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ABSTRACT

This report assesses the present state of knowledge regarding
community-based programs which provide employment services to prison re-
leasees. More than 250 such programs exist and offer a wide range of
services, including counseling, work orientation, training, job devel-
opment, job placement and follow-up assistance after placement. Thesce
services are provided because the acquisition of employment is often con-
sidered essential for a releasee's successful adjustment to a crime-free
1ife in the community.

The lLazar Institute conducted this assessment as part of the National
Evaluation Program sponsored by the National Institute of Law Enforcement
and Criminal Justice. Past studies and original data analysis are
summarized for project operations, outcomes and external factors affect-
ing them. Major findings include:

e There is great variation across programs in the types of
employment services offered and the ways these services
are delivered; however, 1ittle is known about the types
of services which seem most effective or about the best
method for providing any given service.

e Many programs have analyzed whether c¢lients obtain jobs,
and most have reported that the majority of clients are
successfully placed.

e Available analyses usually indicate that program clients
experience lower rates of recidivism than are commonly
thought to occur for ex-offenders as a whole.

e Most outcome studies use quite Timited impact measures,
such as placement and rearrest rates, and do not consider
such factors as job stability, job quality or the severity
of crimes committed.

® Few studies compare the outcomes of program clients with
those of similar groups of non-clients; consequently, the
extent to which successful client outcomes should be
attributed to the programs' interventions or to other
causes cannot be determined.
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PREFACE

This report summarizes Lhe exisling state of knowledge concerning
community-based programs which provide employment services to prison re-
lTeasces.  The study was conducted hy The Tazar Tnstilule hetlween March 1976
and April 1977, as part of the National Evaluation Program of the Hatijonal
Institute of Law Enforcament and Criminal Justice.

The state of knowledge assessment is not intended Lo be a definitive
evaluation of employment services programs; rather, it presents the current
state of knowledge regarding these programs and describes the additional
evaluation needed to fill important gaps in that knowledge. The assess-
ment incorporates the major findings from four earlier working papers:
an issues review, universe identification and sample selection analysis,
case study analyses and client flow diagrams of individual projects and
selected program materials acquired at various projects. Two additional
working papers address evaluation needs: one paper describes a proposed
national evaluation of employment services programs and the other discusses
evaluation considerations for an individual project.

During the course of this study a number of persons provided invaluable
assistance. The authors would particuiariy like to thank Dr. Daniel Glaser
of the University of Southern California; Dr. Roberta Rovner-Pieczenik,
now with the Police Foundation; and Mr. Ross D. Davis of Davis and Simpich
for helpful advice and comments throughout the course of the study. With-
in the Law Enforcement Assistance Administration, Mr. Lawrence A. Greenfeld,
our project monitor, was unfailingly supportive of our efforts to under-
stand this complex set of programs; Ms. Jan Trueworthy provided a number
of useful suggestions; Dr. Richard T. Barnes offered much helpful advice;
and Mr. George Bohlinger was instrumental in getting the study underway
successfully. Mr. Joseph Nay of the Urban Institute also provided a
number of important comments.

Staff at individual employment services programs not only furnished
us with a wealth of information on their programs but also shared their
experiences and opinions with us. Many other persons in various commun-
ities also provided us with insights concerning employment services pro-
grams. Such persons included corrections officials, parole officers,
staff members at other local employment programs or human service agencies,
employers and personnel directors. The authors would Tike to thank all
those who tried to help us develop an accurate, useful study. If we ,
succeeded, it is largely due to their efforts. Any remaining errors of
fact or judgment are solely our responsibility.



Sy

“1av;Introduct1on '“‘1”tf7.‘ri‘”a\7 L

R | Many programs he]p 1nd1v1duals make the trans1t1on from: nr1son
to employment.  During this study alone, more than 250 such organizations

"'fprov1ded information on their activities. These programs. offer many types {fu

o i{has been frequent]y observed “;r G 9,“>“ak, i :,rv-
‘:‘;for prison releasees to obtain jobs. They face a variety of" emp]oyment

 In addition, the time immediately following release from prison may be Vﬂjf~~“

etf,jh1nder1ng their efforts to find jobs. Consequent]y, emp]oyment\serv1ces pr0-<ff~

"*tlfd;p1oyment }wh1ch‘1s often cons1dered essent1a1 for reduced rec1d1v1sm

. of ‘assistance, including counseling, job deve]opment JOb p]acement work
- or]entatwon, tra1n1nq and support1ve serv1ce o o . .

. This: study assesses the current state of know]edge regarding emp1oyment
: kﬂserv1ces programs for prison releasees. To accomplish this progect
~three maJor data co]]ect1on act1v1t1es were undertaken ’

e a rev1ew of ex1st1ng ]1terature and work 1n progress,

e @ ma1]/te1ephone survey of more than 250 enp]oyment
serv1ces programs, and

| .‘ s1te v1s1ts to f1fteen programs

‘These act1v1t1es prov1ded a broad perspect1ve on emp1oyment services
programs and their impact. The views of program staff, criminal justice
system representatives, employers, researchers and other knowledgeable'
individuals have been reviewed to develop this report Major f1nd1ngsM,'
~and recommendat1ons are. presented be]ow Lo ol

@

heed for Enp]oyment Serv1ces Progyams

, Stud1es conducted over a period of more than forty years have found ;~§‘
that unemp]oyment and reg1d1v1sm dre closely related for prison reteasees
and other ex-offenders.! As a result of these observations, some
- researchers have proposed that there is a causal velationship between un-
“empToyment and cr1m1na11ty Other analysts have argued that unemploy- *.
ment and recidivism are highly correlated only because each is associated
" with another factor (e.g., the sinfluence of family members or a dec151on‘
- to "go stra1ght“) which “induces. w1despread behavioral changes. 2 Still -
- other authors have suggested that it is ‘income, rather than emp]oyment
. which is the major variable affect1nq rec1d1v1sm Although - ‘
. explanations vary;, the re]at1onsh1p between unemp]oyment and rec1d1v1sm e

Desp1te the apparent 1mportance of emp]oymen t, 1t i often d1ff1cu1t

- barriers, caused by poor work h15tor1es, Tow. skill levels, prejudice on the
part of potent1a] emp]oyers, statutory restrictioiis and similar factors '

‘f;‘na critical adJustment period, requ1r1ng there]easee to. deal successfu11y'
~‘3w1th a 1arqe number of prob]ems S -

W1thout ass1stance re]easees may be unab1e to overcome,the many barr1ers

- grams have been’ estab]1shed to assist prison releasees in: obta1n1ng the em-"igeagff




iProgram 0perat1ons ,jpg;,@;j'x;es'»~“>~"'

kxf”?Emp]oyment serv1ces programs prov1de many d1fferent types of ass1st-~ ‘;fjf'"“ 3
o These 1nc]ude ‘ ; A / S

assessment of c11ent needs——to ana]yze the c11ents backgrounds,f'tf:;;;fn]f*

to ass1st them in obta1n1ng JObS, : ‘» 2 S R

. counse]1ng——to he]p c]1ents 1mp1ement the1r JOb p]ans and solve
1ncegrat1on, <1,;L,;,k e -il‘ .:v, _,:k S e
. JOb read1ness tra1n1ng to or1ent pr1son re]easees to the wor]d

“of work and a551st them “in deve]op1ng the sk11]s needed to seek
“and- keep Jobs,,'* o s L B

'f[‘.ujsk11]s tra1n1ng——to help re]easees qua11fy for occupat1ons re—

: qu1r1ng spec1a11zed knowledge,
e O e e supported work tra1n1ng-—to perm1t re]easees to ga1n .
T e -~ work experience in a "she?tered" env1ronment before
S -‘,7;1~,,| obta1n1ng a regu]ar Jobs T

7

,‘ educat1ona1 tra1n1ng——to teach re]easees bas1c sk11ls they
often lack (e.g.; reading, ar1thmet1c) or otherw1se prov1de
them w1th needed 1nstruct1on o ST

; . support1ve services—to he]p re]easees neet such needs 45 g
o “housing, legal aid, medical attent1on, fam1]y ass1stance P
eeooor we]fare,,v;’ ~ - LT L
e T e .‘ Job deve]opment——to 1dent1fy su1tab1e emp]oyment opoortun1t1es
@ for re]easees, , : . o :
o JOb p]acement to refer re]easees to appropr1ate JOb open1ngs, ;" :
' and SRR e ol o . L 4
ST . fo]]ow up assis tance-—to he]p re]easees so]ve prob]ems wh1ch kﬂ'}.'{t‘fp
@ e arise after emp]oyment has been obtamed : e e o

Ind1v1dua] emp]oyment serv1ces programs prov1de these serv1ces in a
var1ety of combinations. Some programs focus on a few services and refer -
‘~clients to other organ1zat1ons for any additional assistance needed, while

o other programs offer a comorehens1ve array of emp1oyment services. There
are also many d1fferences 1r;
= JOb read1ness training may beyoffered as a two week. seminar or one-day-
i workshop, in conjunction with other services such as.skills. tra1n1ng or
Sooasa separate act1v1ty and as’e1ther an 1n1t1a1 program serv1ce or the

- ia oﬁ/1n t/pes of serV1ces offered and manner of
»serv1ce de]1very, 11tt1e’1s known\about the types of services wh1ch seem Sen
{most effective or about the best ways. to-. prov1de any given service. These SR
itOpICS have not. been systemat1ca74y addressed 1n past ana]yses el

: ab1]1t1es, interests-and goals and" deve]op emp]oyab111ty p]ans EOaE P

‘a variety of prob]ems assoc1ated with successfu] commun1ty pe- e

the way each service is prov1ded ~ For examp]e,"_"?]ﬂff



Externa] Factors

: There are a number of externa] factors which affect program operat1on5fz"'
; and client outcomes. One such factor is the universe of potential clients.
~~ Although a program can,“to some extent, select from the Universe of potential.
clients those whom it will serve, a program has relatively little influence -

~on the overa11 size of that universe or the character1st1cs of" person5~~
within it. : ‘

‘ o In add1t1on, certain "env1ronmenta1" factors can e1ther he]p or ,
’ ,kobstruct program efforts to ass1st prison re1easees These factors 1nc1ude:

o ® the nature of 10ca1 correct1ons and ‘parole systems, whose
- cooperation would make such program tasks as client iden-
.rt1f1cat1on and follow-up easier to accomp11sh B

o the type and qua11ty of other service: agenc1es in the commun1fy,
since many programs must rely on other agenc1es to prov1de
Ase]ected client serv1ces, and

o the nature‘of,the.]oca1 Tabor market, because client empToyment
- will be easiest 30 achieve in a prosperous economy, particularly
if employers have positive attitudes about hiring prison. releasees.

Although programs may have Tittle control over these various external .
~‘factors, the manner in which they adjust to them will influence the extent -
of . services available to clients and the degree to wh1ch c11ents ach1eve
successfu] outcomes. :

* Outcomes

Emp]oyment services programs may have a var1ety of 1mpacts on their
clients and the surrounding community. To increase clients' employability
- and to decrease their recidivism are two of the major goa]s of most programs -
~and. thus Jtwo of the maJor outcomes of interest. :

“-.-Many programs assess the extent to which c11ents obta1n JobsT Snd ‘
most report that the majority of clients are successfully placed. 4s 54 69
This finding is of Timited value, however, because programs rarely compare the
~ placement outcomes of their c11ents with those of similar individuals who.
did not receive program services. Therefore, the extent to which successful :
- job placement should be attr1buted to the proqrams 1ntervent1ons or to otner ‘tflf‘
: causes cannot be determ1ned t L : t :

t Moreover, p]acement rates prov1de on]y a 11m1ted assessment of emp]oy—?', e
vment outcomes. Other 1mportant considerations include job stability -(i.e., - ...
- to extent to which emp]oyment is ma1nta1ned) and Job qua11ty (1 ., the i

'tvpe of JOb obta1ned) ‘ : ,‘

e A number of stud1es have documented that re]easees f1rst-jobs;may"
, “fbe held only a short time anthhat ex= offendegs g&aggdG}n ‘jobs through o
- “program assistance may leave them soon after. However, programsj~a,negvf
- -often do not analyze whether releaseces become {a and- rema1n) unemployed or
whether they obtain better jobs ‘within a. short t1me ~Such 1nformat1on 1sr;;“[gf

i cruc1a1 for adequate assessment of Job stab111ty outcomes
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A comprehen51ve ana]vs1s of re]easees emp1oyment adJustment wou]d

R cons1der job quality as well as “job placement and stability outcomes. Al-. " -
© - though the importance of job quality has been widely acknowledged,305 45 such

quality is often difficult to. assess. Consequent]y, few programs have :
:}analyzed th]S character1st1c ‘ . . :

Most proqrams assume that 1mprov1ng re]easees emp]oyment statuses’

i will reduce their recidivism rates.  Available analyses usually indicate
jthat program c11ents experlence 1ower rates,of vecidivism than are commonly
thought to occur for ex-offenders as a whole. »12,14,24,76  There has

been much Tess ana]ys1s of the recidivism patterns (1 €., the frequency

- and_ severity" of crimes comm1tted) of program clients. Moreover, recidivism.
~outcomes of program clients are rarely compared with. those of similar groups

of non-clients. Thus,,11tt1e is known:about the programs 1nf1uence on

5ach1ev1ng 1mprovements 1n c11ent behav1or

Recommendat1ons

Recommendat1ons wh1ch emerqed from this study are as follows:

| @ conduct a fo]]ow up ana1y51s of c11ent outcomes, as compared
- w1th outcomes of aopropr1ate groups of non= c11ents, :

@ prepare a “handbook” prov1d1ng step ~by- step 1nstruct1ons
- on ways to conduct evaluations at different levels of
como]ex1ty and ‘distribute th1s handbook to emp]oyment
~services programs,ky .

e ana]yze ways to improve 11nkages between the Department
- of Labor and the Law Enforcement Assistance Administration
‘(the two major funding sources of employment services L
. _programs for prison re]easees) at thefFedera1, State-
jf“,and 1oca1 levels; - Lo Coe

';W d‘ sem1nate useful matex1a]s deve]oped at 1nd1v1dua1 pro—
: _hgrams to other programs wh1ch cou]d use them, . L

‘if,=»:;¢ assess ways. to 1mprove the 11nkages between staffs of

B 7correct1ons fac111t1es and emp]oyment serv1ces programs,

' “*‘.5_expand the emp]oyment serv1ces current]y ava11ab1e to women
‘ggre1easees, and S , S
:1ﬁ_f§-'exp10re wavs to estab11sh JOb creat1on programs for pr1son
' ‘~f;re1easees - ‘ R _

~.v¢7;These recommended act1v1t1es wou]d prov1de essent1a1 1nformat1on con- L
.- cerning program impact, improve the present delivery of services to

ST oprison re1easees and test the efficacy of new approaches for- ass1st1ng
”'umgjlnd1v1duals 1n mak]ng the trans1t1on from or1son to emp]oyment



I. INTRODUCTION

As part of its National Evaluation Program, the National Institute
of Law Enforcement and Criminal Justice has commissioned a series of
Phase I evaluation studies. These studies assess current knowledge
about a project type, additional information which could be provided
through further evaluation, and the cost and value of obtaining such
additional information. 1In some cases Phase I assessments will be
followed by Phase II evaluation studies to collect the additional
information considered warranted.

Phase I assessments have six parts:

e review of issues, existing literature and work in progress;

e description of actual project operations;

e development of analytical framework(s) for understanding
major project types;

e assessment of the state of knowledge concerning project
activities and impact;

e design of an evaluation for the overall program (1f
necessary); and

e design of an evaluation for an individual project (if
necessary). : '

This report presents the results of the third and fourth stages
(development of analytical framework and assessment of the state of
knowledge) of a Phase I study of community-based programs providing
employment services for prison re]easeesQ In this chépter the need

for such programs is considered, and the earlier Phase I study



activities are reviewed. The following chapters of the report present

specific findings concerning program operations and outcomes.

