GUIDELINES FOR AUDITORS: SPECIALIZED STAFF INTERVIEWS

Selecting specialized staff for interview:
Per the instructions for the random staff interviews, auditor shall request a list of staff sorted by assignment (e.g., supervision in housing units) and by shift on the first day of the site visit. Auditor shall select, at random, staff from the list of specialized staff listed below and request that these persons be brought for an interview on a subsequent day to be determined.

The auditor will request to interview specialized staff, including:

1. Agency contract administrator
1. Intermediate or higher level facility staff
1. [bookmark: _GoBack]Line staff who supervise juveniles,
1. Education and program staff who work with juveniles, if any
1. Medical and mental health staff
1. Administrative (human resources) staff
1. Volunteers and contractors who have contact with juveniles
1. Investigative  staff
1. Staff who perform screening for risk of victimization and abusiveness
1. Staff who supervise juveniles in segregated housing
1. Staff on the incident review team
1. Designated staff member charged with monitoring retaliation
1. First responders, both security and non-security staff
1. Intake staff

Interviews shall be conducted in a setting where staff will feel free to talk without being overheard by other staff.

At large facilities or those with many different housing units, auditors may choose to interview more staff to develop a more comprehensive assessment. The decision regarding total number staff to be interviewed should take into consideration the time available for interviews of both inmates and staff during the visit.

Informing Staff of the Audit’s Purpose and Reason for Their Requested Participation
Prior to interviewing each staff person, auditor should communicate the following to him or her:

“Thank you for meeting with me. My name is [name]. I have been hired by the [name of correction agency] to conduct an assessment of whether or not this facility is in compliance with standards that have been established by the federal government to prevent sexual harassment and abuse. Although the [name of correction agency] hired me, I am an independent auditor and not under the authority of  [name of correction agency].  I have been certified by the U.S. Department of Justice to conduct this assessment. I would like to ask you some questions about facility policies and practices. Your participation is voluntary, and you may choose not to answer any or all of the questions.

“Your answers and comments will be kept confidential. I will not share anything you say to me with any of the staff at this or any other institution, or with other law enforcement personnel. I will be reporting my overall impressions of this facility’s operations based on what I hear from all staff interviewed and will not identify what any particular individual tells me.


“The only exception to this is if I am ordered by a court to disclose such information or if you tell me that you are planning to harm yourself or others. If I am told these plans, I am required by law to notify the authorities.

“Do I have your permission to ask you some questions?”

IF YES, GO TO QUESTION 1
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1. Does the facility perform criminal record background checks or consider pertinent civil or administrative adjudications for all newly hired employees and all employees who  are considered for promotions? Do you do this for any contractor who may have contact with inmates as well? [115.17]

2. Does the facility consider prior incidents of sexual harassment in determining whether to hire or promote anyone, or to enlist the services of any contractor, who may have contact with inmates? [115.17]

3. What system does the facility presently have in place to conduct criminal record background checks of current employees and contractors who may have contact with inmates? Are these background checks conducted at least once every five years? [115.17]

4. Does the facility ask all applicants and employees who may have contact with inmates about previous misconduct described in section (a)* of this section in written applications for hiring or promotions, and in any interviews or written self-­‐evaluations conducted as part of reviews of current employees? [115.17]

5. Does the facility impose upon employees a continuing affirmative duty to disclose any such previous misconduct? [115.17]

6. When a former employee applies for work at another institution, upon request from that institution, does the facility provide information on substantiated allegations of sexual abuse or sexual harassment involving the former employee, unless prohibited by law? [115.17]



*Previous misconduct from section (a):  (1) Has engaged in sexual abuse in a prison, jail, lockup, community confinement facility, juvenile facility, or other institution (as defined in 42
U.S.C. 1997);
(2) Has been convicted of engaging or attempting to engage in sexual activity in the community facilitated by force, overt or implied threats of force, or coercion, or if the victim did not consent or was unable to consent or refuse; or (3) Has been civilly or administratively adjudicated to have engaged in the activity described in paragraph (a)(2) of this section.

