence"
is the ratio of needed officers divided by available officers. It
shoul d be sonewhere between 0.95 and 0.99. If it exceeds 1.00,
then there is a shortage of officers for posts, requiring either
mor e officers, or fewer posts. Note that the "Authorized CO s"
does not include those whose posts are wusually filled by



civilians, and whose post or position descriptions are described
in t he first five cat egories (Adm ni stration t hr ough
Medi cal / Treat nent ). These positions are deleted from both the
needed officers and the available officers in <calculating the
ratio.

The "Key Function Positions" table illustrates t ot al
positions are rates for specific categories of positions. Medica
and nmental health position totals should be interpreted wth
caution since nuch of these services are provided through
contractual relationships.

On the last page, sonme of the neasures from the previous
age are illustrated in graphic format. Wth sone experi ence,
hese charts can be interpreted to provide rapid insights into

staffing pattern characteristics, and cues as to areas for
further analysis.

The final table indicates the nunber of days per nonth, or
per year, which should be accunulated in order to fulfill
responsibilities to enployees such as annual |eave, trai ni ng,
etc. Unl ess these nunbers of days are accrued each nonth, t he
institution wll get behind, and have to suffer shortages of
avai l able enployees at the end of the fiscal year to fulfill the

obl i gations.

The overall purpose of the descriptions is to enable an
insightful analysis and review of the staffing patterns of twenty
very different institutions. These may serve as nodels for the
pl anning or evaluation of other institutional staffing patterns.
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CORRECTI ONAL STAFF ANALYSI S PRQIECT

NEW YORK: AUBURN CORR. FACILTIY
STAFFI NG PATTERN ANALYSI S

FHER B R EHHA AR FHER RS HIHDRRETH AR EIE AR R R
CALCULATI ON OF COVERAGE FACTOR

TOTAL DAYS PER YEAR 365
REGULAR DAYS OFF: 104
TOTAL REMAI NI NG DAYS PER YEAR 261
VACATI ON DAYS: 25
HOL| DAYS: 11
AVERAGE | LLNESS LEAVE TAKEN: 11
CORRECTI ONAL OFFI CER TRAI NI NG DAYS: 5
AVERAGE M LI TARY LEAVE TAKEN: 1
AVERAGE OTHER LEAVE TAKEN: 6
TOTAL ACTUAL DAYS AVAI LABLE: 202
COVERACE FACTOR: 1.29
CONTI NUQUS COVERAGE FACTOR: 5.43
SEVEN DAY, ONE SH FT COVERAGE: 1.81
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STAFFI NG PATTERN LI STI NG 9
PCSI TI ON LOCATI ON SH FT FACG- # SPAN TOTL
TOR OF

CON-

TROL
**rrr ADM NI STRATI ON
SUPERI NTENDENT ADM NI STRATI ON OFFI CE HRS N 1.0 4 1.00
DEPUTY SUPT. ADM N. SERVI CES OFFI CE HRS N 1.0 8 1.00
DEPUTY SUPT. PROGRAM SERVI CES OFFI CE HRS N 1.0 11 1.00
DEPUTY SUPT. SECURI TY CFFI CE HRS N 1.0 1 1.00
SECRETARY SUPERI NTENDENT CFFI CE HRS N 1.0 0 1.00
SECRETARY DPTY: ADM N SVCS OFFI CE HRS N 1.0 1 1.00
SECRETARY DPTY: PGRM SVCS CFFI CE HRS N 1.0 0 1.00
TELEPHONE OPERATORS SW TCHBOARD CONTI NUQUS * 0.9 0 5.00
SECRETARY PERSONNEL OFFI CE HRS N 1.0 0 1.00
SUPERVI SOR I NVATE GRI EVANCE OFFI CE HRS N 1.0 0 1.00
CATEGCORY SUBTOTAL: 14. 00
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PCSI TI ON
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SENI OR COUNSELCR
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COUNSELCORS

CLERK/ TYPI STS
CLERK/ TYPI STS
CHAPLAI NS

DI RECTOR
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DAY&EVE, ALL
EVEN NG ALL
DAY&EVE, ALL
DAY&EVE, ALL
EVEN NG ALL
EVEN NG ALL
DAY, ALL

DAY, ALL

OFFI CE HRS

CONTI NUOUS
DAY, ALL
DAY&EVE, ALL
EVE, M F
DAY, ALL
DAY&EVE, ALL

FAC-
TOR
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PCSI TI ON

LOCATI ON

**ErT O UNIT SUPERVI SI ON

SERGEANT
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CERS
OFFI CERS
OFFI CERS
OFFI CERS

CATEGORY SUBTOTAL:

UNI' TS

HOSPI TAL

SPECI AL HOUSI NG
SPECI AL HOUSI NG
MENTAL HYQ ENE SAT
MENTAL HYQ ENE SAT
A BLOCK

B BLOCK

C BLOCK

D BLOCK

E BLOCK

SH FT FACG- # SPAN TOTL
TOR OF

CON-

TROL
DAY&EVE, ALL Y 2.0 13 7.24
CONTI NUCUS Y 2.0 0 10.85
CONTI NUCUS Y 2.0 0 10.85
DAY, ALL Y 20 0 3.62
CONTI NUCUS Y 2.0 0 10.85
DAY, ALL Y 1.0 0 1.81
CONTI NUCUS Y 2.0 0 10.85
CONTI NUCUS Y 2.0 0 10.85
CONTI NUCUS Y 2.0 0 10.85
CONTI NUCUS Y 2.0 0 10.85
CONTI NUCUS Y 2.0 0 10.85



* k k k%

SERGEANT
SERGEANT
ESCORT

OFFI CER
OFFI CER
OFFI CER
OFFI CER
ESCORT OFFI CERS
SECURI TY
PORTERS
OFFI CER
OFFl CERS
PROCESSI NG
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CERS
OFFI CERS
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
BASEMENT & RECR
OFFI CER
OFFI CER
OFFI CER

EVENI NG RECREATI ON

OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CERS
OFFI CERS
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CERS
OFFI CERS
ESCORT
OFFI CER
OFFI CERS
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CERS
OFFI CERS

| NTERNAL ACTIVITY AND YARD

AREAS

AREAS

TRUCK

VI SI TI NG ROOM
VISI T SNACK ROOM
DI AL HOVE PGRM
CLINC
CLINC
L OWER
ADM BLDG
PARCLE CLOTHI NG
PACKAGE ROOM
RECEPTI ON & RELEASE
CORRESPONDENCE

| DENTI FI CATI ON OFFI CE
LAW LI BRARY

ORI ENTATI ON
MAI N YARD

SOUTH YARD

SOUTH YARD
RECREATI ON

YARD PATROL

SHOP PATROL

KI TCHEN
NORTH DI NI NG

KI TCHEN

BAKERY

EMPLOYEE DI NI NG
STOREHOUSE
SQUTH DI NI NG

COVM SSARY

LAUNDRY

BATHHOUSE
CLOTHI NG ROOM

TAI LORI NG CLASS
MAI NTENANCE GANG
ELECTRI C SHOP

MAI NTENANCE GANGS
QUTSI DE UTI LI TY GANGS
| NCI NERATCR GANG
TRASH GANG #l

TRASH GANG #2

LOCK REPAI RS

| NDUSTRY  SHOPS
SCHOOL

SCHOOL
BARBER SHOP & YARD
SCHOOL & MOVI ES

LI BRARY/ HOBBY SHOP
CHAPEL AREA
GYMNASI UM

LOCKER ROOM
ACTI VI TY ROOM
MAI N YARD

SOUTH YARD 1)

HALL

DAY, ALL
DAY&EVE, M F
DAY, ALL

DAY, ALL

DAY, ALL
EVEN NG ALL
DAY, ALL

DAY, ALL

DAY, ALL

DAY, ALL

DAY, ALL

DAY, ALL

DAY, ALL

DAY, ALL

DAY, M F

DAY, ALL

DAY, ALL
EVENI NG ALL
DAY&EVE, ALL
EVEN NG ALL
EVEN NG ALL
NI GHT, ALL

NI GHT, ALL
DAY, ALL

DAY, ALL

DAY, ALL

DAY, ALL

DAY, ALL

DAY, M F
EVEN NG ALL
CFFI CE HRS
DAY, M F

DAY, ALL

DAY, M F
EVENI NG, ALL
DAY, M F

DAY, M F

DAY, M F

DAY, M F

DAY, ALL

DAY, M F

DAY, ALL

DAY, ALL

DAY, ALL

DAY, ALL

DAY, M F
EVEN NG ALL
EVENI NG, ALL
DAY&EVE, ALL
DAY&EVE, ALL
EVENI NG, ALL
EVENI NG, ALL
EVENI NG, ALL
EVEN NG ALL
EVENI NG, ALL
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PCSI TI ON LOCATI ON SH FT FAC-
TOR
*rEEr EXTERNAL AND OTHER
LI EUTENANT TRAI NI NG OFFI CE HRS N
BUS COFFI CERS TRANSPORTATI ON DAY, M F Y
RELI EF OFFI CERS SUPPCRT SERVI CES DAY, M F N
CATEGCORY SUBTOTAL:
TOTAL STAFF COUNT:
SUMVARY ANALYSI S OF STAFFI NG PATTERN
NEW YORK: AUBURN CORR. FACILTIY
AREA PCSI TI ONS %  RATE
PER
100 P.
ADM NI STRATI ON 14.0 2.3 0.8
BUSI NESS MANAGEMENT 29.0 4.7 1.7
SUPPCORT OPERATI ONS 46.0 7.4 2.7
PROGRAMS AND ACTI VI TI ES 83.0 13. 4 4.9
MVEDI CAL AND TREATMENT 16.5 2.7 1.0
CONTROL PO NTS 77.2 12.5 4.5
PERI METER SECURI TY 46.5 7.5 2.7
UNI T SUPERVI SI ON 99.5 16.1 5.9
I NTERNAL ACTIVITY AND YARD 200. 3 32.3 11.8
EXTERNAL AND OTHER 7.2 1.2 0.4
TOTAL 619.2 100.0 36.4
STAFF SUMVARY BY SHI FT DAY EVE NI TE
# R # R # R
ADM NI STRATI VE & SUPPORT 71 4 5 0 3 0
MEDI CAL, PGRM & CASE MNGT 94 6 1 0 1 0
UNI T OFFI CERS 21 1 18 1 16 1
OTHER OFFI CERS 121 7 58 3 13 1
TOTAL 306 18 82 5 34 2
AVE. SPAN SUPERV. CTRL .44 KEY FUNCTI ON POSI TI ONS
AUTHORI ZED CO S: 434. 00 MEDI CAL:
OVERTI ME CO FTE: .00 MENTAL HEALTH:
TOTAL FTE CO S: 464. 00 | NDUSTRY:
TOTAL PCST REQT. : 430. 65 EDUCATI QV VOTEC
DI FFERENCE: . 36 CLERI CAL
CONGRUENCE: . 93

11

SPAN

619.

STANDARD
COST PER
100 PRIS.

B

N o

TOTL

00
17
00
17

16

16,882
29,853
47,353
85,441
21,838
63,575
38,306
81,933
164,931
5,903
556,017

TOTE

#

89
100
99

R

5
6
6

331 19
619 36

NNOOR Py



SUMVARY CHART

NEW YORK: AUBURN CORR.

PCOPULATI ON LEVEL
COVERAGE FACTCR
STAFF RATE/ DAY
STAFF RATE/ EVE
STAFF RATE/ NI TE
STAFF RATE/ TOTL
CONGRUENCE

SPAN COF CTRL
ADM SPT STAFF
MED/ PGRM CASE
UNIT CO S

OTHER CO S

VEDI CAL

MENTAL HEALTH

| NDUSTRY
EDUCATI OV VOTEC
CLERI CAL

UNNT CO S/ DAY
UNNT CO S/ EVE
UNNT CO S/ NTE

1700
29
18

H
PP PPN OORFR OO0 CTOTO OO N Ol

DAYS, ACCRUED BY MONTH

ANNUAL LEAVE
HOLI DAYS

| LLNESS LEAVE
TRAI NI NG DAYS
M LI TARY LEAVE
OTHER LEAVE
CO OVERTI ME

FACI LTI'Y

XXXXXXXXXXXXXXXXX

TR TR T R | it
RUBHH R R HAH SR BHAH

HHARBH

#H
RUHRHHHERHBH AR RH B H AR R R HBH R R BHAH

HHARBH

HHARBH

HHHHHH#

HHHHHH#
HHHHHHHHHHHHHAH | HHHH
#

#H
#H
#
#
#

& YEAR, FOR SPECI AL FUNCTI ONS

OFFI CERS NON- OFFI CERS
MONTH YEAR  MONTH YEAR
897 10766 393 4713
395 4737 173 2074
395 4737 173 2074
179 2153 79 943
36 431 16 189
215 2584 94 1131
505 6060 0 0

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD

12



FHEGHERHEFHEHRAAHFHARRABEHBARRREHFR AR IFH AR AFH AR AR R R R
CORRECTI ONAL STAFF ANALYSI S PRQIECT

U S. P. ATLANTA

STAFFI NG PATTERN ANALYSI S

RHBHB R RHBH B R RHBH AR RH BB R BB R R H B H R R B R R R R R B H R R R
CALCULATI ON OF COVERACE FACTOR

TOTAL DAYS PER YEAR
REGULAR DAYS OFF:
TOTAL REMAI NI NG DAYS PER YEAR

VACATI ON DAYS:

HOLI DAYS

AVERAGE | LLNESS LEAVE TAKEN

CORRECTI ONAL OFFI CER TRAI NI NG DAYS:

AVERAGE M LI TARY LEAVE TAKEN
AVERAGE OTHER LEAVE TAKEN
TOTAL ACTUAL DAYS AVAI LABLE:

COVERACE FACTOR:
CONTI NUOUS COVERAGE FACTOR:
SEVEN DAY, ONE SH FT COVERAGE:

221

1.18
4. 96
1.65

~HHH R RHBHBHERHBH AR RH B H R AR B R B H R R R B H R RH B H R R R R AR
STAFFI NG PATTERN LI STI NG

PCSI TI ON

* k k k %

WARDEN
SECRETARY
EXEC. ASST.
ASSOC. WARDEN
ASSCC. WARDEN
ASSOC. WARDEN
SUPERI NTENDENT
SECRETARY
SECRETARY
ADM ASST
SECRETARY

CATEGCORY SUBTOTAL:

ADM NI STRATI ON

LOCATI ON

ADM NI STRATI ON
WARDEN
WARDEN
OPERATI ONS
CONTRCLS
PROGRANMS

| NDUSTRI ES
AW OPERATI ONS
AW CONTRCLS
AW PROGRAMS
AW PROGRAMS

13

2

SH FT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

FAC
TOR

22222222222

# SPAN TOTL
OF
CON-
TRCL

iaiaioll il ol ol
ofolofololelelele el
OkbrocoowHuuwoo~N
RPRrRrPRPRrRPRPRRPRPRP R
o
o

[EE



PCSI TI ON

* k k k%

PERSONNEL OFFI CER

BUSI NESS MANAGER
ASST.
TRAI NI NG COCRD
PERSONNEL SPEC
CLERK

ASST. BUSI NESS MANAGE

PURCHASI NG AGENT
ASST.
SUPERVI SOR
SUPERVI SOR
ASST. SUPERVI SCR

COWM SSARY TRAI NEE

CLERKS
CASHI ER
CLERK

ADM NI STRATI VE OFFI CE
ASST. ADM NI STRATOR

ADM ASST
ACCOUNTANTS
ACCOUNTANTS

PURCHASI NG AGENTS

ORDER CLERK

CATEGCORY SUBTOTAL:

PERSONNEL OFFI C

PURCHASI NG AGEN

- LOCATI ON

BUSI NESS MANAGEMENT

PERSONNEL

BUSI NESS OFFI CE
PERSONNEL
PERSONNEL
PERSONNEL
PERSONNEL

BUSI NESS OFFI CE
BUSI NESS OFFI CE
BUSI NESS OFFI CE
COW SSARY
ACCOUNTI NG
COW SSARY

COW SSARY
TRUST FUND
ACCOUNTI NG
ACCOUNTI NG

| NDUSTRI ES

| NDUSTRI ES

| NDUSTRI ES

| NDUSTRI ES

| NDUSTRI ES

| NDUSTRI ES

| NDUSTRI ES

14

SH FT

CFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
DAY, M F

DAY, M F

DAY, M F

OFFI CE HRS
CFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
DAY, M F

FAC-
TOR

ZZ2ZZ2ZZ2ZZZZZ22ZZ2Z22Z2Z2Z2Z2Z2Z222222
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PCSI TI ON

* k k k %

CH EF: MECHANI CAL SER

ADM NI STRATCOR
SUPERVI SOR

SUPERVI SOR
LAUNDRYNMVAN
EXCHANGE OFFI CERS
STOREKEEPER
STOREKEEPERS

ASSI STANT ADM NI STRAT

COOK FOREMEN

ADM NI STRATI VE ASST
FORENAN

CH EF OF UTILITIES
GENERAL FOREMAN
FORENAN

FORENAN

FOREMEN

FORENAN

FORENAN

FORENAN

FORENAN

FORENAN

FORENAN

FORENAN

FOREMEN

FORENAN

ASST. TO CH EF

UTI LTI'Y OPERATORS
FORENAN

SAFETY OFFI CERS
CH EF WAREHOUSENAN
WAREHOUSE FOREMEN
FOREMAN SUPERVI SCR
MAI NTENANCE FOREMEN
CATEGORY SUBTOTAL:

SUPPORT COPERATI

LOCATI ON

ONS

MAI NTENANCE

FOOD SERVI CES
CLOTH NG SERVI CES
SUPPLI ES

CLOTH NG SERVI CES
CLOTHI NG SERVI CES
RECEI VI NG
WAREHOUSES

FOOD SERVI CE

KI TCHEN

CH EF: MECH SERV
CONSTRUCT! ON

UTI LI TI ES

MAI NTENANCE
MASONRY

CARPENTRY

PAI NTI NG

ELECTRONI CS

MACHI NE SHOP
ELECTRI CAL

PLUMBI NG

SHEET METAL

AUTO REPAI R
LANDSCAPE

GENERAL MAI NTENANCE
Al RCONDI TI ONI NG
UTI LI TI ES

BO LER

Pl PEFI TTI NG

ALL AREAS

| NDUSTRI ES

| NDUSTRI ES

| NDUSTRI ES

| NDUSTRI ES

15

SH FT

OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
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PCSI TI ON

* k k k%

CH EF CLASS & PARCLE
COORDI NATOR

PRI NCI PAL

CHAPLAI' N

ASST. SUPERVI SOR
CASEWORKERS

CLERKS

ASST. NMANAGER TRAI NEE
ASSI STANT

SUPERVI SOR

ASSI STANT

FI LE CLERKS

ADM CLERK

DATA ANALYST

EQUI PMENT OPERATCOR
PRI NCI PAL

ASST. PRI NCI PAL
CLERK

TRAI NERS

SUPERVI SOR

SPECI ALI STS

TEACHERS

TEACHERS

TREATMENT SPECI ALI ST
ASST. SUPERI NTENDENT
FACTORY MANAGERS

PRCDUCTI ON CONTROLLER

TEXTI LE SPECI ALI ST
FORENAN

SUPERVI SOR

| NDUSTRI AL COUNSELORS
MANAGER

COST ANALYST

MARKETI NG SPECI ALI ST
MARKETI NG ASST.

| NDUSTRI AL  ENG NEER

SUPERVI SOR, QUALITY C

ENG NEER

ASSI STANT MANAGER
MANAGEMENT TRAI NEES
FOREMEN

FOREMEN

FOREMEN

FOREMEN

CATEGORY SUBTOTAL:

- LOCATI ON

PROGRAMS AND ACTI VI TI ES

CLASS & PAROLE
CASEMANAGENMENT
EDUCATI ON
CHAPEL

PARCLE

PARCLE

PARCLE

RECORDS

CLASSI FI CATI ON
RECORDS CONTRCL

PRI NCI PAL

VOCATI ONAL EDUCATI ON
RECREATI ON

RECREATI ON

REMEDI AL EDUCATI ON
ACADEM C EDUCATI ON
DRUG ABUSE

| NDUSTRI ES

| NDUSTRI ES

| NDUSTRI ES

| NDUSTRI ES

QUALI TY CONTROL

| NDUSTRI AL RELATI ONS
| NDUSTRI ES

TEXTI LE DI VI SI ON
TEXTI LE DI VI SI ON
TEXTI LES

TEXTI LES

TEXTI LES

TEXTI LES

| NDUSTRI ES

TEXTI LE M LL

TEXTI LE M LL

TEXTI LE M LLS
CANVAS FACTORY
BASKET FACTORY
MATTRESS FACTORY

16

SHIFT

OFFI CE
OFFI CE
OFFI CE

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

FAC
TOR
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PCSI TI ON

* k k k%

LOCATI ON

MVEDI CAL AND TREATMENT

CH EF MEDI CAL OFFI CER MEDI CAL
DRUG ABUSE
DRUG ABUSE

PSYCHOLOG ST

SCCI AL SERVI CE ASST.
CH EF MEDI CAL OFFI CER
PSYCHOLOGE ST

PSYCH TECH

PHYSI CI ANS

HCSPI TAL ADM NI STRATO
ASST. ADM NI STRATOR
RECORDS TECH
SECRETARY

DENTI STS

PURCHASI NG AGENT
TECHNI Cl AN

PHYSI Cl AN S ASST.
PHARVACI ST
CATEGORY SUBTOTAL:

PCSI TI ON

* k k k%

CH EF SUPERVI SOR
SUPERVI SORY OFFI CERS

OFFI CERS
OFFI CERS
OFFI CERS
CLERKS

OFFI CERS

CATEGORY SUBTOTAL:
PERI METER SECURI TY

* k k k%

OFFI CERS
OFFI CERS
OFFI CERS

CATEGCORY SUBTOTAL:

CONTRCL PO NTS

VEDI CAL
VEDI CAL
VEDI CAL
VEDI CAL
VEDI CAL
VEDI CAL
MEDI CAL
VEDI CAL
MEDI CAL
VEDI CAL
RECCORDS
MEDI CAL
VEDI CAL

LOCATI ON

SECURI TY
SECURI TY

SPECI ALTI ES

CORRI DORS
CONTROL ROOM
CONTROL ROOM

CUSTODY
ENTRANCE

TONERS
TONERS
PATRCL

L7

SH FT FAC-
TOR

OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
CONTI NUQUS
OFFI CE HRS

Z TZZ2Z2Z2ZZ2Z2ZZ2Z2Z22Z2Z222

SH FT FAC-
TOR

OFFlI CE HRS N
CONTI NUCUS *
CONTI NUCUS Y
CONTI NUQUS Y
DAY, ALL Y
OFFI CE HRS N
DAY&EVE, M F Y

CONTI NUQUS Y
DAY&EVE, ALL Y
CONTI NUQUS Y

# SPAN TOTL

PNRPRWRRPRRARRER PR

PR PEMOE
oOocoocooco

e

OF
CON-
TROL
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00
.92
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00
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PCSI TI ON - LOCATI ON

*EEETOUNIT SUPERVI SION

PROGRAM VANAGER DRUG ABUSE
OFFI CERS CELLHOUSES
CATEGCORY SUBTOTAL:

*EETT ]I NTERNAL ACTIVITY AND YARD

CORRECTI ONAL COUNSELO DRUG ABUSE

OFFI CER RECEI VING & DI SCHARGE
OFFI CER VI SI TI NG

OFFI CERS RECEPTI ON

OFFI CERS RECREATI ON

OFFI CER RECREATI ON

OFFI CERS YARD

OFFI CERS PATRCL

OFFI CER TOOL ROOM

OFFI CER MAI L ROOM

OFFI CER RECREATI ON

OFFI CER SHOPS

OFFI CER RECEI VING & DI SCHARGE

CATEGCORY SUBTOTAL:
*rEEET EXTERNAL AND OTHER

OFFI CERS OTHER POSTS

OFFI CER BUS
CATEGCORY SUBTOTAL:

TOTAL STAFF COUNT:

18

SH FT FACG- # SPAN TOTL
TOR OF
CON-
TRCOL

OFFI CE HRS N 1.0 5 1.00
CONTI NUCUS Y 12.0 0 59.52

60. 52
OFFI CE HRS N 2.0 0 2.00
DAY, ALL Y 1.0 0 1.65
DAY, ALL Y 2.0 0 3.31
DAY, ALL Y 2.0 0 3.31
DAY&EVE, ALL Y 2.0 0 6.61
EVENING ALL Y 1.0 0 1.65
DAY&EVE, ALL Y 3.0 0 9.92
DAY, ALL Y 1.0 0 1.65
DAY, M F Yy 1.0 0 1.18
DAY, M F Yy 1.0 0 1.18
DAY, M F Yy 1.0 0 1.18
DAY, M F Yy 1.0 0 1.18
DAY, M F Yy 1.0 0 1.18

36. 01

CONTI NUQUS Y 20 0 9
DAY, M F Y 20 0 2
12.
456.

.92
. 36

28
70



SUVMARY ANALYSI S OF STAFFI NG PATTERN

U. S. P. ATLANTA

AREA

ADM NI STRATI ON

BUSI NESS MANAGEMENT
SUPPCORT OPERATI ONS
PROGRAMG AND ACTI VI Tl ES
MEDI CAL AND TREATMENT
CONTRCL PO NTS

PERI METER SECURI TY

UNI T SUPERVI SI ON

I NTERNAL ACTIVITY AND YARD
EXTERNAL AND OTHER
TOTAL

STAFF SUMVARY BY SHI FT

ADM NI STRATI VE & SUPPORT
MEDI CAL, PCRM & CASE MNGT
UNI T OFFI CERS-

OTHER OFFI CERS

TOTAL

AVE. SPAN SUPERV. CTRL 4.38
AUTHORI ZED CO S: 232. 00
OVERTI ME CO FTE: 10.0¢C
TOTAL FTE CO S 242. 00
TOTAL POST REQT.: 189. 70
DI FFERENCE: 52.30
CONGRUENCE: 0.78

PCSI TI ONS % RATE
PER
100 P.

11.0 2.4 0.7

34.0 7.4 2.3

76.0 16. 6 5.1

114.0 25.0 7.6

32.0 7.0 2.1

37.9 8.3 2.5

43.0 9.4 2.9

60. 5 13.3 4.1

36.0 7.9 2.4

12.3 2.7 0.8

456.7 100.0 30.6
DAY EVE NI TE
# R # R # R
106 7 5 0 1 0
136 9 2 0 2 0
13 1 12 1 12 1
43 3 24 2 16 1
299 20 44 3 32 2

19

KEY FUNCTI ON PGCsI TI ONS

MEDI CAL:

MENTAL HEALTH

| NDUSTRY:
EDUCATI QV VOTEC:
CLERI CAL:

STANDARD
COST PER
100 PRI S.

$ 15, 104
$ 39, 853
$ 89, 082
$ 133,624
$ 48, 225
$ 35, 536
S 40, 311
$ 56, 752
$ 33,770
$ 11, 517
$ 503,773

TOTL
# R

121 8
146 10
61 4
129 9
457 31

N
PNOOR



SUMMARY CHART
U S. P. ATLANTA

PCPULATI ON LEVEL
COVERAGE FACTCR
STAFF RATE/ DAY
STAFF RATE/ EVE
STAFF RATE/ NI TE
STAFF RATE/ TOTL
CONGRUENCE

SPAN OF CTRL
ADM SPT STAFF
MED/ PGRM CASE
UNIT CO S

Or'HER CO S

VEDI CAL

MENTAL HEALTH

| NDUSTRY
EDUCATI OV VOTEC
CLERI CAL

UNIT CO S/ DAY
UNIT CO S/ EVE
UNIT CO S/ NTE

1490

31

PP PPN OO0 RRO

DAYS, ACCRUED BY MONTH

ANNUAL LEAVE
HOLI DAYS

| LLNESS LEAVE
TRAI NI NG DAYS
M LI TARY LEAVE
OTHER LEAVE

CO OVERTI ME

NOTE

XXXXXXXXXXXXXX
HHHHHHHHHHHHHHHHHH
ﬁif#################

##
HHHHHHHHHHHHHHHHHHHHHHH R

HiHy
R
HHITHTR T
HiHy
HEHHHHHHH
#

wHH
#i
#

#
#
#

& YEAR, FOR SPECI AL FUNCTI ONS

OFFI CERS NON- OFFI CERS
MONTH YEAR  MONTH YEAR
237 2846 334 4005
158 1897 223 2670
95 1138 134 1602

79 949 111 1335

32 379 45 534

32 379 45 534
184 2210 0 0

NON CO TRAI' NI NG ESTI MATED FROM CO STANDARD

20



BHBHHRH A HBH B HH B H B H B H AR H B H B H AR H B H B H B HH B H B H B H AR H B H B H AR H B H B H B HH B H B H B H AR H B H B H Y

CORRECTI ONAL STAFF ANALYSI S PROJECT
M NNESOTA C. F. : ST. CLOUD
STAFFI NG PATTERN ANALYSI S

BHHREAHHRAHH RSB HRIHARRHHRRRFHIRE AR AR A H AL AR R b

CALCULATI ON OF COVERACGE FACTOR

TOTAL DAYS PER YEAR

REGULAR DAYS OFF:

TOTAL REMAI NI NG DAYS PER YEAR
VACATI ON DAYS:

HOLI DAYS:

AVERAGE | LLNESS LEAVE TAKEN:

CORRECTI ONAL OFFI CER TRAI NI NG DAYS:

AVERAGE M LI TARY LEAVE TAKEN:
AVERAGE OTHER LEAVE TAKEN:
TOTAL ACTUAL DAYS AVAI LABLE:

COVERACE FACTOR
CONTI NUOUS COVERAGE FACTOR
SEVEN DAY, ONE SH FT COVERAGE:

365

218

1.20
5.03
1.68

BHBHHHH B HBH B HH R H B H B H AR H B H B H B HH B H B H B H AR H B H B H B R AR H B H B H AR H B H B H AR A B H B H B H AR HBH

STAFFI NG PATTERN LI STI NG

PCSI TI ON LOCATI ON

*rEEE* . ADM NI STRATI ON

SUPERI NTENDENT ADM NI STRATI ON

ASSCC.  SUPT. ADM NI STRATI ON

GEN. MANAGER LIVING UNITS

CLERK STENO Gu

SECRETARY SUPT.
SECRETARY ASST. UPT.

DI RECTOR TRAI NI NG

TRAI NER TRAI NI NG

CATEGCORY SUBTOTAL:

21

10

SHIFT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

FAC-

TOR

22222222

# SPAN TOTL

el il
cooocococoOo

CF

CON-

TROL

O O oOoORrrO0Ow—
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PCSI TI ON

* * %

BUSI NESS MANAGER
PERSONNEL DI R.
PERSONNEL Al DE

SECRETARY

SW TCHBOARD COPERATOR
ACCOUNTANTS

MANAGER
ACCOUNTI NG

ACCOUNTANTS
ACCOUNT CLERK
ACCOUNTANTS
CATEGCORY SUBTOTAL:

* k k k% %

FOOD MANAGER

CH EF COOK
COOKS

PLANT DI RECTOR
I N\VENTORY SUPERV.
FOREMAN, B. MAI NT.

