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ABSTRACT 

This dissertation is a commissioned consultancy on absence management in the 
custodial operations area of the Northern Territory Department of Correctional 
Services. The short term absences of one and two days duration accounted for 77% of 
all absences. These are considered more likely to be voluntary so management 
initiatives can be more effective in reducing them. The constant supervision needed for 
prisoners means that shiftwork is required and positions must be filled when someone 
is absent . 

Sick leave and emergency leave records for all custodial officers were examined over 
the period July 93 to June 95. They were summarised by rank and correctional centre. 
This revealed an absence rate of about 7% with an average of 13 .5 days leave used per 
officer. Due to a flawed reporting system these figures are lower than actual usage as 
weekend leave is not included. 

An exploratory study into the possible causes involved interviewing management and 
conducting an employee attitudinal questionnaire. All the 240 officers at the Darwin, 
Gunn Point and Alice Springs correctional centres were sent the confidential 
questionnaires and there was a 29% useable response. 

A number of factors were identified but the most important were a strong absence 
culture, high negative affectivity caused by the nature of the work, stress, high 
routinisation and dissatisfaction with hours. Management identified external 
responsibilities as another factor but the questionnaire results were inconclusive. 

A framework in which strategies to improve attendance was suggested. 
Recommendations included better attendance monitoring, review of the rosters and 
encouragement of officers taking their full entitlement of recreation leave. There also 
needs to be clearer expectations and communication between management and 
officers. The current lack of appreciation of the roles of each group has caused distrust 
and polarisation of positions. 

The unique situation of a prison means that finding permanent solutions to problems is 
unlikely. Commitment at all levels will be needed if change is to succeed and 
absenteeism reduced. 
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CHAPTER ONE 
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Chapter I Introduction 

This dissertation is based on a commissioned consultancy with the Northern Territory 

Department ofCorrectional Services. The consultancy to study absenteeism in a 

government department was advertised at NT University in May 1995. The researcher 

(Anne Howard) responded and was appointed on 27th June by the Chief Executive 

Officer of the Department. 

No fee was paid for the work done but travel expenses were reimbursed by the 

Department. 

The report for the Department forms Chapter 3 of this dissertation. It was presented to 

the Department on 8 December 1995 and no feedback has been received to date apart 

from acknowledgment of receipt. 

The report includes both the problem statement and some of the methodology. Chapter 

2 provides more detail on the methodology used. The tinal chapter reflects on the 

process of preparing the report and views on the culture of the organisation. It also 

suggests areas for future research 

Statement of the Absenteeism problem 

Unscheduled absences of one and two days duration occur in the area of custodial 

operations within the NT Department of Correctional Services. Such absences include 

sick leave and certain types of emergency leave Some of these absences are 

considered voluntary or discretionary and hence more likely to be reduced by 

management initiatives. 
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Chapter l Introduction 

The Department required the unscheduled absence data to be analysed, in particular 

that of short duration so the complex nature of attendance management could be better 

understood. Strategies for intervention and minimisation needed to be developed. 

Significance of the Problem 

Prisoners need to be supervised continuously so custodial officers are rostered for day, 

evening and night shifts on a rotating basis. 

When unscheduled absence occurs the vacancy normally needs to be fi lled. It is 

frequently difficult to do this. Replacements must be paid overtime, possibly with 

higher duties which makes it costly. It is also disrupt ive and when high levels of 

absenteeism occur on a particular shift then services to prisoners need to be cut or 

postponed. 

In the past five years there have been many changes to the environment in which 

custodial officers work through out Australia Some of the significant Australian trends 

are: 

0 privatisation of the management of some prisons. Staff with no prior experience as 

custodial officers tend to be selected. 

0 new styles of prisoner management are introduced. In case management a team of 

officers look after a prisoner's physical, educational and work needs. In unit 

management teams of officers work together to perform the tasks in each area eg 

kitchen, industries, classifications. For either of these styles new skills are needed 

by officers with special emphasis on the abi lity to communicate. 
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0 intense interest by the public in ensuring prisoners are treated well . The impact of 

the Kirby report , Aboriginal Deaths in Custody etc have been felt . A number of 

recommendations made from these have been implemented. For example, 

nowadays prisoners have more visits. These changes have meant that some officers 

feel their needs are less important than those of the prisoners, and, both officers 

and management are more accountable. 

Changes have also happened in the NT, ones in the past twelve months include: 

0 new names so prisons are now called Correctional Centres 

0 new job titles with the Superintendents now General Managers 

0 new General Manager at Darwin Correctional Centre appointed in November 1994 

0 new facility in AJice Springs needing stafT so both the old gaol and new centre 

share a roster 

0 new ChiefExecutive Officer (CEO) started in July 1995 which caught many by 

surprise. Anecdotal evidence says the previous boss had been too soft on the prison 

officers. 

0 New Minister 

0 restructuring of the Department - a team of consultants are involved in this at the 

moment 

0 downsizing of Gunn Point in preparation for its closure 

0 imminent transfer of some prisoners to Alice Springs from Darwin which could 

also involve transfer of staff 

0 consideration given to using case management more extensively. 
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Chapter 1 Introduction 

In the midst of all this change it would be beneficial to understand the prison officers 

better, in particular their attitude to taking absences . This knowledge could help 

explain the officers' reaction to the current changes and suggest ways to make future 

change more acceptable. A study of absenteeism seemed particularly relevant as 

absence is sometimes used as a withdrawal mechanism. 
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CHAPTER TWO 

RESEARCH METHODOLOGY 
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Chapter 2 Research Methodology 

Initial interview 

In July 95 an interview was held with the Director, Human Resource Management 

(HR.M). The purpose was to set the parameters on the research. The main restriction 

applied was not to consider the race of custodial officers. It was departmental policy to 

increase the number of aboriginal officers regard less of their attendance. 

An honest assessment of the situation was the main criterion. There would be freedom 

over who to interview and what factors to consider. An organisational chart could not 

be supplied as the new CEO was in the process of reviewing it. The HRl\.1 Director 

sent out a brief note to Darwin and Alice Springs Correctional Cent res lett ing them 

know of the study. 

Interviews 

These were done from July to September 1995 As it became apparent how little the 

staff knew of the study the researcher started sending out her own letters before seeing 

people. The purpose of the letters was to gain credibility and remind them of the 

forthcoming interviews. The only frosty reception was from the T Prison Officers 

Association (NTPOA) who had understandably confused this study with work done by 

the Absenteeism Monitoring Committee. 

Interviews lasted an hour and the questions centred on what problems absenteeism 

caused, why it happened and possible solutions People were willing to talk but a 

number said they did not wish to be quoted . It appeared to be impossible for the 

interviewees to provide any figures or prior analysis in writing. For example, the 
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absence figures were sketchy with the source not known, other figures had been 

shredded or were too difficult to find. 

These interviews were all written up afterwards but not shown to the interviewees. 

Site visits 

The researcher visited all the prisons to allay fears, build up trust and encourage 

officers to fill out the questionnaires. An address was given to 60 officers at the 

Darwin Correctional Centre. At each place officers were able to talk in private and a 

few took up this opportunity. 

Although the site visits had been organised in advance it did not appear that anything 

had been staged for the visits. The researcher had to be accompanied by a custodial 

officer at all times Many gates had to be unlocked and locked. 

Literature Review 

An extensive amount of material was found by using the catalogues and data base 

searches at the NT University library. Use was then made of the bibl iographies of 

these articles and books. The material was borrowed from the NTU, Police, Work 

Health Authority libraries and inter-library loan. 

Surprisingly, the Department of Correctional Services could not provide any material 

apart from the Annual reports. It was later suggested to the researcher that the wrong 

people had been asked. 
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The literature showed how many different factors could contribute to absenteeism. It 

indicated how valuable employee attitudinal questionnaires were. 

Questionnaire 

A questionnaire seemed the most appropriate way to gauge how the officers felt . 

Being anonymous it was hoped that honest opinions would be given. 

As covered in the report in Chapter 3 questionnaires. containing 51 questions were 

distributed to all custodial officers with a co ering letter from the researcher. Both 

management and the Prison Officer Associations chose not to include supporting 

letters. Names of respondents were not recorded and the questionnaires were returned 

directly to the researcher. 

Non response rate 

32% of officers returned the questionnaires Drago & Wooden ( 1992: 769) in their 

study of blue collar workers had a 34% useable response. They felt their low response 

rate could result in biasing absenteeism downwards. ie non respondents could be more 

inclined to be absent . Smith 's (1988) study of prison officers in NSW had a 98% 

return, but Smith had remained on-site whi lst the questionnaires were filled out. 

Dr R. D. Iverson of the University of Melbourne was consulted on response rates. He 

had recently done an absenteeism study that involved site visit s to four work places in 
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NSW. At first the unions were planning to boycott the questionnaires. His team were 

able to explain to the workers that it was optional to fill out the forms, but there would 

be new absence management strategies regardless of the response rate. By 

participating workers could have a say and be part oft he process. 

In the present study the researcher had no authority to talk about change. It was not 

clear on what use the Department intended making of the report . 

The reasons the response rate was low could include· 

0 questionnaire not actively supported by management or the associations 

0 officers distrustful of management and concerned it would backfire 

0 officers could see no point in being involved . There had been other studies that 

came to nought, in their eyes. 

0 some questions were too intrusive eg why else was sick leave taken apart from 

being sick. 

0 possible to identify officers by year of birth and tenure 

0 some questionnaires had been immediately put in the bin as a protest to 

management. 

It is hard to say what impact the low response rate has had on the results. Chi square 

analysis on age, tenure and location indicated the respondents were representative of 

the officer population at the 5% level. 
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A few officers telephoned the researcher to explain why they would not be completing 

the questionnaire but by the end of the conversations said they were reconsidering their 

position. 

Analysis of questionnaires 

It would have been a lot easier if the answers could have been on a 4 or 5 point Likert 

type scale. The answers had been designed to show empathy with the officers but the 

subsequent analysis was difficult . If it had been decided to continue with the original 

plan for a full causal study then more problems wi th the answer design would have 

been encountered. 

A number of the answers must have hit a chord with the officers as it was not unusual 

to have a number of ticks next to a box, especially over uncertainty in the fu ture 

causing stress and no way of knowing about chances of promotion. 

In retrospect the answers could have been organised in a 4 point Likert scale like 

Smith ( I 988) did in his study. Although many of his answers ranged from strongly 

agree to strongly disagree others showed empathy. For example, one question was 

No 17 How do you think officers in other prisons would rate the total staff of 

your institution? 

The answers were: I Just about the worst 

2 Not very good 

3 Good enough 

4 Just about the best. (Smith 1988 : 122) 
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Absence Figures 

One of the main problems was that the Department seemed to assume that the 

researcher would know what computer reports would be needed to obtain absence 

figures. It soon became apparent that not much experimentat ion had been done by the 

Department with its computerised personnel system. Staff could not explain the salient 

features of each report . 

Eventually the researcher decided on the type of report to be used but then 

encountered numerous difficulties in getting staff to produce the reports from the 

computer. The reports were messy to use because sub-totals were not available by 

period and rank. The coding structure used for ranks meant that not even the staff 

seemed to know what to do to ensure all custodial officers had been included. 

The researcher found a problem with the Leave Summary report which meant that the 

leave used was under reported. The report had not been including weekend and public 

holiday leave. This was reported back to the Department and they did not seem 

particularly concerned. 

It was very time consuming to determine the length of absences. No help was provided 

by the Department. It was up to the researcher to contact other departments for 

benchmark figures. 
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ABSENCE MANAGEMENT 
IN 

CUSTODIAL OPERATIONS 

A report on the possible causes of absenteeism at the 

Correctional Centres in the Northern Territory Department 

of Correctional Services and an approach to developing 

strategies for encouraging attendance. 

Report prepared by Anne Howard an MBA student at the 
NT University. 

n1e views expressed are those of the Ulfthor al/d U/'1! //Of 

necessarily those of the Department (d' ( 'orrectional Serl'ic:es 
or the NT UO\'elmnelll. 

The author wishes to express her thanks for the cooperation 
of so many people in the Department in preparing this report , 
in particular Ms V Woodrow and Ms M Bartels 
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OVERVIEW 

Unscheduled leave is called absence and it includes all forms of sick leave and some 

miscellaneous leave. It is estimated to cost $7 bi llion per annum in Australia. The 

components of the cost are lost output , paid sick leave, overtime and overstaffing to 

cover absences. 

Short absences of one and two days duration are considered more likely to be 

voluntary so management initiatives will be more effective in reducing them. Short 

absences were to be investigated in the Custodial Operations area of the NT 

Department of Correctional Services. They account for 77% of all absences in the 

93/94 and 94/95 financial years. 

The constant supe~ision needed for prisoners means shiftwork is required and 

positions must be fi lled when someone is absent Good shifts give two weekends off in 

four to minimise the impact of work on a person's dmnestic and social life. 

Prisoners and officers are in actual and potential conflict over issues of custody and 

control. The risk of assault is ever present. In fact, the impact of constantly working 

with people who have broken the law is hard for many to imagine It causes many 

custodial officers to become very negative resulting in low job satisfaction, higher 

absenteeism and less use made of social support at work. 
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Custodial work is considered very stressful by the medical profession. In particular, the 

working hours, hazardous nature of the work and hardening of emotions contributes 

to the stress. 

The privatisation of some prisons in Queensland and New South Wales has stimulated 

organisational change in the public sector. Many custodial officers in these states tried 

to reduce the pace of change as they did not feel empowered . A confrontationalist 

management style further inflamed the situation. 

In 1990 the consolidated allowances were int roduced for custodial officers in the NT 

and there is anecdotal evidence to suggest that absenteeism has increased since then. 

According to the economic theories of absenteeism this result should have been 

expected as the rate at which sick leave was paid increased. 

It is not possible to accurately determine the level of absenteeism in custodial 

operations. Each custodial centre prepares their own staffing reports, they differ in 

format and information, and, none are reconciled to PI PS. AJso the main PIPS report 

used by the Department to monitor leave usage is flawed. It is not including leave 

taken on weekends and public holidays so the figures at the Senior Prison Officer and 

Prison Officer ranks are too low. However. it can be said that absenteeism is high (as it 

is with many blue collar workers and nurses). but it is not possible to say with 

confidence which ranks use the most sick leave. 

A confidential employee questionnaire was distributed to all custodial officers in 

September 1995 and it had a 32% response rate. Iverson's causal model of 
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absenteeism was modified to include those variables that are hypothesised to influence 

absenteeism in the custodial operations area. It has been accepted by the researcher 

that variables influencing job satisfaction had an indirect impact on absenteeism. 

Both discussions with management and the questionnaires revealed the same causes of 

absenteeism. The important factors appeared to be lack of autonomy, high 

routinisation, role ambiguity, work underload, dissati sfaction with hours, lack of 

promotional opportunity, a hazardous job. high negative affectivity, stress (mental 

health}, union loyalty, absence permissiveness by management and a strong absence 

culture. The culture means that officers see sick leave as an entitlement that should be 

used. Norms for how long officers should be away for difrerent types of illnesses exist. 

Discussions with management indicated that they felt that external responsibilities such 

as a second job or sporting commitments could also be a factor. This could not be 

proved or disproved. 

Strategies to improve attendance first involve identi fYing the size of the problem and its 

causes. A joint management. union and employee team should then develop an 

attendance policy and procedures. Training will be needed so that managers can 

communicate with staff and gain commitment to the po li cy. Work practices may need 

updating to overcome the causes of absenteeism Attendance goals should be set and 

monitored, with the focus on continuous improvement in the attendance levels 
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The recommendations made are: 

0 Review use ofPIPS so attendance can be monitored 

0 Make the Determinations more specific so there is accountability 

0 Increase the level of awareness and appreciation of management and officers 

0 Review rosters to see if they can be more user friendly 

0 Encourage full entitlement of recreation leave to be used so officers have sufficient 

breaks from work 

0 Improve the morale of officers through better communication, refresher courses and 

exerc1se programs 

0 Implement a strategy to manage attendance. 

It is apparent that officers and management do not appreciate the roles each have to 

play. This has caused distrust and polarisation of positions. It will take time to alter this 

but it is necessary ifthe attendance rate is to improve and not further decline. 

The unique situation of a prison means that finding permanent solutions to problems is 

unlikely. Commitment at all levels will be needed if change is to succeed and 

absenteeism reduced. 
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INTRODUCTION 

Statement of the Problem 

Unscheduled absences of one and two days duration occur in the area of custodial 

operations within the NT Department of Correctional Services. Such absences may be 

recorded as sick leave with or without pay. bereavement or emergency leave. Some of 

these absences are considered voluntary or discretionary and hence able to be 

controlled. 

The Department required the unscheduled absence data to be analysed, in part icular 

that of short duration so the complex nature of attendance management could be better 

understood. Strategies for intervent ion and minimisation needed to be developed. 

Significance of the Problem 

Prisoners need to be supervised all day. every day so custodia l officers are rostered on 

day, evening and night shift s on a rotating basis They are rostered on for 19 of the 28 

days in a shift cycle. 

When unscheduled absence occurs the vacancy normally needs to be filled . It is 

frequently difficult to do this. Replacements must be paid ove11ime. possibly with 

higher duties which makes it costly It is also disruptive and when high levels of 

absenteeism occur on a particular shift then services to prisoners need to be cut or 

postponed. 
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Terms of reference 

The researcher (Anne Howard) responded to an advertisement at the NT University to 

study absenteeism in a government department in May 95 and after consultation with 

the Director HRM was formally appointed on 27th June 1995 by the Chief Executive 

Officer. 

The terms of reference included: 

0 problem statement 

0 cost 

0 research to be done 

0 type of report 

0 completion date 31st December 1995 

The researcher was required to sign a confidentiality agreement and undergo a routine 

staff criminal history check before commencing The guidelines for the use of 

departmental information for study purposes were agreed to be followed . 

Approach to the study 

Personal interviews were conducted from July to eptember 1995 with: 

0 senior management at Head Oflice 

0 senior custodial officers at each correctional cent re 

0 rosters staff 

0 executive members ofthe Northern Territory Prison Officers Association 

(NTPOA) in both Darwin and Alice Springs. 
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Site visits were made from August to September 1995 to : 

0 Darwin Correctional Centre (including addressing 60 custodial officers) 

0 Alice Springs Gaol 

0 Alice Springs Correctional Centre 

0 Gunn Point Rural Correctional Centre. 

A questionnaire was sent to all custodial staff in September 1995 . 

Literature from the NT University was reviewed with use made of the inter-library loan 

service. The Annual reports for the Department were also used 

Internal documents from the Department were studied. These were: 

0 Reconciliation ofMaximum Stafting Levels 30 June 1994 

0 Monthly staffing report as at 30 June 1995 

0 Staffing profile as at 30 June I 995 

0 Minutes from the Sick Leave Monitoring committee (I 94 94 and 7.3 .95) 

0 Recommendation from this committee to Divisional Heads Meeting No 38 

0 1993 figures from the Sick Leave and Related Overtime Monitoring Committee 

0 Minute on Excessive Sick Leave at Darwin Prison dated 26.5.94 

0 Minute on filling out the Recreation Leave Roster dated 28 7 95 

0 Minute from Darwin Prison on Sick Leave taken since I st January 1995 

0 Sample roster from Gunn Point & Alice Springs 

0 Monthly reports for Alice Springs Gaol as at 3 I August 95 and 3 I July 95 

0 By-law 7 Sick Leave from the Public Sector Employment & Management Act 

0 Prisons Arbitral Tribunal Determination No. I I 
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0 Senior Prison Officers Determination No. 4 

Reports from the Personnel Information and Payroll System of leave taken from l. 7. 93 

to 30.6.95. 

Definition of absence 

Absence is the amount of time away from scheduled work. 

For the purposes of this study the fo llowing definit ions will apply· 

Unscheduled leave is called absence. It will include 

0 All forms of Sick leave 

0 Miscellaneous leave - Emergency. industrial action and bereavement leave 

Scheduled leave will include: 

0 Recreation leave- including travell ing time 

0 Long service leave 

0 Remaining miscellaneous leave For example, leave without pay, maternity leave, 

defence force, study leave. 

0 Compensation leave 

Although some absence may not be discretionary as the person is actually ill it still 

impacts on work schedules. Management initiatives have more influence over the 

discretionary absences. However, all unscheduled absences are organisationally 

difficult to allow for so they are not differentiated between (Preston 1994 : 2). 
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CURRENT SITUATION at CORRECTIONAL SERVICES 

Information in this chapter has he en obtained.fi'OJJI the Annual reports. Departmental 

material and personal interviews with staff 

In 1989 Correctional Services once again became a department in its own right when it 

separated from the then Department of Health and Community Services. There are 

separate divisions for Custodial Operations, Community Corrections & Juvenile Justice 

and Corporate Management. 

The principal objective of custodial operations had been to provide for the safe care 

and custody of prisoners. In 1995 the objective was amended to also include the 

administering of programs to reduce repeat offend ers 

In 1989 the correctional centres were Dan.vin Prison. Gunn Point Prison Farm, 

Beatrice Hill rehabilitation, Alice Springs Gaol and mobile work camps in Alice 

Springs. 

As at the end of 1995 the Darwin Correct ional Centre and Alice Springs Gaol are sti ll 

operating. After an expansion of facilities at Gunn Point Prison Farm in 199 1 both staff 

and prisoner numbers have been decreased recently Its long term future is in doubt . 

The Beatrice Hill rehabilitation project closed in 1990 The transition from Alice 

Springs Gaol to the Alice Springs Correctional Centre will be completed during the 
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first half of 1996. The mobile work camp labour has been diverted to work at the new 

centre. 

The uniformed custodial staff have an hierarchical structure. A General Manager or 

Superintendent is in charge at Darwin and Alice Springs with one or two Deputy 

Superintendents and a number of Chief Prison Officers. The majority of staff are either 

Senior Prison Officers or Prison Officers. An interim rank of Prison Officer- First 

Class was introduced in 199 1 to enhance promotional opportunities. On the industries 

side there is a Principal Industries Officer in Alice Springs and a number of Chief 

Industry Officers at each correctional centre. Senior Prison Oftlcers and Prison 

Officers may work in either the custodial or industry areas. In Alice Springs there are 

also two Senior Industry Officers. 

On weekdays the Superintendent is in charge but du ring the weekends, the weekday 

evening and night shifts a Chief Prison Officer is. The majority of Chief Industry 

Officers are not shift workers, exceptions being those involved in catering. Some Chief 

Prison Officers do not work shiftwork either 

The correctional centres need to be manned 24 hours a day, 7 days a week. Prisoners 

are not even able to be fed without custodial staiT on duty. Hence prison officers are on 

rotating rosters. In Darwin the rosters are split into diiTerent functions/areas and staff 

rotate through the lines in that area. In AJice Springs the ent ire roster is rotated. 
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At Gunn Point the Senior and other prison officers tend to work 10 days on and then 

have 4 days off They live at the prison during their days on and each has their own 

room. Meals are provided but they can use the barbecue. No visitors are allowed to the 

Prison but the prison officers are able to leave the prison when off duty. The Chief 

Industry Officers prefer to commute from Darwin each day. 

Custodial staff must always be with the prisoners. When a prisoner visits the education 

centre, receives medical attention or is transferred, one or more prison officers are 

needed. When a prisoner attends Court, prison officers provide the escort and hand the 

prisoner over to the Police. 

Nearly three quarters of the prisoners are Aboriginal They tend to be more compliant 

and less violent than others so the ratio of prisoners to staff can be higher. However, 

when there is any racial tension the bulk of the prisoners are involved. The 

classifications staff are sensitive to some aspects of aboriginal culture and group 

prisoners by family connections whenever possible 

Prisoners in gaol during 1994/95 were in for a variety of offences. The highest 

percentage were in for assault ( 19%) so custodial offi cers in the T do have to watch 

their backs. 

Prison officer applicants are given physical, mental and psychological tests. Those who 

pass then do a twelve week training course before work ing in a prison on probation. 

The positions advertised do not draw as many applications as they used to but today 's 
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applicants are considered of a higher standard. Prison officers do not belong to a 

prison as such and they must be prepared to work at any prison as directed. 

In November 1990, the Prisons Officers Arbitral Tribunal endorsed a revised salary and 

conditions package for the Senior Prison Officers and below. This was followed in 

1991 by one for the more senior custodial staff. The current versions of the 

Determinations in force are No 11 for the prison officers elated May 1994 and No 4 for 

the senior staff dated January 1994. 

Until award restructuring happened prison officers received shift penalties and other 

allowances on top of their base salary. Now the oflicers receive a consolidated 

allowance of 34% for Senior Prison Officers and below. and. 25% for senior staff. 

These allowances apply to all leave taken - recreation leave. sick leave, emergency 

leave etc. The base salary and shift allowances are used to calculate overtime. At both 

Darwin and AJice Springs the determination states that officers are to receive at least a 

Sunday off per fortnight where practicable 

When the first decision was handed down by the Industrial Relations Commissioner, 

Jim Lear in 1990 he warmly commended all parties on the consultative manner used to 

achieve such comprehensive employment changes. 

']his initiative herald\· a nell' era in the II 'C~l' prisons are nm in terms of 

management prerngatiw . .flexihili~\ ' r?f'.vtc~ffing and industrial relations 

generally. ' (Dept of Corrections 199 1: 25) 
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A Joint Monitoring Committee (Sick Leave and Related Overtime Monitoring 

Committee) was formed at the same time to monitor the on-going performance of the 

changes. A commitment had been made that officers would use one day less sick leave 

per annum and overtime would be contained. 

There has been a lot of contention between management and prison officers on 

whether everyone is keeping thei r sides of the bargain. The incentive to work in some 

areas of the prison or on weekends has now been removed as this work gives no 

additional pay. Many believe that the use of sick leave has actually increased since 

199 1. On the other hand, prison officers frequently have only one Sunday off per four 

week period as any more time off is not pract icable. Bot h officers and management 

are aware that even when the transition to the new correctional centre in Alice Springs 

is complete only one Sunday in four will generally be rostered off. 

The Absenteeism Monitoring Committee replaced the Sick Leave and Related 

Overtime Monitoring Committee and it met from 19 Apri l 1994 until 7 March 1995 . 

