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National Institute of Corrections
Jails Division
Large Jail Network Meeting

July 13-15,1997 Longmont, Colorado

This document summarizes a meeting of NIC's Large Jail Network that was held in
Longmont, Colorado, July 13-15, 1997. The meeting was attended by approximately 70
administrators of the largest jails and jail systemsin the country. It focused on two
topics: 1) the use of technology in the jail setting; and 2) sexual misconduct of staff.
Following is a brief summary of the highlights:

+ Opening Address: 21% Century Technology and its Application to Local Jail
Information and Operational Needs. Kevin Jackson, Program Manager for the Office
of Science and Technology at the National Institute of Justice, provided information
on services offered by the National Law Enforcement and Corrections Technology
Center.

« Innovative Technology Applications for Internal Problems. Margo Frazier, Sheriff of
Travis County, Texas, described an innovative Integrated Justice System that will
enable probation, prosecutors, the courts, and the sheriffs office to share case data,
disposition data, financial data, warrant information, arrest information, and jail
information. Fred Patrick of the New York City Department of Correction described
that department’s Security Risk Group System, a comprehensive automated
information system that tracks and reports on inmates that are either affiliated with
known gangs or have been identified as weapon carriers.

« Benefits of Technology for Inter-Governmental Decision-Making. Michael O'Malley
from the Vermont Department of Corrections pointed to the ways in which hard data
and information can drive policy decisions. Sheriff Pat Sullivan of Arapahoe County,
Colorado, reported on requirements for making information available on sex
offenders, including a program in California in which the state provided a CD-ROM
with all registered sex offenders. Denis Dowd, Shelby County, Tennessee, described
to automated systems. The Relief Factor Management System (FRMS makes it
possible to tell the number of staff needed at each post. The Jail Management System
(IMS)/Justice Services System (JSS) tandem system provides a minute-by-minute
location of each offender throughout the jail and court system. Joe Norwick pointed to
a variety of technology uses in the Dane County, Wisconsin, system, including
digitized images, video conferencing, electronic monitoring, networks, the Internet,
and communications systems.



| dentifying and Dealing with Staff Sexual Misconduct. Ralph Mitchell of El Paso
County, Texas, highlighted the usefulness of his department’s policies on Conduct,
Prohibited Association/Frequenting, and Misconduct Known to Department
Personnel in responding to sexual misconduct. Donald E. Hathaway, Sheriff, Caddo
Parish, Louisiana, pointed specifically to the importance of an agency administrator’s
leadership and an organizationa philosophy that speaks of integrity, respect for co-
workers, and values. Daniel Bailey, Mecklenburg County, North Carolina, described
the uniqueness of North Carolina’s situation and the importance of developing formal
processes and policies even in such an unusual context. Susan McCampbell, Broward
County, Florida, emphasized the importance of looking at staff sexua misconduct in
relation to staff misconduct as a whole.

Training Staff on the Issue of Sexual Misconduct. Sheriff Margo Frasier, Travis
County, Texas, pointed to the need to train staff, volunteers, and supervisors on
inmates' con games. Charles Lee, St. Louis Division of Corrections, noted that his
department is searching for answers at this point, rather than providing suggestions
for how to handle sexual misconduct. Art Wallenstein, King County, Washington,
emphasized that the legal community is focused on the whole range of issues related
to employment law, including hostile work environments, sexua harassment, and
sexual misconduct. He summarized his agency’s training program and emphasized
the need for the agency head to state the agency’s stance on such issues directly.

Topics for the Next Large Jail Network Meeting. Meeting participants decided to
focus next time on the issue of personnel management, with an emphasis on the first
year of employment.



21st Century Technology and its Application to Local Jail
Information and Operational Needs

Kevin Jackson, Program Manager, Office of Science and Technology,
National Institute of Justice

The National Law Enforcement and Corrections Technology Center (NLECTC) is a

program of the National Institute of Justice. Designed to meet the needs of corrections

and law enforcement administrators, its mission is to:

« ldentify equipment and technology requirements of local, State, and Federal criminal
justice practitioners.

o Find, research, develop, and field test new technologies and help to adapt existing off-
the-shelf technologies to meet criminal justice requirements.

 Introduce and disseminate information on promising new technologies, including
those being developed through partnerships with the U.S. Departments of Defense,
Energy, and Transportation and international law enforcement agencies.

« Develop and disseminated equipment performance standards, conduct objective
evaluations of products, and publish the results.

Structure of NCLECTC

NCLECTC is composed of a national center, regional centers, and specia offices located
throughout the country. These centers and offices provide outreach to State and local law
enforcement and corrections agencies. Each center has a specialty.

« The national office performs testing of law enforcement and corrections equipment,
identifies law enforcement and corrections equipment, identifies law enforcement and
corrections technology requirements, and publishes test results and guides on various
technologies.

« The Northeast Regional Center focuses on concealed weapons detection technologies.

o The Southeast Regional Center focuses on corrections technology.

o The Rocky Mountain Regional Center works on solutions to communication inter-
operability problems.

o The West Regional Center provides investigative and surveillance technology support
to the criminal justice community.

o The Border Research & Technology Center addresses the development of new
technology for control of border-related crime.