B. MAI NT

CH EF ENGQ NEER

ENG NEERS

ENG NEER STAFF

EXECUTI VE
VAN
MACHI NI ST

CATEGCORY SUBTOTAL:

SUPPORT COPERATI

DRI VER

- LOCATI ON

BUSI NESS MANAGEMENT

ADM NI STRATI ON
ADM NI STRATI ON
PERSONNEL
PERSONNEL

SW TCHBOARD
VELFARE FUND
CANTEEN

ADM NI STRATI ON
ADM NI STRATI ON
ADM NI STRATI ON
| NDUSTRI ES

ONS

Kl TCHEN

Kl TCHEN

Kl TCHEN

MAI NTENANCE
MAI NTENANCE
MAI NTENANCE
MAI NTENANCE
BA LER

BO LER
VECHANI CAL
WAREHOUSE
WAREHOUSE

| NDUSTRI ES

22

SH FT

CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CFF-1 CE HRS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
OFFI CE HRS
CFFI CE HRS
OFFI CE HRS

OFFI CE HRS
DAY, M F

DAY&EVE, ALL
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
CFFI CE HRS
OFFI CE HRS
CONTI NUCUS
DAY, M F

OFFI CE HRS
OFFI CE HRS
OFFI CE HRS

FAC
TOR

22222222222

2222222222222

NERAPEENPRRRE
o000

PRPROSRORREAREE
OO0 O0O0O0O0O0OO0O

SPAN

CON-
TROL
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PCSI TI ON

*kkk*

PROGRAM COORD.

| NDUSTRI ES SUPT.
CHAPLAI NS
CASEWORKERS

RECR. DI R
CASEVWORKERS
CASEWORKERS
CASEWORKER
CASEWORKERS
CASEWORKER

HEARI NG OFFI CER
HRNG | NVESTI GATOR
STENOGRAPHER

DI RECTOR

RECDS. SUPERV
RECDS. CLEAKS
RELEASE CLERKS
DATA ENTRY CLERKS
PLACEMENT OFFI CER
DI RECTOR

SUPERVI SOR

ACAD. TEACHERS

L1 BRARI AN

Al DES

SUPERVI SOR
COUNSELCRS

SUPERVI SOR

VOTEC TEACHERS
CLERK

SALESVAN

PLANT MANAGERS
FOREMEN

TEACHERS

VAN DRI VER
SUPERVI SOR
COUNSELCRS
SECRETARI ES

WORK EVALUATOR
CATEGCORY SUBTOTAL:

* k k k* %

CH EF PSYCHOLOGQ ST
PSYCHOLOGE ST

VEDI CAL TECH
NURSES

PARAMEDI CS

DENTI ST

DENTI ST

DENTAL TECHS
PHARM CI ST

PHARM TECH.
CATEGCORY SUBTOTAL:

- LOCATI ON

PROGRAMS AND ACTI VI TI ES

LIVING UNITS
ADM NI STRATI ON
CHAPEL

PLANNI NG UNI T
RECR. AREAS
UNIT A

UNIT C

UNIT D

UNIT E
RESHAPE

I NVESTI GATI ON
I NVESTI GATI ON
I NVESTI GATI ON
SUPPORT SVES.

EDUCATI ON

H GHER EDUC.
H GHER EDUC.
VOCATI ONAL
VOCATI ONAL
EDUCATI ON

| NDUSTRI ES

| NDUSTRI ES

| NDUSTRI ES

| NDUSTRI ES

| NDUSTRI ES
VOC- REHAB
VOC- REHAB
VOC- REHAB
VOC- REHAB

MVEDI CAL AND TREATMENT

PSYCH DEPT.
PSYCH. DEPT.

| NFI RVARY

| NFI RVARY

| NFI RVARY

| NFI RVARY

| NFI RVARY

| NFI RVARY

| NFI RVBRY 2 3
| NFI RVARY

SH FT

CFFI CE HRS
CFFI CE HRS
OFFI CE HRS
DAY&EVE, ALL
EVE, M F
EVEN NG ALL
EVEN NG ALL
EVE, M F
EVEN NG ALL
EVE, M F

CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
OFFI CE HRS
HRS
HRS
HRS
HRS
HRS
HRS
CFFI CE HRS
HRS
HRS
HRS
CFFI CE HRS
HRS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
HRS
HRS
CFFI CE HRS
HRS
CFFI CE HRS
HRS
CFFI CE HRS
HRS
HRS

OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
DAY&EVE, ALL
NI GHT, ALL

CFFI CE HRS
OFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS

FAC
TOR

ZZ2Z2Z2ZZ2ZZ2Z2ZZ2ZZZZ2ZZ2Z2ZZ2ZZ2Z2Z2Z2Z222Z2Z2Z2Z2Z22Z2Z2Z2Z2Z2Z2Z2Z222222
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PCSI TI ON LOCATI ON
*rErr CONTROL PO NTS

CAPTAI NS CUSTODY

LI EUTENANTS CUSTODY

LI EUTENANTS CUSTODY

LI EUTENANTS CUSTODY

L1 EUTENANT ASS|I GNMENTS
SECURI TY CAGES 1&2
SECURI TY CAGES | &2
SECURI TY CAGE 1

SECURI TY CORRI DOR

CORRI DOR FOOD SERVI CE
GATE EDUCATI ON

I NFORVATI ON DESK

COVMUNI CATI ON SW TCHBOARD
TURNKEY TURNKEY

COUNT CONTRCL COUNT

SECURI TY HEARI NG BOARD

CATEGCORY SUBTOTAL:

* k k k* %

PERI METER SECURI TY

PATRCL QUTSI DE
PATRCL QUTSI DE
TONERS 1-5 TONERS
TOAERS | -5 HALF- Tl MVE
TRUCK GATE TRUCK GATE

CATEGCORY SUBTOTAL:

24

SHI FT FAC-
TOR

DAY&EVE, ALL
CONTI NUCUS
DAY&EVE, ALL
EVEN NG ALL
OFFI CE HRS
EVEN NG ALL
NI GHT, ALL
DAY, ALL
DAY&EVE, ALL
DAY, ALL

DAY, ALL

DAY, ALL

DAY, ALL

DAY, ALL

DAY, ALL

DAY, ALL

<< << < << <KL <L Z << <Z

CONTI NUOUS Y
EVENI NG ALL Y
DAY, ALL Y
EVENI NG ALL Y
DAY, ALL Y

#

PRNNPRRREREREERNNN
[eleoleololololololololololeololole)

RO OIEE

SPAN TOTL
OF
CON-
TRCL

=

0000000000 owNDY
PRrowFRrRrPprRORPPRPROON
w
ol

SN

0 O 5.03
0O 0O 1.68
0O O 8.38
5 0 0.84
0O O 1.68

17.60



PCSI TI ON

LOCATI ON

FEXEE O UNIT SUPERVI SI ON

DI RECTOR

ASST. DIR

SH FT SUPERVI SORS
cal.

ca |

DI RECTOR

ASST. DIR

SHI FT SUPERVI SOR

ASST. DIR

Ca |

Cca |

DI RECTOR

ASST. DIR

SHI FT SUPERVI SOR

SUPERVI SOR
SECURI TY
CATEGCORY SUBTOTAL:

PLANNI NG UNI T
PLANNI NG UNI T
PLANNI NG UNI T
PLANNI NG UNI T
PLANNI NG UNI T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNIT
UNI'T
UNI'T
| CU

MMMMMOoOoOOOoOoOOO0000>>2>>>

eeeeeg

RESHAPE
RESHAPE
RESHAPE
RESHAPE

RSHPE QUTSI DE
RSHPE QUTSI DE
RSHPE TRANS
RSHPE TRANS.
ATC

ATC

UNI T SECURI TY
UNI TS

25

SH FT FAC-
TOR

OFFI CE HRS
OFFI CE HRS
DAY&EVE, ALL
DAY, ALL
EVENI NG, ALL
OFFI CE HRS
OFFI CE HRS
DAYCEVE, ALL
DAY, ALL
EVEN NG, ALL
OFFI CE HRS
OFFI CE HRS
DAY&EVE, ALL
DAY, ALL
EVENI NG, ALL
OFFI CE HRS
OFFI CE HRS
EVE, M F
DAY&EVE, ALL
DAY, ALL
EVEN NG ALL
OFFI CE HRS
OFFI CE HRS
DAYt EVE, ALL
DAY, ALL
EVEN NG ALL
OFFI CE HRS
OFFI CE HRS
CONTI NUCUS
DAY, ALL
EVENI NG ALL
NI GHT, ALL
OFFI CE HRS
EVE, M F

DAY, M F
CONTI NUQUS
OFFI CE HRS
CONTI NUCUS
OFFI CE HRS
DAY&EVE, M F
OFFI CE HRS
EVENI NG, ALL
NI GHT, ALL

NI GHT, ALL

* x AZ ==
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PCSI TI ON - LOCATI ON

* k k k%

I NTERNAL ACTIVITY AND YARD

Cca | RECR. AREAS
SECURI TY WAREHOUSE
SECURI TY CANTEEN
SECURI TY PATRCL

SECURI TY PATRCL

SECURI TY FOOD SERVI CE
SECURI TY SCHOCL
ACTIVITY GYMNASI UM
SECURI TY VI SI TI NG
SECURI TY HEALTH SERVI CE
SECURI TY | NDUSTRI ES

CATEGCORY SUBTOTAL:

EXTERNAL AND OTHER

TRANSPCRT TRANSPCRT

CATEGORY SUBTOTAL:
TOTAL STAFF COUNT:

26

SHI FT FAC-

TOR
EVENI NG ALL N
DAYCEVE, ALL N
CFFI CE HRS N
CONTI NUCUS Y
DAY&EVE, ALL Y
CONTI NUCUS Y
DAY&EVE, ALL Y
EVENI NG ALL Y
EVENI NG ALL Y
DAY, ALL Y
DAY, ALL Y
DAY, ALL Y

RREROoONMEREDMDEOR
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SUMVARY ANALYSI S OF STAFFI NG PATTERN
M NNESOTA C. F. : ST. CLOUD

AREA

ADM NI STRATI ON
BUSI NESS NMANAGEMENT
SUPPORT OPERATI ONS

PROGRAMS AND ACTI VI TI ES

VEDI CAL AND TREATMENT
CONTROL PO NTS

PERI METER SECURI TY
UNI T SUPERVI SI ON

I NTERNAL ACTIVITY AND YARD

EXTERNAL AND OTHER
TOTAL

STAFF SUMVARY BY SHI FT

ADM NI STRATI VE & SUPPORT

MEDI CAL, PGRM & CASE MNGT

UNI T OFFI CERS
OTHER OFFI CERS
TOTAL

AVE. SPAN SUPERV. CTRL

AUTHORI ZED CO S:
OVERTI ME CO FTE
TOTAL FTE CO S
TOTAL POST REQT, :
DI FFERENCE
CONGRUENCE

3.78

205. 00
10. 00
215. 00
217. 94
2.94
1.0

POSI TI ONS % RATE
PER
100 P.

9.0 2.4 1.5

16.0 4.2 2.7

29.0 7.6 4.8

93.0 24.5 15.5

15.3 4.0 2.6

44.9 11. 8 7.5

17.6 4.6 2.9

108. 5 28.5 18.1

45.2 11.9 7.5

1.7 0.4 0.3

380.2 100.0 63.4
DAY EVE NI TE
# R # R # R
54 9 10 2 6 1
96 16 18 3 2 0
46 8 38 6 16 3
38 6 29 5 7 1
234 39 94 16 31 5

KEY FUNCTI ON PGCSI TI ONS

MEDI CAL:

MENTAL HEALTH

| NDUSTRY:
EDUCATI OV VOTEC:
CLERI CAL:

21

STANDARD
COST PER
100 PRI S

©$hPPARANUNNPNNN

30, 750
46, 667
84,583
271,250
57,375
104,776
41: 066
253, 232
105, 531
3,911
999, 142

TOTL
# R

54 9
108 18
109 18
109 18
380 63

[
oo
WO W



SUMVARY CHART
M NNESOTA C. F.

POPULATI ON LEVEL
COVERAGE FACTOR
STAFF RATE/ DAY
STAFF RATE/ EVE
STAFF RATE/ NI TE
STAFF RATE/ TOTL
CONGRUENCE

SPAN OF CTRL
ADM SPT STAFF
MED/ PGRM CASE
UNIT CO S

OrHER CO S

VEDI CAL

MENTAL HEALTH

| NDUSTRY
EDUCATI OV VOTEC
CLERI CAL

UNIT CO S/ DAY
UNIT CO S/ EVE
UNIT COS NTE

DAYS, ACCRUED BY MONTH

ANNUAL LEAVE
HOLI DAYS

| LLNESS LEAVE
TRAI NI NG DAYS
M LI TARY LEAVE
OTHER LEAVE
CO OVERTI ME

NOTE:

ST. CLAUD

XXXXXX
#HEddddTdabead i
A4 43 04000 Y
iS55 222222
$hd44

XXXXXX

#

44

35335223

iS22 222222222322
i s33iR323 823232228
iS22RSI 22222228
#

#

#h#

S22 2

Hi#

iS22

iS22 3

44

& YEAR, FOR SPECI AL FUNCTI ONS

OFFI CERS NON- OFFI CERS
MONTH YEAR MONTH YEAR
327 3923 243 2921
182 2179 135 1623
145 1743 108 1298
54 654 41 487

36 436 27 325

36 436 27 325
182 2180 0 0

NON CO TRAI NI NG ESTI MATED FROM CO STANDARD

28



BHEEAAHHHARRAFHHHARLBAFBRAR RS HHRARFHHHAREFHE AR E AR R AR AR

CORRECTI ONAL STAFF ANALYSI S PRQIECT
IOM S. P. FORT MADI SON
STAFFI NG PATTERN ANALYSI S

FHERRBREESE AR RS AEER AR RRE R RHIH IR

CALCULATI ON OF COVERACGE FACTOR

TOTAL DAYS PER YEAR

REGULAR DAYS OFF:

TOTAL REMAI NI NG DAYS PER YEAR:
VACATI ON DAYS:

HOL| DAYS:

AVERAGE | LLNESS LEAVE TAKEN:
CORRECTI ONAL OFFI CER TRAI NI NG DAYS:
AVERAGE M LI TARY LEAVE TAKEN:
AVERAGE OTHER LEAVE TAKEN:

TOTAL ACTUAL DAYS AVAI LABLE:

COVERACE FACTOR:
CONTI NUQUS COVERAGE FACTOR:
SEVEN DAY, ONE SH FT COVERAGE:

365
104
261
15

9
13
9
1
2
212

1.23
5. 17
1.72

BHAEHA B SRR R AR RE R AR R R R R R R R

STAFFI NG PATTERN LI STI NG 15

PCSI TI ON LOCATI ON

**rrr ADM NI STRATI ON

WARDEN ADM NI STRATI ON
DEPUTY WARDEN AM NI STRATI ON
ADM  ASSI STANT WARDEN

I NVESTI GATOR DV CRI M I NVEST
LAWYER ATTY GEN

TYPI ST ADM ASST
COUNSELCR GRI EVANCES
RECEPTI ONI ST ADM NI STRATI ON
SECRETARY DEPUTY WARDEN

CATEGCORY SUBTOTAL:

29

SH FT

CFFI CE
CFFI CE
CFFI CE
CFFI CE
CFFI CE
OFFI CE
CFFI CE
CFFI CE
CFFI CE

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

FAC
TOR

222222222

# SPAN TOTL
OF
CON-
TROL
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PCSI TI ON

* k k k%

BUSI NESS MANAGER
PERSONNEL SPEC
CLERK

ADM  OFFI CER

TRAI NI NG OFFI CER
TECHNI Cl AN

CLERK

CLERKS

CLERKS

CLERK

CLERK

TYPI ST

SECRETARY

MAI L CLERKS

TYPI ST

CATEGORY SUBTOTAL:

* k k k%

MANAGER

TECHNI CI AN
SUPERVI SOR
PONER TYPI ST
DI ETI TI AN
COORDI NATORS
SUPERVI SOR
WAREHOUSEMEN
STOREKEEPER
SUPERVI SOR
REPAI R LEADERS
REPAI R LEADERS
REPAI R LEADERS
REPAI R ASSTS.
MANAGER
SUPERVI SOR

ENG NEERS
TECHNI Cl AN

TYPI STS
CATEGORY SUBTOTAL:

SUPPORT OPERATI

- LOCATI ON

BUSI NESS NMANAGEMENT

ADM NI STRATI ON
PERSONNEL
ACCOUNTI NG
ACCOUNTI NG
PERSONNEL
PERSONNEL
PERSONNEL
ACCOUNTI NG
ACCOUNTI NG
ACCOUNTI NG
ACCOUNTI NG
ACCOUNTI NG
BUSI NESS NMANAGER
MAI L ROOM
ACCOUNTI NG

ONS

PLANT OPERATI ONS
ELECTRONI CS
BLDGS & GRNDS
PERSONNEL

FOOD SERVI CES
FOOD SERVI CES

I ND. WAREHOUSE

| NDUSTRI ES
WAREHOUSE

BUI LDI NG SERVI CES
MAI NTENANCE
ELECTRI C AN
PLUMBI NG

ELECTRI C AN
PLANT OPERATI ONS
PLANT ENG NEERS
POAER PLANT
ELECTRONI CS
SUPPORT

30

SHI FT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

CFFI CE HRS
DAY, M F

CFFI CE HRS
OFFI CE HRS
OFFI CE HRS
DAY&EVE, ALL

o
XEEZZE
TELEEEER

FAC-
TOR

ZZ2Z2Z2Z2ZZ2Z2Z2Z2222222

22222

222222222

=22

RO PEPRPRORRPRRERERERE

WERERENNE®RENNREOR R e

SPAN
OF
CON-
TROL
0 15
0 2
0 3
0 13
0 0
0 3
0 0
0 0
0 0
0 0
0 0
0 0
0 0
0 0
0 0
0 1
0 1
0 3
0 0
0 3
5 0
0 2
0 0
0 0
0 0
0 0
0 2
0 0
0 0
0 2
0 0
0 0
0 0
0 0
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POSI TI ON

*kkkk*

DI RECTOR OF TMT

DI RECTOR

TREATMENT DI RECTOR
PRI NCl PAL

TEACHERS

TREATMENT DI RECTOR
TREATMENT DI RECTOR
COUNSELCRS
COUNSELCRS

CHAPLAI NS

ASST. DI RECTOR
ASST. MANAGER

| NDUSTRY TECH

TYPI STS

DRI VERS

| NDUSTRY TECH
SUPERVI SOR
COUNSELCRS

SUPERVI SOR

TYPI STS

CLERK TYPI ST
TEACHER

TEACHER

; UPERVI SOR
CATEGCORY SUBTOTAL:

* k k k%

HOSPI TAL ADM
PHYSI Cl AN

PHYSI Cl AN S ASST
SUPERVI SCR
PHARMACI ST

DENTI ST

ASSI STANTS

MEDI CAL TECH
PSYCHOLOG ST
NURSES

NURSES

CATEGCORY SUBTOTAL:

LOCATI ON

PROGRAMG AND ACTI VI TI ES

PROGRANMS

| NDUSTRI ES
PENI TENTI ARY
SCHOCL

VOC. SCHOOL
AUG. & MONT.
BENNETT UNIT
BENNETT UNI'T
AUG & MONT.
CHAPEL
TREATNVENT

| NDUSTRI ES

| NDUSTRI ES

| NDUSTRI ES

| NDUSTRI ES

OUTSI DE UNI TS

COUNSELCRS
PENI TENTI ARY
RECORDS

| NVATE RECORDS

DORM RECCRDS
BENNETT UNIT
BENNETT UNIT
FARM

MEDI CAL AND TREATMENT

VEDI CAL
VEDI CAL
VEDI CAL
NURSI NG
VEDI CAL
VEDI CAL
PHARMACY
VEDI CAL
TREATMENT
HOSPI TAL
HOSPI TAL

31

SHI FT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
DAY, M F
DAY, M F
OFFI CE HRS
DAY, M F
DAY, M F
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
DAY, M F

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

HRS
HRS
HRS
HRS
HRS
HRS
HRS

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
DAY, ALL
EVENI NG ALL

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

FAC
TOR
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PCSI TI ON

* k k k%

DI RECTOR
ASST. SECURITY DR

CLERK & PASS OFFI CER

SHI FT SUPERVI SOR
YARD LI EUTENANT
OFFI CER

OFFI CER

CONTROL

SHAKEDOMN

SURVEI LLANCE
SURVEI LLANCE
CATEGCORY SUBTOTAL:

*kkkk*

TONERS
TONERS
CATEGCORY SUBTOTAL:

* k k k%

SUPERVI SOR
OFFI CERS

OFFI CERS

CAGE

SUPERVI SOR
CAGE

OFFI CERS

OFFI CERS

OFFI CERS
GENERAL SUPERVI SOR
SH FT SUPERVI SOR
SUPERVI SOR
OFFI CERS

OFFI CERS

OFFI CERS
SUPERVI SOR
SUPERVI SOR
OFFI CERS

OFFI CERS
SUPERVI SOR
OFFI CERS

OFFI CERS
SUPERVI SOR
DESK OFFI CER
WARD OFFI CERS
SUPERVI SCR
OFFI CERS
SUPERVI SOR
OFFI CERS

OFFI CERS
CATEGCORY SUBTOTAL:

CONTROL PO NTS

- LOCATI ON

SECURI TY
CUSTCODY
SECURI TY
SECURI TY
YARD

I NVESTI GATI ONS

PASSES
TURNKEY
TURNKEY
TELEVI SI ON
TELEVI SI ON

PERI METER SECURI TY
#3, 5, 14, 15, 10

#2,4,7

UNI T SUPERVI SI ON

UNI T #18
UNI T #18
UNI T #18
UNI T #18
UNI T #19
UNI T #19
UNI T #19
UNI T #19
UNI T #19
UNI T #20
UNI T #20
UNI T #20
UNI T #20
UNI T #20
UNI T #20

HOUSI NG UNI TS

UNI T #17
UNI T #17
UNI T #17

UNIT #17: PC
UNIT #17: PC

BUI LDI NG #97

HOSPI TAL UNI' T

HOSPI TAL
HOSPI TAL

J BENNETT UNI'T
J BENNETT UNIT
AUGUSTACMONTROSE

AUGUSTA
MONTROSE

SHI FT

. FAG

TOR

OFFI CE HRS
OFFI CE HRS
DAY, M F
CONTI NUOUS
DAY&EVE, ALL
OFFI CE HRS
DAY, M F
CONTI NUOUS
DAY& EVE, ALL
CONTI NUOUS
DAY&EVE, ALL

CONTI NUOUS
DAY&EVE, ALL

CONTI NUCUS
CONTI NUCUS
DAY&EVE, ALL
DAY&EVE, ALL
CONTI NUCUS
CONTI NUCUS
CONTI NUCUS
DAY&EVE, ALL
DAY, M F

DAY, M F
CONTI NUCUS
EVENI NG ALL
CONTI NUQUS
DAY&EVE, ALL
DAY , ALL

OFFI CE HRS
CONTI NUCUS
CONTI NUCUS
DAY&EVE, ALL
DAY, M F
CONTI NUCUS
CONTI NUQUS
DAY, M F
CONTI NUQUS
CONTI NUQUS
CONTI NUCUS
CONTI NUCUS
DAY, ALL
CONTI NUQUS
CONTI NUQUS
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PCSI TI ON

* % % % %

STOCKADE
CAPTAI N
SECURI TY

VI SI TI NG ROOM

OFFI CERS
OFFI CERS
OFFI CERS

DI NI NG HALL
OFFI CER
SECURI TY
COFFI CER
YARD

SECURI TY
SECURI TY
SECURI TY
CFFI CER
OFFI CER
OFFI CERS

L1 EUTENANT
OFFI CERS
COFFI CER
OFFI CERS
OFFI CERS
OFFI CERS

CATEGORY SUBTOTAL:

* % % k% %

ESCORT
OFFI CERS

CATEGORY SUBTOTAL:

TOTAL STAFF COUNT:

| NTERNAL ACTI VI

LOCATI ON

TY AND YARD

STOCKADE

YARD

DRESSI NG QUT
NE & SE

YARD & RELI EF
YARD & RELI EF
YARD & RELI EF
DI NI NG HALL
CHAPEL

VOCATI ONAL  SCHOOL

CONSTRUCTI ON
QUTSI DE

ACADEM C SCHOOL
| NDUSTRI ES

LI BRARY

DRUG ROOM
DRUG ROOM

ORI ENT. & PROCP.
GYMWNASI UM
GYMWNASI UM
HCOBBY CRAFT

J BENNETT UNIT
AUGUSTA
MONTROSE

EXTERNAL AND OTHER

IOM A TY
UNI VERSI TY HOSP

33

SH FT FAC-

TOR

DAY, M F
DAY&EVE, ALL
DAY, ALL

DAY, ALL

DAY, ALL
EVEN NG ALL
NI GHT, ALL
DAYCEVE, ALL
DAY, M F

DAY, M F

DAY, M F

DAY, M F

DAY, M F

DAY, M F

DAY, M F

DAY, ALL
EVEN NG ALL
DAY, M F

DAY, M F
DAYCEVE, ALL
DAY, M F
DAY&EVE, ALL
DAYLEVE, ALL
DAY&EVE, ALL

<< <K< << <K< <L <KL <L Z< <K <K< << <Z

DAY, M F Y
CONTI NUQUS *
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SUMVARY ANALYSI S oF STAFFI NG PATTERN

IOM S. P. FORT MADI SON

AREA

ADM NI STRATI ON

BUSI NESS NMANAGEMENT
SUPPORT OPERATI ONS
PROGRAMS AND ACTI VI Tl ES
VEDI CAL AND TREATMENT
CONTROL PO NTS

PERI METER SECURI TY

UNI T SUPERVI SI ON

I NTERNAL ACTIVITY AND YARD
EXTERNAL AND OTHER
TOTAL

STAFF SUWARY BY SHI FT

ADM NI STRATI VE & SUPPORT
MEDI CAL, PGRM & CASE MNGT
UNI T OFFI CERS

OTHER OFFI CERS

TOTAL

AVE. SPAN SUPERV. CTRL 5
AUTHORI ZED CO S: 324.
OVERTI ME CO FTE: 17.
TOTAL FTE CO S: 341
TOTAL POST REQT.: 366
DI FFERENCE: 25.
CONGRUENCE: 1

00
00
00
21
21

.07

POSI TI ONS %  RATE
PER
100 P.
9.0 1.7 1.0
21.0 4.0 2.3
47.0 8.9 5.2
64.0 12.1 7.1
20.0 3.8 2.2
31.9 6.0 3.5
36. 2 6.9 4.0
186.2 35.3 20.7
100.2 19.0 11.1
11.7 2.2 1.3
527.2 100.0 58.6
DAY EVE NI TE
# R # R # R
64 7 4 0 1 0
79 9 1 0 0 0
45 5 38 4 27 3
64 7 38 4 12 1
252 28 81 9 40 4
KEY FUNCTI ON POSI Tl ONS
MEDI CAL:
MENTAL HEALTH:
| NDUSTRY:
EDUCATI ON/ VOTEC:;
CLER! CAL:

34

STANDARD
COST PER
100 PRIS.

wnanunnnnnnann

20,500
40,833
91,389
124,444
50,000
49,550
56,304
289,682
155,935
18,190
896,827

TOTL
# R

77 9
84 9
186 21
180 20
527 59

14
19

=
WFRNON

27



SUMVARY CHART
lOMA S. P. FORT MADI SON

PCPULATI ON LEVEL 900 XXXXXXXXX

COVERAGE FACTOR 23 #edREiEERAEEA NS
STAFF RATE/ DAY R I3 2222222222222000
STAFF RATE/ EVE 9 #iddssedd

STAFF RATE/ NI TE 4 $#d

STAFF RATE/ TOTL 59 XXXXX

CONGRUENCE T #Ed4444

SPAN CF CTRL 5 ###44

ADM SPT STAFF 9 #addddidd

MED/ PGRM CASE 9 #EHdR4He4

UNIT CO S 21 #4340 4404 04044404
OTHER CO S 20 ##ER4RAR4B 0004
MEDI CAL 2 ##

MENTAL HEALTH 0 #

| NDUSTRY 2 #4#

EDUCATI QV VOTEC 1 #

CLERI CAL 3 ##4

UNIT CO S/ DAY 5 #u#dd

UNIT CO S/ EVE 4 #44d

UNNT COS NTE 3 ###

DAYS, ACCRUED BY MONTH & YEAR, FOR SPECI AL FUNCTI ONS

OFFI CERS NON- OFFI CERS
MONTH YEAR  MONTH YEAR

ANNUAL LEAVE 458 5493 201 2415
HOLI DAYS 275 3296 121 1449
| LLNESS LEAVE 397 4761 174 2093
TRAI NI NG DAYS 275 3296 121 1449
M LI TARY LEAVE 31 366 13 161
OTHER LEAVE 61 732 27 322
CO OVERTI ME 300 3604 0 0

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD
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SHABHFEHAHRREFHEHAAREHERRAABEH BRI A B LR

CORRECTI ONAL STAFF ANALYSI S PROJECT

OKLAHOVA: JCE HARP C. C
STAFFI NG PATTERN ANALYSI S

FRABHERRARBRE R EHR RN R R R A

CALCULATI ON OF COVERAGE FACTOR

TOTAL DAYS PER YEAR

REGULAR DAYS OFF:
TOTAL REMAI NI NG DAYS PER YEAR:

VACATI ON DAYS:
HOL| DAYS:

AVERAGE | LLNESS LEAVE TAKEN:
CORRECTI ONAL OFFI CER TRAI NI NG DAYS:

AVERAGE M LI TARY LEAVE TAKEN:
AVERAGE OTHER LEAVE TAKEN:

TOTAL ACTUAL DAYS AVAI LABLE:

COVERACE FACTOR:
CONTI NUQUS COVERAGE FACTOR:
SEVEN DAY, ONE SHI FT COVERAGE:

365
104
261
15
10

8

10

3

4
211

1.24
5.20
1.73

BHUHHRH B HBH R B HBH B H AR H B H B H B R B H B H B H BB H B H B H AR H B H B H B H AR H B H B H AR A B HBH B H AR HBH

STAFFI NG PATTERN LI STI NG

PCSI TI ON

**rrt . ADM NI STRATI ON

WARDEN

DEPUTY WARDEN
PROGRAM MANAGER
WARDEN S SECETARY
TYPI ST

CATEGORY SUBTOTAL:

LOCATI ON

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

36

18

SHI FT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

HRS
HRS
HRS
HRS
HRS

FAC
TOR

Z2zZ2=2=22

# SPAN TOTL
OF

CON-

TRCL
1.0 2 1.00
1.0 5 1.00
1.0 7 1.00
1.0 0 1.00
1.0 0 1.00
5.00



PCSI TI ON

* k k k%

BUSI NESS MANAGER
ACCOUNT CLERK
SECRETARY
CATEGCORY SUBTOTAL:

* k k k%

LOCATI ON

BUSI NESS MANAGEMENT

FRONT OFFI CE
FRONT OFFI CE
FRONT OFFI CE

SUPPCORT OPERATI ONS

MAI NTENANCE SUPERVI SO GARAGE
MAI NTENANCE REPAI RVAN GARAGE

ELECTRI CI AN
PLUMBER

FOOD SUPERVI SOR
FOOD MANAGER
WAREHOUSENVAN
CATEGCORY SUBTOTAL:

* k k k%

RECORDS CLERK

CLERK

CASE MANAGERS

CASE MANAGER SUPERVI S
TEACHER

CHAPLAI N

SECRETARY

UNI T CLERKS

CATEGCORY SUBTOTAL:

* k k k%

PHYSI Cl AN

MEDI CAL SPECI ALI ST
PSYCH. Al DES

DENTI ST

PSYCHOLOGE ST

GARAGE
GARAGE

Kl TCHEN

Kl TCHEN
WAREHOUSE

PROGRAMS AND ACTI VI TI ES

RECORDS OFFI CE
RECORDS OFFI CE
UNITS A B, C D
PROGRAM CENTER
UNI T CLASSROOMVS
CHAPEL

PROGRAM CENTER
UNI T OFFI CES

VEDI CAL AND TREATMENT

| NFI RVARY
I NFI RVARY
SPECI AL PROGRAM UNI' T
I NFI RVARY
SPECI AL PROGRAM UNI' T

OCCUPATI ONAL THERAPI S | NFI RVARY

CATEGCORY SUBTOTAL:

37

SHI FT

OFFI CE
OFFI CE
OFFI CE

OFFI CE
OFFI CE
OFFI CE
OFFI CE
DAY, ALL
OFFI CE
DAY, M F

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

OFFI CE
DAY, ALL

DAY&EVE, ALL

OFFI CE
OFFI CE
OFFI CE

HRS
HRS
HRS

HRS
HRS
HRS
HRS

HRS

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

HRS

HRS
HRS
HRS

FAC
TOR

=222=2

2222222

22222222

zZ2=2=2<<Z2

# SPAN

il e

WP ORE

PP wws
coococoo

OF
CON-
TRCOL

OO OOOOO0o
Ao ococoo

OO OO0 O0OO0o
-
coocohoo—

[N e N NoNoNoo

TOTL

g =
o
S

NP APPWOR
o
S

[E

cCwrprhPORE
o
S}

N

ORhPpPRrook
o
S



PCSI TI ON LOCATI ON

* k k k%

CONTROL PO NTS

CH EF OF SECURI TY
SHI FT LI EUTENANTS
CONTRCL CENTER
REAR ENTRANCE
CATEGORY SUBTOTAL:

* k k k%

CONTROL CENTER
CONTROL CENTER
CONTROL CENTER
REAR CONTROL CENTER

PERI METER SECURI TY
TOAER

PERI METER ROVER
CATEGORY SUBTOTAL:

TONER
PERI METER

* k k k%

UNI T SUPERVI SI ON

UNI T MANAGERS UNI TS

UNI T LI EUTENANTS UNI TS

UNI T CONTROL CENTERS UNIT CONTROL CENTERS
UNI T BACKUPS UNIT CENTERS A C B
SPECI AL PGRMS. BACKUP SPECI AL PROGRAM UNI' T
SPECI AL PROGRAMS ROVE SPECI AL PROGRAM UNI T
DI SCI PLI NARY UNI'T DI SCI PLI NARY UNI'T
CATEGORY SUBTOTAL:

* k k k%

| NTERNAL ACTIVITY AND YARD

KI TCHEN OFFI CERS Kl TCHEN
YARD SUPERVI SORS YARD
GYMNASI UM GYMNASI UM

CATEGCORY SUBTOTAL:

EXTERNAL AND OTHER

TRANSPORT OFFI CERS GARAGE

CATEGORY SUBTOTAL:
TOTAL STAFF COUNT:

38

SH FT

OFFICE HRS
CONTI NUQUS
CONTI NUQUS
DAY&EVE, ALL

CONTI NUQUS
CONTI NUQUS

OFFI CE HRS
EVE, M F
CONTI NUCUS
DAY&EVE, ALL
DAY&EVE, ALL
DAY, ALL
CONTI NUCUS

DAY&EVE, ALL
DAYCEVE, ALL
DAY&EVE, ALL

DAY, M F

FAC-
TOR
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SUMVARY ANALYSI S OF STAFFI NG PATTERN

OKLAHOVA: JCE HARP C. C

AREA

ADM NI STRATI ON

BUSI NESS NMANAGEMENT
SUPPORT CPERATI ONS
PROGRAMS AND ACTI VI TI ES
MVEDI CAL AND TREATMENT
CONTROL PO NTS

PERI METER SECURI TY

UNI T SUPERVI SI ON

I NTERNAL ACTIVITY AND YARD
EXTERNAL AND OTHER
TOTAL

STAFF SUMVARY BY SHI FT

ADM NI STRATI VE & SUPPCORT
MEDI CAL, PGRM & CASE MNGT
UNI T OFFI CERS

OTHER OFFI CERS

TOTAL

AVE. SPAN SUPERV. CTRL

AUTHORI ZED CO S:
OVERTI ME CO FTE:
TOTAL FTE CO S
TOTAL POST REQT. :
DI FFERENCE
CONGRUENCE

PCSI TI ONS %  RATE
PER
100 P.

5.0 3.3 1.3

5.0 3.3 1.3

12.0 7.8 3.0

20.0 13.0 5.0

19.6 12.7 4.9

15.7 10.2 3.9

10. 4 6.8 2.6

49. 3 32.1 12.3

13.9 9.0 3.5

3.0 2.0 0.8

153.8 100.0 38.4

DAY EVE

# R i R
12 6 0 O
30 8 3 1
13 3 12 3
18 5 14 4
83 21 29 7

39

NI TE

gqoooo
ANNOO

KEY FUNCTI ON PGSI TI ONS

MEDI CAL:

MENTAL HEALTH

| NDUSTRY:
EDUCATI OV VOTEC:
CLERI CAL:

STANDARD
COST PER
100 PRIS.

“nonunnannnnvroaon

25,625
21,875
52,500
87,500
110,170
54,806
36,367
172,529
48,489
10,500
620,361

TOTL

#

22

R

6

40 10
49 12
43 11
154 38
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SUMVARY CHART
OKLAHOVA: JOE HARP C.C

PCPULATI ON LEVEL 400
COVERAGE FACTOR 23
STAFF RATE/ DAY 21
STAFF RATE/ EVE 7
STAFF RATE/ N TE 4
STAFF RATE/ TOTL 38
CONGRUENCE 2
SPAN OF CTRL 6
ADM SPT STAFF 6
MEDY PGRM CASE 10
UNIT CO S 12
OrHER CO S 11
VEDI CAL 4
MENTAL HEALTH 0
| NDUSTRY 0
EDUCATI OV VOTEC 1
CLERI CAL 2
UNIT CO S/ DAY 3
UNIT CO S/ EVE 3
UNIT CO S/ NTE 2

DAYS, ACCRUED BY MONTH

ANNUAL LEAVE
HOLI DAYS

| LLNESS LEAVE
TRAI NI NG DAYS
M LI TARY LEAVE
OTHER LEAVE
CO OVERTI ME

NOTE:

FREFHAFARA BB RERHHRRERRE AR AR AR AR
#iddddddadainaai i

$hE4dERRE DGRBS

S22 8 33

533
#ﬁ####################################
H .

i E5333

#idd44

#hhddaddad

is32 22 S3E2E T

is332 53222

:###

#
##
##4
#i#
##

& YEAR, FOR SPECI AL FUNCTI ONS

OFFI CERS NON- OFFI CERS
MONTH YEAR MONTH YEAR
115 1383 77 924
77 922 51 616

61 738 41 493

77 922 51 616

23 277 15 185

31 369 21 246

0 0 0 0

NON CO TRAI NI NG ESTI MATED FROM CO STANDARD

40
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CORRECTI ONAL STAFF ANALYSI S PRQIECT

M NNESOTA C. F.:

OAK PARK HEI GHTS

STAFFI NG PATTERN ANALYSI S

FEEAFERA R B HFFFA AR H AR AF AR AAHR R RS R R
CALCULATI ON OF COVERAGE FACTCR

TOTAL DAYS PER YEAR
REGULAR DAYS OFF:
TOTAL REMAI NI NG DAYS PER YEAR

VACATI ON DAYS:

HCLI DAYS:

AVERAGE | LLNESS LEAVE TAKEN:

CORRECTI ONAL OFFI CER TRAI NI NG DAYS:

AVERAGE M LI TARY LEAVE TAKEN:
AVERAGE OTHER LEAVE TAKEN:
TOTAL ACTUAL DAYS AVAI LABLE:

COVERACE FACTOR
CONTI NUOUS COVERAGE FACTOR:
SEVEN DAY, ONE SHI FT COVERACE:

365

218

1.20
5.03
1.68

| #HHBHHHBHHHHBHHHHHHHH AR R AR R AR H AR AR

STAFFI NG PATTERN LI STI NG

POSI TI ON

* k k k%

WARDEN

SECRETARY: SUPT
ASSCC. WARDEN
ASSCC. WARDEN
SECRETARY: A S
SECRETARY: A S
DR OF PROGRAMS
EXECUTI VE ASST.
DR OF PROGRANVG
I NVESTI GATOR
TRAI'N. DI R

SCTRY: TRAI'N

CATEGCORY SUBTOTAL:

ADM NI STRATI ON

LOCATI ON

ADM NI STRATI ON
LEVEL 4

ADM NI STRATI ON
OPERATI ONS
LEVEL 4

LEVEL 4

UNITS | -4
WARDEN

UNITS 5-7

| NTERNAL AFFAI RS
TRAI' NI NG 3

TRAI NI NG 3

41

SHI FT

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

HRS
HRS

FAC

TOR
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PCSI TI ON

* k k k %

CLERKS/ TYPI STS
FI NANCE DI RECTCR
ACCOUNTANTS

SECRETARY: FI NANCE

CLERKS

COMM SSARY NMANAGER

CLERKS

PERSONNEL SPECI ALI ST

CLERK
BUSI NESS MANAGER

CATEGCORY SUBTOTAL:

* k k k* %

DI RECTOR
LOCKSM TH
FOREMEN
SECRETARY
DRI VER

PAI NTER

MAI NT. GENERALI ST

PLUMBER

ENG NEERS & JANI TORS

ELECTRI C AN
ELECTRONI CS
FIRE & SAFETY
GROUNDSKEEPER
LAUNDRY

CATEGCORY SUBTOTAL:

SUPPORT COPERATI

LOCATI ON

BUSI NESS MANAGEMENT

LEVEL 4

LEVEL 4

LEVEL 4

LEVEL 4

MAI L C RECCRDS
cow 3

COW SSARY: 3
BUSI NESS COFFI CE
PERSONNEL

| NDUSTRI ES

ONS

MAI NTENANCE
ARMORY

MAI NTENANCE
DI R. MAI NTENANCE
COW SSARY: 3
MAI NT: 3

MAI NT: 3

MAI NT: 3

BO LER

MAI NT: 3

MAI NT: 3

MAI NT: 3

MAI NT: 3
LAUNDRY: 2

42

SH FT

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

FAC
TOR

2222222222

22222222
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PCSI TI ON

* k k k%

DI RECTOR

CLERKS/ TYPI STS
CASE MANAGER
CASE MANAGER
CASE MANAGER
CASE MANAGER
CASE MANAGER
CASE MANAGER
CASE MANAGER
LEGAL TECH

DI RECTOR

TEACHERS

VOTEC TEACHER
CHAPLAI' N

SUPERI NTENDENT
CLERKS

FACTORY MANAGERS
FOREMEN SUPERVI SORS
FOREMEN

CATEGCORY SUBTOTAL:

* k k k%

ADM NI STRATCOR

CH EF NURSE
NURSES/ PARAVEDI CS
COCCUPATI ONAL THERApI s
PSYCHOLOG STS
SUPERVI SOR

BEHAVI ' ORAL Al DES
PSYCH NURSES
SCTRY' : MJI R

DENTI ST

DENT. TECH.

PHARVACI ST

LAB. TECH

RECORDS TECH
CLERKS

CATEGORY SUBTOTAL:

LOCATI ON

PROGRAMS AND ACTI VI Tl ES
DATA & | NFORVATI ON

LEVEL 4
COWPLEX
COMPLEX
COWPLEX
COWPLEX
DI SC: 5
COWPLEX
COWPLEX
DISC UNI'T
EDUCATI ON
EDUCATI ON
EDUCATI ON: 3
CHAPEL

| NDUSTRI ES
| NDUSTRI ES
| NDUSTRI ES
| NDUSTRI ES
| NDUSTRI ES

o~ AP WN P

MVEDI CAL AND TREATMENT

VEDI CAL
VEDI CAL: 3
I NFI RVARY
MEDI CAL
VEDI CAL

BEHAV. Al DES
MENTAL HEALTH
MENTAL HEALTH

VEDI CAL: 3
VEDI CAL: 3
VEDI CAL: 3
VEDI CAL: 3
VEDI CAL: 3
MEDI CAL: 3

MENTAL HEALTH
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SH FT

CFFI CE HRS
CFFI CE HRS
EVE, M
EVE,

mm%m
L
MMM

EVE, M
OFFI CE HRS
CFFI CE HRS
EVE, M F
CFFI CE HRS
CFFI CE HRS
OFFI CE HRS
OFFI CE HRS
DAY, M F
DAY, M F
DAY, M F

CFFI CE HRS
CFFI CE HRS
CONTI NUQUS
OFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CONTI NUCUS
DAY&EVE, ALL
CFFlI CE HRS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
DAY&EVE, ALL

FAC
TOR

ZZ2ZZ2ZZ2ZZ2ZZZ2ZZ222Z2Z2Z22Z2222

PZZ2Z2222Z2 222 22

Y SPAN TOTL
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PCSI TI ON

* k k k* %

CONTROL PO NTS

CAPTAI N

CAPTAI N

SH FT OFFI CER | N CHAR
ASST. SHFT A C

ASST SH FT O C
CONTROL
CONTROL
OFFI CER
OFFI CER
CATEGCORY SUBTOTAL:

*kkkk*

CENTER

OFFI CER
OFFI CER
CATEGCORY SUBTOTAL:

* k k k* %

SQUAD ROVERS
UNI T MANAGER
C. CONTRCL
C. CONTRCL
OFFI CERS

C. CONTROL
C. CONTRCL
OFFI CERS
UNI T- MANAGER
C. CONTROL
OFFI CERS
C. CONTRCL
OFFI CERS
UNI T MANAGERS
C. CONTRCL
OFFI CERS
OFFI CERS
UNI T MANAGER
C. CONTRCL
OFFI CERS
DAY OFFI CER
CASE NANAGER
C. CONTRCL
OFFI CERS
CONTROL
C. MANAGER
OFFI CERS
OFFI CERS
CATEGCORY SUBTOTAL:

- LOCATI ON

PM

AM

LEVEL 4
LEVEL 4
LEVEL4
LEVEL 3
LEVEL 2

I D & COUNT
CONTRCL 5

PERI METER SECURI TY
ROOF SECURI TY

PERI METER

UNI T SUPERVI SI ON

LEVEL 2
COWPLEX | &2
COWLEX 1
COWLEX 1
COWLEX 1
COWPLEX 2
COWPLEX 2
COWLEX 2
COVWPLEX 3
COWPLEX 3
COVPLEX 3
COWLEX 4
COWLEX 4
DI SC C SEG
DI SC: 5
DI SC: 5
D SC & SEG
COVPLEX 6&7
COVPLEX 6
COVPLEX 6
COVPLEX 6
6
7
7

&4

COWPLEX
COWPLEX
COWPLEX
MVEDI CAL: 2&3
MVEDI CAL: 2&3
VEDI CAL
VEDI CAL

SHI FT FACG- # SPAN TOTL
TOR OF

CON-

TRCL
EVE, M F N 1.0 12 1.00
DAY, M F N 1.0 10 1.00
CONTI NUCUS * 1.2 2 6.00
CONTI NUCUS * 0.2 15 1.00
DAYtEVE,ALL Y 1.0 5 3.35
DAYCEVE, ALL Y 1.0 0 3.35
DAY&EVE, ALG Y 1.0 0 3.35
DAY, ALL Y 1.0 0 1.68
DAY&EVE, ALL Y 1.0 0 3.35
24. 09
EVENING ALL Y 2.0 0 3.35
CONTI NUCUS Y 1.0 0 5.03
8. 38
NI GHT, ALL * 8.4 0 14.00
OFFI CE HRS N 1.0 20 1.00
EVENNING ALL Y 1.0 0 1.68
VKND, DAYS Y 1.0 O 0.48
DAY&EVE, ALL Y 2.0 0 6.70
EVENING ALL Y 1.0 O 1.68
VKND, DAYS Y 1.0 O 0.48
DAY&EVE,ALL Y 2.0 0 6.70
OFFI CE HRS N 1.0 22 1.00
DAY&EVE, ALL Y 1.0 0 3.35
DAY&EVE, ALL Y 2.0 0 6.70
DAY&EVE, ALL Y 1.0 0 3.35
DAY&EVE,ALL Y 2.0 0 6.70
OFFI CE HRS N 2.0 9 2.00
CONTI NUCUS Y 1.0 0 5.08
DAY&EVE,ALL Y 2.0 0 6.70
CONTI NUQUS Y 1.0 0 5.083
OFFI CE HRS N 1.0 21 1.00
DAY&EVE, ALL Y 1.0 0 3.35
DAY&EVE, ALL Y 2.0 0 6.70
DAY, M F Y 1.0 0 1.20
EVE, M F N 1.0 0 1.00
DAY&EVE, ALL Y 1.0 0 3.35
DAY&EVE, ALL * 4.0 0 13.50
CONTI NUCUS Y 1.0 0 5.08
OFFI CE HRS N 0.5 22 0.50
NI GHT, ALL Y 1.0 O 1.68
EVENING ALL Y 2.0 0 3.35
113. 26



PCSI TI ON L_OCATI ON

*EETT ] NTERNAL ACTIVITY AND YARD

OFFI CERS VI SI TI NG
SQUAD LEVEL 2
ACTI VI TI ES COORD RECREATI ON

CATEGCORY SUBTOTAL:

*rrrr EXTERNAL AND OTHER

TRANSPORT OFFI CERS QUTSI DE
UTI LI TY OFFI CERS ALL AREAS
UTI LI TY OFFI CERS ALL AREAS

CATEGORY SUBTOTAL:
TOTAL STAFF COUNT:

45

SH FT FACG- |1 SPAN TOTL
TOR OF
CON-
TRCL

EVENING ALL * 4.8 0 8.00
DAY&EVE, ALL * 3.9 0 13.00
EVE, M F N 1.0 0 1.00
22.00

DAY&EVE, ALL Y 1.0 0 3.35
CONTI NUCUS Y 2.0 0 10.06
DAY, M F Y 1.0 0 1.20
14.61

299. 33



SUMVARY ANALYSI S OF STAFFI NG PATTERN
M NNESOTA C. F.: QAK PARK HEI GHTS

AREA POSI TI ONS % RATE STANDARD
PER COST PER
100 P. 100 PRI S.

ADM NI STRATI ON 11.5 3.8 3.0 $ 62,039
BUSI NESS MANAGENMENT 17.0 5.7 4.5 $ 78,289
SUPPCORT OPERATI ONS 22.0 7.3 5.8 $ 101,316
PROGRAMS AND ACTI VI TI ES 32.5 10.9 8.6 $ 149,671
VEDI CAL AND TREATMENT 34.0 11.4 8.9 $ 201,316
CONTROL PO NTS 24.1 8.0 6.3 $ 88,736
PERI METER SECURI TY 8.4 2.8 2.2 $ 30,876
UNI T SUPERVI SI ON 113.3 37.8 29.8 $ 417,262
| NTERNAL ACTIVITY AND YARD 22.0 7.3 5.8 $ 81,053
EXTERNAL AND OTHER 14.6 4.9 3.8 $ 53,813
TOTAL 299.3 100.0 78.8 $1, 264, 371
STAFF SUMVARY BY SHI FT DAY EVE NI TE TOTL

# R # R # R # R
ADM NI STRATI VE & SUPPORT 46 12 5 1 1 0 51 13
MEDI CAL, PCRM & CASE MNGT 41 11 15 4 3 1 67 18
UNI T OFFI CERS 32 8 28 7 12 3 113 30
OTHER OFFI CERS 16 4 22 6 4 1 69 18
TOTAL 135 36 70 18 21 5 299 79
AVE. SPAN SUPERV. CTRL 7.12 KEY FUNCTI ON PGOsI TI ONS # R
AUTHORI ZED CO S: 181. 00 MEDI CAL: 13 3
OVERTI ME CO FTE: 7.00 MENTAL HEALTH: 15 4
TOTAL FTE CO S 188. 00 | NDUSTRY: 14 4
TOTAL POST REQT. : 182. 33 EDUCATI OV VOTEC: 5 1
DI FFERENCE: 5. 67 CLERI CAL: 21 5
CONGRUENCE: 0.97
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SUMVARY CHART

M NNESOTA C. F.: OAK PARK HEI GHTS

POPULATION LEVEL 380

COVERAGE FACTOR 19
STAFF RATE/ DAY 36
STAFF RATE/ EVE 18
STAFF RATE/ NITE 5
STAFF RATE/ TOTL 79
CONGRUENCE 0
SPAN OF CTRL 7
ADM/SPT STAFF 13
MED/PGRM/CASE 18
UNIT CO'S 30
OTHER CO'S 18
MEDICAL 3
MENTAL HEALTH 4
INDUSTRY 4
EDUCATION/VOTEC 1
CLERICAL 5
UNIT CO'S/ DAY 8
UNIT CO'S/ EVE 7
UNIT CO'S/ NITE 3

DAYS, ACCRUED BY MONTH

ANNUAL LEAVE
HOLI DAYS

| LLNESS LEAVE
TRAI NI NG DAYS
M LI TARY LEAVE
OTHER LEAVE
CO OVERTI ME

FHERREERHSHR RN RIS
$HER4 003000004444

FHESHEHRERER LRI
FEEE222222222 2202

#hddd
XXXXXXX

$hidded
222232223233
$HEE4EEE 240444444
$ERREHHEEERAE RS4RI
222332222222 2222 2,
44

338

$444

#

#Ed44

$hidddad

$h44444

H4

& YEAR, FOR SPECI AL FUNCTI ONS

OFFI CERS NON- OFFI CERS
MONTH YEAR  MONTH YEAR

273 3282 176 2106
152 1823 98 1170
122 1459 78 936
46 547 29 351
30 365 20 234
30 365 20 234
127 1526 0 0

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD
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SR04 000 RRRRR R0 RRLALIHFHSIRIREIILIIHIAMAHIERRRERRRRARAE
CORRECTI ONAL STAFF ANALYSI S PRQIECT

U S P. VAR ON

STAFFI NG PATTERN ANALYSI S

FEEFFLEERRER BN R HHE R BRI MR R R R

CALCULATI ON OF COVERACE FACTOR

TOTAL DAYS PER YEAR 365
REGULAR DAYS OFF: 104
TOTAL REMAI NI NG DAYS PER YEAR: 261
VACATI ON DAYS: 15
HOL| DAYS: 10
AVERAGE | LLNESS LEAVE TAKEN: 6
CORRECTI ONAL OFFI CER TRAI NI NG DAYS: 5
AVERAGE M LI TARY LEAVE TAKEN: 2
AVERAGE OTHER LEAVE TAKEN: 2
TOTAL ACTUAL DAYS AVAI LABLE: 221
COVERACE FACTOR: 1.18
CONTI NUQUS COVERAGE FACTOR: 4. 96
SEVEN DAY, ONE SH FT COVERAGE: 1.65

HHHH B HHAH B HHHH R HHH R R R R A R R R R R~

STAFFI NG PATTERN LI STI NG 8
PCSI TI ON LOCATI ON SH FT FAC- # SPAN TOIL
TOR OF

CON-

TRCL
*rEEr . ADM NI STRATI ON
WARDEN ADM NI STRATI ON CFFI CE HRS N 1.0 5 1.00
SECRETARY WARDEN CFFI CE HRS N 1.0 0 1.00
ASSCC. WARDEN PROGRAMS OFFI CE HRS N 1.0 10 1.00
ASSCC. WARDEN OPERATI ONS OFFI CE HRS N 1.0 6 1.00
SECRETARY ASSOC WARDENS OFFI CE HRS N 1.0 0 1.00
DATA ANALYST AW P OFFI CE HRS N 1.0 0 1.00
ADM NI STRATCOR CAVP OFFI CE HRS N 1.0 1 1.00
CLERK CAWP CFFI CE HRS N 1.0 0 1.00
CATEGCORY SUBTOTAL: 8.00
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PCSI TI ON

* k k k %

BUSI NESS MANAGER
PERSONNEL COFFI CER
CLERK

ASST. BUSI NESS MANAGER

CLERKS

PURCHASI NG AGENTS
ACCOUNTI NG SUPERV
CASHI ERS

CLERK

MANAGERS

TRAI NERS

CATEGCORY SUBTOTAL:

* k k k* %

CH EF MECH. SERV.
FOOD SERVI CE ADM
GENERAL FOREVAN
MAI NTENANCE STAFF
SUPERVI SOR

UTI LI TI ES OPERATORS

UTI LI TY REPAI RVEN
STAFF

SUPPLY CLERKS
ASST. MANAGER
COCKS

CATEGORY SUBTOTAL:

LOCATI ON

BUSI NESS MANAGENMENT

BUSI NESS OFFI CE
BUSI NESS OFFI CE
MAI L ROOM

BUSI NESS OFFI CE
TRUST FUND

BUSI NESS OFFI CE
BUSI NESS OFFI CE
BUSI NESS OFFI CE
REL| EF

PERSONNEL
PERSONNEL

SUPPCORT OPERATI ONS

MAI NTENANCE

Kl TCHEN

MAI NTENANCE
MAI NTENANCE
UTI LTII ES

BO LER

UTI LI TI ES
CLOTH NG SERVI CES
STORES

FOOD SERVI CES
Kl TCHEN
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SHI FT

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

OFFI CE HRS
CFFI CE HRS
CFFI CE HRS
DAY, M F
DAY, M F
CONTI NUCUS
DAY, M F
DAY, M F
OFFI CE HRS
DAY, M F
DAY&EVE, ALL

FAC
TOR

22222222222

TZ2Z2Z22=2

2222

# SPAN
OF

CON-

TROL
1.0 1
1.0 4
1.0 0
1.0 10
2.0 0
2.0 0
1.0 1
1.0 0
1.0 0
2,0 0
2.0 0
1.0 2
1.0 1
1.0 13
3.0 0
1.0 3
1.2 0
2.0 0
2.0 0
2.0 0
1.0 3
3.3 0

[EE

[ER
e Al ol ol

QN

TOTL

NI e e e



PCSI TI ON

* k k k%

SUPERI NTENDENT
CH EF, C&P

PRI NCI PAL

ADM ASST.
FACTORY MANAGER
SUPERI NTENDENT

SENI OR CASE MANAGER
SENI OR CASE MANAGER

CASE MANAGERS
CLERK

CLERK

COORDI NATOR
RECREATI ON SPECS
TEACHERS
TEACHERS
TEACHER
CHAPLAI NS
RECORDS CLERKS
CLERK

CATEGCORY SUBTOTAL:

* k k k%

MEDI CAL OFFI CER
ADM NI STRATCOR

CH EF PSYCHOLOG ST

PSYCHOLOA STS
CLERK

CATEGCORY SUBTOTAL:

- LOCATI ON

PROGRAMG AND ACTI VI TI ES

| NDUSTRY

CLASS. &PARCLE
EDUCATI ON
CLASS&PAROLE
FURNI TURE

PRI NT PLANT
CLASS&PAROLE
CLASS&PAROLE

UNI TS
CLASS&PAROLE
CLASS&PAROLE
GROUP ACTI VI TI ES
RECREATI ON
VOCATI ONAL
ACADEM C
RESOURCE CENTER
CHAPEL

RECORDS

RECORDS

MEDI CAL AND TREATMENT

| NFI RVARY
HOSPI TAL
PSYCHOLOGY
PSYCHOLOGY
PSYCHOLOGY
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SH FT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

HRS
HRS
HRS
HRS
HRS

FAC

TOR
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PCSI TI ON LOCATI ON SH FT FACG- # SPAN TOTL

TOR OF

CON-

TROL
**xxx  OONTROL PO NTS
CH EF CORR. SUPERV CUSTODY OFFICEHRS N 1.0 13 1.00
CLERK CHI EF CORR SUPERV OFFICEHRS N 1.0 0 1.00
CORR SUPERV CORR. SERVI CES CONTINUOUS Y 1.0 19 4.96
SECURI TY OFFI CER SECURI TY DAY, M F N 1.0 0 1.00
CORR SUPERV CORR SERVI CES DAY&EVE, ALL Y 1.0 5 3.31
OFFCl ERS CORRI DORS CONTINUOUS Y 1.0 0 4.96
OFFI CERS CORRI DORS DAY, ALL Y 1.0 0 1.65
CONTROL CONTROL ROOM CONTINUOUS Y 1.0 9 4.96
CONTROL RECEPTI ON CONTINUOUS Y 1.0 0 4.96
| NFORMATI ON' DESK LOBBY DAY, ALL Y 1.0 0 1.65
CORR SUPERV CORR SERVI CES DAYCEVE, MF Y 2.0 1 4.72
CORR SUPERV CORR SERVI CES DAY, M F Y 1.0 5 1.18
OFFI CER MAI L ROOM DAY, M F Y 2.0 0 2.36
CATEGORY SUBTOTAL: 37.72
***x**  PER| METER SECURI TY
TONERS TONERS CONTINUOUS Y 7.0 0 34.72
OFFI CER ENTRANCE DAYSEVE, MF Y 1.0 0 2.36
CATEGORY SUBTOTAL: 37.08
FEEEYOUNIT SUPERVI SI ON
UNI T MANAGER SUBSTANCE PGM OFFICE HRS N 1.0 0 1.00
MANAGER CONTROL PGM OFFICEHRS N 1.0 0 1.00
UNI T CFF CERS UNI TS CONTINUOUS Y 12.1) 0 59.52
UNI TS TWO- DAY POSTS DAY, M F Y 20 0 2.36
CATEGORY SUBTOTAL: ! ' 63: 88
x*xxx | NTERNAL ACTIVITY AND YARD
RECEI V & DI SCHARGE RECEPTI ON DAY. ALL Y 1.0 0 1.65
ACTI VI TY REC AREAS DAY&EVE, ALL Y 4.0 0 13.23
OFFI CER TOOL ROOM DAY, M F Y 1.0 0 1.18
OFFI CER RECREATI ON DAY, M F Y 1.0 0 1.18
OFFI CER VI SI TI NG DAY, M F Y 2.0 0 2.36
RECREATI ON TWO DAY POSTS DAY, M F Y 1.0 0 1.18
CATEGORY SUBTOTAL: 20. 79
*rxxx EYTERNAL AND OTHER
OTHER NOT DEFI NED CONTINUODUS Y 1.0 O 4.96
OTHER NOT DEFI NED DAY&EVE, ALL Y 4.0 0 13.23
OTHER _ NOT DEFI NED DAY, M F Y 1.0 0 1.18
CATEGORY SUBTOTAL: 19. 37
TOTAL STAFF COUNT: 276. 84
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SUMVARY ANALYSI S OF STAFFI NG PATTERN