Ofthe four members three have since resigned from the Department. The fourth, a 

medical practitioner is contracted to the Department In the time the committee existed 

it appeared to have a lot of good intentions but few deliverables. A draft document was 

prepared for Departmental Executive on Addres.'iiiiJ:: Absenteei.'im a.'i if effects the 

Department of Correctional Serl'ice.'i in April 1995 but it was not distributed due to 

staff resignations. It is a very general document which aims to seek clarification on 

policy development. Before the committee disbanded it had indicated to the 
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Associations that they would be invited to the next meeting. The Associations were not 

informed the committee had ceased to exist. 

Some years ago the NTPOA commissioned a stress study. Anecdotal evidence says 

that many officers had high levels of stress and some were not suited to the type of 

work. The report was given to management but no changes happened. However, since 

then a number of the older prison officers have retired. Stress management workshops 

have been held and wives were invited to attend a special evening one. Only two wives 

availed themselves of this opportunity. Why ot hers declined is not known. 

Recent changes in direct ion at the Department include· 

0 Gunn Point Rural Correctional centre's future in doubt 

0 Transfer of prisoners from Darwin to Alice Springs possibly involving transfer of 

staff 

0 New ChiefExecutive Officer and Minister 

0 New structure- more decentralised at the Correctional Cent re level 

0 New titles for staff and prisons 

Some custodial officers feel resentful that they have been kept in the dark about the 

reasons for the changes. A publication is being prepared by the Department on the 

principal objectives and strategies for custodial operations Hopefully this will improve 

communication. 
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In March 1994 a Peer Support team was established and 20 officers attended a four 

day course. It was done in recognition of the psychological stresses that are inherent 

in the custodial profession. All staff have access to the support and strict confidentiality 

should apply. Limited help is also available through the Health services for health 

problems or crisis. Although management are proud oft hese developments the officers 

have received them with mixed response. 

All annual reports emphasise the consultative approach taken in Industrial Relations 

matters. The changes associated with the new Alice Springs Correctional Centre have 

raised a number of issues that both the NTPOA and Legal Groups have taken up. 

There has been adverse press reaction. At the moment, management seem more 

confrontationalist over some issues but it is difficult to judge when all the facts are not 

known. 

The correctional centres currently have more prisoners than the places were designed 

for. As at 30th June I 995 nine of the 269 positions in custodial institutions were 

vacant. Some I 8% of prisoners at Darwin and 21% at Alice Springs entail additional 

work as they are at risk. These factors combine to make the work more stressful. 

Case management has been introduced to the female section at Darwin Correctional 

Centre. During 1995/96 the case management principles and practices are to be 

evaluated. In the same period a performance management system for employees is to 

be introduced. 
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Staff receive 15 days sick leave per annum which may be accrued. Up to 5 days per 

annum need no medical certificate. Up to 5 days sick leave can be used to take care of 

sick family members. Three days emergency leave is <1 lso available per annum but this 

does not accrue. 

The Department hopes to achieve a significant reduct ion in sick leave and resultant 

overtime across the prison system during the current fi nancial year. In 93 /94 the 

average number ofunscheduled days off was 15 .09 compared with 14.13 in 94/95. 

About 77% of the sick leave is of one or two days duration and it is more likely to be 

discretionary. Management initiatives should be able to influence the amount of sick 

leave taken. 
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LITERATURE REVIEW 

PRISONS 

Sociologist, Erving Gotfman ( 196 1: 15-16) defined total institutions as places with 

barriers to stop both the physical transfer and social intercourse between those on the 

inside and the outside. Although many of these institutions primarily care for those 

who are incapable, unwilling or unable to fend for them selves, such as the aged, 

mentally committed, ordained or some armed service personnel; there is another type 

whose primary aim is to protect the outside community from the inmates. 

Prisons fall into the latter category and the welfare of prisoners is secondary to that of 

protecting the public. In fact , custody is the one constant task that prisons have always 

performed. Others, such as providing punishment . deterrence and rehabilitation tend to 

gain and lose currency over time (Wi lliams I 983 44) 

The central features of a total institution such as a prison are: 

• one authority handl ing all aspects of a prisoner's life 

• rare need for prisoners to leave the confines of the prison 

• each phase of the day spent with others. all of whom are treated alike 

• all daily activities tightly scheduled. (Goffman I 96 1: I 7) 

In England many prisons have been reformed in the last decade but others such as 

Wandsworth, Pentonville and Leeds have not . Some suggest that it is a pervasive 

culture ofbloody-mindedness that has stopped reform because it is so hard to eradicate 
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(Clarke 1992: 79). Prison officers have been viewed as people more likely to obstruct 

than help any reformist plans (Williams 1983 : 44 ). 

Prisons are cultural organisms so an American one would be different to an Australian 

one. The most vivid manifestation of a distinct culture in Australia is that of the 

Aboriginal people. Compared with other states the T has the highest proportion of 

aboriginal prisoners therefore its prisons have a diffe rent cultu re to those elsewhere in 

Australia (Harding 1994 : 75). 

Prison regimes are considered more designed for the convenience of the custodial staff 

than prisoner welfare. It has been fe lt that sta ff have been able to exercise undue 

control over programs and changes (Harding 1994 : 81 ). 

Australia 's history is inextricably linked wi th prisons The overcrowding in British 

prisons was relieved by transportation overseas during the eighteenth century. The 

Revolutionary War in America meant that another destination had to be found so 

Botany Bay was chosen as a penal colony. In 1787 the First Fleet sailed from England 

with 1,487 passengers of which 759 were convicts and 206 the marine guards (World 

Book Encyclopaedia 1983:4 71 ). 
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PRISONERS 

Upon admission to prison a prisoner is stripped of his possessions and given substitute 

ones which indicate that he now belongs to the prison. The removed clothes and 

accessories mean a prisoner has also lost his 'identi~\ ' kit' , hi s means of managing his 

personal front in the outside world (Goffman 196 1·29) 

It is not surprising that some prisoners feel that thei r time spent inside is wasted and 

taken away from their lives (Goffman 196 1 :66). Their frustration is often taken out on 

prison officers by swearing and spitting on them The verbal abuse happens so 

frequently that it is accepted as part of gaol talk (Smith 1988 :77) . 

Not only do prisoners lose their individuality and self-esteem but their optimism as 

well . This contributes to the excessively high return to prison rates (recidivism) 

(Harding 1994:64). 

In order for prisoners to protect themselves in a prison environment that they perceive 

as repressive, depriving and threatening an 'inmate c.·omm11nt~\' ·emerges to resist and 

subvert the official order. Hence. prisoners and stan~ are in actual and potential conflict 

over issues of custody and control (Williams 1983 . 45 ). 

In 1988 in NSW it was considered that 30% of prisoners were trouble makers, 40% 

were easily influenced and the remaining 30% avoided trouble whenever possible 

(Smith 1988:73). 
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STEREOTYPES 

Goffinan ( 196 1: 18) found that prisoners and prison officers had narrow, hostile and 

antagonistic stereotypes of each other. 

Prison officers tend to feel superior and righteous but are seen by prisoners as 

condescending, high handed and mean. Williams ( 1983 : 46) found pri soners saw the 

officers as unsympathetic, denigrating and hostile 

Prisoners feel inferior, weak and blameworthy with the prison ofli ccrs seeing them as 

bitter, secretive and untrustworthy. 

New officers find it expedient to adopt the same views and vocabulary about the 

prisoners as the old hands. Developing negative stereotypes of prisoners can provide a 

psychological defence for prison officers, especially when officer-inmate tension is high 

(Williams 1983 :47). 

The educational level of new recruits has increased and nowadays many prison officers 

perceive their custodial role as a protective. helping and controlling one (Smith 

I 988:21 ). 

'Qualities comidereJ appmpriate in recmifing prison (?fflcers are a calm 

temperament, some sense (?(humour. readiness to he f inn ll'hen necessmy, 

some maturity of life experience am/lots (!l conllllnn sense·. 

(Smith 1988:26) 
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STAFF STRUCTURES 

The organisation structure is para-military Uniforms are worn which indicate rank. 

Staff commendations are made to recognise years of duty in a uniformed service. In the 

NT a National medal is awarded after I 0 years, with a medal and clasp at IS and 25 

years service. 

NEGATIVISM 

Negativism is historically entrenched in prisons (Harding 1994: 64). This is partly 

because correctional services exist to deal with matters related to the dark side of 

human nature (Smith 1988 :73). The peer-group sub-culture is intensely resistant to 

external challenge. Some suggest that it was the pri son officers themselves who 

condoned or engineered a spate of escapes from Queensland public prisons in an 

attempt to hold back the pace of reform (Harding 1994. 81) 

A study done by Trevor Williams ( 1983) in the W A Oepariment of Corrections during 

the early 1980s found that the attitudes of prison ofli cers are sign ificantly and 

systematically related to the nature of the work they do. In panicular he found : 

0 They rely on the hierarchical authority to overcome resistance from inmates. 

0 Denigrating prisoners allows them self-justification and emotional relief from 

conflict situations. 

0 They are opposed and feel antagonistic to non-custodial staff in prisons, especially 

psychologists and psychiatrists because they feel their authority is undermined, their 

status reduced and the prisoners' welfare takes precedence over their own. 
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Williams (1983 :54) also found that when the custodial conditions were less severe then 

there was less officer-inmate conflict and the officers were less hostile to non-custodial 

staff. 

Negative affectivity describes the tendency to perceive individuals in a generally 

negative manner. Research as reported in Iverson, Olekalns & Erwin ( 1994) has shown 

that individuals who have high negative affectivity tend to : 

0 have higher emotional exhaustion 

0 have higher depersonalisation 

0 have lower social support 

0 have lower autonomy 

0 have lower personal accomplishment 

0 have low job satisfaction 

0 have low turnover (irrespective ofthejob satisfaction level) 

0 have greater levels of burnout 

0 have higher levels of absenteeism 

0 be less likely to use direct coping strategies in stressful situations 

0 be less likely to seek social support at work 

0 judge coworkers and supervisor support to be more negative and demanding. 

The chapter on Questionnaire results will show that many of the reactions of the prison 

officers can be better understood if it is assumed that they have high levels of negative 

affectivity. Low morale contributes to such a state of mind . These people interpret 

events negatively and are less likely to try and take control of their environment. They 
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are prone to avoid seeking out peer support at work and are more likely to only report 

on the negative aspects of their environment. They are also less likely to respond to job 

enrichment programs such as case management. A negative att itude and cynicism can 

be a behavioural change from stress (CCH 1995:62-540). 

ATTRIBUTES OF THE PRISON OFFICERS' DlJTIES 

Like the medical industry prison officers are involved in service relationships where the 

objects and products to work on are people. that is. the prisoners are ends in 

themselves. Goffman ( 196 1 74-79) identified some unique aspects of having prisoners 

as the material to be worked on: 

Need to maintain humane standards 

Even a prisoner on death row must have suicidal attempts prevented. 

Some of the status and relationships in the outside world must be 

considered else watch dog agencies such as the prisoner's family will 

criticise. Official visitors, legal aid services and human rights groups 

all monitor conditions inside a prison 

Mismanagement of a prisoner may leave tell ta le marks that others 

can see resulting in further investigation. 

There are legal constraints over what can happen to prisoners. 
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Prisoners need to be treated with little or no consideration given to 

the crime which caused the incarceration. This becomes a source 

of strain for some staff (May report in Kiely & Hodgson 1990:552). 

Human materials are less refractory than ina nimate ones 

Prisoners are capable of resisting and can deliberately thwart a prison 

officer's plans with the latter gett ing into trouble. 

· ... the guard 's consequent anxie~\' is not allel'Wied hy knowledge 

that the inmate may do these things mere~\ ' to gai11 self-re.\pec.:l or 

to relieve boredom. · (GotTman 196 1 79) 

Prisoners can allege assault and charge prison officers under civil 

law (Smith 1988 :78). 

Legal questions arise over the use of a Superintendent 's summary 

powers to deal with minor offences such as infringements of prison 

rules. This has resulted in a reluctance to deal forthrightly with some 

of the reports from prison officers (Smith 1988 23) 

Preference 

Just as surgeons prefer thin bodies to work on as there is less fa t to 

cut through so the operation is quicker and instruments get less 

slippery, prison officers may prefer to supervise certain types of 
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prisoners. Prisoners could be preferred based on their security rating, 

attitude, skill set, race, sex or health. 

Informal relations 

The formal authority prison officers have is the most important means 

of control over prisoners but it may not be sufficient. At times a prison 

officer will penetrate the inmate community on an informal basis in an 

attempt to avoid serious friction and disturbances (Williams 1983 : 46). 

Although prison officers try to remain distant from the prisoners, 

at times a prisoner may appear human and become the object of 

fellow feeling and even affect ion. 

When this happens a sympathetic prison officer wil l personally suffer 

when he has to inflict what he perceives as a hardship on a prisoner. 

On the other hand, a prison officer will feel morally abused, incensed 

and affronted when a prisoner, thought to be reasonable does not 

conduct himself properly. 

Moral climate 

Prisons have a special moral climate. 

'The staff is charged ll'lth meetinx the /wstlli~r and demands C?f !he 

inmates within the mtional penpectil ·e e.'fHmsed hy the institlflion ·. 

(Goffman 1961 :80) 
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Prison officers lack moral authority over the prisoners 

' ... since the la11er are unlikely to he commilled to the organisational task 

of confining them in custody, and l(enerally the staff lack em effeUive rGIIl(e 

of rewards with which to i1~f7uence pnsoner conduct'. (Will iams 1983: 46) 

Although there may be few actual assaults on a prison officer by a 

prisoner the risk of assault is ever present 

' ... the reality C?f assault when it does occur is se\'ere. traumatic 

and potentially lethal. · (Smith 1988 :73) 

MANNING LEVELS 

Objective criteria by which to set manning levels do not exist as contingency or 'just in 

case' officers are needed. The agreed levels depend on the union 's clout to a large 

extent. Experts disagree on whether more stan· make a prison any safer to work in. On 

the one hand prisoners may overpower an officer if understaffed, but, on the other, the 

more staff present the less likely they are to interact with the prisoners. Some people 

believe manning levels are higher because of a justification used by unions in the past 

called allegations. 

'Allegations ... is used as a pretext for hal'illl( flt'O priso11 officers 

do jobs that one could do. With Wl~l' one officer. the mxume11t 

goes, a prisoner might allel(e that he ll'as doilll( dod;.(l ' thinJ,;s: 

though why the prisoner should not alleKe the sw11e ahout two 

officers is not clear'. (Clarke 1992:79) 
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STRESS FACTORS 

Stress can be beneficial as it can allow indi viduals to perform at their optimal level. 

However, stress can also be damaging when the stressors persist and build up (Taylor 

1993:2). 

Stress is the employees' perception of a situation (CCH 1995 : 62-540). It can be 

induced by the job, the organisat ion or by present or futu re change. 

In 1986 Long & Voges conducted a study of 30 I couples in New Zealand where the 

male partner was a prisoner officer, senior prison officer or a prison instructor. The 

results showed that wives were indeed ab le to correct ly perceive the source of their 

husband 's occupational stress. Both the husbands and wives were separately given a 

stress source questionnaire. 

The table below shows what occupational fac tors were the most stressful from both 

the point of view of the prison officer and his wife. The relative rating is given with a 

higher number meaning more st ress from th is source. 

WORKING HOURS 

Irregular working hours 
Missed weekends or holidays or social 
events 
Continual shiftwork 
Interruption of regular social activities 
Constant call backs from ofT duty 
Lack of notice of days ofT on roster 
Long periods between time ofT work 
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O FFIC ERS 

84 
80 

80 
73 
71 
68 
54 

RATING OF 
WIVES 

84 
79 

83 
70 
63 
75 
76 
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Both parties rated the stress in husband not seeing enough of the children, difficulty in 

arranging annual leave and the high tax on overt ime as less than the above. 

VIOLENT NATURE OF THE JOB 

Possibility of violence between inmates 
Possibility of assault on prison officer by 
inmates 
Attitude of inmates towards officers 
Gang rivalry - both from inside & 
outside 

RATING OF 
PRISON 
OFFICERS 
74 
72 

68 
67 

RATING OF 
WIVES 

81 
73 

54 
69 

Ex-inmate wanting revenge on an officer 59 70 
(Long & Voges 1987:238) 

Both parties rated the stress in meeting ex-inmates in social situations, inmates 

acquiring personal knowledge. fear of personal safety and inadequate support after an 

assault as less than the above. 

CHANGES IN BEHAVIOUR 

Taking home prison attitudes & 
behaviour 
Hardens emotions and less sensitive to 
family 
Pressures of job taken home 

RATING OF 
PRI SO N 
OFFICERS 
7) 

71 

59 

RATING OF 
WIVES 

81 

68 

64 
(l.ong & Voges 1987: 238 ) 

Both parties rated the stress in trying to make friends with non-officers as less than the 

above. 
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The work of Kiely & Hodgson ( 1990) found that prison officers had the third highest 

level of occupational stress in Britain. It also showed that the source of stress 

depended on the rank of the prison officer. 

Senior ranks found stress from the unrealisti c and unworkable demands 

placed on them from management. Also, from lack of consultation about new 

practices. 

Middle ranks saw stress from the long hours (and consequent family 

deprivation), lack of rest periods between duties and the high standard of living 

that necessitated the need to work excessive overt ime. 

Many ofthe lower ranks had difficulty recognising stress in themselves even 

though they exhibited signs of not coping. Those that did saw stress in the ever 

present assault danger. 

A personal comment from a psychiatrist in Darwin stated that he felt custodial officers 

in Australia had the second highest level of st ress He rated teachers with the highest. 

In NSW during 92/93 45% of all workers compensation claims by custodial officers 

were stress related. Taylor ( 1993 : I) felt that NSW should have psychological 

assessment at the recruitment stage as happens in the T. 
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IMPACT OF PRIVATISATION IN AUSTRALIA 

Privatisation of prisons began in the USA in the 1980s (Chan 1994 40). In Australia 

there has been an expansion of the involvement of the private sector in the 

administration of criminal justice in the 1990s (Moyle 1994: I 5). This has included 

closing some public prisons and building new private ones. The latter are owned by the 

relevant state government but administered privately 

Privatisation was considered the best alternative to finance and run prisons where the 

system was overcrowded. The other choices were to increase the correctional budget 

and build more prisons or allow prison conditions to deteriorate further (Chan 1995 : 

40). 

The private ones currently operating in Australia are 

Borallon Co"ectional Centre in Queens/am/ 1991 

This was the first one and it is run by Correct ions Corporation of Australia (CCA). It 

receives only settled, well-adjusted inmates (Moyle 1994·31). 

Arthur Gorrie Centre in Queen.'lland 1992 

This is both a reception and remand centre and has many hardened prisoners. lt 

replaced the Boggo Road prison. It is run by Australasian Correctional Management 

(ACM). It did not get off to a good start . Moyle ( 1994 · 3 I) attributes the problems to: 

0 expatriate manager with a confrontationist style 

0 very difficult inmates with maximum security ratings 
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0 most of the custodial staff had no prior experience 

0 staff to inmate ratio too low. 

Junee Co"ectiona/ Centre in New Soutlr Wales /993 

Also run by ACM and it has both medium and minimum security prisoners. 

There are plans for possibly more private prisons in both Queensland (Waco! & 

Woodford) and New South Wales (S ilverwater). In Victoria, Fairlea Women's Prison 

and Pentridge may be replaced by three new privately managed prisons. There are 

similar plans at Mt Gambier in South Australia Western Australia and Tasmania have 

no known plans. In the Northern Territory the privatisation of the Community Service 

order program is to be reviewed (Dept of Correctional Services 1995:9). 

It is considered that the award rest ructu ring that was agreed to in WA was the quid 

pro quo for not privatising (Harding 1994 · 81 ). It is expected that $8 mi ll ion will be 

saved per annum by officers forgoing overtime payments, reducing their holiday and 

sick leave entitlements and working an extra 80 hours per year for a higher base salary 

(Brown as reported in Moyle 1994:2 1 ). On the other hand, people believe Arthur 

Gorrie was privatised because of a breakdown in industrial relations (Moyle 1994:32). 

In the NT, privatisation of the new Al ice Springs Correctional Centre was considered 

as a way of breaking down restrictive work practices so case management could be 

introduced. When the Association agreed to its introduction the idea was dropped 
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(Harding 1994: 81 ). It is said that even in NSW the most hard core uniformed staff 

have now recognised the need to adopt new work practices (Harding 1994: 82). 

The Queensland Corrective Services Commission (QCSC) is intent on changing the 

work practices of its public custodi al officers. This is happening along with staff 

reductions, limited overtime and expenditure monitoring. The confrontationist 

approach taken has resulted in a high incidence of industrial confli ct and the changes 

needed are vague. Moyle ( 1994: 28) believes the officers need to be more multi-skilled. 

'To implement change. it is necesswy to empmt·er and in\'Oh·e xroups 

that will be required to change their pmctices ll'ithin the conections .\)'Stem. 

Public correctional officers will he asked to hecome 111\'oh•ed to a sign{ficant 

extent in award restructuring and chanxes in lt'ork prw.:tices. lhey must be 

im·olved in discussion and their \'IC! lt'S incmporated inw a.framelt'orkfor the 

future . Empowermelll will ensure cooperafton in the restmcfuring process. 

Unless govemments are planning to fJrimtise the whole c;orrections system, it 

would seem irrational to exclude K''(JiffJS ll'hich will he asked to hear a 

significant portion of restmc.:turiiiK ·. (Moyle 1994: 28) 

The Lotus Glen Correctional Cent re won an inaugural corporate human rights prize for 

its humane treatment of offenders. The QCSC threatened it wi th privatisation when it 

did not meet budgetary and staffing requiremenls The place has introduced 

management initiatives and improved operational efficiency. Credit for the changes 

partly rests with the Prison Officer Union which established local review groups to 
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reduce overtime, improve roster arrangements and introduce case management 

approaches (Moyle 1994: 29). 

Privatised prisons are responsible for recruiting the staff At the base grade level there 

is a strong policy of not employing people who had any experience in the public system 

(Harding 1994: 77). 

In NSW the threat of privatisation is regularly used as an industrial lever in 

negotiations Similarly in Victoria, Belton ( 1994 : 94) believes the government is 

treating its prison officers with contempt. 

On the bright side it may be that the threat ofprivatisation may be sufficient to 

stimulate organisational change in the public sector (Harding 1994:81 ). 

ACM is the largest private corrections company in Australia Its correctional 

philosophy includes providing a safe supportive environment for staff with career 

opportunities and on-going professional training There are annual performance 

appraisals and 40 hours training per staff per year Its human resource policies are 

considered both innovative and practical with underlying principles of consistency, 

fairness, equity and accountabi li ty (Diplock & Calbrese 1994 · I I 5 ). ACM has put more 

emphasis on multi-skilling prison officers than CC A did at Borallon. Staff are recruited 

on their basis to communicate effectively. ACM acknowledge the importance of good 

industrial relations, possibly this is made easier as there are no entrenched unions to 

deal with. 
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CCA has employed a number of strategies to reduce costs. As pri sons are very labour 

intensive cost reductions are achieved through lower wages or less staff. At Borallon 

the following has been done: 

0 the staff inmate ratio has been increased to I :40 whereas I : 16 had been promised 

in the accommodation blocks. The General Manager believes this could be further 

increased. 

0 casual staff are used at night and on weekends. 

0 prisoners work as contract labour rather than being given apprenticeships and 

training programs. (Moyle 1994 ·155-1 60) 

Given Borallon does not have the 'dismpth•e il?fluence and presence r?f dominating 

power seeking criminals .... it can he more relaxed und harsh OfJjJressil ·e discipline is 

no/needed' (Moyle 1994:142). This means it is more likely that the casual staff can 

cope but no effective means exist for them to raise concerns Even aft er some custodial 

officers were knocked out by prisoners the stalling levels were not altered. There is a 

conflict between whether a prison should be providing prisoners with skill s or have 

them contributing to the profit motive. When a nu rse at Borallon sought advice from a 

union she was asked to leave. CC A has an industrial relations strategy characterised by 

deep mistrust of the public sector (Moyle 1994 I 55) 

'The demonstration effect of lower jJril'(f/e sector lahrmr costs may he used 

by governments to reduce the harxa111inx poll'er l?[puhlic sector prison 

workers. ' (Brown 1994 :20 1) 
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SHIFTWORK 

In Australia, shiftwork means working irregular hours which usually include evening 

and night work (NSW Dept IRE 1987: I). That is, it covers all systems of working 

apart from regular day work. 

Human society and biology both encourage us to be day-oriented, diurnal people who 

work during the day, relax in the evening and sleep at night (Monk 1994: I). The 

cyclical or circadian rhythm of each 24 hour period uses daylight as an important time 

cue or zeitbeger to alter our body and mental functions. Body temperature, heart rate, 

blood pressure, respiration rate and adrenalin product ion all peak during the day and 

reduce at night. Alertness. reaction times and mental capacity follow a similar pattern 

(Divn Workplace Health & Safety 1993 :5). 

Many researchers have found that our body clock never fully adjusts to shift work, 

and, rather than the rhythm being reversed it becomes greatly fl attened (NSW Dept 

IRE 1987: I , Oivn Workplace Health & Safety 1993 · 5. Monk & Folkard 1992:27). In 

part, this is because shiftworkers tend to return to a diurnal pattern on their days off. 

Sleep duration after a night shift tends to be two hours shorter. less deep and more 

fragmented. 

The adverse effects of shift work include health problems, impaired work performance, 

disrupted social life and some indirect ones. 
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Health problems 

Clrronic .sleep foss due to a misaligned circadian system (Monk & Folkard 

1992:27). 

General malaise antifatigue (Monk & Folkard 1992:27) 

Gastro-intestinal complaints- e.\pecially .'itomach ulcers. Shiftworkers tend 

to eat when the digestive system is not ready for it and too many caffeine 

drinks are frequently consumed to keep awake (Oivn Workplace Health & 

Safety 1993 :7). 

Depression anti some p:r;yc/riatric disturhance.'i which are compounded by 

irregular sleep and fatigue (Divn Workplace Health & Safety 1993 7). 

Higher risk factor.lli in pregnancy 

Less effective use of medicine.'i for astlww diahetes and epilepsy. These rely 

on the diurnal body clock ( Divn Workplace Health & Safety 1993 :7). 
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Impaired Work Performance 

More errors. Reaction times are slower and less effect ive, especially between 

the hours of2am and Sam (Monk 1994 · 1 ). 

'Historically, many major disasters (ex Jhree lvfile Island. Chemohyl, Bhopal 

and Piper Alpha) hm ·e occurred af111J?hf' (Divn Work place Health & Safety 

1993 : 4). 