A. Need for Employment Services Programs

Programs providing employment services to prison releasees
evolved from the following observations:

e The time immediately following release from prison is a
critical adjustment period; the first few months in the
community may determine whether an individual becomes
successfully reintegrated or returns to criminal behavior.

e Employed releasees often have lower recidivism rates than
those who are unemployed; therefore, employment status may
be an important factor affecting successful readjustment
to the community.

Prison releasees face a number of barriers to employment;
without assistance in overcoming these barriers, they

may be unable to obtain jobs.

These findings, which led to the establishment of programs that help
prison releasees become employed, are discussed in greater detail
beTow. In addition, the actual employment status of releasees is
considered, and the nature of employment services programs assisting
releasees is described.

1. The Postrelease Period

Upon release from prison an individual may face a number of
immediate problems in making the transition to community 1ife:
locating a suitab]e place to live, re-establishing relationships with
family and’friends and finding a legitimate means of support. A
releasee who has beenyremoVed from the community for a significant
period of time may also have difficulty adjusting to the pace and
flexibility df Tife outside the prison walls. As a result, many

releasees experience "postrelease shock. " !
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Since releasees often have very limited financial resources,
they have Tittle time to deal with this shock. They must immediately
develop a source of income. Moreover, the manner in which they handle
this and other postrelease problems may affect their Tifestyle for
months to come. Thus, the first few months after release from prison
are often considered a crucial time period for determining whether a
releasee will become successfully rehabilitated or will return to
criminal agtivity.

2. The Employment-Recidivism Relationship

Studies conducted over a period of more than forty years have
documented a close association between employment status and
recidivism. One of the_ear]iest analyses, published in 1930, found
the "association between post-parole success or failure and success

or failure with respect to employment was very high.“2 More recent

studies supported this finding, one concluding that "criminal behavior
will be a negative function of the individual's success in the labor
market."3 Another major analysis of the employment status and
recidivism rates of prison releaseees found that "variations in
economic opportunity have a major influence on the rate at which adult

males commit crimes."% A 1969 study of former Federal prisoners found

that crime by releasees varied directly with their unemployment and
that a positive ke]ationship exjsted between arrest rates -and unemploy-
ment rates of all age groups.5 Other studies have also documented
that crime rates often vary directly with unehp]Oyment.6

The app;rent relationship between criminality and unemployment

has been explained in different ways. Some researchers have proposed

that there is a causal relationship between unemployment and crime.
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This viewpoint 1is supported by, for example, the finding that unemploy-
ment may Be»among the principal factors involved in the recidivism of
adult male offenders.’ Other analysts have argued that recidivism and
unemployment are highly correlated because of their relationship to
other truiy explanatory variables, that is, they do not ‘cause each
other but simply co-vary:

Since the skill level of a man coming out of prison has

not usually improved, his job opportunity is basically

unchanged from before when he "decided” to commit a

crime rather than take a menial straight job. His

decision to go straight and become employed must be

based not on his desire for and ability to find un-

skilled employment, but on other factors that have

moved him away from crime as a way of accomplishing

certain goals. Whether this be maturation, the pro-

verbial "getting tired of hustling," or the influence

of family, it affects both employment and criminal

behavior. The decision causes the correlation.8/

Whether ons believes that employment itself causes a decrease in
criminal behavior or that both employment and lessened recidivism
result from other factors, available evidence indicates that unemploy-
ment and recidivism are strongly associated with each other. This
supports the belief that emp]oyment may be essential for releasees'
successful readjustment to the community. However, many releasees

.have difficulty obtaining jobs through their own efforts, due to a

variety of barriers which hinder their employment search.

3. Barriers to Releasee Employment

Prison releasees face two different types of employment barriers:
discrimination resulting from their status as ex-offenders and barriers
causad by their own lack of skills or other deficiencies.  External

employment havricrs include:
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e attitudes of employers—employers are often reluctant
to hire any ex-offender. Bonding requirements as well
as fear of theft, adverse customer reaction or negative
employee repercussions may make emplioyers hesitant to
offer prison releasees jobs.

e statutory restrictions--many statutes and government
regulations restrict the employment opportunities of
prison releasees and other ex-offenders. Occupations
which require Tlicensing are often closed to released
prisoners, because of the qualifying requirements
imposed by each State.9/

e union discrimination—the Tlack of acceptance of
releasees into various craft unions also Timits
potential employment opportunities. At the local
level unions often have autonomy which allows them to
operate somewhat differently than national union
policy may dictate.
In addition, prisgn releasees may have difficulty obtaining jobs
because they lack needed skills. Such employment barriers include:

e lack of education, including in some cases inability
to read, write or solve simple arithmetic problems;

e lack of specific occupational skills needed in the
Tocal labor market;

e limited knowledge of job achisition techniques,
such as completing job applications or handling
interviews; and

e limited orientation to the "world of work,"
including the importance of punctuality, regular
attendance, appropriate dress and good working
relationships with peers and supervisors.

These employment limitations of offenders have often not been
addressed during the period of imprisonment. For example, wardens
have estimated that 70% of inmates need to acquire various job skills
in order to obtain steady outside employment and that only 34%
are likely to do so during their incarceration.!0

Besides the employment barriers already discussed, prison

releasees often have poor employment histories, characterized by much
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mobility, ]owbwages, and Tow work status. This is illustrated by the
results of a study of inmates in State correctional institutions at the
end of 1974:

o Almost half of the inmates had been employed for 28
weeks or less on their last job.

e In the year preceding incarceration, 42% of the
prisoners had incomes below or near the $2,492
amount designated by the Federal government as the
poverty level for a single person in 1974.

e Inmates' prior work records overrepresented such
occupations as nonfarm labor, operatives and service
workers and underrepresented such fields as pro-
fessional and technical workers, managers, adminis-
trators, sa1?? workers, clerical personnel and
supervisors. :

Prison releasees also frequently exhibit psychological character-
istics typicaT of many disadvantaged persons who have experienced
difficulty in adjusting to Tife in the "straight" world. The following
characteristics have been repeatedly found by prison-based projects
which use psychological tests: inability to plan or work towards
long-range goals; Tow frustration tolerance or tolerance for normal
stress; inappropriate aspiration level; inability to tolerate delay
of rewards; impulsiveness; self-centeredness; broad mood changes in
response to events; and negative self-concept, self-image, and self-
confidence. 12 Mahy releasees are also members of minority groups and
relatively young. These various factors make it difficult for
releasees to achieve employment success. As one study concluded:

The criminal offender is perhaps the most disadvantaged

~of the "disadvantaged." [H]e has all of the deficits of

the economically and culturally disadvantaged non-

offenders, accentuated by (1) increased self-doubt;

(2) formal and informal employment restrictions; (3)

experience in a non-rchabilitative prison environment;

and (4) an almost irreversible Tabel of “"criminal" and
the accompanying sligma.l13/
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4. Employment Status of Releasees

In view of the many employment barriers facing prison releasees,
it is not surprising to find thét they often have difficulty obtaining
~ jobs. This is shown, for example, by a 1976 analysis of the unemploy-
ment rates of recent paroleas in ten States: these rates often exceeded
20%.14

A study, published in 1969, which assessed the employment problems
of released Federal prisoners found that 17% of the releasees in the
tabor force were unemployed. Moreover, even those releasees who had
jobs often experienced prob]ems‘in maintaining steady emp]oymenf.
Twenty percent were working only part-time, and more than half of the
releasees studied had experienced at least one period of unemployment
“during the postrelease year. Employed releasees most commonly worked
on unskilled, service or operative jobs.]5

The time immediately followina release from prison may be a
period of especially high unemployment for many ex-offenders. The
1969 study cited above found that the majority of the individuals
leaving piison did not have prearranged jobs. Moreover, the unemploy-
ment rates of persons out of prison for less than six months'were
significantly higher than for individuals who had been in the
community 1onger.]6

This difficulty in acquiring and retaining suitable employment
may affect a substantial number of releasees in a given year. For
example, during 1974 more than 100,000 persons were released from
Federal and State penal 1nstitutions.]7

5.__Fmployment Services Programs

To help veleasees hecome successfully employed, many  programs
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providing a variety of services have heen developed. A brief history
of these programs appears in Appendix A.

“Employment services programs for prison releasees offer many
types of assistance, including:
assessment of releasees' needs and development of

appropriate "employability" plans, to guide releasees'
efforts to become employed;

job readiness training, to help releasees conduct more
effective job searches; ~

e Job placement assistance, to refer releasees to
suitable job openings;

e job development activities, to identify potential
employment opportunities for releasees; and

e a variety of counseling and supportive services, to
help releasees prepare for the work world and to
assist them in adjusting to it after they have become
employed.
This study assesses the present state of knowledge regarding the
provision of these services and programs' impact on both clients and
the surrounding community. Programs of primary interest are those
which serve adults, rather than juveniles, and releasees who have
been removed from the community for a significant period of time
(e.g., more than six months), rather than persons jailed for a short
period or placed on probation. In addition, the study focuses on
programs which are community-based, rather than on those operating
within prisons or in highly supervised settings (e.g., work-release
proarams or halfway houses).
Many operating proarams and a number of past analyses are
relevant to this study, even though they have a somewhat different

focus.  For example, it is common for proarams to consider "ex-

offenders" as one group, withoul differentiating among prison releaseces,
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persons jailed briefly or probationers. Such programs may provide
valuable services to prison re]easeeé, even though other groups are
served as well.

Additionally, many of the analyses of prison-based projects and
of community-based programs for the "disadvantaged" have addressed
problems similar to those faced by community-based programs for
releasees. Consequently, findings from related studies have been

incorporated into the present report, where appropriate.

- B. Development of State of Knowledge Assessment

In order to assess existing knowledge concerning programs which
providé employment services to prison releasees, three major data
collection activities were undertaken:

e a review of existing literature and work in progress;

e identification of the universe of employment services
projects; and

e Site visits to fifteen employment services programs.
These activities are briefly discussed below. In addition, major
findings from these activities have Been incorporated into the
relevant sections.of this report.

1. Literature Review.

The Titerature review covered existing evaluations or ana]ysés of
individual programs, related materials on vocational programs for
inmates and non-offenders, comparative studies of, programs, and
bossib]e data sources for analysis of employment services programs
sofving prison releasecs.  Many of the existing studies which have
cvaluative imp]ications have analyzed program operatibns in a single

place.  Some of Lhese analyses have heen conducled by Lhe programs
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themselves, although certain analyses stemmed from the interests of
Federal or State funding agencies.

There are few significant evaluation studies focusing sb]e]y on
community-based employment services programs for prison releasees.
Moét studies are of community programs that serve "the ex-offender"
or of programs operating in prisons or other incarceration-like
settings. |

Employment and recidivism are the major outcomes assessed in
most studies. However, these outcomes are often not compared with
gither client or program characteristics in order to assessythe most
effective kinds. of services for different types of individuals.
Moreover, existing studies rarely compare the results achieved by
clients with outcomes fdr non-clients who are otherwise similar to
grogram participants. - Thus, it is difficult to attribute client
outcomes to the programs' interventions.

The lack of appropriate eVa]uation studies has been widely
commented upon. A 1969 analysis decried the lack of consistent
recordkeeping and the absence of reliable follow-up data.]8 A review
of ten years of correctional manpower projects concluded that "a lack
of concern with the interface between thedry and program implementa-
tion has hampered projects in their attempt to create a cumulative
picture of 'what works' and ‘why'.”]9 Another study concluded that
"with the excepﬁion of work release, most of the non-traditional
manpower programs are experimenta1“ and that "most Tack validating
research as to their resu]ts!zo That study also discussed the
need for evaluation and ohserved that Tittle qood evaluation had‘been

done:
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Critics have charged that there has been very little proper
evaluation, no establishment of standards or criteria by
which te measure degree of success or failure, and no way
of knowing whether offender rehabilitation programs are
working and are worth the investment.

In many projects the evaluation techniques or findings have
been found faulty when subjected to rigorous examination,
in others the evaluation results could not be generalized
to make them universally applicable because the persons,
conditions, and circumstances were unique to those pro-
grams at a particular time. In most, the evaluation has
consisted of a presentation of operational statistics such
as number entered, number trained, number placed, number
employed, and number recidivating. 1In some cases, outside
evaluators have been hired to evaluate projects after the
fact, with the evaluation design being dependent upon the
limited project data available or reconstructed data.21/

Despite these evaluative 1imitations of existing literature, past
studies do provide much information about types of services, manner of
service delivery and opefationa] problems. In addition, selected studies
provide insight about program impact on client behavior. Consequently,
results of relevant studies have been incorporated into various sections

of the present report.

2. Universe Identification.

A variety of organizations were surveyed to obtain information on
the identity of programs providing employment services to prison
releasees. These organizations included:

e Law Enforcement Assistance Administration (LEAA)
regional offices;

e State Planning Agencies funded by LEAA;

e the corrections departments of all States; and

e National and State organizations concerned with
ex-offender problems (e.qg., the Fortune Society,

National Associalion of States Attorneys General,
etc.).
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In addition to programs identified through this survey, a

® number of employment services programs wekr*e identified through the
review of relevant literature, from interviews with Labor Department
officia]s, through an earlier ex-offerder program survey conducted

;ﬂ'f by the American Bar Association?? and from other sources.

A11 programs identified were asked to complete and return a
two-page questionnaire, which is included as Appendix B of this report.

g Information requested included:

. e Pprogram age;
| e number of clients served; .
° e cligibility requiréments;
e sociodemographic characteristics of clients;
; services provided;
o e staff-client contact;
e program success criteria;
s staff size and type;
e e funding source and Tevel;
e numbers of prison releasees served; and
e nature of contact with prison and parole officials.

* Besides the mail responses, selected follow-up te1ephone calls
were made to increase the survey's coverage. A total of 257 programs,
ylocated in aT] parts of the country, completed the survey questionnaire.

® These programs reflect a wide variation in structure, service deﬁvéry,
and relationship with the comunity. Some programs are associated with
parole departments, othefs are adjuhcts of the State Employment Service,

°

while still others are part of a prime sponsor's Comprehensive Employ-
ment and Training Program. Some programs attempt to provide as many

employment services as possible in-house, others vely almost totally
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on referrals to other community employment services programs, and many
provide some services in-house while referring clients to existing
community agencies for other needed serviges.

Detailed survey findings appear in Appendix C. Highlights of the
results, based on programs' se]f—reported data, include:

e Approximately half the programs had been in operation
four years or more.

e Forty-four percent of the programs served fewer than
300 clients during the past year.

e 'he most frequent Timitations on client elibigility are
that only ex-offenders are served (reported by 46% of
the proarams) and clients must be older than a certain
age, usually 18 vears (reported by 39% of the proarams).

e 1he most common services provided directly by the pro-
grams are job placement, job development and counseling.
The most common services provided by referral are skills
training, on-the-job training and education. The serv-
jces least likely to be provided (either directly or by
referral) are transitional employment/supported work and
vocational testing.

e Almost 80% of the programs reported that staff-client
contact occurred at least once a week, with 29% of the
programs reporting daily client contact.

e Fifty-five percent of the programs reported that the
average length of client contact with the, program was one
to six months, and an additional 26% of«the programs re-
ported an average length of client contact of seven to
twelve months.

e 'he most common success criteria used by programs are
successful job placement (reported by 79% of the programs)
and successful reintegration into the community (reported
by 58% of the programs).

e About 60% of the programs have Tess than ten staff members.

o Most pkograms have some ex-offenders on their staff.

e Thirty-six percent of the programs have annual budgets of
less than $100,000, and an additional 24% of the programs
have budgets between $100,000 and $300,000.

The major: funding source lor:most programs (51%) is the
Federal government, followed by the State qovernment (21%).

e The number of prison releasees served over the past year
varied considerably across programs:  of approximately 200
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programs providing this information, 26% served less
than 50 releasees, 33% served 50-199 releasees, 20%
served 200-499 releasees and 21% served more than 500
releasees.

e The most common way that prison releasees come to the
programs is through referral by probation and parole
officers; the next most common way is through referral
by prison officials.

