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ABSTRACT

The current technical assistance report represents an inter-
pretation, of a paper and pencil survey of stress occurring in
lowa Correction Officers (CO’s) conducted by the lowa Department
of Corrections and the American Federation of State, County and
Municipal Employees (AFSCME), Local Council 61 with analysis
conducted by the AFSCME Department of Research. The results of
this survey along with a site visit are described as well as
recommendations for approaches to stress and burnout for Ilowa
Correction Officers.
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1.0 Introduction

Stress and its impact on corrections is a topic that has
been drawing increased attention from administrators across the
country. In a study conducted by the National Institute of
Justice,(1984) that surveyed corrections administrators, it was
shown that high stress and poor public image were among some of
the impediments to successful recruitment mentioned by the respo-
ndents. These same factors also impaired retention of current
officers.

The issue of stress and its impact on the correctional
officer is multifaceted in that stress can include more than gne
element or condition. Based on the work of Stratton (1978),
stressors for the Correctional Officer can be divided into four
categories:

1. Stressors external to the organization such as attitude
of the public and frustration with the criminal justice
system.

2. Stressors internal to the organization such as poor

pay, poor training and/or supervision.

3. Stressors inherent in the job (in this case correc-
tional work) such as shift work and role conflict.

4. Stressors peculiar to the individual such as marriage
responsibilities and/or lack of self confidence.

In 1979, Dr. Frances Cheek conducted a study that involved a
a survey of Corrections Officers with the New Jersey Department
of Corrections to identify the different types of stressors

affecting them. One of the more interesting findings in the
study revealed that correctional officers reported more stress
related physical illnesses than police officers.

In 1984, the lowa Department of Corrections and the American
Federation of State, County and Municipal Employees (AFSCME)
Council 61 cosponsored a similar study for the purpose of identi-
fying stressors affecting lowa Correctional employees. The sur-
vey instrument (Appendix A) was administered by the lowa Depart-
ment of Corrections in 1984, and an analysis and interpretation
of the data was conducted by AFSCME’'s Department of Research in
Washington, D.C.

In January, 1985, Mr. Hal Farrier, Director of the lowa
Department of Corrections, contacted Ms. Barbara O'Brien (stress
consultant) to determine the availability of a team to conduct an
assessment of survey results and to develop recommendations for
intervention techniques based on the findings (Appendix B).
The survey was primarily a tool to identify stressors and was
not designed to identify possible interventions for the most fre-



guently cited stressors. The technical assistance performed by
the team consultants was funded by the Prisons Division of the
National Institute of Corrections, U. S. Department of Justice.

The technical assistance conducted by the team consultants
involved a three-tier approach: pre-site review, site visit, and
post-site review. The pre-site review involved analysis of
AFSCME survey data, review of lowa Department of Corrections
policies and procedures, review of existing departmental employee
assistance/support programs, and preparation of interview mate-
rials (Appendix C) for the site visit.

The site visit was conducted on July 21-24, 1985. The
purposes of the site visit was to a) conduct interviews with
administrative staff, corrections supervisors, and randomly
selected Corrections Officers: b) visit two corrections facili-
ties; c) review the current Employee Assistance- Program and
department-offered stress programs: and d) review the existing
budget in the Ilowa Department of Corrections and assess the
ability of the agency to initiate change.

During the site visit, interviews were conducted in Des
Moines, lowa, at the administrative office building, Department of
Corrections. Individuals interviewed included the following:

Mr. Hal Farrier, Director, Department of Corrections; Mr. Charles
Lee, Assistant Deputy Director of Institutions; Ms. Merrie

Murray, Director of Personnel and Training; and Mr. John
Tapscott, Executive Director of the Employee Assistance Program
in the Des Moines area. Additional interviews were conducted at

the Mitchelville and Riverview facilities. During the site visit
at the Mitchelville Women’'s facility, Barbara Olk, Warden, and
Dick Stockner, Correction Supervisor |, were interviewed. At the
Riverview facility, Steve Foster, Assistant Treatment Director,
and Ken Daugherty, Security Supervisor, were interviewed. Random
;nte_rl\(ie_ws were conducted with correctional officers at both
acilities.

Training program information was provided during an inter-
view with Jerry Eggleston, Superintendent for the lowa Correc-
tions Training Center. Copies of the stress course curriculum,
both for recruit and in-service personnel, were provided to the
consultants (Appendix D).

The post-site review included further analysis of AFSCME
data as it related to other issues identified during the site
visit and the development of visual graphics to depict AFSCME
report and review findings.



2.0 Method

The primary methodology of this research is the use of a
paper and pencil survey developed by Dr. Cheek and Ms. Miller
(1981) to assess stress in Corrections Officers. This was origi-
nally applied to Corrections Officers in New Jersey, and subse-
guently in Pennsylvania, Illinois and Washington.

The lowa survey was distributed to 1,891 employees at the
eight corrections facilities and at the central office. The
local training officer at each institution distributed the sur-
veys. A total of 891 employees (47.1%) returned the survey. A
random sample of approximately 10% of the respondents (N=90) was
selected for analysis. The tabulation of these findings was
conducted by the Washington staff of AFSCME under the direction
of Mr. Mark L. Gray (1985).

In addition to the survey results, semi-structured inter-
views were conducted in lowa of Corrections Officers at two sites
(Mitchellville, a minimum and medium security women’s facility,
and Riverview Release Center, a minimum security male facility),
as well as interviews with state corrections officials and acad-
emy training staff. (See Appendix C for interview form).

Limitations to Methods

The limitations to self report are well known in the behav-
ioral sciences (Campbell and Stanley, 1966; Neale and Liebert,
1980). These include the possibility that respondents either do
not always remember their own behaviors or modify their portrait

of themselves in their responses to surveys. Surveys are also
sensitive to the use of specific language. Two questions which
may appear similar to the consumer of a survey may elicit differ-
ent responses from the respondents. Interviews are plagued by
similar problems which also includes increased unreliability of
responses due to the use of less standardized procedures. These
limitations should be considered when these types of methods are
utilized. However, it is important to also consider the
strengths of these methods. Surveys and interviews are effi-

cient and cost effective ways of asking a comparatively large
number of questions, requiring less time to administer and eval-
uate and much less cost than “true experimental methods”
(Campbell and Stanley, 1966). The survey methods can also ask
people *“what they are thinking” and other similar questions. The
use of true experimental methods (experimental and comparison
groups ) and the more rigorous quasi-experimental methods typi-
cally are useful as follow-ups to survey methods. The non-survey
methods can tie down a small number of experimental questions in
the most rigorous fashion.



3.0 Results and. Conclusions

Summary of Survey _Eindings

The lowa survey (AFSCME, 1985) in general mirrored the
national survey (Cheek and Miller, 1981). ~Some differences are
noted. Although the lowa study primarily surveyed corrections
officers (52%) it did include a greater number of other personnel

(35%) than did the national. he composition of the lowa survey
is shown in Figure 1.

Corrections QOfficers

Lieutenants

Sergeants

Correctiocas Tralnees

Job Titles Reperted Dy Respoadeats

Figure 1

Another interesting difference in the compositions of the
respondents is that the lowa corrections officers appear to
include more CO’s with two or less years of service.  See ‘Figure

2. This may indicate that lowa has a greater turnover rate than
the other states (or a recent large scale hiring).
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Figure 3 compares the national sample to the lowa sample on
the security of the work setting. The national study had more
CO's working in maximum and minimum settings and less in medium

settings than in the lowa study: however, they do appear reason-
ably comparable.



v 390 Y& O

- .
20 - -
- -
° -l
f &0 r
Ve |
e 0 g
] - -4
p
o 20 = -
" -
. r_—h
*
n Maximum Medium Minimus ather
4
s Security of Work Setting
Comparison of National and lowa Studies
. National Study
[ {owa Study

Figure 3

The overall self-attributed job satisfaction for lowa cor-
rections officers is shown in Figure 4. The average satisfaction
is between somewhat and moderately. This is the same average
finding as appeared on the national.
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lowa Corrections Officers report using less sick days than
were used by CO’s in the national study. See Figure 5.
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Primary Findings of lowa Survey

1. Concerns over rules and regulations

The respondent CO's reported a number of concerns over their
rules and regulations. They reported concerns over frequency

of change for rules and regulations and communication of laws
and rules. Two interviewees drew parallels between the rules



imposed on inmates by CO’s and the rules followed by CO's.
It is not surprising that people who are the enforcer of
rules will be sensitized to the rules they have to follow
themselves. An inspection of some of the rules for CO’s does
show concern for detail, such as defining anything at work as

confidential and requirements against boisterous behaviors at
work.

Self attributions of negative effects of job stress upon
physical health, emotional health, family relations, and job
performance.

Four items on the survey dealt with the above mentioned
attributions about stress effects, respectively (ltems 21,
22, 23, and 24). The average ratings of these effects are
shown in Figure 6 for both the national survey (solid lines
and circles) and the lowa survey (broken lines and diamonds).
These averages range from I|-no negative effect, 2-very little
negative effect, 3-slightly negative effect, 4-moderate nega-
tive effect, to 5-very great negative effect. Most items are
rated as having greater than a slightly negative effect and
less than a moderate negative effect. The national group
rated these effects on the average of about 0.7 points higher
than the lowa respondents.
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Sources of perceived stress by Corrections Officers

The CO’s were asked to rate the perceived stress levels of a
number of items dealing with a variety of potential job
concerns. These items were rated from 1 (not at all) to 5



(very much). The average ratings of the top items ranged
from 3.8 for concern over pay, 3.5 to staff morale, 3.4 lack
of support by management, and 3.3 for changing management

priorities. These items are typical perceptions of manage-
ment/organizational issues which are described as causing
burnout.

4. Perceived consequences of Stress
The lowa COQO’s perceived-that the five most frequent responses

of stress in corrections were: _burnout, turnover, abse_nces,
poor job performance, and excessive leave time, respectively.