Absenteeism. Higher levels ofboth discretionary and non-discretionary 

absence. 

Falling asleep on nigltt .~/tift. This happens particularly when the work is of a 

sedentary, monotonous nature in a quiet and comfortable environment (Divn 

Workplace Health & Safety 1993 · 7) 

Social Life impact 

The interference of shiftwork in th r domrstic a nd social lives of a person 

are considered the most important consequences of shiftwork (NSW Dept 

Industrial Relations 1987 : 2) 

'Social companion, parentinx and se:nwl parfner roles can all he compounded 

by shiftwork · (Monk & Folkard 1992: 28). 
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Social isolation as it is more difficult to participate in regular sporting and 

social activities (Divn Workplace Health & Safety 1993 • 6). 

Family alienation and di.\·ruption as shifts do not match the domestic daily 

routine and things such as family meal times are missed. Families are expected 

to be quiet when the shiftworker is sleeping More domestic chores fall onto 

the non-shiftwork partner. 

Difficulty in making non-work friends 

Indirect effects 

Accidents on the way to and from worll 

Personal safety at rhik when lem•ing worll in the dar!< 

Difficulty contacting other employees on day .'ilt~ft eg Personnel 

There are also some good effects of shi ft work Some people welcome the opportunity 

to avoid family conflict and tensions (CCH 952 1 27-560) The work often attracts 

more pay. In a NSW survey I 8% of shift workers personally preferred shiftwork ( 

NSW Dept Industrial Relations I 987: 2). 
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Monk (1994: 1) has indicated the types of people who are more likely to have problems 

with shiftwork. They are people who are 

0 middle aged and older 

0 have a heavy domestic load 

0 working two jobs 

0 long or poor sleepers 

0 in poor health (see above) 

0 travel long distances to and from work 

0 strong morning types who like to rise early 

The NSW Department of Industrial Relations and Employment ( 1987:3) has identified 

the important aspects of a good shift which : 

0 consider the circadian rhythm mental and social needs of t he person 

0 rotate rapidly with no more than 3 successive night shifts 

0 have a 24-48 hour rest time after a period of night shi ft 

0 allow at least 11 hours in between shift s 

0 give 2 weekends off in 4 so worker can catch up on family and social life 

0 use workloads to govern length of shifts 

0 have regular shift cycles that are not too long so people can plan their lives 

0 start the day shift no earlier than 6am 

0 do not coincide the night shift fini shing time with heavy traffic periods to minimise 

the likelihood of accidents 

0 include handover times 
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Shift workers themselves can improve thei r ability to cope by eat ing a balanced diet, 

getting adequate sleep and organising family and social life so that regular social 

contact is maintained. 

Co-operation is needed between both the employer and the employee. The onus 

is on the employer to find ways to help the employee adjust and cope. 

CONCLUSION 

Returning to Goffman, the very essence of a prison as a total institution means it has a 

set of unique problems with a peculiar and distinctive management culture. Few people 

have an understanding ofwhat it is like to continua lly work with people who have 

broken our laws. It is inevitable that custodial officers are changed by their 

expenences. 

Some sympathy must be extended to management who must try and solve the resulting 

problems. It would be naive to assume that solu tions exist for then1 all , especially on a 

permanent basis. 

Management should be justifiably concerned about the indication from the literature 

that the problems cannot be fu lly solved. 
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ANALYSIS OF ABSENCES TAKEN 

An important part of research on absenteeism frequently involves the study of the leave 

actually taken by the employees. 

At the Department of Correctional Services it has not been possible to obtain absence 

figures prior to May 1993 . The researcher was unable to check whether there have 

been more absences since the consolidated allowances were introduced. Anecdotal 

evidence suggests they have increased. A prior study done on Absenteeism was 

mentioned but not produced. Other reports had been shredded. In the past, Workers 

Compensation had been amalgamated with sick leave so if reports had been tabled they 

would have been of limited value. 

Figures in the Absenteeism Monitoring Committre minutes 

It was not clear what sources or criteria were used. There is a list of fifteen possible 

abusers of sick leave. Five of these were checked and although three agreed with PIPS 

records two did not. In one case it was said that 3 7 days sick leave had been used by 

one officer but it is very likely it was only 3 7 hours. These figures are oflimited use. 

Reports from Alice Springs 

Comprehensive manual records are kept including leave usage, overtime and staffing 

levels. The accompanying notes give a good insight to what happened during a month. 

Trends can be seen as the methodology is consistent , but it is not broken down by 

rank. It does not appear to be reconciled to PIPS. This current approach will be a 

problem if there are many more staff. 
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Personal computer system at Darwin Correctional Centre 

To monitor sick leave usage a Senior Prison Officer with some PC knowledge set up 

Excel spreadsheets for: 

0 short term sick leave (I - 3 days duration) 

0 long term sick leave 

0 hospital overtime 

0 overtime 

0 higher duties 

0 escorts 

On the short term spreadsheet if an officer is away for two days it appears as two 

entries. Hence the number of records in the fil e equates to the number of short term 

sick days taken since l January 1995 . Information on the area of the prison the officer 

was working in and whether the shift was filled is al so recorded 

Information is only available for 1995 as an inexperienced officer had accidentally 

deleted the data. Backups are done once a week and kept on site . 

The system is useful for providing detail s of which o nicers have used more than a 

certain amount of leave (currently I 0 days). 

However, there are potential problems with the system such as · 

0 duplication of PIPS 

0 not reconciled to PIPS 
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0 limited history 

0 potential to be corrupted and staff not even realise until too late 

0 sick leave not adjusted if it becomes workers compensation leave 

0 no cross checks 

Personnel Information and Payroll system (PIPS) 

Since May 1993 the Department has been using the NT Government's mainframe 

personnel system. Details of all leave used since then are in the system. 

Rosters staff collect leave applications and time sheets and forward them to other 

people for entry into PLPS. Rosters staff themselves do not have access to PIPS. When 

PIPS was installed the decision was made to make minimal use of it as it did not 

provide sufficient information. 

PIPS reports allow for the reporti ng from either the data base or extract fi les of 

summary or detail information on leave taken and other personnel details. 

A custodial branch structure exists with each correctional centre as a branch. Even 

though the two prisons in Alice Springs share one stafT roster they are defined as 

separate branches. 

Each custodial officer designation is defined as a classification and given a code. The 

codes do not follow an alphabetic sequence of rank such as Administ rative Officers do 

eg AOI - A07. Instead, the codes starting with Prefer to the senior rank Principal 
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Industries Officer and the lower rank Prison Officers. The S ones have both 

Superintendents and Senior Prison Officers. This means it is difficult to get reports out 

for groups of people eg both Senior Prison Officers and Prison Officers as more than 

one job must be run. People forget all the classifications and the Senior Industry 

Officers may be overlooked when running reports. 

Every officer is defined to the PIPS system including details on type of shiftwork done. 

It is also possible to enter Rosters but the Department has chosen not to do this at the 

moment. 

The main report used by the Department to monitor leave usage is Leave summary 

(2158). This summarises the amount of sick leave. long service leave, recreation leave, 

miscellaneous leave and workers compensation leave used at each branch (correctional 

centre). When combined with the staffing numbers the average sick leave per officer 

can be calculated. 

One difficulty in calculating leave used involves deter·mining the average number 

of officers. The best approach could be to use the PIPS report on Full time equivalents 

(FTE). However, it would have to be verif~ ed that officers who work at more than one 

rank or centre are not double counted. This would be suited to bench marking with 

other departments. This report showed 265 staff in custodial operations in June 1995 

compared with 264 (of which 240 were custodial officers) in the Maximum Staffing 

Level report (MSL). 
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Given the FTE was not run by rank and correctional centre the average number of staff 

was adjusted from the MSL report resulting in 232 staff (three less in Darwin and 

Gunn Point, two less in Alice Springs). The lower figure used in Appendix A means 

that the usage of leave could appear lower than actual eg average sick leave appears as 

13.05 days rather than 12.61. However, either figure used still shows a high usage of 

leave. Also, all figures in Appendix A have been done consistently by year, rank and 

centre so they are comparable. 

Another difficulty in splitting figures by rank and centre involves offi cers appearing in 

more than one area. Over the duration of a year some officers work at both Gunn Point 

and Darwin. An even larger number of officers spend time on higher duties and the 

leave they take may be either at the higher rank or their substantive one. 

If any officers have not taken any leave they will not appear on the report. 

The first page for each centre in Appendix A was taken directly from the 2 158 report 

at summary level. A laborious method had to be used to determine absence frequencies 

and duration. The choices were: 

0 Individual sick leave records 

These provided full details of all sick leave used. An advantage of this report was that 

the remaining entitlement also appeared so it would be possible to see the amount of 

leave officers kept in reserve. The reason for each absence also appeared. The main 

disadvantage was that the report had to be submitted individua ll y for each officer -
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both time consuming and error prone. Other problems were that it was not possible to 

tell at what rank the leave was taken or get emergency leave details. 

0 Leave by absence code (2124) 

Actual hours lost on each occurrence of leave were not shown. 

0 Leave summary report (2158) at the detail level 

This recorded the duration of each absence and whether there had been a medical 

certificate provided. Over a two month period from September to October 1995 the 

Department ran over 60 jobs to get the leave details from July 93 -June 95 . 

It appears that these reports at the detail level have never been run by the Department 

before. A number of anomalies were found that were discussed with the staff. Some 

explanations were helpful and correct but the researcher vlas left wi th a nagging doubt 

that things did not add up, especially over the number of periods of leave that showed 

no debit. No-one seemed too concerned and it was decided that this report need only 

show the trends. It was felt that most of the unexplained things were due to teething 

problems with PIPS. 

Later the researcher found that it was more than a coincidence that the leave periods 

with no debits all happened to be on Saturdays, Sundays and public holidays. An 

informal discussion with a Treasury PIPS otlicial revealed that no other depa11ment 

had reported a problem. Treasury then needed to determine whether the problem was 

caused by the Department not using the Rosters package or whether there was a 
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problem with the report. A test showed there is a problem with the report which is NT 

wide, possibly Australia wide. The problem had never been reported. 

The actual sick leave records for an officer are correct and the problem is confined to 

the report. Not only does the 2158 report record no debits on weekend leave it records 

a credit on leave taken on Easter Saturday - which happens to be both a Saturday and 

a Public Holiday. 

This has major implications for the Department as anecdotal evidence suggests that a 

lot of absences occur on weekends and public holidays. In fact Appendix B shows a 

worse case scenario where the leave was under reported by 27%. There is more impact 

for the Senior Prison Officer and Prison Officer figures as they are the ones who 

mainly work at these times. 

The reports probably underestimates leave used by 5 - I O«Y. •• Given that this 

problem affects not only sick leave but every other form of leave comparing leave 

usage between ranks may not be valid. lt also means that it will be difficult to monitor 

whether leave usage improves. 
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Measures of absence 

Absence rate 

This is the most common time lost measure for bench marking as it adjusts for actual 

time people are scheduled to work (Preston 1994: 27) 

Total days unscheduled ahsence 

Absence rate = 

Total days scheduled to ll'ork 

The denominator is calculated by subtracting the scheduled leave from the product of 

the average number of officers by 19/28. Officers normally work 19 out of 28 days. 

Average days absent 

This is very sensitive to long periods of absence by a few individuals (Preston 1994: 

27). 

Total days sick lem·e 

Average days sick --------------------------

Average 111fl11ber ql (?!fleers 
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Absence frequency rate 

This is concerned with the number of absence events rather than the duration of them 

(Preston 1994: 28). The number of single day absences is often compared. 

Total number o.fseparate ahsenc:es 

Frequency rate = ---------------- -------------- - -----------------

Average number (?f (?fficers 

Absence severity rate 

This calculates the average length of an absence (Preston 1994: 27). 

Total days Ill/scheduled ahsc>nces 

Severity rate = --------------------------------------------------

Total number qfsc>j)(frate ahsl!nces 

Initially the researcher had planned to do an extensive analysis of the figures. Given the 

extent of the under reporting in the Leave Summary report this would not be accurate. 

For example, it appears that the middle ranks ofthe Chiefs have a higher absence rates 

than the lower ranks. If the lower rank figures are corrected for weekend absences this 

may not remain the case. 

One important statistic is the number of one and two day absences. 77% of all 

absences are of one and two days duration. As al ready stated, the literature suggests 

that these are most likely to have the largest component of discretionary absence. The 
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figure is so high that it suggests there is a lot of scope for management initiatives to 

lower it. 

Also of note is the average number of sick leave and emergency leave days used by the 

Prison Officers. It is this rank that is most likely to see this leave as an entitlement that 

should be used. ln 94/95 the number of days used was 14 and in 93/94 IS days. The 

yearly entitlement is 18 days so this shows either under reporting or some entitlement 

kept in reserve. If the latter is the case then leave usage could further increase. 

Benchmarks with other NT government departments 

The need for shiftwork and performing some unpleasant duties means that it is valid to 

compare the custodial officers with the Police, Fi re Ollicers and Nurses. The 

departments involving these officers also ran Leave Summary 2 158 and the Full time 

equivalents PIPS reports. 

1993/94 

Grou 
Police 
Fire 
Nurses 
Custodial Officers 

1994/95 

Grou 
Police 
Fire 
Nurses 
Custodial Officers 

Absence Management 

Absence rate 
1.4 
22 
not available 
7.3 

Absence rate 
2.7 
3.1 
7.6 
6.8 

GS 

Number da s sick/officer 
3 3 
5 3 
not available 
14 . 1 

Number da 
5.9 
7 3 
15.3 
13. 1 

s sick/officer 
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Police and Fire absences are far lower than those of custodial officers whilst nurses are 

on a par. There was some difficulty determining whether the FTE was correct for 

Nurses given the large fluctuations in casual staff during the year. Anecdotal evidence 

suggests that the morale of Police is higher than that of custodial officers. 

Benchmarks with the literature 

Preston ( 1990) did a comprehensive study of absenteeism in nurses in W A. Comparing 

her 1987/88 data with that in Appendix A both nurses and officers had a similar 

frequency of absences of two days or less (4.3 nurses, 4.5 offi cers in 93/94 and 4.1 in 

94/5). However, the nurses had a higher number of days without certificates 3. 54 

compared to 2.62 in 93/94 and 2.29 in 94/95 . Anecdotal evidence suggests that it is 

very easy to get medical certificates if you are a custodial offi cer. Whether this is due 

to doctors recognising the amount of stress officers are under is not clear. 

The work of Iverson, Deery and Erwin ( 1994) found nurses took 12 days sick leave in 

1991 compared to 14 for officers in 94/95 . The same work found blue collar workers 

with absence rates (7.8% in 1990, 7.3% in 199 1) similar to the officers (7.31% in 

1993/4). 

Benchmarks with custodial officers in other states 

Comparisons in 1991 /92 showed the NT had the highest usage of sick days - 15 

compared to 13.8 in WA, 12.5 in Victoria and 7.5 in NSW. Whether these figures 

included Workers Compensation is not clear. 
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Conclusion 

PIPS report on Leave summary is under reporting leave used. If an attempt had been 

made to reconcile the reports prepared at each correctional centre with PIPS this may 

have become evident earlier. 

A consistent method for monitoring leave used across correctional centres is needed so 

the impact of absence management strategies can be assessed. 

A lot material is double handled whilst the Department makes limited use of PIPS. 

The incorrect definition of the number of hours offi cers work in a week also causes 

problems in PIPS. 

The level of absenteeism is high in custodial operations but on a par with nurses in the 

NT and blue collar workers in general. 
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RESULTS OF EMPLOYEE QUESTIONNAIRE 

In mid September 1995 a confidential questionnaire was distributed to custodial 

officers with responses required by 6 October. The Department wanted all the officers 

to be given a chance to respond so sampling was not needed. 

Ofthe 24 1 questionnaires sent out 77 were returned giving a 32% response rate. Given 

the intrusive nature of the questions, perceived distrust of management and cynical 

attitude of many officers this response was higher than had been expected. Custodial 

officers expressed some concerns over whether they would see an end result . It was 

felt that it may raise hopes, and, if nothing came oft he work then morale would be 

lowered. Only 70 of the questionnaires could be used The others had less than half the 

questions answered and one person said they were a civilian 

The questions were designed after extensive reading and talking to the Department. 

They were trialed on a number of people to see that people would interpret the 

questions in the same way as the researcher The testers found no problem giving their 

year of birth and employment commencement year because the first was known to the 

researcher any way and the latter was ficti onal I lowever, custodial oftlcers felt this 

combination was identifying so it would have been better to use fi ve year ranges. 

Advice was obtained from Dr R. D. Iverson, University of Melbourne who has been 

responsible for absenteeism studies at a number of organisations. He had agreed that 

the results would be more useful if the responses could be related to the individual 
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attendance records. When left to self-reporting of attendance it is found that people 

tend to under report . Self-reporting of attendance was asked for in ranges. If there had 

been identification on the questionnaire the response rate would have been worse. This 

means that the questionnaire results cannot be used to do a causal study. However, it is 

useful in building an organisational profile and developing a model of what is 

hypothesised to effect absenteeism at the Department. 

Each officer received an envelope with his name and locat ion on the front. Inside was a 

covering letter, questionnaire and a stamped envelope addressed to the researcher's 

private postal box. The covering letter was from the researcher. The Department and 

Associations were both given the opportunity to provide their additional letters 

endorsing the questionnaire but declined. The Department felt this would compromise 

on the independent nature of the work. In other studies it has been thought beneficial 

to do this but given the institutional climate was probably for the better. The 

Associations felt that they had been overlooked even though the researcher made 

contact with them from July. However, after receiving verbal assurance from 

management that the questionnaire results would be made available to them the 

NTPOA gave verbal endorsement to the work . 

The researcher visited all the prisons to allay fears, build up trust and encourage 

officers to fill out the questionnai res. An address was given to GO officers at Darwin 

Correctional Centre. At each location officers were able to talk in private to the 

researcher and a few took up this opportunity. A few also telephoned the researcher to 
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explain why they would not be completing the questionaire and by the end of the 

conversations said they were reconsidering their position. 

There were 51 questions with most requiring a tick of the boxes to complete. 

Appendix 0 has the questionnaire whilst Appendix C gives the detailed responses to 

each question. The results are categorised by rank and location of work. To preserve 

confidentiality three categories of rank were used The higher rank referred to the 

Superintendents, Deputy Superintendents and Principal Industry Officers. The middle 

rank were both the Chief Industry Officers (CIO) and Chief Pri son Officers (CPO). 

Although it is true that many ofthe CIOs do not work shift work it was felt they had a 

lot in common with CPOs. Besides the response was too small to report separately. 

The lower ranks are the Senior Prison Officers, Senior Industry Officers, Prison 

Officers First Class and Prison Officers. This latter group is all covered under the one 

determination so it made sense to treat them together. 

Only the results for Alice Springs and Darwin are shown although Gunn Point can be 

inferred. No distinction is made between the old gaol and new prison as both share the 

same roster and some officers work at both places. The researcher found that there are 

many different issues at Alice Springs and Darwin so the response at each place is 

shown separately. 

The researcher felt that the respondents had given a lot of thought to their answers. 

The additional comments made on over 70% of the forms made it apparent that the 
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custodial officers are trying to do their work in a responsible manner. The same feeling 

was found after analysing the response to a prison officer morale survey in NSW, ' a 

thoughtfulness of approach to the questionnaire and a patent honesty qf intent in 

answering· (Smith 1988: 20). 

There are a large number of variables hypothesised to affect absenteeism. The ones 

chosen to be tested are primarily based on the work of Iverson, Deery & Erwin ( 1994) 

and the summary done by Preston ( 1994). Iverson's work is explained partly here and 

in the fo llowing chapter. His work has shown that job sati sfact ion is directly related to 

absenteeism. This means that many of the variables tested impact on job satisfaction 

which in turn influences absenteeism. This analysis accept s that there is a link between 

job satisfaction and absenteeism Some studies have shown a very weak link between 

them, with the suggestion that absence itself can increase job satisfaction ie the worker 

may feel more positive about his work if he can take more absences than in another job 

(Preston 1994: 25). The recent work of Wooden and Drago ( 1994 130) suggests that 

job satisfaction does indeed exert a significant restraining influence on the absence rate. 

There are considered to be five general classes of variable in the causal absenteeism 

model. They are: 

0 Structural variables which relate to the work setting 

0 Pre-entry or individual variables relating to a person's tra its brought to work 

0 Environmental variables relating to the non-work setting 

0 Policy variables such as the absenteeism policy at the organisation 

0 Employee orientation variables related to how the person responds to the above 

in terms of job motivation and satisfaction (Iverson, Deery & Erwin 1994 259). 

Absence Management 7 1 



Chapter 3 Report to the Department of Correctional Scr.·iccs 

STRUCTURAL VARIABLES 

Autonomy 

Autonomy refers to the amount of il?fluenc.:e an indi1·idual has (H'er thejoh ie the 

degree to which employees are empowered ff this is considered satisfacfOIJ' it is 

hypothesised to increase joh sali.~faction (!l'erson. /)eel)' & J~nt •in /99-1: 263). 

This was tested by-

35 Do you feel you have enough opportunities to participate in decision 

making? 

59% of respondents would like more opportunities. rising to 65% of the lower ranks. 

12% more officers in Darwin wanted more than Alice Springs. No-one wanted less 

opportunities. 

Until now the lower ranks have had a more turn-key type job where there are less 

decisions to be made as there is less interaction with the prisoners. In the future there 

will be case management so there will be more autonomy. 

Officers in Darwin are older and have more tenure than those in Alice Springs. They 

would like to feel their experience is recognised. The response should indicate that 

many of the officers are more in favour of case management than thought. 

Until the changes happen opportunities for decision making will remain limited, 

especially in the lower ranks. It appears that this va riable is significant. 
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Social Support 

Social support refers to the amount of consideration the c?[fic:er receiws f rom people 

in his social network such as the wvrkmates. superl'isors. peers and kin {f this is 

considered high it is hypothesised to increase job satisfcrction as i f helps bt~ffer stress 

(Iverson, Dee1y & Erwin 199-1:263). 

This was tested by -

36 Have you felt comfortable about appro~1ching someone at work when you 

have had a problem? 

37 Who would you prefer to talk to if yo u had a problem? 

41 Do (work mates or Superintendent or spouse) appreciate what it is rea lly 

like to be a prison officer? 

50 If you took more then 10 short term absences in a yea r do yo u think that 

the Superintendent would want more details and/or your workmates 

would be upset? 

51 If the Superintendent or Head O ffi ce people got in contac t with yo u when 

you were away on sick leave or workers compensation how would you feel 

about it? 

Half of the officers who had had a problem did not feel comfortable about talking to 

someone at work. The outside person they preferred to talk to could have been their 
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doctor, spouse or someone else. It is not clear what kinship support is provided. 

However, half the officers felt their spouse did understand what the job entailed so 

they would be more likely to be able to offer support . 

The person most preferred to talk to was the Superintendent fo llowed by a workmate. 

Both in other comments made in the questionnaire and directly to the researcher a lot 

of officers have respect and confidence in the General Managers. Although half the 

officers felt they were being checked up on if they were contacted when on sick or WC 

leave 14% felt that help would also be offered. 

It is of interest that only 4 respondents prefer to talk to someone in Peer Support and 

all ofthese officers are situated in Alice Springs. Interviews wi th management 

suggested that peer support was stronger in Alice but functioning well in both places. 

Comments from officers were that they thought Peer Support was a good idea but the 

supporters were not people they felt comfortable with in keeping confidences. 

Only 11 % ofrespondents felt that a workmate would be upset with them ift hey had 

over I 0 short term absences in a year. Along with only 13% responding to Question 45 

that they unwind from work by seeing workmates indicates that coworker support is 

not very strong. 

The work of Smith( 1988 : 20) has also showed that many prison officers feel some of 

their coworkers are unsuitable people for the work. There is a perceived lack of mutual 

support amongst colleagues. 
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' .. . prison o.fficersfeel colleagues have a less strong sense of duty than 

themselves ... . but a strong belief hy virtually all prison officers that they 

respond well when calledfor a special e.flort or emerxem.y. · 

(Smith 1988 : 22) 

Although officers receive support from their social contacts it is not considered strong 

enough to significantly affect job satisfaction. 

Rou tinisa tion 

Routinisation refers to how repetitil·e the ll'ork is. !/this is considered high it is 

hypothesised to decreasejoh sati.~faction (h·erson. /Jee1:l' & Fr11 ·in 199-1:263). 

This was tested by -

34 Do you feel there is enough variety in your work? 

45% of the officers would like to have more variety in their work and one person 

wanted less. In particular the lower ranks would like more as would 24% more of the 

officers based in Darwin. 

A tour ofthe correctional centres showed that many of the lower ranks do have a high 

level of routinisation. Some spend most of their time recording everything that 

happens in a log. There is not much to do unless there is an incident. 
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As with the analysis of autonomy things will change with case management. However, 

until this happens it is likely that the high routinisation will have a significant effect on 

job satisfaction. 

Role ambiguity 

Role ambiguity refers to the degree to which role expectations are '"'clear as the tasks 

or goals may be ill-defined. ff this is considered hiRh it is h)JJOthesised to decrease 

job satisfaction as stress is higher (/l'erson, nee1y & !~·,11'in 199-1: 263). 

This was tested by -

44 Do changes from the Superintendent or changes from Head Office or 

orders you give not obeyed or unrealistic orders given contribute to 

making your job a stressful one? 

69% of officers believe that changes imposed from Head Office make the job stressfu l 

including 73% ofthe officers based in Darwin Many feel that the changes made by the 

new CEO have not been explained to them and they show resistance to using the new 

titles for the staff and centres. Some feel the move to case management has not 

involved enough officers at the grassroots level. They feel that Head Office staff do not 

spend enough time at the centres understanding what the issues are. 

At the moment it appears that role ambiguity does have a significant effect on job 

satisfaction. 
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Role conflict 

Role conflict refers to the degree to which employee role expectations are 

incompatible with the organisation. ff this is considered high it is hypothesised to 

decrease job satisfaction as stress is higher (ll'erson. Dee!)' & E1win /99-1: 263). 

This was not tested for as such. In NSW Smith( 1990: 20) found that many prison 

officers complained of seemingly contradictory expectations on how they should be 

carrying out their duties. It was felt this was partly due to management without 

custodial experience having undue influence at times. 

It appears that this variable is significant . 