Local Jailss What Works

It is useful to find out what others are doing. NLECTC enables jail administrators to
share technical information. In past years, the Department of Defense used to point to
useful technologies, but essentially corrections administrators were at the mercy of the
vendor. We cannot afford trial and error approaches to technology in our field because
life and death are sometimes at stake.



The technology highlighted by NLECTC is not always the very flashy applications. The
goal is to develop technology that is useful and affordable.

Product-related information includes:

« Performance specifications and features
o Safety requirements

e Price

o User Evaluations

o Product Implications Planning

What drives al the research is an interest in making sure a technology genuinely meets a
need. We also recognize that needs evolve that they are not static. We rely on the field
to help us identify emerging needs.

Impediments to New Technology or Applications

o Documented needs, requirements, missions

o Market development and commercia costs

o Roles of industry, government labs, legidlatures, judiciary, and the community
o Product specifications

L everage Points

o Wecan't afford to build new laboratories and don’t have to
« Thereis a huge technological infrastructure in the U.S. already paid for
« Small investments can leverage large amounts of capital.

Section 1208 Surplus Property Program

Through the Section 1208 Program, corrections and law enforcement agencies can obtain
surplus property from the Department of Defense. Provisions of the program include the
following:

o The material, including small arms and ammunition, is suitable for use by such
agencies in counter-drug activities and is excess to the needs of the Department of
Defense.

o Persona property transferred under this section may be transferred without cost to the
recipient agency.

« Not al such property is high-tech; it also includes vehicles and communications
equipment such as radios.

The Office Law Enforcement Standards

The Office of Law Enforcement Standards (OELS) provides technical support to the
NLECTC by developing minimum performance standards that NCLECTC uses in its



testing program. The standards have served as performance criteria for manufacturers
and as the basis for evaluating various types of equipment.

JUSTNET

The Justice Technology Information Network (JUSNET) is available via the Internet to
provide information on new technologies, equipment, and other products and services.
JUSTNET (http://www.nlectc.org) brings together the information and technical services
of NLECTC's regional center and offices and provides on-line links to the best in law
enforcement and criminal justice information on the Web.

|dentifying Technology Needs

For the past two years, a group of about 100 corrections practitioners has been meeting in
Charleston, West Virginia, to identify the technology needs of corrections. The recent
recommendations of the Corrections Committee of the Law Enforcement and Corrections
Technology Advisory Council noted that the most important need is for national, on-line
information sharing, a system to enable administrators to talk to one another. Also
needed are new technologies for contraband and weapons detection.

On the horizon are better tools for managing offenders, as we can't afford ssimply to build
more beds. Electronic monitoring has been a tethered system up to now, but we are
looking at ways to make such monitoring continuous so that we can know exactly where
an offender is. Advancements in the medical field and in the interoperability of
communications equipment are aso on the horizon.

The Office of Science and Technology is interested in your problems and your ideas.

For additional information, contact Kevin Jackson, Program Manager, Office of Science
and Technology, National Ingtitute of Justice: P. 0. Box 1160; Rockville, MD 20849-1160.



Technology as a Solution to
Administrative or Operational Problems

Margo Frasier, Sheriff, Travis County, Texas

Travis County, Texas, encompasses about 1,000 square miles; the inmate population of
its correctional institution is about 2400. | am the newly elected sheriff and was formerly
an attorney representing law enforcement. The county is now in the process of
improving its computer system, which is currently antiquated and inefficient. Each part
of the justice system has had its own technology since the mid-‘80s, but none of the
systems communicated with each other.

The new system will be an Integrated Justice System whose mission is to “design and
obtain a system that will enable inter-agency communication and interaction to improve
the disposition of county-wide justice.” Probation, prosecutors, the courts, and the
sheriffs office will share an inter-agency system that will include:

Case Data
Disposition Data
Financial Data
Warrant Information
Arrest Information
Jail Information

Previoudly, offenders were booked at the city jail then re-booked at the county jail.
Although the sheriff took over operation of the city jail, creating one booking point, this
didn’t solve our problem.

Project Methodology

The first step was to gather information from all department levels, including
management, supervisors, and staff. A series of Technology Awareness Presentations
enabled vendors to show their wares. Subsequent design evaluation focused on
operational analysis, the identification of core data, examination of similar processes, and
internal and externa integration design.

A Request for Proposals was jointly developed by all agencies. An evaluation of
potential vendors included a proposal review, the opportunity for Austin vendors to
demonstrate systems, follow-up reference calls, and on-sSite presentations. An inter-
agency approach was used to rank and select vendors.

Benefits of the Integrated Justice System to Taxpayers

o To ensure public safety:
» Connects Probation to Warrant Information



» Exchange of information concerning Protective Orders in County Courts and
related Child Custody cases in District Courts

» The ability to hold defendants accountable for restitution payments

» Track crossover of cases between Civil and Criminal Courts

« Accountability

» More complete and accurate information is available on offenders, cases, and
lawsuits.

» Management information for departments and the justice system.

» Activity Summaries and Historical Data.

> Systematic collection of fees and court costs, resulting in increased
accountability.

> Reduces number of docket resets, resulting in cost savings.