Summary of_Interview Findings

One issue raised by most Corrections Officers interviewed
was the frustrations dealing with inmates both in terms of dis-
trusting the inmates and the sense of futility with changing the
predicable negative “revolving door” outcomes for Inmates.
was interesting that no Corrections Officers reported being
afraid for their safety, even though all were questioned in this
area. Another common complaint about the job of being a CO was
the constant counting of inmates. This was perceived as boring
and demanding (all CO’s interviewed felt this was also necessary).
Other concerns were the sense of being run from above, strictness
of rules governing the behavior of CO's, lack of “positive
strokes* by the organization, and the inflexibility of sched-
uling. One woman Corrections Officer described the feeling that
she had to do as good or better than male CO's and couldn’t show
soft emotions such as crying. This is a typical finding for
female law enforcement officers (O'Brien_et. al., 1985).

summary of Overall Findings

It appears that CO’s have a number of sources of stress.
The character of the stessors may be different than other high

stress occupations. Burnout types of situations are described
which involves feeling of lack of control over the organizational
outcomes, boredom, and lack of self importance. his is in

contrast to a situation where people like air traffic controllers
are constantly afraid that they may do something resulting in
loss of life or other professions involving fear for personal
safety.

10



4.0 Recommendations

Introduction

In viewing stress for Corrections Officers, it is important
to maintain a balanced perspective. Often stress researchers
look at a job, identify stressors, and assume that their role is

to recommend the reduction of all identified stressors. Taken to
extreme, one could, for example, look at Corrections Officers and
police officers and point out that a number of the job stressors
result from working with criminals. One could even suggest that
they would benefit from working with a different cross section of
society. That would, of course, ignore the very nature of their
job and ignore that the effects of stressors are effected by
mental processes. Clearly if one were to recommend that <co’s
stop working with criminals then the department would likely
ignore such a recommendation and with sound reason. The current
recommendations are made in an attempt to provide a number of
alternative approaches to the reduction of the impact of stress
and burnout regarding CO'’s. It is hoped that some of the recom-
mendations will be useful for the department and CO'’'s. It IS
also expected that some of them will not be suitable due to
organizational constraints.

Specific Recommendations

1. Increasing Percieved Employee Control

lowa has a total of 8 correctional institutions from maximum
to minimum security. These appear to be run with a great
deal of autonomy and each has its own unique characteristics.
For example, at some institutions, Corrections Officers are
uniformed and at others they wear civilian clothes. Rules
for Corrections Officers are separately defined for each
facility but are similar in character and language (Appendix
E) These rules, due to the nature of the profession,
including the need for security, limit the behavior of CO'’s
and would be expected to have the potential of increas-
ing stress and burnout.

One way to reduce burnout and stress is to increase the
perception of control in the workplace by the employee. This
IS one strategy currently practiced in Japanese businesses,
which may increase productivity and reduce stress.

Specific to Corrections officers, it is understood that there
are areas where the CO’s should not have autonomy (eg. state
laws regulating corrections); however, the organization may
find areas where CO's can exercise greater control over their
situations. It often does not seem to the Corrections
Officers that they have any control over the criminal justice
process which surrounds their work life. The *“revolving
door problem associated with the criminals is equally

11



frustrating. Some express the desire to rehabilitate crimi-

nals and wusually express their frustrations with such
attempts.
A. One possibility is to implement a suggestion box system

where employees can suggest improvements in the system.
Similar to the VIP program, it should be more accessible
and encouraged at all levels. Recognition can be given
for employee contributions which are used by positive
personnel marks in their personnel folder, as well as
cash awards.

Another approach is to have an Employee Of The Month
program where, rather than the Governor making the selec-
tion, CO's nominate the person they feel best exemplifies
the standards and ideals of corrections. This person can
receive a certificate or plaque from the Director and
have his/her picture displayed for the month in all the
corrections facilities. Part of their recognition could
be as simple as supplying the officer with a conven-
ient parking space for a month.

A third approach is to set up several Peer Advisory
Committees that can draft suggestions to management about
programs. This approach has a number of possible pit-
falls. The committee needs to be focused on what they
can have happen and not on what they cannot change. If
they have the authority to plan social events for co’'s
and no more, then they need to be told they can have
reasonable autonomy to set up social events. The amount
and type of involvement regarding uniforms and work con-
ditions should be determined in advance of such a com-
mittee by the administration.

Consider the impact of each written rule for CO’s on the
morale of the CO'’s. Clearly, CO’s should not do certain
things regardless of the implications on morale. Cer-
tainly employee requirements for most professions
hibit serious behaviors such as stealing and reporting
false hours and s also appropriate in this setting.
Prohibitions on assuming everything is confidential
unless shown otherwise may encourage the employee to be
worried about being watched in the organization. An
alternative method is to state rules in positive
language. For example, utilization of language telling
the CO s how proud the state is of them and their respon-
sibility is positive.

12



support for Increased Status and Pride by Corrections Offi-
cers

The positive feelings that some employees have about them-
selves and their job helps to ameliorate some of the negative
effects of both stress and burnout.

It is helpful for the organization to be aware that the
establishment of a positive tradition of CO’s with high
status, morale, and high self esteem is beneficial to the
organization. Groups of people with high status and sense of
purpose Wwill encourage their peers to preserve this sense of

purpose. In practice, for example, Iif a CO feels it is an
“insult to the honor of Corrections Officers to steal,” then
s/lhe may be deterred or regulate the few who exhibit the
unacceptable behavior. Thus, methods to increase status and

sense of well being in CO’s may aid the organizational secur-
ity as well as decrease stress.

A. Increased hiring standards may enhance the profession-
alism of CO’s in lowa. They may feel more a part of
something elite or special. Ironically, the establish-

ment of higher standards may actually attract more
employees. An improved applicant pool was mentioned by
corrections administrators (NIJ, 1985) as especially
important in those states which have raised selection
criteria for officers. Michigan passed legislation that
by 1985 applicants for correctional positions must hold
associate degrees and successfully complete apprentice-
ship programs in order to be considered. These hiring
standards may be established by a systematic use of job
task analysis. Such a survey would establish evidence to
support recommended knowledge, skills, and abilities for

a CoO.

B. Consider the utility of additional acadamy training. It
appears that additional training, especially in
burnout, stress and human communication, would be
useful.

Encouragement and provision of special pins, uniforms,
badges, jewelry, or other elements of the tradition of a
CO could also aid in how the CO views his/her profession.
Awards banquets, formal academy graduations, and other
positive traditions can be supported to reinforce the CO.

Consider appointing a blue ribbon committee to suggest
changes in the “tradition” of the lowa CO. This
committee could be elected by CO’s from each institution
and be given time and support in preparing recommenda-
tions in this area.

13



Implications for Stress and Burnout Training Programs

Since corrections seems to involve issues of burnout to an
even greater degree than stress, it would seem useful that
the academy include training for burnout and identify prob-
lems unique to CO’s.

A. As in law enforcement, many of the more difficult prob-
lems for CO’s is coping with the regimentation, rules,
and organizational structure. These topics may be useful
in training for burnout and stress at the academy.
Although the popular press may view the stress of correc-
tions as fighting a prison break or riot, the reality of
the profession may be being burned out or stressed by
being bored with routine tasks.

B. Stress programs need follow-up to be effective. It would
be useful to provide ongoing programs that could include
aerobics, nutrition, peer counseling, or speakers on
different topics.

c. Inclusion of cognitive factors in stress, possibly inclu-
ding the construct of “Coping” developed by Lazarus might
be useful to update the stress training programs (Folkman
and Lazarus, 1980). It is more important for people
undergoing stress programs to emphasize how they inter-
pret and cope with stressful events than what events
occur.

D. Since stress and burnout are idiographic, it is useful to
be able to recognize and treat the individual who s
undergoing stress or burnout reactions. This could be
facilitated by training supervisors in how to recognize
and handle these problems accordingly, within confiden-
tial and legal parameters.

E. Continue to update training programs with  new
approaches to stress and burnout and upgrading of
current training materials (Davis, Eshelman and
McKay, 1982).

Inclusion of Support Programs

St fess in the CO and its impact on home and family can be a
major issue that affects not only the CO and his/her family,
but productivity in the work place as well. One wife, in a
newspaper interview (November 25, 1984) mentioned her
interest in starting a support group to help families of new
CO's cope with problems.

Other groups also experience unique problems. With the
increased use of women CO’'s, there has been a greater inter-
est in addressing problems unique to the group. Research on

female employees in male institutions (Harm, 1981) found

14



that, contrary to prior expectations, women have experienced
few problems with inmates. The women officers have exper-
ienced the greatest problems with their male colleagues,
which is consistent with similar research on police women
(O’Brien).

A variety of support programs can be established and utilized
to reduce the impact of stress and burnout as well as reduce
other potential psychological problems. Special groups of
people may need special programs. Spouses, women, and minor-
ity corrections Officers may all have unique stressors which
could be addressed by a support group approach.

A. Spouse programs would be useful, both at the academy and
at the institutions to alert the spouses to the stressors
of the profession and to support the family structure.
(See Appendix F for an outline of a spouse program).

B. Utilization of a Mentor program for females or minorities
would assist co’s in providing role models for training

in the academy and back at the institutions. The “role
model” can also receive special recognition as outstand-
ing CO.

Review utilization of State EAP program

Currently, Ilowa has one of the first Employee Assistance
Programs in the United States with both formal and voluntary
referral systems. It is primarily a referral and follow-up

system (Appendix G).

Interviews indicate that this system is comprehensive but is
not adequately utilized by Corrections Officers. Interview
data indicates only 10 or 12 Corrections Officers have been
referred to or utilized the EAP program in the past 5 years.
Further, it was learned that only one training program (3 /2
hours) was presented to management in the last 6 to 7 years.

A. Since the EAP program contract is charged based on the
number of employees in an organization and not on how

many employees are served, it would be useful to estimate
the cost per person for these 10 or 12 CO’s in the past 5
years.

B. It would seem reasonable to follow one of three courses
with respect to the EAP program:

1) Encourage CO's to utilize the program. If it Is
charged per employee, then advertise this to CO’s as
a possible benefit. Advertise it at each institution
and provide more in-service information sharing.

15



2)

3)

4)

If the EAP pro?ram could be charged based on fre-
quency of utilization, then maintain the current

patterns of utilization.

If the EAP program is retained, increase the number
of training programs offered to supervisors and

recruits alike.