Work underload 

Work underload refers to the extent In wluc:h the pe1:/(muanc:e required in ajoh is ve1y 

low. If this is considered high if is hypothesised l o decreasejoh sati.~jaction as stress 

is higher (Iverson. Dee1y & Erwin 199-1: 2(13). 

This was not tested for as such Literature suggests that it is more of a concern for blue 

than white collar workers. The result of it can cause fears of both insecurity and 

retrenchment (CCH 1995: 62-545). 

As already stated the job can be boring at times so the variable is significant. 
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Resource inadequacy 

Resource inadequacy refers to the extent to which employees h(ll•e insl~[ficiellf 

resources to pe1jorm their jobs. ff this is considered high it is hypothesised to 

decrease job satisfaction as stn!5'S is higher (h •er.wm. DeeTJ' & F.1win 199-1: 263). 

This was tested by: 

41 Do (the Superintendent and Head Office) appreciate what it is really like 

to be a prison officer? 

42 What aspects of your work do you handle competently? 

43 If you have answered No to any lines in Q42 what do you feel could be 

done to make you more competent? 

Resources are provided through senior management. Although half the officers felt the 

Superintendent understood what it was like to be a prison officer only ll % believed 

that Head Office did. Those who did believe the latter were the lower ranks in AJice 

Springs who probably have less to do wi th Head Office than anyone else. 

22% felt more equipment and procedures were needed. Equipment is deteriorating at 

the AJice Springs gaol. As long as safety is not compromised this is acceptable due to 

its imminent closure. 

It appears that this variable is having a significant effect on job satisfaction. 
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Role overload 

Role overload refers to the extent to which employees lack the neceS.'WIY skills to deal 

with the requirements of thejoh. !f this is considered hi~h it is hypothesised to 

decrease job satisfaction as stress is higher (lwrson. Dee1y & Erll'ill 199-1: 263) . 

This was tested with the same questions as Resource Inadequacy. 

The comments made above on question 41 also apply here. 

Only halfthe officers felt they were competent in giving prisoners new skills, however 

all the CIOs felt they did. This is probably due to a strong distinction between custodial 

and rehabilitation at the moment Once case management is introduced the percentage 

should increase. 

Although over half the officers did not feel they were competent with firearms, very 

few of them actually need to be. The question had been included due to the large 

number of officers who had mentioned the lack of training in this area to the 

researcher. 

Given that all officers undergo some cultural awareness training it was surprising that 

41% of officers in Alice Springs but only 18% in Darwin believed they did not 

competently handle understanding the cultural needs of the prisoners. There are two 

conflicting explanations. Firstly, a number of oflicers said the training given in this area 

had been brief and many years ago. Secondly, management said that a few officers 
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have not realised just how aware they are of cultures, especially aboriginal ones 

because they take the knowledge for granted. No conclusion can be drawn from the 

questionnaire. 

80% of the respondents who felt there was an aspect of their work they were not 

handling competently believed that more training was needed 

In conclusion, there does appear to be role overload which is having a significant effect 

on job satisfaction. 

Hours satisfaction 

Hours satisfaction refers to the extent(() ll'hich emph~\'ees are .mll.~/led with the 

amount and timing of working hours. ff this is cnnsidered hiKh II is h)lJOihesised to 

increase job satisfaction. (Iverson. Dee1y & Frwin NCJ-1:263) . 

It was tested with: 

46 Do you feel that the current roster system is satisfactory? 

47 If no to Q46 what would you like to be able to have a say in for your own 

roster? 

48 Do you feel that prison officers should be able to swap shifts? 

59% of the lower ranks believe that the current roster system is not sati sfactory (68% 

in Darwin and 34% in AJice Springs). Respondents unanimously agreed that shift 
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swaps should be possible. In descending order of importance officers would like more 

say in the area of the prison, type of shift worked, days of week to work and people on 

shift. 

The marked difference between Alice Springs and Darwin could be due to the different 

types of rosters. In Alice Springs the roster is fully rotational so officers work 

everywhere. In Darwin it is rotational within areas. Three respondents in Darwin 

suggested a fully rotational system would be better. 

Although a number of officers do want more overtime it was interesting that 39% of 

the lower ranks would prefer less overtime or none. 

Management had said that most officers (85%) had voted on the current roster 

arrangement at Darwin a few years ago. Either views have changed over the years or 

this questionnaire is not representative. The Absenteeism Monitoring Committee had 

also indicated inflexibility in the rosters as a problem. Many ofli cers have stated the 

difficulty of getting short term recreation lea,·e 

Referring back to Monk's list in the Literature review of what people are more likely 

to have problems with shiftwork many do not apply here. The offi cers do not appear to 

have poor health, a heavy domest ic workload or two jobs. However, officers in Darwin 

are approaching middle age, many officers complained of difficulty in sleeping during 

the day when it is hot and humid. When officers have to travel 22 kilometres further to 
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the new correctional centre in Alice Springs this may mean that less will cope with the 

shiftwork. 

Limited information was obtained on the existing rosters. It appears that they do have 

some ofthe good shift points (refer to the Literature Review). Double shifts happen 

but not after a night shift . The shifts do not appear to always rotate forward though. 

It is apparent that hours satisfaction is significant , especia ll y in relation to shiftwork. 

Promotional opportunity 

Promotional opportunity refers to the dexree (lmm ·ement heflt•eell d(fferent status 

levels in an organisation ff this is considaed luxh tits h_1pothesised to increase job 

satisfaction. (Iverson. Deely & Elwin /99./: 263). 

· It was tested with: 

27 What is your substantive position? 

28 How long have you had your current substantive position? 

29 From July 94 to June 95 what percentage of time have you been on higher 

duties? 

31 Would you like to be promoted in the next 5 yea rs? 

32 If yes to Q31 how do you rate your c.hances of being promoted? 
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33 If yes to Q31 what do you feel could stop you being promoted within 5 

years? 

In Darwin 81% of officers have been in their current substantive position for more than 

3 years with a third of these being on higher duties at least 25% of the time. 87% of 

respondents would like to be promoted but 53% of these felt lack of vacancies could 

stop the promotion. Nearly half the officers felt they had no way of knowing whether 

or not they were likely to be promoted 

Given the hierarchical, para-military nature of the prisons limited vacancies do reduce 

the number of promotions. Lack of communication and feedback could contribute to 

officers not being aware of their promotion prospects There may be more 

opportunities for sideways moves under case management. 

This variable is significant due to the limited oppot1uni ties available .. 

Job Hazards 

Job Hazards refers to the extent that emplr~rees are exposed to lwm?fulworking 

conditions. (Iverson, Deely & l~rll'in /Y9-1:2o3). 

It was tested with: 

43 Would feeling personally safe help you handle the aspects of your work 

that you are not handling competently? 

A number of officers in Alice Springs raised concerns about their own safety. Absence 

rates tend to be higher in dangerous, unhealthy workplaces (Preston 1994: 23). 
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This question does not adequately cover the variable as the question was related to 

how they coped rather than what problems there were with the conditions .. 

Although testing was inadequate the variable should be included based on the 

literature. The work of Long & Voges mentioned in the Literature Review covers this. 

PRE-ENTRY/INDIVIDUAL VARIABLES 

Negative affectivity 

Negative affectivity extent to which an indil·idual expem:nces m·ersil·e emotional 

states over time and across situations. Hixh fe ,·els tend to he associated ll'ith lowjob 

satisfaction (Iverson, Dee1y & Elll'ill 199-1: 263). 

Although not tested as such the earlier discussion indicated that thi s emotional state of 

some officers coloured their views on every aspect of wo rk . T his variable is significant 

Work motivation 

Work motivation is the normative he lie_( in the importance (?f' ll 'ork in general (Iverson, 

Deery & Erwin 199-1:263). 

It was tested with 

40 How important do you feel the work done by prison offi cers is to the 

community? 

59% of respondents considered their work is very important to the community. The 

percentage fell by rank (from 80% of the senior ofli cers to 58% of the lower). 
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Similarly in NSW Smith (1 988: 19) found that 75% of respondents had a strong belief 

in the importance of their work. 

It is apparent that this variable is significant. 

Physical & mental health 

Health is the degree of physical & mental ll'e/1 heing (ll·erson. DeeT)' & Erwin 

199-1:263). 

It was tested with -

1 Year of birth 

12 How much rec leave and long service leave did you take from July 94-

June 95? 

13 How did the amount in Q12 compare with would have liked to have had? 

14 If the answer to QIJ was that you would have preferred more or less leave 

to what you took what stopped you taking the leave you wanted? 

16 How would you assess your current health? 

24 How often do you smoke? 

44 What do you feel makes your job a stressful one? 
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45 What do you find helps you unwind? 

Overall 62% of officers took a break of 4 or more weeks. Given the long tenure it 

means that 38% percent took less than their yearly entitlement of 6 or 7 weeks. Far 

fewer officers in Alice Springs were able to take leave. Only 44% in Alice Springs had 

4 or more weeks compared to 81% in Darwin 

60% ofthe officers taking less than 4 weeks in Alice Springs had wanted more but it 

was not granted due to the roster being fixed and the person needed at work. Due to 

staffing problems and the new prison in Alice Springs the lower ranks have had severe 

difficulty in taking recreation leave. Many officers have not had a long enough mental 

break. 

84% of officers considered their health was either good or get ting better. Combined 

with the fact that 83% ofthe respondents were aged 35-54 the health situation would 

be expected to remain the same. 

42% of officers smoke with the percentage increasing from 20 to 40 to 42% as the 

rank changes from senior to middle to lower 2% more smokers were at Alice Springs. 

Parkes (in Preston 94:83 ,87) found smokers had higher levels of uncert ified absence. 

Extra analysis showed that the officers most likely to smoke were those aged 30-35 

and 55-60 (60% each). Similarly the highest percentage of smokers were those with 

tenure of 5 - 9 years (54%). 
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The importance of ill health in absenteeism is sometimes overlooked (Wooden & 

Drago 1994:86). 

Mental health is also affected by how the stresses of the job are dealt with. Two of the 

three most stressful aspects (Head Office changes, and uncertainty of the future) are 

ones that officers have little control over. This means these can have more impact on 

the officer's mental health. 

Physical health does not seem to be a significant factor in this study. However, mental 

health is a significant issue due to a combination of insufficient recreation leave taken 

and stress from the job. 

Alcohol involvement 

Alcohol involvement is the extent to ll'hich indil'icluals use alcohol as a coping 

mechanism (Iverson, Dee1y & Erll'in 199-1: 2fl3) . . 

It was tested with -

22 Bow often do you drink alcohol? 

23 On days that you drink alcohol how much would you normally drink? 

45 Do you find having a d r ink of alcohol helps you unwind after work? 

37% drink four or more times a week. Of these a third drink more than the equivalent 

of 6 cans of beer when they drink. It is this I 0% who may well use drink as a coping 
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mechanism and they are more likely to be in the middle or senior ranks. 46% find that 

a drink helps them unwind after work. 

The respondents from the senior ranks either consumed no alcohol or drank alcohol 

frequently. 

NT alcohol usage is higher than elsewhere in Australia. Australia wide it is thought that 

5% of the workforce are problem drinkers (CCII 1995 : 62-0 I 0). Prior research at the 

Department is reported to have shown that the amount of alcohol drunk by officers 

was no higher than the average. 

Alcohol used as a coping mechanism does not appear to be a significant fac tor .. 

ENVIRONMENTAL VARIABLES 

External responsibilities 

Extent to which employees have re5ponsihi/ities outside II'Ork (h ·erson. Dee1y & Erwin 

199-1:263). 

It was tested with -

3 Do you share your home with a spouse or partner? 

4 The amount of work that your spouse or partner does outside the home? 

20 What is the main way you are interested in sport? 
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21 If your sporting activities ever clash with a work shift what are you most 

likely to do? 

26 What percentage of your family incorne would you estimate comes from 

your job at Correctional Services? 

Most officers said they would swap a shift if there was a clash. Anecdotal evidence 

suggests that this does cause a problem. for example some officers try to swap every 

Saturday shift they are rostered on. 

Even though many officers have a working spouse all stated that at least SO% of their 

family income was from the custodial job In fact 67% said at least 75% was from this 

job. This would suggest that the job at Corrections is the most important one. 

This does not seem to be a significant fact or. Management felt it was and this could be 

due to the fact that the respondents are not representative. Alternately. it may be only a 

few officers that 'abuse ' the system but as they are high profile it seems like many do. 

Absence culture 

Work group belief in the legitimacy qf ahsence takinx. (h·erson. Dee1y & Erwin 

1994:263) . 

It was tested with -

10 How many 1 or 2 day absences can you remember having from July 94 

to June 95? 
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51 If the Supt. Or Head Office got in contact with you when you were 

away on sick leave or workers compensation how would you feel about it? 

The extra comments supplied were the most revealing. Lower rank officers tend to 

believe that sick leave is an entitlement so it should be used. They feel the Department 

gives no incentive for people not to use it . In fact they feel the Department condones 

the use. For example, when it has been known that an ofTicer took sick leave, played 

sport and was photographed in the paper doing so management did not respond. 

Similarly, when a few officers retired recently after many years service and lots of sick 

leave credits management did not publicly acknowledge this. It was generally thought 

these officers had been a little foolish. 

As over half the officers had previously worked in the armed forces or trade the 

absence culture of using sick leave has probably been learnt at the Department. 

It should be noted that many officers felt they would be considered unreliable if they 

took too many absences. 

This variable does appear to be significant. 
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Kinship responsibility 

Degree of an individual 's obligation to immediate relatil'es in the community 

(Iverson, Dee1y & Erwin199-1:263). 

It was tested with -

3 Do you share your home with a spouse or pa rtner? 

4 The amount of work that your spouse or partner does outside of the home 

5 Number of dependents you support 

6 Number of children for which you need to have child care arrangements 

eg creche or after school care or holiday care or minded by others 

7 Amount of difficulty you have found when needing to make alternative 

child care arrangements 

8 When family emergencies happen and leave is needed how do you share 

this with your partner? 

9 If you had used up your family leave and an emergency occurred what 

would you be most likely to do? 

11 Apart from the ones in QlO that you were personally sick on what other 

reasons were you absent for? 
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87% have spouse or partner. Only 4 of the 'single' officers have children who need 

child care. Hence most of the officers have someone to share the family responsibilities 

with. The officers who occasionally find it difficult to make child care arrangements 

tend to take turns with their partner. 

56% of officers have no children who need child care arrangements. In the middle and 

senior ranks, spouses with more than one dependent child tend to work part time or 

not work. 

Married people tend to have a lower absence rate which reflects the financial pressure 

to attend work (Drago & Wooden 768) This could be par1icularly so among officers 

as custodial work provides the main family income 

Given these figures kinship responsibilities appear to have an insignificant effect on 

absenteeism. 

Union loyalty 

Degree of pride and instrumentali~v in the lfnton (h'erson. Dee1y & r :n rin 199-1: 263). 

It was tested with -

38 Do you belong to either the NTPOA or NTSJ>OA? 

39 Why do you feel the Association is of value? 

The associations are affiliated with the Miscellaneous Workers Union. 
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Absence rates are generally higher in organisa tions with high strike activity or 

industrial unrest (Preston 1994: 23). 

When the union voice is or appears ineffective then employees wi ll choose the exit 

option of absenteeism to express their discontent (Preston 1994: 23 ). This could apply 

at the Department as only 68% of respondents felt that management took notice of the 

associations. 

96% are in one or other associat ion. Anecdotal evidence suggests that a number of 

people are in the association for reasons other than those li sted. For example, there is a 

very generous funeral benefit for members 

32% feel the association has personally helped them. Literature suggests that a 

combined union/employer approach to absence management st rategies is the best ( 

Dept oflndustrial Relations 1994 : 14) The Association had not been involved in the 

Department 's sick leave monitoring committees 

The researcher has no first hand knowledge of recent industrial trouble in Alice 

Springs. 

Union loyalty is important to blue collar workers in Australia (Erwin & Iverson 1993 : 

4). 

It appears to be a significant variable. 
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POLICY VARIABLES 

Absence permissiveness 

Degree to which absence is tolerated in the organisation, either tacitly or othe1wise 

(Iverson, Dee1y & Erwin 199-1:263). 

It was tested with -

10 Bow many I or 2 day absences ca n you remember· having from J uly 94 

to June 95? 

II Apart from the ones in Q 10 that you were personally sick on what other 

reasons were you absent for? 

50 If you took more than 10 short term absences in a year what impact 

do you feel this would have at work? 

51 If the Supt. Or Head Office got in contact with you when you were 

away on sick leave or workers compensation how would you feel about it? 

Leave reported was compared to that shown for all custodial officers in the PIPS 

reports. 

GROUP PIPS Self re orted Difference 

Senior rank 2.2 2.4 (.2) 
Middle rank 4.3 3.5 .8 
Lower rank 4.2 5.4 ( 1.2) 

Darwin 4.4 4.4 0 
Alice springs 3.8 5 ( I 2) 
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It is interesting to note that the respondents had slightly over reported which is 

unusual. It could be that the respondents thought the question was about the number 

of days absent rather than the number of one and two day absence events. 

As already stated people normally tend to under estimate leave used when they self 

report . Some people genuinely forget just what leave they have taken over a period of 

a year. Others view voluntary absence as a 'c.:m·ert.fonn ofshirkinx and thus is 

something to be publicly denied or minimised (c!l·en though llldll'idual anonymity was 

ensured)· (Drago & Wooden 1992: 769). Whilst others deliberately try to forget some 

absences that were due to unpleasant circumstances (Wooden & Drago 1994: 76). 

The respondents are representative of the whole population when tested at the chi

square 5% level on both rank and location 

The most frequent reason for taking leave other than being sick was for a family 

emergency. This is allowed under the sick leave guidelines. Wooden and Drago ( 1994: 

78) had found that more people were absent for job related reasons than family ones. 

Half the respondents expected that the Superintendent would want more details if they 

were absent too often. The other impacts were most likely to be being considered 

unreliable and having less chance of promot ion. 

Absence Management 95 



Chapter 3 Report to the Department of Correctional Services 

On the other hand management has appeared to condone use of sick leave for other 

purposes. There is no public recognition for officers with good attendance records. 

This variable is significant. 
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APPLICATION OF THE THEORETICAL MODELS 

ON ABSENTEEISM 

It has only been in the past decade that managers in Australia have appreciated the 

productivity gains possible from controlling absenteeism (Preston 1994: I). In 1990 it 

was estimated that each day some 2.4% of the Australian workforce had an 

unscheduled absence from work which equated to 42 million days and $7 billion per 

annum. (Wooden cited in Wooden & Drago 1994: 6 1 ). The components of the cost 

were lost output, paid sick leave, overtime and overstaffing to cover absences. 

Until recently many managers felt absenteeism was too difficult to tackle despite its 

pervasiveness, disruption at the work place and cost However, in 1994 20% of the 

federally registered enterprise agreements included strategies to reduce absenteeism 

(Preston 1994: 1). 

Individuals often try to disguise voluntary absence as illness related. They also exercise 

a great deal of discretion in determining whether a minor illness is serious enough to 

warrant non-attendance at work (Wooden & Drago 1994: 129). 

Both psychological and economic theories have been developed to explain 

absenteeism. It is now apparent that a multi-disciplinary approach is more appropriate, 

such as that developed by Iverson. Unfortunately the various models cannot be 

combined as different premises are made. 
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The fo llowing sections will outline the theories and show how some of the behaviour 

exhibited by custodial officers can be explained. It must be remembered that none of 

these theories have universal support and case study resul ts have been contradictory. It 

is difficult to say whether the conflict is due to fundamental flaws in the models or 

insufficient control over other variables in the case studies. Given that most of the 

absenteeism studies have been limited to one type of worker eg nurses, manufacturing 

factory employees resolution of the ambiguity has not been possible. 

The contentious case study results support the notion that the causes of absenteeism 

are very complex and determined by a wide range of factors (Preston 1994: 5). 

Psychological theories of absence 

Steer & Rhodes ( 1978) 

The earlier psychological theories assumed that absence was caused by only one 

variable, job dissatisfaction. That is, absence was a withdrawal response to a negative 

work environment. 

In 1978, Steer & Rhodes included other vari ables in their model which hypothesised 

why workers attended work rather than why they were absent. 

The dependent variables were: 

The ability to attend worl< 

The demographic and situational factors that determined whether a 

worker was able to attend work. Illness in the worker, a sick child, 

a death in the family, transportation problems etc. 
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Tire motivation to attend 

This depends on both job satisfaction and the economic and cultural 

pressure to attend. Job satisfaction is influenced by the expectations 

the worker has about the job plus the job situation itself. 

Prior absence behaviour feeds back and influences both the job 

situation and pressure to attend. 

This theory demonstrated the process of why people will attend work. However, it is 

difficult to test the model as the variables are ambiguous and imprecise. For example, 

the Job Situation variable includes job scope, job level. role stress, work group size, 

leader style, coworker relations and opportunity for advancement (Preston 1994: 7). 

Brooke & Price (1986) 

Brooke and Price developed an operational model from the Steer & Rhodes work. The 

conventional approach was taken to make the independent va riable Absenteeism rather 

than the corollary, attendance at work. They believe researchers may have been 

premature in rejecting job satisfaction as a signi ficant explanator (Wooden & Drago 

1994: 87). 

The dependent variables hypothesised to affect absenteeism are· 

0 Job involvement 

0 Organisational loyalty (Commitment ) 

0 Health status 

Absence Management 



Chapter 3 Report to lhe Department of Correctional Services 

0 Alcohol involvement 

0 Work involvement 

0 Organisation's acceptance of absenteeism 

0 Workers' kinship responsibility 

Other variable moderate these in complex ways (Preston 199-1: 8). 

Multi-dimensional theory of absence 

Iverson's causal model (1994) 

This combines economic, psychological and sociological dimensions in one model. The 

five categories of variables were described in the last chapter. 

This model has been modified for Correctional Services. It includes the variables that 

the questionnaire analysis hypothesise to affect absenteeism. 
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Variables impacting on Job satisfaction and in turn an indirect effect on 

absenteeism 

Autonomy 

Routinisation 

Role ambiguity 

Role conflict 

Work underload 

Role overload 

Hours satisfaction 

Promotional opportunity 

Job hazards 

Negative affectivity 

Work motivation 

Variables impacting on Absenteeism 

Job satisfaction 

Mental health 

Union loyalty 

Absence permissiveness 

Absence culture 

Of particular importance is that the work of Iverson has been done recently and in 

Australia. 
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Economic theories 

Labour- Leisure 

In the original model workers balance their desire for income and time off ie labour and 

leisure, with the assumption that all unscheduled absence att racts no pay. The model 

was modified for workers who are entitled to paid sick leave. 

The modified model predicts that absences will increase when: 

. the standard hours of work in a week increases 

. non-labour income increases 

. the wage rate ri ses 

. there is an increase in the rate at which sick leave is paid (Preston 1994: 11) 

This model addresses the present income effects of absence (Drago & Wooden 1992: 

766). 

Overtime is seen by some workers as a substitute for absence, and, when sick leave is 

paid such a substitution is financially rewarding (Wooden & Drago 1994 : 89). 

For people already working a lot of overtime an increase in overtime will increase 

absence. People with some opportunity for overtime will have Jess absence than those 

with none (Kenyon & Dawkins as cited in Drago & Wooden 1992 : 766). 
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Applicability in the NT 

Anecdotal evidence states that the absence rate for custodial officers increased after 

the determinations in 199 1. The impact of the 34% or 25% consolidated allowances 

then meant that the rate at which sick leave was paid increased. Prior to 199 1 only 

certain jobs attracted some allowances such as kitchen duty. The consolidated 

allowance meant that all jobs attracted a component of the special allowances. Hence, 

the wage rate in fact increased. 

The allowance changes increased both the wage rate and sick leave rates. In 

accordance with the model, custodial officers could increase their leisure time ie be 

absent more often, as well as being financially better oiT in doing so than beforehand. 

A few years ago custodial officers were asked whether they would trade their rostered 

day off each month for a $5000 salary increase The oflicers did not feel the monetary 

reward sufficient so refused the offer. Perhaps the absence rate may have been even 

higher ifthis had been accepted as the standard hours of work in a week would have 

increased. 

Management has indicated that absenteeism becomes self-fulfi lli ng ie officers work a 

lot of overtime to cover the absence of others then get exhausted and take an absence. 
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Efficiency Wage Theory 

When the rate of pay is set above the market clearing wage then unemployment is 

created as there will be more people who desire the jobs than there are positions This 

induces greater work effort especially when the higher wages are combined with higher 

levels of trust and less supervision. As well , the workers support the expectation that 

they should attend work regularly (Preston 1994: I I). 

Firms offering higher wages are able to attract employees who are generally 

predisposed to high performance levels, and, by extension, low absence rates (Drago & 

Wooden 1992 : 765). 

Applicability in tire NT 

Custodial officer advertisements do not advertise the allowances and so the wage rate 

appears lower than it actually is. Recent recruit courses have not attracted the same 

application rate as in the past. This suggests that the rate of pay is not sufficient for 

custodial officers to feel that they have to put in more effort to retain their jobs due to 

the availability of replacement staff. 

Also, the prisons are not currently operating under case management so the custodial 

work is ' turn-key ' . The work is of a routine nature wi th a lot of boredom (work 

underload). The custodial officers have few opportunities to make decisions etc (lack 

autonomy) and so they do not have a high expectation that they should attend work 

regularly. 
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Work discipline model of efficiency wage theory 

The cost of monitoring all worker behaviour is prohibitive and inefficient so an 

employer must monitor it selectively or imperfectly imposing threats when absences 

exceed a given number per period. This means that the employee must decide on how 

much voluntary absence to engage in. Workers then weigh up the probability of the 

penalty of being actually incurred against the utility of extra leisure time. 

The theory predicts that absence will increase when: 

. alternative employment opportunities improve 

. income from non-work sources increases 

The theory predicts that absence will decrease when: 

. wages increase or working conditions improve 

. critical level above which penalties occur decreases (Preston 1994: 12) 

This model is not theoretically inconsistent wi th the Labour Leisure one as it addresses 

future income affects on absence (Drago & Woden 1992:766). 

Applicability in the NT 

Any sick leave or other leave taken within the en titlement is paid. If an officer retires 

or resigns then there is no financial gain in leaving the job with accmed sick leave as it 

is not paid out. Officers, like many other people adopt a 'she' ll be right attitude ' and 

see no reason to store sick leave up for an unexpected long illness, accident or 

operation in the future. Custodial officers see sick leave as an entitlement that should 
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be used, in part to maximise their leisure time. A critical level only occurs when sick 

leave runs out and leave without pay must be used which imposes a financial penalty. 

