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OFFICE OF THE INSPECTOR GENERAL

FINAL CONFIDENTIAL ADVISORY MEMORANDUM

August 11, 2017

TO: Timothy L. Firestine
Chief Administrative Officer

Robert Green
Director, Department of Correction and Rehabilitation (DOCR)

FROM: Edward L. Blansitt 111 : /é{/ g e
Inspector General /% ﬁﬂv%

SUBJECT: DOCR Personnel Complaints and Allegations

Introduction and Background

During 2015, 2016, and 2017, the Office of the Inspector General (OIG) received numerous
complaints concerning alleged improprieties by Department of Correction and Rehabilitation
(DOCR) management with respect to the administration of personnel. The complaints included
allegations of insensitive top management conduct; improper conduct with respect to a
promotional examination; disparate treatment in personnel administration; insertion of false
information in personnel and sick leave records; and improper supervisory direction to not file an
incident report.

Consultant’s Review

During our review of the complaints, the Montgomery County Office of Human Resources
(OHR) and DOCR conducted a parallel inquiry with respect to allegations concerning the
promotional examination. Subsequently, OHR engaged the services of a consultant. The
consultant, utilizing an “Appreciative Inquiry” process, was to assess the “work environment”
within the Montgomery County Correctional Facility (MCCF) with an eye toward developing “a
strategy to ensure a successful organizational change management process.” Specifically, the
consultant was to (1) conduct a thorough assessment of the MCCF work environment and its
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more than 300 employees and (2) lead an effort to explore and implement an organizational
change management process at DOCR.

We suspended our review in July 2016, while the consultant conducted field work. Meanwhile,
we continued to receive and consider employee complaints. We received complaints from
personnel in both components of the Detention Services Division of DOCR: MCCEF and the
Montgomery County Detention Center (MCDC).

On March 6, 2017, the consultant briefed the OIG, DOCR management, and OHR on the status
of her project. The findings were consistent with staff perceptions of:

e favoritism by DOCR management;
e lack of fair and consistent application of personnel rules and regulations; and
e disparate treatment with respect to the imposition of discipline.

To address the perceived problems/deficiencies and to implement corrective action, the
consultant proposed establishing action groups to develop specific action steps to address the
issues presented by staff. The consultant’s action plan also proposed a staff retreat to elicit input
from stakeholders.

Objectives, Scope, and Methodology

Initially, we intended to conduct a policies and procedures review of DOCR’s administration of
personnel. The objective of the review, among other things, was to assess the adequacy of those
policies and procedures and whether they were applied consistently and fairly. Based on the
complaints brought to our attention, the purpose of our review was adjusted to (1) investigate
employee grievances of inequitable or improper treatment; (2) determine whether those
grievances could be confirmed; (3) analyze the complaints to determine patterns in consistency
of application of the policies and procedures; and (4) ultimately notify DOCR upper
management of these employee concerns'.

The consultant is assessing the work environment at DOCR broadly from an organizational
behavioral and cultural perspective; our inquiry focused on specific instances of misbehavior by
individuals that might not be addressed by management under a broad approach.

Our review primarily entailed interviewing, in addition to the complainants, DOCR staff and
other County employees, in an effort to verify the individual complaints. We also acquired and
reviewed relevant and pertinent documentation, statistical data, rules, and regulations. We

! In pursuing these objectives, we considered the existence or non-existence of internal controls
within DOCR with respect to the administration of personnel, as well as the effectiveness of
such.
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interviewed more than twenty employees, including individuals both at the supervisory and non-
supervisory levels. The DOCR employees interviewed are assigned to or have duty stations
within various DOCR divisions and/or units.

Over time, we admittedly have become an independent “sounding board” for employee
complaints and suspicions.

We considered relevant/applicable County personnel regulations (OHR and DOCR), DOCR
disciplinary statistics, and administrative decisions related to DOCR disciplinary and/or hiring
actions heard by the Merit System Protection Board.

Specific Personnel Complaints That We Considered

We aggregated various complaints into common themes, as follow. We found it difficult to
objectively verify several of the complaints. However, we received similar complaints from
multiple individual members of the DOCR staff.

Insensitive Top Management Conduct

Allegations: We received allegations of a Caucasian top manager during a meeting directing an
African American staffer, in the presence of other staffers, to get him/her a bottle of water; a top
manager interrupting a meeting in progress in which he/she was not participating, putting a foot
on the desk around which the meeting was being held, using the telephone, and then exiting
without apologizing in any way for this conduct; and a Caucasian top manager addressing an
African American staffer as “good boy” in the presence of others during a retirement event.

Resolution: We obtained statements that corroborate instances of top management interacting
with or addressing staff in an insensitive or degrading manner by rudely interrupting meetings,
and evidence of a manager referring to a staffer in an offensive manner.

Improper Conduct in a Promotional Examination

Allegations: We received complaints alleging impropriety in the administration of a DOCR
promotional examination in November 2015 by, among other things, an applicant receiving
information in advance of the examination and the inappropriate influencing of the examination
raters/scorers by others. It appears that those taking the promotional examination were neither
adequately informed how their scores would be calculated, nor were they told how they ranked
in scores.
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Partial Resolution: OHR and DOCR jointly investigated the matter and issued a report, finding
insufficient evidence to substantiate the complaints. However, we did verify that OHR and
DOCR management failed to adequately inform applicants of the standards by which the
applicants would be evaluated, and their scored ranking with respect to the examination results.

Disparate Treatment in Personnel Administration

Allegations: We received complaints alleging disparate treatment in the administration of
personnel at DOCR. The disparate treatment matters related to or involved duty assignments and
the imposition of discipline.

Specifically, as to duty assignments, it was alleged that the assignments in high risk/maximum
security units of the correctional facility are made based on race and gender, resulting in only

African American females being assigned to those units where female inmates are housed.

As to discipline, it was alleged that favored employees tend to receive less severe or no
discipline for similar or more egregious acts.

Lack of Resolution: We were unable to objectively verify these complaints.

Information Improperly Included in Personnel and Sick Leave Records

Allegations: We received complaints alleging “unethical operating procedures” at DOCR,
including the placement of false information in an employee personnel file, as well as that
DOCR sick leave policy is neither clearly communicated nor equitably enforced. It was alleged
that false, erroneous, or improper information was placed or maintained in an employee’s
personnel file and/or then taken into consideration with respect to promotion or selection for
special assignment. Specifically, in one of these instances, it was alleged that non-disciplinary
information consisting of a sick leave restriction and a non-work-related court matter were
placed in an employee’s file and then used as a basis for denying the employee a promotion.

The complaints concerning imposition of sick leave restrictions involved situations where
individuals had been approved and granted sick or family leave and then were subsequently
(months or days later) informed that they were being placed on sick leave restriction because
they were deemed to have abused leave.

Partial Resolution: We were unable to independently substantiate and/or corroborate the
improper placement of information in any employee’s file.

As to leave recordkeeping, we understand that DOCR management is implementing an
automated timekeeping /scheduling system to enhance transparency and establish real time
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recordkeeping with respect to time and attendance; and to address concerns/problems in this
regard.

Improper Supervisory Direction to Not File an Incident Report

Allegation: We received information concerning an allegedly unreported incident involving the
use of force against an inmate at the MCCF.

Several complainants separately contacted us alleging that three correctional officers entered an
inmate’s cell following some improper behavior on the part of the inmate.

Related protocols and/or procedures as understood by the OIG through its inquiry into this
incident require, at a minimum, that an incident report be filed whenever officers use force with
respect to their oversight of inmates.

Resolution: We referred this matter to the County’s Chief Administrative Officer and the
Director of DOCR. The Director of DOCR assigned the matter to DOCR’s Internal Affairs
Investigator. DOCR confirmed (1) an inappropriate use of force by a correctional officer, and
(2) a failure to report by the Sergeant in charge of the incident “as well as some of the other
parties involved”, when a report should have been filed.

Decisions of the Merit System Protection Board

As part of its inquiry, the OIG reviewed cases of DOCR disciplinary actions heard by the
Merit System Protection Board (Board) for Fiscal Years (FYs) 2013, 2014, 2015 and
2016, the most recent years for which Board cases were reported. We found four cases in
which the Board reviewed the merits of DOCR disciplinary actions in rendering its
decisions out of a total of ten DOCR related matters reviewed by the Board. The other six
matters involved procedural or hiring decisions unrelated to any sort of discipline. Our
objective in conducting the review was to identify and acquire a sense of the merit or
propriety of DOCR disciplinary actions from the perspective of an independent
adjudicator such as the Board.