3. Site Visits to Programs

After analysis of the program universe and consideration of the
major issues raised in the literature on employment services programs,
a sample of fifteen programs was ge]ected for‘ﬁore detailed analysis.
These programs reflect the full range of variation found in the
program ﬁniverse along such dimensions. as type of services provided,
number of clients served, geographic location, funding source, etc.
Characteristics of the programs in the site visit sample are shown
in ‘Appendix D.

Analysis of the sample programs was performed through site visits
by one or two people, who usually spent twe days at the programs. The
first morning was spent interviewing the program director about the
objectives and overall operations of the proaram, its relationship
with other community ofganizations, and the data collected and/or
analyzed by the program for reporting or evaluation purposes.

The remainder of the site visit included interviews with program
staff members, who provided more detailed information concerning
service delivery and client processing. Additionally, 1nterv1ews
were conducted with representatives of the local criminal justice
system, officials of the employment services éystem with which the
programs interfaced, and representatives of the business community.

People interviewed concerning their perspectives on the employment
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services program inciuded police officials, parole officers, Comprehensive
Employment and Training Program staff, National A11ianée of Businessmen
representatives, State Employment Service staff and personnel managers
of local employers.

In addition to providing varying perspectives on program operations,
these individuals contributed many ideas concerning appropriate evalua-
tion measures for employment services programs serving prison releasees.

Interview guides used during the site visits appear in Appendix E.

C. Organization of This Report

This report is organized in terms of the analytical framework
shown in Figure 1. As illustrated, clients are identified in several
ways and may receive a variety of services by programs trying to achieve
their goals while using certain fixed resources. Program§ are affected
by a number of external factors (e.g., nature of local labor market)
over which they have Tittle control but which may help determine
program outcomes .

The following five chapters of this report consider the various
aspects of the analytical framework in detail. Chapter II addresses
program operations, including the manner in which prison releasees
are referred to programs, receive services in accordance with program
goals, are channeled to employment opportunities and are assisted in
adjusting to employment, once it‘has been obtained. Topics aiscussed
inc]ude:

e the manner in which programs provide services during the
various stages of -client participation in the program;

o Lhe major assumptions under1y1ng the provision of differ-
ent services; .



FIGURE 1.--Analytical Framework for Assessing Employment Services Programs
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e the present state of knowledge (including identification
of important knowledge gaps) concerning the efficiency
and effectiveness of the various program activities; and

e potential analyses which would improve the present
state of knowledge about employment services programs.

Chapter III considers program resources, specifically staff, funds
and facilities. The availability of these resources and programs'
utilization of them are both assessed.

Chapter IV discusses a number of external factors which may affect
program operations. These include:

e the size and characteristics of the potential client
universe;

e the nature of the corrections and parole systems with
which programs interact;

e the type and quality of other service agencies in a
community; and

e such other factors as the condition of the local
economy and the prevailing attitudes of area employers.

Chapter V presents information on'program outcomes.  The major
outcomes considered concern clients' employment and recidivism.
However, possible program effects on the surrounding community are
also assessed.
Chapter VI reviews major findings of the study and suggests
several areas for future research. Of particular importance is the
neéd for adequate analyses of client outcomes after program participa—
tion, as compared with outcomes of otherwise similar non-clients. The
absence of such studies at present precludes definitive statements about the

impact of employment services programs for prison releasees.



IT. PROGRAM OPERATIONS

This chapter discusses the goals, referral methods, specific
services and client flow processes of community-based employment
programs serving prison releasees. Topics considered in this chapter
include the assumptions which underlie various program activities,
the manner in which different program services are delivered, the
present state of knowledge concerning program operations and possible

analyses which would fill important knowledge gaps.

A. Goals

The primary goals of most empToyment services programs for prison
releasees are to increase clients' employability and to reduce their
recidivism. The hypothesis that the programs can achieve these goals
is a major evaluative consideration; possible measures of the validity
of this hypothesis will be considered throughout this report, especially
in Chapter V on outcomes.

Many programs have specified additional goals, such as to provide
needed social services or to increase the receptivity of the business
community toward ex-offenders. Other programs have established
operatfona] objectives related to the general employment and recidivism
goals, such as placing a certain number or percentage of‘;11ents in

~ jobs or achicving a specific recidivism rate. For example, Employ-Ex,
Inc.,a community—based program in Denver, Colorado, has established

two main effecliveness objeclives: to reduce vecidivism of program

J18-
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participants over one year by 25% more than the recidivism experienced
by a comparison group of similar offenders and to insure that program
participants who are placed in jobs, training or educational positions
will be employed, in training, or in school an average of 60% of the

time they are in the program and available for employment, training or

schoo1.23

Some programs have developed a number of operational objectives,
designed to measure the efficiency and effectiveness of specific program
functions as well -as the overall proﬁram. One such program, Helping
Industry Recruit Ex-Offenders (H.I.R.E.) of Minneapolis, Minnesota,
has established several primary program objectives, each with minimal,
expected, and‘optima1 goals, which are related to specific performance
objectives for each program staff member . 24

Programs sometimes have difficulty establishing specific goals and
thus state them more broadly. For example, one employment services
program's goals are to drvelop capabilities of probation-parole and
correctional officers to aid offenders in finding and keeping jobs
upon release; to enlist the support of employers in hiring ex-offenders;
to build an effective working relationship with trade and civic organi-
zations; to integrate the overall ex-offender training and employment
program with a Labor Department program; and to develop an effective
delivery system of ex-offenders to job p]acéments.25 1In some cases
programs establish such broad goals that evaluation of progress toward
achieving them is virtué]]y impossible.

Even though a program may posséss adequately defined goals, these
may be understood only hy the director. Program administrators some-

Limes Fail Lo convey o clear understanding of goals to staflf members.
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For example, a management audit of a Decatur, I1linois, employment
services program concluded that, although the program had written
organizational goals and objectives, these were not clearly understood
by all staff members. Additiona]]y, the process of setting objectives,
their implementation and their effect on the program's goals were
misunderstood by some staff members.26 Thus, staff perceptions of
goals must be considered, as well as formal statements of those goals.

Often program goals are tied to program funding requirements.
Programs may be required to place a certain number of clients in
full-time employment in order to receive allocated funds. This may
result in an overemphasis on literally meeting set goals; consequently,
the number of placements may be emphasized at the expense of the
appropriateness of the placements. For example, clients may be referred
to jobs in occupational areas in which‘they are not interested or for
which they are overqualified. Although an immediate placement may be
obtained, the cliénf may soon leave the job. |

Thus, program goals may be determined in a variety of ways and may
be stated in very broad terms or quite precise ones. However accomplished,
the specification of goals will affect a program's day-to-day operations,
including types of services delivered and methods of identifying potential

clients.

B. Client Identification Methods

A prerequisite for a successful community-based employment services
pbrogram is the identification of appropriate and sufficient numbers of
clients. This may be accomplished in several ways:

@ The program may identify potential clients by visiting
Tocal prisons and other correctional facilities.

e The prison staff may refer inmates on furloughs to the
program before their release or recommend that they con-
Lacl it after release.
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e Parole officials may refer clients to the program.

e Staff-at other community service agencies or organizations
may identify ex-offenders and refer them.

e Releasees may be referred by friends or relatives who
possess knowledge of the program.

o Releasees may appear at the program on a "walk-in" basis,
as a result of having heard about it in prison or in the
community. ‘
Most programs identify clients through several of these methods.
The following sections describe each of these client identification
techniques and discuss problems affecting the extent to which they are

successful 1in identifying potential clients for the programs.

1. Program Visits to Prisons and Correctional Facilities

Many programs attempt to contact potential ciients before they are
released from prison. Staff will visit prisons and interview pro;pective
releasees to explain the program's objectives and services and to assess
whether the inmate would be interested in participating upon release.
This kind of outreach effort is based on the belief that it is 1mportant
to establish contact prior to release, so that the releasee will be
aware of the opportunity for help 1mmediate1y'upon returning to the
community. Some programs also engage in prison outreach in order to
screen out individuals who are not motivated or who are ineligible
before their return to the community.

Many programs assume that inmates need. more counseling support
during the pre-reléase period than institutional counsalors praovide.

They therefore make reqular visits to prisons to counsel inmates in any g
arcas where they can provide assistance. - These conlacts vary consider-

‘of the prison.
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Programs sometimes leave brochures describing their services at
the institution and rely on interested inmates to contact the program
by mail. The rationale behind such activity is often that the inmate’
should take the initiative in contacting the program in order to
demonstrate motivation. |

In some cases programs conduct group interviews at the prisons.
Staff relate the goals and services of the program, client and counse-
lor duties, and employment prospects in the community.

Programs may also begin serving 1nma£es while they are still
incarcerated. This may include Tocating jobs for prospective releasees
or identifying training opportunities and enrolling inmates at times
to coincide with their release. Employment services proarams sometimes
conduct classes for interested inmates who are expecting release.
Project H.I.R.E. in Minneapolis, for example, has conducted a course
in "work orientation" and resume preparation for residents of a pre-
release center run by the Minnesota Department of Corrections.27

Pfograms which visit institutions to contact inmates often encounter
a number of problems making the process time-consuming and difficult.
Prison officials or staff may be uncooperative towards "outsiders."
Synchronizirg interview schedules with the times inmates will be
available can prove difficult. Even space in which to conduct private
interviews with inmates may be hard to obtain. In certain instances,
programs have been forced to abandon this kind of»cTient identification
activity, because too many of these problems could not be overcome.

2. Furloughs As Means of Client Identification

In many instances, prisons permit furloughs, so that inmates can

“attempt to obtain employment before their release. The use of the
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furTough is especially important for inmates who must have a job in
prder to secure release on parq]e. According to a recent survey, 38
of the 50 State paroTe'boards require inmates to have a job in order
to be granted paro1es.28 kAs a result, an inmate will often accept
‘ any job in'opder to gain release and may be unemp]oyedvsoon after.
@ When inmates receive furloughs, community—based employment
services programs can assist them in locating suitable employment.
Because the program can interview the inmate in depth before release,
its staff can spend time locating an appropriate job opening while
the person is sti1l incarcerated. Such program efforts not only help
the.inmate secure release on parole but can also help the inmate
obtain a bétter job than would otherwise have been acquired during
the furlough's Timited time period. |
| In ;eVera1 States, parole boards are becoming more cognizant of
the problems surrounding parole job requirements and have allowed a
service commﬁtment by an established community-based employment program
'tp pepresent a valid substitute for actua]bemp1oyment.

‘The furlough method of client identification poses certain
_prob1ems;v Sometimes 1ntérested inmates are unable to obtain furloughs
tphvisit emp1oyment services progkams. In other cases, if initial
program efforts to obtain a job for an inmate do not succeed or if the

o program peedskmore information, the {nmate may be unable to secure-a
“second fup10u§h; ‘In these cases, the advantéges of personal inter-
, éction‘are Tost pnlpss the"program can interview the 1nmate'at the
'.prison. |

3. .Client Identification by Prison Counselors

~In many communities program staff may not possess. the time or be



sufficiently close to prisons to conduct in-prison interviews with
prdspective releasees. Additionally, the prison officials may not
release inmates on furlough to look for~emp1oyment.‘ In these
circumstances community—based programs often fe]y on institutional
Cbunse1ors to refer reTeasees to the program.

This process may be informal or routine and may or may not
involve regular contact between program and pfison staff. For
example, prison staff may send programs lists of the names and
addresses of releasees who will be returning to the community during
the following month. Or prison counselors may simply give a releasee
the name and address of.a community employment services program and
advise the releasee to contact the program.

‘In this type of client identification, programs must rely to a
 great extent on the cooperation of prison staff. If prison counselors
do not think well of the program or are apathetic about reminding
re?easees to contact it, the program may fail to make contact with a
1éfge number of prospective clients. Once inmates return to the
‘community, it becomes much more difficult for the program to locate
‘.them."This is especially true for those releasees who are not under
aﬁy form of corrections supervision. Those under supervision may

often be referred to the program by their parole agents.

4. Client Identification by Pa%o]e Agents.

A éréat many'ofkthe persons assisted by employment services

. programs ére reférfed by paro]é officials. Twenty-eight pekcent of
»hthe programs surveyed during this study reported this as the most |

.common way that recent prison releasees come to the program.
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Methods of referYa] depend on the individual parole official
involved. Some parole officers accompany releasees to the program to
ensure their arrival. Other agents give the parolee the name and
address of the program and suggest contacting it. In certain cases,

the parole agent will provide the program with specific client data

before the parolee is referred.

Ofteh, whether a paroTee is referred an employment services
progrém'w111 depend on the identity of the parole agent to which the
parolee is assignéd. Parole officials frequently have high caseloads

and may find it difficult to remain aware of the specific problems

~ faced by their parolees. Thus, they may not be able to identify

those clients who are experiencing serious emp]oyment?re1ated problems.

Moreover, parole offjcia]s‘sometimes do not -follow up on referrals to

employment services programs to ehsure that the parolee appeared.

.Effective referral from parole officials to programs may require

formal mechanisms. One such approach is that adopted by the Clearing-

'house for Ex-Offenders in Louisville, Kentucky.29 Each Louisville
parole officer is matched with a counselor at the Clearinghouse. This

" leads to the development of ongoing relationships between parole and

program staffs as well as more efficient client processing.

A controversial issue associated with client referral by parole

o Officiéls concerns the impact of pressure by parole agents on
"ﬁaro1ee,00tcohésf' Prdgram staff often state that’parole agents "force"

‘ ..re1easees to'appeaf at the program by threatening them with-parole
‘«vidlatioh,if they do nét; Many program staff membefs assekt

‘ ;that‘phe'great hajoriﬁy of fhe parolees who are "forced" into the

prograin Tack the motivation of other clients and drop -out after a brief'
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period. However, other program staff think the threat of parole
violation may provide the incentive releasees heéd to obtain jobs and
succeed in them.

Despite this wide difference in opinions, there is little
evidence available with which to resolve the controversy. Analyses
have not been conducted of the relative success rates of parolees
who were bressured into program participation versus those who were
not sb influenced.

5. Client Identification by Other Service Programs

Releasees often come into contact with other service programs
upon their return to the community. Staff at such programs may
identify releasees who need employment services and refer them to én
appropriate program.
Referral procedures vary. Staff of a community agency,’such as
a drug or alcohol treatment program, may telephone an employment
services program and notify the intake staff that they are referring
a person. In'some cases, they may provide background information
about the person during this initial conversation. In other situations,
.étaff from a community service agency may accompany persons td the
employment services progran.
Referrals by other agencies often depend upon the personal
1 knpw]eage of the individual staff member interviewing an individual.
fThe extenf oftknoW]edge about an existing employment services program
: ‘may vary considerably among staff of the same agency. Additionally,
- some conmmnity‘agencieé do not try to identify ex-offenders. ‘Ih
\_.these,instances; the‘re1easee might never be referred to'an available

employment services progran.
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6. Client Identification by Family or Friends

When a releasee returns to the community, the extent of support
received by family and friends often plays a critical role in readjust-
ment success. Programs often find that potential clients are referred
by family of friends for employment assistance.  Ex-offenders who |

‘were served by the program in the past may discuss it with other ex-
offenders, and knowledge of the program may become widespread.

7. "Walk-in" Clients

Some program clients may not be referred by any specific indi-
viduals, such as prison counselors, parole agents, family or friends.
~ They may learn of therprogram themselves as a result of program
outreach gfforts (e.g., brochures left at community agencies or
~ speeches made by program staff). In other cases, they may have been
' sefved by the program in the past and wish additional assistance.

‘Some programs do not serve "walk-ins." Instead, they require
re]easees to be referred by one of a number of community resources.
'Even those programs which do serve "walk-in" app11cants rare]y
.1dent1fy many of their clients in this way. This is partly explained
.byrthe'fact that,”wa]k-in”’apblicants have not been screened for

' m&tivation'or e]igibi]ity; és is often done for referrals by parole
égents, prison officials or services agency staffs. Therefore,
I"\_«Iall<-1'xr\_s“ are more Tikely than othe; potent1a1~c1fents to be
1napproﬁrﬁate.br'1ne1igib1e for service.