If the EAP program is charged by the number of
employees and the employees will not use it, then it
may be reasonable not to have the EAP program or to
change the focus of the program to prevention rather
than treatment and then reevaluate the program after
an allotted time period.

16
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APPENDIX A
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4.

5.

What

OO U

n

What

oW

What

=
Q (LI o T o DR )

TAQAQ MO O OW

:

conpl

Ooow

<. D <L 00
.

is your age? (check one)

18-21 years
22-25 "
26- 29 "
30-33 "
34-37 "
38-41 "
42 and over

IS your sex?

Mal e
Femal e

is your ethnic background?

VWhite

Bl ack

Hi spani c

Asi an

O her  SPECI FY

is your present marital status?

Never narried

Married, never divorced or w dowed
Remarried after divorce

Remarried after being w dowed
Separ at ed

Di vor ced

W dowed

O her SPECI FY

is the highest level of formal education you have
eted to date? (check one)

Ei ghth grade or |ess

Sone high school, but not a graduate
Graduated from high school or General Education
Dploma (GED)

Some Technical school but not a graduate

G aduated from technical school

Sonme college courses, but did not graduate
Graduated from conmunity (junior) college --
2-year program

Graduated from college -- 4 year program
Some graduate courses in college

G aduate degree

O her  SPECI FY




6. What
j ob

e.
7. \What

a.
b.
c.
4.
e.
f.
g.
h.
i.
Je
k.
l.
m.

is your job title? (check the letter which matches your
description the closest)

Correction Oficer Trainee

Correction Oficer (oversees and provides for the wel-
fare of inmates, nmmintains security of the facility)

Correction Sergeant (supervises the work of officers
in an assigned area of a facility)

Correction Lieutenant (supervises the work of correc-
tion officers and sergeants)

Q her SPEC FY

is your mmjor work assignnent? (check only one)

HEn

8. In what Ki

a.
b.
c.
a.

9. How

a.
b.
c.
d.
e.
f.

Cell Bl ock

Ki t chen

Shops

Sentry Duty
Hospi t al

Relief Oficer
Rotating Job Assignnent
Tower Duty

Reception Area

Training or Education
Central Posts (Center)
Restricted Housing Unit
O her  SPECI FY

nd of setting do you presently work?

Maxi mum security
Medi um security

M ni mum security

O her  SPECI FY

many years have you worked in corrections?

O 2 years
3-5 "

6-10 "

11-15 "
16-20 "

More than 20
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0. At present, what is your primary work shift?
a. Day Shift (beginning between 6:30 - 8:00 a.m approx.)
b. Evening Shift (beginning between 2:30 - 4:00 p.m approx.)
c. Ni ght Shift (begi nning between 10:30 - 12:00 p.m approx.)
a. Al ternating
e. O her  SPECI FY

11. During the past year, how many days of vacation did ypu take?

a. 0 days

b. | -5 days

c. 6-10 "

d. 11-15 "

e. 16-20 "

f. nmore than 20

12. During the past year, how many days of sick |eave did you take?

0 days

| -5 days

6-10 "

11-20 "

21-50 "

51- 100"

More than 100

O ALO O

13 During the past year, how many days of disability |eave did
you take?

0 days

1-5 days
6-10 "

11-20 "

21-50 "

51-100 "

More than 100

Q o M0 U

14 puring the past year, how many days without pay did you take?
(excluding vacation, sick leave or disability |eave)

. 0 days

1-5 days
6-10 "
11-20 "
21-50 "
51-100 "

More than 100

Q@ ~o MO TR



15.

16.

17.

18.

During the past year, how nmany days were you suspended without
pay?

a. 0 days.

b. | -5 days

C. 6-10 "

d. 11-15 "

e. 16-20 "

f. More than 20

If you have been suspended, briefly State the reason for sus-
pensi on.

How satisfied are you with your present job?

a. Not at al
b. Very little
c. Sonmewhat

d. Moder at el y
e. Very much

To what extent do the followi ng statenments describe your
job situation? (Grcle a nunber for each statenent.)

Not at Very nuch
all true  _true
a. It is not clear to me how | should
perform all aspects of ny jobs 12 3 4 S
b. Rules & regulations are differently
enforced by different nenbers of
st af f 12 3 4 5
C. Rules & regulations are poorly
comuni cat ed 12 3 4 5
d. Rul es and regul ati ons change all
the tine 12 3 4 5
e. Rules and regulations don't fit the
real job situation 12 3 4 >
f. In my position, | have very little

opportunity to influence how ny job
shoul d be perforned 12 3 4 5



9.

all true

| get very little support and en-

couragenment from ny supervisor 12 3
h. | get very little support and encour-

agenent from co-workers on ny |evel 12 3

To what extent do the follow ng describe how you feel
about your job situation?
Not at
all true

a. It is inportant to ne to have clear

guidelines for ny job performance 12 3
b. It is inportant for ne to have sone

ability to influence how | go about

doing ny job 12 3
C. It is inmportant for ne to feel that

| get support and encouragenent from

ny supervisor 12 3
d. It is inmportant for ne to feel that

| get support and encouragenent from

co-workers on ny |evel 12 3

How tense in general do you feel yourself to be conpared

W t h

To what

a.
b.
c.
d.
e.
f.

Not at

nost peopl e?

Much nore rel axed

Moderately nore rel axed
Slightly nore rel axed
Slightly nore tense
Moderately nore tense
Mich nore tense

extent do you see the stress experienced in your
job as having a negative effect on your physical health?

No negative effect

Very little negative effect
Little negative effect
Slightly negative effect

Moder ate negative effect

Very great negative effect

Very much
true

Very nuch
true



22.

23.

24,

25.

26.

-6-

To what extent do you see the stress experienced in your
job as having a negative effect On your enotional health?

No negative effect

Very little negative effect
Little negative effect
Slightly negative effect
Moderate negative effect
Very great negative effect

—~® O =W

To what extent of you see the stress experienced in your job
as having a negative effect on your famly relations?

a. No negative effect
b. Very little negative effect

c. Little negative effect

d. Slightly negative effect
e. Moderate negative effect
f. Very great negative effect

To what extent do you see the stress experienced in your job
as having a negative effect on your job performance?

a. No negative effect

b. Very little negative effect
c. Little negative effect

4. Slightly negative effect

e. Moderate negative effect

f. Very great negative effect

O the five people you work with nost often, how many have
serious problens wth alcohol?

a. 1 person

b. 2 people

c. 3 "

d. 4 "

e. S "

£. None that you are aware of

O the five people, how many have serious problems wth
their marriages?



of the five people, how
their children?

a. 1 person

b. 2 people

c. 3 "

da. 4 "

e. 5 "

f. None that you
O the five people, how
their health?

a. 1 person

b. 2 people

c. 3 "

d. 4 "

e. s "

f. None that you
O the five people, how
their finances?

a. 1 person

b. 2 people

c. 3 "

a. 4 "

e. s "

£. None that you
O the five people, how
drugs?

a. 1 person

b. 2 people

c. 3 "

d. 4 "

e. 5"

£. None that Yyou
O the five people, how
t heir nei ghbors?

a. 1 person

b. 2 people

c. 3 "

d. 4 "

e, 5 "

f. None that you

-7-

many have

are aware

many have

are aware

many have

are aware

many have

are aware

many have

are aware

seri ous

of

seri ous

of

seri ous

of

seri ous

of

seri ous

of

pr obl ens

probl ens

pr obl ens

probl ens

pr obl ens



How many officers in your facility have you known who have
attenpted or successfully committed suicide?

33.

34.

35.

a. none
b. [ -2
c. 3-4
d. 5-6
e. 6 or nore
How many officers in your facility have you known who
have had one or nore heart attacks?
a. none
b. | -2
c. 3-
d. 5-6
e — 6 or nore

|f you have known officers who have had heart

how many had attacks on duty?

a. none

b. 1-2

c. 3-4

a. 5-6

e. 6 or nore
To what extent do you experience the following at present?

Not at
o al |
a. A loss of the ability to be an
effective helper or |eader 2 3

b. Chronic feelings of anxiety or dread

before going to work 23
c. Feeling exhausted or overtired, even

when getting plenty of rest 2 3
d. CGetting angry or irritated easily 2 3
e. Sleeplessness and night worry 2 3
f. Feeling sick, having trouble taking

care of vyourself 2

att acks,



Not

all
. Acting blase' or uncaring about the

inmates' or clients' problenms and
suf ferings

Categorizing people wthout consider-
ing their individual needs

Label i ng

Intellectualizing - objectifying,
denying personal feelings as a result

Excessi ve use of sick hunor
Psychol ogi cal , physical distancing or

wi t hdr awal : avoi di ng tasks, poor per-
f or mance

Rigidly applying rules, too exhausted
to be creative

Extrenme conpartnentalization (separa-
tion) between work and private life

Expressing negative attitude in general
(projecting your sense of being over-
whel ned)

Excessi ve absenteei sm

To what extent do you feel the follow ng?

a.

Trying hard, trying to please others,
working hard, trying to be prefect,
being strong - all the tinme, wthout
regard to reality

Feeling you are the only one who can
do things right

Trying to lose yourself in your work

| nposi ng your ideas and plans on
ot hers

Taking on too nuch, too long, too
i ntensely

at

1

'3



37.
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Following are sone health problens
noving from the mld to the serious.
Check those that are conmmon or fre-

quent

in your life.

(Be sure to an-

swer each question.)

-~ e 0o

0 «Q

w - L T 95 3 BT

—

< x s < =

N

aa.
bb.

Ner vous sweat

Snoki ng

Sweaty pal ns

Tense nuscl es

Feel i ng anxi ous

Heart burn

Feeling "on edge"
Increased heart rate
Irritable

Hard to go to sleep
Overeating

Worryi ng

Faci al tension

Feeling "uptight"

Cryi ng

Ti ght abdomi nal s

Qui very stomach

Stomach ache, cranps
Feeling "shaky"

I ntense anger

I nsormi a, sl eepl essness
Ner vousness

Severe or chronic headaches
Hassles w th supervisor/co-worker

Drinking or taking sonething to
rel ax

Not enjoying your work
Backaches
Chronic tense neck and shoul ders

[ T T

N DN

Occasionally

wwwwwwwwwwwwwwwwwwwwwwww

w W w w

Sometimes

#h&h&&&&&&&&&#&hhhbb&h&h

S N

Fairly Often

mmmmmmmmmmmmmmmmmmmmmmmm

ol o1 o1 o1

Very Often

O OO OO OO OO OO OO OO O OO OO OO OO OO OO OO OO OO OO OO OO O O o

A O O OO



38.