U S. P. MARI ON

AREA

ADM NI STRATI ON

BUSI NESS MANAGEMENT
SUPPORT OPERATI ONS
PROGRAMS AND ACTI VI Tl ES
VEDI CAL AND TREATMENT
CONTROL PO NTS

PERI METER SECURI TY

UNI T SUPERVI SI ON

| NTERNAL ACTIVITY AND YARD
EXTERNAL AND OTHER
TOTAL

STAFF SUMVARY BY SHI FT

ADM NI STRATI VE & SUPPORT
MEDI CAL, PGRM & CASE MNGT
UNI T OFFI CERS

OTHER OFFI CERS

TOTAL

AVE. SPAN SUPERV. CTRL 4.90
AUTHORI ZED CO S: 161. 00
OVERTI ME CO FTE: 0.00
TOTAL FTE CO S 161. 00
TOTAL POST REQT. : 178. 84
DI FFERENCE: 17. 84
CONGRUENCE: 1.11

POSI TI ONS %  RATE

PER

100 P.

8.0 2.9 1.3

15. 0 5.4 2.5

41.0 14.8 6.8

28.0 10.1 4.7

6.0 2.2 1.0

37.7 13.6 6.3

37.1 13.4 6.2

63.9 23.1 10.6

20. 8 7.5 3.5

19. 4 7.0 3.2

276.8 100.0 46.1
DAY EVE NI TE
# R # R # R
52 9 5 1 1 0
34 6 0 0 0 0
16 3 12 2 12 2
39 7 24 4 12 2
141 23 41 7 25 4

KEY FUNCTI ON PGOSI TI ONS

MEDI CAL:

MENTAL HEALTH:

| NDUSTRY:

EDUCATI QV VOTEC:
CLERI CAL:

52

STANDARD
COST PER
100 PRIS.

wmnunannannrnnonon

27,333
43,750
119,583
81,667
22,500
88,017
86,528
149,064
48,500
45,193
712,134

TOTL
# R

64 11
34 6
64 11
115 19
277 46

RPOWWN  H#*
NRRRPO 3



SUMVARY CHART
U S. P. MARI ON

PCPULATI ON LEVEL 600 XXXXXX

UNIT CO S/ DAY
UNIT CO S/ EVE
UNIT CO S/ NTE

COVERAGE FACTOR 18 ##dsddsdisdtdindtiy
STAFF RATE/ DAY 23 ##dtdddEHERRRHR R4
STAFF RATE/ EVE T #ddded
STAFF RATE/ NI TE 4 #444
STAFF RATE/ TOTL 46 $HFRAFFLHBHRFHAIFFEESFHEBHRRB BRI HAREH RIS
CONGRUENCE 11 #4348 44044
SPAN OF CTRL 5 ##itd
ADM SPT STAFF 11 ##s44434884
MED/ PGRM CASE 6 #idddd
UNIT CO S 11 ##4840440443
Or'HER CO S 19 didddbbdndddtinded
VEDI CAL 0 #
MENTAL HEALTH 1 #
| NDUSTRY 1 &
EDUCATI OV VOTEC 1 &
CLERI CAL 2 #4#
3
2
2

DAYS, ACCRUED BY MONTH & YEAR, FOR SPECI AL FUNCTI ONS

OFFI CERS NON- OFFI CERS
MONTH YEAR  MONTH YEAR

ANNUAL LEAVE 224 2683 123 1470
HOLI DAYS 149 1788 82 980
| LLNESS LEAVE 89 1073 49 588
TRAI NI NG DAYS 75 894 41 490
M LI TARY LEAVE 30 358 16 196
OTHER LEAVE 30 358 16 196
CO OVERTI ME 0 0 0 0

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD
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R BRI R R R R R R T R A TR T TR R R T R R R i

CORRECTI ONAL STAFF ANALYSI S PRQIECT
VI RG NI A: MECKLENBURG C. C.
STAFFI NG PATTERN ANALYSI S

FHESHEHEEAA A AR AR R AR AR R R AR R R AR E AR R R R

CALCULATI ON OF COVERACGE FACTOR

TOTAL DAYS PER YEAR
REGULAR DAYS OFF:
TOTAL REMAI NI NG DAYS PER YEAR

VACATI ON DAYS:
HOL| DAYS:

AVERAGE | LLNESS LEAVE TAKEN:
CORRECTI ONAL OFFI CER TRAI NI NG DAYS:
AVERAGE M LI TARY LEAVE TAKEN:
AVERAGE OTHER LEAVE TAKEN:

TOTAL ACTUAL DAYS AVAI LABLE:

COVERACE FACTOR:
CONTI NUQUS COVERAGE FACTOR:
SEVEN DAY, ONE SH FT COVERAGE:

365
104
261
14
13

7

17

1

1
208

1.25
5. 27
1.76

BHBHHHH B HBH B HH R HBH B H AR H B H B H B HH R H B H B H AR H B H B H B HH B H B H B H AR H B H B H AR A B H B H B H AR HBH

STAFFI NG PATTERN LI STI NG 20

PCSI TI ON

**rrr ADM NI STRATEON

SUPERI NTENDENT
ASST. SUPT.

CLERK/ STENO

ASST. SUPT.

CLERK/ STENO

ASST. SUPT.

CLERK/ STENO
CATEGCORY SUBTOTAL:

LOCATI ON

ADM NI STRATI ON

ADM NI STRATI ON

SUPERI NTENDENT

SECURI TY/ OPERATI ONS
ASST. SUPT. SECURI TY
TREATMENT

SH FT

CFFI CE HRS
CFFI CE HRS
OFFI CE HRS
CFFI CE HRS
CFFI CE HRS
OFFI CE HRS

ASST. SUPT. TREATMENT OFFI CE HRS
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2222222

#

e o e
cocoococoo

SPAN

TRCOL
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TOTL

. 00
00
00
00
.00
.00

.00
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PCSI TI ON

* k k k%

ACCOUNTANT
ACCOUNTANTS
SUPERVI SOR

CLERK/ TYPI STS
CATEGCORY SUBTOTAL:

*kkkk*

SUPERI NTENDENT
SUPERVI SORS
OPERATCOR

PLUMBERS

ELECTRI Cl ANS
CARPENTER

CUSTODI AN
MANAGERS

COOKS

SUPERI NTENDENT
SHI FT SUPERVI SORS
FI REMEN
STOREKEEPER
CATEGCORY SUBTOTAL:

* k k k%

COUNSELORS

TYPI STS

CUSTODI AN

CLERK/ TYPI ST
SUPERVI SORS
CATEGCORY SUBTOTAL:

* k k k%

PSYCHOLOG ST
NURSE RN

PHYSI Cl AN

DENTI ST

NURSE

NURSE TECHNI Cl ANS

X-RAY & LAB TECHN CI A

CLERK/ TYPI ST
CATEGCORY SUBTOTAL:

SUPPORT COPERATI

LOCATI ON

BUSI NESS MANAGEMENT

BUSI NESS OFFI CE
BUSI NESS OFFI CE
PERSONNEL

BUSI NESS OFFI CE

ONS

BU LDl NG & GROUNDS
BU LDl NG & GROUNDS
WATER TREATMENT
MAI NTENANCE

MAI NTENANCE

MAI NTENANCE

MAI NTENANCE

FOOD OPERATI ONS

Kl TCHEN

POANER PLANT

POANER PLANT

BA LER

I NVENTORY

PROGRAMS AND ACTI VI TI ES

TREATMENT
TREATMENT

MVEDI CAL AND TREATMENT

TREATMENT
VEDI CAL
VEDI CAL
VEDI CAL
VEDI CAL
VEDI CAL
VEDI CAL
VEDI CAL

SH FT

OFFI CE HRS
CFFI CE HRS
CFFI CE HRS
OFFI CE HRS

OFFI CE HRS
DAY, M F

DAY, M F

DAY, M F

DAY, M F

DAY, M F

DAY, M F
DAY&EVE, ALL
DAY&EVE, ALL
OFFI CE HRS
DAYt EVE, ALL
CONTI NUQUS
OFFI CE HRS

DAY, M F

OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
DAY&EVE, ALL

OFFI CE HRS
CFFI CE HRS
CFFI CE HRS
OFFI CE HRS
EVE, M F

CONTI NUQUS
CFFI CE HRS
CFFI CE HRS

FAG- # SPAN TOTL
TOR OF

CON-

TROL
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PCSI TI ON - LOCATI ON SH FT FACG- # SPAN TOTL
TOR OF
CON-
TRCOL

*rEEET CONTROL PO NTS

CHI EF SECURI TY OFFI CE SECURI TY DAY, M F N 1.0 5 1.00
SHI FT COMMANDER SECURI TY CONTINUOUS Y 1.0 5 5.27
L1 EUTENANT MASTER CONTROL CONTINUOUS Y 1.0 1 5.27
UNI T CONTROL ROOVB BU LDINGS 1-5 + MEDIC CONTINUOUS Y 6.0 3 31.62
OFFI CERS SALLY PORT DAY, M+ F Y 2.0 0 2.51
CATEGORY SUBTOTAL: 45. 67
*FEEY PERI METER SECURI TY

SUPERVI SOR PERI METER SECURI TY DAY, ALL Y 1.0 15 1.76
OFFI CERS TONERS 1-4 CONTINUOUS Y 4.0 0 21.08
OFFI CER MAI N GATE DAY, ALL Y 1.0 0 1.76
OFFI CER TOAER 5 DAY, ALL Y 1.0 0 1.76
CATEGORY SUBTOTAL: 26. 35
EFREXE O UNIT SUPERVI SI ON

SUPERVI SORS BUI LDI NGS 1-5 DAY&EVE, ALL Y 5.0 2 17.57
OFFI CERS BLGD | -5, CTRL A-C CONTINUOUS Y 15.0 1 79.05
OFFI CERS SPECI AL MANAGEMENT UN CONTINUOUS Y 1.0 0 5.27
OFFI CERS Bl , UC. DEATH ROW CONTINUOUS Y 2.0 0 10.54
OFFI CERS Bl , A+B POD DAY&EVE,ALL Y 2.0 0 7.03
OFFI CERS B2-5, A-C PODS DAY&EVE, ALL Y 12.0 0 42.16
CATEGORY SUBTOTAL: 161. 62
¥FREFRE I NTERNAL ACTIVITY AND YARD

CORPORAL COVM SSARY OFFICEHRS N 1.0 0 1.00
SUPERVI SOR COVPOUND DAY, ALL Y 1.0 16 1.76
OFFI CER Kl TCHEN DAY&EVE,ALL Y 1.0 0 3.51
OFFI CER MAI L ROOM DAY, ALL Y 1.0 0 1.76
OFFI CERS UTI LI TY DAY, ALL Y 50 0 8.78
OFFI CERS ACTIVI TY DAY, M F Y 50 0 6.27
OFFI CERS CMVBY, PROP CTRL, SPLY DAY, M F Y 3.0 0 3.76
OFFI CER LAW LI BRARY DAY, M+ F Y 1.0 0 1.25
OFFI CERS GROUNDS CREW DAY, M F Y 2.0 0 2.51
CATEGORY SUBTOTAL: 30. 61
¥EEEY EXTERNAL AND OTHER

OFFI CERS TRANSPORTATI ON DAY, M+ F Y 4.0 0 5.02
CATEGORY SUBTOTAL: 5.02
TOTAL STAFF COUNT: 361. 53
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SUVWVVARY ANALYSI S OF STAFFI NG PATTERN

VI RG NI A: MECKLENBURG C. C.

AREA

ADM NI STRATI ON

BUSI NESS MANAGEMENT
SUPPCRT CPERATI ONS
PROGRAVG AND ACTI VI TI ES
MEDI CAL AND TREATMENT
CONTROL PO NTS

PERI METER SECURI TY

UNI T SUPERVI SI ON

I NTERNAL ACTIVITY AND YARD

EXTERNAL AND OTHER
TOTAL

STAFF SUMVARY BY SHI FT

ADM NI STRATI VE & SUPPORT

MEDI CAL, PGRM & CASE MNGT

UNI T OFFI CERS
OTHER OFFI CERS
TOTAL

AVE. SPAN SUPERV. CTRL

AUTHORI ZED CO S:
OVERTI ME CO FTE:
TOTAL FTE CO S:
TOTAL POST REQT. :
DI FFERENCE:
CONGRUENCE:

5.10

231. 00
26. 00
257. 00
269. 28
12. 28
1.05

POSI T1 ONS %  RATE

PER
100 P.

7.0 1.9 1.9

8.0 2.2 2.2

38.0 10.5 10.6

20.0 5.5 5.6

19.3 5.3 5.3

45.7 12.6 12.7

26. 4 7.3 7.3

161. 6 44.7 44.9

30.6 8.5 8.5

5.0 1.4 1.4

361.5 100.0 100.4
DAY EVE NI TE
# R # R # R
35 10 6 2 1 0
27 7 4 1 2 1
37 10 37 10 18 5
42 12 13 4 12 3
141 39 61 17 33 9

KEY FUNCTI ON PCSI TI ONS

MEDI CAL:

MENTAL HEALTH

| NDUSTRY
EDUCATI QV VOTEC:
CLERI CAL:

57

STANDARD
COST PER
100 PRI S.

$ 39, 861
$ 38, 889
$ 184,723
$ 97, 222
$ 120,312
$ 177,610
$ 102,476
$ 628,522
$ 119,053
$ 19, 519
$1, 528, 190



SUMVARY CHART

VI RG NI A: MECKLENBURG C. C.

PCOPULATI ON LEVEL
COVERAGE FACTOR
STAFF RATE/ DAY
STAFF RATE/ EVE

360
25
39
17

STAFF RATE/ NI TE 9
STAFF RATE/ TOTL 100
CONGRUENCE 5
SPAN OF CTRL 5

ADM SPT STAFF

MED/ PGRM CASE 11
UNIT CO S 45
O'HER CO S 30
VEDI CAL 4
MENTAL HEALTH 0
| NDUSTRY 0
EDUCATI OV VOTEC

CLERI CAL 3
UNIT CO S/ DAY 10
UNIT CO S/ EVE 10
UNIT CO S/ NTE 5

DAYS, ACCRUED BY MONTH

ANNUAL LEAVE
HOLI DAYS

| LLNESS LEAVE
TRAI NI NG DAYS
M LI TARY LEAVE
OTHER LEAVE
CO OVERTI ME

HHHBHBHBH B HBH BB R
R R e i

FHETR TR T TR R i | TR it
RUHR TR R

HEHHHHHHH

XXXXXXXXXX

HHEHHH

HHHHH

HHHBHBHBHBHHIHT

HHIHHH R

FHE R TR S TR T TR R T R
HHHBHBHBHBHH BB BB H

HitHHY

#

HH#

HHITHTR T
HHITHTR T
HHHH

& YEAR, FOR SPECI AL FUNCTI ONS

OFFI CERS NON- OFFI CERS
MONTH YEAR  MONTH YEAR
314 3770 108 1292
292 3501 100 1199
157 1885 54 646
381 4578 131 1568
22 269 8 92

22 269 8 92
451 5408 0 0

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD
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FHARAEAREEH R R R4 R R0 0 0000000400 H R BB L AR

CORRECTI ONAL STAFF ANALYSI S PRQIECT

M LLHAVEN | NSTI TUTI ON

STAFFI NG PATTERN ANALYSI S

FHAHEER R AR R RSB L BB R R

CALCULATI ON OF COVERAGE FACTOR

TOTAL DAYS PER YEAR
REGULAR DAYS OFF:
TOTAL REMAI NI NG DAYS PER YEAR

VACATI ON DAYS:

HOL| DAYS:

AVERAGE | LLNESS LEAVE TAKEN:

CORRECTI ONAL OFFI CER TRAI NI NG DAYS:

AVERAGE M LI TARY LEAVE TAKEN:
AVERAGE OTHER LEAVE TAKEN:

TOTAL ACTUAL DAYS AVAI LABLE:

COVERACE FACTOR:
CONTI NUQUS COVERAGE FACTOR:
SEVEN DAY, ONE SH FT COVERAGE:

365
104
261
14
17
10

5

2

2
211

1.24
5.20
1.73

BHAHHHHBHBHBHH B HBHBH AR HBHBH B H A B HBH B H AR H B H B H AR B HBH B H AR HBH B H AR H B HBH B H AR HBH

STAFFI NG PATTERN LI STI NG

PCSI TI ON

* % % % %

WARDEN

EXEC ASST
SECRETARY
ASSOCC WARDEN
COORDI NATOR
MANAGER
OPERATOR
SECRETARY
CLERK

CLERK TYPI STS

CATEGORY SUBTOTAL:

ADM NI STRATI ON

LOCATI ON

ADM NI STRATI ON
WARDEN

WARDEN

SECURI TY

GRI EVANCE

CFFI CE SERVI CES
SW TCHBOARD
RECORDS

COFFI CE SERVI CES
RECORDS

59

SHI FT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

FAC-
TOR

2Z2Z2Z22Z2Z222Z22

# SPAN TOTL
OF

CON-
TRCL
1.0 11, 1.00
1.0 0
1.0 0 1.00
1.0 3 1.00
1.0 0 1.00
1.0 5 1.00
1.0 0 1.00
1.0 0 1.00
1.0 0 1.00
3.0 0 3.00
12. 00

1.00



PCSI TI ON

* k k k%

ADM NI STRATCOR
ASSOC WARDEN
V&C SUPERVI SOR
V&C STAFF
CLERK

| NSTRUCTCOR
ACCOUNTANT
CLERKS
MESSENGER

OFFI CER
CATEGCORY SUBTOTAL:

*kkk*

ASSOC WARDEN
STORES OFFI CER
STOREMEN

SUPERVI SOR
COORDI NATOR
SUPERVI SOR
SUPERVI SOR
SUPERVI SOR

PAI NTER
CARPENTER

VETAL WORKERS
DRI VERS

MVASON
GROUNDSKEEPER
FORENAN

FORENAN

TECHNI CI AN
PLUMBERS

ELECTRI Cl ANS

SHI FT ENG NEERS
ASST. SH FT ENG
SUPERVI SOR

ASST SUPERVI SOR
COOKS

HELPERS

SUPERVI SOR
CLERK

SUPERVI SOR
CLEANERS

CATEGCORY SUBTOTAL:

SUPPORT OPERATI

LOCATI ON

BUSI NESS MANAGENMENT

PERSONNEL
FI NANCE
COW SSARY
COW SSARY
PERSONNEL
TRAI NI NG

FI NANCE

FI NANCE
GARAGE

PREVENTI VE SECURI TY

ONS

TECHNI CAL SERVI CES

WAREHOUSE
WAREHOUSE

E&W

PREVENTI VE NAI NT
WORKS

ENG NEERI NG
GARAGE

MAI NTENANCE

MAI NTENANCE

MAI NTENANCE
GARAGE

MAI NTENANCE

MAI NTENANCE
LABORERS

RELI EF

MAI NTENANCE

MAI NTENANCE

MAI NTENANCE

BA LER

BA LER

FOOD SERVI CE
FOOD SERVI CE
FOOD SERVI CE

KI TCHEN

I NMATE SERVI CES
I NVATE SERVI CES
CLOTHI NG

CLOTHI NG
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SH FT

CFFI CE HRS
CFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
CFFI CE HRS
DAY, M F

DAY, M F

CFFI CE HRS
CFFI CE HRS
HRS
HRS
HRS
HRS
CFFI CE HRS

XEEEEEEERX
TSI LLRXLE
MMM

CONTI NUCUS
CONTI NUCUS
OFFI CE HRS
DAY, ALL
DAY&EVE, ALL

FAC
TOR

2222222222
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PCSI TI ON

* k k k%

ASSOC WARDEN
ASSOC WARDEN
ASSOC WARDEN
ASSOC WARDEN
CLERK

SUPERVI SOR
FOREMEN
CLERK

CHAPLAI NS
SUPERVI SOR
CLERK

CL. OFFI CERS
HEAD

CLERK

| NSTRUCTCOR
STAFF

L1 BRARI AN
SUPERVI SOR
STAFF

COORDI NATOR
CLERK

ADM NI STRATCOR
OFFI CER
SUPERVI SOR

I NSTRUCTORS
SUPERVI SOR
TEACHER
CATEGCORY SUBTOTAL:

* k k %k %

PHYSI Cl AN
SENI OR OFFI CER
CLERK

LOCATI ON

PROGRAMS AND ACTI VI Tl ES

| NDUSTRI ES

SOCI ALI ZATI ON
CPER & ADM N

EDUC & TRAI NI NG

| NDUSTRI ES

I ND PRODUCTI ON

| NDUSTRI ES

SOCI ALI ZATI ON
CHAPEL

CLASSI FI CATI ON
CLASSI FI CATI ON
CLASSI FI CATI ON
SOCI AL DEVELOPMENT
SOCI AL DEVELGOPMENT
ARTS & CRAFTS

SOCI AL & CULT DEV
LI BRARY

RECREATI ON
RECREATI ON
RECORDS

RECORDS

SENTENCES

ADM SSI ONS

TRAI NI NG

I NVATE TRAI NI NG
EDUCATI ON

EDUCATI ON

VEDI CAL AND TREATMENT

VEDI CAL
HEALTH CARE
HEALTH CARE

HEALTH CARE OFFI CERS HEALTH CARE

PSYCHOLOG STS
CATEGCORY SUBTOTAL:

SQOCI ALI ZATI ON
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SH FT

CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
OFFI CE HRS
CFFI CE HRS
CFFI CE HRS
DAY, M F
OFFI CE HRS
OFFI CE HRS
CFFI CE HRS
CFFI CE HRS
OFFI CE HRS
OFFI CE HRS
CFFI CE HRS
OFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
DAY&EVE, ALL
OFFI CE HRS
CFFI CE HRS
OFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
HRS
HRS

CFFI CE HRS
CFFI CE HRS
OFFI CE HRS
CONTI NUCUS
CFFI CE HRS

FAC
TOR

22222222 *Z2Z2ZZ2Z2Z2ZZ2Z2Z2Z2Z2Z22Z222Z222
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POSI TI ON - LOCATI ON

*RETT CONTROL PO NTS

CLERK AW SECURI TY
CLERK AW SECURI TY
SUPERVI SORS DUTI ES
SUPERVI SORS DUTI ES
SUPERVI SORS DUTI ES

OFFI CER PREVENTI VE SECURI TY
CONTROL U

CONTROL N&T

CONTROL S

OFFI CERS J CONTROL
OFFI CERS J CONTRCOL
OFFI CERS U CORRI DOR
OFFI CER CAGE

CATEGCORY SUBTOTAL:
*FE** PERI METER SECURI TY
CONTROL TONER

TONERS #1-4

OFFI CER MBI LE PATROL
COFFI CER A QUTPCST

OFFI CERS OQUTPCSTS BCD
ROVER PER. SECURI TY
FOOT PATRCL PERI METER
FOOT PATROL PERI METER

CATEGCORY SUBTOTAL:
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SHI FT FAC-

TOR

OFFI CE HRS
COFFI CE HRS
CONTI NUCUS
DAY&EVE, ALL
DAY, ALL

DAY, M F

DAY, ALL
CONTI NUCUS
DAY&EVE, ALL
CONTI NUCUS
DAY&EVE, ALL
DAY, M F
EVEN NG ALL

KK KKK KIKKZ % % 222

DAY, ALL
CONTI NUOUS
CONTI NUOUS
CONTI NUOUS
CONTI NUOUS
EVENI NG ALL
EVEN NG ALL
NI GHT, ALL

<< < << <<=

# SPAN TOTL
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PCSI TI ON

LOCATI ON

*FEFTOUNIT SUPERVI SI ON

HOSPI TAL #|

GALLERY U

OFFl CERS E LIVING UNIT
OFFI CERS E.C A

OFFI CERS E CONTROL

OFFl CERS E.C A

OFFI CERS E LIVING UNIT
OFFI CERS J LIVING UNIT
OFFI CERS J LIVING UNI T
OFFI CERS A LIVING UNIT
OFFI CERS A LIVING UNNT
OFFI CERS A CONTRCL

OFFI CERS A CONTRCL

OFFI CERS HOSPI TAL
CATEGORY SUBTOTAL:

*EEEE I NTERNAL ACTIVITY AND YARD
OFFI CER | . D. BU LDI NG
OFFl CERS N AREA

OFFI CERS N AREA

OFFI CERS CONSTRUCTI ON
OFFI CERS TRAI NI NG

OFFI CER V&C

OFFI CER RECREATI ON
OFFI CER N AREA

CATEGCORY SUBTOTAL:

*EEET EXTERNAL AND OTHER

ESCORT
OFFI CER

QUTSI DE
Pl CKUP

CATEGORY SUBTOTAL:
TOTAL STAFF COUNT:

63

SH FT FAG- # SPAN TOTL
TOR OF

CON-

TROL
DAY&EVE, ALL Y 1.0 0 3.46
DAY, ALL Y 2.0 0 3.46
CONTI NUCUS Y 2.0 0 10.39
CONTI NUCUS Y 1.0 0 520
CONTI NUCUS Y 2.0 0 10.39
DAY, ALL Y 3.0 0 5.20
DAY&EVE, ALL Y 5.0 0 17.32
CONTI NUCUS Y 2.0 0 10.39
DAY&EVE, ALL Y 1.0 0 3.46
CONTI NUCUS Y 2.0 0 10.39
DAY&EVE, ALL Y 1.0 0 3.46
CONTI NUCUS Y 1.0 0 5.20
DAY&EVE, ALL Y 1.0 0 3.46
CONTI NUCUS Y 1.0 0 5.20
96. 98
DAY, ALL Y 1.0 0 1.73
DAY&EVE, ALL Y 1.0 0 3.46
DAY, M F Y 2.0 0 247
DAY, ALL Y 3.0 0 5.20
DAY, ALL Y 2.0 0 3.46
DAY, ALL Yy 1.0 0 1.73
EVENING ALL Y 2.0 0 3.46
EVENING ALL Y 2.0 0 3.46
24.99
DAY, ALL Y 40 0 6.93
DAY, ALL Y 1.0 0 1.73
8. 66
388. 77



SUVWVVARY ANALYSI S OF STAFFI NG PATTERN
M LLHAVEN | NSTI TUTI ON

AREA POSI TI ONS % RATE STANDARD
PER COST PER
100 P. 100 PRI S.
ADM NI STRATI ON 12.0 3.1 3.1 $ 64,567
BUSI NESS MANAGEMENT 14.0 3.6 3.7 $ 64,304
SUPPCORT OPERATI ONS 70.0 18.0 18.4 $ 321,522
PROGRAVG AND ACTI VI TI ES 58.0 14.9 15.2 $ 266,404
MEDI CAL AND TREATMENT 13.0 3.3 3.4 $ 76,772
CONTROL PO NTS 37.5 9.6 9.8 $ 137,613
PERI METER SECURI TY 53.7 13.8 14.1 $ 197,267
UNI T SUPERVI SI ON 97.0 24.9 25.5 $ 356,350
| NTERNAL ACTIVITY AND YARD 25.0 6.4 6.6 $ 91,815
EXTERNAL AND OTHER 8.7 2.2 2.3 $ 31,817
TOTAL 388.8 190.0 102.0 $1,608,431
STAFF SUMVARY BY SHI FT DAY EVE NI TE TOTL
# R # R # R # R
ADM NI STRATI VE & SUPPORT 73 19 7 2 2 1 96 25
MEDI CAL, PGRM & CASE MNGT 62 16 3 1 1 0 71 19
UNI T OFFI CERS 25 7 20 5 11 3 97 25
OTHER OFFI CERS 38 10 23 6 13 4 125 33
TOTAL 197 52 53 14 28 7 389 **
AVE. SPAN SUPERV. CTRL 7.05 KEY FUNCTI ON PCSI TI ONS # R
AUTHORI ZED CO S: 223. 00 MEDI CAL: 9 2
OVERTI ME CO FTE: 0.00 MENTAL HEALTH: 3 1
TOTAL FTE CO S: 223. 00 | NDUSTRY: 2 1
TOTAL POST REQT.: 221.76 EDUCATI QV VOTEC: 28 7
DI FFERENCE: 1.24 CLERI CAL: 16 4
CONGRUENCE: 0.99
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SUMVARY CHART
M LLHAVEN | NSTI TUTI ON

PCPULATI ON LEVEL 80

COVERAGE FACTOR 23
STAFF RATE/ DAY 52
STAFF RATE/ EVE 14
STAFF RATE/ NI TE 7
STAFF RATE/ TOTL 02
CONGRUENCE 0
SPAN OF CTRL 7
ADM SPT STAFF 25
MEDY PGRM CASE 19
UNIT CO S 25
Or'HER CO S 33
VEDI CAL 2
MENTAL HEALTH 1
| NDUSTRY 1
EDUCATI OV VOTEC 7
CLERI CAL 4
UNIT CO S/ DAY 7
UNIT CO S/ EVE 5
UNIT COS NTE 3

DAYS, ACCRUED BY MONTH

ANNUAL LEAVE
HOLI DAYS

I LLNESS LEAVE
TRAI NI NG DAYS
M LI TARY LEAVE
OTHER LEAVE
CO OVERTI ME

4444 AR AR R PR BB R B RS
3222322222222 222228;

XXXXX

i s3322222 2322

#hEdidd

XXXXXXXXXX

i35 333
2325233222232 22322 2
feddddadeddRddonddd
S22 2222223222222 2"
S22 53 2322222222222 22222222222
##

#

#

Fhide

533

Hheddd

Hhid4

#4#

& YEAR, FOR SPECI AL FUNCTI ONS

OFFI CERS NON- OFFI CERS
MONTH YEAR MONTH YEAR

259 3105 195 2338
314 3770 237 2839
185 2218 139 1670
92 1109 70 835
37 444 28 334
37 444 28 334
0 0 0 0

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD
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HUEHHBBHHBTHUBHH BB HH BB HH BB HH BB HH B BB H BB HHBRHHBRHH BB H BB H BB HH BB HH B RS H B RS H B R Y

CORRECTI ONAL STAFF ANALYSI S PRQIECT
S. CARCLINA: MANNING C. 1,.
STAFFI NG PATTERN ANALYSI S

FHEHEAHH4H4EHHEHERERERERARRRAA AR AR R AR AR R RAERRHERHHHHHHE RN
CALCULATI ON OF COVERAGE FACTOR

TOTAL DAYS PER YEAR
REGULAR DAYS OFF:

TOTAL REMAI NI NG DAYS PER YEAR

VACATI ON DAYS:
HOL| DAYS:

AVERAGE | LLNESS LEAVE TAKEN:

CORRECTI ONAL OFFI CER TRAI NI NG DAYS:

AVERAGE M LI TARY LEAVE TAKEN:
AVERAGE OTHER LEAVE TAKEN:
TOTAL ACTUAL DAYS AVAI LABLE:

COVERACE FACTOR:
CONTI NUOUS COVERAGE FACTOR:

SEVEN DAY, ONE SH FT COVERAGE:

365
104
261
14
13

7

17

1

1
208

1.25
5. 27
1.76

BHBHHHH B HBH B HH R HBH B H AR H B H B H B HH B H B H B H AR H B H B H B R AR H B H B H AR H B H B H AR A B H B H B H AR HBH

STAFFI NG PATTERN LI STI NG

PCSI TI ON

*EEET . ADM NI STRATI ON

WARDEN

ADM N. ASST.