There could be other critical levels set above which penalties occur. At times officers 

have been told that they are not getting higher duties due to their absence behaviour 

both current and when they were last on higher duties . Rather than the officers seeing 

this as a policy being fo llowed they interpret it as victimisation so there is less chance 

of others getting the right message. 

In Victorian prisons an attempt has been made to reward those officers with good 

attendance records with overtime in the first instance Problems are seen with this 

approach as genuinely ill officers are discriminated against. Also, on weekend and night 

shifts the Chief Prison Officer could not be aware of officer's attendance records as it 

is confidential. 

At Darwin Prison, after officers have been absen t on more than I 0 occasions in a year 

they are written to and their situation discussed with the Superintendent. In the past, 

emergency leave could only be approved by talking to the Superintendent before hand. 

These strategies should help reduce absenteeism as officers would feel it was more 

difficult to get away with a discretionary absence. 

There are alternative employment opportunities in the NT as the economy has 

improved. The turnover rate has increased. However, the high negativity of prison 

officers will make them less likely to seek alternative employment. 
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Absence culture 

Many studies have had difficulty getting information on absence culture (Preston I 990: 

6). 

'Absence culture describes a process that exists at an af!gregate !eJ•e/ 

(eg group , departmental, organisational) that il?flueJu.:es members' 

absence pattems (an individual/eJ•e/ phenomenon) · 

Mathieu & Kohler ( 1990: 2 I 7) 

Mathieu and Kohler ( 1990: 2 I 7) have shown that absenteeism occurs within the 

guidelines and norms developed by a particular culture 

Workgroup cohesion leads to low absence when job sati sfaction is high but to high 

absence when job satisfaction is low (Drago & Wooden 1992: 776) 

Workgroup cohesion is strong when workers are loyal to each other ie horizontal 

loyalty. When this is strong absence norms, be they high or low are enforced. Low 

absence norms need the loyalty of workers to the fi rm ie cooperative vertical loyalty 

(Drago & Wooden I 992 : 767). 

The theory of absence culture is a cross-level one. That is, the constructs at one level 

influence the variables on a different level. It has been found that absence culture 

influences the period a worker is away for rather than the number of absence events 

(Mathieu & Kohler 1990: 2 19). 
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'The practical importance to a .firm qf its managerial strategies 

and policies affecting job sati.~faction seems apparent, Kil'ellthe 

two-edged nature of ll'orkgroup cohesion, whtch can he del'eloped 

and employed to reduce, but which othetwise! will increase absence'. 

(Drago & Wooden 1992: 777) 

Applicability in tlte NT 

There is talk of a hidden roster amongst custodial o11icers. Given the rostering 

arrangements and low coworker support this is unlikely to exist. 

However, there is a very strong absence culture. 011icers not using their sick leave 

entitlement are considered a bit foolish. Group pressure may be applied to individuals 

to conform with this line ofthought. 

There is little vertical loyalty, management are considered on the other side. Officers 

complain about the difficulty of getting hold of some !lead Office staff on a Friday 

afternoon. They feel that management should take some of the blame for creating an 

absence culture where people are away or late for not va lid reasons. 

To avoid detection of voluntary or discretionary absence then officers need to be away 

the acceptable duration of time. For example. if most people are away fo r a week when 

they have the flu, then a person who is taking a voluntary absence and saying it was the 

flu should be away a week. 
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STRATEGIES TO MANAGE ATTENDANCE 

Existence of a problem 

A number of staff stated that the researcher had come to the right place to study 

absenteeism. As already stated, there is a high level of absenteeism in custodial 

operations. With over 75% of these absences being of one or two days duration many 

are possibly avoidable. The number could be reduced by management initiatives. 

Causes of the problem 

There needs to be acceptance of the causes of the problem in order to be able to come 

up with strategies. Discussions with management about the causes revealed the same 

ones as the questionnaire did. Below is the vocabulary management used to describe 

the causes. 

Autonomy 

Routinisation 

Absence Management 

Tension with management over needs, budget and 

planning 

Routine work 

'Turn-key' 

Need for job enrichment and more meaningful work 
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Role ambiguity 

Work underload 

Hours satisfaction 

Promotional opportunity 

Absence Management 

Communication breakdown 

Uncertain future 

Prison officers have not been consulted enough on the 

move to case management and could feel threatened 

Too much focus on who to blame when things go wrong 

Boredom 

Mundane 

Waiting for things to happen and go wrong 

Shiftwork with innexibility in rosters, 

Absences are self-fulfilli ng after overtime 

Spending patterns commit officers to working overtime 

Impact of the consol idated allowances created a monster 

Officers now prefer to work Monday - Friday 

Limited promot ional opportunities 

Some officers lack education qualifications 

Some officers are overlooked 

50% of prison officers do not want to be senior prison 

officers. 

Too much time spent on higher dut ies 
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Job hazards 

Negative affectivity 

Mental health 

Absence Management 

Overcrowding in prisons 

Staff shortages 

Antiquated and draconian rabbit warren at Alice Springs 

Gaol 

Officers need to watch their backs when dealing with 

scum of the earth 

Officers do not need to watch their backs closely as 

most prisoners are pretty docile 

Cynical of management 

Absence gives stress relief 

Need to ensure recreation leave entitlement is used each 

year 

Officers are less tolerant in the Wet and absent more 

Too long as an omcer and you are cannon fodder 

Officers can develop an unhealthy aflinity wi th prisoners 

The job changes you and affects your home life 

Officers become more insular 

Officers become quasi-legalistic 
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Absence culture 

Union loyalty 

Absence permissiveness 

Sick leave seen as an entit lement or right by officers 

Could be a hidden roster 

Officers take a day off rather than a few hours to take a 

sick child to the doctor 

Officers won' t dob in a mate 

Hardened attitude of both association and management 

A lot of the union executive are good blokes 

Union is industrially active 

Unions make suggestions but nothing concrete 

There is a mutual distrust between management & 

umons 

Too much accrual of sick leave is allowed 

Cannot take action on second job or sporting clash 

unless it is seen wi th your own eyes. 

Imagine the executi ve see absenteeism is a problem with 

a low priority 

Trying to improve things in stages 

Universal agreement was neither sought nor found on the above The one ext ra cause 

management felt strongly about that was not signi ficant in the questionnaires was 

External responsibilities. Marriage breakdowns, sporting commitments, the 

snowballing effect of extra curricula activities and second jobs were all mentioned. 
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Evaluation of current approaches 

0 Interview with Superintendent after 10 days absence in year 

It is too early to say whether this approach is making a difference. Officers are given a 

copy ofleave taken so they can confirm leave has been recorded correctly. Anecdotal 

evidence suggests that this has been a good starting point. 

o Superintendent personally notified when emergency leave is needed 

This had been happening at Gunn Point. 

0 Awareness of the high users of sick leave 

Some have been asked to try and find a solution to their clashes between work and 

other activities. The onus is out back on the ofll cer to act in a responsible manner. 

Prior absence is said to be the most efficient predictor of present absence (Preston 

1990: 11 ) . 

0 Overtime restricted after sick leave 

The researcher has no first hand knowledge of this at Dar\.vin Correctional Centre. 

The current approaches are not uniform across all correctional centres. The first three 

approaches deter absenteeism whilst the last rewards good attendance. 
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Development of an attendance policy 

This is best done in conjunction with management and employees. It needs the 

commitment of all parties and at all levels if it is to succeed . It should include: 

0 Clear statement of acceptable and unacceptable behaviour 

This should mention who the po licy applies to and who administers it. It needs to be 

kept up to date and be well circulated. 

0 Clear statement of the absence procedures to follow 

It should mention who must be notified if you are to be absent and what types of 

follow up will be done. The timing of the foll ow up is vital (Wooden & Drago 

1994:11 9}. 

'(Follow ups) show absence is noticed and thot tht! SllfJI!I'\';,mr is 

genuinely concem ed about the pmhlem und the lt'e(/( rre fd' the 

employee' (Deery 1994: 163) 

0 Show the relevance of good attendance 

State that attendance is an important part of performance appraisals (Preston 1990: 6}, 

in particular it can indicate how reliable an officer is. Good attendance could improve 

chances of promotion and getting overtime. 
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Training 

'To gain support and commitment to aflendanc:e management 

programs, the literature suggests that there is a need.for all 

staff to be fully educated in the extent, nature and cost <d' 

non-attendance, together with the pmhahle muses and 

treatment options ' (Dept of Industrial Relations 1994: 9) 

It is important to be proactive rather than reactive in the management of absence 

(Erwin & Iverson 1993: 18). 

Better communication and people management skill s are often needed in the 

supervisors. These people also need to be able to recognise ' avoidance behaviour' 

associated with stress so the appropriate action is taken. As stated earlier, absence can 

provide relief from stress and stop more serious problems developing. 

Training is also needed to improve employee morale and reduce stress. 

Smith ( 1988: 97) found the strengths of prisons wi th high morale to be 

0 officers believe prison has a reputation for finn but fair discipline 

0 sense of humour displayed even at difficult times 

0 senior ranks perceived as sett ing a good example 

0 officers feel professionally competent 

0 experienced officers are involved in policy formulation 

0 officers consider their colleagues dedicated and respected 
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0 officers are encouraged by supervisors 

0 officers have confidence in supervisory backup 

0 officers are physically fit , especially the experienced ones 

0 officers have a clear understanding of their role 

Work practices 

The aim is to promote a culture of partnership, responsibi lity and trust. The relevant 

work practices to change at the Department could include 

0 Expand the scope of the job, less routinisation and more autonomy so officers feel 

more involved. This would happen if case management is introduced more widely. 

0 Provide more flexibility with the rosters and use discretion in the management of 

short term absences from work eg encourage absences of a few hours rather than a 

whole day for essential business. 

0 Make it easier to get small amounts of recreation leave approved at short notice. 

0 Encourage the use of the full entitlement of recreat ion leave each year. 
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Monitor progress 

Progress should be monitored by a joint management, union and employee team for 

maximum effectiveness. This approach will make it more likely that the attendance 

culture is changed. Monitoring progress should include: 

0 Determining absence rates over periods of time. The new PIPS report Leave 

Survey Report (2189) could be useful 

0 Circulate the figures so officers are aware of the situation. 

0 Determine benchmarks so that goals for attendance behaviour can be set. The focus 

should be on continuous improvement in attendance levels (Erwin & Iverson 1993 : 

22) 

0 Provide recognition for good attendance at individual/team/branch levels. This is 

considered very important. It could take the form of public notification or unused 

leave paid out. 

0 Provide incentives for working at weekends. People in custodial services are in a 

unique position of being used to finding non-financial rewards and punishments to 

influence prisoner behaviour. Extension of this to officers means it should be 

possible to find non monetary incentives 

0 Make it clear how much weekend work will be expected. 
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RECOMMENDATIONS 

1. Review use of PIPS so attendance can be monitored. 

This could include: 

0 confirming the number of hours are defined correctly for each officer 

0 seeing ifthe coding structure for designations can be rank related 

0 consider use of the Rosters package 

0 access to PIPS allowed in the Rosters areas 

0 attendance at User Group meetings The weekend problem on Leave summary 

report 2158 could be raised as an agenda item 

0 consider running the Leave Analysis Report when it becomes available. 

2. Make the Determinations more specific so there is accou ntability 

At present officers should be rostered off two weekends out of four where 

practicable. This term is vague and subjective If the conditions under which 

weekends off were more precise then it would be easier to determine whether both the 

officers and management were keeping their sides of the bargain. 
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3. Increase level of awareness and appreciat ion of each other 

'There is a c1ying need for mutual awareness and appreciation among 

all officers for the importance of eachjoh and le1·el l?{ re.vJOnsihility 

in fostering effective team work· ( Smith 1988: 22) 

Management and custodial officers are both needed in Custodial operations. 

4. Review rosters to see if they can be more user friendly 

It is paramount that custodial centres are manned at the required levels. To do this 

rosters are needed. It should be possible to allow more flexibility in them, especially in 

getting a few hours off. 

5. Encourage full entitlement of recreation leave to be used 

Recreation leave gives officers a mental and physical break from work . It is effective in 

reducing job related stress. Officers should be encouraged to use their recreation leave 

entitlement each year. 
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6. Improve the morale of custodial officers 

Higher morale in custodial officers would mean that job satisfaction would increase 

with less absenteeism. This would take time to achieve. It would be helped by 

improved communication within the Department . Refresher courses for officers could 

be useful, especially ifthey could learn to recognise symptoms of stress. It has been 

found that exercise programs are also beneficial, especially for the older less fit 

officers. These could be run partly in work time and part ly after hours . 

7. Implement a strategy to manage attendance 

An approach to developing a strategy to manage attendance is given in the preceding 

chapter. Commitment is needed at all levels if this is to succeed The same procedures 

should apply at every custodial centre. 
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CHAPTER FOUR 

REFLECTIONS ON THE 

PROCESS AND TASK 
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THE PROCESS 

During my MBA orientation in 1993 I was asked what I expected my main problem to 

be and I had said it would be finding a dissertation topic. The reasons were two fold. 

Firstly, I'd imagined the topic needed to be one that covered all aspects of the course. 

Secondly, I was not sure whether I'd be allowed to do a work related one. 

Two years later, in March 1995 I approached two senior people at work. (I was aware 

that a work colleague had not been allowed to do her dissertation on implementing the 

Equal Employment Opportunity program as the CEO felt there would be a conflict of 

priorities.) The first person said that dissertation was a big word and he 'd have to look 

it up in the dictionary. 

The second person appeared more receptive and asked what ideas I had. I mentioned 

twelve broad topics including Human Resource Management issues (turnover, 

morale), Information Technology issues (use of end user computing) and business 

issues (client perceptions, market segmentation). Unfortunately these topics were 

dismissed as too political, inappropriate for a member of staff or not considered a 

problem. I was told not to feel disheartened but to cont inue suggesting things. 

When I saw a notice at the NT University asking for expressions of interest in a study 

of absenteeism in the NT Department of Correctional Services 1 was interested. Two 

other students were also interested but changed their minds when they realised they 

would not be paid for the consultancy work . 
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I met the Director Human Resource Management at the Department of Correctional 

Services in June 95 and I was determined to make a good impression. Signing the 

contract did not present any problems to me as I felt it bound both sides. I was eager 

to please, naive and inexperienced. 

I am very thankful to have had an experienced supervisor whose guidance stopped me 

from embarking on a causal study that I had no chance of completing. On the other 

hand he also let me discover many pitfalls for myself Experiential learning is very 

powerful. 

A causal study appealed to me because it was being used in the latest Australian 

research on absenteeism. It had seemed straight forward. My supervisor pointed out 

just how much work went into causal studies and cHen teams of people were involved. 

I came to realise that I would be trying to include too many independent variables. As 

well, there would be difficulty in having accurate figures for the dependent variable, 

absenteeism. I would not have access to the statistical packages such as LISREL. 

Problems could be encountered in designing questions to accurately test the variables. 

My disappointment turned to relief as my work continued. I consulted Dr R. D. 

Iverson ofthe University of Melbourne and he said that he felt the qualitative work 

was just as important as the quantitative. I began to realise that my work as an 

exploratory study into the causes of absenteeism would be a major achievement in 

itself. 
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I approached the work by first reading about absenteeism. The work of Preston ( 1994) 

was particularly relevant as she had summarised all the theories. At first the 

significance of some of the statements made in the literature were not appreciated. 

Over time I realised how applicable many were, especially Negative Affectivity. Some 

of the economic theories seemed very obvious, but maybe they are only obvious to 

academics. For example, at the Department of Correctional Services the consolidated 

allowance for custodial officers was introduced. This increased the rate at which sick 

pay was paid, which the theory states will increase absence, but it had been coupled 

with an assurance that less sick leave would be used 

Next I held interviews with the Head Office staff and senior management at the 

prisons. On the whole the Head Office staff, many with no personal custodial 

experience had a low opinion of custodial officers They saw them as people with a 

strong economic self interest. People, who were whingers and out for all they could 

get, with too much power, an easy job, well paid and low skill levels. In management 's 

view, some were working a hidden roster to maximise leisure time and overtime. 

I had no reason not to believe management and determining how I could confirm the 

existence of a hidden roster was uppermost in my mind . Senior prison management, all 

of whom had come up through the ranks had more sympathy for the custodial officers. 

But during these interviews I was reminded they were telling me things in confidence 

and I felt they were prepared to toe the management li ne. My introduction to the 

organisational culture had begun. 
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By the time I met some custodial officers I was actually surprised at how decent they 

seemed. They looked smart in their uniforms and took pride in their work. I did feel 

that they were on their best behaviour and no-one swore. I could feel them watching 

me as I toured the. facilities. When told that I didn ' t seem scared or shocked like the 

enterprise bargaining lady had I took this as a compliment. 

Being a student seemed to work in my favour and a number of officers wished me well 

in my studies. Two officers asked me what the real agenda was and that the 

information would be safe with them. It took me by surprise but all I could state were 

the basic facts. 

After meeting the custodial officers I felt that my initial view was doing them a 

disservice. I felt guilty but confused. It was then that I read more literature on prisons 

and I found that some other academics were also sympathetic. It made me realise that 

prison work does change people. The danger of assault, irregular hours and needing to 

treat prisoners the same, regardless of their crime do take their toll . 

I then felt that Head Office had a McGregor's Theory X view ofthe custodial officers. 

That is, they saw the officers as inherently lazy and not cooperative who needed to be 

motivated and controlled by management (Schein 199 1 :99). 
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My initial expectations about the consultancy were 

0 fi lled with a strong desire to accurately state the factors contributing to 

absenteeism 

0 considered the resultant report would be of value to the Department 

0 prepared to do a lot of the leg work 

0 direction from the Department on who I should interview 

0 given details of prior work done by Department 

0 accurate absence figures would be readily available 

0 regular contact with the Department on my progress 

0 payment of expenses would be st raight forward. 

My desire to give an accurate report and the freedom I had in determining the factors 

contributing to absenteeism meant that I went into overkill mode. I felt reluctant to 

leave any variable out in case I missed an important one 

I'd been told that the computerised personnel system could provide all the absence 

figures. Initially the leg work I expected to do was collating them a little differently and 

producing spreadsheets. Many problems arose when l needed to determine absence 

frequency. I had come to the realisation that I could not rely on anyone at the 

Department giving me the summarised material. ln fact if someone had I would have 

been sceptical as so many ofthe figures and other information I'd received had been 

contradictory. 
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I had not expected that I would have to determine how the absence data would need to 

be extracted. Nor had I expected to find that the figures were under reporting 

absences. In hindsight my involvement and detection of the error in the computer 

report will now mean the problem will be fixed but the work was very, very time 

consummg. 

It is debatable whether this problem solving work was outside the scope of the 

consultancy. I had mentioned the difficulties I was encountering to management but 

they did not seem unduly concerned. I felt I had no choice but to contact NT Treasury 

to find out whether the report problem was genuine or a processing problem at the 

Department. 

In talking to Treasury I found they had a very low opin ion of the amount of time and 

effort the Department had put into using the personnel system. The Department had 

been directed to use it and seemed to use it reluctantl y and in a limited way. 

Even though the absences were under reported there was still a high absence rate 

amongst custodial officers. I felt uncomfortable about putting together Appendix A 

knowing the situation was worse than it appeared but it was the best I could do. I was 

very reluctant to draw many conclusions from the fi gures. 

Initially I had planned to also get the absence figures for July - September 95 and 

extrapolate for the year. This is the period when there was a new CEO and a lot of 

industrial unrest at all three prisons over transport, stalling levels, overcrowding and 
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allowances. From another source I was aware that the absence rate at the AJice 

Springs centres was 9.9% in August 95 increasing from 6.2% for the whole of 94/95. 

I felt if I did this I would be opening up another can of worms Similarly, I had planned 

to look at overtime figures but I couldn ' t face finding more problems 

In fact I got to the stage of feel ing uncomfortable about contacting the department. 

The people always seemed so busy and I felt a nu isance. In fact they were the ones 

causing the problems in that they: 

0 kept running reports with the wrong parameters 

0 missed pages when photocopying the determinations 

0 took over two months to pay my expenses to AJice Springs 

0 were unaware ofjust what literature they had (they have no librarian) 

I tried not to dwell on the problems as I did not want to feel negative about the 

Department . When I was sent the latest annual report without asking for it I fe lt 

overjoyed which was an over reaction. These problems did make me wonder how 

much the report would be valued and whether a paid consultant would have been 

treated the same. 

I was free to look up any literature or reports I liked . Somehow I was expected to 

know what I wanted which was all but impossible. In fact I was to ld they had little 

material because it was better to learn on the job There was no organisation chart as 

the new CEO was restructuring. Again I was expected to know just who I wanted to 

see. In the end I got most of my material through other sources and l guessed who I 
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should talk to. They kept reminding me that I was preparing an independent report so 

they did not want to influence me. I was gullible and believed this at fi rst but I feel they 

were saving themselves work. It was not very satisfactory but I did not wish to show 

my displeasure. 

As my work had had to receive executive approval. 1 had assumed that management 

would ' sell' the importance of this work to others but this was not the case. After my 

suggestion a few paragraphs were sent to each Superintendent advising them that I 

would be in touch. I feel that I was left to do most of the groundwork and found 

myself apologising for Head Office. I felt obliged to do this else lack of cooperation 

could have hindered by ability to produce any repori . Inside I felt upset and alone. The 

worst part was apologising to the Association about not attending a meeting that Head 

Office had not even informed me of I later found out that they had assumed I'd be too 

busy to go. I did not want to complain to others about Head Office as my contract was 

with them and this would have seemed disloya l. 

I strongly feel that more direct involvement by management would have given me 

more credibility and authority. It did make me wonder why on earth they wanted this 

report done. It was difficult in Alice Springs as at that stage management would not 

state whether the Associations would be ab le to see any of my report . Eventually the 

Association was given verbal assurance that they could see the Questionnaire results 

and the Recommendation sections. When I mentioned this to a member of the 

executive he said that the Association had had a cheek even asking and that he hoped 

that management had told them to jump in the lake. lf the Association wanted a report 
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then they could commission their own just as Head Office had done. It was very likely 

that my report would be used against the custodial officers. These comments made me 

feel sick but I felt I could not make an issue of it or tell people. I felt that 1 was being 

used. 

I imagine the Department's expectations of involving me were: 

0 opportunity to get something for free 

0 relieve them of some work 

0 show up the lack of progress by the Absenteeism Monitoring Committee 

0 help them in tackling the problem. 

I know the Department had inquired about a paid Consultancy but had not agreed to it. 

They had heard that good research could be done through the T University. 

It was obvious that there was some pressure on management to address absenteeism. I 

was never clear just whose court the problem lay in. I was involved with HRM but the 

Absenteeism Monitoring Committee had not had HRM people on it but someone from 

the Health area. There appeared to be ill feeling between the two areas but it was never 

directly stated. 

The main difficulty I encountered at the prisons was getting information on the 

manning levels. My interest was to find out how many people had to be away before it 

impacted and to understand the shift rotations. My inquiries were viewed very 
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suspiciously and it appeared there never was a typical day. I think it was felt that I may 

suggest different ratios. This had never been my intent ion because the issue is a very 

complex one. I gave up trying to get a copy of the Darwin Correctional Centre roster. 

During the interviews I was surprised by the number of similes used. For example, long 

tenured custodial officers were cattle fodder, prisoners were the scum of the earth and 

inquiries into why people were away were from the spy in the sky. I think the 

stereotypes associated with these helped people cope. 

Some of the questionnaire responses referred to problems with particular named 

people. I felt I could not directly refer to this as it would be a breach of confidentiality. 

The rosters people were named several times and the inference was that they showed 

favouritism. My own opinion was that it is the rosters people who have to knock back 

leave and they are resented. The same people ask again and again for a Saturday off. 

However, Smith's ( 1988 : 55) study in NSW found too many alleged incidences of 

roster clerks favouring their mates makes me doubt my conclusion. 

Many Alice Springs officers complained about the acting Superintendent at the old 

gaol being incompetent. I could understand their concerns as he had not impressed me. 

However, I felt I really knew little of the situation and should not be jumping to 

conclusions. Instead I made a positive comment and mentioned in my report how much 

respect officers had for the two General Managers. 
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My talks with the Associations made it sound like there was a lot of industrial unrest. 

This seemed to contradict the annual report which spoke of good relations and a 

consultative approach. When 1 queried this with the Associations they agreed that 

things had only deteriorated since the new CEO' s appointment in July. I'm glad I did 

not make too much of this in the report. When I phoned the Association in early 

December to say I had given my report to the CEO they said that relations were 

beginning to improve again after someone had stepped in to mediate. 

The moves to privatisation in other parts of Australia seemed particularly pert inent to 

include in my report . I deliberately did not ask anyone in Head Office about plans for 

the NT in case I was told the subject was out of bounds. 

My report was handed to the CEO the day before two prisoners escaped from Darwin 

Correctional Centre in December 1995. During the twelve days of searching I felt that 

this crisis had the capacity to improve or fu rther deteriorate relations between 

management and custodial officers. I feel it will be some months before I receive any 

feedback . In January 1996 the Department did acknowledge receiving the report. 
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REFLECTIONS ON WHAT I LEARNED 

The work on my dissertation has been more involved than I expected but very valuable 

and personally rewarding. 

The main things I feel I have learned are: 

0 Try and understand the problem better before committing yourself. Possibly 

talk to more than one person in the organisation. 

0 Make the contract terms more specific. Be careful of committ ing yourself to 

things like extensive literature reviews. 

0 Discuss the expectations that both parties have of each other . This is 

particularly important as people tend to judge things by what they had expected. 

0 Be clear about what assistance the organisation will give. 

0 Think about the power relationship between yourself and the organisation. 

This will help you realise why things ha ppen in the manner that they do. 

0 Renegotiate the contract when you find there is more involved or less 

assistance than had been expected. 

0 Decide on how to analyse questionnaires before designing them. This will 

ensure that they test the variables and there will be less work to be done. 
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0 Be more proactive in obtaining a good response to questionnaires. State to the 

organisation how important this is and enlist their support . If appropriate have 

special time allocated in which the questionnaires are filled out 

0 Remember that some of the issues you may be worrying about a re things for 

your client to decide. 