CC.

dd.
ee.
ff.
gg.
hh.
ii.
i
kk.
11.
mm
nn.
00.

Pp.

aq.
re.

ss.
tt.
uu.
w.
WA,
yy.
2z.
aaa.
bbb.

To what

a.

b.

Shortness of breath/hyperventi -
| ati ng

Frequent col ds

Cramps in legs or arms
Depr essi on

Rage is frequent

Excess overwei ght
Stomach tied in knots
Loss of sexual desire or response
Heart pains

Lowering self-esteem
Di arrhea

M grai ne headaches
Colitis

Skin eruptions

Hate to go to work
Exhausti on

H gh bl ood pressure (Hypertension)
Heart pal pitations
Heart attack

U cers

Cancer

Sui ci dal tendencies
Rheumatoid arthritis
St r okes

U cerative,colitis

Never

O T T T N T T e o e e e e e i R

MI\JMNI\DI\DI\DI\DI\DI\JI\DI\)I\DI\DI\DMI\DMI\DI\DNI\)I\)

N ™=

Rarely

Occasionally

oowwwwwwwwwwwwwwwwwwwwwwww

extent do you feel the following are sources Of
those who work in corrections?

Lack of planning, managenent by
crisis

Political pressures

Not
al |

at

Sometimes
Fairly Often
Very Often

I N S e S N T e N N T - T T R e i R e i )
ol o1 ol o1 ol o1 o1 o1 01 o1 o1 o1 U1 o1 o1 Ol ol olool ool ool ool Ol
R e R = = = = T = T o T =2 T =2 TR =2 B = T = B = s B = s B I = B = B = - B = B = 2 TS L R =

stress for

Very
Miuch
4 5
4 5
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aa.
bb.

CcC.
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Gover nnment bur eaucracy
Unresponsive |egislature

Fear of actual physical harm
Enpl oyee uni ons

Overcrowdi ng of inmates

Job requirement conflicting wth
your basic val ues

Empl oyee conflict

Supervi sion of enployees

Lack of training

Lack of opportunity for growh
and advancenent

Mai nt enance of inmate discipline
Compliance with inmate rights

Lack of clear guidelines for job
per f or mance

Interaction with innates
Shift work
Bor edom

Not at

al |

[ T [ e =

[N

N T N T S

Dealing with special inmates (nentally

ill, etc.)
Time pressures

Lack of support from adm nistration

Managenment changing priorities
Lack of support form co-workers

No say in transfers or duty
assi gnment

Poor physical working conditions
and equi pnent

Difficulties in getting pronoted
Any form of change

Stignma of being a "corrections
wor ker "

Physical isolation on the job

[ T e

NN NN

N D

N N NN

N R D

w W W w wWw W W W w

w

wWw W w w

w W W W w

[ S O S O O S S

~

~ B~ B~ B

~ &~ B O~

ol o1 o1 o1

o1 o1 o1 Ol

o1 o1 o1 o1 O
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. . Not at Very
dd. Lack of input into decision-mnaking al | Much
about your job 1 2 3 4
ee. lnability to see positive results 1 2 3 4 5
ff. Low noral of staff 1 2 3 4 5
gg. Employees at all levels not doing the

job the way they have been instructed 1 2 3 4 5
hh. Lack of physical activity on the job

—_
N
w
EaN
[Sa]

ii. Poor communication wth managenent 1 y) 3 4 5
jj. Poor conmunication with others 1 ) 3 4 5
kk. Too much paper work 1 2 3 4 5
11. Lack of recognition as a professional 1 2 3 4 5
mm Inmates playing games with officers 1 2 3 4 5
nn. Oficers playing games with officers 1 2 3 4 5
00. Prisoners physically abusing Oficers 1 2 3 4 5
pp. Pr oblens with race relations 1 2 3 4 5
qq. Negative comunity attitudes to

corrections 1 2 3 4
rr. Not receiving adequate pay 1 2 3 4

To what extent do you feel the following are consequences of stress
for staff in your correctional facility?

a. Absences 1 2 3 4 5
b. Excessive |eave tine 1 2 3 4 5
C. Medical disability 1 2 3 4 5
d. Turnover 1 2 3 4 5
e. Burn out 1 2 3 4 5
f. Al coholism 1 2 3 4 5
g. Drug abuse 1 2 3 4 5
h. Poor job performance 1 2 3 4 5
i. Physical illness 1 2 3 4 5
j. Mental illness 1 2 3 4 5
k. Famly problens 1 2 3 4 5
1. Injuries (job-related) 1 2 3 4 5
m Strike (enployee) 1 2 3 4 5
n. Abuse towards inmates 1 2 3 4 5
0. Abuse of fellow correctional officers 1 2 3 4 5

For question 40, please see the follow ng page.



A0. Below is a list of illnesses you may not have had. For every illness you have had in
the past six months, please check #1 below.

Check below if you have had the illness in the past six months. Then for every illness
you have had, check the appropriate number to the right.

For every illness you have had in the past six
months, please answer each of these questions:

If this illness 1If you took any If this illness

was diagnosed any medication was caused or
by a doctor, for this in the made worse by
please check #2 past six months, your job, please
below. please check #3 check #4 below.
below.
a. Asthma . _ 1 _ 2 3 __ 4
b. Hay Fever 1 2 3 __ 4
c. Thyroid trouble or goiter _ 1 2 3 4
M d. Bronchitis 1 2 3 _ 4
e. Repeated skin trouble 1 2 _3 4
f. Paralysis, tremor or
shaking 1 2 _3 _ 4
g. Gall bladder trouble 1 2 _3 _ 4
h. Trouble with your spine 1 2 3 . _ 1
i. Arthritis or rheumatism
(txouble with joints) _1 2 _3 4
j. Heart disease or any heart
trouble 1 2 3 4

k. Hypertension or high blood
pressure 1 2 3 4



aa.
bb.

ccC.

< £ 0 " O T 0 5 3 -~

. Diabetes (sugar)
. Ulcers (stomach)
. A cold or the flu
. A stroke

. Epilepsy

Cancer

Tuberculosis

. Hernia or rupture

. Trouble with seeing

. Trouble with hearing

. Trouble in the urinary

tract

. Trouble in the

gastrointestinal tract

. Trouble with teeth or

gums

. Hypoglycemia (low blood

sugar)

. Migraine (or severe

headaches)
Liver trouble
Venereal disease

Kidney trouble

NERNRRN

I e T = T = T " S SO N

For every illness you have had in the past six
months, please answer each of these questions.

If this illness If you took any If this illness
was diagnosed any medication was caused or
by a doctor, please for this in the made worse by
check # 2 below. past six months, your job, please
please check #3 check #4 below.
below.

2 _ 3 _ 4

2 3 4

_ 2 3 __ 4

2 3 __ 4

2 3 _4

_ 2 3 __ 4

_ 2 3 _ 4

2 3 _ 4

2 3 _ 4

_ 2 3 _ 4

2 3 __ 4

2 _ 3 _ 4

2 3 _ 4

2 3 _ 4

2 3 __ 4

2 3 _ 4

2 _ 3 4

2 3 4



dd.
ee.

ff.

Gout
Whiplash injuries

Mental illness or
nervous breakdown

Other (s)
(PLEASE SPECIFY

For every illness you have had in the past six
months, please answer each of these questions:

If this illness If you took any
was diagnosed any medication
by a doctor, for this in the
please check #2 past six months
below. please check #3
below.
2 3
2 _3
2 3
2 3

1f this illness
was caused or
made worse by
your job, please
check #4 below.
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Michael Mahatfey
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Haroid McCormick
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Jack Peschail
Anamosa

Yvonne Schildberg
Greenfieid

Donaid Void
Forest City

DEPARTMENT OF CORRECTIONS
State of lowa

JEWETT BUILDING
10th and Grand
Des Moines, lowa 50309

(515) 2814811 TERRY E. BRANSTAD

Governor

January 24, 1985

Ms. Barbara S. O Brien

Pain and Stress Management Institute
1126 Lee Avenue

Tal | ahassee, Florida

Dear Ms. O Brien:

Thank you for your letter of January 16, 1985. | have
received confirmation from AFSCME that the stress
questionnaire should be evaluated and returned to the
Departnent sonetime in early to md February. Conse-
guently, | believe the tine is here to make application
to the National Institute of Corrections and other funding
sources to have you visit the State of lowa and provide
an assessnent of the results of the questionnaire and
provi de reconmendations.

As | recall, you indicated you had done some work for the
National Institute of Corrections and mght assist, participate
or initiate a technical assistance grant. | have recently re-
quested and been granted a nunmber technical assistance grants
fromthe NNC -do not hesitate to aﬂply for another in this
regard. | have, in fact, spoken with Bill WIlkie about the
potential for your consultation and he appeared to be in genera
agreement.  Shoul d you be aware of other sources | would be nost
interested in receiving that information and initiating an appli-
cation. Please let me know at your earliest convenience your
opi nion regarding funding and | shall proceed.

to your assistance and receiving your recomendations.
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1D: DATE ! e TIME: o AM PM
JOB TITLE: FACILITY: - ————
YRS dF SERVICE: YRS IN PRESENT POSITION: ____
SEX: M F AGE: MARRITAL STATUS: M#: oo
OTHER BIO 1: : OTHERBIO 2:

x***********************************************x*******x*******x

1. WHAT  TYPE OF SPECI AL PROGRAMS DO '{E&EY H‘E\XFE TO HELP
E)IIE]gCRREI%E’)G\IS OFFICERS IN TH S STATE : ’

2. DO THEY HAVE EXERCI SE PROGRAM? EXPLAI N?
3, ARE COUNSELORS AVAI LABLE? EXPLAI N?
4.  ARE THERE PEER ASSI STANCE PROGRAMS?  EXPLAIN?