8. Effecfiveness of Various C11ent Identification Methods

The- rc]at1ve effect1veness of c11ent 1dent1f1cat1on methods 1as
o rarely hean,analyzed. Aesossment of client outcomes as compared with

various client 1denLi£icat10n methods could indicate the identification
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techniques which result in the most and Teast successful clients.
Program. emphasis could be changed accordingly.

Programs could also analyze the extent to which they are identi-
fying all members of the universe of potential clients. For example,

a program could obtain from the State Corrections Department the

number of persons released to the community which the program serves.

The numbek of unemployed releasees on existing parole caseloads could
be added to that figure. A program could then compare this number

with the persons it served to assess penetration of the potential

" c¢lient universe. Such analysis would also have to consider the

program's financial and staff resources, since low penetration rates

C. Eligibility and Program Intake

1. Methods for ETigibility Determination and Intake

When releasees appear at community-based employment services
programs, they are usually referred to designated staff members for
intake services, which include those associated with program applica-=

tion and e]?gib11{ty. Even programs with very broad e]igjb111ty

'criteria usually establish a structured intake process.to collect

background information on applicants.

The methods by which programs implement intake vary, as do

‘criteria‘for client acceptance. Eligibility criteria depend on

the pufpose and design of a program. A survey conducted as part of

‘this study obtained data on the client Timitations at 257 programs.

* As shown in Table 1, the most common eligibility requirements relate

to oxlpffender status. The next most frequently used criteria

concern age and residency requirements.

would be expected for programs too small to serve all potential clients.
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TABLE 1.—Client Limitations Reported by Programs Serving, Prison Releasees

(N = 257)
Programs Reporting
Limitations
LIMITATION Mimber | Percent
"Only serve ex-offenders 117 46%
| On]y serve pérsons recently released from prison 30 12
Only serve clients older than a certain age 101 39
Only serve clients younger than a certain age 14 5
~Only s> rve males 25 10
_Only serve females - 8 3
Oh]y serve people on probation or parocle 30 12,
Only serve residents of the same county where
: - . 50 20
~program is located
‘Only serve bersdns released from correctional facil- 17 7
_ities in the same county where program is located ‘
Only serve persons released From,correctﬁona1 facil- 3] 12
ities in same State where oroqram is Jocated .
‘Do not serve persons conv1cted of: :
*Homicide 8 37
" Rape or other sex ‘crimes 13 5
 Serious assault 19 7
Armed robbery 7 3
Only serve Dersons whose pre'1ous incarceration was ' 6 “ o
was 1ess than a certa1n nunber of vnars ’ :
Other 11m1tat1ons | 123

;NOTE: A program may have more than one Timitation oun

served.

48

clients who can be
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Many programs impose minimum age requirements. This is often due
to the fact that juvenile offenders face different needs than older

ones. Very few programs have sex limitations, although most programs

. appear ‘to serve a predominantly male population. Many programs have

reSidenty requirements of & city- or county-specific nature, which
are often due to funding restrictions.

Funding restrictions may 1imit client popu1atiohs in a number of
ways.; Many émp1oyment services programs are funded by local prime
sponsors under the 1973 Comprehensive Employment and Training Act

(CETA).  In such cases, program clients must meet the same eligibility

- criteria as other non-offender CETA applicants. These usually include

being uneﬁp]oyed or underemployed forva previous period of time,

iiving within the jurisdiction administering the CETA program, and
being over a minimum age.v |
-Other communi%y programs afe connected to the State Employment

Service (SES), which requires that applicants be "employable."

Clients considered “unemp10ya51e”Aand thus ineligitle are those

- who are:’

e actively involved 1in drug abuse;
e aCtive a]coh01icszzespeéia11y if not enrolled in a
treatment program; or
.fpersistent1y dishbnésf in deﬁ1ing with program staff.30
Soﬁe offender employmeht'services pr@érams are funded by State
Departments of Vocational Rehabilitation (DVR). Eligibility criteria

‘at these programs are the same'ones applied to all applicants for

* vocational rehabjlitation services:

e The client must possess a phy§icﬁ1 or mental disability.

Y
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e The disability must constitute a‘substantia1
vocational handicap.
e The client must have the potential to return to
gainful, competitive employment as a result of
program services.31/
Programs funded‘by corrections agencies often serve only certain
-portions of the releasee population, e.g., parolees. Other programs
may establish priorities of client eligibility, dépending upon client
status within the Cﬁimina] justice system. For example, Employ-EX,
Iﬁc. %n Denver tries to serve those persons wmost Tikely to recidivate,
be;ause the program believes they are most in need of service.
ConSequent1y, persons most recently released from prison are served
first,'and dischargees released more than 18 months ago are not given
priority.3% | |
Programs may also establish informal eligibility criteria based
on applicant motivation. If the intake staff believes that a pefson
has Béen “"forced" to appear by a parole officer and does not wish to
work Qith the program staff, the applicant is often rejected.
Programs use different means to assess client motivation.
Although mdtfvatidn may not be a formal eligibility requirement, it

‘may be utilized to screen persons in or out of the program at an

éarly date. For example, the Institute of General, Mechanical and

L E]ectrica] Science, an employment services program operated by the

_‘Pﬁiladefphia Urban Coalition, places all new clients in a 30-day

'prObatibnary status, during which they are evaluated as to their

'appropriateness for the program.33 Some programs do not officially

:enko1] c]iehts‘unti1 they haVe returned two or three times and thus

- evidenced interest and motivation.
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Community-baséd programs sométimes have no formal eligibility
criteria and accept "all" releasees who apply for aid. These programs
do not engage in any "creaming," the process by which programs refuse
‘services to those clients who they believe would not be helped and
attempt to serve only those clients who have a better chance to be
“"syccessful." Because of their "open door policy," these programs
expect a higher "failure rate."

The identity of the staff member performing intake varies. Often
a specialist is employed to collect intake information and conduct an
assessmept interview. All applicants are referred to this person,
who‘supervises fhe completion of a program application, conducts an
assessment interview and makes initial decisions concerning eligibility.
Small programs may utilize whichever staff members are avai]ab]é to |
' performvthe intake function. In some instances, a third party is
involved in this process. For example, programs funded by State
Departments of Vocational Rehabilitation (DVR) may receive assistance
frdm DVR staff during the intake process.

The specific information collected at intake varies from program
to program, although general categories of information are often
s{mi1ar. Frequent1y, the specific type of data collected depends on
the requiréments of programs' funding sources. However, many programs
~: collect the following intake informafion from applicants:

e personal data, including name, address, age,
marital status, health, etc.;

e criminal history, including previous convictions,
dates convicted, sentence lengths and institutions,
courts 1in which convicted, current criminal Just1ce
status, and current paro]e agent;



-33-

e vocational interests, including present employment
interests, ultimate job goal, past participation
in manpower programs, and job-related skills and
aptitudes; and

¢ cducational history, including schools attended,
-years completed, and courses taken.

Programs may attempt to collect much of this information from

~ sources other than the applicant, since releasees may often be

"turned off" by the time devoted to data collection during the

intake brocess. For example, a 1971 study concluded: “Few [offenders]

experienced any satisfaction or rewards from structured interviews.
A1l reacted negat1ve]y to intake workérs and counselors who gave the
impression of being wedded to pieces of paper and more concerned about
gaps 1in 1nformation than individual needs.“34

-Sources of information on the applicant's background include

" the parole officer and the institution where the releasee was

incarcerated. In some cases paro]é agents send relevant information’
to the program with the applicant.

The intake period is also a stage at which programs can gain

knowTedge about the’pré—intervention attitudes or abilities of clients

.in-certain areas for comparison with scores after program intervention.

For example, the Institute of General, Mechanical, and Electrical

Science in Philadelphia compares client scores on vocabulary, arith-

e metic, and job readiness abi]ity tests at intake and after'training.35

The intake process is usually accompanied by an orientation to

. the proegram. Some programs may consider orientation a separate
. process, while others may rely on institutional counselors or parole
- .agents to orient applicants to the program before they arrive. Also,

some programs disseminate program descriptions within. the prison(s).
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Regardless of the technique, programs usually try to ensure
that appiicants understand the objectives and services of the program.
Points usually explained include program goa1s,¢staff responsibilities,
client responsibilities, the client flow process, reaéons for expulsion,
program participation requirements, program completion requirements, and
program duration information.

After a determination is made concevrning an applicant's eligi-
bility, the intake staff member completes all required forms for those
clients deemed eligible and refers ineligible clients to other community
agencies. Such agencies include the Tocal State Employment Service .
Office, a‘Comprehensive EmpToyment and Training Prdgram (CETP),
the welfare office, charity-sponsored emergency need centers, drug
or alcchol treatment programs, or other ex-offender programs.

The manner in which programs perform this'referra1 varies. A
program counselor may review a community resource manual with the
releasee to ensure an appropriate referral. For example, staff at
Opération DARE in Chicago use a Resource Manual summarizing all
community agencies in the Chicago’metropo]itan area in order to refer

ex-offenders to an appropriate resource. 30

In other instances, the amount of effort éxpended on the referral
of an jne1ﬁg1b1e’app11cant may largely depend upon the interest of
. the counselor or staff member involved. Some may merely suggest a
~prégramAahd give the releasee its name and address,vwhi1e others may
telephgone the progﬁam, notify a contact person of the referral and
A'make an appointmént fok service. At some programs referrals are
‘_arranged by specific staff members who specialize in certain service

areas.- Fok example, this is done at Project MORE in New Haven,



Connecticut. Depending upon the intake interviewer's assessment of a

releasee's needs, ‘the person is sent to the appropriate staff member,

~who inkturn‘makes the referral to another agency.37

2. Potential Analyses

There are a number of potential ana]ysés which would increase
“existing knowledge about eligibility and intake procedures.‘ One
important area in which programs need increased knowledge concerns
the appropriateness of their é]igibi]ity criteria and of the clients
they are serving. An analysis bf the intake process would help
programs understand both who was being served vs. who was being missed
: andkwhether intake procedures were efficient. Major questions to
address include; .

-@ Are significant portions of the releasee population
- being missed because they are being judged ineligible?

e Are certain subpopulations of releasees being over- or
under-represented compared to their percentage in the
universe of possible clients?

§‘Is the time period for the intake process an appropriate one?

e What types of clients drop out of the program during
. the intake process and for what reasons?

Through such analyses, programs may be able to develop eligibility

mddificatiors, sothat more of the potential client universe can be

served; extend outreach efforts to certain agencies or officials, so

: fhat c]ignts;beihg under-represented.are given more service; adjust
’thé 1enjth‘of the intake process to retain client interest without

. sacrificing minihum data needs; and modify the intake procedures, so

_that fewer clients drop out of the program.

i



D. Overview of Program Services

Community-based emp]byment services programs aiding prison
releasees provide the following types of services:

o Assessment of Client Needs~This assessment examines
client background, abilities, interests and goals in
order to establish a plan by which the program will

~work with the client.

e Counseling—Counseling usually consists of individualized
vocational counseling by an assigned staff member.

. Together the counselor and the client attempt to meet

. the client's needs and vocational goals.

e Job Readiness Training—This training usually provides
the client with advice and techniques for seeking and
retaining a job. '

e Educational Training—Programs often provide clients
with the assistance required -to obtain a high school
equivalency degree, enroll in a community college or
meet other educational needs.

e Supportive Services—Releasees may need a number of
supportive services in order to make a successful
transition back to the community. If a program does
not offer these services, it may refer the client to
other appropriate agencies, such as welfare, medical,
psychological, food and clothing, and family assistance
services.

e Job Development—Programs may develop relationships
< with area employers and search for specific positions
"~ to which clients can be referred.

o Job Placement—Most programs attempt to place clients
in jobs, often on an individualized basis in which a
client's abilities and interests are matched with a
position’s prerequisites and duties.

e Follow-up Support—This support, provided to clients
after they have secured jobs, helps them to cope with
any problems encountered on the job and thus gives
them a better chance of retaining their employment.
Some programs, in addition to providing some or all of these
*services, provide clients with additional assistance, such as voca-

tional training. " For example, the Tnstitute of General, Mechanical, and
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Electrical Science, operated by the Philadelphia Urban. Coalition,

provides clients with skills training.38

Most proarams, however,
rely on other agencies to provide such training to clients.

Another specialized approach is utilized by Atlanta's Assistance
to Offenders, Inc., which focuses on tﬁé supported work concept.
~ Participants work in structured, closely supervised settings through
which they can both learn good work habits and establish a work
hjstofy.39

The number and extent of the serVices provided often depends
upon proqram phi]osobhy and avai]able resources. In addition, the
emphasis placed on a particular service often varies greatly across
programs. For example, many programs provide clients with job
readinessicréining services, but the time allocated to this training
' differs considerably among programs. Employ-Ex,. Inc. in Denver
offers a one-day Job Preparation Workshop, a Baltimore program
devotes one week to job~preparatidn, and the Parolee Rehabilitation
 Ehb1oyment Program (PREP) in Columbus, Ohio, provides a two-week
'jpb readiness training class. 40

| The fb]]owihg seétions discuss the various services offered by
cémmdnity¥based employment services programs, including methods of
1mp1ementation used, what is known about the efféctiveness and
;s efficjeqcy of services‘provided, gapé in the state of knowTedge,kand
' ‘lpofentjélﬁana1yses which can be used to assess service provision.
f' ”A1th0ugh these serﬁices are discussed separately, they are often

_ provided: in combination during the course of a client's participa-

~tion in a community-based employment services program.
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E. ‘Assessment of Client Needs

1. Methods of Implementation

For those applicants found eligible for the program, the assess-
ment process continues after intake. Often the intake worker (or a
counselor to whom the client has already been assigned) conducts a
detailed interview to assess the c¢lient's urgent needs and expecta-
tions. This interview is the initial step in the program's developing
an "employability plan," or '"schedule of services" for the client..
An illustrative example of the kinds of assessment. information
. which may be obtained is provided by Project H.I.R.E. of Minneapolis,
Minnesota.*! This program asks clients to rank order:
o Tactors affecting the amount of satisfaction they
get from a job, such as advancement possibilities,
salary, hours of work, co-workers, security, and
doing enjoyable work; "
e types of work relationships which would prove most
satisfying and challenging, such as work which
involves "influencing other people,” "working with
hands and doing mechanical things," or "working with
ideas"; and '
.-factors the client believes will influence a company's
hiring, such as the client's previous working
experience, educational background, work skills, and
-conviction record.
Program staff also conduct a "career education assessment,“ based on
educational training factors, previous employment history, personal
. factors, physical factors, job-seekihg factors, work expectations,
pafticuTar job' needs, and employment preferences. Such “information
helps program staff determine which kinds of jobs should be made part
 of the client's "employability plan." The information can also serve

“as a basis for continued vocational counseling.

Some programs supplement detailed assessment interviews with
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testing. The uses of test results vary from program to program. Some

programs utilize test results as a tool for accepting or rejecting

“applicants. For example, the Institute of General, Mechanical and

Electrical Sciénce in Philadelphia uses three simple tests to assess

client potential; those applicants scoring below a specific total are

‘not accepted, based on the assumption that the program could not

benefit them. (Exceptions are made, however, for applicants with
extremely high levels of motivation).42
Dther proarams use test results in the career planning process.

COunse]ors study the scores on the individual tests to determine client

- strengths and weaknesses, employment potential, and human service

needs (e.d., education, peer relationship counseling, money management,

etc.). This information is used to help develop the client's

‘ ”employabi1itv plan."