0 Be careful in assuming too many things. 

0 Involve yourself in the quality control phase for the important parts of your 

work. For example, the Department photocopied and di stri buted the questionnaires. 

It was only when I received some returned ones that I realised that the pages had 

not been properly aligned and the depart mental envelopes had been used rather than 

blank ones as I had requested. 

0 Listen to the advice you are given from experienced people. 
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ORGANISATIONAL CULTURE 

'Organisational culture are the basic.: assumptions and beliefs that are 

shared by members of an o1ganisation that OIJera/e 1/lu.:onsc.:iously .. . (they) 

are learned responses to a groups · problems (?( survival in its external 

environment and its problems C?f i111anal intef(l·ation · (Schein 199 1: 6). 

As these shared values persist over time and they are invisible to those within the 

organisation they are very difficult to change (Kotter 1992: 5). They are more 

noticeable to an outsider. Although I was not directly trying to understand the culture I 

feel that many oftheir values became apparent to me. 

Guarded defensiveness 

There is a strong desire to be defensive and suppress criticism at both the individual 

and departmental level. Individuals protect themselves from blame by shredding, 

misplacing or generalising in written material. This way of covering your backside is 

done partly to conceal lack of knowledge. 

During the recent manhunt it was only the Minister who spoke to the press. When he 

referred the matter on to the CEO the comment from the CEO was that the matter was 

now with the Police. 

Public comments made by the former CEO have been upsett ing to management. They 

feel he has stepped out of line and should have enough sense to keep quiet. 
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As already noted it is not clear who will see my report Similarly, the press have been 

calling for the forthcoming report on the escape to be made public. 

Keep your distance 

Custodial officers are to keep their distance from prisoners. When the Chief 

Superintendent in Alice Springs resigned in July 1995 the paper quoted him as saying 

'I enjoy a good relationship with many prisoners' (Sunday Territorian 9 July 1995 : 

9). A person in Head Office told me that he should have been more careful and that a 

statement like that was asking for trouble. If there was a future crisis then this person 

would be a suspect as he had appeared ' friendly ' with prisoners. 

Similarly, Head Office keep their distance from the custodial officers. This is in part 

because they feel more superior and dedicated. However, they like to appear united 

and all on the one team. The main wording I had to change on the questionnaire's 

covering letter were the words 'Head Office ' to ' management' . It was felt that this was 

building a rift . 

It was important to be seen to be doing the right thing especially visiting officers in 

hospital. When the third person in Head Office told me about their visits with flowers I 

sounded a little surprised and was promptly told that this person went by choice but it 

was part of the other peoples' duties. 
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Outsiders do not understand 

There was a strong feeling that outsiders do not understand them because this 

Department is so unique. The Kidston report was recently done on security at the new 

Alice Springs Correctional Centre. I heard at a meeting that some of his 

recommendations could be discounted as he had not really appreciated the 

environment and problems. The same will no doubt be said of this report . 

Management feel that you have to learn on the job, not from literature. Custodial 

officers have more time for managers that have come up through the ranks. 

Similarly, the main reason manual roster systems are used is that it is felt that no 

automated one could cope with the complexities of their 240 odd shift workers! 

Large power distance 

I found this applied to me and I felt 1 was constantly told only what I needed to know. 

The new CEO is considered a political appointment whose main aim is to cut the 

budget. He is an unknown quantity and staff do not like to rock the boat and want to 

protect themselves. Many staff were not sure what their new duties were to be. 

I was also surprised by four senior people telling me things they would deny if asked 

to confirm. Such things included too many professional public servants in management, 

more consideration should be given to the officers needs, the atti tude of both the 

Associations and management needed to soften, officers had been known to provoke 
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prisoners due to boredom and stress and they were aware that on officer on workers 

compensation had a paid coaching job. 

Authoritarian 

A male dominated authoritarian culture exists in prisons. Many of the officers had been 

in the armed services. At least six officers with this background made a point of telling 

me that they had killed people in the line of duty. I thought it wasn' t relevant for me to 

know this but I wondered if it made the officers feel more important . There seemed to 

be a lot of underground resentment from the men of female officers. Females were 

seen as inferior due to lack of physical strength. Others sa id the females gave as good 

as they got. 

FURTHER RESEARCH 

My work has hypothesised what could influence absenteeism I feel the main problem 

areas are: 

0 lack of appreciation on both sides 

0 negativism 

0 no incentives to keep sick leave. 

The lack of appreciation is tied up with lack of communication and a McGregor 

Theory X - style of management. In theory this should change under case management 

but management will have to consciously try to improve the situation. 
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There is a lot of scope to look further at negativism and determine whether it is 

induced by the type of work. One starting point could be to examine the psychological 

assessment given at appointment time ie 'before work stage ' . If it is appropriate 

another one could be done now to see what change in opinions has happened. This is 

in line with the work of Williams ( 1983). 

I believe blue collar workers probably need a tinancial incentive to use less sick leave. 

The work itself is not fulfi ll ing enough. This would set a precedent but the current 

arrangement actually costs more as workers are away and overtime is paid to others. 

Job satisfaction did seem to have a big bearing on absenteeism I thought that another 

model could be developed based on Hertzberg 's motivators and demotivators. Our 

cross cultural work on the MBA course had indicated that the delineation between 

motivators and demotivators varied with cultures Similarly, I believe it varies with the 

culture of the worker eg blue collar. 
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PERSONNEL INFORMATION AND PAYROLL SYSTEM 

PIPS LEAVE SUMMARY 

Source is PIPS report number 2158 

Reports run during September and October 95 

LEGEND 
SUPP ,DSUP ,PIO Senior ranks in Custodial Officers Superintendent. Deputy Superintendent 

and Principal Industries Offi cer 

CIO, CPO 

SPO, PO 

ADMIN & OTHER 

Absence Management 

Middle ranks in Custodial Officer~ . Chief Industries Office r 

Chief Prison Offi cer 

Lower ranb in Custodial Officers . Senior Prison officer 

Prison Offi cer (includes thnse firs t cl ass and in training) 

Other peopk in the C'ustndial ranks. in Custodial Management 

this will indndc the Chief Superintendent 
In the custodiol centres this wi ll include the Senior Industries Officers 

and the administration staff 
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[ ALL CUSTODIAL OPERATIONS ---==--_;ij 

Pcl'iod .July 93 - .June 94 

SUPP, 
DSUP & Ct JST. AI>MIN & 

Classification PI O CIO CPO SPO PO TOTAL OTHER 

Uoscbedul d ab~nce 
Sick Leave - witb Cert. 258 .45 232.45 305.47 264 .52 1495.33 2556.22 361 .30 
Sick leave - w/o Cert. 14.70 99 .50 36.96 96.18 305.83 553.17 12.30 
Sick Leave w/o pay NT 4.51 1.60 15.30 26.91 48.32 

Total sick leave 273.15 336.46 344.03 376.00 1828.07 3157.71 373.60 
Emergency 0.06 20.31 20.69 35.07 119.35 195.48 
Bereavement 3.00 1.81 3.00 20.00 27.81 
Industrial action 
TOTAL unscheduled 273.21 359.77 366.53 414.07 1967.42 3381 .00 373.60 

Recreation & travel time 258 .18 1080.00 729 .13 1308.37 4038 .96 7414 .64 347.32 
Long ~rvice leave 68 .00 193.00 442.00 703.00 
Defence 15.00 10.00 10.00 10.00 45.00 
Lean witbout pay 2 .42 5.00 14.66 22 .08 
Otber miscellaneous 18.43 9.00 188.87 216.30 

Compensation 116.75 89 .00 54 .98 590.52 851.25 
TOTAL scheduled 258.18 1214.17 914.56 1580.35 5285.01 9252.27 347.32 

TOTAL LEAVE 531.39 1573.94 1281.09 1994.42 7252.43 12633.27 720.92 
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Classification 

Average no staff 
Number people in posn 

Absence rate 

Magnitude of tbe sick leave absences 

Minimum days off 
Maximum days off 

Aver~e days off 
Median days off 

Minimum no. absences 

Maximum no. absences 

Number of people with no absences 
No 1 day absence 

No 1 day abs w/o cert 
No 2 day absences 

No 2 day abs w/o cert 

No 3 - 5 day absences 
No 6-10 day abstoces 
No > 10 dJIIy absences 

Total oo. absences 

Percentage of 1 aod 2 day absences 

Absence frequtocy ra te 

Sick Leave Absence Severity rate 

Average emergency days off 

Average sick leave & emergucy 

Averace unscheduled leave 
Average scheduled leave 
Averace all leave 

Absence Management 

C :ALL_ CUSTOJ>JAL OPE~TIONS-===J='ll 

Pel'iud .July 93 - .J uue 94 

SUI'P, 
DSUP & 
PIO CIO Cl'O 

7 
10 

18.52% 

0 

43 
39.02 

2 

0 
7 

12 
9 
4 
1 
4 
6 
2 

28 

57 .14% 

4 .00 

9.76 

0 .01 

39.03 

39.03 
36.88 
75 .91 

28 17 
46 31 

6 .29% 11.12% 

0 
40 

12.02 
7 

0 
15 

5 
144 

82 
27 

3 
17 
10 

1 

199 

85.93% 

7.11 

1.69 

0.73 

12.74 

12.85 
43 .36 
56.21 
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0 
77 

20.24 
2 

0 
25 

7 
62 
39 
21 

3 
22 

7 
6 

118 

70.34% 

6.94 

2 .92 

1.22 

21.45 

21.56 
53.80 
75.36 

SPO 

35 
66 

5.84% 

0 
32 

10.74 
2 

0 
12 
12 

147 
113 

33 
1 

25 
7 
2 

21 4 

84.11% 

6 .11 

1.76 

1.00 

11 .74 

11 .83 
45.15 
56.98 

1'0 

137 
170 

6.87% 

0 
253 

13.34 

17 
19 

451 
325 
115 

10 
127 

32 
18 

743 

76.18% 

5 .42 

2.46 

0 .87 

14.21 

14 .36 
38.58 
52.94 

CliST. 
TOTAL 

224 
323 

7.31% 

0 
253 

14 .10 

0 
25 
44 

816 
568 
200 

18 
195 

62 
29 

1302 

78.03% 

5.81 

2.43 

0.87 

14.97 

15.09 
41 .30 
56.40 
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IC DARWIN CORRECTIONAL CENTRE -~ 
Pe•·it1d .Ju ly 93 -.June 94 

SUPP, 
DSUP& CUST. 

Classification PIO CIO CPO SPO PO TOTAL ADMIN 

Unscheduled absence 

Sick Leave - with Cut. 62 .35 108.47 228.24 135.54 684.47 1219.07 27.00 
Sick leave - w/o Cut. 4 .18 44 .06 26.13 47.45 156.70 278.52 3.00 
Sick Leave w/o pay NT 2 .51 1.60 4 .44 8.21 16.76 

Total sick leave 66 .53 155.04 255.97 187.43 849.38 1514.35 30.00 
Emergency 0.06 7.82 16.69 26 .07 83.28 133.92 
Bereavement 0.81 2 .00 10.00 12.81 
Industrial action 

TOTAL unscheduled 66.59 162.86 273.47 215.50 942.66 1661 .08 30.00 

Scheduled absen.ce 

Recreation & travel time 121 .00 585.00 482 .92 674.50 2461.36 4324.78 127.46 
LAing service leave 166.00 431.00 597.00 
Defence 10.00 10.00 10.00 30.00 

Leave without pay 0.33 9.66 9 .99 
Other miscellaneous 1.08 3.75 123.37 128.20 
Compensation 116.75 89.00 2 .00 231.89 439.64 

TOTAL scheduled 121.00 702.08 583.00 856.25 3267.28 5529.61 127.46 

TOTAL LEAVE 187.59 864.94 856.47 1071 .75 4209.94 7190.69 157.46 
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I! DARWIN CORRECTIONAL CENTRE 

l'cl"iud .July 93 - .J unc 94 

SUPP, 
DSUP& CUST. 

Classification PIO CIO CPO SPO PO TOTAL ADMIN 

Average no staff 3 12 11 19 82 127 5 
Number people in posn 4 18 19 32 101 174 

Absence rate 10.71% 7.17% 12.77% 5.60% 5.53% 6 .41 % 

Ma nitude or the sick leave absences 

Minimum days off 1 0 0 0 0 0 
Maximum days off 43 38 77 25 42 77 
Average days off 22 .18 12.92 23 .27 9 .86 10.36 11.92 
Median days off 12 9 4 4 6 5 

-
Minimum no. absences 1 0 0 0 0 0 
Maximum no . absences 7 15 25 12 13 25 
Number of persons with no absences 0 1 4 5 12 22 
No 1 day absence 6 68 48 78 232 432 

No 1 day a bs w/o cert 5 48 28 57 160 298 
No 2 day absences 2 16 18 17 79 132 

No 2 day abs w/o cert 0 1 3 0 6 10 
No 3 - S day absences 3 7 18 12 74 114 
No 6-10 day absences 3 4 6 3 16 32 
No > 10 day absences 2 1 3 2 7 15 
Total ao. of absences 16 96 93 112 408 725 

Percentage of 1 and 2 day absences 50.00% 87.50% 70.97% 84.82% 76.23% 77.79% 

Absence frequency rate 5.33 8.00 8 .45 5.89 4.98 5.71 

Sick Leave Absence Severity rate 4 .16 1.62 2 .75 1.67 2.08 2 .09 

Average emergency days off 0.02 0 .65 1.52 1.37 1.02 1.05 

Average sick leave & emergency 22.20 13.57 24 .79 11 .24 11.37 12.98 

Average unscheduled leave 22 .20 13 .57 24 .86 11 .34 11.50 13.08 
Average scheduled leave 40.33 58.51 53.00 45 .07 39.84 43 .54 

Average all leave 62 .53 72.08 77 .86 56.41 51 .34 56.62 
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----
LICE SPRINGS CORRECTIONAL CENTRE 

l'criud .July 93 - .l!!nc 94 
---

SUPP, 
DSUP& CUST. 

Classification PIO CIO CPO SPO PO TOTAL ADMIN 

23.80 52.98 38.38 77.98 726.86 920.00 16.90 
Sick leave - w/o Cut. 3 .82 22.71 6.93 37.73 128.71 199.90 2 .98 
Sick Leave w/o pay NT 2.00 6.23 17.70 25 .93 

Total sick leave 27 .62 77 .69 45.31 121 .94 873.27 1145.83 19.88 
Emergency 2.40 4 .00 8.00 28.63 43.03 
Bereavement 1.00 1.00 5.00 7.00 
l ndllStrial action 

TOTAL unscheduled 27.62 80.09 50.31 130.94 906.90 1195.86 19.88 

c edultd absence 

Recreation & travel time 73 .95 237 .00 150.77 528.52 1069.36 2059.60 123.00 
Long ~rvice leave 

Defence 

Leave without pay 1.09 5 .00 5.00 11.09 

O ther miscellaneollS 3.54 4 .75 1.50 9.79 

Compensation 42 .54 346.10 388.64 

TOTAL scheduled 73.95 238.09 154.31 580.81 1421.96 2469.12 123.00 

TOTAL LEAVE 101.57 318.18 204.62 71 1.75 2328.86 3664.98 142.88 
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Classification 

Average no stall 

Number people in posn 

Absence ra te 

Ma nitude of the sick leave absences 

Minimum days off 
Maximum days off 

Average days off 
Median days off 

Minimum no. absences 
Maximum no . absences 
No persons with no absences 

No I day absence 
No I day abs w/o cert 

No 2 day absences 
No 2 day abs w/o cert 

No 3 - S day absences 
No 6-10 day absences 

No > 10 day absences 

Total no. absences 

Percentage of 1 and 2 day absences 

Absence frequency rate 

Sick Leave Absence Severity ra te 

Anrate emergency days off 

Avera1e sick lean & emergency 

Anrate unscbeduled leave 
Anrate scbeduled leave 
Anrate a ll leave 

Absence Management 

~ LICE SPRINGS CORRECTIONAL CENTRE 
=..:.==::::;====:=!.! 

l'eriud .J uly 93 - .June~"---

DSUP& 
PIO CIO CP O SPO 

2 6 4 12 
4 14 9 24 

6 .55% 6.42% 6 .01 % 5.48% 

3 0 0 0 
9 28 24 23 

13.81 12.95 11 .33 10.16 
8 4 4 3 

0 0 0 
3 9 4 11 

0 2 2 4 

4 32 10 56 

2 4 7 45 

3 2 12 

0 0 1 

0 5 7 

3 3 2 

0 0 0 

8 43 15 77 

62.50% 81 .40% 80.00% 88.31% 

4 .00 7.17 3.75 6 .42 

3.45 1.81 3.02 1 .58 

0.00 0 .40 1.00 0.67 

13.81 13.35 12 .33 10.83 

13.81 13.35 12.58 10.91 

36.98 39.68 38.58 48 .40 

50.79 53 .03 51 .16 59.31 

Page 7 

P O 

41 

49 

10.38% 

0 
253 

21 .30 
8 

0 
17 
2 

192 
143 

32 

4 

40 
14 

10 

288 

77.78% 

7.02 

3.03 

0.70 

22.00 

22 .12 
34.68 
56.80 

CUST. 
TOTAL 

65 

100 

8.77% 

0 
253 

17.63 
7 

0 
17 
11 

294 
201 

50 

6 
53 
23 

11 
431 

79.81% 

6.63 

2.66 

0.66 

18.29 

18.40 
37.99 
56.38 
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Leave Summary Appendix A , 

IGNN POIN~ CO RRECfiONAL CEN1.:RE J 
l~er iucl _ _:!uly 93 - June 94 

SUPP, 
DSUP & CUST. 

Classification PIO CIO CPO SPO PO TOTAL ADMIN 

Unscheduled a~~rnce 
Sick Leave - with Cert. 6 .40 71 .00 38.85 51.00 84 .00 251 .25 98.00 
Sick leave - w/o Cert. 1.95 32.73 3.90 11 .00 20 .42 70.00 5.00 
Sick Leave w/o pay NT 4 .63 1.00 5.63 

Total sick leave 8.35 103.73 42.75 66.63 105 .42 326 .88 103.00 
Emergency 10.09 1.00 7.44 18.53 
Bereavement 3.00 5.00 8.00 
Industrial action 
TOTAL unscheduled 8 .35 116.82 42.75 67.63 117.86 353.41 103.00 

c eduled absence 
Recreation & travel time 12.70 258 .00 95.44 105.35 508.24 979.73 33.86 
Long service leave 68.00 27 .00 11 .00 106.00 
Defence 15.00 15.00 
Leave without pay 1.00 1.00 
Other miscellaneous 13.81 0.50 64 .00 78.31 
Compensation 10.44 12.53 22.97 

TOTAL scheduled 12.70 274.00 177.25 143.29 595.77 1203.01 33.86 

TOTAL LEAVE 21 .05 390.82 220.00 210.92 713.63 1556 .42 136.86 
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Leave Summary 

Classification 

Average no staff 
Number people in posn 

Absence rate 

Ma nitude of the sick leave absences 

Minimum days off 
Maximum days off 
Average days off 

Median days off 

Minimum no. absences 

Maximum no. absences 

Number of persons with no absences 
No l day absence 

No 1 day abs w/o cert 

No 2 day absences 

No 2 day abs w/o cer t 

No 3 - S day absences 

No 6-10 day absences 
No > 10 day absences 

Total no. absences 

Percentage of l and 2 day absences 

Absence frequency rate 

Sick Lean Absence Severity ra te 

Average emergency days off 

Average sick leave & emergency 

Average unscheduled leave 
Average scheduled leave 
Average aU leave 

Absence Management 

t!:r==G=--"liNN POI NT CORRECI'IONAL CENT~:::Jl 

SUPP, 
OSUP& 

Periud .Ju ly 93 - .June 94 

Appendix A, 

CUST. 
PIC CIO CPO SPO PO TOTAL ADMIN 

2 10 2 4 14 32 3 
2 14 3 10 20 49 

1.73% 5.30% 13.44% 7 .98% 4 .10% 5.26% 

0 
9 

4 .18 
5 

0 
4 
1 
2 
2 
1 
0 

1 
0 
0 
4 

75.00% 

2 .00 

2 .09 

0.00 

4 .18 

4 .18 
6 .35 

10.53 

0 
40 

10.37 
5 

0 
9 
2 

44 
30 

8 
2 
5 
3 
0 

60 

86.67% 

6 .00 

1.73 

1.01 

11.38 

11 .68 
27 .40 
39.08 
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2 
38 

21.38 
3 

2 
6 
0 
4 
4 

0 

3 
0 
2 

10 

50.00% 

5.00 

4.28 

0 00 

21 .38 

21.38 
88 .63 

110.00 

0 
32 

16.66 
3 

0 
9 
3 

13 
11 

4 
0 
6 
2 
0 

25 

68.00% 

6 .25 

2 .67 

0.25 

16.91 

16.91 
35.82 
52.73 

0 
26 

7.53 
3 

0 
7 
5 

27 
22 

4 
0 

13 
2 

47 

65.96% 

3.36 

2 .24 

0 .53 

8.06 

8.42 
42.56 
50.97 

0 
40 

10.22 
3 

0 
9 

11 
90 
69 
18 

2 
28 

7 
3 

146 

73.97% 

4.56 

2.24 

0.58 

10.79 

11.04 
37.59 
48 .64 



Leave Summary 

Classification 

Unscheduled absence 

Sick Leave - with Cert. 
Sick leave - w/o Cert. 
Sick Leave w/o pay NT 

Total sick leave 

Emergency 
Bereavement 
Industrial action 
TOTAL unscheduled 

Scheduled absence 

Recreation & travel time 
Long service leave 

Defence 

Leave without pay 
Other miscellaneous 

Compensation 

TOTAL scheduled 

TOTAL LEAVE 

Absence Management 

[ CUstODIAL MANAGEMENT 

SUPP, 
DSUP& 

Puind .T uly 93 - .T uuc 94 

PIO CIO CPO SPO PO 

165.90 

4.75 

170.65 

170.65 

50.53 

50.53 

221.18 
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CUST. 
TOTAL 

165.90 
4.75 

170.65 

170.65 

50.53 

50.53 

221.18 

Appendix~ 

ADMIN & 
OTHER 

219.40 
1.32 

220.72 

220.72 

63.00 

12.32 

167.00 

242.32 

463.04 



Leave Summary Appendix A. . 

[ ALL ClJSTODIAL_ OPERATIONS 

l,eriod .Jul 94 -June 95 

SUPP, 
DSUP& CUST. ADMIN & 

Classification PIO CIO CPO SPO PO TOTAL OTHER 

nscheduled absence 
Sick Leave - with Cert. 110.91 434 .51 248.14 277.01 1404.24 2474 .81 181 .92 
Sick leave - w/o Cert. 25 .11 77 .55 33.59 71.75 280 .45 488.45 18.39 
Sick Leave w/o pay NT 1.00 9.67 0 .00 7.64 45.22 63.53 1.00 

Total sick leave 137.02 521.73 281.73 356.40 1729.91 3026.79 103.07 
Emergency 4.88 24 .24 15.38 43.90 134.99 223.39 5.00 
Bereavement 0 .00 0.00 6 .00 14.00 3.00 23 .00 1.00 
Industrial action 1 01 2.17 1.19 0.00 0.00 4.37 0.00 
TOTAL unscheduled 142.91 548.14 304.30 414.30 1867.90 3277.55 109.07 

Scheduled absence 
Recrea tion & travel time 350.10 768.43 594.91 1415.16 3906.16 7034.76 135.54 
Long service leave 65.00 19.00 0 .00 105.00 429.00 618.00 23.96 
Defence 0.00 10 00 0.00 10.00 20 .00 40.00 
Leave without pay 0 .00 0 00 0.00 8.46 4 .18 12.64 
Other miscellaneous 1 .09 10.00 11.08 1.00 0 .00 23.17 
Compensation 5.00 224 .10 264.33 40.48 793 .24 1327.15 

TOTAL scheduled 421.19 1031.53 870.32 1580.10 5152.58 9055.72 159.50 

TOTAL LEAVE 564.10 1579.67 1174.62 1994.40 7020 .48 12333.27 268 .57 
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Leave Summary Appendix A 

L -- ALL CtiSTOUJAL OPERATIONS ::J 
--- Periud J uly 94 -.June 95 

SUPP, 
DSUP& CUST. ADMIN & 

Classification PIO CIO CPO SPO PO TOTAL OTHER 

Average no staff 10 27 17 31 147 232 
Number people in posn 19 52 38 79 163 351 

Absence rate 6.95% 9.69% 9.11 % 6.79% 5.98% 6 .77% 

Magnitude of the sick leave absences 
Minimum days off 0 0 0 0 0 0 
Maximum days off 42 113 52 65 176 176 
Average days off 13.70 19.32 16.57 11.50 11 .77 13.05 

Freguenq of sick leave absences 
Minimum no. absences 0 0 0 0 0 0 
Maximum no. absences 6 14 11 10 17 17 
Number of persons with no absences 3 10 5 15 3 36 
No 1 day absence 17 103 57 133 470 780 

No 1 day abs w/o cert 13 73 32 86 307 511 
No 2 day absences 5 15 16 26 115 177 

No 2 day abs w/o cert 2 4 3 1 11 21 
No 3 - 5 day absences 6 25 20 27 118 196 
No 6-10 day absences 2 11 5 5 43 66 
No > 10 day absences 2 5 6 4 14 31 
Total no. absences 32 159 104 195 760 1250 

Percentage of 1 and 2 day absences 68.75% 74.21% 70.19% 81.54% 76.97% 76.56% 

Absence frequency rate 3 .20 5.89 6 .12 6.29 5.17 5.39 

Sick Luve Absence Severity rate 4 .28 3.28 2 .71 1.83 2.28 2.42 

Average emergency days off 0 .49 0.90 0.90 1.42 0.92 0.96 

Average sick leave & emergency 14.19 20.22 17.48 12.91 12 .69 14.01 

Average unscheduled leave 14.29 20.30 17.90 13.36 12.71 14.13 

Average scheduled leave 42.12 38.20 51.20 50.97 35 05 39.03 

Average all leave 56.41 58 .51 69.10 64.34 47 .76 53.16 
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Leave Summary Appendix A 

rr====:- DARWiN CORRECilONAL CENTRE_ :::Jj 

Period July 94- June 95 _ 

SUPP, 
DSUP& CUST. 