In two of the matters, the Board found an insufficient basis for fully upholding the imposed
discipline. In the other two matters, the Board found that disparate discipline had been imposed
by DOCR in one of the matters and an employee had been misled by DOCR concerning rights of
appeal in the other. While we were not able to conclude or find that DOCR’s actions in these
matters were intentional, we do see how the instant Board decisions can, at a minimum, foster a
perception of inequitable administration of personnel by DOCR management in the eyes of
DOCR staff, warranting corrective action going forward.
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Comparative Analysis

Statistical information acquired by OIG from DOCR appears to indicate that 17% of DOCR
employees were cited for various disciplinary actions over a two-year period. We were not able
to determine if this level of disciplinary actions is excessive or typical of similar institutions.
Accordingly, we were unable to draw conclusions based on the data provided.

Conclusion/Recommendations

As demonstrated herein, we have received in recent years an unexpected number of complaints
and allegations of DOCR management wrongdoing. These allegations support employee beliefs
of favoritism and discrimination by management in the administration of personnel. These
beliefs, whether accurate or not, again from our perspective based primarily on inquiries, appear
to have clearly taken a toll on staff morale within DOCR. This toll cannot help but negatively
affect the overall effectiveness, efficiency, and productivity of DOCR.

We conclude that the consultant’s review is a constructive initial step.

We recommend that the action teams formed in the consultant’s review focus on a few matters:
development of a mechanism to ensure equity, consistency, and uniformity in imposing
discipline; development of a viable communication system to inform and keep managers and
staff abreast of personnel rules and regulations, particularly those concerning promotions; and
development and implementation of reasonable performance metrics to assess progress.

With respect to the holding or conducting of a retreat to, among other things, allow for input
from stakeholders in a group setting, we believe that it might be more beneficial to hold such a
gathering after the formulation and development of specific plans and policies by the action
teams.

In conclusion, any success in addressing the cited problems and the instituting of specific
corrective action is contingent upon the development and implementation of policies and
programs directed at the specific problem areas; and on, as the consultant termed, “ownership” of
the needed changes by all stakeholders. Ultimately, all changes should provide for the
establishment and maintenance of a fair and equitable personnel system that is evenly applied.
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MEMORANDUM

January 26, 2018

TO: Edward L. Blansitt, [nspector General .
Ayt LE Rt
FROM: Timothy L. Firestine, Chief Administrative Officer ’7

SUBJECT:  Response to Confidential Advisory Memorandum: DOCR Personnel Complaints and
Allegations

The Department of Correction and Rehabilitation (DOCR) has a critically important yet
difficult mission in the criminal justice system. Each day, in a constitutional manner, DOCR is
responsiblc for the complete care of a population of more than 2,250 individuals in various stages of
custody and supervision.

We take DOCR's mission extremely seriously, and we challenge the assertion based on
unsubstantiated allegations that DOCR is anything but a well-managed department. In fact, outside
organizations regularly visit our facilities to learn and experience firsthand the best practices developed
and implemented by the dedicated DOCR team who work diligently every day in a dangerous and
complex environment. Furthermore, the department has been recognized and awarded numerous times
for its innovative and outstanding work, most recently in 2017 with two awards {rom the National
Association of Counties (NACo).

While we value your time and cfforts regarding these personnel related complaints and
allegations, we would appreciate if, in the future, you referred these matters not directly tied to waste,
fraud, and abuse to my office for review and action.

Following are the responses to each area of the report:

Allegations itive Top Mana : :

We received allegations of a Caucasian top manager during a meeting directing an African American

staffer, in the presence of other staffers, to get him/her a bottle of water; a top manager interrupting a
meeting in progress in which he/she was not participating, putting a foot on the desk around which the
meeting was being held, using the telephone, and then exiting without apologizing in any way for this
conduct; and a Caucasian top manager addressing an African American staffer as “good boy™ in the

101 Monroe Street = Rockville, Maryland 20850
240-777-2550 = 240-777-2518 FAX
www.montgomerycountymd.gov

wmmnnum Maryland Relay 711




Appendix A

Page 2

Edward L. Blansitt, Inspector General
January 26, 2018
Page 2 of 7

presence of others during a retirement event.

CAOQ Response: We have discussed these allegations with DOCR Management, and as a result, they
are working to establish sensitivity training to be provided to those identified in the allegations,
including additional staff as necessary, to ensure this behavior does not re-occur and 1o define the
consequences for such actions should they re-occur.

We received complaints alleging impropriety in the administration of a DOCR promotional
examination in November 2015 by, among other things, an applicant receiving information in advance
of the examinalion and the inappropriate influencing of the examination raters/scorers by others., Also,
it appears that those taking the promotional examination were not adequately informed how their
scores would be calculated, nor were they told how they ranked in scores.

CAOQ Response: The promotional process for DOCR is fully administered by the Office of Human
Resources (OHR) and DOCR’s participation is limited to check-in for testing and oversight proctoring
as needed. This issue was twice investigated. The first investigation was a joint OHR and DOCR
internal investigation into the allegations. That investigation did not sustain the complaint. As you
know, the Office of the County Attorney (OCA) conducted a second investigation of the matter of
impropriety in the administration of the DOCR promotional exam as alleged by an employee involved
in the testing, to include testimony under oath, and again, found insufficient evidence to substantiate
any of the allegations. The multiple allegations investigated were from a single complainant.

DOCR and OHR held the promaotional list in abeyance until April 6, 2016, in
recognition of the seriousness of these allegations while the investigation was completed. thus delaying
promotions for all individuals on the promotional list. To close this matter, the specific allegations
were:

e The complainant alleged that individuals participating in the promotional examination shared the
oral interview questions with each other. The investigations found “no evidence “supporting this
allegation.

¢ The complainant alleged that a computer was intentionally tampered with to cause the employee
issues with that portion of the testing. The investigation found that standard operating procedurcs
were followed by the individual external to DOCR responsible for the set-up of the computer
testing room and that there was no tampering with the computers.

e The complainant alleged that the entire promotional testing process as administered by OHR was
to be anonymous in all aspects. There was no evidence found that anonymity was « requirement of
the process as advertised to staff in the Personnel Bulletin issued for the promotional testing
process and that the allegation was “unsupportable”.

e The complainant alleged that an oral interview assessor had been improperly influenced to provide
lower scores to some individuals, Each assessor, who were all external to the County, was
interviewed in each investigation and once under oath. They adamantly denied any such
conversations or influence by anyone to influence their decisions in this process. OCA found there




Appendix A

Page 3

Edward L. Blansitt, Inspector Genera!
January 26, 2018
Page 3 of 7

was insufficient information provided by the complainant that would allow them to scparate rumor
from fact.

e Regarding allegations that the applicants were not adequately informed of how their scores would
be calculated, pages three and four of the issued Personnel Bulletin for this testing fully explained
the Final Promotional Score and establishment of the Promotional Eligibility List. The
investigation determined that perhaps the instructions may have been confusing to some
applicants, OHR modified the final scoring matrix of the promotional examination to be clearer for
all participants. The current County promotional processes as administered by OHR does not
provide for a ranking order of the applicants nor was it intended to do so. The Department receives
a list of Well Qualified and Qualified applicants presented in alphabetical order.

Additionally, DOCR developed and held mentoring sessions for interested individuals
wishing to seck promotions in the next round of promotional lesting in 2017. These sessions were well
received and attended by staff at multiplc ranks. This is an excellent practice to assure the preparation
and understanding of the process for all those participating in the process.

(Refer to Attachment #1: DOCR Mentoring Program for Promotional Testing)

. pations o Sparate el ent in ] Administration:
We received complaints alleging disparate treatment in the administration of personnel at DOCR. The
disparate treatment matters related to or involved duty assignments and the imposition of discipline.

Specifically, as to duty assignments, it was alleged that the assignments in high risk/maximum security
units of the correctional facility are made based on race and gender, resulting in only African American
females being assigned to those units where female inmates are housed.