B, WHAT OTHER SPECIAL FACILITIES OR RESOURCES ARE  AVAILABLE?
EXPLAI N?

6. DESCRI PTION OF JOB AND WORKI NG CONDI TI ONS?

OTHER COWENTS :



10.

12.

13.

14.

15.

\\;\\Al’;lé;l' SH FT DO YOU WORK? ~ WHAT CHO CES? DO YQU LIKE IT TH' S

WHAT TYPE OF DI SCI PLI NE ( PARAM LI TARY) EXH STS IN YOUR JOB?

VWHAT ARE THE BEST THINGS ABQUT THI S JOB?

VWHAT ARE THE WORST THINGS ABOUT TH S JOB?

WHY DO MOST PEOPLE WHO QUIT THI'S JOB DO SO?

WHAT BENEFI TS ARE PROVIDED BY TH'S JOB (RETIREMENT, HEALTH
| NSURANCE, ETC.)?

DO YOU HAVE STRESS NMANAGEMENT PROGRAMS? |F SO WHEN, EXPLAIN
AND EVALUATE?

RELATI ONSHI P W TH SUPERVI SORS? ~ SYSTEM?  EXPLAI N?

WHAT WOULD YQU LIKE TO DO TO CHANGE THE SYSTEM?  EXPLAIN?

OTHER COWMENTS:
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RS EY B N I O B STooEs T i
TOClCTILE: . 0 0 0 SEre2ss Mainaoo, oot

et o PP T ATICON:

AEMENTS:

Loy soc cr AREA REQU:

-~ -

m U RMANCE C2OECTIVES: EVALUATION F ZOCERDURES:

i\)

Vertal .

-

1. Zefine stress
dentify symptoms of stress
I 3. TZentify stress specifically
for correctionral officers
4. Identify effects of stress
| Fxamine our own values.
¥xarmine our cown parsonality types}
Exz:iine how stressed we are. A
Examine techniques to help us

cope with stress.

~N

TRAINING AIDS, SUPPLIES, AND FQUIPMENT:

T'ETHODS:

Flip chart
, Overhead projector
: Tape recorder

Class lecture
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NOTES 0 Thnine .

Vay relax wlthout pullt

Worle o wtlhout aonltatton

et o tonics remain uncompleted while they relax and enloy themselves

""ve drive - met ahead - ambltlon BUT drive does not goad,

or ‘nfurlate.,
RESUL,TS OF STRESS

Lower nroduction

Decrease in wor% aquality

Nermat!ve anoroach to *nmates, co-workers, and supervl
Nemative apnroach to Job

Lack of oblectives, poals

Deterloration of family life

Destruction of personal hea’th, fatigue

View change as a threat instead of a challenge

nrum,um referred to iIn corrections as hurnout.

irritate

Overhead-Sylvester

What am I doing here?

Divorce rate 2 x national
average

,mcdzma out C,0. 1s always
tired, - udHMo:mmw mw prm
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V.

| nt roducti on

STRESS AWARENESS:

Session Qutline

A PERSONAL APPROACH

A Stress - A Natural Part of Qur Wrk-Life

B. Session bjecti

Stress and Cur

Ves

Reactions to Stress

A Definition of Stress
B. How W React to Stress
c. Stress Adaptation

D. Stress--Healthy or Harnfu

Sel f - Assessnent

| nventori es

A Li fe Change Inventory

B. Job Stress

C. Personal Stress

Taking Charge--Directing Stress Stimuli

Summary--Stress

Stress

Managenent

I nventory

I nventory

Awar eness, A Personal

Techni ques

Into Positive Channels

Appr oach



Session (bj ectives

After this session, participants wll be able to:

1.

| dentify some personnal stressors in the work setting, and
identify some usual personal responses to the stressors.

Define long term and short term stress.

Li st some negative outcomes of uncontrolled stress; |ist sonme
potential positive consequences of well nanaged stress stinuli.

Explain the two stages at which stress stinuli can be directed
into positive or negative outcones.



Not et aki ng Qui de

| nt roducti on

A

Stress-- A Natural Part of Qur Work Life

Supervisors in corrections naturally face many stressful
situations in their work life.

Despite this, supervisors need to carry out their jobs in
Ehe best way possible. To do this, it wll be very helpful
0:

1. Learn to control your own stress.

2. Know the stress producing situations that exist for your
subordi nates and assist to alleviate these conditions.

Session (bjectives



1. STRESS AND OUR REACTIONS TO STRESS

A Definition of Stress

B. How W React to Stress

The ALARM REACTI ON

"FI GHT or FLIGHT RESPONSE"

C. Stress Adaptation

List sonme "energy gains" for you:



D.

Stress-- Healthy or Harnful
1. Short Term Stress
Definition:

Exanpl es:

2. Long Term Stress
Definition:

Exanpl es:



[11. SELF- ASSESSMENT | NVENTORI ES
LI FE CHANGE | NVENTCRY

Change in one's life requires adaptation and effort, and may lead to
stress. Stress, in turn, is linked to many Il nesses. You can @
assess your stress related sickness potential by calculating your

Li fe Change Score using the Social Readjustnent Scal e bel ow.

Multiply the nunber oftinmes in the last 24 nonths (if any) that you
have experienced the Change Events |isted by the Inpact Factor for
that event. After conplefing the inventory, add up your scores to
ascertain your total Life Change Units.

CHANGE EVENT NUMBER OF TI MES | MPACT LI FE CHANGE
| N LAST 24 MONTHS FACTOR UNI TS
Death of a spouse X 100 =
Di vorce X 73 =
Marital separation X 65 =
Jail term X 63 =
ng%]t Ihy Ofrrer?‘logrse X 63 =
Personal injury or
i 11 ness X 53 =
Marri age X 50 =
Fired at work X 47 =
Marital reconciliation X 45 =
Ret i renent X 45 =
Change in health of
fam 'y nmenber X 44 =
Pregnancy X 40 =
Sex difficulties X 39 =
Gai n of new
famly nenber X 39 =
Busi ness readj ust ment X 39 =
Change in financial state X 38 =
Death ofa close friend X 37 =



CHANGE EVENT Nunber
I N LAST 24 MONTHS

of

| MPACT
FACTOR

LI FE CHANGE
UNI TS

Change to different
line of work

Change in nunber of
argunents with spouse

Mort gage over $20, 000

Forecl osure of nortgage
or |oan

Change of responsibilities
at work

Son or daughter |eaving
home

Trouble with in-laws

Qut standi ng personal
achi evenent

Spouse begins or stops work
Begin or end school

Change in living conditions
Revi sion of personal habits
Trouble wth boss

Change in work hours
or conditions

Change in residence

Change in schools
Change in recreation

Change in church activities
Change in social activities

Mortgage or |oan, |ess
t han 20, 000

< X

X X X X X X

X X X X X X

36

35
31

30

29

29
29

28
26
26
25
24
23

20
20
20
19
19

18

17



CHANGE EVENT Nunber of Tines | MPACT LI FE CHANGE
| N LAST 24 MONTHS FACTOR UNI TS

Change in sl eeping habits X 16 =

Change in nunber of

famly get-togethers X 15 =

Change in eating habits X 15 =

Vacation X 13 =

Chri st mas X 12 =

M nor viol ations of

the | aw X 11 =

TOTAL LIFE CHANGE UNTS:




JOB STRESS | NVENTORY

Bel ow find a |ist of statements about work. Circle your position
in regard to one of the statements (whether it is true or false for

you)

o N o g

10.
11.
12.
13.
14.

15.

on the Response Sheet provided.

| am uncl ear about what is expected of ne.
QO hers | work with seem uncl ear about what nmy job is.
| have differences of opinion with ny supervisors.

O hers' demands for my tine at work are in conflict with each
ot her.

| lack confidence in ny supervisory skills.
"Managenment" expects nme to interrupt ny work for new priorities.

There is conflict between ny unit and others it nust work with.

| am expected to accept others' decisions wthout being told the
rational e.

| nmust attend nmeetings to get ny job done.

| have too much to do and too little time to do it.

| have unsettled conflicts with the people | work with.

| get no personal support fromthe people I work wth.

| spend ny tine "fighting fires" rather than working to a plan.

| don't receive the right amount of supervision (too much or too
little) at work.

| dpnbt have the opportunity to use nmy know edge and skills on
my | ob.



JOB STRESS | NVENTORY

Response Sheet

Crcle the nunber that nobst closely resenbles your attitude about
each statenent. After you have conpleted the inventory, add up your
positive scores (stress prone) and your negative scores (stress
reducing), and calculate your total Job Stress |ndex.

Very Sonmewhat A Little Not True A Little Somewhat Very

Fal se Fal se Fal se or Fal se True True True
1. -3 -2 -1 0 + +2 +3
2. -3 -2 -1 0 + +2 +3
3. -3 -2 -1 0 + +2 +3
4 -3 -2 -1 0 + +2 +3
5 -3 -2 1 0 +l +2 +3
6. -3 -2 -1 0 +l +2 +3
7 -3 -2 -1 0 +l +2 +3
8 -3 -2 -1 0 + +2 +3
9. -3 -2 -1 0 +1 +2 +3
10. -3 -2 -1 0 +l +2 +3
11. -3 -2 -1 0 +l +2 +3
12. -3 -2 -1 0 +l +2 +3
13. -3 -2 -1 0 + +2 +3
14, -3 -2 -1 0 +1 +2 +3
15. -3 -2 -1 0 +l +2 +3
Total Negative Scores Total Positive Scores

TOTAL JOB STRESS | NDEX
(Subtract negative from positive scores)

I1 - 11



V.

STRESS MANAGEMENT TECHN QUES

Vi sual | magery.

Think of a place where you feel good, relaxed, and at peace,
where you have experienced relaxation and calm  Gradually,
instruct each part of your body to let go, becone quiet and
restful. Then just totally relax with your calmng inmage in your
m nd. Stay with this for 3-5 mnutes then take another mnute
or two to conme out of the relaxation pattern.

Energy Gains.

List the things in life that are very personal to you, that

help to reduce stress and tension. Exanples m ght be--
participating in sports, listening to nusic, taking a warm
shower or bath, being with friends, acting like a kid again,
getting out into the country. These are your "energy gains" and
are necessary to keep your body's energy tank full so it can
readily adapt to everyday stressful situations. Mke the Iist
and think how you mght plan to incorporate these activities
into your life style on a nore regular basis.