Classification PIO CIO CPO SPO PO TOTAL ADMIN 

sc eduled absence 
Sick Leave - with Cer t. 10.51 180.85 183.08 105.78 786.72 1266.94 15.07 
Sick leave - w/o Cert. 6.01 40.82 21.76 40.09 171 .25 279.93 6.00 
Sick Leave w/o pay NT 1.00 8.34 1.94 20.42 31.70 

Total sick leave 17.52 230.01 204.84 147.81 978.39 1578.57 21.07 
Emergency 1.88 13.49 12.38 26.14 108.86 162.75 2.00 
Bereavement 3.00 6.00 3.00 12.00 
Industrial action 0.75 2.04 1.19 3.98 
TOTAL unscheduled 20.15 245.54 221 .41 179.95 1090.25 1757.30 23.07 

Scbeduled absence 
Recreation & travel time 119.86 399.50 364.09 627.31 2808.23 4318.99 135.54 
Long service leave 34.00 19.00 62.00 295.00 410.00 23.96 
Defence 10.00 20.00 30.00 
Lean without pay 1.00 2.68 3.68 
Other miscellaneous 
Compensation 203.10 264.33 2.48 236.06 705.97 
TOTAL scbeduled 153.86 621.60 628.42 702.79 3361.97 5468.64 159.50 

TOTAL LEAVE 174.01 867.14 849.83 882.74 4452.22 7225.94 182.57 
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Leave Summary 

Classification 

Average no staff 
Number people in posn 

Absence rate 

Ma nitude of the sick leave absences 
Minimum days off 
Maximum days off 
Average days off 
Median days off 

Minimum no.-absences 
Maximum no. absences 
No persons with no absences 
No 1 day absence 

No 1 day abs w/o cer t 
No 2 day absences 

No 2 day abs w/o cer t 
No 3 - 5 day absences 
No 6-10 day absences 
No > 10 day absences 
Total DO. of absences 

Percenta~e of 1 and 2 day absences 

Absence freq uency rate 

Sick Leave Absence Severity rate 

Avera~e emergency days off 

Average sick leave & emergency 

Average unscheduled leave 
Average scheduled leave 
Average all leave 

Absence Management 

IL DARWIN CORREci'JONAL CENTRE :Jl 

l'criutl .J uly 94 - .J unc 95 

SUPP, 
OSUP& 
PIO CIO 

3 14 
7 22 

3.42% 8.63% 

0 0 
10 104 

5.84 16.43 
1 7 

1 0 
6 14 
2 2 
7 61 
5 41 
2 6 
1 1 
2 11 
0 5 
0 3 

11 86 

81.82% 77 .91% 

4 6 

1.59 2 .67 

0.63 0.96 

6 .47 17.39 

6.72 17.54 
51 .29 44 .40 
58.00 61 .94 
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CPO SPO 

10 16 
23 39 

11 .98% 5.52% 

0 0 
52 25 

20 .48 9.24 
2 2 

0 0 
11 10 

3 9 
38 68 
21 50 
10 8 

3 0 
16 16 

4 1 
4 0 

72 93 

66 .67% 81.72% 

7 6 

2.85 1.59 

1.24 1.63 

21 .72 10.87 

22 .14 11 .25 
62.84 43 .92 
84 .98 55.17 

PO 

88 
92 

5.91% 

0 
73 

11.12 
7 

0 
17 

2 
302 
194 

78 
5 

79 
32 
10 

501 

75.85% 

6 

1.95 

1.24 

12.36 

12.39 
38.20 
50.59 

CUST. 
TOTAL 

133 
183 

6 .40% 

0 
104 

11.87 
7 

0 
17 
18 

476 
311 
104 

10 
124 

42 
17 

763 

76.02% 

6 

2 .07 

1.22 

13.09 

13.21 
41.12 
54.33 
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Leave Summary Appendix A. 

[ LICE SPRING~ CORRE~;IlONAL CENTRE 

Pcriud .July 94 - .Junc_95 ____ 

SUPP, 
DSUP& CUST. 

Classification PIO CIO CPO SPO PO TOTAL ADMIN 

Unscheduled absence 
Sick Leave - with Cert. 29.60 176.63 39.52 156.23 465 .72 867.70 13.00 
Sick leave - w/o Cert. 5 .75 22 .33 7.88 24.20 97 .20 157.36 7.00 
Sick Leave w/o pay NT 0.33 5.09 23 .80 29.22 0.00 

Total sick leave 35.35 199.29 47.40 185.52 586.72 1054.28 20.00 
Emergency 3.00 4.75 3.00 11.76 20 .13 42 .64 1.00 
Bereavement 3.00 8.00 11.00 1.00 
Industrial action 
TOTAL unscheduled 38.35 204.04 53.40 205.28 606.85 1107.92 22.00 

Scheduled absence 
Recreation & travel time 144.24 138.93 90 .82 540.23 786 .79 1701 .01 69.00 
Long ser vice leave 69.00 69.00 
Defence 
Leave without pay 7.46 0.50 7 .96 15.00 
Other miscellaneous 5.00 1.00 6 .00 
Compensation 38.00 372.58 410.58 
TOTAL scheduled 144.24 138.93 95.82 586.69 1228.87 2194.55 84.00 

TOTAL LEAVE 182.59 342.97 149.22 791.97 1835.72 3302.47 106.00 
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leave Summary 
Appendix A 

LICE SPRJ NGS CORRECT IONAL CENTRE ::::J 
Periud .July 9't- .June 95 

SUPP, 
DSUP& CUST. 

Classification PIO CIO CPO SPO PO TOTAL ADMIN 

Average no staff 6 8 5 13 49 81 9 
Number people in posn 8 17 10 32 54 121 

Absence rate 2.86% 11 .07% 4.67% 7.80% 5.56% 6 .20% 

Ma nitude or the sick leave absences 
Minimum days ofT 1 0 0 0 0 0 
Maximum days ofT 10 113 26 65 176 176 
Average days ofT 5 .89 24.91 9 .48 14.27 11.97 13.02 
Median days ofT 2 5 3 2 6 18 

Fre uenc1 or sick leave absences 
Minimum no. absences 1 0 0 0 0 0 
Maximum no. absences 4 7 9 11 9 11 
Number of persons with no absences 0 6 1 5 1 13 
No 1 day absence 6 25 12 56 152 251 

No 1 day abs w/o cert 4 22 7 28 101 162 
No 2 day absences 1 4 5 14 33 57 

No 2 day abs w/o cert 0 1 0 1 6 8 
No 3 • 5 day absences 4 9 3 11 33 60 
No 6-10 day absences 1 4 1 3 6 15 
No > 10 day absences 0 2 1 4 1 8 
Total no. absences 12 44 22 88 225 391 

Perceata~e of 1 and 2 day absences 58.33% 65.91% 77.27% 79.55% 82.22% 78.77% 

Absence freq uency rate 2.00 5.50 4.40 6 .77 4.59 4 .83 

Sick Leave Absence Severity rate 2.95 4.53 2 .15 2.11 2.61 2 .70 

Anra~e emergency days ofT 0 .50 0.59 0.60 0.90 0.41 0.53 

Avera~e sick leave & emergency 6.39 25 .51 10.08 15.18 12.38 13.54 

Avera~e unscheduled leave 6.39 25.51 10.68 15.79 12.38 13.68 
Avera~e scheduled leave 24 .04 17.37 19.16 45.13 25 .08 27.09 
Avera~e a ll leave 30.43 42.87 29 .84 60.92 37.46 40.77 
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Leave Summary Appendix A, 

GlJNN J•OJNT CORREC fiONAL _CENTRE ~I 

Puind_ .Tul - 94 : J une 95 

SUPP, 
DSUP& CUST. 

Classification PIO CIO CPO SPO PO TOTAL ADMIN 

Unscheduled absence 
Sick Leave - with Cert. 68.90 77.03 24.54 15.00 151 .80 337.27 56.00 
Sick leave - w/o Cert. 5.75 14.40 3.95 7.46 12 .00 43 .56 5.00 
Sick Leave w/o pay NT 1.00 0.61 1.00 2 .61 1.00 

Total sick leave 74.65 92.43 28.49 23 .07 164.80 383.44 62.00 
Emergency 6.00 6.00 6 .00 18.00 1.00 
Bereavement 
Industrial action 0.13 0.13 0.26 
TOTAL unscheduled 74.78 98.56 28.49 29.07 170.80 401.70 63.00 

Scheduled absence 
Recreation & travel time 45 .00 230.00 111 .00 231.35 311.14 928.49 39.00 
Long service leave 43.00 65.00 108.00 
Defence 10.00 10.00 
Leave without pay 1.00 1.00 
Other miscellaneous 1.09 10.00 6.08 17.17 
Compensation 5.00 21.00 184.60 210.60 66.78 
TOTAL scheduled 51 .09 271.00 117.08 274.35 561.74 1275.26 105.78 

TOTAL LEAVE 125.87 369.56 145.57 303.42 732.54 1676.96 168.78 
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Leave Summary 
Appendix A 

lc=GUNN POINT CORRECI"IONAL CENTRE -] 

Pcriud .July 94 -.J une 95 

SUPP, 
DSUP& CUST. 

Classification PIO CIO CPO SPO PO TOTAL ADMIN 

Average no staff 1 5 2 2 10 20 2 
Number people in posn 4 13 5 8 17 47 

Absence rate 38.04% 10.19% 7.53% 13.15% 8.92% 10.92% 

Ma oitude of the sick leave absences 
Minimum days ofT 1 0 0 0 0 0 
Maximum days ofT 42 27 22 11 95 95 
Average days ofT 74.65 18.49 14.25 11 .54 16.48 19.17 
Median days ofT 30 4 2 3 3 3.00 

---Minimum no. absences 0 0 0 0 0 0 
Maximum no. absences 5 6 5 4 7 7 
Number of persons with no absences 1 2 1 1 0 5 
No 1 day absence 4 17 7 9 16 53 

No 1 day abs w/o cert 4 10 4 8 12 38 
No 2 day absences 2 5 1 4 4 16 

No 2 day abs w/o cert 1 2 0 0 0 3 
No 3 - S day absences 0 5 1 0 6 12 
No 6-10 day absences 1 2 0 1 5 9 
No > 10 cby absences 2 0 1 0 3 6 
Total no. absences 9 29 10 14 34 96 

Percentage of 1 and 2 day absences 66.67% 75.86% 80.00% 92.86% 58.82% 71 .88% 

Absence frequency rate 9.00 5.80 5.00 7.00 3.40 4.80 

Sick Leave Absence Severity rate 8.29 3.19 2.85 1.65 4.85 3.99 

Average emergency days ofT 0.00 1.20 0.00 3.00 0.60 0.90 

Average sick leave & emergency 74.65 19.69 14.25 14.54 17.08 20.07 

Average uoscbeduled leave 74.78 19.71 14.25 14.54 17.08 20.09 
Average scheduled leave 51.09 54.20 58.54 137.18 56.17 63.76 

Average all leave 125.87 73.91 72.79 151 .71 73.25 83.85 
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Leave Summary Appendix A 

[ -= ~USTOl>iAL -MANAGEMENT =:JI 
Period .July 94 :_.June 95 

SUPP, 
DSUP& CUST. ADMIN & 

Classification PIO CIO CPO SPO PO TOTAL OTHER 

Unscbrduled absrnce 
Sick Luve - with Cert. 1.90 1 .00 2.90 97.85 
Sick lrave - w/o Cert. 7.60 7 .60 0.39 
Sick Luve w/o pay NT 

Total sick Iran 9.50 1.00 10.50 
Emrrgrncy 1.00 
Brrravemrnt 
Industrial action 0.13 0 .13 
TOTAL unscbrdulrd 9.63 0.00 1.00 0.00 0.00 10.63 1.00 

Scbrdulrd absrncr 
Rrcrution & travel timr 41 00 29.00 16.27 86.27 38.46 
Long srrvicr lravr 31.00 31.00 
Ddrncr 
Lrave without pay 
Otbrr miscdlanrous 
Comprnsation 
TOTAL scbrdulrd 72 .00 0.00 29.00 16.27 0.00 117.27 38.46 

TOTAL LEAVE 81 .63 0.00 30.00 16.27 0.00 127.90 39.46 
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PIPS Problems 

Absence Management 

PIPS PROBLEMS 

Leave taken by officers on either 
weekends or public holidays is 
not being counted. 

This results in underestimation of leave taken 

Page 1 
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PIPS Problems Appendix B 
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~ 2 1115195 1 ~ : 11 21115/95 zl:n 
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Questionnaire summary Appendix C 

QUESTIONNAIRE RESULTS 

Results are split by rank and by current location. 

The rank levels are: 
Senior Superintendents. Deputies and Principal Industry Officers 
Middle Both Chief Prison Officers and Industry Officers 
Lower Senior Prison Officers and Prison Officers 

The current locations are: 
Darwin 
Alice Springs 
Gunn Point has been excluded because the number of respondents was low 
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Questionnaire summary Appendix C 

rr======"'"=- --
Question 1 Year of Birth 

!.':======--:::=~· ----

Rank Current location 
SUPP, 

Age range in DSUP& Alice 
years TOTAL PIO CPO & CIO SPO & PO Not known Springs Darwin 

25-29 1 1 1 
30-34 5 1 4 4 1 
35-39 12 2 10 5 7 
40-44 17 5 12 5 12 
45-49 14 4 2 7 1 6 8 
50-54 8 1 4 3 3 4 
55-59 5 3 2 1 2 

Total responding 62 5 17 39 1 25 34 

Not answered 8 7 1 5 3 
TOTAL 70 5 17 46 2 30 37 

Question 2 Year started at Correctionals 

II 
Rank Current location 

SUPP, 
DSUP& Alice 

Tenure in years TOTAL PIO CPO & CIO SPO & PO Not known Springs Darwin 

1 -4 10 1 9 7 3 
5-9 13 2 11 5 8 

10- 14 20 3 15 2 5 14 
15- 19 16 1 10 5 6 8 
20-24 6 3 2 1 3 3 

Total responding 65 5 17 41 2 26 36 

Not answered 5 5 4 1 
TOTAL 70 5 17 46 2 30 37 
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Questionnaire summary 

Combination TOTAL 

Spouse FT work 
No children 15 

1 child 6 
2 children 3 
3 children 1 
Number of 

phildren not knowr 3 

Spouse FT total 28 

Spouse PT work 
No children 5 

1 child 3 
2 children 4 
3 children 3 
4 children 1 
Number of 

hildren not knowr 

Spouse PT total 16 

Spouse not 
working 

No children 15 
1 child 1 

3 children 1 
Spouse not 

working total 17 

No spouse 
No children 4 

1 child 1 
2 children 2 
3 children 1 
Number of 

:hildren not knowr 1 

No spouse total 9 

TOTAL 70 

Absence Management 

IP=====Q=u=e=stions 3,5&6 
Spouse or Rartner sharing hom~ 

Amount of work spouse does 

Number children needing childcare 

Rank 
SUPP, 
DSUP& CPO & 

- J 
-~ 

l 

l 
PIO CIO SPO & PO Not known 

31 
I 

1 1 ~ 1 1 
1 1 I 

I 2 1 1 

I 1 I 

3 1 
I 

2 41 20 2 

I I 
I 

1 31 1 

1 I 2 

2 1 2 
1 2 

I 1 
I 

21 

I 
I 

61 8 

I I I ;I 6 

61 
1 I 

I 

I 
I 11 I 

41 I 
I 1 I 

1 1 
1 

1 

1 1 7 1 

5 17 46 1 2 

Page 3 

Appendix C 

Current location 

Alice 
Springs Darwin 

5 10 
2 3 
1 2 

1 

2 1 

10 17 

2 2 
1 2 
4 
2 1 

1 

9 6 

9 5 
1 
1 

9 7 

1 3 
1 

1 1 
1 

2 7 

30 37 



Questionnaire summary 

Number of 
dependents TOTAL 

None 20 
1 15 
2 17 
3 12 
4 3 

Total responding 67 

Not answered 3 
TOTAL 70 

Combination TOTAL 

Never needed 39 

Occasionally 
difficult 

Take turns 7 
Normally me 1 
Normally partner 2 
Depends on 
emergency 10 
Sub-total 20 

Frequently 
d ifficult 

Take turns 
Normally me 5 
Normally partner 1 
Depends on 
emergency 
Sub-total 6 

Total responding 65 

Not answered 5 
TOTAL 70 

Absence Management 

llauestion 4 Number of dependents 1. 
I _ ll 

Rank 
SUPP, 

OSUP& 
PIO CPO & CIO SPO & PO 

2 5 12 
1 2 12 

7 9 
2 3 7 

3 
5 17 43 

3 
5 17 46 

Questions 7&8 
Child care difficulty 

Who makes arrangements 

Rank 
SUPP, 

OSUP & 
PIO CPO & CIO SPO & PO 

2 11 25 
' 

I 

I 

2 1 1 3 1 

l 1 
1 1 

1 2 7 
3 4 12 

5 
1 I 

I 
I 

6 j 

5 15 43 

2 3 
5 17 46 

Page 4 

Not known 

1 

1 

2 

2 

Not known 

1 

1 

1 

2 

2 

Appendix C 

Current location 

Alice 
Springs Darwin 

I 

9 9 
4 11 
7 9 
6 6 
2 1 

28 36 

2 1 
30 37 

Current location 

Alice 
Springs Darwin 

16 22 

2 4 
1 

1 1 

6 4 
9 10 

1 4 
1 

2 4 

27 36 

3 1 
30 37 



Questionnaire summary Appendix C 

Question 9 Emergency arrangement _] 
Rank Current location 

SUPP, 
DSUP& Alice 

Choices TOTAL PIO CPO & CIO SPO & PO Not known S _j:)_r i n_g_ s Darwin 

Try to swap shift 14 3 10 1 6 8 
Use sick/rec leave 23 6 17 10 12 
Take a few hours 4 2 2 1 3 
Leave to partner 2 1 1 2 
Other 1 1 1 
Total responding 44 3 10 30 1 19 24 

Not applicable 26 2 7 16 1 11 13 
TOTAL 70 5 17 46 2 30 37 

l[~es_t~n 10 Number 1&2 day absences ll 
Rank Current location 

SUPP, 
Number of DSUP& CPO& Alice 
absences TOTAL PIO CIO SPO & PO Not known Springs Darwin 

I 
None 13 2 6 4 1 6 6 
1 - 5 times 41 3 9 29 18 21 
6 - 10times 13 1 12 5 8 
More than 10 time 3 

1; I 
2 1 2 

Total responding 70 5 47 1 30 37 
I 

Not answered 
TOTAL 70 5 17

1 
46 2 30 37 
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Questionnaire summary Appendix C 

Question 11 Why else away 

Jl 
Rank Current location 

SUPP, 
DSUP& Alice 

Choices TOTAL PIO CPO & CIO SPO & PO Not known S__e_rin_g_s Darwin 

Family emergency 26 1 7 17 1 12 13 
Other 
responsibilities 6 1 5 2 3 
Exhausted after 
overtime 2 2 2 
Didn't want to be 
on shift 4 4 4 
Problem with a 
!workmate 1 1 1 
Needed a break 2 7 5 4 
Total responses• 39 1 11 35 1 22 24 
Number response 32 1 10 30 1 16 23 

Not answered 28 4 7 16 1 14 14 
TOTAL 70 5 17 46 2 30 37 

• a number of people had more than one reason for being away 

[~ Question 16 Health 

Rank Current location 
SUPP, 

DSUP& Alice 
Choices TOTAL PIO CPO & CIO SPO & PO Not known S__e_r i n_g_ s Darwin 

I I 

Getting better 2 I 
12 1 

2 1 2 
Good 57 ~ I 29 1 2 25 30 
Getting worse 11 s l 5 , 3 5 
Total responding 70 5 17 1 36 2 30 35 

Not answered 
TOTAL 70 5 17_1_ 46 2 30 37 
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Questionnaire summary 

Choices TOTAL 

Took < 4 weeks 
Enough 11 
rtJanted more but 

.. .. Roster fixed 9 
... Needed at work 5 

.. Partner leave 
problerr 1 

Tot wanting more 15 
Total < 4 weeks 26 

Took 4-7 weeks 
Enough 23 
Wanted more but 

.. .. Roster fixed 4 
... Needed at work 3 

.. Partner leave 
problerr 1 

... Did not have 
enough leave 1 

Tot wanting more 9 
Total 4-7 weeks 32 

Took > 1 weeks 
Enough 9 
Wanted more but 

.. Did not have 
enough leave 1 

Tot wanting more 1 
Total > 1 weeks 10 

Not answered 2 
!TOTAL 70 

Absence Management 

L Question 12, 13 & 14 
C Re~~ service leave taken 
If Amount preferred 
~ Reason for not getting preferred 

Rank 
SUPP, 

OSUP& 
PIO CPO & CIO SPO & PO Not known 

1 1 8 1 1 

1 2 6 
1 2 2 

I 
1 

2 4 9 
3 5 17 1 

I 

1 8 14 

3 1 

2 1 
1 

1 

I 1 

1 I 
2 6 

10 20 1 
I 

' 
I 

1 I 2 6 1 

I 

~ I 
1 2 7 

I 2 
5 17 46 2 
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Appendix C 

Current location 

Alice 
Sorinas Darwin 

6 3 

6 3 
4 1 

1 
9 4 

17 7 

9 14 

1 3 
1 1 

1 

1 
2 6 

11 20 

1 8 

1 
1 

1 9 

3~ 1 1 
37 



Questionnaire summary Appendix C 

[ Questions 17&1 8 

L evel of fitness needed & actual 

Rank Current location 
SUPP, 

DSUP& Alice 
Choices TOTAL PIO CPO & CIO SPO & PO Not known Springs Darwin 

Moderate fitness 
needed at work 
Actual fitness 

.. moderate 37 4 11 21 1 16 20 
.. not fit 9 1 3 5 2 6 

.. very fit 2 2 1 1 
Total moderate 
needed 48 5 14 28 1 19 27 

Need to be very 

l fit fo r work 
Actual fitness 

.. moderate 7 6 1 2 5 
.. not fit 1 1 1 
.very fit 9 1 8 6 3 

Total very fit 
needed 17 1 15 1 9 8 

Fitness level for 
w ork doesn't 
matter 
Actual fitness 

.. moderate 
I .. not fit 1 1 1 

I 

.. very fit 1 
I 

1 1 

Fitness level 
doesn't matter 2 I 2 2 

I 

Not answered 3 2 1 1 2 
TOTAL 70 5 , 17 1 46 2 30 37 
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Questionnaire summary Appendix C 

Question 1 S Prior job _] 
Rank Current location 

Choices TOTAL 1-'IU CPO & CIO SPO & PO Not l<nown SprmQs uarwm 

Armed forces 7 1 2 4 2 5 
Government 13 1 11 1 4 9 
Prison 3 2 1 1 1 
Self employed or 
trade 33 2 12 18 1 17 15 
Other 14 1 13 6 7 
Total responding 70 5 17 46 2 30 37 
Not answered 
TOTAL 70 5 17 46 2 30 37 

[_ Question 19 When to get f it I 
Rank Current location 

SUPP, 
DSUP& Alice 

Choices TOTAL PIO CPO & CIO SPO & PO Not known Springs Darwin 
I 

During working 
hours 9 2 , 7 2 7 
Partly at work & 
own time 42 2 1~ 1 29 1 19 21 
In my own time 16 3 9 1 9 7 
Total responding 67 5 15 , 45 2 30 35 

Not answered 3 
5 1 

2 1 1 2 
TOTAL 70 17 46 2 30 37 

[_ 
-
Question 24 Smoking frequency 

DSUP& Rank 41.itrent location 
Choices TOTAL PIO CPO & CIO SPO & PO Not known Springs Darwin 

I 
Everyday 25 1 I 5 17 2 10 15 
Occasionally 3 1 2 2 
Never 39 4 9 26 16 22 
Total responding 67 5 15 45 2 28 37 

Not answered 3 
2 1 

1 2 
TOTAL 70 5 17 46 2 30 37 
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Questionnaire summary Appendix C 

Questions 20 & 21 -] 

=-

_]__] 
Interest in sport 

Resolution of sport & ytork clashes 

Rank Current location 
SUPP, 

DSUP& Alice 
Choices TOTAL PIO CPO & CIO SPO & PO Not known Sprin_gs Darwin 

Coach 
If a clash then 

.. swap shift 4 4 1 3 
miss game 3 1 2 1 2 

.. has never 
happened 2 1 1 2 

Total coach 9 2 1 6 4 5 

Player 
If a clash then I 

.. swap shift 17 17 4 13 
miss game 6 6 5 1 
.. has never 

happened 9 1 2 6 1 8 
Total player 32 1 2 1 29 10 22 

Team organiser I 
If a clash then I 

.. swap shift 2 2 1 1 1 

.. has never 
happened 1 1 1 

!Total team org. 3 
I 

2 1 1 2 

Spectator or I 
watch on TV 
If a clash then 

.. swap shift 1 1 1 
miss game 4 3 1 2 1 
.. has never 

happened 4 3 1 4 
Total spectator 9 6 3 6 2 

Not Interested 10 1 3 6 3 6 

Not answered 7 1 I 3 2 1 6 1 
TOTAL 70 51 17 46 2 30 37 
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Questionnaire summary Appendix c 

~~estion 22&23 Alcohol consumed Jl 
Rank Current location 

SUPP, 
Times alcohol DSUP& Alice 

drunk per week TOTAL PIO CPO & CIO SPO & PO Not known SprinQs Darwin 

No alcohol 9 2 1 I 6 1 8 

Drink <1 time 
1 - 3 cans 11 3 8 4 6 
4- 6 cans 2 2 2 

> 6 cans 1 1 1 
Total drinking 
infrequently 14 3 11 7 6 

Drink 1 - 3 times 
1 - 3 cans 10 2 8 7 3 
4 -6 cans 6 2 4 4 1 2 

> 6 cans 2 2 I 
2 

Total drinking1 -
I 3 times 18 I 4 14 11 7 

Drink > 4 times 
1 - 3 cans 12 3 8 1 3 9 
4 -6 cans 6 2 1 3 2 3 

> 6 cans 7 1 3 3 ' 3 4 
Total drinking > 

3 1 14 1 4 times 25 7 1 8 16 

Not answered 3 2 1 3 
TOTAL 70 5 17 46 2 30 37 

r Question 25 Where currently working J 
•not split by rank to preserve confidentiality 