As to discipline, it was alleged that favored employees tend to receive less severe or no discipline for
similar or more egregious acts,

CAQ Response: As noted in your report, you were unable to objectively verify these complaints.
Staffing assignment records were, however, reviewed in preparing my response. Correctional Officers
bid their shift and facility yearly based on a long-hcld Union agreement of seniority. There are no bid
criteria as to the gender and race of individuals on each shift. Each officer bids freely based on his/her
choice. A six-month period of the records of Post Assignment were reviewed for the N2 Housing area
in calendar year 2017. The Department must maintain post records of all assignments. There were 184
instances where individuals other than African American females were assigned (o the post indicated.
Post Assignment is a metric that is routinely reviewed by Command Staff. This is an area that is also
periodically reviewed by the Labor Management Relations Committee (LMRC) as established with the
Union when or if questions may arise. While staffing factors as previously mentioned have the
potential to affect a completely equitable distribution (staff sick leave, training, emergency situations,
etc.), the allegation that “only” African American females are assigned to this post is false.

Regarding the referenced disciplinary matters, we concluded that disciplinary matters at
DOCR are administered based on the need to maintain a necessary level of safety and security for
officers, inmates, employees and public, appropriate behavior and conduct, and the constitutional care
of those committed to the custody of the County. Additionally, we confirmed that DOCR management,
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appropriately, does not participate in conversations with its staff concerning the disciplinary matters of
others. DOCR fully supports and participates in the County Alternative Dispute Resolution (ADR)
process when considering staff discipline. The Department follows a process of internal review to
include the assigned County Attorney and review with their assigned Labor Management Specialist.

Allegations of Information Improperly Included in Personncl and Sick Leave Records:

We received complaints alleging “unethical operating procedures™ at DOCR, including the placement
of false information in an employee personnel file; as well as that DOCR sick leave policy is neither
clearly communicated nor equitably enforced. It was alleged that false, erroneous, or improper
information was placed or maintained in an employee's personnel file and/or then taken into
consideration with respect to promotion or selection for special assignment. Specifically, in one of
these instances, it was alleged that non-disciplinary information consisting of a sick leave restriction
and a non-work-related court matter were placed in an employee’s file and then used as a basis for
denying the employee a promotion.

The complaints concerning imposition of sick leave restrictions involved situations where individuals
had been approved and granted sick or family leave and then were subsequently (months or days later)
informed that they were being placed on sick leave restriction because they were deemed to have
abused leave.

CAQ Response: DOCR follows the Collective Bargaining Agreement and County Personnel
Regulations, as well as its internal policies in the management of personnel files and supervisory files.
The personnel/personnel file matter in question is closed, and because the matter concerns a
confidential personnel file, other than stating we were unable to independently substantiate the
improper placement of information in any employee’s file, we are not able to provide additional
details. Sick leave restriction is supported by DOCR and County policy. DOCR has reviewed
processes and has worked with the Union and OHR to assure personnel management and records
processes are accurate and in accordance with County policies and guidelines.

When mistakes occur, they are addressed. On May 18, 2017, through a collaborative
conversation and the LMRC process, DOCR and the Union agreed on a process that would place sick
leave restriction documentation in the employees supervisory file for the duration of the restriction.
The documentation would not be elevated to the personnel file unless disciplinary action was applied.
In 2016, DOCR also implemented a robust Intranet site for departmental employces. Among many
other areas, this site provides immediate access to communication, policies, and other information to
assist staff in being well informed of all matters related to personnel management.

(Refer to Attachment #2: DOCR Intranet Site Overview)

To further assist in the accuracy of timekeeping and scheduling record keeping, DOCR,
in cooperation with the Office of Management and Budget, identified funding necessary to purchase
Telestaff, the same automated scheduling system used by all other public safety agencics in the
County, to automate its internal scheduling and tracking. This system has been a priority of DOCR for
more than eight years. Implementing this software will enhance transparency and establish real-time
recordkeeping to alleviate DOCR's current scheduling and tracking challenges that are often paper
driven. This program is in the design phase.
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We recewed information concerning an a.llegedly unrepoﬂed mcndem involving the use of force
against an inmate at the MCCF,

Several complainants separately contacted us alleging that three correctional officers entered an
inmate’s cell following some improper behavior on the part of the inmate.

Related protocols and/or procedures as understood by the OIG through its inquiry into this incident
require, at @ minimum, that an incident report be filed whenever officers use force with respect to their
oversight of inmates.

CAOQ Response: This issue was brought to the attention of Director Green and my office June 5, 2017
(OIG case 17-073). The complaint was made to the OIG on May 4, 2017. I would have expected that
matters of life safety would be immediately reported so the department having responsibility can
respond quickly to incidents where an individual may require medical care or personal safety is in
question. As soon as we were made aware, DOCR immediately initiated an investigation into the
complaint. | have determined that DOCR has clear written policies and procedures regarding the Use
of Force stating, in part, that all parties who witness or participate in a Use of Force scenario are
required to individually complete a written report through their chain of command, and any individual
that becomes aware of information regarding Use of Force are required to report that information. The
investigation into this matter has been concluded, and all involved parties were responded 1o
appropriately.

Decisions of the Merit System Protection

As part of its inquiry, the OIG reviewed cascs of DOCR disciplinary actions heard by the Merit System
Protection Board (Board) for Fiscal Years (FYs) 2013, 2014, 2015 and 2016, the most recent years for
which Board cases were reported. We found four cases in which the Board reviewed the merits of
DOCR disciplinary actions in rendering its decisions out of a total of ten DOCR related matters
reviewed by the Board. The other six matters involved procedural or hiring decisions unrelated to any
sort of discipline. Our objective in conducting the review was to identify and acquire a sense of the
merit or propriety of DOCR disciplinary actions from the perspective of an independent adjudicator

such as the Board.

In two matters, the Board found an insufficient basis for fully upholding the imposed discipline. In
the other two matters, the Board found that disparate discipline had been imposed by DOCR in one of
the matters and an employee had been misled by DOCR concerning the rights of appeal in another.
While we were not able to conclude or find that DOCR’s actions in these matters were intentional, we
do see how the instant Board decisions can, at a minimum, foster a perception of inequitable
administration of personnel by DOCR management in the eyes of DOCR staff, warranting corrective
action going forward.

CAO Response: All decisions of the Merit System Protection Board are published records. In
researching the cases referenced by the OIG, we believe we have identified the four cases referenced.
Two decisions are from 2013, one decision is from 2014, and amlhcr is from 2015. All occurred under
the administration of the previous DOCR Director.
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B ies in B
Case 13-04 - This case involved a three-day suspension for an employce who failed to move a vehicle
when asked to do so 10 allow two emergency vehicles to depart the facility and in doing so provided a
false statement to supervisors.

The Board reduced a three-day suspension to a two-day suspension. The reduction was
based on the charge of false statement to a supervisor not being sustained by the MSPB.

Case 13-08 - The case challenged the director’s decision to impose a 10-day suspension to be taken as
a 10% within grade reduction for 800 employee working hours. The case also questioned the County’s
use of temporary employees and the notice of rights to appeal issued with the NODA. The Board
denied the appeal of the suspension based on a lack of jurisdiction. The department chose to hold the
final action in abeyance and through mediation and a meeting with the employee, Warden, and Union,
the action was withdrawn by the director on February 26, 2014,

We will ensure that OHR and County departments present accurately all available
options so that employees can decide whether it is possible for them to move forward with any sort of
appeal or action. OHR addressed the Temporary Employee issue as noted in this case in 2015
Countywide. .

Case 14-17- This case involved the dismissal of an employee who was arrested and charged with
crimes associated with the use of heroin while off duty.

The Board ordered the director to revoke a dismissal for a drug paraphernalia
conviction and instead demote the individual to the next lowest ranking officer.

Case 15-25- The case involved the excessive use of the Internet by a supervisor while on duty. The
dircctor suspended the supervisor for 30 days and demoted the employee.

Although the appellant essentially admitted that he used the Internet in contravention to
the County’s policy, the Board found the technology used to determine Internet usage (software) was
nol accurate in one case brining into question the testimony of the DTS Engineer and the accuracy of
the technology report. The Board also found the analysis questionable and inconclusive, in part,
because of what the Board believed was the vagueness of the policy as to how much time constitutes
an excessive amount of time to be on the Internet while on duty. In this matter, the Board upheld the
30-day suspension but rescinded the demotion.

As you know, the administration of supervision in a correctional facility requires a
supervisor’s presence throughout the facility while that facility is under the responsibility of that
supervisor. It is a basic principle of front-line supervision in a correctional facility.