‘Tests in use range from those developed by the program itself to

standardized tests utilized by professional vocational rehabjlitation

'of.empioymentfworkersc Standardized tests include the MMPI (Minnesota
"Mu1t1phasic‘Persona1ity Inventory), the GATB (General Aptitude Test

- Battery), the BETA, the WRAT, and the Moony. Programs using their

awn testsVUSua11y focus upon vocabulary, spelling, arithmetic and
reading.

| Tests developed by the Experimeﬁta] Manpower Laboratory for

 Corrections (EMLC), primarily as predictors of criminaT behavior,
- have begun being used as assessment tools by staff ‘at some employment
~scrvices-programs. . These tests are the Envirohmenta] Deprivation

~::Sbale (EDS)Y, the Weekly Act{vity Record (WAR), and the Maladaptive

Behavior Record (MBR)..
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The EDS, as one example, was originally deve1oped to assess the
degree of environmental deprivation or support as an index of
behavioral malfunctioning in alcoholics and ulcer cases. It was
adapted and refined by the Experiméntal Manpower Laboratory for
Corrections for use in the analysis and prediction of criminal behavior.
‘ACCOPdinq to researchers who validated the instrument on a sample of
nearly 300 released offenders, "the EDS pinpoints the employment area
as crucial in adjustment, followed closely.by interpersonal relation-
ships. In addition, the scale points to other areas where specific
intervention strategies should be initiated."43

The researchers emphasize the potential of the EDS for assessing
. releasee needs in the community: “The EDS should be most helpful to
probation supervisors and related workers in systematizing basic.
information about an individual so that his areas of strenath and
weakness can be utilized and treated. The scale also permits the
user to discriminate between those who need minimal assistance and those
‘whd require the maximum."44 |

The areas included on the EDS are:

.’emp]oyment——work history for a specified time period;

° income—income of the client over a specified time
period (e g., week, month year);

.:debts—-c11ent s financial obligations and behavior
in meeting those obligations;

° job participation—degree of the clients' job involve-
ment, if employed; ’

e JOD status—amount of pride the client takes in the Jjob
ahd perceived 1mportance to the organization, if
employed. (e.g., is client satisfied with job?, how long
has job been held?, ‘can client expect promotions?);



-41-

e hobbies and avocations—hobbies and non-occupational
leisure activities in which client participates and
is proud of participation, indicating support
received from these activities;

e cducation—formal education;

e residence—degree of client's satisfaction and pride
in residence and the neighborhood;

e church—frequency of attendance at religious services
or functions;

e other organizations—extent to which the client is

- obtaining satisfaction from belonging to organizations,
clubs, sporting groups, or other organized groups;

e friends—extent to which client has friends for
discussion of important matters (excluding friends who
encourage socially unacceptable behaviar);

e relatives—degree of behavioral support client receives
from relatives outside the immediate family;

‘e parents—amount of behavioral support client receives
from parents;

° Spouse-—degree to which c¢lient has a behaviorally -
satisfying relationship with spouse;

e Children—extent of suppért provided by client's
children; and

e fear-—client's plans for the future and self-estimate
of abi]ityvto handle current and future problems.

The EDS is a behav1ora11y or1ented instrument and may be of use to
commun1ty based emp]oyment service proarams However, the effective-
ness of the EDS as a means of assessing releasee prob1emé and
¢ planning intervention strategieS‘has.not been systematically evaluated

‘;for chénfs of employment services programs. |
| Other assessmént iﬁstrUMents have been developed in recent years,
. although‘nOne was tested specifica11y with ex-offenders. One suci
:aéses§ment inst?ument is thé‘Vocational Opihion Index (V.0.I.), which

assesses client's job readiness.
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The V.0.I. is a psychometric instrument, designed to measure the
attitudes toward work or "job readiness posture" of trainees in
Employment and Training Administration skills centers. The instrument
was evaluated in an effort to establish norms which would permit
determination of the adequacy of a trainee's job readiness posture as
it related to successful transition from a training program to employ-
ment. The V.0.I. was administered to more than 2,000 trainees
from 13 skills centers nationally. The sample consisted of active
trainees and individuals who had either completed or dropped out of a
program during the year prior to the test.

Variables investigated in the development of the V.0.I. related
to client attitudes, living situations, vocational backgrounds, and
mental and physical health. Researchers concluded that:

e Ihe ability to reliably differentiate the work status

of individuals based on the V.0.I. is significant
because it permits detailed study of the "Job Readiness
Posture" (JRP) and how it relates to transition to work.

e JRP correlates significantly with work status.

e V.0.I. provides the possibility of isolating potential
“non-workers" at the beginning of their training, thus
enabling the skills centers to provide them with supple-
mentary services. : ‘

e Problems encountered by enrollees differ as a function
of their stage in the transition to work process.

Therefore, it appears necessary to teach them to cope
.with certain problems while ih training even though the
problems won't occur until the person Teaves the
program. 45/ :
Although the V.0.I. was not tested on releasees, it was assessed
‘with a disadvantaged population having many of the characteristics of

"~ ex-offenders. The V.0.I. could be utilized for assessment pukposes

by any program for which job readiness is.a crucial client consideration.
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Knowledge of the degree to which a releasee is job ready may influence
the mix of services received from the program and should influence
the employability plan developed by the program assessment wérkgk or

counselor together with the client.

2. Potential Analyses

1

Little is known about the relative effectiveness of various
assessment methods. ‘Programs currently have little to guidé ihe%’in
se1ec£ing assessment techniques, e.g., in-depth intefyiews; interviews
and standardized tests, program—déve]oped tests,vetc. |

If programs decide to utilize some form of testing to-assess

- clients, they often do not know which tests are best for which purposes.
- Programs may use standardized tests merely éecausé.they'are “acceptgd”
without evaluating the tests' usefu]ness ter the programs. To anaijze

the effectiveness of differént.tekts, programs doqu; '

‘o ana]yge staff op1n1ons of the relative merlt
various assessment tests; or

e determine the percentage of staff who éctua]]y
utilize test results in working with the clientss

,.Where test r@su]ts are used to make ‘decisions regarding thp developmﬁnt
.of c11ent "emp]oyab411ty plans," one might assess the reTatwon\h:p
;between the tests ut11jzed and th@ appropriateness of the act1on taken.
*To assess the efficiency of‘néedgﬁhsSessmeﬁt methods, programs
: miqht‘ébnduct cost analysis. 'Variéi?”s considered would include
iaverwne qLaFf L{mv dcvoLcd to JSbOSSNGnL, cost of production of
, gssessmcnt mater1a1s and average number of clients undergoing needs

- assessment over a specified time period.
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F.  Counseling

1. Methods of }mp1ementation

After intake and needs aSsessment, é]ients are usually referred
to a counselor with whom a re]atlonsh1p is maintained throughout program
part1c1pat1on. The counselor ref@rra1 is often determined by current
case]pads,‘ However, other varfab1es may influence the decision:

e [T @ client has an.urgent need in an area where a

~ counselor possesses special expertise, the client

will bg referred to that counselor.
Q'Il a client has difficulties with English, the

reledsep may be referred to a counselor conversan,
in the native lanquage.

\

° Tf a client has been to the program prevfous]y,
~ the client will probably be referred to the same
co;nse1or as before.
The scope and purposes of tounseling vary across programs and_
sometimes even within the same prcgram. However, counseling usually

includes assisting clients in assessing their needs, abilities, and

potential; providing guidance in the development of employability

“goals -and the means to achieve them; and helping solve a variety of

problems occurring during participation in the program.
- The need for counseling is based on several assumptions:

e Prison releasees returning to the community will
encounter personal and readjustment problems,

- and one of the most important of these is unemp]oy—
ment. .

e 10 assist releasees in overcoming these problems, a
relationship with a program counse1or should be-
established.

e This relationship should be an -ongoing one, facili--
tating continuity in releasee readjustment and
development of a plan of action.

‘A major variable in counseling approaches is the frequency and
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Tength of counseling sessions. Some programs visited in the course of
this study require clients to attend counseling sessions once a month
while maintaining reqular telephone contact. OCther programs mandate
counseling sessions once a week. Still others are unstructured,
requiring no set frequency of counseling sessions as long as counselors
maintain steady confact with clients. Depending upon client needs
and staff time, counseling sessions may vary in length from 15
minutes to more than an hour.

Most programs believe that more frequent or more extensive client-

counselor contact will Tead to stronger inter-personal relationships,

- which will in turn help the client readjust successfully. However,

this hypothesis has not been systematically tested.

In additionktq the extent of counseling provided, the background

~ of the counselor may affect the client-counselor relationship and

eventual client rehabilitation. Counselors may have varied academic

training (e.g., sociology, psychology, social work) and different

types of experience (e.g., former parole officer, prison counselor,

manpower program employee). In addition, most programs have at least

_one exFoffehder on the staff.

The usefulness of ex-offender counselors has been wide1y discussed

in the existing literature and at employment services programs them-

k se?ves;u Ex-offenderé are often considered to make good counselors,
‘because ﬁhey Ean more easily identify with the client. This may

q‘resu]tﬂhoth in greéter_understanding of the cjient's needs and in a
- Tesser Tikelihood of.being manipulated (or “conned") by the client.
1Additjona]1y, sbme phogramslfhink that clients may be more a£ ease

' with ex-offender counselors, that this will lTead to greater honesty



-46-

and openness in. the counselor-client re]ationship and this will in
turn result in greater levels of client success.

Ex-offender counselors may pose problems, however. One problem
which may occur ”frdm selecting an insufficiently mature ex-offender
of the same background as the client is that the two may become stuck
on the point of their fight against the 'establishment,' [which]
becomes the scapegoat; no‘behavior change is demanded, and no responsi-
bi]ity is accépted,'though the staff member may teach the participant
how to beat the system.“46

Another problem arises when ex-offender staff think that their
status as ex-offenders automatically makes them good counse]ors.‘,'
Such staff members may resist efforts to train them in counseling

techniques. In addition, ex-offenders may experience a number of role
i conflictsy caused by having "establishment" jobs whére they deal with
clients experiencing a community readjustment which the ex-offender
counselors may have undergone themselves quite recently. Also, in

Qome cases ex-offender staff may be so assertive about rejecting their
criminal past that they antagonize clients, rather than creating the
_rapport with them which is often considered an advantage of ex—gffender'
counselors.

Despite possible disadvantages of ex-offender counselors, most
' pngram.directors agree that they caﬁ be a valuable asset. Directors
usually, reporf thét staff are not hired because they are ex-offenders
. _but rather becausé'they possess other attributes Tikely to make them
. good couhselors{ Moreover, some directors have expressed reluctance
-tokhiye-“the pfofessiona1 e*-offender counselor,” an individual who

secks employment only -at programs serving ex-offenders and develops
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neither career goals nor a non-offender identity. Indeed, Assistance

to Offenders, Inc., in Atlanta, Georgia, requirés ex-offender staff

- to 1eavé the program after a certain period of time. 47 This is done

to prevent ex-offender staff from developing an unhealthy dependence

on the program and to force them to consider other job possibilities

and career aspirations.

Nualities considered necessary for an effective employment
SEPviées program co@nse]or, whether an ex-offender or not, are similar
to those of counselors at other human services program. One survey
of program directors found that the most frequently cited qualities
are competence, dedication, maturity and demonstrated responsibility,
character, empathy and fTex1b11ity.48

Besides assisting clients; counselors often maintain a variety

of records and complete a number of reports, required by funding

sources or other program regulations. Counselors frequently assert

that too much of thefr time is spent on such paperwork. As a' 1971

stddy>stated:

Estimates of ‘time spent by [program] counselors. . . filling
out forms and generating written materials ranged from 30 to
35%.. Much of this effort was spent filling out. . . report-
ing forms. - There was general annoyance at the reporting re-
quirements. . . and most staff viewed its relevance and reli-
ability with a jaundiced eye.  In their estimation, the system
consumed an unwarranted and disproportionate amount of staff
time and provided scant useful feedback to program opera-
tors.49/

Despite the importance of counseling in many programs, there have

" .been few efforts to evaluate the counseling function or individual
- counselor performance. However, one program which conducts such

“analysis is Projett H.I.R.E. in Minneapolis, Minnesota.50 Each

progrdm staff member is rated in three areas: skill development,
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relationships, and accountability. Each of’these factors is rated
through supervisory, peer, and/or client responses. .Accountability,
which assesses performance in meeting expected position-specific
goals, -is the most important staff evaluation factor, weighted with

70 points. "Relationships" accounts for 20 points and "skill develop-
>ment,“ 10 points.

The éccountabi]ity rating for all counsgelors with active case-
Toads. is based on eight primary objectives and their associated
performance goals. Minimum acceptable Tevels and optimal expectancies
are set for each goal, énd weights are assigned to each. As an
illustration of this accountability rating process, Table 2 pre-
sents the primary objectives and expected goals for project counselors.

‘The variables which comprise the relationship factor are divided
into two categories, peer ratings and client ratings. Peer rating
variables include:

e openness to influence;

"constructive initiative;

e decisiveness;

o flexibility;

e communications;

e confidence; and | -

e dependability.

Client feSpOnsés include both opinions of the quality of services
received from the éounsé]or and general, open-ended comments.

The skill development factor is rated moke subjectively. Counselors
:are expected to'identify spécific skill areas and indicate the efforts

they will make over the review period to develop that skill. After their
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TABLE 2.¥—Accountabi11ty Faétor for Counseling Staff at Project H.T.R.E.,
Minneapolis, Minnesota

PRIMARY OBJECTIVES EXPECTED ROAL

1. OBTAIN STABLE EMPLOYMENT 55% of all terminees
The percentage of terminees who obtain full time,
unsubsidized employment (at least 30 hours per
week) through 90 days after initial placement.

2. OBTAIN JOB PLACEMEMT OMLY 10% of all terminees
The percentage of terminees who obtain a full
time job, unsubsidized, but do not comnlete 90
days of retention.

3. OBTAIN OTHER EMPLOYMENT % of all terminees
The percentage of terminees who obtain part time, 4
seasonal, temporary, unsubsidized emnloyment.

4. OBTAIM OTHER MAMPQOWER SERVICES 5% of all terminees
The percentage of terminees who obtain subsidized :
(wages supplemented by CETA) employment; voca-
tional education or training, or another CETA
funded program nlacement .

Objectives 1-4 comprise the program placement
rate into jobs and/or training=75% expected
nlacement rate

5. OBTAIN REASOMABLE VAGES $3.35 ner hour on 90th

Average earnings per hour at termination from day of emnloyment
program.
6. OBTAIN OTHER APPROPRIATE COMMUNITY SERVICES 50% of all non-positive
‘ The percentage of non-positive terminees who terminees

are referred to and accepted by another com-
munity service,

7. MINIMIZE PROGRAM LENGTH FOR POSITIVE TERMINEES Average pre-placement
: The average number of program days from day of days = 30
enrollment to job/training placement.

8. MINIMIZE PROGRAM LENSGTH FOR MOM-POSITIVE ~Average pre-termina-
TERMIHEES ' tion days = 50
The average number of program days from day of

enrollment to termination from program due to
failure to obtain job/training placement. Per-
sons so terminated should receive referral ser-
vice and accentance into another community ser-
vice (see objective Mo. 6.)

“Source:  "The H.I.R.E. Salary Compensation Plan and Personnel Evaluation
Proyram: Prepared for Counseling Staff," January 1976.
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participation in skill development activities, counselors are required
to describe the effect that the activities had on the performance of the
duties described in the counslors' job descriptions. These data

provide the basis for the skill development rating.

The information collected as a result of this evaluation is
utilized by program administrators to examine program objeétives vVersus
achievemehts ahd to make decisions concerning ways to improve the
operafions of program components.

2. Possible Analyses

At present relatively Tittle is known about the effectiveness of
various counseling techniques, the importance of frequent cdunse11ng
sessions or the impact of personal versus telephone contacts. These
factors could be assessed by comparing various counseling approaches

.with subsequentkc1ient outcomes. For example, a group of program
particisants with similar backgrounds and vocational needs could be
sgbjected to differing counseling methods in terms of frequency, length
of éouhse]ing Sessipns, and mode of counse11ng; Qutcomes assessed
would include:

e whether clients continued in the program or dropped out;

° wﬁether clients recidivated while participating in the
‘program;'and

e whether clients secured employment.
Such analysis would permit determination of the counseling approaches‘

which seem most effective.