STAFF ASST.

CLERK/ STENO
DEPUTY WARDEN

DI RECTOR

CATEGORY SUBTOTAL:

LOCATI ON

ADM NI STRATI ON
ADM NI STRATI ON
ADM NI STRATI ON
ADM NI STRATI ON
ADM NI STRATI ON
SOCl AL SERVI CE

66

3

SH FT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

HRS
HRS
HRS
HRS
HRS
HRS

FAC
TOR

=Z2Z2=Z222=2

# SPAN TOTL

OF

CON-

TROL
1.0 5 1.00
1.0 0 1.00
1.0 0 1.00
1.0 0 1.00
1.0 10 1.00
1.0 5 1.00
6. 00



PCSI TI ON LOCATI ON

*rrexx o BUSI NESS MANAGEMENT

CLERK ACCOUNTI NG
CATEGORY SUBTOTAL:

¥EEEE . SUPPORT OPERATI ONS

DI RECTOR LAUNDRY SERVI CE
MANAGER LAUNDRY
OPERATORS LAUNDRY

SUPERVI SORS VAl NTENANCE

DI RECTOR FOOD SERVI CE
SUPERVI SORS FOOD SERVI CE

CATEGORY SUBTOTAL:

*TTTY . PROGRAMS AND ACTI VI TI ES

CASE MANAGERS CLASSI FI CATI ON

PRI NCI PAL EDUCATI ON

TEACHERS VOCATI ONAL  SCHOOL
TEACHERS ACADEM C EDUCATI ON
CHAPLAI' N CHAPEL

COORDI NATOR RECREATI ON

CATEGORY SUBTOTAL:

*kkkk*

MVEDI CAL AND TREATMENT

SOCI AL WORKER CASE MANAGEMENT

SPECI ALI ST MENTAL HEALTH
NURSE PRACTI TI ONER VEDI CAL
TECHNI Cl AN VEDI CAL

CATEGORY SUBTOTAL:

67

SHI FT

CFFI CE HRS

DAY, M F

DAY, M F

DAY, M F

DAY, M F

OFFI CE HRS
DAY&EVE, ALL

OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
DAY, M F
DAY, M F

OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS

FAC-
TOR

22222

222222

=222

#
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e
coocooo
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TRCL

o) eolele)o)a]
O OO M~

(>N e N Ne Naw Na)

[N el Ne)
oo o

TOTL
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.00

.00
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.00
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PCSI TI ON

* k k k* %

CONTROL PA NTS

CH EF CORR. OFFI CER
SHI FT SUPERVI SOR
OFFI CER ON DUTY
DESK OFFI CER
TRAI NI NG OFFI CER
OFFI CER

CATEGORY SUBTOTAL:

* k k k* %

OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
CATEGORY SUBTOTAL:

* k k k* %

TUNNEL OFFI CERS
TUNNEL OFFI CERS
TUNNEL OFFI CERS
TUNNEL OFFI CERS
CATEGORY SUBTOTAL:

* k k k* %

OFFI CER
OFFI CER
OFFI CER
CATEGCORY SUBTOTAL:

* k k k* %

OFFI CER
CATEGCORY SUBTOTAL:

TOTAL STAFF COUNT:

LOCATI ON

SECURI TY
SECURI TY
SECURI TY
SECURI TY
SECURI TY

CLOCK NMAN

PERI METER SECURI TY

TOAER #
TONER #2
TONER #3
TOAER #4
TOAER #5
TONER #6

FRONT GATE

UNI T SUPERVI SI ON

UNI TS
UNI TS
UNI TS
UNI TS

Ro Ro Ro Ro
oo

I NTERNAL ACTIVITY AND YARD

5555

LI NE SUSPENSI| ON

LAUNDRY

VI SI TI NG ROOM

EXTERNAL AND OTHER

TRANSPORTATI ON

68

SH FT FAC-
TOR

OFFI CE HRS
CONTI NUCUS
CONTI NUQUS
DAY&EVE, ALL
DAY, M F
DAY, M F

<Z < **z

DAY, M F
DAY, M F
CONTI NUCUS
CONTI NUCUS
CONTI NUQUS
CONTI NUCUS
DAY, M F

<< =<=<=<=<=<

CONTI NUCUS
DAY&EVE, ALL
DAY, ALL
VKND, DAYS

<< <=

DAY, ALL
DAY, M F
DAY, M F

<<=

DAY, M F Y

# SPAN TOTL

PENORPE
coowro

el S i i
cocococooo

NENE
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OF
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TROL

cCoOoWo
PRRENOIOR
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SUMVARY ANALYSI S OF STAFFI NG PATTERN
S. CARCLINA: MANNING C-1.

AREA PCSI TI ONS % RATE STANDARD
PER COST PER
100 P. 100 PRI S.
ADM NI STRATI ON 6.0 5.7 1.4 $ 29,286
BUSI NESS MANAGEMENT 1.0 1.0 0.2 $ 4,167
SUPPCORT OPERATI ONS 11.0 10.5 2.6 $ 45,833
PROGRAMS AND ACTI VI TI ES 16.0 15.3 3.8 $ 66,667
MVEDI CAL AND TREATMENT 4.0 3.8 1.0 $ 21,429
CONTROL PO NTS 21.3 20.3 5.1 $ 70,939
PERI METER SECURI TY 24.8 23.7 5.9 $ 82,817
UNI T SUPERVI SI ON 15.1 14. 4 3.6 $ 50,192
I NTERNAL ACTI VI TY AND YARD 4.3 4.1 1.0 $ 14,221
EXTERNAL AND OTHER 1.3 1.2 0.3 $ 4,183
TOTAL 104.7 100.0 24.9 $ 389,733
STAFF SUMVARY BY SHI FT DAY EVE NI TE TOTL
# R # R # R # R
ADM NI STRATI VE & SUPPORT 17 4 1 0 0 O 18 4
MEDI CAL, PGRM & CASE MNGT 20 5 0 O 0 O 20 5
UNI T OFFI CERS 6 1 3 1 1 0 15 4
OTHER OFFI CERS 18 4 8 2 6 1 52 12
TOTAL 61 14 12 3 7 2 105 25
AVE. SPAN SUPERV. CTRL 3.74 KEY FUNCTI ON POSI TI ONS # R
AUTHORI ZED CO S: 58. 00 MEDI CAL: 1 0
OVERTI ME CO FTE: 0. 00 MENTAL HEALTH: 2 0
TOTAL FTE CO S: 58. 00 | NDUSTRY: 0 O
TOTAL PCST REQT. : 66.71 EDUCATI QV VOTEC: 11 3
DI FFERENCE: 8.71 CLERI CAL: 1 0
CONGRUENCE: 1.15
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SUMVARY CHART
S. CARCLINA: NMANNING C. 1.

PCPULATI ON LEVEL 420 HRIHTR TR TR TR TR T i

COVERAGE FACTCR 25 HHAIHIT R R R R
STAFF RATE/ DAY 14 #HH##HHHBHHHBRHH

STAFF RATE/ EVE 3 #Hi#H

STAFF RATE/ N TE 2 HH#

STAFF RATE/ TOTL 25 HHAIHIT R R R R
CONGRUENCE 15 #HA#HHHBHHHBHHHH

SPAN OF CTRL HiHy

ADM SPT STAFF

UNIT CO S/ DAY
UNIT CO S/ EVE
UNIT CO S/ NTE

4

4
MED/ PGRM CASE 5 HHH#H##H
UNIT CO S 4 HiHH
O'HER CO S 12 #H#BHHHHRHHHH
VEDI CAL 0 #
MVENTAL HEALTH 0 #
| NDUSTRY 0
EDUCATI QV VOTEC 3 Hi#H
CLERI CAL 0

1

1

0

F= =

DAYS, ACCRUED BY MONTH & YEAR, FOR SPECI AL FUNCTI ONS

OFFI CERS NON- OFFI CERS
MONTH YEAR MONTH YEAR

ANNUAL LEAVE 78 934 44 532
HOLI DAYS 72 867 41 494
| LLNESS LEAVE 39 467 22 266
TRAI NI NG DAYS 95 1134 54 646
M LI TARY LEAVE 6 67 3 38
OTHER LEAVE 6 67 3 38
CO OVERTI ME 0 0 0 0

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD
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BHA4HEH S8 H44 AR REHAAHRBERRFRR AR HHH RS IHHHHHERIIHHHHARARER RO AR AR R

CORRECTI ONAL STAFF ANALYSI S PRQIECT
N Y.: CAVP CEORGETOMN
STAFFI NG PATTERN ANALYSI S

BEAASHEHERAR R HEHIRE R HEHE R A

CALCULATI ON OF COVERAGE FACTOR

TOTAL DAYS PER YEAR

REGULAR DAYS OFF:

TOTAL REMAI NI NG DAYS PER YEAR:
VACATI ON DAYS:

HOL| DAYS:

AVERAGE | LLNESS LEAVE TAKEN:
CORRECTI ONAL OFFI CER TRAI NI NG DAYS:
AVERAGE M LI TARY LEAVE TAKEN:
AVERAGE OTHER LEAVE TAKEN:

TOTAL ACTUAL DAYS AVAI LABLE:

COVERACE FACTOR:
CONTI NUQUS COVERAGE FACTOR:
SEVEN DAY, ONE SHI FT COVERAGE:

1.25
5.24
1.75

HEHHBRHHAR BHHBRHHBRHH BB HH BB H BB H BB H BB HH BB HH BB BB HH BB HH BB H BB H BB H RS

STAFFI NG PATTERN LI STI NG 6

PCSI TI ON LOCATI ON

*rErr ADM NI STRATI ON
SUPERI NTENDENT ADM NI STRATI ON

SECRETARY SUPERI NTENDENT
CATEGORY SUBTOTAL:

71

SH FT FAG- # SPAN TOTL
TOR OF
CON-
TRCL
OFFI CE HRS N 1.0 6 1.00
OFFI CE HRS N 1.0 0 1.00
2.00



PCSI TI ON LOCATI ON SH FT FACG- # SPAN TOTL

TOR OF

CON-

TROL
*rExr o BUSI NESS MANAGEMENT
HEAD ACCOUNT CLERK BUSI NESS OFFI CE OFFI CE HRS N 1.0 5 1.00
ACCOUNT CLERKS BUSI NESS OFFI CE OFFI CE HRS N 40 0 4.00
TYPI ST BUSI NESS OFFI CE OFFI CE HRS N 1.0 0 1.00
CATEGCORY SUBTOTAL: 6. 00
*rEEEr SUPPORT OPERATI ONS
HEAD COCK Kl TCHEN OFFI CE HRS N 1.0 1 1.00
COOKS Kl TCHEN DAY&EVE, ALL * 0.9 0 3.00
GEN. MECHANI C MAI NTENENCE DAY, M F N 1.0 1 1.00
MAI NTENENCE ASST. GARAGE DAY, M F N 1.0 0 1.00
CATEGCORY SUBTOTAL: 6. 00
*EEET . PROGRAMS AND ACTI VI TIES
SENI OR COUNSELCR CASE MANAGEMENT OFFI CE HRS N 1.0 5 1.00
COUNSELCR Al DE CASE NMANAGEMENT OFFI CE HRS N 1.0 0 1.00
TYPI ST CASE NMANAGEMENT OFFI CE HRS N 1.0 0 1.00
TEACHER ACADEM C EDUCATI ON OFFI CE HRS N 1.0 0 1.00
TEACHER VOCATI ONAL EDUCATI ON OFFI CE HRS N 1.0 0 1.00
CLERK RECORDS OFFI CE HRS N 1.0 0 1.00
CATEGCORY SUBTOTAL: 6. 00
*****  NMEDI CAL AND TREATMENT
CATEGORY SUBTOTAL: 0.00
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PCSI TI ON LOCATI ON

*RETT CONTROL PO NTS

LI EUTENANT CUSTODY
SERGEANTS & CAPTAI N CUSTODY

OFFI CERS CONTROL CENTER

CATEGCORY SUBTOTAL:

PERI METER SECURI TY
CATEGORY SUBTOTAL:

* k k k %

UNI T SUPERVI SI ON

OFFI CERS DORM TORY
OFFI CERS DORM TORY
OFFI CER DORM TORY

CATEGORY SUBTOTAL:

* k k k% %

I NTERNAL ACTIVITY AND YARD

OFFI CERS RECREATI OV PROCGRANMS
OFFI CERS WORK CREWS

OFFI CERS COVMUNI TY PRQJIECTS
OFFI CERS GROUNDS/ HOUSEKEEPI NG
OFFI CER VI SI TI NG

CATEGORY SUBTOTAL:

*kkk*

EXTERNAL AND OTHER

OFFI CER
CATEGCORY SUBTOTAL:

TRANSPORTATI ON

TOTAL STAFF COUNT:

73

SH FT FACG- # SPAN TOTL
TOR OF
CON-
TRCL

OFFI CE HRS N 1.0 1 1.00
CONTI NUCUS * 1.1 5 6.00
DAY, ALL Y 1.0 0 1.75
8.75

0.00

NI GHT, ALL Y 3.0 0 5.24
EVENING ALL Y 3.0 0 5.24
VKND, DAYS Yy 3.0 0 1.50
11. 99

EVENING ALL Y 2.0 0 3.50
DAY, M F Y 6.0 0 7.49
DAY, M F Y 2.0 0 250
DAY, ALL Y 1.0 0 1.75
VKND, DAYS Y 1.0 0 0.50
15.73

DAY, ALL Y 1.0 0 1.75
1.75

58.22



SUMVARY ANALYSI S OF STAFFI NG PATTERN

N Y.: CAW GEORGETOMN

AREA

ADM NI STRATI ON

BUSI NESS NMANAGEMENT
SUPPORT OPERATI ONS
PROGRAMS AND ACTI VI TI ES
VEDI CAL AND TREATMENT
CONTROL PO NTS

PERI METER SECURI TY

UNI T SUPERVI SI ON

I NTERNAL ACTIVITY AND YARD
EXTERNAL AND OTHER
TOTAL

STAFF SUMVARY BY SHI FT

ADM NI STRATI VE & SUPPORT
MEDI CAL, PGRM & CASE MNGT
UNI T OFFI CERS

OTHER OFFI CERS

TOTAL

AVE. SPAN SUPERV. CTRL

AUTHORI ZED CO S:
OVERTI ME CO FTE:
TOTAL FTE CO S
TOTAL POST REQT. :
DI FFERENCE:
CONGRUENCE:

3.46

38. 00

4.00
42.00
38. 22

0.91

PCSI TI ONS

e
PR UINOROO DN
NNNOONOOOOOo

MEDI CAL:

MENTAL HEALTH:

| NDUSTRY:

EDUCATI QV VOTEC:
CLERI CAL:

10.
10.
10.
15.

20.
27.

100.

i

~NWWO

OO OO0 OWWWAHA
[E

PrOwomONP AR
CONNUTO OO0 O OW

w

pe

ONNO R

NI TE

AR WOO
WFRLrNOO

KEY FUNCTI ON PGOsI TI ONS

wwnvnunannnonny ey

STANDARD
COST PER
100 PRI S.

27,333
70,000
70,000
70,000

0

81,651
0

111,893
146,859

16,318

594,053

TOTL
# R

GNP
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W
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SUWARY CHART
N Y.:

PCOPULATI ON LEVEL
COVERAGE FACTOR
STAFF RATE/ DAY
STAFF RATE/ EVE
STAFF RATE/ N TE
STAFF RATE/ TOTL
CONGRUENCE

SPAN OF CTRL
ADM SPT STAFF
MED/ PGRM CASE
UNIT CO S

OTHER CO S

VEDI CAL

MENTAL HEALTH

| NDUSTRY
EDUCATI OV VOTEC
CLERI CAL

UNNT CO S/ DAY
UNNT CO S/ EVE
UNNT CO S NTE

CAVP GECRGETOMN

150
24
23

COONON~NOWOWOWWwW ol

NN

DAYS, ACCRUED BY MONTH

ANNUAL LEAVE
HOLI DAYS

| LLNESS LEAVE
TRAI NI NG DAYS
M LI TARY LEAVE
OTHER LEAVE
CO OVERTI ME

HEHHBHARHARH AR

RHRHH R HAH R RHBH IR RHH
HEHHBHHBHHBH AR H R R TR

HHARBH

#HH##
RHAHHHERHBH AR RH B H AR R R HBH R R B H AR TR

#HH##

HAHHH IR

HHtHH

HEHHABHAHR
HHHHHHHHHH TR

& YEAR, FOR SPECI AL FUNCTI ONS

OFFI CERS NON- OFFI CERS
MONTH YEAR  MONTH YEAR
80 955 42 500
35 420 18 220
35 420 18 220
10 115 5 60
3 38 2 20
3 38 2 20
70 836 0

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD
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BRABERA BB AR AR R R R RRERRREEREREERERRR R Ry

CORRECTI ONAL STAFF ANALYSI S PRQIECT
F.P. C. ALLENWOOD
STAFFI NG PATTERN ANALYSI S

HHHHH BB R B R R RRRHH B R R R HH R R R AR AR HH R
CALCULATI ON OF COVERAGE FACTOR

TOTAL DAYS PER YEAR 365
REGULAR DAYS OFF: 104
TOTAL REMAI NI NG DAYS PER YEAR 261
VACATI ON DAYS: 15
HOLI DAYS: 10
AVERAGE | LLNESS LEAVE TAKEN: 6
CORRECTI ONAL OFFI CER TRAI NI NG DAYS: 5
AVERAGE M LI TARY LEAVE TAKEN: 2
AVERAGE OTHER LEAVE TAKEN: 2
TOTAL ACTUAL DAYS AVAI LABLE: 221
COVERACE FACTOR: 1.18
CONTI NUOUS COVERAGE FACTOR: 4. 96
SEVEN DAY, ONE SH FT COVERACE: 1.65

FHARHH BB FHRHAHH BB H AR H AR HHHEHH I H R H R LHR A B H RS H AR R AR A

STAFFI NG PATTERN LI STI NG 7
POSI T1 ON LOCATI ON SH FT FAC- # SPAN TOIL
TOR OF

CON-

TRCOL
*EETT . ADM NI STRATI ON
SUPERI NTENDENT ADM NI STRATI ON OFFI CE HRS N 1.0 5 1.00
ASST. SUPT. ADM NI STRATI ON OFFI CE HRS N 1.0 16 1.00
SECRETARY SUPERI NTENDENT OFFI CE HRS N 1.0 0 1.00
CATEGORY SUBTOTAL: 3.00
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PCSI TI ON

* k k k%

PERSONNEL OFFI CER

BUSI NESS MANAGER
BUSI NESS MANAGER
ACCOUNTANT
ACCOUNTANT

CLERK

CLERK

CASHI ER

AGENT

CLERK

ASSI STANT

CATEGCORY SUBTOTAL:

* k k k%

LOCATI ON

BUSI NESS MANAGEMENT

ADM NI STRATI ON
ADM NI STRATI ON
I NDUSTRI ES

| NDUSTRI ES

| NDUSTRI ES
COW SSARY
TRUST FUND
BUSI NESS OFFI CE
PURCHASI NG

FI SCAL
PERSONNEL

SUPPORT CPERATI ONS
FOOD ADM NI STRATOR

Kl TCHEN

CH EF OF MECH. SERVI CE MAI NTENANCE

SAFETY SPEC
FORENAN

COOK FOREMEN
MECHANI C
FORENAN

ENG NEERS
FORENAN
FORENAN
FOREMEN
MANAGER

CATEGCORY SUBTOTAL:

SAFETY
WAREHOUSE

Kl TCHEN
AUTOMOTI VE
ELECTRI C

BO LER
GROUNDS
PLUMBI NG
CONSTRUCT! ON
LAUNDRY

77

SH FT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFIl CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

OFFI CE
OFFI CE
OFFI CE
DAY, M F

DAY&EVE, ALL

DAY, M F
DAY, M F

CONTI NUQUS

DAY, M F

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

HRS
HRS
HRS

FAC-
TOR

22222222222

Zzz=z2tz=zt=z===

ol 5l il el i e
o000 OO0OO

ol el o i ol

SPAN

TROL
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PCSI TI ON

* k k k%

SUPERI NTENDENT
RECORDS COFFI CER
CHAPLAI NS

PRI NCI PAL
EXECUTI VE ASSI| STANT
| NSPECTOR
FORENAN

FOREMAN

FORENAN

FORENAN

FOREMAN

FOREMAN

FOREMAN

DATA COORDI NATOR
TEACHER

RECREATI ON SPEC
COUNSELCR
TEACHER

CATEGCORY SUBTOTAL:

* k k k%

- LOCATI ON

PROGRAMS AND ACTI VI Tl ES

I NDUSTRI ES
RECORDS
CHAPEL
EDUCATI ON
ASST SUPT

| NDUSTRI ES
WOCD SHOP
WOOD MACH NE
CARPENTRY
UPHOLSTERY
WOODCRAFT

PAI NT SHOP
UPHOLSTERY
UNI TS

CLASSI FI CATI ON

VEDI CAL AND TREATMENT

VEDI CAL ADM NI STRATOR | NFI RVARY

PHYSI CI ANS ASST
CLERK
CATEGCORY SUBTOTAL:

VEDI CAL
VEDI CAL

78

SH FT

OFFI CE HRS
CFFI CE HRS
CFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS

OFFI CE HRS
CFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS

OFFI CE HRS
CONTI NUQUS
OFFI CE HRS

FAC
TOR

ZZ2ZZ2ZZZ2Z2Z2Z22Z2ZZ2ZZZ222222Z2222

*=Z

# SPAN TOTL

PRENEREENRARRRPRRERRRRERERENERE
CO000000O00O0O00O0O0O0O0OO

PO

OF
CON-
TROL

ORhO00O0OFrRONOOOROOUIOODMORLW
NpRPENRPERPRPRoR_RrRPRRRRRRRPRREERENRERE
o
o

N

0 2 1.00
8 0 4.00
0 0 1.00

6. 00



PCSI TI ON LOCATI ON

*rErr . CONTROL PO NTS

CH EF CORR SUPERV CUSTODY
SUPERVI SORS CORRECTI ONS
OFFI CERS CONTROL ROOM

CATEGCORY SUBTOTAL:
*rrx* PERI METER SECURI TY
CATEGCORY SUBTOTAL:

FEEETOUNIT SUPERVI SION

UNI T MANAGERS UNI TS
CORR COUNSELORS UNI TS
OFFI CERS UNI TS

CATEGCORY SUBTOTAL:
*EEEE I NTERNAL ACTIVITY AND YARD

OFFI CERS REC & DI SCHARGE
OFFl CERS VI SI TI NG
OFFI CER MAI L ROOM

CATEGCORY SUBTOTAL:
*rEET EXTERNAL AND OTHER

OTHER PCSTS UNSPEC! FI ED
CATEGORY SUBTOTAL:

TOTAL STAFF COUNT:

79

SH FT FAC-
TOR

OFFI CE HRS N
CONTI NUCUS Y
CONTI NUCUS Y

OFFI CE HRS N
CONTI NUCUS Y
EVENI NG ALL Y

DAY, ALL Y
DAY, ALL Y
DAY, ALL Y

CFFICE HRS N

#

ol ol

=enN

=EN
coo

SPAN TOTL
OF
CON-
TROL

.00
. 96
. 65
.61
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SUMVARY ANALYSI S OF STAFFI NG PATTERN

F.P.C. ALLENWOCD

AREA

ADM NI STRATI ON

BUSI NESS MANAGEMENT
SUPPORT COPERATI ONS
PROGRAMS AND ACTI VI TI ES
VEDI CAL AND TREATMENT
CONTROL PO NTS

PERI METER SECURI TY
UNI T SUPERVI SI ON

| NTERNAL ACTI VI TY AND YARD
EXTERNAL AND OTHER
TOTAL

STAFF SUMVARY BY SHI FT

ADM NI STRATI VE & SUPPCRT
MEDI CAL, PGRM & CASE MNGT
UNI T OFFI CERS

OTHER OFFI CERS

TOTAL

AVE. SPAN SUPERV. CTRL

AUTHORI ZED CO S:
OVERTI ME CO FTE:
TOTAL FTE CO S:
TOTAL POST REQT. :
DI FFERENCE
CONGRUENCE

PCSI TI ONS %  RATE

NI TE

N R
PROOO

PER
100 P.
3.0 3.2 0.8
11.0 11.6 2.9
21.0 22.1 5.6
27.0 28. 4 7.2
6.0 6.3 1.6
10.9 11.5 2.9
0.0 0.0 0.0
8.6 9.1 2.3
6.6 7.0 1.8
1.0 1.1 0.3
95.1 100.0 25.4
DAY EVE
# R # R
28 8 2 1
30 8 1 0
3 1 2 1
8 2 2 1
69 18 7 2
3.24 KEY FUNCTI ON PGSI TI ONS
28. 00 MEDI CAL:
0.00 MENTAL HEALTH:
28. 00 | NDUSTRY:
27.15 EDUCATI OV VOTEC:
0. 85 CLERI CAL:
0.97

80

STANDARD
COST PER
100 PRI S.

nunununnnnnnn,m

16,400
51,333
98,000
126,000
36,000
40,769
0
32,157
24,691
3,733
429,084

TOTL
# R
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SUMVARY CHART
F. P. C. ALLENWOCD

POPULATI ON LEVEL 370 #HitHHHHHHIHHHHHHHHHHHEH
COVERAGE FACTOR 18 HHHHHHHH AT

STAFF RATE/ DAY 18 HitHHHHHHHHIH T

STAFF RATE/ EVE 2 ##

STAFF RATE/ NI TE
STAFF RATE/ TOTL 2
CONGRUENCE

SPAN OF CTRL
ADM SPT STAFF
MED/ PGRM CASE
UNIT CO S

Or'HER CO S

VEDI CAL

MENTAL HEALTH

| NDUSTRY
EDUCATI OV VOTEC
CLERI CAL

UNIT CO S/ DAY
UNIT CO S/ EVE
UNIT CO S NTE

OHHI—\HQQI—\HU'II\)CDCDOOO(J'I

DAYS, ACCRUED BY MONTH

ANNUAL LEAVE
HOLI DAYS

| LLNESS LEAVE
TRAI NI NG DAYS
M LI TARY LEAVE
OTHER LEAVE

CO OVERTI ME

HHHHH AR R R R

HH#H

HEHHH AR
HEHHHHHHH
#H#

HHHH

#

#

Hit#

B T

& YEAR, FOR SPECI AL FUNCTI ONS

OFFI CERS NON- OFFI CERS
MONTH YEAR  MONTH YEAR
34 407 85 1020

23 271 57 680

14 163 34 408

11 136 28 340

5 54 11 136

5 54 11 136

0 0 0 0

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD

81



FHERARAFERAHARFHIE AR IR R AR R AR B R e

CORRECTI ONAL STAFF ANALYSI S PRQJIECT
VI ENNA CORRECTI ONAL CENTER
STAFFI NG PATTERN ANALYSI S

FHEEHFEH AR R R R R R R R R LR

CALCULATI ON OF COVERAGE FACTOR

TOTAL DAYS PER YEAR

REGULAR DAYS OFF:

TOTAL REMAI NI NG DAYS PER YEAR
VACATI ON DAYS:

HCLI DAYS:

AVERAGE | LLNESS LEAVE TAKEN

CORRECTI ONAL OFFI CER TRAI NI NG DAYS:

AVERAGE M LI TARY LEAVE TAKEN:
AVERAGE OTHER LEAVE TAKEN:
TOTAL ACTUAL DAYS AVAI LABLE:

COVERACE FACTOR:
CONTI NUOUS COVERAGE FACTOR:
SEVEN DAY, ONE SHI FT COVERACE:

365

221

1.18
4.96
1.65

FHERHREFFERARRRAHRE R AR F AR AR AR R AR R H R RRE R G R RRER R AR AR

STAFFI NG PATTERN LI STI NG

PCSI TI ON LOCATI ON

*rrr* . ADM NI STRATI ON

SUPERI NTENDENT ADM NI STRATI ON

ADM ASST. SUPT.

CLERK STENO ADM ASST

ASST. SUPT. OPERATI ONS
SECRETARY A. S. OPERATI ONS

| NVESTI GATOR A. S. OPERATI ONS
CLERK I NVESTI GATOR
ASST. SUPT. PROGRAMS
SECRETARY A. S. PROGRAMS

CATEGORY SUBTOTAL:

82

11

SH FT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

FAC

TOR

222222222

# SPAN TOTL

OF

CON-

TRCOL
1.0 6 1.00
1.0 1 1.00
1.0 0 1.00
1.0 8 1.00
1.0 0 1.00
1.0 1 1.00
1.0 0 1.00
1.0 12 1.00
1.0 0 1.00
9.00



PCSI TI ON

LOCATI ON

*rExr o BUSI NESS MANAGEMENT

SECRETARY
PERSONNEL REP.
CLERK

BUSI NESSADM NI STRATO

BUSI NESSMANAGER
CLERK

CLERKS

ACCOUNTANT
ACCOUNT CLERKS
ACCOUNT CLERK
CLERK

CASHI ER

SUPERVI SOR
SUPPLY STAFF
CLERK

CLERK

CATEGCORY SUBTOTAL:

*kkkk*

SUPPLY SUPERV.
SUPPLY STAFF
SUPERVI SOR
CLERK

SUPERVI SORS
ASSI STANTS
SUPERVI SOR
ENG NEER

ENG NEERS

ENG NEER

MANAGER
VEH CLE REPAI R

CATEGCORY SUBTOTAL:

SUPT.