Benefits of the Integrated Justice System to the County

« Major Impact on Justice System:

Probation and programs will be more effective

Personal bonds will be more effective

Career criminals identified, as the system can track recidivism
Victim/witness information will be provided

Law enforcement investigations will be enhanced

Both agency and public satisfaction will be improved

vV V.V V VY

How to Plan New Technology

There are 2700 inmates in three different locations in Travis County. The county is now
building a new booking facility, which will be part of a new Justice Center that includes
al crimina courts. Cost-cutting measures resulted in a smaller sallyport. Corrections
and law enforcement want to be efficient, which means that the law enforcement officer
isout in the city, not in the booking facility.

The way the new system will work is this: From a 911 center, information on the location
calling is generated on a screen and an officer is dispatched to the scene. The officer
identifies the person he/she is dealing with and, at the point of arrest; the jail is notified
that the offender is on the way in. Information is then available at the booking area. As
most are likely to be repeat offenders, information from the last booking is also pulled up
on the screen, making possible questions such as, “Do you still live at...."” The ideaisto
shorten the time the law enforcement officer is in the facility so that he/she can be back
on the street as soon as possible. A side benefit of the system is that because the officer
leaves quickly, the inmate is less angry.

For additional information, contact Margo Frasier, Sheriff Travis County Sheriff's
Office; P. 0. Box 1748; Austin, TX 78767; (512) 473-9788



Fredrick J. Patrick, Deputy Commissioner for Planning and Programs,
New York City Department of Correction

Background: The New York City Department of Correction

The average daily inmate population of the New York City Department of Correction
was 18,326 in FY’96. In that year, there were 106,868 admissions to the Department. Of
inmates in the system, 65% were detainees, 17.6% were city detainees, and 17.4% were
state inmates. Staff consists of 11,385 uniformed officers and 1,609 civilians.

The Department’s population growth has paralleled the city’s, with most increases being
absorbed on Rikers Island, purchased by the city in 1884. Through sanitary landfill, the
once 90-acre island has been enlarged to over 400 acres. Its 10 major jails have a
combined capacity of more than 16,000 inmates. Among the facilities are a jail for
sentenced males, another for sentenced and detainee females, and a detention center for
adolescent males ages 16 to 18. Two floating detention centers are docked off the
northern tip of Rikers Island; each has an inmate capacity of 162 and serves as an annex
to one of the seven other jails on the Idand, all housing adult male detainees.

What is the Security Risk Group (SRG) System?

The SRG System is a comprehensive automated information system that tracks and
reports on inmates that are either affiliated with known gangs or have been identified as
weapon carriers. The current system has been in operation since early 1996.

The major goal of the SRG system is to contain and reduce inmate violence by
identifying and strategically housing Security Risk Group inmates. All levels of the
Department, including Staff the facilities use the system, as well as the Department’s
Investigation Division and the Gang Intelligence Unit.

How Does the System Work?

The SRG System is a PC-based, multi-media tracking and retrieval system. It was
developed by four corrections officers in the New York City Department of Correction.
It uses the Microsoft Windows Operating System, the programming language Superbase,
and the Department’s proprietary communications network to link the SRG computers in
al the Department’s facilities. The system can network across facilities and with the
police department.

For each Security Risk Group inmate, data and color photos are collected and entered
into SRG personal computers at the facilities. The data includes personal information,
physical descriptions of tattoos, scars and other characteristics; aliases; nicknames; gang
affiliates; known enemies; gang symbols; and other known intelligence regarding gang
activities and structure. The digitized photos are taken by a video or digital camera and
include full face, profile, and tattoos.



Through screens and reports, the system is used to identify, monitor, and control the SRG
population. A special feature provides the display of photos of all SRG inmates who
meet specified criteria

How has the System Benefited the Department?

The SRG System has:

« Reduced inmate violence, by providing the Department’s facilities with information
needed to segregate known enemies.

« Controlled overtime expenditures by reducing trips to hospitals that occur as a result
of acts of inmate violence.

o Enabled sharing SRG-related information with other law enforcement agencies,
including the NY C Police Department and the FBI.

o Helped in investigating acts of inmate violence.

New VINE Program Focuses on Victims

In August, the Department will implement the Victim Information and Notification
(VINE) Program. The New York City VINE Program is collaboration between The
VINE Company of Louisville, Kentucky, and New York City criminal justice entities.
VINE will assist victims of crime and other concerned persons in determining the
custody status of an offender.

The VINE Program will also allow victims of crime to pre-register for automatic
telephone notification when the offender is released, transferred, or is otherwise removed
from DOC custody. It will operate 24 hours a day, 365 days year, including holidays.
The VINE system will be especially useful for victims of domestic violence.

Crime victims and their advocates will be given an “800” number to contact the VINE
call center in Louisville, Kentucky. Using a touch-tone phone, they will be able to
determine whether a specific offender is currently in custody. They will aso be able to
register anonymously for notification in the event of an offender’s release. The caller
will be identified by a PIN number only.

If an inmate is discharged or is transferred out of DOC custody, the system will
determine if any callers need to be notified. Calls will be placed by the automated system
to previously registered callers every half hour for the first 24 hours and then every 6
hours for the next 72 hours. The calls will be terminated at the end of that period or when
the person answering the call enters the correct PIN number.

For additional information, contact Fredrick J. Patrick, Deputy Commissioner for
Planning and Programs, New York City Department of Correction; 60 Hudson St.; New
York, NY 10013; (212) 266-1120. Sample screens from the Security Risk Group System
areincluded in the appendix to this report.
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Benefits of Technology for
Inter-Governmental Decision Making

Michael O’'Malley, Vermont Department of Corrections
The Department of Corrections in Vermont includes Probation, Parole, Prisons, and Jails
al in one system. Data from the entire system is available to all officers, who can log on

with a password to the Vermont web page, which provides locations of all defendants and
offenders.