The CQuieting Response.

This activity takes only six seconds and is intended to counter-
act the initial phases of the fight-or-flight response, which
al so appears to last six seconds. After about six nonths of
regul ar practice, the Qieting Response becones a quieting
reflex: what was originally a deliberate effort becones vir-
tually automatic.

a. Begin by recognizing the cue of your fight-flight reaction.
Noti ce whether or not you are tense, annoyed, anxious, or
ot herw se upset. This is your cue for nobilizing the
Quieting Response.

b. Imedi ately after recognizing the cue, make yourself smle
and allow your eyes to sparkle. This is to avoid the

tensing of the facial nusculature, which signals negative
enotions to the brain.

C. Now say to yourself, "Alert, anmused mnd-calm body."
Because nost stress responses carry with them self-
suggestions of tension, anxiety, and inpatience, these nega-
tive nmessages nust be counteracted with a positive mnessage.

d. Let yourself enjoy your ability to "shift" to the right

"gear." Say to yourself, "I am on top of this situation. |
can handle this."

M - 17



e. Take two easy, deep breaths. Breat he deliberately and
deeply counting slowy to four as you do. Whil e exhaling,
pay attention to your jaw, your tongue, and your shoul ders
because these body parts are highly responsive to stress.

f. Feel a wave of heaviness and warnth flowi ng from your head
to your toes. This counteracts the otherwise automatic ten-
sion response, Wwhich is part of the stress process.

g. Wile exhaling the second deep breath, say to yourself, "I
am not going to let ny body get involved in this, | can
allow nyself to relax and to handle this situation better."

h. Resume normal activity. Now that you have counteracted the
fight-flight reaction, do not dwell on the reaction or
augnent it, but return to what you were doing previously.

Rel axati on Exerci se.

Wiile sitting, standing, walking, or running, etc., we tend to
use nore nuscles then necessary because we tend to involve our
whole selves in what we do. So analyze your daily activities and
see how nuch relaxation can be worked in. Di scipline yourself--
this discipline and practice is called differential relaxation
which results in a general reduction of your tension and anxiety
level, leaving you with a lot nore energy and vitality at the
end of a day. Ri ght now anal yze howyou are sitting and just
rel ax. Starting with head then shoulders then through the rest
of your body--there is no need to be tense. ‘

Centering.

In order to function at optinum it is inportant to free your-
self of anxiety. A basic way to avoid enotional stress is to
learn how to "center. yourself in the present nonent. What t hat
neans is to live in the | right now " not playing back events
from the past or worrying about the future. Be centered in the
mo me nt Gve the task at hand your full attention. You'll find
that the present nonent is usually less stressful than the past
or future scenarios that you may conjure up in your mnd.

Activity -- sit quietly for a full mnute. Try to experience
that mnute with all of your senses. You should hear the tick
of the clock, the drone of an airplane overhead, the rustle of

cl ot hi ng. Do not focus your eyes on any one object, but on the
| arger picture--the novenent of air, the tenperature of the
room etc....You should use all of your senses to translate the

nmoment, excluding intrusive thoughts of yesterday and tonorrow.



Take a Deep Breath.

An effective way to control enotional stress is through deep

abdom nal breat hi ng. Such breathing helps you relax and
denonstrates that enotional states can be effected by conscious
physi ol ogi cal activities. Here's how to do it:

a. Stand in a confortable position with the feet about shoul der
width apart, knees straight but not | ocked.

b. Hang the arns |oosely at the sides and relax the shoul ders.

C. Even though the body is relaxed maintain good posture, the
joints should be straight but not | ocked.

d. Hold the head level with the neck rel axed.

e. Relax the chest and allow the ribs to nove naturally.

f. Begin the inhalation by allowng the abdonen to expand.
This will feel as though the air is being drawmn down into
the belly: actually the lower portion of the lungs are being
filled.

g. Alow the protrusion of the belly to roll up to the chest.
Slowy take in just as nuch air as is confortable.

h. Slowy exhale and, as you conplete the exhalation, slightly
contract the abdom nal nuscles.

Close your eyes and practice deep abdom nal breathing for
about ten or nore cycles. The pace should be slow and
natural, not rushed. Breathe only when you feel the need.

j. Bef ore opening your eyes, notice any change in your eno-
tional state, even if very slight. Learning control of the
m nd and body begins with observing the small changes you
can produce. Wt kind of changes do you feel?

Physi cal Techni ques.

There are many reasons why. physical activity helps to relieve
the effects of stress, not the least of which is that it satis-
fies the body's denmand for novenent. It is well known that the
physically fit individual handles stress best. \Wen subjected
to a stressor, the fit body quickly returns to a pre-stress
state.

There are special exercises that have unique qualities and a
calmng effect, which seem to interrupt the stress response.
They are called integration exercises.



Cr oss- Cr aw

The sinplest one is the cross-crawm. Coss-crawming has a
bal ancing effect which is beneficial to the entire body.

To do a cross-crawl, stand erect with the hands at the sides.
Lift your left knee until your thigh is parallel to the floor.
Si nul t aneously, bring your right hand up toward your right
shoul der. As you lower the left leg and right hand, bring the
right knee and left hand up. As you continue to execute these
alternate novenents you will notice that it resenbles an
exaggerated. wal king-in-place action.

The theory of why cross-crawl is beneficial deals with the fact
that the human brain is functionally split in two. The right
cerebral hem sphere controls the left side of the body and is
separate from the left cerebral hem sphere, which controls the
right side of the body. The cross over affect is due to a
physical crossing over of the nerve tracts within the central
nervous system

Head- Arm Rotati on

Head-arm rotation is a nore conplex integration exercise that
bal ances the physical and the nental, with the outcome being

renewed energy and a sense of well being. Following is the pro-
cedure for the head-arm rotation:

a. Sit confortably on a chair with both feet on the floor or
cross-legged on a mat or cushion with straight back.

b. Center yourself (eyes closed, focus on breath).

C. Slowy lift arnms away from sides until stretched out at
shoul der hei ght pal ns down.

d. Rotate head in a clockw se direction. As you conplete first
rotation also begin to rotate your right arm up, back, down,
and forward. Coordinate the two circles, naking them |arge
and full. G slowy, focusing on the natural flow of nove-
nment . Bring the breath into the novenment so rotations
becone snmpboth and spacious. The goal is to achieve a grace-

ful pattern of novenent integrating breath and novenent. Be
sure to go slowy.

e. Make-three slow, coordinated rotations of the head and right
arm then find a place in the novenent where you can com
fortably change the direction of the circles of both head

and arm Then nmake three slow rotations in the other direc-
tion.

f. Wen finished with the rotations, slowy lower your hands to
your | ap. Rest for a few mnutes, continuing to expand
feelings within and around your body.

I - 20



Now, repeat the above sequence of rotations with the head
and left arm Rest afterwards for a few mnutes, breathing

gently and evenly.

To conplete the exercise, do the whole series of rotations,
but this tine with the head and arm noving in opposite
directions from each other. \Wen the head noves clockw se,
the arm will nove forward, down, back, and up. Begin with
your head and right arm rest for a few mnutes with your
hands on your Kknees. Then repeat the novenment with the head
and left arm Renenber to keep your breathing soft and
even, uniting it wth your sensations. At the end, sit
quietly for a while, anplifying and extending your
sensations and feelings.
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Ef fective 5/10/85
Rl VERVI EW RELEASE CENTER
Newt on, |owa
| NSTI TUTI ONAL EMPLOYEE RULES OF CONDUCT

| NTRODUCTI ON

Al'l enpl oyees of Riverview Release Center, including consultant, contract, and vol unteer’
enpl oyees are expected to abide by the rules of the Departnent of Corrections and River-
view Rel ease Center as well as applicable statue, lowa Admnistrative Code and adm nistra-
tive procedures. Additional expectations governing specific duties can be found in post
orders, position descriptions, and supervisory notations

GENERAL RULES OF EMPLOYEE CONDUCT

. COVPLETI ON OF ASSI GNED DUTI ES

1. Enployees will be punctual in reporting for duty, report to the designated place
and maintain accurate work time records

2. Except for schedul ed breaks, enployees will not engage in activities unrelated to
their duties. They will avoid activities which interfere with the institutions
functions, including but not limted to sleeping on duty, horseplay, conducting
unaut hori zed personal business while on duty, loafing, and personal reading or
writing.

3. Reporting to work in a condition which is unsafe to the enployee, others, or phy-
sical property, or in a condition which renders one incapable of performng job
duties, or in a condition which creates an unfavorable public inmage is prohibited.
Enpl oyees reporting for regular scheduled shifts are to report for work show ng no
evi dence of having consunmed al cohol or prescribed or other drugs which may inpair
job performance. Any enployee required to take prescribed medication which mght
affect performance will notify their imediate supervisor and till be responsible
for the security of that nedication during their tour of duty.

4. \When assigned to a post, it is the enployee's responsibility to read and conply
with the shift and general orders for that post, to keep abreast of changes, and
to report any need for changes. Adherence to posted notices, signs, instructions
and distributed operations procedures is required. Enployees are required to fol-
low the directives of supervisory staff. It is understood that instructions which
woul d result in infractions of life safety, health or safety regulations, or
illegal actions are not to be carried out and are to be reported imediately to a
hi gher authority.

5. Unauthorized and/or inproper use of state vehicles, equipnent, facilities or
supplies is msconduct. The unauthorized possession, |ending, borrow ng, duplica-

tion, or careless or inproper use, or failure to report pronptly the |oss of:
institutional keys, credit cards, state |.D. cards is prohibited.

[1.  USE OF | NFORVATI ON\:

6. Confidentiality of information regarding the institution, its residents, or staff
will be honored by all enployees. Al information should be treated as confiden-
tial if not specifically known to be otherwise. News releases will be issued or
approved only by the Superintendent's office
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Enpl oyees will refrain fromdiscussing or reflecting on the character or
functioning of any other enployee. Enployees will refrain from making false or
mal i ci ous statements concerning staff or residents.