Employees have the right to engage their Union and the ADR process when discipline is
applied. They also maintain the right to forgo this process and choose to engage thc MSPB as outlined
in these cases.
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Comparative Analysis

Statistical information acquired by OIG from DOCR indicated that a significant percentage (17%) of
DOCR employees were cited for various disciplinary actions over a two-year period. We werc not able
to determine if this level of disciplinary actions is excessive or typical of similar institutions.
Accordingly, we were unabie to draw conclusions on the data provided

CAO Response: All matters of discipline within the County follow a strict review process. This
process includes close collaboration with the departmental County Attorney and assigned OHR Labor
Specialist and communication with the employee and Union representative. Please note that DOCR
works collaboratively with MCGEO Local 1994 and provides routine access for Union representatives
1o review investigative-related and other information utilized to establish the level of discipline
imposed. DOCR could not validate the statistics noted by the OIG, not knowing the process for
counting this material. In 2015, the DOCR Director and Administration implemented reviews and
metrics to monitor this area and many other facets of DOCR operation in a transparent manner.

Relatedly, we have found that DOCR actively supports the County’s ADR because it is
viewed as important and essential in ensuring that each employee is afforded the opportunity, along
with their Union, to contest the facts and/or propose an altemative level of discipline. DOCR also has a
process of resolution prior to the hearing that can be utilized to resolve matters. A review of ADR data
is included as an attachment to this response.

(Refer to Attachment #3: DOCR ADR Information 2011-2017)

I have also attached the memorandum sent to DOCR staff detailing the findings and
next steps of an Appreciative Inquiry (Al) Intervention that was conducted to identify what DOCR
employees need to be engaged, happy, and empowered. DOCR has been actively engaged in many
areas of work to implement the principles of the Al. We will continue to support the department’s
efforts to implement change in the areas identified as important to staff.

(Refer ic Attachment 44: Memorandum Regarding AT Findings and Next Steps)

Finally, we remain fully confident in Director Green’s leadership to uphold the highest
standards while accomplishing the DOCR’s mission; in fairly and respectfully managing DOCR’s
employees; in the lawful supervision of the populations housed within the County’s correctional
facilitics; and in maintaining the overall condition of County’s correctional facilities.

Thank you again for your efforts on this memorandum. If you have further questions,

please contact Fariba Kassiri, Assistant Chief Administrative Officer, at (240) 777-2512 or
Fariba.Kassiri@montgomerycountymd.gov.

TLF:th

c: Fariba Kassiri, Assistant Chief Administrative Officer
Robert Green, Director, Department of Correction and Rehabilitation
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Training and Tips in Preparing for Examination

The DOCR Human Resources Section is proud 10 announce the
kickoff of the mentoring program for promolional tesling in the
uniformed ranks and course offering. This new promotional
mentonng program will assist employees wishing to prepare for
promotional examination within the Sergeant, and Lieutenant
ranks. We will start with a kickoff speech by a Monlgomery
County Police Department Mentor, Police Commander, David
Anderson He will emphasize the imporiance of addressing
KSA's and understanding dimensions. Later, DOCR HR Staff
will give Tips on How to Study for Multiple Choice Testing. The
class will end with Montgomery County OHR providing the
Basics of Resume Writing. Kickoff and Course will be held
on Monday, July 10, 2017 in the MCCF Community/Roll Call
Room from 8 AM until 4:30 PM.

The Lieulenant’s examination is scheduled for Fall, 2017
(September) and the Sergeants will be held dunng the Spring,
2018 (TBD).

To register, please have your supervisor coordinate your
attendance directly with the Training and Professional
Development Section (240-773-9708).
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MONTGOMERY COUNTY GOVERNMENT
DEPARTMENT OF CORRECTION AND REHABILITATION

DOCR COMMUNICATION
INTRANET
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DEPARTMENT OF CORRECTION AND REHABILITATION
INTRANET HOME SITE

Mentgemen County ioiangt / Cemection snd Rehabiltastion

Correction and Rehabilitation
DOCR Secure Home INFORMATION
* N »d 7
Office 355 Emad SECTION * DOCR Employss Awards (May 9, 2017)
“\\‘”-“ ”i,[“,; :Mm?'omkur'u'--\wlmnybcmwm:mh
: A ‘0) ® Hatiana ¢ £ Oday 7-13, 2017)
ACCREDITATIONS
Monigomeny e ’
County ll‘- L . L
"“".‘""“' o QUICK LINKS
Sury Malagari, Warden

DIRECTOR'S OITICE | DETENTION SERVICES mmJ MANACTMENT STRVICTS -

The Oce of the Director of the Depariment of Comection and Renabilitation (DOCR) indudes Robert Green. Director ard Sherry Thompeen. Senior Executive
hemiristrathve Ace.

The Director develops. implements and evaduates County COMECHon and rehabiitaton PORGES 3NC Programis by directing SUbOGInate managers to: Cperate
secure facities for 1he incaroeration of ol pre tial ur ”ra e Prsonens by e Cous oparate & Ueatmant orented Pre-Reease
\ Center and hore detention prograr for ielectad 0*nders a5 37 Femative 10 NGrae-ation provide medical. scucational other sods Jervices ang
‘ Community release progrems 1o meet basic hurman needs and snsure rights of priscrens: faditate the integratien of Incarcerated individua's into 1he

ammunity IhMough work release Progrars and \ndividual counselng: provide an silternative commurity senvior progra~ for oMendens deemed least lkely 1o
repeat their offenier and ensure 8 Jeneitivity exints for victim isues and community based concerrs.

The werk of directing the correctional and renabiitation progrer requires considenation of sodetal rerabilitation public srfety. and community issues and
IMmpacts. 370 develop™ant of solutions That arommodate (olicling objecives o 2 varety ¢° OFQArGITONS. OrOVDs. I°0 INGgUS's. It is essential 10 the
rrission of the County Government and a¥ects sl resitients in the County from 2 public 1a'ety paripeciive
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Tesing wd Probsionst 4

Trmrerg Dex umarts.
s A Aved You
Poigmes o Labor Retstem 4

Dresor Resourtes ro +

Pg. 2

DOCR INTRANET SECURE HOME

DOCR Secure Intranet Home Page

Alert!

« Prewist S ——— . wi Tk s

Health and
Wellness
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DOCR IMPORTANT COMMUNICATION

Director Video Communication
DIRECTOR'S VIDEO COMMUNICATION

Welcome to DOCR

Director Blog

BosE Al

Director's Blog

ou, 150% pes.

Email Communication

Mosgemety Chunty Fiasel  beme  Desbteeeti  Begjechi Resswosr eiols Detemet LN

amssssmuwa A Thought To Ponder Biog tools

Trandn Aorday boboaa, T 3057 [p—

prien Is the saying, “if you have nothing nice to say, say -l
nothing at all,” worthwhile to live up to? poe il

—u

IMPORTANT EMAIL COMMUNICATION

@ new item or edit this list
All Communications Al iems = WrTui_ﬁ P savemesvaw

v g Tite Deson
1/5/201F  FMUA Guidance - New Reauests and Recenifications v Management

12/1/2017  Commission on Veterans Aftsry 2017 Anrwal Repont s Ditactor
11/24/2017 Sugervisory Change n the Central Processing Unit s Detention Services

11/7/2017  FW: Salsa Dance Lesson - Employes Giving Campaign Activity s Disector

Comment
On Bahaif of Direcior Robert

On Behalt of Directer Robert
On Behalf of Dwector Robart
Grean

On Behalf of Director Roben
Green

On Behaif of Director Robert |
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ANNOUNCEMENTS
Announcements
Alert Momtgomery  DOCR Event Calendar  Special Announcements
EVENT CALENDAR
* & January 2018
SUNDAY MONDAY TUESDAY WEDNESDAY THURSDAY FRIDAY SATURDAY
n 1 H 3 4 H ]
? 5 9 10 1 e 13
+add
TELEPHONE DIRECTORY
TELEPHONE DIRECTORY
Montgomery County Government Telephone Directories
+ Momtgomen; County [mpioyee s Phzre Deector; (Saarchable)
+ Moragomery (ounty Prone Book Genenl Information)
DOCR Staff Telephone Directories
Diector's Offics Stalt Telephore Lt December, 2018 Sharmy Thompor.
Sharry Trompren §mortgomeryeoustymd pov
0TI
MCCF Sta™ Telephone Lt Jone 2007 Sherry Thempron
Sharry. ThompsonS mantgomerycountynd gov
20-TT79576
WCDC Sta¥ Tetephore Lst Jume 3027 et Dart
Frances Dat r-ortgomen; count me goy
240-TT7 558
[ aerapement Tensces SuP Tetechz e L Decorber 2018 H0-T73-4748
TS Sanl Telaphons List Septemter 007 407775408
FRRS Sl Talophon List Septemte 1007 Wadh e Lee ]
Maelukn L erf) moabpoeer € Surt g
240-TT3-4041

pg. 4
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DOCR HUMAN RESOURCES AND TRAINING AND PROFESSIONAL DEVELOPMENT