How the Vermont System Has Used its Information System

A good information system can enable administrators to accumulate substantial data to
support policy making. The Vermont Department of Corrections has used a variety of
data for various audiences and to differing ends.

1. Data on the inmate population from 1975-present allowed the Department to
determine its goals and to identify the degree of success in achieving those goals.

2. The same data, which indicated an increased reliance on incarceration, convinced
judges of an overcrowding problem.

3. Recent data indicated that 85% of those in prison are now violent offenders,
suggesting that the Department’s plan is working. Previously, only 40% of those
incarcerated were violent.

4. Dataindicated that the incidence of crime had not increased but the use of
incarceration had; this made it clear to policy makers that it was not the crime rate
that was contributing to system crowding.

5. The law in Vermont requires an impact study whenever the legislature proposes
changes in sentencing. The potential effect of such decisions must be considered.

6. The Department did an extensive public survey and planned for how to address all the
different publics' needs.

7. Internally, data also drives decisions. For example, the risk for offending and
recidivism drives classification.

The Shift in Outcomes
¢ The picture in 1990:

» The public lacks confidence in the system of justice.
» Offenders are a tax burden.

11



» Sentencing is unfair and disparate.
» Corrections doesn’t work.
> Inmates are idle and bitter.

¢ The picture in 1997:
» The Community makes justice decisions.
» Offenders add value and repair the damage.
» The response fits the crime.
» Corrections focuses on risk management and dispute resolution.
» Offenders take responsibility for their crimes and for their persona change.

Corrections administrators can capitalize on information by determining how to use it
rather than just collecting it. For example, if you present county commissioners with the
concept of “managed care,” and support it with hard data, they will understand your
point. Decision-makers need to be educated on how to use information. With a good
Management Information system and careful sharing of information, we can all drive
policy decisions.

For additional information, contact Michael O'Malley, Director, Security/Supervision,

Vermont Department of Corrections, 103 South Main Street; Waterbury, VT 05671-1001,;
(802) 241-2316.
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Denis Dowd, Shelby County, Tennessee

Background: Shelby County Government and Criminal Justice Structure

In Shelby County, the Sheriff and Mayor are both elected, as are County Commissioners.
Finances are controlled by the County Commission. The Sheriff submits a budget
request, which is approved or modified by the Mayor’s staff, final approval is by the
County Commission. Elected officials do not question how thejail is being run. A
Justice System Coordinating Committe-originaly a Jail Crowding Committee-meets
every few weeks.

Technology Applications

Relief Factor Management System (RFMS)-This automated staffing system makes
it possible to tell the number of staff needed at each post. It requires, first, a clear
management definition and justification for each post, along with the value (fixed,
pull, shut-down) of each post. The RFMS system then determines staffing needs,
based on regular days off, planned/scheduled leaves, and unplanned/unscheduled
leaves. In addition, it provides precise, historical data to justify staffing needs, which
| can take to the County Commission to explain my need for a certain number of
staff.

Jail Management System (IMS)/Justice Services System (JSS)-This tandem system
provides a minute-by-minute location of each offender throughout the jail and court
system, from intake through release. The system also helps us identify where there
are backlogs or slow spots in the process. By next year, we may have moved entirely
to a paperless system that will track offenders from arrest, through release on bond, to
prison, al without a paper trail.

Observations about Technology

Technology is never as simple as it seems or as vendors make it sound.

There is aways a group of people who run away from technology; sometimes even
judges are in this group.

On the other hand, there is always at |east one true believer in technology.
Iftechnology or its results are too complicated, decision-makers will not believe what
they are told.

The worst combination may be ignorant decision-makers and true believers; they can
make truly bad decisions.

Recommendations

Keep it as simple as possible, especialy in terms of explanations.

Identify potential criticisms in advance. It is a good idea to hire a consultant who is
not a vendor and to do atrial run that does not involve input from decision-makers.
Eliminate potential shortcuts and detours.

13



« Keep true believers and crusaders out of the program.
« Remember that technology is a servant, not a master.

For additional information, contact Denis Dowd, Jail Director, Shelby County Sheriff’s
Office; 201 Poplar Avenue; Memphis, TN 38103; (901) 576-2414.

14



Pat Sullivan, Sheriff, Arapahoe County, Colorado

| wanted to call your attention to a couple of laws relating to sex offenders, which have
the potential for a huge impact on large jail systems.

“Megan’s Law”

Although “Megan’s Law” requires registration of all sex offenders, in Colorado only 70
of 400 are actually registered. Most jurisdictions are required by state or federal law to
register sex offenders and to make the information on the identity of sex offenders
available to the public.

In Colorado, when a sex offender is admitted or released from the Department of
Corrections, a sample of blood is taken for DNA analysis. However, this is not occurring
during booking at the county jail level.

Lifetime Mental Health Hold on Sex Offenders

Another issue that is likely to affect jails in Colorado is the Supreme Court decision
upholding the Kansas law stating that, after a sex offender completes a sentence, he can
then be committed to a mental health facility for lifetime mental health hold. Thefactis,
Colorado does not have the capacity to implement such a law; the likely result would be
that jails would hold these offenders.