Location Number 

Darwin Prison 37 
AJS Gaol 26 
AJS Prison 4 
Gunn Point 3 

TOTAL 70 
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Questionnaire summary 

Choices TOTAL 

75-100% 47 
50-74% 23 
25-49% 
0-24% 

Total responding 70 

Not answered 
TOTAL 70 

Choices TOTAL 

Under 1 year 
HDA 75- 100% 3 

HDA 50-74% 1 
HDA 25-49% 1 

HDA 0-24% 2 
Total < 1 year 7 

From 1 - 3 years 
HDA 75- 100% 4 

HDA 50-74% 2 
HDA 25-49% 

HDA 0-24% 13 

tT otal 1 - 3 years 19 

Over 3 years 
HDA 75- 100% 4 

HDA 50 - 74% 6 
HDA 25-49% 6 

HDA 0-24% 28 
Total over 3 
years 44 

tTotal responding 70 

Not answered 
TOTAL 70 

Absence Management 

II Question 26 Percentage family income 

l_ J __ from_custodial job 

Rank 
SUPP, 

OSUP& 
PIO CPO & CIO SPO & PO Not known 

3 13 30 1 
2 4 16 1 

5 
17 1 

46 2 

5 17 46 2 

Questions 28 & 29 

Time Ln current pos ition % HDA 

Rank 
SUPP, 

DSUP & 
PIO CPO & CIO SPO & PO Not known 

1 2 
1 
1 

1 1 
1 1 5 

I 2 1 2 
I 1 I 1 
I 

I 
2 2 , 9 

' 
2 5 12 

I 1 I 3 
2 4 
1 4 1 

2 7 18 · 1 

2 11 29 1 2 

5 17 46 2 

5 1 171 46 , 2 
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Appendix C 

Current location 

Alice 
Sorinas Darwin 

23 22 
7 15 

30 37 

30 37 

Current location 

Alice 
Sprinas Darwin 

2 1 
1 
1 
2 

2 5 

2 1 
2 

11 1 

15 2 

2 2 
1 5 
2 3 
8 20 

13 30 

30 37 

30 37 



Questionnaire summary Appendix C 

[ __ a_u=es=t=io=n=25 -Prisons worked in l 
Prison • Number 

Darwin Prison 42 
Alice Springs gaol 40 
Alice Springs prison 10 
Gunn Point 22 
Beatrice Hill 16 
Fannie Bav 5 

• A number of people have worked in more than prison 

[ Question 27 Substantive position l 
Position Number 

SUPP, OSUP or 
PIO 5 
CIO 6 
CPO 11 
Senior PO 10 
PO 36 
Not known 2 
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Questionnaire summary Appendix C 

Rank Current location 
SUPP, 

DSUP & Alice 
Choices TOTAL PIO CPO & CIO SPO & PO Not known S_mi n_g_s Darwin 

I 

Would like to be 
promoted 61 4 12 43 2 26 32 
Likelihood of ' 

promotion I 

High 17 1 4 1 12 , ~ I 9 
Low 13 1 1 11 8 
Not known 31 2 7 20 2 15 

!what would sto p I 
promotion 

I I Not enough 
~acanc ies 35 3 8 24 17 ! 16 
Insufficient skills 1 1 I 

1 
Poor attendance 

I 

record 
Personality clash 12 1 4 7 5 ' 7 
Nothing 4 1 3 1 I 2 
Other 16 16 5 11 

!wo uld not like to 
be promoted 9 1 5 3 4 5 

Total responding 70 5 17 46 2 30 37 

Not answered 
TOTAL 70 5 , 17 46 2 30j 37 

~uestion 34 Enough variety in work 

Rank Current location 
SUPP, 

DSUP & Alice 
Cho ices TOTAL PIO CPO & CIO SPO & PO Not known S_ming_s Darwin 

Enough variety 37 5 12 19 1 20 15 
!Would like more 31 4 26 10 1 21 

I 
!would like less 1 1 

30 1 

1 
Total responding 69 5 1 16 46 1 1 37 

I 
Not answered 1 si 1 1 

30 1 TOTAL 70 17 46 1 2 37 
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Questionnaire summary 

Opportunities TOTAL 

Enough 28 
!would like more 41 
!would like less 
Total responding 69 

Not answered 1 
TOTAL 70 

Member TOTAL 

Yes 66 
No 2 
Total responding 68 

Not answered 2 
TOTAL 70 

Member TOTAL 

Helped personally 22 
Management 
akes notice 21 
Improves things 43 
United front 32 
Of no value 9 

Not answered 11 
TOTAL response 70 

~on 3;- ; nough opportun~ies 
IL..: ) n decision making 

Rank 
SUPP, 

DSUP & 

J 
PIO CPO & CIO SPO & PO Not known 

4 ~ I 16 1 
1 30 1 

I 

5 16 46 1 2 
' 

sl 1 
17 46 1 2 

[ ~uestion 38 Member of assoc~tion 1 
Rank 

SUPP, 
DSUP& 

PIO CPO & CIO SPO & PO Not known 

I I 
4 1 15 45 1 2 
1 1 

15 46 
I 

2 
' 

2 I 
s, 17 46 2 

r Questio n 39 Value of the Association 

- - -

Rank 
SUPP, 

DSUP & 
PIO CPO & CIO SPO & PO Not known 

1 5 15 1 1 

6 14 1 
3 10 1 30 
2 10 1 20 
1 1 I 7 

1 
1; 1 

6 
5 46 1 2 

•• multiple choices were allowed 
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Current location 

Alice 
Springs Darwin 

14 13 
16 24 

30 1 37 

30 I 37 

Current location 

Alice 
Sprin_gs Darwin 

27 37 
2 

29 37 

1 
30 37 

Current location 

Alice 
Springs Darwin 

7 15 

9 12 

19 1 24 
11 21 

4 1 5 

5 1 5 
3~ 1 37 



Questionnaire summary 

Opportunities TOTAL 

Never had 
problem but 
person preferred 
to talk to 
!Workmate 1 
Peer support 1 
Superintendent 5 
Association 3 
Head Office 
Outside person 5 
Total never had 
a problem 15 

Have had 
problem and 
person preferred 
to talk to 
Workmate 7 
Peer support 3 
Superintendent 11 
Association 1 
Head Office 
Outside person 5 
lfotal have had a 
pro blem 27 

Have had 
problem but not 
comfortable 
about talking to 
person at work 
!Workmate 4 
Peer support 
Superintendent 5 
Association 
Head Office 1 
Outside person 17 
Total have had a 
problem but not 
comfo rtable 27 

Total responding 69 

Not answered 1 
TOTAL 70 

Absence Management 

Questions 36 & 37 Who to talk to 
1!=::=~=-"w-=i=th:.,.:a work problem 

Rank 
SUPP, 

DSUP& 

l 

PIO CPO & CIO SPO & PO Not known 

1 
1 

2 3 
3 

2 2 1 

2 3 9 1 

1 1 I 5 
I 2 1 

1 I 3 1 7 I 1 

1 2 2 

3 6 17 , 1 

I 
I 

I I 
I 

4 

2 3 1 

1 I 
4 13 

7 20 

5 16 46 2 

sl 1;1 46 1 2 
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Appendix C 

Current location 

Alice 
Springs Darwin 

1 
1 3 
2 1 

2 3 

6 7 

2 5 
3 
5 7 

1 

2 2 

12 15 

2 2 

2 3 

1 
6 10 

11 15 

29 37 

1 
30 37 



Questionnaire summary 

Member TOTAL 

Very important 41 
Moderately 
ffi~~nt 12 

importance 13 
Not sure 3 
Total responding 69 

Not answered 1 
TOTAL 70 

Type of person• TOTAL 

IWorkmates 57 
Myself 53 
Association 38 
Superintendent 36 
Partner/spouse 34 
Doctor 18 
Prisoners 10 
Lay people at 
prison 8 
General public 8 
Head Office 7 
Press 3 

Not answered 9 
TOTAL reponses 70 

r=;;uestion 40 Value of work done 

!Lby POs to the community 

Rank 
SUPP, 

DSUP& 
PIO CPO & CIO SPO & PO Not known 

4 10 1 26 1 

1 4 7 1 

2 10 1 
1 

4~ 1 5 17 1 
I 

1 
5 17 46 

rauestion 41 Who appreciates what it 

l is l ~e to be a prison officer 

Rank 
SUPP, 

DSUP & 

1 

1 

2 

2 

PIO CPO & CIO SPO & PO Not known 

4 13 38 2 
4 13 36 
4 7 25 2 
3 10 22 1 

~ I ~ I 26 
8 1 1 

3 5 2 

1 ~ I 1 
I 2 1 2 
I 6 1 

1 2 

1 4 4 
5 17 46 2 

*multiple responses were allowed 
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Appendix C 

Current location 

Alice 
Sorinas Darwin 

18 20 

6 6 

4 9 
2 1 

30 36 

1 
30 37 

Current location 

Alice 
Sorinas Darwin 

23 31 
25 26 
15 23 
13 22 
13 19 
8 9 
6 4 

1 7 
4 4 
5 2 
1 2 

4 5 
30 37 



Questionnaire summary 

Aspects of work TOTAL 

Giving prisoners 
skills 
No 30 
Yes 38 
Not applicable 2 

Understanding 
cultural needs of 
prisoners 
No 19 
Yes 49 
Not applicable 2 

Use of fire arms 
No 27 
Yes 38 
Not answered 5 

Other aspects of 
!work 
No 
Yes 68 
Not applicable 2 

TOTAL 70 

Question 42 Aspects of work 
~=====h=a=nd~l=ed competently 

Rank 
SUPP, 

DSUP & 

J 

PIO CPO & CIO SPO & PO Not known 

1 7 22 
3 10 25 
1 1 

12 l 1 6 
3 11 33 2 
1 1 I 

2 8 ' 16 1 I 
2 8 ' 28 
1 1 I 2 1 

I I 
' 4 17 45 2 

1 7 1 I 0 

5 1 17 46 : 2 

[ Questio n 43 What is need to be 

able to work more competently l 
Rank 

SUPP, 
DSUP & 

Choices * TOTAL PIO CPO & CIO SPO & PO Not known 

Nothing 6 1 4 1 
~~~~~~filraining 43 3 7 32 1 

mattered 7 1 6 
Better equipment 12 2 10 
Better procedures 12 2 10 
Feeing personally 
safe 5 1 4 

Not answered 16 1 2 12 1 
TOTAL 70 5 17 46 2 

*multiple choices were allowed 
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Appendix C 

Current location 

Alice 
Springs Darw in 

10 20 
19 16 

1 1 

12 7 
17 32 

2 

9 16 
20 18 

1 2 

29 36 
1 1 

30 37 

Current location 

Alice 
Springs Darwin 

1 4 
17 24 

3 2 
6 5 
6 5 

3 2 

9 7 
30 37 



Questionnaire summary Appendix c 

Rank 
SUPP, 

Current location 

DSUP& Alice 
Choices* TOTAL PIO CPO & CIO SPO & PO Not known Springs Darwin 

Orders you give 
not obeyed or 
orders given 
unrealistic 30 2 5 23 11 17 
Tensions with 
other officers 32 2 7 23 12 19 
Tension w ith 

23 1 prisoners 24 1 8 15 
Uncertainty about 
the future 41 2 10 29 14 25 
Shiftwork 17 2 14 1 4 12 
Changing rosters 17 1 15 1 4 13 
Changes from 
Superintendent 20 4 14 1 2 8 12 
Changes from 
Head Office 48 1 14 31 2 20 27 
Other 8 2 4 14 9 12 
Nothing 2 2 2 

TOTAL responses 70 5 17 1 46 2 30 37 

*multiple choices were allowed 

[ Question 45 Ways of unwinding I 
Rank Current location 

SUPP, 
DSUP & Alice 

Choices • TOTAL PIO CPO & CIO SPO & PO Not known Springs Darwin 
' 

Not thinking about I 

!work 27 1 6 19 1 1 9 18 
Playing sport or I 
exercise 35 2 2 29 1 2 17 19 
Seeing 
-workmates 9 3 5 1 5 3 
Seeing non-work 
friends 26 2 4 18 2 10 16 
!watching TV 18 1 3 14 5 13 
Family time 43 2 9 31 1 20 22 
Sleep 23 4 18 1 8 16 
Holidays/outings/ 
hobbies 42 2 9 29 2 19 21 
Drinking alcohol 30 2 5 21 2 15 14 

Not answered 4 2 1 1 2 1 
TOTAL 70 5 17 46 2 30 37 

*multiple responses were allowed 
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Questionnaire summary 

II 
Question 46 Current roster system 

l!:.· = = = = __ satisfactory _ J 
Rank 

SUPP 1 

DSUP& 
Choices TOTAL PIO CPO & CIO SPO & PO Not known 

I 
Yes 32 1 13 18 
No 33 3 3 26 1 
Total responding 65 16 44 1 I 

Not answered 5 ~ I 1 2 1 1 
TOTAL 70 17 1 46 ! 2 

[ - - Question 47 Roster choices liked l 
Rank 

SUPP 1 

DSUP & 
Choices* TOTAL PIO CPO & CIO SPO & PO Not known 

Days of week to I I 
twork 15 1 I 13 1 
Type of shift to I 

twork 18 1 I 1 I 16 
People on shift 11 

I 10 1 
Area of prison 19 1 I 1 I 17 ; 
Other - rotational 

1 I 2 i roster 3 
Other -less I 

3 1 tweekends 4 1 I 

Other 3 1 2 1 

TOTAL 70 5 17 46 : 2 

•multiple responses were allowed 

Choices TOTAL 

Yes 70 
No 
Total responding 70 

Not answered 
TOTAL 70 

Absence Management 

I[ Q uestion 48 Should it be possible 
to swap shifts 

Rank 
SUPPI 

DSUP& 
PIO CPO & CIO SPO & PO Not known 

i 
5 1 17 1 46 2 

' 

5 17 1 46 2 

17 1 5 46 2 
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Appendix C 

Current location 

Alice 
Springs Darwin 

19 11 
10 23 
29 34 

1 3 
30 37 

Current location 

Alice 
SprinQs Darwin 

5 10 

4 14 
2 9 
3 16 

3 

4 
1 1 

30 37 

Current location 

Alice 
SprinQs Darwin 

30 37 

30 37 

30 37 



Questionnaire summary 

Views 

Prefer not to 
jWork it 
Only like 2 hour 
ones 
!Would like less 
jwould like more 
Total responding 

Not answered 
TOTAL 

Choices • 

Superintendent 
!Wanting more 
details 

!Workmates upset 

Less overtime 

Less chance of 
promotion 

Running out of 
leave 

Considered 
unreliable 

Nothing 

TOTAL 

II Question 49 Views on working overtime 

TOTAL 

25 

2 
3 

34 
64 

6 
70 

TOTAL 

35 

8 

8 

24 

15 

39 

13 

70 

Rank 
SUPP, 

DSUP& 
PIO CPO & CIO SPO & PO Not known 

I 
' 
I 

3 8 13 1 
I 

2 I 

3 
1 7 25 1 
4 17 1 41 1 2 

1 5 
5 1 17 46 2 

Question 50 Expected impact of 
more than 10 short term absences 

Rank 
SUPP, 

DSUP& 
PIO CPO & CIO SPO & PO Not known 

2 9 1 22 2 

1 7 

1 6 1 

6 17 1 

5 10 
I I I 

2 12 25 

1 12 1 

5 17 46 1 2 

•multiple responses were allowed 
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Appendix C 

Current location 

Alice 
Springs Darwin 

I 
9 14 

2 
3 

16 17 
27 34 

3 ' 3 
30 1 37 

Current location 

Alice 
Sorinos Darwin 

14 1 19 

2 6 

4 4 

11 12 

7 7 

18 19 

31 9 

30 37 



Questionnaire summary 

Reaction • TOTAL 

Felt being 
checked 27 

Felt being 
checked but 
appreciate help 
00 49 

Feel guilty 1 

Not answered 1 
TOTAL 70 

rr==auestion 51 Reaction to Superintendent 
~HO contact~hen on sick le~ve 

Rank 
SUPP, 

DSUP& 
PIO CPO & CIO SPO & PO Not known 

I 

6 1 19 1 2 

I 
I 
I 
I 
I 

4 11 33 1 1 

I 1 

1 I I 

5 1 17 46 2 

•multiple responses were allowed 
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Appendix C 

Current location 

Alice 
Springs Darwin 

11 15 

18 31 

1 

30 37 



APPENDIX D 

QUESTIONNAIRE sent out to all custodial officers 



Attendance Management Questionnaire 

What is this all about? 
The Department of Correctional Services has engaged me to look into the issues surrounding sick 
leave (and some other leave) in Custodial Operations. 
An important part of this work involves getting some feedback from yourselves. You are the ones 
who work in the prisons and the ones who have to cope with issues that outsiders would find hard 
to comprehend. 
Tlris knowledge will allow me to recommend .m me absence management strategie.~ to tire 
Department tlrat should be of mutual benefit. 

Who am I? 
My name is Anne Howard and I am undertaking post graduate studies at the NT University. This 
research is part of my studies towards a Masters of Business Administration. 
I have no connection witlr the Department ami I wa.'i specifically engaged because of my 
independence and non-judgemental approach. 

What has to be done? 
=> Fill out the questionnaire. 
=> => Place it in the enclosed stamp addressed envelope. 
=> => => Post it to me. 
I Return by 6 October 1995. 

Are the answers confidential? 
Yes. 
No names are on the questionnaire and the completed ones wi ll be returned directly to me, not by 
way of the Department. 
The Department Executive will only be git1en su nmwry il~formation. 

I will be personally responsible for destroying the questionnaires after analysis. 

Does it have to be done? 
No, the choice is yours of either the bin or the post box. 
By responding you are able to contribute your views. 
The more questionnaires returned, the more notice taken fl tire results. 

How long will it take to fill out? 
Most of the questions just require a tick in the boxes. 
It should take 10- 15 minutes to complete. 

Need more information? 
I will be visiting the prisons in both Darwin and Alice Springs soon and welcome the opportunity 
to talk to you. 
Fee/free to phone me after lrour.~ on (089) 27 2285. 

Anne Howard 



Attendance Management Questionnaire 

9 If you had used up your family leave and 
an emergency occurred what would 
you be most likely to do? 
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Try to swap a shift 

Take day on sick free leave 

Take a few hours off 

Up to partner to organise 

Other, please specify below 



Attendance Management Questionnaire 

10 How many one or two day absences can 

you remember having from July 94 to 
June 95? 

II 

12 

I3 

14 

Include sick leave, emergency leave, bereavement 

leave, leave without pay & recreation leave 

Apart from the ones in Q 10 that you were 

personally sick on, w hat other reasons were 
you absent for? 
Tick as many boxes as appropriate 

How much recreation leave and long 

service leave did you take from July 94 

to June 95? 

How did the amount of l eave you took 

in Q12 compare with w hat you would 

have liked to have had? 

If your answer to Q13 was that you 

would have preferred more or Jess leave 

to what you took, w hat stopped you 

taking the leave you wanted? 

15 Work you did immediately before j oining 

Department of Correctional Services 

16 How would you assess your current health? 
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None 

1 - 5 times 

6- 10 times 
More than 1 0 times 

Family emergency 

Other responsibil ities 
1----11 

Exhausted after overtime 
Didn't want to be on shift 
Problem with workmate 
Needed a break 
Other, please specifv 

Less than 4 weeks § 4-7 weeks 

Over 7 weeks 

§ . It was reasonable 

I would have preferred more 

I would have preferred less 

Didn't have enough leave 

~ Tried, but roster was fixed 

Leave problem with partner 

Other, please specify 

.. ... ... ........... 

Was at school 

Self employed or in trade 

Worked in prison elsewhere 
!Was 1n armed torces 
1vomrnonwealth Railways 
IDU1er, please specify 

Good 
Gettmg better 
Gettmg worse 



Attendance Management Questionnaire 

17 What level of fitness do you feel you need Very fi t § for work? Moderately fit 
Doesn't matter 

18 How would you rate your current level of Very fi t § fitness? Moderately fit 
Not very fit 

19 When do you feel you should be able During working hours § to spend time getting or maintaining the In my own time 
the level of f itness needed for work? Partly at work & my time 

20 What is the main way that you are Playing sport 
interested in sport ? Coaching 

Tick only one box Team orQaniser 

Spectator at game 1-----11 1 
Watching sport on TV 
Not interested in sport 

2 1 If your sporting activities ever clash w ith a Swap the sh ift 

~ work shift w hat are you most likely to do? Take leave from work 
Tick only one box Miss the Qame 

Has never happened 

~ 
22 H ow often do you drink alcohol? Never 

Less than once a week 
1 - 3 times a week 

4 or more times a week 

~ 
23 On days that you drink alcohol how much 1 - 3 cans 

would you normally drink? 4- 6 cans 
Equate amount to cans of beer over 6 cans 

I do not drink alcohol 

§ 24 How o ften do you smoke? Never 
Occassionally 

Every day 
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Attendance Management Questionnaire 

25 Where are you currently working? 

26 What percentage of your family income 

would you estimate comes from your j ob at 
Correctional Services? 

27 What is your substantive position? 

28 How long have you had your current 

substantive position? 

29 From July 94 to June 95, what percentage 

of time have you been on higher duties? 
Exclude time you were on leave 

30 In the time you have been at 

Correctional Services which places 
have you worked in ? 

31 

Tick as many boxes as appropriate 

Would you like to be promoted in the 

next 5 years? 
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Darwin Prison 
Old Alice Springs Gaol 
New Alice Springs Prison 
Gunn Point 

Head Office 

75- 100 % 

50- 74 % 

25 - 49 % 
0- 24 % 

Under 1 year § Between 1 and 3 years 
More than 3 years 

~ 
75- 100 % 

50 - 74% 
25 - 49 % 

0-24% 

Darwin Prison 
Old Alice Springs Gaol 
New Alice Springs Prison 
Gunn Point 

Beatrice Hill 
Fannie Bay 

Juvenile area 

Head Office 



Attendance Management Questionnaire 

32 If yes to Q31 , how do you rate your 
chances of being promoted? 

33 

34 

35 

36 

If yes to Q31, what do you feel could 
stop you being promoted within 5 years? 
Tick as many boxes as appropriate 

Do you feel there is enough variety in your 
work? 

Do you feel you have enough opportunit ies to 
to participate in decision making? 

Have you fe lt comfo rtable about 

approaching someone at work when you 
have had a problem? 

37 Who would yo u prefer to talk to if yo u had a 
problem? 

38 

39 

Tick only one box 

Do you belong to eithe r the NTPOA or 

NTSPOA? 

Why do yo u feel the Associat io n is of va lue? 
Tick as many boxes as appropriate 

Page 5 of 8 

High 

Low 

No way of knowing 

Not enough vacancies 

Wouldn't have enough skil ls 
Poor attendance record 
Personality clashes 

Other, please specify 

.. .......... 

Yes 

No, would like more 

No, would like less § 
Yes 

No, would like more 

No, would like less 

Have had no problems 

Yes 

No 

Work mate 

Someone in Peer support 
Superintendent 

Associat ion 

Head Office personnel 

Outside person 

It can help me personally 
Management takes notice 

It tries to improve th ings 
It Qives us a united front 
Of no value to me 



Attendance Management Questionnaire 

40 How important do you feel the work done 
by prison officers is to the community? 

4 1 Which people do yo u feel appreciate 
what it is reall y like to be a prison officer? 
Tick as many boxes as appropriate 

42 What aspects of your work do you 
handle competently? 
State Yes, No or not applicable to each line 

43 If you have answe red to No to any lines 
in Q42, what do yo u fee l could be done 

to make you more competent? 

If you would like to e labo rate on this please do so. 

Very important 

Moderately important 

Of little importance 
Not sure 

Myself 

My work mates 
Association 

Superintendent 

Head Office 

Prisoners 

My partner or spouse 

My doctor 

Lay people at the prison 

Press 

General Qublic 

Keeping prisoners safe 

Keeping public safe 
Cultural needs of_misoners 

Giving prisoners new skills 

Record keeping 

Riot control or Fire escape 

Response to ememency 

Administering first aid 

Use of fire arms 

Efficient use of materials 

Diffusing racial tension 

Nothing 

Specific tra ining 

Feeling that it mattered 

Better equipment 

Better procedures 

Feeling personally safe 

It would be helpful to know just what type or tra ining or equipment you feel you need. 
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I 



Attendance Management Questionnaire 

44 What do you feel makes your job a 
stressfu l one? 
Tick as many boxes as appropriate 

45 What do you find helps you unwind 
afte r work? 
Tick the boxes for things you normally do 

46 Do you fee l that the current roste r system 
is satisfacto ry? 

47 If No to Q46, what would you like to be 
able to have a say in for you r own roster? 

48 Do you feel that prison office rs should be 
able to swap shifts? 
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Nothing 

Orders you give not obeyed 
Orders you get unrealistic 
Tension with other officers 

Tension with prisoners 

Uncertainty about future 

Shift work 
Changing rosters 

Changes from Supt. 

Changes from Head Office 

Other, please specify 

Not thinking about work 

Playing sport or exercise 
Seein_g_ work mates 

Seeing non-work friends 

Watching TV 

Family time 

Sleep 

Holidays/outings/hobbies 

Having a drink of alcohol 

Other. please specify 

t--1~:·--------tl E3 
Days of week to work 

Type of shift to work 

People on the shift 

Area of prison to work in 

Other, please specify 

I ~~~.--------tl E3 



Attendance Management Questionnaire 

49 How do you feel about working overtime? 

50 If you took more than 10 short term 
absences in a year, what impact do you 
feel this would have at work? 

51 

Tick as many boxes as appropriate 

If the Supt. or Head Office people got in 
contact with you when you were away 
on sick leave or worke rs compensation 
how would you feel about it? 
Tick as many boxes as appropriate 

If there are any additional comments you would like to make 
on any aspect raised in these questions please do so. 

Thank you fo r filling out this questionnaire. 
Please post to 
GPO Box 4556 
DARWIN NT 0801 

Anne Howard 
25.9.95 
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Prefer not to work it 

Only like the 2 hour ones 

Wish it happened less 

Would like to work more 

Supt wanting more details 

Workmates upset with me 
I may get less overtime 
Less chance of promotion 
Runnino out of leave 
Beinq considered unreliable 
Nothino it doesn't matter 

Pleased they are concerned 

Feel more in touch 

Appreciate help offered 

Feel guilty 
Fee l I am beino checked 
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