Enpl oyees are prohibited from di scussing matters pertaining to discipline or
managenent of this institution or simlar institutions in the presence of a
resident or visitor.

Al'l enployees are expected to honor the chain of conmand or authorized channels in
airing intra or interdepartmental concerns

I11. STAFF RELATIONS:  STAFF/ RESI DENT RELATI ONS:

10.

11.

12.

13.

14.

15.

16.

Enpl oyees will treat each other and residents with respect and courtesy. In
interchanges with residents and visitors, enployees will maintain a quiet deneanor
even under provocation. Enployees are prohibited from using profane, indecent,
abusive or insulting |anguage and gestures towards a resident or staff. The use
of profanity is discouraged.

An enployee will not strike a resident except in defense of self, another person
to avoid damage to expensive state property, or to prevent escape. Only that
force which is reasonably necessary may be used in controlling resident behavior.

Enpl oyees will not give or receive fromany resident cash, gifts, or contraband
articles. Enployees may not trade in any way with residents, except for
aut hori zed hobby craft purchases. Enployees are prohibited from bringing

contraband 1tems onto Institutional grounds including reading materials on the
Departnment of Corrections di sapproved publications [1st. Enployees are prohibited

from providing any contraband items to I nnates elther on or off grounds.

Enpl oyees shoul d avoid unaut horized association with any resident under the
supervision of the Departnent of Corrections and with famly or friends of those
residents. Wen such contacts are unavoi dable, the enployee is required to make a
witten report to the supervisor no |ater than one working day fromthe date of

the contact.

An enployee will not carry on unofficial correspondence with a resident or with
any outside party on behal f of a resident, or assist in conducting such
correspondence, or be a medium of unofficial conmunication in any way between
residents or between a resident and outsider.

Enpl oyees will not show favoritism towards any resident. 'Enployees will not
invol ve thenmselves In any resident's application for parole, pardon, conmutation
of sentence, or wit of habeas corpus except where specifically approved or

requi red by proper authority.

Enpl oyees supervising residents will ensure that they are instructed in the rules
of the institution and will not tolerate resident insubordination or m sconduct.

Enpl oyees will require residents to maintain cleanliness as to their person
clothing, work area, and living area
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EMPLOYEE DRESS:

17. Al enployees will carry current state-issued identification cards on duty and
will display them when they enter other institutions.

18. Al enployees will wear uniforns provided, or other approved nmodes of attire while
on duty.

SAFETY:

19. Staff are to report to the control center any unusual or potentially unauthorized
persons or vehicles entering, on or near the institutional grounds or perineter.

20. In accordance with collective bargaining agreenents, stipulated agreements and any
ot her relevant procedures, enployees are to report to the appropriate supervisor
any ot her enployee who, through neglect or any other means, violates the security,
reputation, or well being of the institution.

21. Staff are to follow safe working practices, both in their own work performance and
in supervising enployees or residents. Unsafe working conditions are to be
reported.

22. Al accidents or injuries to staff on duty are to be reported to the appropriate
supervisor. Accident report fornms are to be conpleted.

23. Al accidents or injuries to residents are to be reported to nursing staff.
Accident report fornms are to be conpleted.

OTHERS

24, Al enployees will inrediately notify their supervisor and personnel office of any
changes in address or phone nunber.

25.  Unauthorized solicitation of funds, donations or services, sale of conmercial
products or distribution of printed material and unauthorized political or union
solicitation while on state business or prenises is prohibited.

26. Gnbling is prohibited in work areas and during enpl oyee work time.

27. Public conduct which renders an enpl oyee unable to satisfactorily perform assigned
duties or which has a detrimental affect on the institution's public imge or
operations, including but not limted to conviction of a felony or failure to
conply with court ordered obligations is considered m sconduct.

COWPUTER SECURI TY

Chapter 716A of Senate File 2241 sets out potential penalties for nmisuse of conputers
as follows:

Unaut hori zed access is a sinple misdeneanor; wllful damage nay range from a sinple

m sdenmeanor to a class C felony, depending on dollar anount of danmge; conputer theft
may range froma sinple msdeneanor to a class C felony, depending on dollar amunt of
theft
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35.

36.

37.
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Enpl oyees are prohibited from accessing conmputer progranms for which they are not
aut hori zed.

Only authorized enpl oyees are permtted to access corrections conputers and com
put er dat a.

Conput er information and conputer data may be shared only wth authorized person-
nel .

Enpl oyees are prohibited fromgiving their password to another enpl oyee or other
persons. Enployees may not use another enployee' s password.

In order to use the conputer system the enpl oyee nust be approved, in witing,
by the institution System Adm nistrator and institution Departnent Head.

Only authorized enpl oyees are pernmtted to access, change, delete or manipul ate
corrections data.

Enpl oyees may not willfully damage a conputer, conputer system network, soft-
ware, program data, docunmentation, or any other conputer-related property.

Access to the conputer system or any part thereof, for which an enpl oyee is not
aut hori zed constitutes theft.

Enpl oyees may not give information on the type of conputer system data system

or conputer tel ephone nunber to any person who is not an enpl oyee of the Depart-
ment of Corrections. (Exceptions include: authorized Honeywell personnel,

aut horized Comptroller's O fice personnel, authorized Departnent of Hunman Services

personnel .) Oher exceptions require approval of the System Adninistrator.

Enpl oyees may not establish prograns or applicati ons which are not authorized.
Thi s incl udes ganes.

Aut hority: W\m Super i nt endent

Reference:  ACA 2-4070, 2-4071, 2-4060, 2-4067

DOC I1-C1 through 19, 11-F7, Enployee Handbook

QM 1-7, 2-3, 2-7, 2-8, 2-11, 2-12, 2-16, 2-24, 3-2, 3-4, 3-8, 3-12, 3-23
3-25, 3-27, 10-4, 10-10, 10-12

Col | ective Bargaining Agreenents

Revi ew Dates: | | / /
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To establish rules of conduct to be adhered to by all staff employed by tne Izwa
Correcticnal Institution for Women, and as appl icable, by volunteers and con-
tractual providers to and/or at the institution.

These work rules are not intended to replace re_ulations relative "o sneciric
jobs within the institution. Rules governing specific duties ace o be Tound in
Post and General Orders, supervisory instructions, position descripticns (S2ction
A's) and performance evaluations.

As part of the Department of Corrections, this fastitutioa will subscrilbe

those personnel practices outlined in the Colliective Bargaining Agrcoment: and
the personnel policies of the Department of Correciions, the Iowa Merit Iminicyv-
ment System and the State Comptroiler. In additicn, emplovees must 2dhere to
municipal, county, state, and federal laws as well as regulaticns of the Lowa
Correctional Instituticn for Women. Employees are to ccnduct themselves in

such a manner that their activities, both personal and official, on and off duty,
will not discredit either themselves or the institution.

Emplovees will be provided a copy of the rules during orientation and will sign
and date a receipt form documenting that they have read and have discussed with
their supervisor any rules which the employee deces not understand.

Failure by employees to follow these rules will result in appropriate discipli-
nary action. “

1. It is each emplovee's duty to preserve the peace and security of the insii-
tution, prevent escape, and enforce all institution rules:

a. Respond immediately and appropriately to all emergency situations;

b. Be vigilant of inmate activites;

c. Not permit inmate insubordination or overlook misconduct. Utilizc
appropriate disciplinarv action within proper scope of their autherity,

without use of threats, coercion, bribes, or intimidacion;

d. Follow all written and verbal instructions of supervisory cstoff ond .t
in question, consult next higher authority:

e. Read and comply with post and general orders, keen .breast ¢i changes,
and report any need for change;
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f. Cooperate fully and will be honest in writren anc oral statements con-

cerning c¢n-duty activities, and when off duty activites affect attendance,
work performances or the institution's activities nr ewployvees. Lmployees

will not withhold informaticn or impede any inquiry, investigation, or
hearing.

Employees are required to report promptly for duty at the dessignated time
and place and be fully able to perform their job ducies;

a. No alcoholic or mood/perception altering substance wili be consumed
within eight hours prior to reporting for regular duty;

b. Employees wiil be neat, well grommed, and professional in appcirance at
all times and in compliance with all dress and appearance policies;

¢c. Employees entering the institution during non-work hours will obtain
approval from their shift supervisor.

Employees are required to remain fully alert and attentive during duty
hours:

a., Employees will not leave their assigned duty post during a work shift
without permission;

b. Will avcid activities whicnh interfere with the institution's function
of constant careand vigilance;

¢. Unusual situations or events should be reported immediatels to the rext
higher authcritv and action as appropriate should be teken: '

d. Will not loaf, loiter, sleep, engage in reading or writing of material
unrelated to their duties, or engage in unauthorized personal business
or visiting.

Employees will not abuse sick leave privileges. Unscheduled absenteeism
from work and the reason(s) will be reported to the immediate superviscr
as soon as it is known the emplovee will be absent. Notice will be given
on each day of the leave unless prior arrangements have been made with
the supervisor.

State funds, equipment, property, and property within its conrrol, wiii Le
used for official purpcses only and shail not be abusad:

a. Damage, breakage, and loss of propertv within its coatrol, will be
reported immediately tc vour supervisor;
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b. Personal property will not be utilized on the job without prior admini-
strative approval.

6. Employees are prohibited from taking any contraband on or off institution
grounds or area of its jurisdiction without admiristrative authorization.
Employces shall not have on their persons, in their vehicle, or otherwvise
any drugs, intoxicants or containers, firearms, weapons, or any dangerous
contraband without administrative authorization. Employvees required to
take prescribed medication will notify their immediate supervisor of the
use of same and will only bring to work the amount needed for their tour of
duty.

7. Employees are required to observe all safety, health, and sanitction rules,
including the use of protective equipment and :lothing, and in the operation
of vehicles and equipment, with full compliance in reporting accidents to
the immediate supervisor and completing necessary injury report forms within
24 hours of an accident or injury occurring during working hours while uu
state business.

8. Employees will treat each other, residents, guests, visitors, and the pub-
lic with respect, courtesy, and fairness. Horseplay, threatening, abusive
profane, indecent, intimidating, and interfering behavior or language,
false or malicious statements are prohibited. Favoritism toward or dis-
crimination/harrassment of any person is prohibited.