In California, in large agencies, each patrol station has a computer. The state provided a
CD-ROM with all sex offenders registered. Initialy, there were technica errors with this
system. Everyone who wants information on registered sex offenders may get it. The
names and pictures of all offenders over the age of 18 are on the CD-ROM. Officers can
retrieve the information based on zip codes.

For additional information, contact Sheriff Pat Sullivan, Arapahoe County Sheriff's
Office; 5686 South Court Place; Littleton, CO 80120-1200; (303) 795-4701.
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Joseph Norwick, Dane County, Wisconsin

I’m the new jail administrator in Madison, Wisconsin. When | was heading the transition
team to build a new facility, my saying was, “We're going to enter the 20 century before
it's over.” We made it by a couple of years. However, we are going to face a Year 2000
problem. We are on a mainframe system from the early ‘80s and we know the system
will totally crash at the turn of the century. We are now in a crunch to find a system to
replace our mainframe system. We are looking for a local area network-based system
that can interface with Microsoft Access. Unless you can do a $21 million fix, you need
to be able to create your own databases that incorporate some that aready exist.

Following is a summary of some ways the Dane County Sheriffs Office is using
technology.

Digitized Images

o ldentification Cards-Digitized images are everywhere, including al our
identification cards. Rather than using 35-mm film in our facility, we now use
digitized inmate images on wristbands and digitized images of employees on
identification cards.

o Jail Access Database-About 400-500 volunteers come in on a daily basis. A
digitized database enables staff to look up anyone seeking entrance in the database
and find out why they are there and what their restrictions are.

« Mug Shots-Digitized images are aso used for mug shots.

« Employee Photo Database--Having grown from a small jail of about 200 to about
1,000, employees have increased to the point that it is impossible to know everyone.
We collect data on when they were hired and their photos, and the information is
included in Microsoft Office’s Access program.

» Crime Scene Photos/Video-We created a video room for chapel services, we now
see the wisdom of capturing images of crime scenes.

+ Inkless Fingerprints-We are looking to tie into the state system to get instant records
back.

Videoconferencing

« Video conferencing applications are limited only by your imagination. We use it to
do medical triage from a distance.

o Technology is becoming standardized for videoconferencing now. PictureTel
technology was available at our local university. We have a grant from the state
Department of Corrections for education using technology.

« Videoconferencing could also be used for probation, public defenders; the technology
may revolutionize our facilities.

Networks

« Email-We get alot of information from other county agencies via email;

o Shared drives-A network is used for incident logs briefing and incident reports,
enabling an officer to find them easily.

17



o Supply order form-The form is on atemplate; we required staff to use the form and
attach it to email to order anything.

« Shared data-Everyone, including the county executive and prosecutors, can benefit
if they agree to share data.

Electronic Monitoring

« Custody Alternative Monitoring Program-T hi s is regular €lectronic monitoring.

o Sheriffs Telephonic Alternative Release Program-This program uses touch screen
digitized images of the inmate at home.

The Internet

The Internet gives us access to the following:

o Bureau of Justice Assistance

o National Ingtitute of Corrections

« Corrections. corn--American Corrections Association and the American Jail
Association

o State Legidature--We can track pending bills

« Job-Net-We got a grant to identify on line jobs for released inmates. We will train
them to apply, fill out application, and fax it t the employer. It is redefining the way
we find jobs for inmates.

« Networking around the globe

Communications

o 800 Trunking Radio System
. Electronic Mall

. Voice Mall

We now no longer work as individuals. Instead, we are sharing information through
these technologies. Information is now at our fingertips because of technology.

For additional information, contact Joseph Norwick, Captain, Dane County Sheriff's
Office, Public Safety Building; 115 W. Doty Street; Madison, WI 53703; (608) 284-6165.
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Identifying and Dealing with Staff Sexual Misconduct

Ralph W. Mitchell, El Paso County, Texas

Today's subject comes at a time when there is a great deal of debate about sexual
misconduct by persons in leadership or power positions. Witness the problems we read
about daily within our Armed Forces and in some of our major corporations.

As corrections administrators, we have al seen many of these same problems. We have
personnel who have complete control over others and who take advantage of that control
by demanding and receiving favors.

During the next few minutes | will discuss a few examples of misconduct that were
discovered in the El Paso County Detention Facility and the actions taken by our sheriff
to correct these situations, which al involved department personnel and inmates.

El Paso County’s Policy on Sexual Misconduct
Our department’s Policy on Conduct states:

No employee of the Department will engage in conduct on or off duty which
adversely affects the morale or efficiency of the department, or, in the alternative
engage in conduct on or off duty which has a tendency to destroy public respect for
the employee and/or the Department and/or destroy confidence in the operation of the
Department.

Violation of this policy is cause for suspension or termination of the employee. The
department also has a Policy on Prohibited Association/Frequenting, which states:

Frequenting or associating with person(s), organizations, places with bad reputation,
or inmates unless necessary for Department business, where such associating or
frequenting would be detrimental to the image of the Department or the County is
prohibited. To this end, personal association with persons who have been convicted
of afelony within the last five years or who are under criminal investigation or
indictment, or who have an open and notorious reputation in the community for
felonious activity is prohibited.