PERSONNEL
PERSONNEL

ADM NI STRATI ON
ADM NI STRATI ON
BUSI NESS OFFI CE
PERSONNEL

BUSI NESS OFFI CE
BUSI NESS OFFI CE
TRUST FUND
TRUST FUND

BUSI NESS OFFI CE
COW SSARY

COW SSARY

SERVI CE CENTER
SERVI CE CENTER

SUPPCORT OPERATI ONS

SUPERVI SOR

MAI NTENANCE
MAI NTENANCE
UTI LI TI ES

BA LERS

BA LERS

WATER & SEVER
WATER & SEVER
FOOD SERVI CE
EARLY AM

A M

LATE AM

EVENI NG
LAUNDRY

AGRI CULTURE

83

SH FT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

DAY&EVE, ALL
CONTI NUOUS
OFFI CE HRS

DAY, M F
DAY, M F

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

HRS
HRS
HRS
HRS

NI GHT, ALL

DAY, ALL
DAY, ALL

EVEN NG ALL

DAY, M F
DAY, M F

FAC-
TOR
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PCSI TI ON

* % % % %

SUPERVI SOR
CLERKS
SUPERVI SOR
COUNSELCRS
SUPERVI SOR
CLERKS
COORDI NATOR
COUNSELOR
CLERK
SUPERVI SOR
STAFF
CHAPLAI' N

LI BRARI ANS
SUPERVI SOR
FOREMEN

DI RECTOR
ADM NI STRATORS
TEACHERS
COUNSELCRS
CLERKS
VOCED
TEACHERS
CATEGORY SUBTOTAL:

* % % % %

PHYSI ClI AN

ADM NI STRATCOR
CLERK

PHYSI ClI AN

DENTI ST
OPTOMETRI ST
PHARVACI ST

MED TECH

CLERK

HEAD NURSE
NURSES/ TECHS
CATEGORY SUBTOTAL:

- LOCATI ON

PROGRAMS AND ACTI VI Tl ES

CLI NI CAL SERVI CES
CLI NI CAL SERVI CES
CASEVWORK
CASEVWORK
RECORDS
RECORDS
VOLUNTEERS
RELEASE PREP
RELEASE PREP
ACTIVITY
RECREATI ON
CHAPEL

LI BRARY

AGRI CULTURE
AGRI CULTURE
C. EDUCATI ON
EDUCATI ON
EDUCATI ON
EDUCATI ON
EDUCATI ON
EVENI NG

EVENI NG

MEDI CAL AND TREATMENT

VEDI CAL
VEDI CAL
VEDI CAL
VEDI CAL
VEDI CAL
VEDI CAL
VEDI CAL
AMBULANCE
AMBULANCE
I NFI RVARY
I NFI RVARY

84

SH FT

COFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
CFFI CE HRS
OFFI CE HRS
OFFI CE HRS
CFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
DAY&EVE, ALL
OFFI CE HRS
DAY, M F

OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
CFFI CE HRS
EVE, M F

EVE, M F

CFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
CFFI CE HRS
OFFI CE HRS
OFFI CE HRS
DAY, M F

CONTI NUQUS

FAC-
TOR
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PCSI TI ON

* k k k%

CONTROL PO NTS

CH EF

CLERK

TRAI NI NG OFFI CER
CAPTAI NS

CAPTAIN

CLERK

OFFI CER

LI EUTENANTS

LI EUTENANTS
SERGEANT

SECURI TY

OFFI CER

CATEGORY SUBTOTAL:

* k k k%

PATROL#I
I NFORVATI ON
CATEGORY SUBTOTAL:

* k k k%

SERGEANTS
OFFI CERS
SERGEANTS
OFFI CERS
SERGEANTS
OFFI CERS
SERGEANTS
OFFI CERS
SERGEANTS
OFFI CERS
SERGEANTS
OFFl CERS
SERGEANT
SERGEANT
OFFI CERS
OFFl CERS
VEAL RELI EF
CATEGCORY SUBTOTAL:

LOCATI ON

SECURI TY
SECURI TY
SECURI TY

ALL SHI FTS
ASSI GN ADJUST
ASSI GN ADJUST
MAI L ROOM
ZONES | -3
ZONES 485

ADM BLDG
CONTROL ROOM
MAI L ROOM

PERI METER SECURI TY

QUTSI DE
ENTRANCE BLDG

UNI T SUPERVI SI ON

UNIT
UNIT
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNNT 5
UNIT 6
UNIT 6
BLDGL9, 3FL
BLDGL9, | FL
BLDGL9, 2&3
BLDGL9, | FL
BLGD19, | FL

OORRRWWNNERE
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SH FT

CFFI CE HRS
OFFI CE HRS
OFFI CE HRS
CONTI NUCUS
DAY, M F
DAY, M F
DAY, M F
CONTI NUCUS

DAY&EVE, ALL
DAY&EVE, ALL

CONTI NUCUS
DAY, ALL

CONTI NUCUS
CONTI NUCUS

CONTI NUQUS
CONTI NUCUS
CONTI NUCUS
CONTI NUCUS
CONTI NUCUS
CONTI NUCUS
CONTI NUCUS
CONTI NUCUS
CONTI NUQUS
CONTI NUCUS
CONTI NUCUS
CONTI NUQUS
CONTI NUQUS
CONTI NUCUS
CONTI NUCUS

DAY&EVE, ALL
DAY&EVE, ALL

FAC
TOR
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PCSI TI ON

*kkkk*

LOCATI ON

I NTERNAL ACTIVITY AND YARD
OFFl CERS RECREATI ON
OFFI CER | DENTI FI CATI ON
OFFI CER LOBBY DESK
OFFI CER VI SI TI NG
OFFI CER TELEPHONE
OFFI CER VEAL RELI EF
SERGEANT TOMN SQUARE
OFFI CER EDUCATI ON
OFFI CER EDUCATI ON
OFFI CER VOCATI ONAL
OFFI CER ROUSTABQUTS
OFFI CER LOCKSM TH
OFFI CER ROAD GANG
OFFI CER TELEPHONE
OFFI CER YARD
OFFI CER LI BRARY
OFFI CER LAUNDROVAT
OFFI CER LAKE
OFFI CER SW MM NG
OFFI CER Pl CNI C AREA
OFFI CER COW SSARY

CATEGCORY SUBTOTAL:

* k k k%

EXTERNAL AND OTHER

LI EUTENANT
OFFI CER
CATEGORY SUBTOTAL:

TRANSPCORTATI ON
TRANSPCRT

TOTAL. STAFF COUNT:

86

SH FT FAC-

TOR

CFFI CE HRS
DAY, M F
DAY&EVE, ALL
DAY&EVE, ALL
EVEN NG ALL
CONTI NUCUS
DAY&EVE, ALL
DAY&EVE, M F
VKND, DAYS
DAY&EVE, M F
DAY, M F

DAY, M F

DAY, M F
VKND, DAYS
VWKND, DAYS
VKND, DAYS
VKND, DAYS
VWKND, DAYS
VKND, DAYS
VKND, DAYS
EVE, M F

<< << <K<K <K<K Z K<< <K<K <K< <ZZ

DAY, M F N
DAY, M F
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SUMVARY ANALYSI S OF STAFFI NG PATTERN
VI ENNA CORRECTI ONAL CENTER

AREA

ADM NI STRATI ON

BUSI NESS MANAGENMENT
SUPPORT COPERATI ONS
PROGRAMS AND ACTI VI TI ES
VEDI CAL AND TREATMENT
CONTROL PO NTS

PERI METER SECURI TY

UNI T SUPERVI SI ON

I NTERNAL ACTIVITY AND YARD

EXTERNAL AND OTHER
TOTAL

STAFF SUMVARY BY SHI FT

ADM NI STRATI VE & SUPPORT

MEDI CAL, PGRM & CASE MNGT

UNI T OFFI CERS
OTHER OFFI CERS
TOTAL

AVE. SPAN SUPERV. CTRL

AUTHORI ZED CO S
OVERTI ME CO FTE:
TOTAL FTE CO S
TOTAL POST REQT. :
DI FFERENCE
CONGRUENCE

238. 00

238. 00
228 47

POSI Tl ONS % RATE
PER
100 P.

9.0 2.1 1.6

19.0 4.5 3.3

46. 8 11.1 8.1

105.1 24.9 18.1

14.5 3.4 2.5

44.0 10. 4 7.6

9.9 2.3 1.7

135.6 32.1 23.4

36.9 8.7 6.4

2.0 0.5 0.3

422.9 100.0 72.9
DAY EVE NI TE
# R # R # R
60 10 4 1 3 1
93 16 22 4 1 0
28 5 28 5 26 4
43 7 19 3 8 1
224 39 73 13 38 7

KEY FUNCTI ON PGSI TI ONS

MEDI CAL:

MENTAL HEALTH

| NDUSTRY:
EDUCATI OV VOTEC:
CLERI CAL:

87

STANDARD
COST PER

1

$
$
$
$
$
$
$
$
$
$
$

00 PRIS.

31,810
57,328
141,330
317,154
56,095
106,275
23,946
327,257
89,171
4,828
1,155,193

TOTL
# R

75 13
120 21
136 23

93 16
423 73

10

61 1
30

o
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SUVMVARY CHART

VI ENNA CORRECTI ONAL CENTER

PCPULATI ON LEVEL 580
COVERAGE FACTOR 18
STAFF RATE/ DAY 39
STAFF RATE/ EVE 13
STAFF RATE/ N TE 7
STAFF RATE/ TOTL 73
CONGRUENCE 0
SPAN OF CTRL 4
ADM SPT STAFF 13
MEDY PGRM CASE 21
UNIT CO S 23
OrHER CO S 16
VEDI CAL 2
MENTAL HEALTH 0
| NDUSTRY

EDUCATI OV VOTEC 11
CLERI CAL 5
UNNT CO S/ DAY 5
UNNT CO S/ EVE 5
UNNT CO S NTE 4

DAYS, ACCRUED BY MONTH

ANNUAL LEAVE
HOLI DAYS

I LLNESS LEAVE
TRAI NI NG DAYS
M LI TARY LEAVE
OTHER LEAVE

CO OVERTI ME

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD

XXXKX

HHBHHERHRHBHA RS BHIH
HHBHH R RHBHBHA RS BHBH B RARHBH B R RABH AR RS

HEHABHARHARHH

HAHHHAH
XXXXXXX

HHHH

HHHHHHHHIHHH | #

HARBHGHHAAB BRI HHHH AR
HHBHB R RHBHBHA RS BHBHH RS
HARRHSHHHHHRRHSHS

##

HEHARHARHAHR
HHARHH

HHARHH

HHARHH

HHHH

& YEAR, FOR SPECI AL FUNCTI ONS

MONTH

88

286
190
152
57
38
38
0

OFFI CERS
YEAR

3427
2285
1828
685
457
457
0

NON- OFFI CERS
MONTH YEAR
243 2916
162 1944
130 1555
49 583

32 389

32 389

0

0



FHARERFHRRAFRABH B AR AF R RSB R AR H AR AR R R AR B R

CORRECTI ONAL STAFF ANALYSI S PRQIECT
F.C.I. FORT WORTH
STAFFI NG PATTERN ANALYSI S

FERFHBFRAHBRFHAFHRAFRAFFRFHRF LB ERHHEH AT RB BB HE RS R R B R AL R R R R
CALCULATI ON OF COVERAGE FACTOR

TOTAL DAYS PER YEAR 365
REGULAR DAYS OFF: 104
TOTAL REMAI NI NG DAYS PER YEAR: 261
VACATI ON DAYS: 22
HOL| DAYS: 11
AVERAGE | LLNESS LEAVE TAKEN: 6
CORRECTI ONAL OFFI CER TRAI NI NG DAYS: 5
AVERAGE M LI TARY LEAVE TAKEN: 1
AVERAGE OTHER LEAVE TAKEN: 1
TOTAL ACTUAL DAYS AVAI LABLE: 215
COVERACE FACTOR: 1.21
CONTI NUQUS COVERAGE FACTOR 5.10
SEVEN DAY, ONE SH FT COVERAGE: 1.70

FHRBHHARBFHARFFH AR H AR FHARAFH AR AR AR RF AR E R AR R B R R AR

STAFFI NG PATTERN LI STI NG 5
PCSI TI ON LOCATI ON SH FT FAG- # SPAN TOIL
TOR OF

CON-

TRCL
*rEEr ADM NI STRATI ON
WARDEN ADM NI STRATI ON CFFI CE HRS N 1.0 4 1.00
ASSOCI ATE WARDEN PROGRAMS OFFI CE HRS N 1.0 10 1.00
ASSCOCI ATE WARDEN ADM NI STRATI ON OFFI CE HRS N 1.0 13 1.00
RESEARCH ANALYST ADM NI STRATI ON OFFI CE HRS N 1.0 2 1.00
SECRETARY WARDEN OFFI CE HRS N 1.0 0 1.00
SECRETARY ASSOC. WARDENS OFFI CE HRS N 1.0 0 1.00
RESEARCH ASSI STANT RESEARCH OFFI CE HRS N 1.0 0 1.00
SECRETARY RESEARCH OFFI CE HRS N 1.0 0 1.00
SECRETARY ASSOC WARDENS OFFI CE HRS N 1.0 5 1.00
CATEGORY SUBTOTAL: 9.00

89



PCSI TI ON

* k k k%

PERSONNEL OFFI CER
BUSI NESS MANAGER
COORDI NATOR
PERSONNEL MANAGER
SECRETARI ES

ASST. BUSI NESS MANAGE

SUPERVI SOR
ACCOUNTANTS
PURCHASI NG AGENTS
STOREKEEPER
SUPPLY CLERKS

RELI EF CLERK
CLERKS

COFFI CE MANAGER
ACCOUNTANT
CATEGCORY SUBTOTAL:

* k k k%

FACI LI TY MANAGER
MANAGER

ADM NI STRATCOR
SECRETARY

CHI EF

FOREMEN

OPERATORS

GENERAL FOREMEN
FOREMEN

ASST. ADM NI STRATOR
COOK FOREMEN
GENERAL FOREMAN
CATEGORY SUBTOTAL:

LOCATI ON

BUSI NESS MANAGENMENT

PERSONNEL

BUSI NESS OFFI CE
STAFF TRAI NI NG
BUSI NESS OFFI CE
PERSONNEL

BUSI NESS OFFI CE
ACCOUNTI NG

BUSI NESS OFFI CE
BUSI NESS OFFI CE
BUSI NESS OFFI CE
BUSI NESS OFFI CE
BUSI NESS OFFI CE
TRUST FUND

| NDUSTRI ES

| NDUSTRI ES

SUPPORT OPERATI ONS

MAI NTENANCE
SAFETY

FOOD SERVI CE

FACI LI TY MANAGER
UTI LI TI ES

UTI LI TY MAI NTENANCE
BA LER SYSTEM
MAI NTENANCE

MAI NTENENCE

FOOD SERVI CE

" KI TCHEN

MAI NTENANCE

90

SH FT

HRS
HRS
HRS
HRS

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

OFFI CE

OFFI CE

OFFI CE

OFFI CE

OFFI CE

DAY, M F
CONTI NUCUS

DAY, M F

DAY, M F

OFFI CE HRS

DAY&EVE, ALL
DAY, M F

HRS
HRS
HRS
HRS
HRS

FAC
TOR
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PCSI TI ON

* k k k% %

COORDI NATOR
SUPERVI SOR
PROGRAM OFFI CER
PRI NCI PAL
SUPERVI SOR
CHAPLAI N
COORDI NATOR
SECRETARY
COORDI NATOR
TEACHER
TEACHERS

RECREATI ON SPECI ALI ST
PUBLI CATI ON MANAGER

| NDUSTRY MANAGER
PRI NTI NG MANAGER
MANAGER

DUPL EQUI P OPERATOR

CLERK

RECORDS CLERKS
CASE MANAGERS
CLERKS

CASE MANAGCER
CLERKS

CASE MANAGERS
CLERKS

CASE MANAGERS
CLERKS

CASE MANAGERS
CLERKS

CATEGCORY SUBTOTAL:

*kkk*

CH EF PSYCHOLOGQ ST
MEDI CAL OFFI CER
ADM NI STRATCOR
PHARVACI ST

PHYSI CI ANS

DENTI STS

DENTAL TECH
SUPERVI SOR

NURSES/ MED TECHNI CI AN

CLERKS
PSYCHOLOGQ STS
CATEGCORY SUBTOTAL:

LOCATI ON

PROGRAMS AND ACTI VI TI ES

CASE MANAGEMENT
RECORDS

COMMUNI TY SERVI CES
EDUCATI ON

I NDUSTRI ES
CHAPEL

WORK RELEASE
EDUCATI ON

LEARNI NG CENTER
LEARNI NG CENTER
EDUCATI ON
RECREATI ON

| NDUSTRI ES

| NDUSTRI ES

| NDUSTRI ES

SI GN FACTORY

| NDUSTRI ES

CASE MANAGEMENT
RECORDS

CHSU UNI T

CHSU UNI T

DRUG ABUSE UNI T
DRUG ABUSE UNI T
NARA UNI T

NARA UNI T

STAR UNI T

STAR UNI'T

WOMEN S UNI'T
WOMEN S UNI' T

VEDI CAL AND TREATMENT

PSYCHOLOGY
MVEDI CAL
HOSPI TAL
VEDI CAL

NURSES/ MEDTECHS
MVEDI CAL

VEDI CAL
PSYCHOLOGY

91

SH FT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
DAY, M F
DAY, M F
DAY, M F
DAY, M F
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE HRS
OFFI CE HRS
CONTI NUCUS
OFFI CE HRS
OFFI CE HRS

HRS
HRS
HRS
HRS
HRS
HRS

FAC
TOR
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PCSI TI ON LOCATI ON SHI FT FAC # SPAN TOTL

TOR OF

CON-

TROL
*EEET . CONTROL PO NTS
CH EF SUPERVI SCR SECURI TY OFFICE HRS N 1.0 2 1.00
CLERK CORRECTI ONAL  SUPERVI S OFFICE HRS N 1.0 0 1.00
CORRECTI ONAL SUPERVI S SECURI TY CONTINUOQUS * 1.4 10 7.00
OFFI CER CONTROL ROOM CONTINUOUS Y 1.0 O 5.10
OFFI CER LOBBY DAY&EVE, ALL Y 1.0 0 3.40
SECURI TY OFFI CER SECURI TY DAY, M F N 1.0 0 1.00
OFFI CER SECURI TY DAY, M F N 1.0 0 1.00
CATEGCORY SUBTOTAL: 19.50
***r*  PERI METER SECURI TY
OFFI CER PATRCL DAY&EVE, ALL Y 2.0 0O 6.80
OFFI CER ENTRANCE DAY, M F Y 1.0 0 1.21
OFFI CER ENTRANCE DAY, M F Y 1.0 0 1.21
CATEGCORY SUBTOTAL: 9.23
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PCSI TI ON

* k k k%

UNI T MANAGER

UNI' T MANAGER

UNI T MANAGER

UNI' T MANAGER

UNI' T MANAGER
OFFI CER

OFFI CER

OFFI CER

OFFI CER

CATEGORY SUBTOTAL:

* k k k%

| NTERNAL ACTI VI

OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
CATEGORY SUBTOTAL:

* k k k%

OFFI CER
OFFI CER
OFFI CER
CATEGCORY SUBTOTAL:

TOTAL STAFF COUNT:

LOCATI ON

UNI T SUPERVI SI ON
DRUG ABUSE PROGRAM

NARA UNI T
STAR UNIT
WOMEN S UNI'T
CHSU UNI T
UNI' TS

UNI' TS

UNI TS

UNI' TS

TY AND YARD

VI SI TI NG ROOM
ACTIVITY AREAS

YARD
MAI L ROOM

RECEI VI NG & DI SCHARGE

EDUCATI ON
YARD

VI SI TI NG
MAI L ROOM

CLOTH NG ROOM

YARD PATROL

EXTERNAL AND OTHER
OTHER POSTS

BUS

EXECUTI VE RELI EF

93

SH FT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

HRS
HRS
HRS
HRS
HRS

CONTI NUOUS
DAY&EVE, ALL

DAY, M F

VKND, DAYS

DAY, ALL

DAY&EVE, ALL
DAY&EVE, ALL

DAY, M F
DAY, M F
DAY, M F

VWKND, DAYS
VKND, DAYS

DAY, M F
DAY, M F

VKND, DAYS

DAY&EVE, ALL

DAY, M F
DAY, M F

FAC-
TOR
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SUMVARY ANALYSI S OF STAFFI NG PATTERN

F.C.1. FORT WORTH

AREA

ADM NI STRATI ON

BUSI NESS NMANAGEMENT
SUPPORT COPERATI ONS
PROGRAMS AND ACTI VI TI ES
VEDI CAL AND TREATMENT
CONTRCOL PO NTS

PERI METER SECURI TY

UNI T SUPERVI SI ON

| NTERNAL ACTIVITY AND YARD
EXTERNAL AND OTHER
TOTAL

STAFF SUMVARY BY SHI FT

ADM NI STRATI VE & SUPPORT
MEDI CAL, PGRM & CASE MN\GT
UNI T OFFI CERS

OTHER OFFI CERS

TOTAL

AVE. SPAN SUPERV. CTRL

AUTHORI ZED CO S: 100. 00

OVERTI ME CO FTE:

TOTAL ETE CO S: 100. 00
94. 48

TOTAL POST REQT. :
DI FFERENCE:
CONGRUENCE:

POSI TI ONS %  RATE

PER
100 P.

9.0 3.9 1.6

21.0 9.2 3.7

31.0 13.5 5.5

51.0 22.2 9.0

23.0 10.0 4.1

19.5 8.5 3.5

9.2 4.0 1.6

35.6 15.5 6.3

22.3 9.7 4.0

7.8 3.4 1.4

229.5 100.0 40.6
DAY EVE NI TE
# R # R # R
51 9 3 1 1 0
68 12 2 0 2 0
13 2 6 1 5 1
30 5 9 2 2 0
162 29 20 4 10 2
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KEY FUNCTI ON PGCSI TI ONS

MEDI CAL:

MENTAL HEAL TH:
| NDUSTRY:
EDUCATI QV VOTEC:
CLERI CAL:

STANDARD

COST PER
100 PRI S.

32, 655
65, 044
96, 018
157, 964
91, 593
48, 313
22,861
88, 192
55, 348
19, 394
677,382
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SUMVARY CHART

F.C.1. FORT WORTH

PCOPULATI ON LEVEL
COVERAGE FACTCR
STAFF RATE/ DAY
STAFF RATE/ EVE
STAFF RATE/ NI TE
STAFF RATE/ TOTL
CONGRUENCE

SPAN OF CTRL
ADM SPT STAFF
MEDY PGRM CASE
UNIT CO S

OTHER CO S

VEDI CAL

MENTAL HEALTH

| NDUSTRY
EDUCATI OV VOTEC
CLERI CAL

UNNT CO S/ DAY
UNNT CO S/ EVE
UNNT CO S NTE

= -
oWk ~O

PPN OON PP WwO

DAYS, ACCRUED BY MONTH

ANNUAL LEAVE
HOLI DAYS

| LLNESS LEAVE
TRAI NI NG DAYS
M LI TARY LEAVE
OTHER LEAVE
CO OVERTI ME

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD

XXXXX

RHAHB R R HBH SRR HBH IR
RUHRHBHERHBHB R RH R H AR R R BHEH

HHHH
#HH

R T ST it i v i e e i o i

HHHH
HEHABHARHAHR
HEHABHARHARHH
HEHHHH
HEHHBHARHH
#HH#

#

#

#HH

#HH#

#H

#

#

61 YEAR, FOR SPECI AL FUNCTI ONS

MONTH

95

173
87
47
39

8
8
0

OFFI CERS
YEAR

2079
1039
567
472
94
94

0

NON- OFFI CERS
MONTH YEAR
248 2970
124 1485
68 810

56 675

11 135

11 135

0



FERHRHHRERAEFRARFRHRAHARAFHHAAR R F R H AR AR BRI RS RS R R AR R

CORRECTI ONAL STAFF ANALYSI S PRQJIECT
ONONDAGA COUNTY CORRECTIONS FACI LI TY
STAFFI NG PATTERN ANALYSI S

FREFHHARAFRRFERBEH A HA R AR BB HAF BB E RSB BA R AR AR AR R AR R

CALCULATI ON OF COVERAGE FACTOR

TOTAL DAYS PER YEAR

REGULAR DAYS OFF:

TOTAL REMAI NI NG DAYS PER YEAR:
VACATI ON DAYS:

HOL| DAYS:

AVERAGE | LLNESS LEAVE TAKEN:
CORRECTI ONAL OFFI CER TRAI NI NG DAYS:
AVERAGE M LI TARY LEAVE TAKEN:
AVERAGE OTHER LEAVE TAKEN:

TOTAL ACTUAL DAYS AVAI LABLE:

COVERACE FACTOR
CONTI NUQUS COVERAGE FACTOR:
SEVEN DAY, ONE SH FT COVERAGE:

365
104
261
10
11
12

7

1

3
217

1.20
5.05
1.68

FHRBERBAFAHRBHABERRBEHAB AR AR FE IR FH R HERFHH A IR AR BRI R

STAFFI NG PATTERN LI STI NG 13

POSI TI ON LOCATI ON

**rrr ADM NI STRATI ON

COMM SSI ONER ADM NI STRATI ON
DPTY. COW SSI ONER ADM NI STRATI ON
ADM NI STRATI VE OFFI CE ADM NI STRATI ON
PLAN & RESEARCH DIR.  ADM NI STRATI ON

SECRETARY ADM NI STRATI ON
TYPI ST ADM NI STRATI ON
TYPI ST ADM NI STRATI ON

CATEGCORY SUBTOTAL:

96

SH FT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

HRS
HRS
HRS
HRS
HRS
HRS
HRS

FAC
TOR

2222222

# SPAN TOTL

il alals
QOO OOOO

OF

CON-
TRCOL

ODOODO P oW

NP R RR R R

.00
.00
.00
. 00
.00
.00
.00
.00



PCSI TI ON

* k k k%

ACCOUNTANT
ACCOUNT CLERK

TYPI ST

CATEGCORY SUBTOTAL:

* k k k%

SUPPCORT DI RECTCOR
MAINT. LT.

MAI NT. OFFI CER
PLANT SUPERV.
PLANT OPERATORS
STOREKEEPER

TYPI ST

CATEGORY SUBTOTAL:

* k k k%

PROGRAM DI RECTOR
RELEASE DI RECTOR
EDUCATI ON DI RECTOR
COUNSELCRS

REC. SUPERV.

REC. LEADERS

CLERI CAL Al DE

TYPI ST

TYPI ST

CATEGCORY SUBTOTAL:

* k k k%

PSYCHOLOGE ST
CATEGCORY SUBTOTAL:

* k k k%

CONTROL PO NTS

CUSTODY DI R
SUPPCRT SUPERV
CONTROL CTR

FRONT DESK
CATEGCORY SUBTOTAL:

* k k k%

PATRCL
PATRCL
CATEGCORY SUBTOTAL:

LOCATI ON

BUSI NESS MANAGENMENT

ADM NI STRATI ON

ADM NI STRATI ON

ADM NI STRATI ON

SUPPCORT OPERATI ONS

SUPPORT
SUPPCRT
SUPPCRT
BO LER
BA LER

WAREHOUSE
ADM NI STRATI ON

PROGRAMS AND ACTI VI TI ES

PROGRAMS
PROGRAMS
PROGRAMS

PROGRAM | NTAKE

GYMWNASI UM
GYMWNAS| UM
PROGRAMS
PROGRAMS

| NTAKE

VEDI CAL AND TREATMENT

PROGRAMS

CONTROL CTR
CONTROL CTR
CONTROL CTR
FRONT DESK

PERI METER SECURI TY

PERI METER
PERI METER

97

SHI FT

OFFI CE HRS
OFFI CE HRS
OFFI CE HRS

OFFI CE HRS
DAY, M F
DAY, M F
DAY, M F
CONTI NUCUS
DAY, M F
QFFI CE HRS

OFFI CE HRS
OFFI CE HRS,
CFFI CE HRS
OFFI CE HRS
DAY, M F

DAY, M F

OFFI CE HRS
CFFI CE HRS
CFFI CE HRS

OFFI CE HRS

DAY, M F
DAY, M F
CONTI NUCUS
CONTI NUCUS

NI GHT, ALL
EVEN NG ALL

FAC
TOR

=222

Z22<zZ22Z22

Z2Z2Z2zZ22Z22=22

<<Z2Z2

# SPAN TOTL

==

i
O OO

PRRR R

PFREENENEREE

Ll s

OF
CON-
TROL

O ON
WLk
o
o

coocococooo
OOO(J"OI—\.&
PRrPRoP R REe
o
a

[E

00

00
00
00
00
.00
. 00
.00
00

[efolololololoYoXa)
COO OO (g
PRRPRNRNNRRR

[E

. 00
. 00
.05

o000
(an]
NorlolR P

.10

. 68
.37



PCSI TI ON LOCATI ON SH FT FACG- # SPAN TOTL

TOR OF

CON-

TRCL
*EEEEUNIT SUPERVI SI ON
UNI T SUPERV. UNI TS CONTI NUCUS Y 1.0 4 5.05
VST W NG SUPV VEST W NG CONTI NUQUS Y 1.0 3 5.05
A FLAGAE NG VEEST W NG DAY&EVE,ALL Y 1.0 0 3.37
F FLAGGE NG VEEST W NG DAY&EVE,ALL Y 1.0 0 3.37
GALLERI ES VEEST W NG CONTI NUQUS Y 1.0 0 5.05
GALLERI ES VEST W NG DAY, ALL Y 1.0 0 1.68
EAST W NG SUPV EAST W NG CONTI NUQUS Y 1.0 2 5.05
R-S GALLERI ES EAST W NG CONTI NUQUS Y 1.0 0 5.05
R-S GALLERI ES EAST W NG DAY, ALL Y 1.0 0 1.68
Y DESK EAST W NG DAY&EVE,ALL Y 1.0 0 3.37
WOMVEN S W NG DESK WOMEN S W NG CONTI NUQUS Y 1.0 1 505
M N GALLERI ES WOMVEN S W NG DAY&EVE,ALL Y 1.0 0 3.37
M N GALLERI ES WOMVEN S W NG DAY, ALL Y 1.0 0 1.68
PO GALLERI ES SPEC. HOUSI NG CONTI NUQUS Y 1.0 0 5.05
CATEGORY SUBTOTAL: 53. 88
¥EEF® I NTERNAL ACTIVITY AND YARD
BOOKI NG | NTAKE DAY, M F N 1.0 0 1.00
| DENTI FI CATI ON | NTAKE DAY, M F N 1.0 0 1.00
PACKAGES FRONT DESK DAY, M F N 1.0 0 1.00
SEARCH VI SI T VI SI TI NG DAY&EVE, ALL Y 1.0 0 3.37
CUST. SERV. SUPV ADM NI STRATI ON DAY, M F N 1.0 12 1.00
FARM SUPERV FARM DAY, M F N 1.0 0 1.00
LAUNDRY LAUNDRY DAY, M F N 1.0 0 1.00
GROUNDS GROUNDS DAY, M F N 20 0 200
' FOOD SERV. Kl TCHEN DAY&EVE, ALL Y 1.0 0 3.37
CATEGORY SUBTOTAL: 14.74
Frxxx  EXTERNAL AND OTHER
TRANSPCORT | NTAKE DAY&EVE,MF N 1.0 0 1.00
CATEGORY SUBTOTAL: 1.00
TOTAL STAFF COUNT: 118. 14
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SUVMARY ANALYSI'S OF STAFFI NG PATTERN
ONONDAGA COUNTY CORRECTI ONS FACI LI TY