DOCR Human Resources 4

DOCR HUMAN RESOURCES AND TRAINING AND PROFESSIONAL DEVELOPMENT

The Human Resources. Training and Professional Development team conducts new employee orientation. supervisory training, specialized

* bock iR training that focuses on the jeb that an employee currentl halds or may potentially hold in the future. In sddition to developing employees,
+ DOCR Current Job the team is responsible for employee relations. labor and manag
Openings uﬂqmnummmpmmnmmmumbmam
+ DOCF Classificati thinking, and eh soltions toward meeting dep. goals and cbjectives. They take 8
Intoreaton whmmwmn par by p g the concept that employ the to DOCR's success.
« Supanissry the team designs shart and kong ridorce developr g es within the dep 10 enharce the huifliment ard
« Exsentisl Employee List performance of employees.
* Wee to Contact

MISSION STATEMENT

The Department of Comection and Rehabitation’s . Training and Professional Development Section is committed to

providing quality services in a professional and consistent manner. In providing these servces. this section is dedicated to dear

ication, progressive thinking, and '*ma—imwwmm

WHO DO I CONTACT IN DOCR HUMAN RESOURCES AND TRAINING AND PROFESSIONAL DEVELOPMENT

W“Wﬂlnmﬂlﬁhﬂ Ivonne Gutierrez

" Professionsl Development Unit . Human Resources Manager
« EEOC  Training and Professional Development
+ Net Annual Work Hours (NAWH's)/CountyStat | e Gutierrez & montgomerye o intyrmd gov
240-777-9985
+ Personnel/Oracle Transactions Ardell Simmons.
+ Hirs Human Resources Assistance
+ Promotions =
+ Job Advertisements Ardell Simmors@monigomeny ountymd gov
| 40-777-9965 |
|+ instructor Development Daedra Carrio Westoy ;
+ Instructor Certification  Training Manager |
| CPR/Fiest A/ALD  Qaedra Camo @monigomencountmd gox |
|« Depantment 2M40-773-3305 |
h—-lr“ » AL oncerns er
« Enroliment in Apprenticeship Program
+ Academy Registrations
Promotional Examinations (PFC. CPL Firearms) |
Genenal Training Questions/Concerns | |
N — |
Background Investigations for Applicants. Contraciors. | Pattie Humphrey
Volunteers and Interns | Backgreund Iewestigater
+ Job Fales | Patricia. Humghee  @monatgomery < ountymd gov
|200-773.9722
+ General Training and Staf Development Topics | Sgt. Kick Day
« Field Training Officer Program | Departmental Training Coordinator
« Private First Class and Corporal Promotional Information and | Radio Administrator
Testing Kirk Day@montgomenyountymd oo
240-773-3304
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Supervisory Resources

DOCR Supervisory Resources
Piease Note: In order 10 access files you need network security permission

Detention Services (MCDC and MCCF)

Pie-Helease and Reentry Serdces

Pre Trial Sevvices

Management Services

FRALA Raport

Drug Alcohol Abuse Testing Flowchart

D

I:ohol Testing Authorization Forms

DOCR Current Job Openings

Current Job Openings
This will provide you information specific to job oppor within the dep. that are currently posted on the Montgomery
County Career Opportunities web page. To search available opportunities and 1o apply on-line follow this link: ontgamerny County Careers

Webiite

Policy and Proced I000-62, it ! ive Award allows for employees who successfully sponsor the employment of &
Correctional Officer, Resident Supervisor or a Correctional Health Nurse 1o be eligible to receive a financial incentive award. PLEASE READ THE
POLICY AND PROCEDURE COMPLETELY.

¥ you are in a job cpp ity listed below, we encourage you to apply or share it with someone who may be interested in the
position. NOTE: fmmwu-mmumm-m.mmmwmmmwm-}

Montgomery County Career Opportunities website.
?ommdﬂmmﬂ?*k-ﬁhl*-‘mw.h directed to the P ng.

DOCR Classification List

+ Monegoemer, (= =4, “lans dx ohor Flers

o Salary Schecde

() Frent DOCR Classibcaton Lat
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EMPLOYEE HEALTH WELFARE AND SAFETY

Employss Health. Wefars 4|
and Safety

+ Family Medical Leave
Act FMLA)

* Worker
Compensation / Lignt

* Parentsl Leave
+ Sick Leave Bank

Family Medical Leave Act (FIMLA)

Mantgameny County Family bedics! Leave Act (FRALA) - R et
Tow Bt Ve Lawve Aot 0 8 Feseew Lo emavied = §I91 —
o e » P e s L] P gy

e

- A o appeene o o vy

- i & satene e s [ ' P

. aa i e Ateerea ftomes ot o vefuss Shagnementet Seesmme ees o gt e 1 Smtent & e / S8 S PR Sowcmes

e o - o e N v

e
* Tymes ot inve shus Cak 00 wasn i Mu-—-tm B Deesn & berrne $iheun fan iesea BnOP

Ty T U ST S S pm——
[ - gy ~—e .
- Secetare at ae

~eea
* Bar ey inpewaiinn stmvt Cousty A, me
© e oo o e e s B PALA rapeart 5 Brngtees Do S ien e ek - - -

* Wno to Contact

‘Workers Compensation Light Duty
Montgomery Cournty Workaer s Compensation and Light Duty

Comwia

4pan f iy 14 Cabe 4 8o utse of ass N

. Rl -
Pranes 0 e ki page i g lbremant B e e Fae e b s ey § PO 008 aive- mted et an.
. o 48 e ton PR e e rezees
- Ure oyass st g e s esan . o oy e
- 4 DOKHE vk Case Ligmages
. it 8 AT P8 N S RS 18 TS Mg A OBt BoPMINEE <4 (8018
. € - pn MM Connty WA gen
-‘-u-n- !"- e
Light Duty
- F Teen 0 ightduty [ nm”ﬂnm-m-—u—m
p Come sad son-Sisberns G

l-n-—---mu-»—al—---mph,-.-—lh---b-n—c—.wqa—-_-b-n-—-_c
-ﬁl'ﬂﬂ

- e
M--h‘hl—ﬂhﬁhm-—d
Erpiee e The, w Y b e BIE s
o ey e J
-unl-qu‘
. for engley Docter can oy wame '
« Tha MR e # 0 demgloyee i Wioaed o _q““.““l“.ﬂ‘”“
«Th e Py 3 e iR 15 e M Cone & T+ Bosr MCCE,
+ Tha bR Cone Marager =3 srsgn 0 by =90 bwmec o= hew madica merichont
« BOCK ‘seator DOCR v
+ Dasils e o St BB g oy & LgPt Dnty B
+ Tha MR Cane Marager »il ncty the epicyens supervaar of e Ight 7
Montgomery Lounty Sef-insurance Program
 Vorker 1 € oeapensaon g e ce, it acnom Page
Parental [eave
y Parental Leave Vo smmirn s e
I—-.D-—_I Frecen " aave Ve e 00 VLA CMce iaee LA Fauciens
. = Tasem A vz
appiyiny for Proeetn Low s mapr DOCT L - boen
verlien.
«Te " . D R A ) Trua fgrem raay w87y By OO
W e fee 8 et
.8 g paze fe et s, T » . b et
. Gempted e e e L L e T Tre renanm ot B8 e e e ey b
aeidee of e SraaSre B Bty reguer
[Sick Leave Bank
g County Sick Leave Bank R e R
Tra Son Lass Buok LB 4 seterie Crairest oy Tne s 13 e o Bans Ly e vay|
- Sl
. jotn e 8. -
. il -y
D e L T T R Ty
§ . TR
2ma o impran e e o

i e ]
B L L

+ Tt s A e b sty s S 4 4 R
. [ryee,

P e e g i gt a4 crmg W et
‘ Bew s e e = i il il i Sacai
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Trairing and Professionsl 4
Deveicomet