An additional Policy on Misconduct Known to Department Personnel states:
Failure to report a fellow Department member or employee’s violation of a law, rule

or regulation, policy or procedure, general or special order is prohibited. To this end,
al such violations shall be reported in writing to a superior in the Department.

These three policies are the cornerstones of our efforts to prevent staff misconduct. The
main questions generated by these policies are: 1) do they work? and 2) have they been
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tested in court or in arbitration? The answer to both these questions in terms of our
policiesis ‘yes. Let me first offer some case histories before discussing these questions.

Case Histories

Case I-A female officer with four to five years of experience was having sexual
encounters with an inmate in a storage room while she was on duty. We were made
aware of this when representatives from our state system sent us copies of |etters that
they had intercepted. The letters were from the officer to the inmate telling the inmate
how wonderful he was. The officer was fired for bringing discredit upon the Department,
as a state agency had become aware of her behavior. An investigation by Internal Affairs
revealed that the officer also had lied when questioned about this incident.

Case I1-A male officer with five to eight years of experience was fired for having sexual
contact with a male inmate. In this case, we were made aware of the incident when the
inmate retained a sperm sample and gave it to investigators as part of his outcry. This
particular incident made our officers aware that inmates will set them up. The evidence
in this case was developed from DNA testing.

Case I11-One of our male nurses with six years of experience was living with a former
female inmate. The nurse was supplying the inmate with narcotics in exchange for
sexual favors. This situation came to our attention when the couple had a lovers' fight
that resulted in an arrest by the police department. The nurse was fired for bring discredit
upon the department. Because of the dispensing of a controlled substance, the situation
was also brought to the attention of the state board of nursing for disciplinary action
against his nursing license.

These are but a few of the incidents involving staff misconduct that | have encountered as
an administrator. | found that because we had rules that everyone was aware of we were
able to take effective actions.

Consequences of Sexual Misconduct Cases

| have found that most officers who are caught in misconduct welcome the opportunity to
resign quietly rather than go to court or to arbitration. In arbitration cases, we have won
because of rule violations, not necessarily because of the sexual misconduct. In other
cases, the employee is asked to resign with loss of unemployment benefits. We have
found to our dismay, however, that the relationships are often with some of our most
dangerous inmates. The officers involved in most cases cannot explain why they did
what they did.

The time has come for jail administrators to determine how we got into this predicament
and how we can get out of it. | submit that we got into this predicament by turning our
heads and not seeing what was taking place in front of us. Many of us were taught-by
example-when we got into the profession that was okay, almost expected, that we
would become heavy drinkers and womanizers. Family was rarely thought of The
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younger officers copied what they saw their supervisors doing. Therefore, | believe we
must set an example for our officers. We must take steps to break down the protective
wall of silence.

What steps can we take?

e We must redlize that officers cannot have a sexual relationship with inmates without
other officers knowing about it.

e Supervisors must be supervisors, not buddies, to those whom they lead.
Commanders need to emphasize family programs, not change-of-shift drinking
parties. For example, in our department, we conduct family days so that the officer’s
family can learn what happens behind the deep grey walls.

e We must write our policies so that we can no longer turn our heads. When we
become aware of misconduct, we must take some action; otherwise, action will be
taken against us for inaction.

e Inour hiring practices, we must do a more thorough check of our applicants
backgrounds.

e And findly, but very importantly, we must include a thorough education program for
our new officers and we must reinforce that education through additional activities
throughout their employment.

As Commanders, we must understand that it is a new game, with new rules, and we are
the ones who define the playing field. We must take away the opportunity for officers to
commit acts of misconduct by using surveillance cameras, patrol teams, and constant
supervision. In the cases cited above, a major contributing factor was “opportunity.” The
penalty for misconduct must be just as swift. Everyone must know that punishment will
be received for misconduct; they must know that we will not simply look the other way
any longer.

For additional information, contact Ralph Mitchell, Captain, El Paso County Detention
Facility; 800 East Overland; El Paso, TX 79901; (915) 546-2270.
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Donald E. Hathaway, Sheriff, Caddo Parish, Louisiana

Trends Related to Sexual Misconduct

Over the past 10 to 15 years, there have been some major changes in the demographics of
the labor force. Perhaps the most compelling is that the percentage of women has
increased dramatically, especialy in the public sector, including the criminal justice
system. From “Tailhook” to “Aberdeen,” the U.S. military has certainly discovered that,
while the concept of the traditional male domain may be going the way of the dinosaur, it
is not going quietly or without pain.

Couple this trend with problematic national trends in law enforcement. It has been
reported that serious criminal misconduct among Florida law enforcement officers has
soared in the past ten years. Another report focused disciplinary actions taken against a
large percentage of Denver Police Department law enforcement officers. And two recent
studies reported in the Criminal Justice Management and Training Digest indicated that
40 percent of law enforcement officers questioned admitted to committing violent acts
against their spouses during marital conflict. This compares with a rate of 16% of
couples in the general population.