During interchange# with inmates and others, employees will maintain a
gquiet demeanor, even under provocation.

9. Employvees will not strike or threaten bodily harm of an inmate cr other
person except in defense of self or another verson or property. [Excessive
or unnecessary force will not be used. Employees will have physical con-
tact with inmates, staff, visitors, or the public only when such contact is
part of the employee's duties. Such contact will be performed in a pro-
fessional manner. ’

]

. Unofficial/unauthorized associations with inmates are prohibited and includa:

a. Correspondence with former and present residents and their families,
friends, or any person acting on the behalf of the rasident;

b. Assisting in conducting such correspondence or be a medium of unorficiai
communication in any way between a resident and another;

c. Give or receive from any resident or on hzhalf of any resident cuash,
gifts, articles, favors, or services, nor may employecs trade with
residents unless approved by the Superintendent.
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When such contacts are unavoidabie, all emplovyees will provide a writter
report to their supervisor as soon as possible, but no longer than 24 h.ours
after the incident.

11. Employees will refrain from discussion with inmates, the pubiic. ov any
unauthorized person or reflection on:

a. Character or functioning of another employee;

b. Information that would compromise the security of this or iav insti-
tution;

¢. Confidential information regarding the institution, inmates. staft.
All information should be treated as confidential, If nut =specifi-aily
kncwn to be otherwise, without the avproval of the superintondent’s
office;

d. Matters relating to the discipline or management of this or any insti-
tution.

All releases to the news media will be issued or approved through the

office of the superintendent.

L2 Emplovees will be required to provide an address and phone number where
they can routinely be reached to the Personncl Departmeat (end the Secwur-
ity Director if on security staff) and must keep trhe Perscnncl Department
aware of any changes in address or phone number.

13, Srtate emplcves I.D.'s must be worn by all employees anytime they are oa
the grounds of this or any other cocrecticaal imstituticn, wi.m trars-
porting cliencts, or when driving a state vehicle.

i4. No employee will transact any business as an employee of the state with
any business entity in which the employee has an interest except as
authorized by law.

Employees will not use their official position cr state propecty to in-
timidate or deceive others, or to obtain any privileges or articles no.
otherwise authorized.

15. Activities such as sclicitatiom of funds, veeking donations o, welicze,

sale of commercial products, distribution of printed materials:, ¢ er-
gzaging in gambling, pclitical, or any uther unauthnrized activities wnile
on state business or premises is prchibited. <fambling include- Lut Is

not limited to: sporte pools, ~ard games, check peols, dice, raftius, ot
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16. Employees will not engage in any outside activities or employment which may
impair the employee's independence of judgement or his/her ability to per-
form his/her duties as an employee of the state.

17. Employees will not solicit for or accept unautheorized compensation, reward,
gratuity or gift of any kind of value for any matter related to the waploy-
ce's job as an employee of this institution and the State of Iowa.

18. Each employee will report to his/her supervisor any other emplovee whe
violates any law or rules at any time which affects the security, reputation

or well-being of ICIW.

If an employee is arrested for, charged with, or convicred »f any froloay
or misdemeanor, the employee must immediately inform and provide a writcen
report to the supervisor.
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SPOUSE ORI ENTATI ON  PROGRAM

COURSE (PURPOSE) : DESCRI PTI ON

Introduction/orientation (to introduce participants to
department administrators, welconme them to the program
and explain the purposes of the orientation):

Recruit Training Procedures (to provide realistic
expectations of training period regarding the spouse's
experiences): daily routine of recruit, description and
purpose of curriculum qualifications of training staff.

Organi zational Structure & Functions ( to famliarize
participants with the nature of the organization):
history of the departnent, table of organization, size
of the department, overview of functions.

Functions of Divisions and Units ( to famliarize
participants with various functions perforned by the
agency): review of specialized services perforned

w thin agency and for other departnents.

Corrections Oficer's Role in Crimnal Justice System
to indicate the individual's responsibility for order
mai ntenance within the prison system as well as |arger
crimnal justice system): overview of crimnal justice
sub-systens, function of the corrections officer in
soci ety.

Functions of the Corrections Oficer (to provide a
realistic portrait of the corrections officer's job):
review of normal work day, types of work performed,
etc.

Cccupational & Marital Pressures (to increase the par-
ticipants understanding of and tolerance to stress _
associated with corrections): introduction to occupational
stress, causes of stress, effects of stress on officer,.
effects of stress on famly, nethods of reducing stress
(Wi thin and outside of famly).

Personnel Benefits ( to famliarize participants wth
personnel policy and benefits): salary structure (con-
tract), insurance, career development opportunities,
credit union.

CGinme Prevention (to provide instruction in personal and
home security): rape prevention, nmethods of self-defense,
techniques for residential security.

Person and Hone Firearms Safety (to reduce the disconfort
of living with firearns): mechanics of a revolver, how to
| oad and unl oad revol ver, target practice with revolver,

HOURS FACULTY

A Director;
Superinter.
dent.

A Acadeny
per sonnel

1 Trng. Staf

1 Trng. St af

2 Trng. Staf

2 Trng. Staf

3-4 Trng. Staff

CO Wyves
1 Per sonnel
Oficer
2 Trng. Staf
3 Trng. Staf



First Ald (to offer basic skills in the care of
injured persons with enphasis on household injuries)
CPk, Heimich manuver, basic first aid.

Tour of Facility (to acquaint spouses wth environnent-

this should be acconplished only if requested and then
only to view facility, not inmate cell 'block area.)

Trng. St af
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EMPLOYEE ASSISTANCE PROGRAM

Suite 706 « Fleming Bullding « 218 Sixth Avenue « Des Moines. lowa 50309
Telephone (515) 2446090. Day or Night

Des Muines Area Emplovee Assistance Program

Troubl ed enpl oyees cost lowa enployers over $500 million per year. Studies exan ning
the economc | oss to business and industry resulting fromtroubled enpl oyees estinate that
| 0-12 percent of all workers have serious personal problens which affect their job per-
formance. Approximately half of this 10-12 percent (5-6 percent) performtheir, job at an
"inpaired” level with 25 percent of their salaries lost through tardiness, absenteeism
work related accidents and overall poor work performance. In addition, these problens
result in more disciplinary actions and grievances. The enployees arc suffering person-
ally while enployers suffer economcally.

In 1975 a ten-nmonth study was conducted by an ad hoc committee conprised of Board
and staff menmbers of the National Council on A coholismand Qher Drug Dependencies (NCA)
comunity business and |abor |eaders; the Chanber of Commerce; and State, County and
United Way officials. The conmittee identified the need for a community based nontreat -
ment related screening center offering conprehensive counseling evaluation and referra
services for enployees and fanily nenbers of area businesses, industries and governnental
agencies. As a result of the study, the NCA established the Des Mines Area Enployee
Assi stance Program (EAP) in January, 1976, as a separate unit governed by the NCA Board
of Directors.

Designed to offer a "conprehensive" approach, EAP services are offered for a wide
range of personal problens, rather than focusing on only one specific type of problem
This broad brush approach allows enployees and fanmily menbers to utilize the program

or any type of personal problems they are experiencing. It also offers enployers the
opportunity to intervene in the early stages of an enployee's work performance problem
and refer the worker based on documented job performance wthout attenpting to diagnose
the person's problem

An enpl oyee's personal life and concerns are his/her own affair; enployers do not
have the right to interfere in the private lives of enployees. However, the enployer
has the right to require certain work performance standards and to establish procedures
for appropriate action when work performance standards are not net. The availability of
an EAP offers the enployee the opportunity to identify his/her problembefore it becones
worse. or before disciplinary action beconmes necessary. \Wen a personal probl em does
interfere with work performance, the EAP offers the enployer the alternative of referring
the enployee to the EAP based soley on (docunented job perfornmance. The availability
of an EAP as an external source, outside the workplace, also provides entire, confiden-
tiality; no information can be disclosed without the specific witten consent fromthe
person to whom it pertains.

The EAP provides professional training for the organization's supervisory and
uni on personnel, persons who are accessible to the personal concerns of enployees and
are in key positions to deal with unproductive enpl oyee behavior. Supervisory and union
personnel are trained to effectively utilize the EAP services with specific enphasis
on recogni zing job performance problenms and the inportance of proper docunentation of
the performance problemas the criteria for referral to the EAP.

The Enpl oyee Assistance Program serves an inportant humanitarian function by offer-
ing the troubled enployee assistance in dealing with his/her personal problenms as well
as being an econonmic benefit to the enployer. The Des Mines Area EAP is a private,
nonprofit, comunity agency funded by 50 percent public nonies and 50 percent private
noney .

For further information contact the EAP at (515)244-6090.



EMPLOYEE ASSISTANCE PROGRAM

Suite 706 . Fleming Building « 216 Sixth Avenue « Des Moines, lowa 50309
" Telephone (515) 2444096, Day or Night

The following is a sanple letter that may be used for nmailing
to your enployees' hones:

Dear

In the hectic pace of our daily lives we often encounter a
wide variety of problens at hone, work and in other areas oOf
our lives. ~To experience narital, enotional, |egal, alcohol/
drug, financial, famly, or a wde range of other problens,
i's not unconmon.

CGenerally we are able to deal on our own with the problens
of daily living; however, in sone situations outside heli)
mght be welcome. Regardless of the type of problem help
is available through the Enployee Assistance Program

The Enpl oyee Assistance Program is offered as a benefit to

all enployees and famly menbers within our organization.

Eval uative counseling and referral services are available |
at no initial cost, Wth conplete assurance of confidentiality.

The Enpl oyee Assistance Program offices are located in,
Suite 706 of the Flemng Building at 218 Sixth Avenue In
downtown Des Moines. Appointments with Enployee Assistance
Program counsel ors can be made by calling 244-6090. Coun-
segors are available by telephone at this nunber 24 hours
a day.

The enclosed wallet card is designed to serve as a handw,
remnder of the Enployee Assistance Program services. ile
ou may not be in need of these services now, please keep
his card as a resource.

|f problems do arise, the Enployee Assistance Program can
help. |If you need it, please use it. W do care.

Sincerely,

Your Enpl oyer