AREA PCSI TI ONS % RATE STANDARD
PER COST PER
100 P. 100 PRI S.
ADM NI STRATI ON 7.0 5.9 4.4 $ 89,688
BUSI NESS MANAGEMENT 3.0 2.5 1.9 $ 32,813
SUPPCRT CPERATI ONS 11.1 9.4 6.9 $ 120,877
PROGRAVG AND ACTI VI TI ES 11.0 9.3 6.9 $ 120,313
MEDI CAL AND TREATMENT 1.0 0.8 0.6 $ 14,063
CONTROL PO NTS 12.1 10. 2 7.6 $ 105,903
PERI METER SECURI TY 3.4 2.9 2.1 $ 29,468
UNI T SUPERVI S| ON 53.9 45.6 33.7 $ 471,482
I NTERNAL ACTI VITY AND YARD 14.7 12.5 9.2 $ 128,935
EXTERNAL AND OTHER 1.0 0.8 0.6 $ 8,750
TOTAL 118.1 100.0 73.8 $1,122,289
STAFF SUMVARY BY SHI FT DAY EVE NI TE TOTL
# R # R # R # R
ADM NI STRATI VE & SUPPCORT 17 11 1 1 1 1 21 13
MEDI CAL, PGRM & CASE MNGT 12 8 0 O 0 O 12 8
UNI T OFFI CERS 14 9 11 7 7 4 54 34
OTHER OFFI CERS 15 9 6 4 3 2 31 20
TOTAL 58 36 18 11 11 7 118 74
AVE. SPAN SUPERV. CTRL 4.10 KEY FUNCTI ON POSI TI ONS # R
AUTHORI ZED CO S: 86. 00 MEDI CAL: 0 O
OVERTI ME CO FTE: 0. 00 MENTAL HEALTH: 1 1
TOTAL FTE CO S: 86. 00 | NDUSTRY: 0 O
TOTAL POST REQT.: 85. 09 EDUCATI OV VOTEC: 1 1
DI FFERENCE: 0.91 CLERI CAL: 8 5
CONGRUENCE: 0.99
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SUMVARY CHART
ONONDAGA COUNTY CORRECTIONS FACI LI TY

PCPULATI ON LEVEL 160 #HH#H#HHHHHHHHHHHHE

COVERAGE FACTOR 20 HHHHHHHHIEHHEH RS HIHH

STAFF RATE/ DAY 36 #HUHHHHHHHHHHHHEH RS R R H R R R
STAFF RATE/ EVE 11 ##H#HHEHEHE

STAFF RATE/ N TE T HitHHHHHH

STAFF RATE/ TOTL T4 XXXXXXX

CONGRUENCE 0

SPAN OF CTRL 4 #iH#

ADM SPT STAFF 13 HitHHHHHHHHH

VED PGRM CASE 8 HitH#H#HHAH

UNNT CO S 34 HHUHHAHBHERHAHERH AR | HERHR R
OTHER CO S 20 #H#t#HHHHHRHHASHAS T H#

MEDI CAL 0

MENTAL HEALTH | #

| NDUSTRY 0

EDUCATI OV VOTEC 1 #

CLERI CAL 5 #4444

UNIT CO S/ DAY O HitHHHHHIRIH

UNIT CO S/ EVE T H#i#H#H#

UNIT COS NTE 4 #iH#

DAYS, ACCRUED BY MONTH & YEAR FOR SPECI AL FUNCTI ONS

OFFI CERS NON- OFFI CERS

MONTH YEAR MONTH
ANNUAL LEAVE 71 851 28
HOLI DAYS 78 936 30
| LLNESS LEAVE 85 1021 33
TRAI NI NG DAYS 50 596 19
M LI TARY LEAVE I 85 3
OTHER LEAVE 21 255 8
CO OVERTI ME 0 0 0

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD

100

YEAR

331
364
397
231
33
99

0



BEAEREAFHBHARAREABERRFAAFARE IR RERBH BRI AR BB AR RS R RSB R

CORRECTI ONAL STAFF ANALYSI S PROJIECT
NY: WESTCHESTER COUNTY CORRECTI ONS
STAFFI NG PATTERN ANALYSI S

RHRH B R RHHBH AR RH B H R R R B R R RH B H R R B H B R BB H R R B R R R R R
CALCULATI ON OF COVERACE FACTOR

TOTAL DAYS PER YEAR
REGULAR DAYS OFF:

TOTAL REMAI NI NG DAYS PER YEAR

VACATI ON DAYS:
HOL| DAYS:

AVERAGE | LLNESS LEAVE TAKEN:

CORRECTI ONAL OFFI CER TRAI NI NG DAYS:
AVERAGE M LI TARY LEAVE TAKEN:

AVERAGE OTHER LEAVE TAKEN:
TOTAL ACTUAL DAYS AVAI LABLE:

COVERACE FACTOR:
CONTI NUOUS COVERAGE FACTOR:

SEVEN DAY, ONE SH FT COVERAGE:

1.23
5.15
1.72

RHBH B R RHBH R RHBH AR RH R R BB H R R H B H R R B R R R R R B H R R B

STAFFI NG PATTERN LI STI NG

PCSI TI ON

*rEEEr . ADM NI STRATI ON

COW SSI ONER
SPECI AL ASSI STANT
SECRETARY

WARDEN

SECRETARY

ASSOC. WARDEN
SNR. ASST. WARDEN
SECRETARY

ASSCC. WARDEN

SR ASST. WARDEN
SR TYPI ST

J: TYPI ST

W CAPTAI N

CATEGORY SUBTOTAL:

LSOO EER>E>

LOCATI ON

ADM NI STRATI ON
ADM NI STRATI ON
COW SSI ONER
ADM NI STRATI ON
WARDEN

PENI TENTI ARY
PENI TENTI ARY
ASSOC WARDEN
JAIL

JAI'L

ASSOC WARDEN
GENERAL

WOMEN S UNI'T

19

101

SH FT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

FAC-
TOR

2222222222222

# SPAN TOTL
OF
CON-
TRCL

ol o il al ol 5l el
olefolololofofooRofoYaRa)
FPOOWNOINO PO Fr W

[EE
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o
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PCSI TI ON - LOCATI ON SHI FT SPAN TOTL
OF

CON-

TRCL
FEEEE S BUSI NESS MANAGEMENT
A: TRAI NI NG OFFI CER ADM NI STRATI ON OFFI CE HRS O 0 1.00
CATEGCRY SUBTOTAL: 1. 00
FrEEEY S SUPPORT OPERATI ONS
P: MANAGER FOOD SERVI CE OFFICE HRS N 1.0 1 1.00
P: SEN OR cook PENI TENTI ARY OFFI CE HRS N 1.0 2 1.00
P: COCKS PENI TENTI ARY DAY&EVE, ALL * 2.0 0 7.00
P: MAI NTENANCE MAN PENI TENTI ARY DAY, M F N 2.0 0 2.00
P: STOREKEEPER WAREHOUSE DAY, M F N 1.0 0 1.00
J: MAI NTENANCE MAN JAI L DAY, M F N 1.0 0 1.00
CATEGORY SUBTOTAL: 13. 00
*EEEr . PROGRAMS AND ACTI VI TIES
P: CLERK | NTAKE DAY, M F N 1.0 0 1.00
CATEGCRY SUBTOTAL: 1.00
*EEx* NMEDI CAL AND TREATMENT
CATEGCRY SUBTOTAL: 0.00
*rEEEX S CONTROL PO NTS
P: CAPTAI N TOUR SUPERVI SOR DAY&EVE, ALL * 0.9 10 3.00
P: CAPTAI N POST 1 CONTI NUQUS * 0.8 0 4.00
P: OFFI CERS VEST CONTRCL DAYtEVE, ALL Y 1.0 0 3.43
P: OFFI CERS CONTROL CENTER DAY&EVE, ALL y 1.0 0 3.43
P: OFFI CERS RECORDS/ FRONT OFFI CE DAY&EVE, ALL Y 2.0 0 6.86
J: CAPTAI N, TOUR SUPERVI SOR CONTI NUQUS * 1.0 13 5.00
J:  OFFI CERS G CONTROL CONTI NUQUS Y 3.0 0 15.44
J:  OFFI CER CONTROL CENTER CONTI NUQUS Y 1.0 0 5.15
J: OFFI CER SEARCH CONTI NUQUS Y 1.0 0 5.15
J: OFFI CER SEARCH DAY&EVE, ALL Y 1.0 0 3.43
W SERGEANT TOUR SUPERVI SORS CONTI NUQUS * 1.0 6 5.00
W OFF| CERS CENTRAL CONTRCL CONTI NUOUS Y 1.0 0 5.15
CATEGORY SUBTOTAL: 65. 03
*EE** PERI METER SECURI TY
CATEGORY SUBTOTAL: 0. 00
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PCSI TI ON

* k k k%

LOCATI ON

UNI T SUPERVI SI ON

P:  SERGEANT UNI T SUPERVI SOR
P:  OFFI CERS A BLOCK

P:  OFFI CERS A BLOCK

P:  OFFI CERS B BLOCK

P.  OFFI CERS B BLOCK

P:  OFFI CERS D BLOCK

P.  OFFI CERS D BLOCK

P.  OFFI CERS F UNT

P:  OFFI CERS F UNT

P:  OFFI CERS C BLOCK

P:  OFFI CERS C BLOCK

P: OFFI CER UNI T FLOATER
J: SERGEANT UNI T SUPERVI SOR
J: OFFI CERS CENTER

J: OFFI CERS EAST

J: OFFI CERS VEST

J: OFFI CERS EAST & WEST

J: OFFI CERS G BLOCK

J: OFFI CER MVEDI CAL UNI' T
W COFFI CERS EAST BLOCK | &2
W COFFI CERS VEST BLOCK | &2

CATEGCORY SUBTOTAL:

* k k k%

I NTERNAL ACTIVITY AND YARD

P: OFFI CER | DENTI FI CATI ON
P.  OFFI CER KI TCHEN

P.  OFFI CER COW SSARY

P.  OFFI CER RECREATI ON

P: OFFI CER CLOTH NG TAI LCR
J:  OFFI CER BOOKI NG

J: OFFI CER BOOKI NG

J: OFFI CER RECREATI ON

J: OFFI CER COW SSARY

J: OFFI CER Kl TCHEN

J: OFFI CER SUPPLY

J:  OFFI CER | DENTI FI CATI ON

KI TCHEN MEAL RELI EF
COW SSARY

==
33
A0
R

CATEGCORY SUBTOTAL:

* k k k%

EXTERNAL AND OTHER

P: OFFI CER TRANSPORT

CATEGORY SUBTOTAL:
TOTAL STAFF COUNT:
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SH FT FAC-
TOR

CONTI NUCUS
CONTI NUCUS
DAY&EVE, ALL
CONTI NUCUS
DAY&EVE, ALL
CONTI NUCUS
DAY&EVE, ALL
CONTI NUCUS
DAY&EVE, ALL
EVEN NG ALL
NI GHT, ALL

NI GHT, ALL
CONTI NUCUS
CONTI NUCUS
DAY&EVE, ALL
DAY&EVE, ALL
EVEN NG ALL
DAY&EVE, ALL
CONTI NUCUS
CONTI NUCUS
CONTI NUCUS

* <K<K << << *

<<<=<<=<=<=<

DAY&EVE, ALL
DAY&EVE, ALL
CFFI CE HRS
DAY&EVE, ALL
OFFI CE HRS
CONTI NUCUS
DAY&EVE, ALL
DAY&EVE, ALL
DAY, M F
DAY&EVE, ALL
DAY, M F

DAY, M F
DAY&EVE, ALL
DAY, M F

K< <Z< << << << <<=<

CFFICE HRS Y

# SPAN TOTL

MNP ORWOERENREREODRRREPRER
CO0O0000O0O0O0O0O0O0O0OOOD OO0

OF
CON-
TRCOL

g
CWUIWOTUIREWWIID VWA WUl
\‘
N

[E
o
N
©

OO OO OO OO OO O ODODODOD OO OO ©W
[ —
o
N
(o]

[E
©
N
©

133. 52

.43
.43

.43
.45
.15
.43

.23
.43
. 00
. 45
.43

PENpEREERENNERNDEREE

OO OO0 OO OOOOOOO
OO OO ODODODODODOO

SN

269.

e}
[ep}

.17

.23
.23
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SUMVARY ANALYSI S OF STAFFI NG PATTERN

NY: WESTCHESTER COUNTY CORRECTI ONS

AREA

ADM NI STRATI ON

BUSI NESS NMANAGEMENT
SUPPORT OPERATI ONS
PROGRAMS AND ACTI VI TI ES
VEDI CAL AND TREATMENT
CONTROL PO NTS

PERI METER SECURI TY

UNI T SUPERVI SI ON

I NTERNAL ACTIVITY AND YARD
EXTERNAL AND OTHER
TOTAL

STAFF SUWARY BY SHIFT

ADM NI STRATI VE & SUPPCRT
MEDI CAL, PGRM & CASE MNGT
UNI T OFFI CERS

OTHER OFFI CERS

TOTAL

AVE. SPAN SUPERV. CTRL

AUTHORI ZED CO S: 254. 00
OVERTI ME CO FTE: 1.00
TOTAL FTE CO S: 255. 00
TOTAL POST REQT. : 241. 95
DI FFERENCE: 13.05
CONGRUENCE: 0.95

PCSI TI ONS
13.0
1.0
13.0
1.0
0.0
65.0
0.0
133.5
42.2
1.2
269.9
DAY
# R
22 3
1 0
28 4
33 5
84 13

LorOoOROR
[EE

CuiovuioFROMA®

N
NOOPFROOOOMNON

ONNNOWONEFE N

N

O B~ OOIT OO
H
~
PP wWwoo

NI TE

KEY FUNCTI ON PGSI TI ONS

MEDI CAL:

MENTAL HEALTH:

| NDUSTRY:

EDUCATI QV VOTEC:

CLERI CAL:

104

©nLnanunnnnnnnn

STANDARD
COST PER
100 PRI S.

42,302
2,778
36,111
2,778

0
144,519
0
296,702
93,715
2,723
621,628

TOTL
# R

27 4
134 21

108 17
270 43

OO O0OO0OO0O H
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SUMVARY CHART
NY: WESTCHESTER COUNTY CORRECTI ONS

PCPULATI ON LEVEL 630 XXXXXX

COVERAGE FACTOR 22 HitH###HHTH TR
STAFF RATE/ DAY 13 #HiHH#HH#HHHHHAHS
STAFF RATE/ EVE O MY

STAFF RATE/ NI TE
STAFF RATE/ TOTL
CONGRUENCE

SPAN OF CTRL
ADM SPT STAFF
MED/ PGRM CASE
UNIT CO S

Or'HER CO S

VEDI CAL

MENTAL HEALTH

| NDUSTRY

EDUCATI OV VOTEC
CLERI CAL

UNIT CO S/ DAY
UNIT CO S/ EVE
UNIT CO S/ NTE

=N

HitH#
HHRBHABHHBHH BB HABHHBHH A B H AR HH | HH BB H BB H R B HH R

SN
w

Hi#d#

HHHH

#
HAEHAHBHBRUHRHBHBHUERTERY
HAEHAHBHBHUERHRHHHY

=N
oo oco~NFRFOPR~MNMO

H#H#
HHtHHH
HH#

w o1 N

DAYS, ACCRUED BY MONTH & YEAR, FOR SPECI AL FUNCTI ONS

OFFI CERS NON- OFFI CERS
MONTH YEAR MONTH YEAR

ANNUAL LEAVE 403 4839 47 560
HOLI DAYS 242 2903 28 336
| LLNESS LEAVE 181 2178 21 252
TRAI NI NG DAYS 101 1210 12 140
M LI TARY LEAVE 20 242 2 28
OTHER LEAVE 20 242 2 28
CO OVERTI ME 18 213 0 0

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD
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FREFEFHRFARFH AR ABF L HB B RHHASE B HRH AR AR R R E BB R B
CORRECTI ONAL STAFF ANALYSI S PRQIECT

NYC : BRONX HOUSE OF DETENTI ON

STAFFI NG PATTERN ANALYSI S

FHARHALRHH AR A AEHH B D 4H AR HE A GBS H AR AR I RGN RE R R0

CALCULATI ON OF COVERAGE FACTOR

TOTAL DAYS PER YEAR 365
REGULAR DAYS OFF: 104
TOTAL REMAI NI NG DAYS PER YEAR 261
VACATI ON DAYS: 27
HOL| DAYS: 0
AVERAGE | LLNESS LEAVE TAKEN: 6
CORRECTI ONAL OFFI CER TRAI NI NG DAYS: 6
AVERAGE M LI TARY LEAVE TAKEN: 2
AVERAGE OTHER LEAVE TAKEN: 20
TOTAL ACTUAL DAYS AVAI LABLE: 200
COVERAGE FACTOR: 1.31
CONTI NUQUS COVERAGE FACTOR: 5.48
SEVEN DAY, ONE SH FT COVERAGE: 1.83

BHEHHH B R HHHH B R HHH BB R HHH B BB HHH B AR HHH B R HHHH B R HHH BB R HHH B R H A H B R H A H B R HHHH BB HH

STAFFI NG PATTERN LI STI NG 16
PCSI TI ON LOCATI ON SHI FT FACG- # SPAN TOTL
TOR OF

CON-

TRCL
FrEEET . ADM NI STRATI ON
WARDEN ADM NI STRATI ON CFFI CE HRS N 1.0 3 1.00
DEPUTY WARDEN ADM NI STRATI ON CFFI CE HRS N 1.0 6 1.00
DEPUTY WARDEN SECURI TY CFFI CE HRS N 1.0 3 1.00
ASST. DPTY WARDEN COURT Dl VI SI ON OFFI CE HRS N 1.0 0 1.00
DEPUTY WARDEN PROGRAMS CFFI CE HRS N 1.0 4 1.00
ASST DEPUTY WARDEN ENVI RONVENT CFFI CE HRS N 1.0 0 1.00
ASST DEPUTY WARDENS TOUR COVIVAND CONTI NUCUS * 1.5 1 8.00
CAPTAI N I NVESTI GATI ONS CFFI CE HRS N 1.0 2 1.00
CATEGCORY SUBTOTAL: 15. 00

106



PCSI TI ON

* k * % %

CAPTAI N

CAPTAI N

ADM  ASSI STANT
CLERK SUPERVI SCR
OFFI CE Al DES

OFFI CE ASSOCI ATE
TRANSCRI BER
MANAGER

CATEGCORY SUBTOTAL:

* k * % %

CAPTAI N

CAPTAI N

CAPTAI N

OPERATORS

OFFI CE ASSI STANTS
ELECTRI C AN

STAFF

PLUMBER

PLUMBER S HELPER
EXTERM NATOR
RCDENT CONTRCL Al DE
MANAGER

CH EF COOX

COOKS

MEAT CUTTER

ENG NEERS

Al DE

LOCKSM TH
CATEGCORY SUBTOTAL:

SUPPORT OPERATI

LOCATI ON

BUSI NESS MANAGEMENT

PERSONNEL

GENERAL OFFI CE
GENERAL OFFI CE
GENERAL OFFI CE

BUSI NESS OFFI CE .

BUSI NESS COFFI CE
PERSONNEL
COW SSARY

ONS

FOOD SERVI CE
MAI NTENANCE
SANI TATI ON
ELEVATOR
GENERAL OFFI CE
MAI NTENANCE
MAI NTENANCE
MAI NTENANCE
MAI NTENANCE
SANI TATI ON
SANI TATI ON
FOOD SERVI CE
Kl TCHEN

Kl TCHEN

Kl TCHEN

BA LER
WAREHOUSE

MAI NTENANCE
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SHI FT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
DAY&EVE, ALL
CFFI CE HRS
DAY, M F
DAY&EVE, ALL
DAY, M F

DAY, M F

DAY, M F

DAY, M F
CFFI CE HRS
DAY&EVE, ALL
DAY&EVE, ALL
DAY, M F
CONTI NUCUS
DAY, M F
DAY, M- F

FAC
TOR

22222222

*Z2Z 222

22 X2 22222
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PCSI TI ON LOCATI ON

* k * % %

PROGRAMS AND ACTI VI TI ES

CAPTAI NS VISITS C PGRVB
ADM  ASSI STANT SOCl AL SERVI CE
LEGAL COORDI NATOR LAW LI BRARY
DOCCS STAFF SOCI AL SERVI CE
DI RECTOR RECREATI ON
CHAPLAI' N CHAPEL

CATEGORY SUBTOTAL:

* k * % %

MVEDI CAL AND TREATMENT
CATEGCORY SUBTOTAL:

* k * % %

CONTROL PO NTS

CAPTAI NS
CAPTAI N
CAPTAI N
CFFI CER
CFFI CER
CFFI CER
CFFI CER
CFFI CER
CFFI CER
CFFI CER
CFFI CER

CATEGORY SUBTOTAL:

* k k k%

CFFI CER
CFFI CER

CATEGORY SUBTOTAL:

HOUSE #| &2
SECURI TY
CONTROL ROOM
MAI N GATE

MAI N CORRI DOR
CONTROL ROOM
SECURI TY AREAS
VI SIT CONTROL
ELECTRONI C
2ND FL CONTRCL
VI SIT SEARCH

PERI METER SECURI TY

QUTSI DE PATROL
QUTSI DE PATRCL
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| NSPECTI ON

SHI FT

CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
DAY&EVE, ALL
CFFI CE HRS

CONTI NUCUS
OFFI CE HRS
OFFI CE HRS
CONTI NUCUS
CONTI NUCUS
EVE, M- F
DAY, ALL
EVE, M F
EVE, M F
EVE, M F
EVE, M F

DAY&EVE, ALL
NI GHT, ALL

FAC
TOR

Z v Z2Z22Z2
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# SPAN TOTL
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.48
.48
.31
.83
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.31

.61
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PCSI TI ON

* % % % %

OFFI CER
COFFI CER
COFFI CER
COFFI CER
COFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
OFFI CER
CATEGORY SUBTOTAL:

* % % % %

| NTERNAL ACTI VI

CFFI CERS
OFFI CERS
COFFI CER
OFFI CERS
OFFI CERS
OFFI CERS
OFFI CERS
OFFI CERS
OFFI CERS
COFFI CER
OFFI CER
COFFI CER
COFFI CER
COFFI CER
COFFI CER
COFFI CER
COFFI CER
OFFI CERS
COFFI CER
OFFI CERS
COFFI CER
COFFI CER
COFFI CER
COFFI CER
COFFI CER
CFFI CER
CATEGCORY SUBTOTAL:

* % % % %

OFFI CER
OFFI CER
OFFI CER
CATEGCRY SUBTOTAL:

TOTAL STAFF COUNT:

LOCATI ON

UNI T SUPERVI SI ON

ONE NORTH

Two, S&W
THREE, N, S, W A
THREE, WB
FOUR, N, S WA
FOUR, WB
FIVE, N S, WA
FIVE, WB

SI X, S&W

SI X, VEEST-B

TY AND YARD

CLINIC

CHAPEL & ESCORT

DESK: RECEI VI NG ROOM
CARDS: REC. ROOM
CARDS: REC. ROOM

N & S YARD

GENERAL COFFI CE

CASHI ERS OFFI CE

MAI L & PACKAGE ROOVB
COUNSEL AREA

DW PERSONNEL

WARDEN S OFFI CE

Kl TCHEN

Kl TCHEN

STOREROOM

COWM SSARY

MAI NTENANCE GANG
LAUNDRY

SANI TATI ON GANG
RECREATI ON

LAW LI BRARY

METAL DETECTOR LOCKER
2ND FL WAI'T, | N&QUT
I NVATE REQ STRATI ON
ELEVATOR

VI SIT SUPERVI SI ON

EXTERNAL AND OTHER

I NST. VEH CLE
VRl TS/ TRANSFERS
CAP PGRM ESCORT
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SHI FT

CONTI NUCUS
CONTI NUCUS
CONTI NUCUS
DAY&EVE, ALL
CONTI NUCUS
DAY&EVE, ALL
CONTI NUCUS
DAY&EVE, ALL
CONTI NUQUS
DAY&EVE, ALL

DAY, M F
EVE, M F
CONTI NUQUS
DAY, M F
EVE, M F
DAY, M F
CONTI NUQUS
OFFI CE HRS
OFFI CE HRS
CFFI CE HRS
OFFI CE HRS
OFFI CE HRS
CONTI NUQUS
COFFI CE HRS
DAY, M F
OFFI CE HRS
CFFI CE HRS
OFFI CE HRS
COFFI CE HRS
DAY&EVE, ALL
COFFI CE HRS
EVE, M F
EVE, M F
EVE, M F
EVE, M F
EVE, M F

OFFI CE HRS
EVE, M F
EVE, M F

FAC
TOR
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SUMVARY ANALYSI S OF STAFFI NG PATTERN
NYC. BRONX HOUSE OF DETENTI ON

AREA

ADM NI STRATI ON

BUSI NESS NMANAGEMENT
SUPPORT OPERATI ONS
PROGRAMS AND ACTI VI TI ES
MEDI CAL AND TREATMENT
CONTROL PO NTS

PERI METER SECURI TY

UNI T SUPERVI SI ON

I NTERNAL ACTIVITY AND YARD
EXTERNAL AND OTHER
TOTAL

STAFF SUMVARY BY SHI FT

ADM NI STRATI VE & SUPPORT
MEDI CAL, PGRM & CASE MNGT
UNIT OFFI CERS

OrHER OFFI CERS

T OTAL

AVE. SPAN SUPERV. CTRL

AUTHURI ZED CO S: 204.
OVERTI ME CO FTE:

TOTAL FTE CO S: 216.
TOTAL PCST REQT. : 213.
DI FFERENCE:

CONGRUENCE:

12.

00
00
00
83

.99

PCSI TI ONS % RATE
PER
100 P.

15.0 5.3 3.0

9.0 3.2 1.8

34.0 12.0 6.9

12.0 4.2 2.4

0.0 0.0 0.0

36. 2 12.8 7.3

6.9 2.4 1.4

85.9 30.3 17.3

80.9 28.5 16.3

3.9 1.4 0.8

283.8 100.0 57.3
DAY EVE NI TE
# R # R # R
37 8 6 1 2 0
10 2 1 0 0 0
17 3 17 3 13 3
41 8 34 7 9 2
105 21 58 12 24 5

KEY FUNCTI ON PCSI TI ONS

MEDI CAL:

MENTAL HEALTH:

| NDUSTRY:

EDUCATI OV VOTEC:
CLERI CAL:
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STANDARD
COsT PER
100 PRI S.

$
$
$
$
$
$
$
$
$
$
$

62,121
31,818

120,202

42,424
0
102,358
19,636
242,862
228,837
11,073
861,331
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RPOOOO



SUVWVARY CHART
NYC. BRONX HOUSE OF DETENTI ON

PCOPULATI ON LEVEL 4900 #HHHH#BBHHHHHHHHHHHHARBRBHHHHHHHHHHHHAR B BB R

COVERAGE FACTOR 30 #H#HHAHHAHHHHHBHBHBHHHHHHRHHHHTH
STAFF RATE/ DAY 21 HHAHHAHHHHHBHBHBHHHHHHH
STAFF RATE/ EVE 12 #H##HHHHHHHTH

STAFF RATE/ N TE 5 HiHHHH

STAFF RATE/ TOTL 57 XXXXX

CONGRUENCE

SPAN COF CTRL 5 #HH#HH

ADM SPT STAFF 12 #H#HH#HAHHHITHYT

MVEDY PGRM CASE 2 #i

UNIT CO S 17 #HHHHHHAHHHBRTHHH

OTHER CO S 26 #HU#HH#HHAHHHHHBHBHBHBHBHHRHH
MEDI CAL 0

MENTAL HEALTH 0

| NDUSTRY 0

EDUCATI OV VOTEC 0

CLERI CAL 1 #

UNIT CO S DAY 3 H#H#H

UNIT CO S EVE 3 #HH##

UNNT COS NTE 3 #HH##

DAYS, ACCRUED BY MONTH & YEAR, FOR SPECI AL FUNCTI ONS

OFFI CERS NON- OFFI CERS
MONTH YEAR MONTH YEAR

ANNUAL LEAVE 481 5773 158 1890
HOLI DAYS 0 0 0 0
| LLNESS LEAVE 107 1283 35 420
TRAI NI NG DAYS 107 1283 35 420
M LI TARY LEAVE 36 428 12 140
OTHER LEAVE 356 4277 117 1400
CO OVERTI ME 200 2400 0 0

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD
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FREHAFHAERAFH A B AHH BB AG GG ERRHHE AR AR R AR AR AR R AR R RS
CORRECTI ONAL STAFF ANALYSI S PRQIECT

MCC. NEW YORK

STAFFI NG PATTERN ANALYSI S

FHAFHARFEBHHEH A DI HFH IR H SRR AR A RE AR AR R

CALCULATI ON OF COVERAGE FACTOR

TOTAL DAYS PER YEAR 365
REGULAR DAYS OFF: 104
TOTAL REMAI NI NG DAYS PER YEAR 261
VACATI ON DAYS: 22
HOL| DAYS: 11
AVERAGE | LLNESS LEAVE TAKEN: 6
CORRECTI ONAL OFFI CER TRAI NI NG DAYS: 5
AVERAGE M LI TARY LEAVE TAKEN: 1
AVERAGE OTHER LEAVE TAKEN: 1
TOTAL ACTUAL DAYS AVAI LABLE: 215
COVERAGE FACTOR: 1.21
CONTI NUQUS COVERAGE FACTOR 5.10
SEVEN DAY, ONE SH FT COVERAGE: 1.70

FRAFAHAFHR AR A B ER BRI H B HERBH AR MR AA AR R0

STAFFI NG PATTERN LI STI NG 1
PCSI TI ON LOCATI ON SHI FT FAG- # SPAN TOTL
TOR OF

CON-

TRCL
*rErT ADM NI STRATI ON
WARDEN ADM NI STRATI ON CFFI CE HRS N 1.0 6 1.00
ASSCOCI ATE WARDEN ADM NI STRATI ON CFFI CE HRS N 1.0 10 1.00
ASSCOCI ATE WARDEN ADM NI STRATI ON CFFI CE HRS N 1.0 6 1.00
EXECUTI VE ASSI| STANT WARDEN CFFI CE HRS N 1.0 0 1.00
DI RECTOR COMMUNI TY TREATMENT CFFI CE HRS N 1.0 6 1.00
SECRETARY WARDEN CFFI CE HRS N 1.0 0 1.00
SECRETARY ASSOC WARDENS CFFI CE HRS N 1.0 0 1.00
STATI STI CAL  ANALYST ADM NI STRATI ON CFFI CE HRS N 1.0 0 1.00
CATEGCORY SUBTOTAL: 8.00
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PCSI TI ON LOCATI ON SH FT FACG- # SPAN TOTL