While it may be dangerous to extrapolate anything from these two incidents, law
enforcement administrators cannot afford to ignore the collective forces of gender shock,
rapidly escalating behavioral problems, and relaxed sexual mores as they affect the
workplace. Today’s sheriff must smply stand up and pay attention to the issue of sexual
misconduct in the workplace.

| dentifying and Responding to Sexual Misconduct

Since most sexual misconduct is consensual in nature, it remains largely hidden and
difficult to measure. Helping keep the secret are the insular bonds of the police culture.
The sheriffs role in identifying such misconduct lies largely in the area of leadership on
the one hand and the position of chief law enforcement officer on the other. Thisaso
speaks to the two extremes of the problem. On one side there is dereliction of duty while
two consenting colleagues engage in some form of sexual behavior; at the other extreme,
however, in ajail setting, criminal acts can occur even where consent is present.

An agency administrator’s ability to respond to such activities begins with an
organizational philosophy that speaks of integrity, respect for co-workers, and values.
Typicaly, non-criminal sexual misconduct is covered in general “code of conduct”
policies. As vague as they sometimes are, they can go a long way toward settling the
stage for controlling employee behavior. Secondly, open and frank discussions in staff
meetings can get the issue on the table. Supervisory personnel must speak directly about
zero tolerance and limits to relationships.
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Third, training, as adways, is an essentia ingredient in the overall success of any
initiative. The typical law enforcement agency probably is lacking in both formal
training or orientation training that focuses on the limits of employee-to-employee
relationships. On the other hand, most basic correctional or jail officer courses do speak
to the issue of inmate con games that can lead to the formation of inappropriate
relationships or, a the extreme, criminal misconduct.

Finaly, no interdiction plan would be complete without a disciplinary component. The
leadership of the organization must be willing to apply specified discipline in cases of
misconduct and to initiate and carry through with crimina investigations, even it means
airing the “dirty laundry” in public. When stem disciplinary measures are taken, the
policy is more apt to be taken serioudly.

Sexual Misconduct as a Symptom of Larger Problems

Sexual misconduct can be a symptom of a systemic disregard of
o Authority

e Supervisors

e Supervision generaly

e The culture and ethical systems of the organization

Some examples of sexual misconduct involving employees are so flagrant that
“ignorance of the rules’ is a far-fetched defense, for example, a deputy who had sex with
awilling female on the hood of his patrol care while he was in uniformWas this deputy
confused about whether his behavior was inappropriate? Hardly; he simply chose not to
comply.

Suggestions for Responding to Sexual Misconduct

How to become aware:

o Set the climate-Make it clear in awritten policy that there is a commitment from the
top not to tolerate sexual contact of any form while an officer is on duty, in uniform,
on public premises, or in any other context that would tend to bring discredit to the
agency.

« Inthe policy, promise immediate response to allegations and inform all supervisors
that allegations must be dealt with immediatelyT'he policy should be clear as to the
supervisor’s responsibilities, whether or not the incident becomes known because of a
forma complaint or though some other means.

« Have clear written procedures for:

» Reporting allegations. Every employee should have a copy of this procedure.
The procedure should leave no doubt as to how to report an incidedust as
important, the policy should encourage employees to come forward. This can
be accomplished, for example, by having the complaint made to a member of
upper management instead of to the employee’s immediate supervisor. The
policy should state specifically whose responsibility it is to decide whether to
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launch an investigation into the incident. The person should be made available
to the complainant, if necessary.

» Responding to allegations. The response should involve a standard process by
seasoned investigators who will use a process of investigation designed to
safeguard the rights of the accused as well as to address the concerns of the
complainant.

« Maintain and nurture a “moral climate” within the agency.

» There must be a reputation for fairness and integrity from the top down.
Supervisors who are unable to perform with impartiality and integrity should
be reassigned.

» Law enforcement executives and command staff must model the desired
behavior for their employees. Even the appearance of impropriety in upper
management can render an otherwise well-developed system ineffectual.
Nothing can be “winked at”; supervisors must be models of propriety.

» In addition, the investigative unit assigned to these matters must have a
reputation for fairness, integrity, and compassion. No one will bring these
sensitive matters forward if they fear that the investigation might be indiscreet,
heavy-handed, or biased. Asin the case of victims of forcible rape, they may
not come forward because they fear the system as much as they fear the
perpetrator. An investigative unit’s reputation for integrity must be built up
over time; it cannot come about over night.

For additional information, contact Sheriff Donald Hathaway, Caddo Parish Sheriff’s
Office; 501 Texas Street, Room 101; Shreveport, LA 71101-5410; (318) 226-6509.
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Daniel ‘Bailey, Mecklenburg County, North Carolina

Background: North Carolina’s Uniqueness

North Carolina is unique in that it has a law prohibiting unions among public employees;
it is aso a state allowing an employer to fire someone “at will.” During a political
turnover, everyone may be fired. When | first came into the sheriffs office two-and-a-
half years ago, there were no written policies, no office of professional compliance, and
no formal disciplinary process. Everyone simply did what the sheriff wanted them to do
or they got fired.

One of our first moves was to establish some formal processes. Not only were there no
unions, there were also no civil service employees in the Sheriffs Office. We established
some written policies on Rules of Conduct and Discipline and Internal Investigations.
The Rules of Conduct established four severity categories. An employee could be
terminated for violations in the most severe category without compiling any other record
of misconduct. The most severe category included insubordination, drug violations,
unbecoming conduct, and sexual harassment.