» Training Information

» Training Caiendy

+ Training Courses

+ Training PowerPoint &
Videos

» New Empoyes
Orientation

« Who to Contact

pg. 8

TRAINING AND PROFESSIONAL DEVELOPMENT

TRAINING AND PROFESSIONAL DEVELOPMENT

Mission Statement

The Trpnag St on 8 ont of the Ligetge ey County Covnct sl Bac iy (VCCK) locited = Bayms Nanand (rey Caiatur) povoes 1 anety o vB-mg tevim 09 nptot 90
gy e \erctons for the decetrent The Seckon 4 promens; reporwie for den g e-d - g 8 3w s Fhveg pan e n Depete et of Ceoedt 00 aee
Behie s imp 3 00i

The Section is responsibie for the following:

De ez meemet g e BAT R benrg BT
Wiela promotenal ars matensl 0 0l anformeg e

Conthedt 9 onentaen pog 9 e mes it
= FacBiate 4o hoMl 1ge-c; Uiring (osfesaces bad Sibe e (oM enies

s oy ogement of 48 Sarton sod Training »
2 Supeninry Sapmas LassorTed Vanager
¢ b e ad brpoing ey eyt
© Hrt Al Yiex Marn 0187 o et Shat 2407774048
« bmtmactz- Deowzpat B Coeds Cosia Visare,
+ bruite (et fatem Trang Mamager
- O AT Serintouslmsspaneys -
. HO-TTI3N
+ Unelmant = Ace-ant sarms Foagere
+ Madumy
o Bebrmetcan bram st ons (O T8 gy
 Geea Topoag Guestams Coe s
Y e T —r—— S 04 Doy -
+ Faba Pram o OFzer Frogram Coppamencs Trun ng Cow waamcr
» Peban S O Caitag Byte 2ge sorrmnss
Hoet ey Gy e < sy
2407730304
Training Courses
County Mandatory Training Courses for Employees and Supervisors.
igng annaied 1y -mg Vesagy 1 ] nop <anie A emcia e v tebon oy
Covmty mansated banrg v, .ot ¥ 15 rmgirter for tram 1L
Departmentsl Course Offerings

Tig rat Shbt 8 WY rEIet 1 e o T Rt %nags DOCT et fer PR Ot parinans 178 $angs wecomed b atend banrg I oo eerd 65 vies the colendar fr COCR Faeg 5. ot
ot 17

. S0 PNy e
= B fae enithanee Pooide-s Ban € He mppen TP for Vedics! S
+ O Trpimeg L ros benmvamton Tramirg, provewd by MOPOASE Ty 00 | mett towrte bor covEaasion
* *Canuctionsl ltvas-manduiney for o e Coven BOP TR OC pos PREL
Cons boervention-For 5V Empleyees. D Trpming
“Dwteese ol Ll

* Dsaglasy Procen ad Weeey 9
+ EBactvg Commmunaaten Sain Beped v be sl Aps 13 08 = 1l 81 B abde Cormmniciat ng
+ "Retry Lavwl Fotpws
- Bmgaes Ciarrar
| (G Centorion
New Employee Orientation




Appendix A
Page 20

DOCR APPLICATION SYSTEMS TRAINING DOCUMENTS

'DOCR APPLICATION SYSTEMS TRAINING DOCUMENTS
Roporti g Pront milsnsessS sggentians
© 23 40 LS Bretyen S

Ol Bk o Shaeafoled
i CO% 58 e bre

O ey Vet

CRIMS - CORPECTIONS AND REMABLITATION DFORMIATION MANAGEMINT STITEM
Tra ring et

DCALA Soton Sover g

IS - JAL MANAGEMENT STSTEM
Traiming Docuract

[ Dira e BAD rtane

—y ®, e 2
Veger cts

Irtaes Cans Frwee

Sre s

Wk New

P W P Frocew

IS Werr Pow Face rg aee Dachemge AL

B W b Memu

S e o Iotatn { ass S

Qb Gudte.

O o Gounte RO Comect or s O car TH Susen 301
O Gudt Voo Ch I Miery Hestr S0”

O 8 Guade tans Cas 3 00 ST

pe. 9
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IT’S ABOUT YOU

IT'S ALL ABOUT YOU

Trip 50c0m 0| Gro. den st aCtedd 16 OIS A0 QT 0 07 NC B0 I 404 n0r 10 1 POLRE O VERCH 0 Pttt 07 depirtm et Laclont et et hem 0 e
W Resoutes Mnage Merre G R ¢t e

CORPORAL PRISCILLA SCOTT

Corporal Priscilla Marle Scott Obltuary

Ceterton Jervices
Cormtone Spece st

1018 Acsdemy Gradustes - Claas 18
Kok Zonten, Dare
Conteh, Darek Ivey,

Graduate | Grade Point Average of 955 o highar and ne demerit
. Samuet Robin

and Rebert Wilkes
T

pg. 10
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Race for the Cure in honor of Cpl. Donna Jones, October 15, 2017

Gevenar 18 1217 DOTR nad & am of 14 o phoy van whe pariaipwred s 1 D= en Rans for 10 Dot InBomas o ot Dares s Ds o it s A/ TDCCN Famer D Von rses e §2000 1 bate By romes cance:

Charity Basketball Game

A Fuge Park e, poes 041 12 N0 fo Bwcp 670 Q0N o0 Ve o i ) ST dipiied B Oty Baiien’ Give el it Merige e Jor Mgt k0o hesed iy The Mesigoren, Courty Pe 2 Marems Tabb. Ricande
Yates. Jullan Ghoe, bugene Kngaton, Jefivey Butterworth, Warren Walingford. Kenfl Konisht, 30 Slephen Pults a=ared 4= @t 1200 1S5 b4 #cled 16 58 D902 30 08 o 10 & Meeet e § (omset 5 =
Pe el These itevs At COOrisec of FdeD ¢ Flerded e MG P00 5 AT 85 TE S0 1 MO SN b evTeT el Bje T THE preserted § 9N 30071 10 DRDvice o jeh =R e CFare In
LR /N OIS 470 /8 UE " FEONE 18 ' B0 4 5ed T8 2 108 EaA 29 O B0 € WYY * BECETE QP N mal Bt remomt 1 (o Grenserm wate e fran |
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Policies and Labor Relations 4

+ Departmental P&F's

« County Personnel
Regulations

« Administrative
Procedures

« Collective Bargaining
Agreement

= Union Information

POLICIES AND LABOR RELATIONS

1100

1300

PACDC Post Ordlers

b

C Off

MCDC Officer Meal Reliel Shih #3

MACCF Past Orcler
MCCF Post Orders Mental Heslth Step Duwn and Protective Custody - Flective Apell 28 2017

T Otficer Meal Rehe!

 1100-05 - Duty Schedules and Rebel Schedules 2017 Sta
00-06 - Telephone Access. Mail and Visitation - Attomey Letter Head do not record
 1300-19 - Searches Cellsense

» 1300-24 - Oparation of the Central Processing Unit Medications 2017

CRAMPON POLICY AND POST ORDERS MCDC & MCCF

- Recewing and D.sdwg: Crampons
- Central Processing Unet Crampons
HERO Crampons
Perimeter Officer Crampons
- Accident Prevention Crampons

+ Addition of Position Added to the MCDC Post Orders
« Intake Control

+ Additional Changes to the Disciplinary Matrix
+ Amendments to Disciplinary Offensas

* 1300-27 - Pepperbail Launcheng System
« 3000-74 - Active Assailant Siuation Response

. 28 - Accepting Injured or Impaired Detainee s/Defendants
« 1300-12 - Recewing, Temporary Release, and Discharge
* 3000 Pre-Release Services

3000 Departmental Policy and Procedures

Emergency Procedues

of P esidents

10 Dally Super

amming flesidents

30 enis
— _— - - —
a0 Uirusg. and # tedical Frogrem

50 Coordiration

ity Fesmmces
L — =

S0 Othes Operstional Components

100 Adwrvinistestior

pg. 13
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[200 intervention Program for Substance Abusers aPSA)
0 Pre-Trial S e vision Unit
‘WHO DO I CONTACT
DOCR Policy |Mar|in Westby, Captain
Montgomery County Detention Center | Professional Standards & Compliance Manager
Montgomery County Correctional Facility lzw-m-.wn? =
S s - : — e e -
DOCR Policy | Chris Auen, Sergeant
Montgomery County Detention Center | Accreditation and Compliance Manager
Montgomery County Correctional Facility | 240-773-9746 [
\ -— o
Pre-Release and Reentry Services Angela Talley
Chief Community Corrections
240-773-4262 [
Pre-Trial Services Angels Talley
Chief Community Corrections
240-777-5804 [ ]
L — - == e = — —— .

