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Similarly, even though Minnesota pays its physicians
and psychiatrists only half as well as other states on
average, it did not report any problems in recruiting
or retaining staff for these positions, whereas Ohio—
where psychiatrists are among the highest paid—still
had difficulty recruiting and retaining them. Nine of
the prison systems as well as King County,Washington,
reported having problems recruiting and retaining
dentists.Again, four systems (Michigan, North Carolina,
Ohio, and Wisconsin) paid more than the average
dental salary of $73,510, but still had problems keep-
ing these positions filled, whereas six systems (the
federal Bureau of Prisons, Nebraska, Pennsylvania,
Tennessee, Utah, and Virginia) paid dentists consid-
erably less than the national average but did not
report any difficulties in hiring or keeping them.

Vacancy and turnover rates for health staff positions
in prison and jail systems show the same kind of
variability (see exhibits VI-11 and VI-12).Arizona had
the highest vacancy rate at 34 percent, whereas the
District of Columbia reported being fully staffed.At
22 percent, Oregon’s vacancy rate was high also, but
many of these positions had been approved in antici-
pation of future growth and were being kept unfilled
deliberately. Perhaps due to their urban locations, jails
tended to have lower vacancy rates for health posi-
tions than did prison systems (the means were 8 per-
cent for jails and 9 percent for prisons). However,
jails averaged higher turnover rates than did prisons

(19 percent and 17 percent, respectively), which, again,
may be due to their urban location and greater avail-
ability of health care jobs.

Some of the variability in health professionals’ salaries,
vacancy rates, and turnover rates reported by prison
and jail systems is undoubtedly due to such factors as
differences in the cost of living, location, and availability
of jobs for certain types of health professionals. Other
factors, such as fringe benefits, overall working condi-
tions, job security, and family situation, contribute
to individuals’ decisions to take a position at a lower
salary than they might make elsewhere and stay with it.

C. RECRUITMENT AND
RETENTION STRATEGIES
Attracting and retaining qualified health professionals
to work in correctional institutions is much easier
now than in the past. Most correctional systems
have learned that they must be competitive with the
“free world” in terms of the salaries, benefits, and
work environments they offer health professionals.
In addition, the labor pool of many types of clinicians
has expanded.The increasing respectability of correc-
tional medicine coupled with the growing disillusion-
ment of some practitioners with traditional practice
settings also has resulted in a greater willingness to
consider correctional health care as a career.

STAFFING CONSIDERATIONS

Jail Health Staff Positions That Are Difficult to Recruit and Retain, by County (N = 8)

County RN* LPN/LVN† Dentist

Bexar County,TX ●

Dallas County,TX ●

Harris County,TX ● ●

Hillsborough County, FL ●

King County,WA ● ●

Maricopa County,AZ ●

Miami-Dade County, FL ●

San Bernardino County, CA ●

Total 4 5 1

*Registered nurse.
†Licensed practical nurse/licensed vocational nurse.