Sexual Misconduct in the Jail

There was some history in the jail of sexual misconduct with inmates. In one instance, a
nurse in the facility became infatuated with an inmate who was in jail for killing ten
women. Although no sexual acts were apparently carried out, she constantly smuggled
things into him. He was eventually convicted and sentenced to nine death penalties. The
nurse stayed behind him the entire time, long after she was fired from the sheriffs office.
There was not enough evidence against her to pursue criminal charges except on
smuggling charges, but the sheriff at that time decided not to pursue a criminal case.

Despite this case, there have been no blatant cases of sexual misconduct with inmates in
the jail. We follow up on all complaints. There is a chain-of-command-review of any
violation, which gives everyone an opportunity to discuss what has occurred. Our Office
of Professional Compliance documents each case systematically. In cases of a crimina
nature involving sexual misconduct with inmates, we bring the police in. The Office of
Professional Compliance handles other types of cases.

Sexual Harassment Policy

Mecklenburg County has had a Sexual Harassment Policy in place since March 1. We
wanted to encourage anyone being sexually harassed to come forward, but we didn’t
want the policy to be a weapon against supervision. We also established severa
mechanisms to implement the policy, including the chain of command, but in addition, a
new Cultura Diversity Committee, which handles any issue in which someone feels
harassed or discriminated against throughout the system. The committee includes both
civilian and sworn first-line supervisors and is chaired by another chief deputy. Most
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cases come as anonymous complaints of harassment; the person bringing it up wants
harassment dealt with as a policy issue rather than pursuing an individual complaint.

We have fired about five people for sexua harassment. In all disciplinary procedures, we
list the type of offense and the disciplinary action taken in response both on a bulletin
board and on line. Individual names are not listed, but this practice lets staff see the
disciplinary actions that result from certain types of offenses. It makes clear that the
agency will not ignore complaints.

Training on Sexual Harassment and Sexual Misconduct

To draw attention to our policies on sexual misconduct and to make sure everyone
understands them, we have a training session each time we issue a new policy. Everyone
must sign off in the manual indicating that they understand the policy.

Training for al law enforcement officers and deputies also includes sexual harassment in
every session. The topic needs to be continually re-emphasized. Our intention is to
ensure a comfortable environment, and we want everyone to know that we are serious
about it.

Conclusion

Because unions do not encumber us, we can take action in cases of misconduct and can
try to handle them fairly. Our system for defining and counting violations results in
automatic termination after a certain number of violations. The sheriff has the ability to
terminate for any violation, but most often someone is dismissed for lying rather than for
the offense itself.

For additional information, contact Daniel Bailey, Chief Deputy, Mecklenburg County
Sheriff's Office; 700 East Fourth St.; Charlotte, NC 28202; (704) 336-7459.
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Susan McCampbell, Broward County, Florida

Sexual Misconduct in Réation to All Staff Misconduct

We often set out to solve a problem that we haven't clearly defined. | think it is
important to look at staff sexual misconduct in relation to staff misconduct as a whole.
The data in our study came from the Florida Crimina Justice Training and Standards
Commission, of which | am a member, appointed by the governor. The Commission
oversees employment and conduct of law enforcement, corrections, and probation
officersin the state.

In addition to setting training standards for officers, the Commission has the authority to
discipline an officer who pleads nolo contendere, guilty, or is convicted of a
misdemeanor or felony or “fails to maintain the good moral character defined in the
Florida Administrative Code.” Whenever a disciplinary action is taken against a licensed
officer in Florida, it must be reported to Tallahassee at the state level. Case managers
look at each case to see that the agency administered discipline that was consistent with
state guidelines.

There are a whole series of offenses-whether criminally prosecuted or not-for which
the Commission may revoke an officer’s license. Failure to maintain good moral
character may include excessive force, sexual harassment, misuse of official position,
engaging in sex while on duty, or having an unprofessional relationship with an inmate.
Twenty-four percent of cases involve drugs or acohol, which is particularly disturbing.
A large number of our young officers have been getting involved with cocaine.

Staff sexual misconduct constitutes about 27% cases; these are broken down by a number
of categories. Most involve inappropriate touching; very few involve sex acts.

One thing that always troubles us is the issue of police officers moving from jurisdiction
to jurisdiction. We have the ability to query a record via computer when someone applies
for employment and, if the person was previously employed elsewhere in the state, to see
what kind of record he/she has, including what discipline they might have received.

The International Association of Chiefs of Police and the International Association of
Directors of Law Enforcement Standards and Training are establishing a national officer
clearinghouse to help agencies as employers by facilitating quick and accurate brief
background checks on prospective law enforcement officers who have prior law
enforcement history. The database will maintain records on al officer employment;
North Carolina and Arizona have now become part of this effort. Local agencies may
participate on request.

Ethics

A colleague who believes that there is not a single source of information or a strong
enough statement of ethical conduct has developed “Ethical Conduct for Police Officers.”
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adoption by the Florida Chiefs Association, and is also going to be included in our basic
training curriculum. “Ethical Conduct. . . " defines clearly what is and is not ethical
behavior. Along with another colleague from the Florida Department of Corrections, |
now have the task of turning this into two different documents, one for corrections
officers and one for corrections probation officers. If you are interested in seeing the draft
for corrections officers, let me know.

Some of you may have seen in the January 24" issue of Corrections Professional an
article, “Attacking Employee Sexua Misconduct: Devising Strategies and Revising
Policies.” Thisis an interesting article about an NIC initiative with the Michigan
Department of Corrections. One striking point the article makes is that most agencies do
not have a policy specifically 