Q. Traihinq Services: An_ Introduction

Community-based employment services programs provide releasees

with a variety of services which can be termed "training." These
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services may be available at the program facility itself or may be
provided through referral to another Tocal program., The type of
training services which may be available include:

e -job readiness training—preparation to seek and
keep a job;

e educational training—assistance in reading,
arithmetic, English, etc., or courses leading
toward a high school equivalency degree;

e skills training—instruction in the specific
duties required to perform a certain job; and

e supported work training-—temporary work associated
with extensive support, designed- to help the client
adjust to the responsibilities and tasks demanded
in the "world of work."
The fo]1owing sections examine these different types of training,
including the methods by which they are provided, what is known about
- their‘effectiveness and efficiency, and analyses which might be

conducted to assess their importance.

H.. Job Readiness Training

1. Methods of Implementation
Job readiness usually refers to the possession of adequate voca-
~tional and jobeséeking skills, as well as an appropriate "world of
work orientation." This latter factor can be defined as “a set of
psychologiéa] constructs (attitudes and perceptions) which permits an
s 1ndividua] to accept and work within'the social constraints established
" by a work:envfkonméntf5] Many prison releasees Tack such an orientation
~ when they first enfer a program and thus are in need of job readiness
,‘training;‘ |
‘The provis%on of job réadiness training to prison releasees is

based on a number of observations and assumptions:
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k. Prison releasees often have limited and/or unstable
work histories.

e This instability or Tack of employment continuity is
partly due to past inabilities to seek a job
effectively and to adjust to requirements imposed by
the "world of work." ' '

e After returning to the community and before actively
seeking employment, clients should be exposed to job
readiness training, which will enhance their chances
to secure and retain jobs.

Imp]ementation'techniqUes for job readiness training vary across
programs. A major difference among programs is the length of time
devoted to such training. For examp1e:52

e The Parolee Rehabilitation and Employment Program

(PREP) in Columbus, Ohio, provides a two-week course
in job readiness training.

° The'Impact Manpower Services Program in Baltimore,
© Maryland, offers a one-week job preparation workshop.

e Employ-Ex, Inc., of Denver, Colorado, requires all
new clients to attend a one-half day job preparation
course pefore they can be referred to program counselors.
Another major variation across programs is the time at which job
”readinéss trafning is provided to participants. Some programs, such
as Employ-Ex, offer suéh training immediately after clients enter the
'.program. - Others do not provide this service until clients haye under-
gone some counseling, and their counselors deem them in need of the
- service. Alternatively, programs may not provide job readiness training
until élients have met other needs (e.g., clothing, housing, education,
hedica1, §k111§ t%qining) and are ready to begin Tooking for a job.
In certain cases, job readiness training may be provided to c11énts
'.in conjuhction with other services.‘ For example, the Vocational
'Aiternafives Pr&gram,(V.A.P.) in Decatur, Illinois, offers clients a

ha1f—tﬁme course in job readiness training while they-are employed at
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53 In this manner clients

ha]f—day.supported-work jobs in the community.
are ab1é to discuss their real-world job experiences in a classroom
setting and implement the advice they receive on their jobs.

The techniques utilized for job readfness training vafy, depending
upon the number of clients participating and the length of time
available. Typical methéds used include: |

.‘grpup lectures;

e rap sessions; .

kb mock 1nterv1eWs;

e films; and

e 1nd1v1dua1ized review of clients' backgrounds and
_ vocationa]Apotent1a1.

Topics usually covered during job readinéss training include:
o reéumé preparation;

e completion of job aprications;

‘e job~seeking techniques;

e job interviews;

e job interview follow-up;

® punctua]itx and attendance onkthe jobs

.-dreés at job interviews -and on the job;

° peéf relationships on the job;

e establishment and maintenance of good relationships
with supervisors on the job; and

e solutions to job-oriented problems.

Some,j0b~kéadiness~tra1n1ng courses offered by programs focus on needs
‘;besideé employability skills, such as the availability of bonding, ways
' tQ obtain necessary identification and a driver's license, and methods

‘of'acqu{ring essential tools or clothing. Additionally, course content
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is sometimes supp]emented with printed materials which summarize major
job-seeking and job-keeping techniques and which clients can review
whenever necessary (e.g., before job interviews).

2. State of Knowledge Assessment

Although most program staff agree that prison releasees often
‘need job readiness training, the extent to which such training
contributes to client success is unknown. This conclusion is reflected
in a study of the Parolee Rehabilitation and Employment Program (PREP),
which specializes in job readiness training. The study concluded:

The process and curriculum PREP utilizes appears to support

its aim of making the recently released offender more prepared

for the responsibility of employment. However, the project

does not have sufficient data to make a comparison between

PREP and non-PREP clients possible. There is no evidence to

indicate the degree to which PREP clients are more successful

-in securing employment than are other parolees. Most certainly,

however, it would seem that the PREP approach would increase

the Tikelihood that the ex-offender would face the prospects of

employment with a more positive, and possibly, productive

.attitude.54/

Several analysées have compared outcomes for clients who completed
versus  dropped out of job readiness training. For example, an evalua-
tion of one program offering a two-week course in job readiness training
found that 55% of program graduates wereAcurrentTy employed full-time
and of those, 29% had held their jobs for 60 days or more. Only 18%
of the clients who dropped out of the program before graduating were
~~employed full-time, 65% for 60 days or more. Income figures, though

' incomp]eté, showed that the median hourly wage for program drop-outs
was slightly higher than for program graduates. On the other hand,
73% of the drop-outs were unemployed, as compared to 34% of the

.g}"aduates.55
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The data generated by such a comparison are difficult to interpret,
however, since différences in client characteristics which prompted one
group to drop out and one to remain and comp]ete the program may be
responsible for different client outcomes. Thus, the true impact of
job readiness training alone cannot be determined from such analyses.

3. Possible Analyses

The use of comparison groups would permit better assessments of
the 1ﬁportance of job readiness training. One such analysis is
planned by the State of Ohio Parole Department. This study will attempt
to’eva1uate the effectiveness of the job readiness training offered
by the PREP program. The study will:

e compare the employment outcomes of PREP participants
with a group of demographically matched parolees
selected and supervised by the same parole officer;
these groups will be matched on age, sex, race,
educational attainment, number of prior felony con-
victions, type of offense, and prior employment

* history;

e include the administration of a battery of standard
~and attitudinal tests to PREP participants upon entry
in the program, at the conclusion of the program, and
at the completion of a nine-month follow-up period;
these tests-will also be administered to the matched
comparison group at the beginning of their period of
parole supervision and at the conclusion of the nine-
month follow-up period; and

e examine the two groups of paro]ees with respect to the

number of "declared parole violators," "number of

arrests," and number of "returns to the institutions."56/
~When completed, such analyses will enable the impact of the PREP. program
on c11entsf employment, recidivism and job-related attitudes to be
determined.

Other analyses could also be used to assess the value of job

readiness training for clients of community-based employment services
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programs. For example, the clients themselves could be surveyed

~ about the perceived value of such training. Also, client attitudes
toward "the world of work" or knowledge of job-seeking techniques could
be assessed prior to program intervention and afterward.

Additioha]]y, employment outcomes for clients completing job
readiness trdining could be compared with the outcomes of matched or
randomly ée1ected releasees in need of such training but not receiving
it. To evaluate the re1ative importance of job readiness training,
one could compare the employment outcomes of releasees receiving only
job readiness training with outcomes for other releasees who received
different types of employment assistance. Such outcome studies are

discussed in greater detail in Chapter V.

I, Skills Training

1. Methods of Implementation

AThe provision of skills training to releasees is based on the
assumptions that many releasees possess few marketable skills and that
without skills training, these releasees will be able to obtain only
entry—]eve1; ”dead-end“ jobs. Releasees often had Tow skill levels at
‘the time of their imprisonment and received 1ittle skills training
during incarceration. From their inception, institutional vocational
" skills programs have been beéet bykp}ob]ems. These problems help
1 j11ustréfe'the,extent of the skills training needs of prison releasees.

In;prisonytrafning has frequently been associated with Tow-level
Jjobs. According to past analyses, occupational areas selected for
"training often bear 1itt1e,'1f any, relationship to the labor market
situafjon iﬁ thc conmhnity to which the relecasee will return. Because

of convenience or expedience, the desires and interests of participants
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are often ignored in favor of the needs of the institutions.

Existing documentation emphaSizes these conclusions repeatedly.
A 1969 Department of Labor study found that the best predictor of
releasee employment status was prior.work experience and that the
type of institutional work assignment was not significantly related
‘to employment status. The adthor concluded that institutional
training énd work experience had very little influence on post-release
emp]oyment status and observed that most prison skills training
programs were associated with institutional maintenance. The negligible
difference between those who did and those who did not have vocational
- training indicated that those programs were of little benefit to
releasees.. This study also found that those inmates trained in
- professional or technical skills were most likely to have successful
'poét-re]ease full-time employment, but that only a very small percentage.

of inmates qualified for and received this type of training.57

The data for that study are now approximately ten years old, and
improvements have been attempted by those responsible for institutional
’vocationa]‘training. However, recent analyses have documented many of
.ﬁﬁe same problems. A review of manpower correctional projects through
1973 foundvthat, in general, the projects did not consider the
- seasonality of employment, wage levels, occupational status or the

: needs df.the community to which the inmate would probably be returning

' éfter re]éase;58 "Also, although most prison-based vocational training
f.programs surveyed ﬁrisoner interest prior to program implementation,
- these interests did not play a significant role 1nvthe selection of
:tkainjng»areas,‘ Rather, thé training areas selected reflected middle

class biases concérning the kind of work offenders would be able to do;
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most training offered was in blue-collar and service occupations.
A 1975 survey of 560 prisons reached many of the same conclusions:

e Vocational preparation in correctional institutions
is generally inadequate.

® Less than half of in-prison industries, maintenance
and service activities have as their primary goal the .
development of inmate job skills for employment upon
release.

e The vocational preparation offered in formal vocational

. training programs is inadequate both in quantity and
quality.  The number of pragrams per institution is
generally too small to meet the uiversity of inmate

~training needs. Over half the inmates. . . want other
types of training which are not available at their
institution.

o Only 32 percent of the programs, by their own admission,
have adequate modern facilities with all necessary
equipment in operable condition. . . . Only half of the
directors of vocational training regard developing
specific job skills as the most important goal for
their programs.

e There is an apparent lack of relationship of job

- training to individual and Tocal job market needs. Less
than half of the inmates who participated in training.
[had a] job waiting for them that was related to the
training they received in the institution.

@ lardens estimated that 70% of the inmates need to ac- -
quire job skills in order to obtain steady outside em-
ployment. . . onlv 34% are likely to acquire sufficient
job skills during their stay [in the institution].

e Unless it has roots in the community with job placement
capabilities, an inmate-training program cannot be a
useful rehabilitative too1.59/ : :

In view of the skill level of most pr1son inmates and the low
assessed va1ue of many in-prison vocational training programs, one of the
. ear]y;dec1s1ons faced by a releasee and counselor of a community-based
“employment services program is: Does the re]easee client need and

desire skills training?
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Skills training is very rarely provided directly by employment
services programS'themgelves,‘due to physical, financial and staff
requirements. Usua]]y,’programs rely upon other organizations
to provide skills training to releasee clients. Such organizations
include Comprehensive Emplovment and Training Programs (CETPs),
‘Departments of Vocationa] Rehabilitation and vocational trade schools.
Training fs'primari1y available through the CETPs, since State
Deparfments of Vocational Rehabilitation are shifting away from

-serving ex—foenders. Staff at community-based employment services
- prggrams often express dissatisfaction with training available through
CETPs, for a variety of reasons:
@ Waiting Tists may be several .months long.
e Programs are sometimes more concerned with obtaining
job placements than with providing training of high
qua]ity.

® There is often Tittle of the indiviéwalized instruction
which the prison releasee may need.

~As a result of prbb]ems with'existing training resources in the

‘community, emp]oyment services pkograms sometimes déve]op their own
traihfng cdurses. .For exémp]e, the Institute of General, Mechanical
'and ElectfjcaIFScience, an ehp]byment services program sponsored by
the Philadelphia Urban Coalition, offers clients:

.!ski]]s training courses in automotive mechanics, welding,

foundry, and electronics with instruction by Ticensed

. teachers; . ‘

.4épecia]izéd facilities of a local technical school; and

.,coordfnated coun$e11hg and job devé1opment aCtivities.6]

"However, few employment services programs have the resources to conduct

~their own skills training.



2. Potential Analyses _

At present Tittle is known about the extent to which skills
training contributes to successful releasee outcomes. Questions tolbe
addressed include:

e Do releasees who receive skills training obtain
“better" jobs (e.g., higher wages, higher skill
level, more potential for advancement? than those
who do not?

e Is the skills training received at available
programs appropriate to the neLds and desires of
prison releasees?

e Is the skills training received reflective of
Tabor needs in the community?

Analyses which might be utilized to assess these issues include:

e comparison of the employment outcomes of clients
who received training with otherwise similar
 individuals who did not;

e analysis of employer ot supervisor attitudes about
the adequacy of the skills levels of releasees who
. have received skills training;

e assessment of the percentage of clients receiving
skills training who obtain employment in the areas
“for which they were trained; and

e analysis of releasee opinions concerning the
relevance of the skills training they received to
the jobs they obtained.

J. Supported Work Training

1. Methods of Implementation

Since many pr1son releasees are relatively unfamiliar with work
environments, scme employment services programs offer supported work
| training. Such training is designed to provide releasees with work
ylexperiencé in a.settiné which lacks the full pressures of regular

employment. These préssures can be reduced in several ways. For
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example, a group of releasees may work together, so that peer pressure

caused by the releasee's ex-offender status isTessened. Also, work

“supervisors may be specially trained and particularly sensitive to

releasees' adjustment problems.

The need for supported work training is based on several

‘assumptions, including:

e Many prison releasees are not used to a "regular”
~work environment.

e Job readiness training may not be sufficient to
make releasees familiar with the demands and
responsibilities associated with this environment.

e To bridge the gap between job readiness training
and full-time competitive employment, prison
releasees need a supportive employment experience
in a temporary work environment.

Thus, supported work training is viewed as temporary employment which

will provide job experience, develop good work habits and permit use

of occupational skills within a work setting.
Supported work programs for prison releasees operate in a variety
of ways. Some programs are run by existing nonprofit organizations

experienced in the supported work concept. For example, the

Pennsylvania Governor's Justice Commission sponsored a work experience

program through the Goodwill Industries of Pittsburgh. The program

. offered clients ‘the opportuhity to establish a work record, so that

Zqudwileéoqu provide job recommendations to prospective employers.

Groups of approximately 30 clients spent 10 weeks in a program of

. work, counseling and placement assistance. Each client started at
ca fixed hourly rate and could be granted an increase of 10 cents an

hour at. the end of each of the first four weeks. Tlhe program- goal

was to-refer each participant for a job or additional training between

the fourth and sixth weeks.62



-62-

Another example of supported work activities is provided by
ﬁhe Vera Institute of Justice in New York City. For several years
Vera has operated supported work programs for former drug abusers
and ex-offenders. A program which received widespread attention was
the Pioneer Messenger Service. Other supported work projects have
operated under the auspices of Vera's Wildcat Corporation. Work
performed by program participants includes the operation of offtrack
'bettiﬁg parlors, the cleaning of public buildings, and environmentaT
activities.063
This approach to helping ex-offenders and other groups is
receiving increased attention at the Federal level. A supported work
program based on the Vera Institute model is currently being imple-
mented at thirteen sites nationwide. This three-year demonstration
project, funded by six government agencies and the Ford Foundation,
provides work experience to sévera] disadvantaged groups in normal
work environments offering necessary support. The program's objectives
are tdoprovide approximately 15,000-18,000 participants a year with
opportunities for.learning good work habits and deve]oping employment
histories and to determine which of the various disadvantaged client
groups are‘most responsﬁve to assistance. Ex-offenders constitute
between one-fourth and one-half of the clients served.64
Another example of the manner in which the supported work concept
has been implemenfed is provided by Assistance to Offenders, Inc. (ATO)
‘y'of Atlanta, Georgia. ATO‘so1icits contracts from individual employers
; in order to provide work experience for clients. The great majority
“of clients work under a maintenance contract with AtTlanta's Omni

: Co1iseumé ATQ clients comprise the work supervisors and assistant
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supervisors as well as the work crews. All program participants are
evaluated weekly in terms of criteria important in "normal" work
environments. These criteria}inc]ude: |

e punctuality; |

e ability to follow directions;

e understanding of job duties;

° wiT]ingness to seek guidance;

; extent of cooperation with others;

e willingness to assist others;

e ability to work'we1] with others;

e assumption of responsibility for quality of work
performed; and

o overall attitude toward work.5®

In some cases, programs provide supported work training in
conjunction with other services. For example, the Vocational Alterna-
tiveg.Program (VAP) in Decatur, I1linois, develops half-time "on-the-
.job-ng]uation” positions (0JEs) for its clients. Releasees work at
‘these positions and attend a job readiness class the other part of the
| day. Clients are evaluated weekly by their 0JE emp]oyer.66

2. State of Know]edge Assessment -

Several studies have been performed assessing the effectiveness of
zlsuppOrtéd work. Evaluators of Vera's program found that participants
 téﬁded tﬁ.vaujre'good work habits, but many remained in the supported
work prbgram and did not seek jobs in the competitive labor market. |
: For examp]e,‘askof January 1, 1975,'a total of 3,051 persons had
:entered the Ni}dcat'program and only 438 had moved>on to non-supported

jobs.67' As a result of these findings, the national supported work



demonstration program has established time limits of 12 to 18 months
for client participation.