TOR OF
CON-
TROL

*EEEE S BUSINESS MANAGEMVENT

BUSI NESS MANACGER BUSI NESS OFFI CE OFFI CE HRS N 1.0 1 1.00
ASST. BUSI NESS NMANAGE BUSI NESS OFFI CE OFFI CE HRS N 1.0 9 1.00
PURCHASI NG ACGENT BUSI NESS OFFI CE OFFI CE HRS N 1.0 0 1.00
ACCOUNT CLERKS BUSI NESS COFFI CE OFFI CE HRS N 3.0 0 3.00
TRUST FUND CLERKS BUSI NESS COFFI CE CFFI CE HRS N 2.0 0 2.00
RELI EF CLERK BUSI NESS OFFI CE OFFI CE HRS N 1.0 0 1.00
PERSONNEL OFFI CER BUSI NESS OFFI CE OFFI CE HRS N 1.0 4 1.00
SPECI ALI STS PERSONNEL CFFI CE HRS N 2.0 0 2.00
CLERK PERSONNEL CFFI CE HRS N 1.0 0 1.00
SPECI ALI ST TRAI NI NG OFFI CE HRS N 1.0 0 1.00
MANAGER ADM NI STRATI VE SYSTEM OFFI CE HRS N 1.0 2 1.00
MAI L CLERK ADM NI STRATI ON OFFI CE HRS N 1.0 0 1.00
CATEGORY SUBTOTAL: 16. 00
*EEET . SUPPORT OPERATI ONS

ADM NI STRATCOR FOOD SERVI CES OFFI CE HRS N 1.0 1 1.00
FACI LI TI ES MANAGER MAI NTENANCE CFFI CE HRS N 1.0 1 1.00
MANAGER SAFETY CFFI CE HRS N 1.0 0 1.00
WAREHOUSE FOREMEN WAREHOUSE DAY, M F N 2.0 0 2.00
COOKS Kl TCHEN DAY&EVE, ALL * 1.5 0 5.00
GENERAL FOREMAN MAI NTENANCE DAY, M F N 1.0 6 1.00
SKI LLED TRADES MAI NTENANCE DAY, M F N 6.0 0 6.00
CATEGORY SUBTOTAL: 17. 00
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PCSI TI ON

* k * % %

FOREVAN

DI RECTOR

CHAPLAI' N

COORDI NATOR

PROGRAM SPECI ALI STS
ADM NI STRATI VE ASST
RECORDS CLERK

CLERK

COUNSELCR Al DE
COORDI NATOR

SUPERVI SOR

RECORDS TECHN Cl ANS
CASE MANAGERS
CLERKS

R&D OFFI CER

R&D OFFI CER
CATEGORY SUBTOTAL:

* k * % %

MEDI CAL OFFI CER
PSYCHI ATRI ST

ADM NI STRATCOR
PSYCHOLOGE ST

PHYSI Cl AN S ASST
LAB TECHN Cl AN
LABTECH ASST
CLERK

CATEGORY SUBTOTAL:

LOCATI ON

PROGRAMS AND ACTI VI TI ES

BRUSH FACTORY
EDUCATI ON

CHAPEL

CASE MANAGENMENT
COMMUNI TY TREATMENT
COMMUNI TY TREATMENT
COMMUNI TY TREATMENT
COMMUNI TY TREATMENT
COMMUNI TY TREATMENT
PCPULATI ON WT
RECORDS

RECORDS

UNI TS
UNI TS
RECEI VI

I NG
RECEI VI NG

Ro Ro

MEDI CAL AND TREATMENT

VEDI CAL
VEDI CAL
HCOSPI TAL
PSYCHOLOGY
VEDI CAL
VEDI CAL
VEDI CAL
VEDI CAL
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DI SCHARGE
D SCHARGE

SHI FT

OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
DAY, M F

DAY, ALL

HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS
HRS

CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CONTI NUQUS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS

FAC
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<Z=Z2=Z2Z2Z2Z2Z222==2Z2Z2Z2=Z2Z=

ZZ22 2222

# SPAN

TRCL

PROWORPRRERRNR R
eNeloloNoleololololololololeole o)
oo o0 oOoOUI~AROOOOODOOOO

PRNEE e
OO OOHWTOOOO0O
OO NODO OO

N

[E

TOTL

TRRPOWORRRRRERNRERREE
o
o

ORNROR—pR R
o
o



PCSI TI ON LOCATI ON SHI FT FACG- # SPAN TOTL

TOR OF

CON-

TROL
*xxxx OONTROL PO NTS
CH EF CORRECTI ONAL SU SECURI TY OFFICEHRS N 1.0 1 1.00
CORRECTI ONAL SUPERVI S SECURI TY CONTI NUQUS * 1.4 15 7.00
OFFI CERS CONTROL ROOVS CONTINUOUS Y 3.0 0 15.30
CLERKS SECURI TY DAY&EVE, ALL Y 1.0 0 3.40
OFFI CER SECURI TY DAY, M F N 1.0 0 1.00
CATEGORY SUBTOTAL: 27. 69
¥*XFE PERI METER SECURI TY
OFFI CER LOBBY CONTINUOUS Y 1.0 0 5.10
OFFI CER PATROL CONTI NUOUS Y 1.0 0 5.10
OFFI CER PATROL EVE, M F Y 1.0 0 1.21
OFFI CER ENTRANCE DAY, M F Y 1.0 0 1.21
CATEGORY SUBTOTAL: 12. 63
***xx  UNIT SUPERVI SI ON
UNI T MANAGERS UNI TS OFFICEHRS N 50 1 5.00
OFFI CERS UNI TS CONTINUOUS Y 8.0 0 40.79
OFFI CERS UNI TS DAY&EVE, ALL Y 2.0 0 6.80
CATEGORY SUBTOTAL: 52.59
*EFEX INTERNAL ACTIVITY AND YARD
OFFI CER RECREATI ON DAY, ALL Y 1.0 0 1.70
OFFI CERS VI SI TI NG ROOM DAY, ALL Y 2.0 0 3.40
OFFI CER MAI L ROOM DAY, M F Y 1.0 0 1.21
OFFI CER CLOTH NG ROOM DAY, M+ F Y 1.0 0 1.21
OFFI CER YARD PATROL VKND, DAYS Y 1.0 0 0.49
CATEGORY SUBTOTAL: 8.01
¥FEEE . EXTERNAL AND OTHER
OFFI CERS OTHER PCSTS DAY&EVE, ALL Y 3.0 0 10.20
OFFI CER BUS DAY, M F Y 2.0 0 243
OFFI CER EXECUTI VE RELI EF DAY, M+ F N 2.0 0 2.00
CATEGORY SUBTOTAL: 14. 63
TOTAL STAFF COUNT: 198. 25
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SUMVARY ANALYSI S OF STAFFI NG PATTERN

MCC:  NEW YORK

AREA

ADM NI STRATI ON

BUSI NESS NMANAGEMENT
SUPPORT COPERATI ONS
PROGRAMS AND ACTI VI TI ES
VEDI CAL AND TREATMENT
CONTROL PO NTS

PERI METER SECURI TY

UNI' T SUPERVI SI ON

| NTERNAL ACTIVITY AND YARD
EXTERNAL AND OTHER
TOTAL

STAFF SUMVARY BY SHI FT

ADM NI STRATI VE & SUPPORT
MEDI CAL, PGERM & CASE MNGT
UNI' T OFFI CERS

OTHER OFFI CERS

TOTAL

AVE. SPAN SUPERV. CTRL

AUTHORI ZED CO S: 94.
OVERTI ME CO FTE

TOTAL FTE CO S 94.
TOTAL POST REQT.: 115
DI FFERENCE: 21.
CONGRUENCE:

00

.00

00
54
54

. 23

PCSI TI ONS %  RATE

PER
100 P.

8.0 4.0 1.9

16.0 8.1 3.8

17.0 8.6 4.1

25.7 13.0 6.2

16.0 8.1 3.8

27.7 14.0 6.7

12. 6 6.4 3.0

52.6 26.5 12.6

8.0 4.0 1.9

14. 6 7.4 3.5

198.2 100.0 47.7
DAY EVE
# R # R
37 9 1 0
35 8 2 0
15 4 10 2
23 6 11 3
110 27 24' 6

NI TE
# R
0 0
2 0
8 2
6 2
6 4

KEY FUNCTI ON PCSI TI ONS

MEDI CAL:

VENTAL HEALTH:

| NDUSTRY
EDUCATI OV VOTEC.
CLERI CAL:

116

STANDARD
COSsT PER
100 PRI S.

39,423
67,308
71,514
108,111
86,538
93,204
42,489
176,975
26,964
49,219
761, 745

QLB nnnnn

41 10

53 12
63 15
198 48
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SUMVARY CHART
MCC:  NEW YORK

POPULATI ON LEVEL 410 #¥4R4444444 0000000000004 0004¢

COVERAGE FACTOR 21 #dd4RddddEddReRan e
STAFF RATE/ DAY 27 fidddsddiddiaieitiai Rt
STAFF RATE/ EVE 6 #ididd

STAFF RATE/ N TE 4 ##dd

STAFF RATE/ TOTL 48 #idi4444R44 0000000030000 00000 REEE
CONGRUENCE 23 #tdbdbbdRapdtdR bR
SPAN OF CTRL 4 #3448

ADM SPT STAFF 10 ##d#444444

MED/ PGRM CASE 10 #d4ddd4444

UNIT CO S 13 ddddd3d4444

OrHER CO S 15 ##d#44440444444

VEDI CAL 3 #44

MENTAL HEALTH VI

| NDUSTRY 0 #

EDUCATI QV VOTEC 0 #

CLERI CAL 2 ##

UNIT CO S/ DAY 4 #444

UNIT CO S/ EVE 2 ##

UNNT COS NTE 2 ##

DAYS, ACCRUED BY MONTH & YEAR, FOR SPECI AL FUNCTI ONS

CFFI CERS NON- OFFI CERS
MONTH YEAR MONTH YEAR

ANNUAL LEAVE 212 2542 152 1819
HCLI DAYS 106 1271 76 910
| LLNESS LEAVE 58 693 41 496
TRAI NI NG DAYS 48 578 34 413
M LI TARY LEAVE 10 116 7 83
OTHER LEAVE 10 116 7 83
CO OVERTI ME 0 0 0 0

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD
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BHAHH B R HAH A B HAH BB HAH B AR A A BB HAH B BB HAH BB HH A BB H AR B HAH BB HAH BB HAH A B BHA

CORRECTI ONAL STAFF ANALYSI S PROJECT
ONONDAGA COUNTY NEW FACI LI TY
STAFFI NG PATTERN ANALYSI S

FHERFABERRAB BRI R E AR R R R AR R BB R R
CALCULATI ON OF COVERACE FACTOR

TOTAL DAYS PER YEAR 365
REGULAR DAYS OFF: 104
TOTAL REMAI NI NG DAYS PER YEAR 261
VACATI ON DAYS: 10
HOL| DAYS: 11
AVERAGE | LLNESS LEAVE TAKEN: 12
CORRECTI ONAL OFFI CER TRAI NI NG DAYS: 7
AVERAGE M LI TARY LEAVE TAKEN: 1
AVERAGE OTHER LEAVE TAKEN: 3
TOTAL ACTUAL DAYS AVAI LABLE: 217
COVERAGE FACTOR: 1.20
CONTI NUCUS COVERAGE FACTOR: 5.05
SEVEN DAY, ONE SH FT COVERAGE: 1.68

RUBHH R RHBHB R RHBH AR RHBH B R RHBH AR RS BH AR RARHBH R AR HBH B R R A B H AR R~

STAFFI NG PATTERN LI STI NG 1 4
PCSI TI ON LOCATI ON SHI FT FAC- # SPAN TOTL
TOR OF

CON-

TRCL
*rEEr ADM NI STRATI ON
COW SSI ONER ADM NI STRATI ON CFFI CE HRS N 1.0 3 1.00
DPTY. COW SSI ONER ADM NI STRATI ON CFFI CE HRS N 1.0 9 1.00
ADM NI STRATI VE OFFI CE ADM NI STRATI ON OFFI CE HRS N 1.0 1 1.00
PLAN & RESEARCH DIR. ADM NI STRATI ON OFFI CE HRS N 1.0 0 1.00
SECRETARY ADM NI STRATI ON OFFI CE HRS N 1.0 0 1.00
TYPI ST ADM NI STRATI ON CFFI CE HRS N 1.0 0 1.00
TYPI ST ADM NI STRATI ON CFFI CE HRS N 1.0 0 1.00
CATEGORY SUBTOTAL: 7.00
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PCSI TI ON LOCATI ON

* k k k% %

BUSI NESS MANAGENMENT

ACCOUNTANT ADM NI STRATI ON
ACCOUNT CLERK ADM NI STRATI ON
TYPI ST ADM NI STRATI ON

CATEGCORY SUBTOTAL:

* k k k %

SUPPCORT OPERATI ONS

SUPPCRT DI RECTOR SUPPORT

MAINT. LT. SUPPCRT

MAI NT. OFFI CER SUPPCRT

PLANT SUPERV. BA LER

PLANT OPERATORS BA LER
STOREKEEPER WAREHOUSE

TYPI ST ADM NI STRATI ON

CATEGCORY SUBTOTAL:

* k k k% %

PROGRAMS AND ACTI VI Tl ES

PROGRAM DI RECTCR PROGRAMS
RELEASE DI RECTOR PROGRAMS
EDUCATI ON DI RECTOR PROGRAMS
COUNSELCRS PROGRAM | NTAKE
REC. SUPERV. GYMNASI UM

REC. LEADERS GYMNASI UM
CLERI CAL Al DE PROGRAMS

TYPI ST PROGRAMS

TYPI ST | NTAKE

CASE NMANAGER UNI TS

CATEGCORY SUBTOTAL:

* k k k %

MVEDI CAL AND TREATMENT

PSYCHOLOG ST PROGRAMS
CATEGCORY SUBTOTAL:

*EEET CONTROL PO NTS

CUSTCDY SUPERV. CONTRCL CTR
CONTRCL CTR CONTRCL CTR
CONTROL CTR CONTROL CTR
LOBBY LOBBY

REAR CONTRCOL REAR CTRL CTR

CATEGCORY SUBTOTAL:

* k k k %

PERI METER SECURI TY

PATRCL
PATRCL
CATEGCORY SUBTOTAL:

PERI METER
PERI METER
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SHI FT

CFFI CE HRS
CFFI CE HRS
OFFI CE HRS

OFFI CE HRS
DAY, M F
DAY, M F
DAY, M F
CONTI NUQUS
DAY, M F
OFFI CE HRS

CFFI CE HRS
OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
DAY, M F

DAY, M F

OFFI CE HRS
OFFI CE HRS
OFFI CE HRS
DAY, M F

OFFI CE HRS

DAY&EVE, ALL
CONTI NUCUS
DAY, ALL
DAY&EVE, ALL
DAY&EVE, ALL

NI GHT, ALL
EVEN NG ALL
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POSI TI ON

* k k k% %

HOUSI NG DI RECTCR
HOUSI NG MANAGERS
CLERK
SUPERV. A
OFFI CERS A
OFFI CERS A
CORR. COUNS A
CORR. COUNS A
SUPERV. B
OFFI CERS B
OFFI CERS B
CORR. COUNS. B
CORR. COUNS. B
SUPERV. C
MALE CO S
MALE CO S
FEMALE CO S
FEMALE CO S
CORR. COUNS. C
CORR. COUNS. C
CATEGORYSUBTOTAL:

* k k k %

| NTERNAL ACTI VI

SEEK & SEARCH
SCHOOL/ REC

BOOKI NG

| DENTI FI CATI ON
MAI L | NSPECT

VI SI TI NG

RECEPT/ MED

WORK DETAI LS
PROGRAM CO S
CATEGCORY SUBTOTAL:

* k k k* %

TRANSPORTATI ON
CATEGORY SUBTOTAL:

TOTAL STAFF COUNT:

LOCATI ON

UNI T SUPERVI SI ON

UNI TS
UNI' TS
UNI TS
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNIT
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T
UNI'T C
UNIT C

OO0 TWIWWI>I>I>>>

TY AND YARD

ALL AReAs
SCHOOL/ REC
| NTAKE

| NTAKE
MAI L

VI SI TATI ON
| NTAKE
ALL AREAS
PROGRAM

EXTERNAL AND OTHER

| NTAKE
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SHI FT

DAY, M F
DAY&EVE, ALL
DAY, M F
CONTI NUCUS
CONTI NUCUS
DAY&EVE, ALL
DAY, M F
EVE, M F
CONTI NUQUS
CONTI NUQUS
DAY&EVE, ALL
DAY, M F
EVE, M F

DAY&EVE, ALL
CONTI NUCUS
DAY&EVE, ALL
DAY, M F
EVE, M F

DAY&EVE, ALL
DAY&EVE, ALL
DAY, ALL
DAY, M F
DAY, M F
DAY&EVE, ALL
CONTI NUQUS
DAY, M F
OFFI CE HRS

DAY&EVE, ALL

FAC-
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ZZ<<<K<K<KZZ<K<K<KZZ<K<<Z22=

ZZz<<zZzZz<<<

# SPAN

BENEPERENRERENRERERERNRPERRROR

NNENRPERERRE

TRCL

[elojololololololololololololololololo)o)

[ejeololololololo)e)

OO O0OOOOUITOOOONOOOONOUIU

cleleolololololo)e]

TOTL

(e}

N

ORNWUOUITIRPNWUIURN WA RPWRE

onphMOIoRFERWW



SUMVARY ANALYSI S OF STAFFI NG PATTERN
ONONDAGA COUNTY NEW FACI LI'TY

AREA PCSI TI ONS %  RATE STANDARD
PER COSsT PER
100 P. 100 PRIS.
ADM NI STRATI ON 7.0 4.6 3.6 $ 74,740
BUSI NESS NMANAGEMENT 3.0 2.0 1.6 $ 27, 344
SUPPORT OPERATI ONS 10.0 6.6 5.2 $ 91, 146
PROGRAMS AND ACTI VI TI ES 12.0 8.0 6.3 $ 109,375
VEDI CAL AND TREATMENT 1.0 0.7 0.5 $ 11,719
CONTROL PO NTS 16. 8 11.2 8.8 $ 122,781
PERI METER SECURI TY 5.1 3.4 2.6 $ 36,835
UNI T SUPERVI SI ON 66. 2 43.9 34.5 $ 482,707
I NTERNAL ACTIVITY AND YARD 26.2 17.4 13.6 $ 191,089
EXTERNAL AND OTHER 3.4 2.2 1.8 $ 24,556
TOTAL 150.7 100.0 78.5 $1,172,291
STAFF SUWARY BY SHI FT DAY EVE NI TE TOTL
# R # R # R # R
ADM NI STRATI VE & SUPPORT 17 9 10 1 0 20 10
MEDI CAL, PGRM & CASE MNGT 13 7 0 0 0 0 13 7
UNI T OFFI CERS 13 7 18 9 7 4 66 34
OTHER OFFI CERS 18 9 11 6 4 2 51 27
TOTAL 71 37 30 16 12 6 151 78
AVE. SPAN SUPERV. CTRL 3.32 KEY FUNCTI ON PCSI TI ONS # R
AUTHORI ZED CO S: 117.00 MEDI CAL: 0 0
OVERTI ME CO FTE: 0.00 MENTAL HEALTH: 1 1
TOTAL FTE CO S: 117.00 | NDUSTRY: 0 O
TOTAL POST REQT. : 117. 66 EDUCATI OV VOTEC: 1 1
DI FFERENCE: 0. 66 CLERI CAL: 9 5
CONGRUENCE: 1.01
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SUWVARY CHART

ONONDAGA CQUNTY NEW FACI LI TY

POPULATI ON LEVEL
COVERAGE FACTCOR
STAFF RATE/ DAY
STAFF RATE/ EVE
STAFF RATE/ N TE
STAFF RATE/ TOTL
CONGRUENCE

SPAN OF CTRL
ADM SPT STAFF
MEDY PGRM CASE
UNIT CO S

OTHER CO S

VEDI CAL

MENTAL HEALTH

| NDUSTRY
EDUCATI OV VOTEC
CLERI CAL

UNIT CO S/ DAY
UNIT CO S/ EVE
UNIT COS/ NTE

190
20
37
16

6
78
1
3
10
7
34
27
0

1
0
1l
5
12
9
4

DAYS, ACCRUED BY MONTH

ANNUAL LEAVE
HOLI DAYS

| LLNESS LEAVE
TRAI NI NG DAYS
M LI TARY LEAVE
OTHER LEAVE
CO OVERTI ME

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD
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#

HitH
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#

#

HEERE
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e

& YEAR, FOR SPECI AL FUNCTI ONS

OFFI CERS
MONTH YEAR
98 1177
108 1294
118 1412
69 824

10 118

29 353

0
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0

NON- OFFI CERS
MONTH YEAR
28 330

30 363

33 396

19 231

3 33

8 99

0



####-#######################################################################
CORRECTI ONAL STAFF ANALYSI S PRQJIECT

NYC. MANHATTAN HOUSE OF DETENTI ON

STAFFI NG PATTERN ANALYSI S

FHEARR AR 4444004040000 R0 BU LA E BB

CALCULATI ON OF COVERAGE FACTOR

TOTAL DAYS PER YEAR 365
REGULAR DAYS OFF: 104
TOTAL REMAI NI NG DAYS PER YEAR 261
VACATI ON DAYS: 27
HOL| DAYS: 0
AVERAGE | LLNESS LEAVE TAKEN: 6
CORRECTI ONAL OFFI CER TRAI NI NG DAYS: 6
AVERAGE M LI TARY LEAVE TAKEN: 2
AVERAGE OTHER LEAVE TAKEN: 20
TOTAL ACTUAL DAYS AVAI LABLE: 200
COVERAGE FACTOR 1.31
CONTI NUQUS COVERAGE FACTOR: 5.48
SEVEN DAY, ONE SH FT COVERAGE: 1.83

AFERERAAEFE AR A4S R LR AR BB B BB E B

STAFFI NG PATTERN LI STI NG 17
PCSI TI ON LOCATI ON SHI FT FAC- # SPAN TOTL
TOR OF

CON-

TRCL
FrEEE* . ADM NI STRATI ON
WARDEN ADM NI STRATI ON OFFI CE HRS N 1.0 4 1.00
DEPUTY WARDEN PROGRANG OFFI CE HRS N 1.0 8 1.00
DEPUTY WARDEN CPERATI ONS OFFI CE HRS N 1.0 4 1.00
ADM NI STRATI VE ASST.  WARDEN OFFI CE HRS N 1.0 0 1.00
SECRETARY WARDEN OFFI CE HRS N 1.0 0 1.00
SECRETARY ASSCC. WARDENS OFFI CE HRS N 1.0 3 1.00
TYPI NG POOL ALL AREAS OFFI CE HRS N 3.0 0 3.00
CATEGCORY SUBTOTAL: 9.00
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PCSI TI ON

* k k k%

PERSONNEL OFFI CER
STAFF

BUSI NESS MANACGER
CASHI ER

STAFF

CATEGCORY SUBTOTAL:

* k * % %

SUPERVI SOR

COOKS

MANAGER

STAFF

PLUMBER

ELECTRI C AN

| NSPECTOR
CATEGORY SUBTOTAL:

* k k k%

Al DE

COORDI NATOR

SUPERVI SOR

LEADER

COORDI NATOR

SUPERVI SOR

CASE MANAGER
CATEGORY SUBTOTAL:

* k k k%

SOClI AL WORKERS
CATEGORY SUBTOTAL:

* k * % %

CHI EF

COMVANDER

ASST. COVMANDER
SUPERVI SOR

CFFI CER

CFFI CER

CFFI CER

OFFI CERS

CFFI CER

CATEGORY SUBTOTAL:

* k k k%

CFFI CER
CATEGORY SUBTOTAL:

CONTROL PO NTS

LOCATI ON

BUSI NESS MANAGEMENT

PERSONNEL
PERSONNEL REPORTS
BUSI NESS OFFI CE
BUSI NESS OFFI CE
COW SSARY

SUPPORT OPERATI ONS

FOOD SERVI CE
Kl TCHEN

MAI NTENANCE
MAI NTENANCE
MAI NTENANCE
MAI NTENANCE
FI RE SAFETY

PROGRAMS AND ACTI VI Tl ES

LI BRARY

EDUCATI OV VOTEC
RECREATI ON
RECREATI ON
CHAPLAI N

CLASSI FI CATI ON

| NTAKE SCREENI NG

VEDI CAL AND TREATMENT

HOUSI NG UNI TS

SECURI TY

TOUR

TOUR

CONTROL ROOM
CONTROL ROOM A
CONTROL ROOM B
SCHEDULI NG

VI SIT PROCESSI NG
BRI DGE GATE

PERI METER SECURI TY

QUTSI DE PATRC]_124

SHI FT

CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS

CFFI CE HRS
DAY&EVE, ALL
CFFI CE HRS
DAY, M F
DAY, M F
DAY, M F
CFFI CE HRS

EVE, M F

CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CFFI CE HRS
CONTI NUCUS

CFFI CE HRS

OFFI CE HRS
CONTI NUCUS
DAY, ALL
CONTI NUCUS
CONTI NUCUS
DAY&EVE, ALL
OFFI CE HRS
EVEN NG ALL
OFFI CE HRS

CONTI NUCUS
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PCSI TI ON LOCATI ON

* k * % %

UNI' T SUPERVI SI ON

UNI' T CONTROL STATI ONS
UNITS 4,7,10

UNITS 5,6,8,9,11
UNITS 5,6,8,9,11

OFFI CERS

UNIT OFFI CERS

UNI' T OFFI CERS
PATROL OFFI CERS
CATEGORY SUBTOTAL:

* k k k%

I NTERNAL ACTIVITY AND YARD

CFFI CER STORES/ LOADI NG DOCK
CFFI CER LAUNDRY

CFFI CER ELEVATOR

CFFI CER SECURI TY/ TOOL CTRL
CFFI CER SANI TATI ON

CFFI CER SANI TATI ON DETAI L
CFFI CER Kl TCHEN

OFFI CERS MAI L ROOM PACKAGES
CFFI CER LEGAL LI BRARY

CFFI CER RECREATI ON

SUPERVI SOR VI SI TI NG

OFFI CERS VI SI TI NG ROOM

CFFI CER RECEPTI ON VI SI TI NG
SUPERVI SOR RECEI VI NG

OFFI CERS RECEPTI ON PROCESS
CFFI CER RECEI VI NG ESCORT
CFFI CER RECEI VI NG SEARCH
CFFI CER RECEI VI NG MEDI CAL
CFFI CER CLINNC A

CFFI CER CLI NI C PATRCL

CFFI CER CLINI C PATRCL
SUPERVI SOR TH RD FLOOR

OFFI CERS PROGRAM CENTERS
OFFI CERS PROGRAM CENTERS

CATEGORY SUBTOTAL: .

* k * % %

EXTERNAL AND OTHER

CFFI CER
CATEGORY SUBTOTAL:

HCOSPI TAL TRANSFER

TOTAL STAFF COUNT:
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SHI FT

CONTI NUCUS
CONTI NUCUS
DAY&EVE, ALL
DAY, ALL

DAY, ALL

DAY, M F
DAY&EVE, ALL
DAY, M F

DAY, M F

DAY, ALL
DAY&EVE, ALL
DAY, M F
EVENI NG ALL
DAY&EVE, ALL
EVEN NG ALL
EVEN NG ALL
DAY&EVE, ALL
DAY, M F
CONTI NUCUS
DAY&EVE, M F
DAY&EVE, ALL
CFFI CE HRS
CONTI NUCUS
NI GHT, ALL
EVENI NG ALL
CONTI NUCUS
DAY, ALL
EVEN NG ALL

EVE, M F
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SUVMARY ANALYSI S OF STAFFI NG PATTERN
NYC. MANHATTAN HOUSE OF DETENTI ON

AREA PCSI TI ONS % RATE STANDARD
PER CCST PER
100 P. 100 PRI S.
ADM NI STRATI ON 9.0 3.1 2.3 $ 46, 125
BUSI NESS MANAGEMENT 6.0 2.1 1.5 S 26,250
SUPPORT OPERATI ONS 14.9 5.2 3.7 S 65,266
PROGRAMS AND ACTI VI TI ES 12.0 4.2 3.0 $ 52,500
MEDI CAL  AND TREATMENT 3.0 1.0 0.8 $ 16,875
CONTROL PO NTS 36.7 12.7 9.2 $ 128,485
PERI METER SECURI TY 5.5 1.9 1.4 $ 19,184
UNI T SUPERVI SI ON 106.0 36.7 26.5 $ 370,881
| NTERNAL ACTIVITY AND YARD 94. 1 32.6 23.5 $ 329,466
EXTERNAL AND OTHER 1.3 0.5 0.3 $ 4,568
TOTAL 288.5 100.0 72.1 $1,059,599
STAFF SUWWARY BY SH FT DAY EVE NI TE TOTL
# R # R # R # R
ADM NI STRATI VE & SUPPCRT 24 6 2 1 0 O 30 7
MEDI CAL, PGRM & CASE MNGT 9 2 2 1 1 0 15 4
UNI T OFFI CERS 26 7 21 5 11 3 106 26
OTHER OFFI CERS 37 9 33 8 10 3 138 34
TOTAL 96 24 58 15 22 6 289 72
AVE. SPAN SUPERV. CTRL 5. 62 KEY FUNCTI ON POCSI TI ONS # R
AUTHORI ZED CO S 245, 00 MEDI CAL: 0O O
OVERTI ME CO FTE: 0. 00 MENTAL HEALTH: 3 1
TOTAL FTE CO S: 245, 00 | NDUSTRY: 0O O
TOTAL POST REQT. : 243. 60 EDUCATI O\ VOTEC: 2 1
DI FFERENCE: 1.41 CLERI CAL: 5 1
CONGRUENCE: 0.99
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SUMVARY CHART -
NYC. MANHATTAN HOUSE OF DETENTI ON

POPULATI ON LEVEL 400 HHHHHIHHHHHHHHHHH R
COVERAGE FACTOR 30 HEHIRHHB R R

STAFF RATE/ DAY 24 HEHBHBHHHHBHIH TR

STAFF RATE/ EVE 15 HEHBHHHHHHBHHH]

STAFF RATE/ N TE 6 HHHHHH

STAFF RATE/ TOTL 72 XXXXXXX

CONGRUENCE 0

SPAN OF CTRL 6 HHHHHH

ADM SPT STAFF T B

NVEDY PGRM CASE 4 HHHH

UNIT CO S 20 HHHHHHHHHHHHHBHBHHHBHHHHHY
OTHER CO S 34 HHHHHHHHHHHBHH RS
VEDI CAL 0

MENTAL HEALTH 1 #

| NDUSTRY 0

EDUCATI OV VOTEC 1 #

CLERI CAL | #

UNIT CO S/ DAY T HEHHRHH

UNIT COS EVE 5 HHHHH

UNNIT COS NTE 3 HH#

DAYS, ACCRUED BY MONTH & YEAR, FOR SPECI AL FUNCTI ONS

OFFI CERS NON- OFFI CERS
MONTH YEAR  MONTH YEAR

ANNUAL LEAVE 548 6577 101 1213
HCLI DAYS 0 0 0 0
| LLNESS LEAVE 122 1462 22 270
TRAI NI NG DAYS 122 1462 22 270
M LI TARY LEAVE 41 487 7 90
OTHER LEAVE 406 4872 75 898
CO OVERTI ME 0 0 0 0

NOTE: NON CO TRAI NI NG ESTI MATED FROM CO STANDARD
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