Personnel Regulations

Personnel Reguiations. 2001

NCPR 2001 Front Page

MCPR 2001 Tie Page

MCPR 2001 Secton 1. Defirsions (amended /2510161

MCPR 2007 Sextion 2 Genersl Provisions (smended 6/30/2015)

MCPR 2001 Section ), Fthics, Disclosure of legal or imgroper Acts. eic. (amended 284201
MCPR 1001 Secbon d Records (smended &/50/2015)

MCPR 2001 Section 5. Equai Employment Opportunity (amended &30/ 015

MCPE 2001 Section & Recrutment and Agpiic ston Rating Procedures (smended 2/IV2016)

Deparimen! Resources

Administrative Procedures

pg. 14
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Labor & Employee Relations

NrEE

Labor and Employee Relations encomadsses many aspects of the In the Office of By Al PCuded in This FecTon you wil find
infarmation on Dissbilizy Cate Marsgerent Ocamstansl \ed tal Services

Choose from 3 Lab betow 10 get starmed.

. - e

Eheit MOs? up 10 dale ver 30N of 1N DOOWTANT for S8Ch FETDECTvE LION In Montgomery County

Provides empioyres covered by a Collective
Goverriment. RS

UNION INFORMATION

« Labor Agreement

» UFCW Local 1994 MCGEO
600 S. Frederick Avenue, Suite 200
Gaithersburg, Maryland 20877
Telephone: 301-977-2447 | FAX: 301-977-6752

date C: " LR Gl B

L. Wilsonia-Blaciowell, Esq.
Lwilsonia-Blackwell@mcgeo.org

.
P

DOCR m STEWARD CONTACT

Detention Services
Mantg ry County D tion Center | 240-777-9810

Alinda Nash | MCDC | Alinda Nash@montgomenycountymd gov
Cortos Taylor _ . I MED r R —
John Vogelpohl L MCDC T' shn Vogelpohl@montgomerycountymd go

pg. 15
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DIVISION RESOURCES AND INFORMATION
r - - P— — - e —
| 24 ol o DIRECTOR'S OFFICE DOCR INFORMATION
Information * Organizational Chart
| « Director's Office ;
‘ + Detantion Services
DIRECTOR'S BLOG

Division (PRC. PT5)
» Management Services
Division (MSD)

Division (MCDC. MCCF)

» Community Corrections

Rabert Grean Directer
207139047 ]

DETENTION SERVICES

Welcome to my blog!

This is where ] will be shai thoughts on topics and issues
Mmdmoumr:‘gw

] Besnman T bty c-amant -

<f>Emees

Wy Bechiey Divbuias (hiad
‘ ‘ 24077 w904 [

pg. 16
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DATA DASHBOARD

DATA DASHBOARD

The DOCR Data Dashboard provides quick links and views of the Departmant’s Data Analysis on C ty Corrections. Dy Services. M;
Services. Procurement/Contract and Budget Data as well 35 pertment County Pubiuc Safety Data.

BUDGET INFORMATION DETENTION SERVICES

« DOCE Approved/Actual Budget 2017 - MCDC and MCCF Crtstal Incident Summary

* FY17 - DOCR Stoyboard OME Mesting
* Eudgrt Montgomery
Spenuting Montyomaery OVERTME

Publc Satety Operating Budge!

COC ang MCCF Ovartime Drafts

CPU DAILY INTAKE
EpucAaTION
« FY18 - CPU Procesung Per Day
= Y18 - CPU intakes Per Shift Fris © Fany? Test Result
¥17 . GED Fnal Test Ras
+ FYLE - CPU Activity Related vo Intake Frl ED Funal Test Rasuh

FYL7 - CPU Procassing Per Cay

FYLT - CPU intakes Pav Shift

HUMAN RESOURCES
Fi17 - CPU Activity Related to Intake
DOCK $1a#7s Vacancy Repor

TRANSPORTS PROCUREMENT AND CONTRACT

FY1E - Emesgency/Urgent Tiansports anteys L

Tnform sl Schctanons
V17 - Emesgency/Urgent Transparts

'WEEKENDERS PUBLIC SAFETY INFORMATION

* 2007 Weekenders Dyties + Montgomery County Council Publc Safety Commities

« Monigomery County Polce

CPU MEDICAL REFUSALS MENTAL HI

FY18 - CPU Refusals YTD
FY18 - Mental Health YTD
U R T
FY18 - CPU Refusals Overall YTD o e
ot b ool FY17 . Mental Haalth YTD
« FY17 - CPU Refusals Overal YTD

* Y16 - CPU Refusals

FY17 - CATS and HMS Menta! Health

* FY15 - CPU Refusals

pg. 17
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BUDGET PACKAGES

BUDGET PACKAGES

« 17
« FY16
« FY15
« FY14
« FV13
. FY12

« FY17 - DOCR Storyboard OME Meeting

APPRECIATIVE INQUIRY

APPRECIATIVE INQUIRY

Our working mono is *Every Voice Matters’. Appreciative Inquiry (AT) focuses tha search for the best in people, the organization, and the relevant

world around us. Al involves tha art and practice of asking questions that strengthen a system’s capacity to appr and heig
our positive ntial. Al looks at arga not as p to be solved, but as places of endiess human potantial, ideas and innavations
can collectively create a better future for all. Al is an inclusive and style of da 1om 1o help make valuing everyone a reality. In Al the
arduous task of intervention gives way to the speed of imagl and instead of negation, criticism, and spiraling diagnosis, thare is

discovery, dream, and design. If you have any questions, please contact Barbara Tallgy at sievervoematien @omaloom

APPRECIATIVE INQUIRY INFORMATION

O Cater oo .
7/26/2018 Meovs BOCR Tramieng bnits o
a1y Appracistise Inoguiy ™

313/3017 Sanier Maonagement Mesting
aszor3017 Sanins Mansgement R
2017 Senics W enagernent Trai
arra0y ' st & Trmining Rawrsst

771072007 Fromosonst Mer toring Frogesm
F/30/2047 tew Friployes Fosdtnes Saationt Began
FrANIOLY Filor Scheduie Pres

P/a%/2007 Leutansnt; Follew Up Traming

8/34/2027 S4cond Promotony bisrtansncs Progrem

LEAVE REQUEST

[ Waeea  Pasd
- o 7 e e
Apps
Home Applications
Les-e "eavert Marsge

Lesve Aequert Bersonal
Viewr
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LABOR MANAGEMENT RELATIONS COMMITTEE

LABOR MANAGEMENT RELATIONS COMMITTEE (LMRC)

Labor Management Relat.ons Committes (LMRCs) are joint committees that offer the parties the oppomuniy 1o gu-de the labor-management relatonsip n
2 positive Graction to f3ckiate COMMUMCAtION Detween the parties 300 10 23dress iHiues Ind CONCEINS in 3 proactve fashion LMRCs manage the labo:-
management relationship during those penods beatwesn contract negotiat.ons penods. An effectve LMRC can be an mvestment that can heip avoid the
expenditure of much greater ces i conflict miscon ication and Wtigation The MCGEC-Montgomerny County collectve bargaining agresment
(CBA) requires 1nat theve be & County-wide LMRC and LMRCs ot the depariment level The existence of division-ievel LMRCS satisfies the requirement for 3
department LMRC

DETENTION SERVICES LMRC MEETING MINUTES

COMMUNITY CORRECTIONS LMRC MEETING MINUTES

GRIEVANCE

04/26/2017 George Lacy Lisa Blackwell

HEALTH AND WELLNESS

News and Events

pg. 19
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CRITICAL INCIDENT STRESS MANAGEMENT

!_CR.ITICAL INCIDENT STRESS MANAGEMENT

I The CISM team provides employees with immediate confidential support following incidents with significant emotional distress. We also

| work to help the department build resistance to distress and increase employees abilities 1o bounce back from distress by educating and
encouraging employees to engage in siress management and positive coping skills.