‘ The gaps in current knowledge regarding supported work training
concern the relative effectiveness of such training as comparad with
other possible assistance. 1In addifion, the optimum Tength of
supported work is a]so.un¢1ear; programs currently vary from several
weeks to more than -a year.

To alleviate these knowledge gaps, analysis could be conducted
of the employment and recidivism outcomes of persons receiving
supported work experience‘versus matched individuals receiving only
job readiness training or a mix of job readiness training and supported
work experience. Additionally, the time periods for supported work
could be varied and outcomes analyzed.

An evaluation of the national supported work demonstration program
will include ané]ysis of outcome data for program participants and a
control group receiving no supported work training. This analysis may
he1b answer some of the current questions concerhing the efficacy of \

‘supported work.

‘K. Educational Training

1. Methods of Implementation

At some stége‘in a client's program participation, the issue of
; educatioﬁ is usually addressed. This méy occur immediately after
intake and needs assessment or at a later date. The need to cpnsider
"re]easées‘ possib1e educational deficiencies is based on several
lassumptions, including:

;vMany prison releasees have low educational
-attainment levels.
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e Reading and mathematical abilities are essential
for the satisfactory performance of many jobs.
e Therefore, many prison releasees need some form of
educational training before they can be placed in
a job.
It has been well documented that many persons being released
from prison possess low educational achievement levels. According to
the President's Commission on Income Maintenance Programs, the majority
of inmates in U.S. prisons average less than nine years of formal
séhoo1ing.68 Also, sixty-one percent of State inmates incarcerated in

January 1974 did not receive a high school diploma, compared to 36%

of the general male population over 18.69 Thus, many prison releasees

enter employment services programs with poor educational backgrounds,
which may hinder their efforts to obtain employment.

A1though some employment services programs have their own
educational instructors to meet releasees' needs, most programs refer
clients to local resources, such as adult education courses or
community colleges. Tuition for progrém participants may be reduced,
or 6thér special arrangements may be developed with the educational
féci]ity. For example, the Offender Aid and Réstoration Program (0AR)
'of,Faiffax,.Virginia, which relies heavily on Northern Virginia
Community Cb]]egekto provide educational opportuhities to clients, has
. established an égreement by which’the college allows clients without
:high scﬁbq] diplomas to attend college classes while they are working
bfbward a GED.70 _:

No evaluation has been conducted of educational training pfovided
]tq.re]eagees bybcommunity-based‘emp1oyment services programs. -However,

assessments of education programs provided to prison inmates have been
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performed. Because the educational disabilities of inmates are similar
to those of prison releasees, the findings of these studies are
relevant for community-based programs as well. Selected findings
include:

e Remedial education is most effective when offered

concurrently with vocational (or pre-vocational)
training. :

o A nontraditional teaching design (e.g., team

_ teaching, individual tutors, tutors and educational

~machines) should be employed.

e Nontraditional teaching methods and materials

(e.g., individualized teaching materials and the
use of role playing) are more effective than
traditional ones.

e Nontraditional teachers (e.g., formerly trained
project participants, college volunteers, community
workers) can direct the use of educational materials
without academic training or certification in the
field of education.71/

These conclusions suggest that employment services programs' heavy
reliance on referral agencies for educational training may be unwise.
This is because most referral sources (e.g., adult education programs,
co]]eges, GED programs) utilize traditional educational techniques,
focused ardund a classroom situation where a teacher instructs a group
of students.

Since group .instruction of releasees seemed somewhat ineffective,
g the Experimental Manpcwer Laboratory-for Corrections (EMLC) developed
jhdividué]iZed_edqcationa] materials and assessed their use with

ex—offehders. Findings included:

. Matur1a1s and procedures must be concrete, varied
and chort

° 1vu(h|ng machines 1nhercnt]y mot1vaLo interest, hut
personal attention .and varied activities are a
"necessary supplement to their use.
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e Learning contingencies (e.g., rewards) can be
manipulated to encourage maximum performance.
e The use of individually programmed instruction
reduced preparatory and training time when .
compared with traditional methods.72/
As a result of these findings, the individualized program instruction

(I. P. 1.) method is current1ybbeing used in some prisons and by

selected States in their regular adult education programs.

2. Potential Aﬁaly§es

Little.is known about the outcomes of releasees who receive
educational services or about the re]ative»importance of educational
' tfaining as compared with other types of employment services. Although
programs often assert that educational training (particularly in
"read{hg and arithmetic) is a precondition for a releasee to obtain
suitable employment, this hypothesis has not been systematically tested.
One wey to ane1yze the fmpact of educational training would be to compare
,the»odtcomes of clients who received such training with the outcomes of
-otherwise similar individuals who did not. However, such analysis has

" not been conducted.

L. Supportive Services

1. Methods of Implementation

The operations of many programs'ref1ect the belief that a variety
’ofAsuppertiveléervices are a necessary‘comp1ement to employment services.
. Experience at these‘programs has shown that ”marité], financial,

hdusing andw1ega1 problems can be traumatic for the released offender. /3
.During the tranéition.from pfison to’the community, employment services -

alone may be inadequate for successful readjustment. As an Indiana
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program reported:

: When this project was originally designed, it was
® believed that if an ex-offender is placed in a job
situation, then most of the problems of reintegra-
tion into society would be solved. In retrospect,
this appears to have been a very much oversimplified

assumption. . . . Other major probiems to the reinte-
gration process exist for the ex-offender. . . . [M]any
o ex-offenders are neither ready, willing nor able to

seek, obtain or keep jobs, due to a variety of needs,
both material and psycho-social.74/

Thus, many employment services programs seek to meet releasees'
o ' needs for supportive services. A number of different types of
supportive services may be required, including:

e assistance in finding suitable housing;

e help with Tegal problems;
e medical attention;
; specialized counseling (e.u., on marital difficulties
or drug abuse problems);
e immediate financial aid;
e assistance in obtaining food, clothing or trans-
portation; and
e help in making child care arrangements.
Usually supportive service needs are assessed at an early stage of
" client processing (e.g., during an initial assessment interview or
¢ - counseling ‘session). In addition, a releasee’'s counselor often continues
| :Oto identify such needs and try to have them met inxroughout the client's
:participétion in the program. |
L J B o Although some supportive services may be provided by the program
l itse]f,‘it is more common to refer the reTeasee to cher~community
ﬁaqencies for these types of assistance. Both employment services and
e o -“sunnort'i\./o; sc‘rvic_es are typically provided to a releasee in parallel.
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Techniques for identifying appropriate referral agencies vary
considerably. Some programs have deve]oped manuals describing
community resources, eligibility requirements and referral procedures.
Other programs rely primarily on the initiative of individual counse-
Tors to identify appropriate referral agencies. As a result, some
counselors may have broad knowledge of existing community resources,
while others are unaware of many local programs which could provide
1mportant supportive services to releasees.

Once an appropriate referral agency has been identified, the
actual referral may be made in a variety of ways. Some counselors
merely give the client information about a program which provides the
needed service, while others will call the program and'try to facilitate
service delivery. In some cases counselors stock the intake forms
“used at referra] agencies and help clients complete them.

Counselors often develop a variety of personal relationships
with staff members at other programs as a means of obtaining better
’of faster services for their clients. Employment services programs’
‘staff members interviewed during this study repeatedly emphasized the
.{mportance of establishing good working relationships with specific
1naividua1é at community agencies and taking the initiative in
trying to circumvent bureaucratic hurdles at those agencies. Problems
: frgqueht]y encountered include: .

o restrictive intake requirements;
° Johg waiting‘lists;
e scheduling conflicts; arnd

e communications failures.



When faced with these problems, clients often do not continue to
seek the service, according to program staff. An example of the kinds
of difficulties which exist is presented in an analysis of the Clearing-
house for Ex-Offenders in Louisville, Kentucky:

Between October 1972 and February 1974, out of the total

of 1,289 served by the Clearinghouse, 90 ex-offenders

were referred for vocational training to other agencies—

most often to MDTA (Manpower Development and Training Act)

programs or the Tocal CEP (Concentrated Employment Program)

programs. Of this number, only 17 ex-offenders were

enrolled. The Clearinghouse attributes the minimal enroll-

ment to two causes. First, there was a federal freeze on

training for a number of months; and second—and most

important—there are Tong waiting lists for the most

desirable training programs in the area and the ex-

offenders get tired of waiting and discouraged.75/

After releasees are referred to other community programs, contact
between the referral program and the employment services program varies.
- Some programs require mandatory contact on a regular basis. For
examp]e; Project Newgate in Minneapolis, Minnesota, sends monthly
evaluation forms to supervisors at vocational or educational programs
in which Newgate clients are participating. Supervisors are asked to
‘rate the client's performance in terms of attendance, attitude,

performance, and present level of ability or skill, if app]icab]e.76

Other progréms, though lacking such systematic procedures, maintain
regular contact with referral programs, often through telephane calls.
* 5ti11 other programs have no contact-with community agencies after
~clients are referred there. |

Emb1oyment services programs may collect a variety of data
'concerning referral relationships with community supportive service
;agencies. These data usually describe the degree of success program

staff have achieved ih obtaining services for clients. For example,
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Project MORE, a State-funded program in New Haven, Connecticut,

collects the following referral information:77

e Counseling
—How referral was made
—Type of referral agency
- —Type of counse]ihg received
—Whether client appeared for first appointmert
e Housing
—How referral was made
~—Type of referral {public or private)
—Whether client appeared for first appointment
~MWhether housing was secured
~—Typé of housing
e [ducation
—How referral was made
~Type of referral
- —Whether placement was secured
~Level of client involvement
'*—Nﬁethervfinancial assistance was provided

—Whether financial assistance was generated by agency
involvement

.;Treatmenf
~Type.of treatment required
—Nature o% ireatmenf
—lWhether referral was successful
~;Type of referral

© —How referral was made’

—Method of sefviCe payment
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Through-review of this information, Project MORE can identify referral
agencies where relationships need to be improved.
Another approcch to increasing program knowledge about supportive

services provided to clients is used by the I1Tinois Model Ex-Offender

_ Program (M.E.P.). This Statewide 12-unit program operates a computerized

Managemant Data System for project monitoring, planning, and evaluation
purposes. One of the files notes client contacts and supportive
services provided either directly or by referra1:78
e cducational services;

e housing assistance;

e Employment Service referral;

e job. coaching referral;

e legal aid/assistancé;

e physical help (food, clothing, etc.);

‘@ medical services; or

e multiple services.

By monitoring this computerized file, program managers can track

the nature of services which most clients need. Through review of

narrative. comments on each form, knowledge of the specific type of~k’

counselor-client contact can be gained. One limitation of the system,

_ however, is that information is often not available on the results

of referrals to other agencies.

The lack of {nformation on the outcomes of referrals to other

© agencies is a common problem at employment services programs. Often

_programs cannot answer such questions as the following:

o Is the service. received what counselor-and client
.thought it would be? '
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o Does the service meet client needs?

e Is the client satisfied with the extent of
assistance received?

e Do clients receiving various supportive services
have better outcomes than clients not receiving
these services?
lithout such information, it will be difficult to improve the manner

in which supportive services are nrovided to releasee clients.

2. Potential Analyses

Several analyses would increase program knowledae about the
'supportive services being received by clients referred to other
Jocal organizations. For éxample, a progfam could assess the know-
ledge its staff possesses'about such services. Such an analysis should
-consider staff knowledge of:
e the identity of agencies or services available in

various areas of client need (e.g., housing, Tegal,

--clothing, medical, educational, etc.);

@ nature of services provided by these organizations;

‘@ specific individuals to contact when referring
clients to local agencies;

e eligibility restrictions or problems associated
~ with intake (e.g., waiting lists) at local agencies;
and
e persons to contact at community agencies if clients
- encounter serious difficulties after being referred
there. .
" Another useful analysis would consider the extent to which clients
referred to community agencies are accepted and the reasons for re-
jection. of some clients. If programs assessed the reasons for client

rejection, they might make fewer referrals to certain agencies and

try to'qhanne1 re1easeéskto the organizations most Tikely to provide
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the needed service. On the other hand, employment services programs
might work with the staff at selected referral agencies to try to
persuade them to serve prison releasees: more adequately.

A re]ated analysis of fhe referral process would assess the
extent to which clients are referred to community agencies, are ac-
cépted, and actually receive services. Many employment services pro-
gram staff bé]ieve that their clients, after being accepted at other
programs‘(e.g., vocational training, education, etc.), hecome disillus-
joned with Tong waiting 1ists or bureaucratic requirements and drop
out. Such analysis could again be used by program staff to develop
strategies for eradicating existing problems at referral agencies as
well as to develop alternative sources for client referrals in the
community.

| A further potential analysis of the referral process is an
assessment of client attitudes concerning the aporopriateness of the
-referrals made. This analysis could inc]dde client opinions about
fiwhéthér the refefral process was characterized by good or poor com-
munication between the employment services program and the referral
program and between both programs and the client. This information
éou]d assist in improving communications among programs as well &S
bgtween the programs and clients.
| - To aé;ess the relative value of supportive services, programs
could compare emb1oyment outcomes for c]fents receiving'such aid with -
"peréons needing it but not obtaining it. Such an analysis would help
determine whether supportive services appear to be associated with

‘client success.
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M. Job Development

1. Methods of Implementation

Job development is the identification of employment opportunities
for program participants. This entails making contact with Tocal
employers, identifying particular positibns for which program clients
would be considered and maintaining relatibnships with companies in
order to track new employment openings. Most employment services
programs conduct job-development activities. Of 257 programs sur-
veyved during the course of this study, only four percent did not
provide job development.

Job development at an empToyment services program is based on
several assumptions:

e Prison releasees seeking employment will encounter

obstacles, based both on the condition of the job

- market and their status as ex-offenders.

e 10 facilitate the employmert of clients, program staff

must understand the Tlocal labor market and company
~attitudes toward hiring ex-offenders.
- o 'Because of the nature of this task, "specialists" are
required to communicate with employers and explain
the objectives and services of the employment services
program.
e Such an on?going activity will expedite the process
by which program clients are referred to available
jobs and hired. '

Job development activities may be conducted by clients' kegu]ar

‘cdunse1ofs or by special "job deve10pers.”‘ Backgrounds of job

development specialists vary among programs. Some programs use older

" or more conservative job developers in order to appeal to the middle-
.class values of many employers. Other programs employ ex-offehder

: jpb developers, who may be better able to exp1ain clients' motivations

and goals. Some programs utilize both types, and send the more.
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conservative job developers to companies that appear to be "traditional"
and ex-offender job developers to others.

An important objective of job developers is to identify employers
who may hire prison releasees. This can be accomplished in a variety
of ways, including thorough analysis of the local labor market, area-
wide publicity campaigns, and collection of “job orders" in a manner
similar to that of State Employment Service agencies.