CISM Notification M

A Holiday Advi F Your E i} Harvard Health
s Boost the Health of your Holiday Buffet - Harvard Health
« Mini-Relaxat 1o ease Holiday Stress - Harvard Health Biog - Harva ealth Publishing

= Stay Mindhul with 4 Tips for Holiday Eating

. Meet the DOCR
Critical Incident Stress Management Team

FREQUENTLY USED PHONE NUMBERS

DOCR Frequently Used Telephone Numbers

CATS (Main) | (240) 777-9846
Bt SRS |l

cPU l (240) 777-9795
District Court Clerks ium) 279-1461
Expediter (MCCF) | (240) 773-9810
Gaithersburg Parole and Probation i(zdm 386-2600
Help Desk i(ua'; 777-2028

Intake Control (MCDC) | (240) 777-9811

pg. 20
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Department of Correction and
Rehabilitation ADR Information

For Years 2011 through 2017 to date
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Total Number of Hearings Requested to ADR

DOCR ADR Information

® Hearing  m Settled Prior to ADR

2012 013 2015

2011 2014 2016 2017 to date




Appendix A
Page 35

2011

Went to Hearing Settled Prior to Hearing

= DI = 3Day 5 aT 15 Day Susp =5 Day * 3 Day Susp =7 Day $
30 Day Suspension ® Dismissal
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Went to Hearing

2 0ay S
15 Day $

* 3 Day Susp: * 5 Day Suspe

= 10 Day .

2012

Settled Prior to Hearing

= 10 Day Suspension = 2 Day Suspension
= 1 Day Suspension - Termination
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Went to Hearing

= Dismissals
= 3 Day Suspension
= 2 Day Suspension
5 Day Suspension
® 10 Day Suspension
= Suspension Pending Criminal Investigation
& 1 Day Suspension

2013

Settled Prior to Hearing

= 5 Day S = 3 Day S

2 Day Suspension = Dismissal

= 10 Day S
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Went to Hearing Settled Prior to Hearing

=7 Day S = 3 Day =5 Dwy S 510! = 50ay S lon =2 Day Susp = 7Dey S

15 Day & aTi at; =1Day$ s 1 Day Suspension = Dismissal
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2015

Went to Hearing Settled Prior to Hearing
= 5 Day Suspension ® 5 Day Suspension = 2 Day Suspension » 1 Day Suspension - Dismissal
* 3 Day Suspension

# 7 Day Suspension
1 Day Suspension
® Suspension Pending Criminal Investigation
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2016

Went to Hearing Settled Prior to Hearing

= Dismissals = 10Day § = 3 Day Susp "2 Day §
= 1 Day Suspension
# 3 Day Suspension
2 Day Suspension
® Suspension Pending Criminal Investigation
= 7 Day Suspension
= 10 Day Suspension
# 5 Day Suspension
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2017 to Date

Went to Hearing

Settled Prior to Hearing

= Dismissaks ®5Day 5
» 3 Day Suspension
= 1 Day Suspension

Suspension Pending Criminal Investigation

* 2 Day 5 % 1 Day Susp

Dismissal
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OFFICE OF HUMAN RESOURCES

Isiah Leggen Shawn Y. Stokes
County Executive Director

MEMORANDUM
Wednesday, March 08, 2017
TO: Department of Corrections and Rehabilitation,
Montgomery County Correctional Facility Staff

FROM: Shawn Y. Stokes, Director _ -
Office Human Resources ~ °

FROM: Gino Renne, Pruidenta’a
MCGEO, Local 1994

SUBJECT:  Appreciative Inquiry Findings and Next Steps

In July 2016, Barbara Talley of Montgomery College began conducting an
Appreciative Inquiry (Al) Intervention at the Department of Corrections and Rehabilitation
(DOCR) Montgomery County Correctional Facility (MCCF). The objective of the Al
intervention is to identify what employees need to be engaged, happy and empowered. We
wanted to implement a revolutionary change process that involved everyone, heard everyone and
appreciated everyone. The provocative proposition — or desired outcome — for this change
process is, Every Voice Heard; Every Voice Maiters!

Thank you to everyone who participated in the interview and focus group
sessions. We heard from an overwhelming 91% of the MCCF employees. Your input and
feedback will help shape the future of MCCF. | would also like to thank Barbara Talley, of
Montgomery College, for leading the Al intervention and coordinating the effort to engage
MCCF employees.

The first phase of the Al intervention was the listening phase. We heard your
concerns, suggestions and what matters most to you. The chart below highlights the 35 topics
identified by MCCF employees and shows the combined totals of all votes for a topic, based on
1,333 total votes cast in the interviews and focus groups during the colored dot exercise. The
column labeled Voted Most Important includes the number of votes cast using a single big
colored dot. Participants were also given small colored dots to prioritize the topics and had the
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option of placing all their votes on one topic or spreading the votes out among the topics, ranking

them in order of importance (¢.g., yellow ranked first, green ranked second, etc.).

0 Yellow
Ist
1. Leudership 38 1 15 12 20 109 | 7%
2. Faimess 27 14 12 10 18 97 | 6%
3. Scheduling 25 19 14 18 13 87 | 6%
M. Camaraderie 9 1 12 9 15 7 5%
5. Trust 16 12 11 9 12 66 | 4%
6. Communications 7 6 12 13 14 63 %
7. Moncy 1 16 1 8 9 60 | 4%
Respect 15 10 6 1 6 S8 | 4%
9. Retirement 9 17 9 7 8 S8 | 4%
10. Safety 5 9 13 1 8 55 | 4%
11. Leave 4 7 12 9 10 % | %
12. Accountability 6 9 4 15 8 45 %
13. Appreciation 8 4 9 3 8 i 3%
14, Life Outside Job 7 13 10 4 6 4 %
15. Stafling/Resources 1 4 10 5 3 39 | %
16, Work/Life Balance ? 7 10 3 3 36 | %
17. Promotions 4 3 5 9 3 31 %
18. Inclusion [ 3 ] 2 6 28 %
19. Inicgrity 7 2 4 3 2 [ % | %
20. Carcer Gronth 4 3 5 1 3 % | 2%
21. Training 2 6 3 5 8 25 %
22. Racial Equality 1 3 5 5 0 24 2%
23. Honesty 1 4 4 4 5 24 2%
24. Freedom | 2 ; 2 3 L 23 1%
bs. Morale 3 1 4 5 7 2 | I%
26. Wellness 4 4 3 3 3 20 1%
27. Lead Traits 6 1 4 4 0 19 1%
28. Engagement 2 1 4 5 | 14 1%
29. Image 2 1 2 3 2 14 1%
0. Happiness 3 3 0 4 0 13 1%
B1. Service 1 0 2 2 4 1" 1%
p2. ;’_.‘.‘:"‘V'!'?g}_\! ot i i | ! 2 o :
33. Autonomy 2 3 0 0 1 L] 1%
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-l v acation
\psdlmlh\

The next phase of the Al intervention is the action phase when we begin to

address the issues that you identified. Your role, as an MCCF employee, is to become a part of
implementing the change that you would like to see. Additional data will be available in training
sessions and to those engaged employces who want to help move the organization forward.

Ms. Talley will help move this effort forward with you, Director Green the DOCR

MCCF leadership team and other outside stakeholders as necessary. Your participation in this
process is key 1o its success and the work cannot be accomplished without you. | encourage you
1o get involved with the action teams that will be created to bcgm addressing the topics. If you
have any questions, or if you'd like to volunteer to participate in some way, please contact

Barbara Talley at ai.evervvoicematters@ gmail.com.

We are excited about work ahead and look forward to seeing the MCCF team

continue 1o build a thriving culture.




If you are aware of fraud or misconduct
in County government activities,
contact the County Inspector General

Montgomery County Maryland

INSPECTOR

GENERAL

COunty \

Accou tabili ty _

{ Confidential OIG Hotline: 2407777644
>4 ig@montgomerycountymd.gov

Edward L. Blansitt Il

Inspector General

51 Monroe Street, Suite 802
Rockville, Maryland 20850
240777 8240
montgomerycountymd.gov/oig