One method of identifying potential employers of prison releasees
uses mass mailing as a starting point. For example, soon after the
" Clearinghouse for -Ex-Offenders in Louisville, Kentucky, began operation,
the staff mai1ed out several hundred letters to area employers to
expiain the program and solicit jobs. Usually, these letters were
followed by telephone communication. Where employers expressed interest,
personal contacts were made by Clearinghouse staff members./9

Programs may also make periodic surveys of known or "new" employer
contacts in efforts to 1dentify‘job opportunities for program clients.
THelLouisv111e'C]earinghouse has an active file of approximately 100
employers which is reviewed regu]ar1y.80

Another method of job deveTopmentkutilizes mass telephone canvassing.
Fo} example, Project H.I.R.E. of Minneapolis. Minnesota, maintains
. contact with approximately 600 empToyers in the area. Each week, job"
“developers te]ephone approximately ZdQ companies soliciting available
“job openfhgs. FTheSe openings are distributed to all program counselors.
. BesideS«cohtacting émp1oyérs to identify job openings, job déve1opers'
continually attempt to establish relations with "new" émp]oyers who are
'ndt familiar wifh“the‘prograﬁ.81

Approaches ﬁSed for job development may vary from.emp]oyer'tok
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employer. Such approaches may emphasize:

an employer's responsibility for assisting a dis-

¢ advantaged population;

e 2an employer's fulfilling of a required affirmative
action program;

e the opportunity for an employer to receive pre-
screened applicants, whose interests and abilities
have been matched with the job'opening; or
the fact that all employed program clients (and the
_employer) can receive follow-up support from the
~program, if problems arise on the job.

If an employer expresses interest in the program, the job developer
- will usually obtain the following information about the company:

e emnloyer name and address;

e description of company products or services;

e types .of jobs normally available and suitable
for ex-offenders; and

o personal contact(s) at the company.

éome programs éo]]ect more detailed data about companies. For
exampTg, Project H.I.R.E.‘s job developers gather information
concerning:

. prob1éms in~emp1oying ex-offenders;

o‘any personé] interest 1in ex—offenders;

‘.'theréva11ab11ity of public trénsportatioh;

e Whether bonding is required for employees; -

- ° wﬁether_the employer will consider on-the-job
: training contracts;

e the necessity #or any tools, equipment or uniforms;

e the presence or absence of a unionized labor force and
any requirements for joining a union; . :

e the availability of‘company training opportunities;



-78-

i

e the availability of apprenticeship opportunities;
e whether any testing requirements exist for job applicants;

e the possibility of job upgrading or promotion
opportunities; - '

e the existence of any formal policy on the hiring of
ex-offenders;

e the necessity for physical examinations;

e whether the company provides any social services to
- employees (i.e., day care, coéinseling); and
£

e Whether the employer needs tehporary or seasonal 1abor.82

Job developers at H.I.R.E. and other programs often categorize
possible employment opportunities for clients by occupational areas.
Typically, these include:

o professional, technical, or managerial;

e Clerical and sales occupations;

e service occupations;

; farming, fishing, forestry, and related areas;

1 ;.proéessing occupations;

o benchwork occupations;

.AstrUCturaT work occupations; and

° miéce]Tanéous occupat{ona1 areas.

These occupationaT areas may also be classified according to skill
':1eve1, éxperiencevrequired, education needed and hourly wage. Such
_jﬁformat%on expedites the process of matching program clients with job
'openihgé. |

Although job deve1oper§ may use a variety of techniques, mosﬁ
1agree that some-methodsyare better than others. One study of correction§1

manpoWgr programs ‘made the following conclusions about job development:
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e Personal visits to employers are preferable to
- telephone contacts.

e Close time connect1on is oreferab]e between JOb
development and participant placement.

o The participant's record should not be hidden from
the prospective employer nor ahilities overestimated.

e Development activities should feed information back
to a project, so that employer concerns are taken
into account.

e Coordination with other community employment services
. {e.g., Employment Service job banks) is important but
should not substitute for a program's own job develop-
ment activities.

e Employers should be made aware of and assisted with
on-the~job supports needed by the ex-offender.83/

Similar points about ways to perform job development are contained
in a manual déveloped by Employ-Ex, Inc., of Denver, Colorado, and
:‘distr{buted to all staff job developers. Selected suggestions in

this manual include:

; Al1l job developers should possess a current list of
. contacts the program has made to avoid duplication of
efforts.

e Personal contacts are critical.

e Job developers should be prepared to answer all
potential questions about the employment services
program. Literature often helps employers become
more familiar with the program.

e The job deve1oper should explain to potential employers
all services provided by the program to clients, not
Just the job development and placement serv1ces

) pr developers should ask as many questions about the
- company as.possible, including questions concerning
jobs available, the benefits, and the potential and
progress of the company. The greater the amount of
the information, the more fully counselors can apprise
their clients about the merits of particular job
situations.  This quest1on1nq also shows the employer
the job developer is interested in the compwny and its
aLLOmp1xsthan
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e Job developers must call or visit periodically to
follow up with employers, even when not soliciting
jobs. This keeps the relationship established and
allows the company to stay informed of the program's
progress.

e Job developers should not guarantee that individuals
referred will always work out successfully, but should
emphasize that the program screens its clients for
aptitude, interest and potential prior to referring
them to job openings.

e The job developer must convey the idea that the risk
~an employer is taking by hiring an ex-offender may be
even less than when the company hires a person off the
street, since so much more of background, work history,
and potential or Timitations may be known about the
ex-offender than the walk-in applicant. Additionally,
the job developer should make it clear that ex-offenders
realize that when security is breached they will 1ikely
be the first suspects. As a result, ex-offender
employees may work to prevent breaches of security by
other empioyees, so that suspicion will not fall on -
themselves. .

e It is important that the job developer attempt to work
with or "sell" not only the personnel manager or director,
but also the line foreman or the immediate supervisor
with whom the ex-offender will be working daily. Tt is
essential that these individuals be aware of the program
and its goals and important that they are receptive to
an ex-offender's being hired. It is usually the
supervisor's influence that determines whether a person:
will be able to remain on a job=a goal fer beyond job
development.84/

Besides‘contacting companies to soiﬁéit;jobs for program c]ieﬁts,
job developers may have inportant responsibilities concerning c]ienp\

- processing. For example, at some programs job deve]opers may have to
iapprove‘a11 job referrals, while at oiheks they may contact the companf
prior to d c11ént'é job interview in order to provide backgrbund infor-
. mation about the apb]icént. At a few programs, job developers accompany

-prison releasees to the 1ntefv1ew, although some people believe this:
.ié a poor pract{cé, which ”1ébels“ the client and may foster dependénce"
upon fhe program. Most Jjob deVe1opers require either the client or

the counselor to notifyfthem Of‘interview results.
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Few employment services programs systematically analyze the
performance of job developers. However, one program which does so is
Project H.I.R.E. in Minneapolis, Minnesota. Job developers are
evaluated periodically in terms of accountability, peer relatjonships
and skill development. Accountability ratings are based on several
specific objectives, each with expected minimum, goal, and optimal
outcomes.85 These objectives and their corresponding measures are

shown in Table 3. Such data assist the program director in reviewing
program goals and.achievements. The information also helps identify
staff who are experiencing difficulties and need assistance as well as
. areas of program processing where bottlenecks may be occurring.

2. Pcssible Analyses

There are a number of important analyses which could be conducted

“to improve the state of knowledge regarding job development activities.
For example, programs could assess the percentage of employer contacts
which result in job openings being identified and clients' beiné hired.
'Iﬁ éddition, various job'deVelopmenf techniques could be compared with
‘voutcomes. Variables considered could include the manner of conducting
:jbb development (e.g.; in pérson, over the telephone, by mail), the
‘backgfound>of job developers, the‘frequency of contact between job
deve]opers ahd companies and the nature of job developers' contacts
iwithkemp]oyers concerning specific cfients (e.g., whether‘job developers
“accompany c1iéhts"to interviews orkprovide employers with background

. data in- advance). :
Since an importanf part of jdb developers' tasks is to locate
‘ fré1evqnt‘jobs fériciignts, avprogram could compare the occupations and
ski1J levels of obénings jdentifﬁed by job deve]opers;with those of

jobs actually obtained by program clients. Such a comparison could
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TABLE 3.—Job Development Evaluation Desian, Project H.I.R.E., Minneapolis,
: Minnesota

PRIMARY , EXPECTANCIES WETAHT
OBJECTIVES MEASURES Minimum | Goal | Ontimal | (70 Points)
1. OBTAIN JOB { The percentage of ner-.»
PLACEMENTS | sons referred to job o o o
development who are 20% 40% 60% 3
placed in employment.
2. QOBTAIN The number of employers
DEVELOPED who are "developed" for 5 o 10 20
FMPLOYERS ex-offender employment ”
with H.IT.R.E.
3. OBTAIM ‘The hourly wage of
REASONABLE { those employed.
WAGES $3.00 53. 50 $3.95 15
.Squrcé: The H.I1.R.E. Salary Compensation Plan and Personnel Evaluation

Program: Prepared for Job Development Staff," January 1976.
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1nd1cate whether job developers were concentrating on the proper
occupational areas and skill Tevels or whether they were developing
jobs too difficult for clients to secure or too inappropriate for
clients to accept.

An important measure of job development success is a comparison
bf employment outcome variables for clients who find jobs on their own
and c11enté who are placed in positions identified by job developers.
Variabjes to be considered would include:

e number of interviews prior to acquisition of jobs;

e bercentage of clients finding employment by the end
of given time periods;

e skill Tevels;

e starting salaries;

e length of time jobs are held; and

e clients' employment upgrading over a certain period

- of time.

N. :Job Placement

1. Methods of Implementation

Most employment services proarams provide job placement assistance

" to'clients. Only. two percent of the 257 programs surveyed during

this study do not provide such assistance.

Job placement activities usually include:
° dfscussing’job interests with the client;

e assessing the client's job potential in the
context of the local job market;

e screening available job openings to insurebthat
_they match the client's abilities and interests;

;'referr1ng the client to specific job openings
ddentified by the counse]or, a JOb developer, or
the c11ent -and
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e assessing the results of job referrals through
discussions with the client, the employer or both.
These job placement activities are based on the following
assumptions:
e Program staff specializing in job placement can
better identify available job openings than clients

themselves.

e ldentified job openings will be screened for appro-
priateness hy program staff.

.‘Staff screening will insure that clients are referred
to positions for which they are qualified, eliminating
wasteful referrals.

e 'hus, since all clients are referred to "appropriate"
jobs, all possess a better chance to obtain jobs.

The particular methods utilized by program staff to place clients
vary considerably across programs. Counselors with client caseloads
._often receive "job orders" or 1ist§ of job openings from other staff
members—either job developers or other counselors. These lists
usua]iy include employer names and addresses, job titles, skills
rquired, and starting salaries. Counselors uéua11v'review this
information and compare it to their clients' interests and skills. To
facilitate this prbcess, counselors at some pkOgrams maintain fijes
" of client job interests. In addition, some programs have wage guide-
Tines, statfng that clients should not be placed in jobs paying less
- than a certain salary (usually the minimum wage).

If éounselors‘identify a job opening they believe is apprapriate
for one of their clients, they will usually contact the person who
deve]opéd the job. Most programs maintain prdcedures for SCPeening_
Zjob referrals to avoid duplicative referrals. kFof example, each time
é c]iéqt.at‘Employ—Ex; Inc. in Denver is referred to a job fnterview,

counselors note it in a program ‘master file and complete a job referral
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card. These cards are channeled to the program senior clerk, who
coordiﬁates job referrals. No referrals are made without the clerk's
approva1.86
In some instances, programs have access to the "job bank"

listings of the State Employment Service. Counselors in these programs
can refer clients to jobs described on daily job bank Tists after
clearing the referrals through the Employment Service. However, many

of the staff interviewed during this study de-emphasized the value of
this approach. They stated that the quality of jobs available through
the job banks is usually poorer than that of jobs they develop them-
'selves, that the competition among Employment Service staff often

Teaves the ex-offender "Jast in line™ for available job interviews and
that clients often possess hégative attitudes about the State Employment
‘Service.‘ These opinions are also reflected in earlier studies. For
example, a 1977 assessment of Model Ex-0Offender Programs concluded:
"Many staff were critical of the Job Banks and reluctant to use them
because of‘the'iimited number of Tlistings and excessive competition

for vacancies. A consensué of MEP staff indicated that the ex-offenders
were at a decided disadvantage in competing with individuals who were
‘clean' for listed vacancies."®’ -

Once an appropr{ate job opening has been identified, many counselors
A ‘wi1}krerew job interview techniques Qith clients before making the

'Feferral.; A p%ogram in Geneva, I7Tinois, utilizes-a written checklist for
. this review, coveriﬁg suchkpoints as;the f0110w1ng:88,
® COmp1etingkan‘Apb]ication

.—-Examin{ng the Form |

‘—Reading Directions
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—Leaving No Blanks
—Providing Complete and Accurate Data
—Giving Correct Dates
—~Giving Accurate Addresses
—Being Concise and Informative
Providing References
—Identifying References
'—-Providing Addresses of References
Bringing(Materia] to an Interview
—Social Security Card
—Driver's License
—Certificates, Commendations and Awards
- =—=Transcripts from Training
—No Friends
yf——Wdrk Samples
. —Resume or Listing of Skills
‘Interviéwing
—Appearing . for the Interview
—How to Dress
—How to Maintain Eye Contact
-lsing Proper Language
—Showing Sincerity
—Being Properly Aggressive
a-Projecting~Positive Attitudes
Discussing Prison Background
_—Telling Truth Directly

—Emphasizing Employment Benefits from Incarceration
(e.g., Training, Motivation, etc.)
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A1l programs do not engage in such a formal pre-interview check, but
most try to ensure that referred clients are ready for the interview
and appropr1ate for the job.

‘Some programs prov1de emplayers or personnel managers with a
background sketch of the client before a scheduled job interview.
ATthough many people disapprove of the practice, others believe it is
he]pfu1 to accompany a client to job interviews. Those who accompany
clients believe it demonstrates to the employer that the program will
"stand by” the client and also provides needed moral support for the
 client. One evaluation of selected ex-offender programs connected
-with State Employment Services found that:

Experienced job developers working as part of Employability

Development Teams felt that an individual's chance of being

hired increased as much as 50% if accompanied to an inter-

" view by a representative of the Employment Service. The

special interest shown in behalf of the applicant impressed

employers and an ES presence relaxed applicants and facili-

tated the initial interview. In States where Employment

Development Teams were not part of standard operating pro-

cedures, most counselors and job deve]opers were not sold

~on the idea but agreed that accompanying clients on on their

first interview helped—if for no other reason than to

assure that the ex-offender followed through with the re-

ferral, arrived at +he ass1gned destination, and did so on

time.89/
- bedp]e who disapprove of accompanying clients to job interviews believe

this provides an_inappropriate aid to the client, since the pufpose

- lof the program should be to help the client Tearn to funct1on inde-

’\pendent1y in the work world,

) Af?er a job referral has been made, most program staff attempt
ﬁo'1earn’the outcome of the interview. Some programs provide the
’t1ient thh an employer refeﬁfa1 card to give to thé interviewer,
‘kThe 1nf§rviewer 1s‘askgd to complete the cakd, noting whether the

client was hired and, if not, the reasons, and mail it back to the
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program; Other programs give the client a s%m11ar card to complete
and return on learning the results of the interview. Many programs
telephone the employer, client, or both to 1eérn the results of job
interviews. If a client is not hired, feedback received from the
interviewer may help the counselor better prepare the c1jent for the
next job interview.

2. Sfate of Knowledge Assessment

Mény emb1oyment services programs include job placement as a
major objective and try to assess their success in meeting that
" objective. Moreover, many funding services require programs to
determine job placement rates as a grant or contract condition. Thus,
there is a substantial amount of information available about the job
~ placement activities of employment services programs.
| Most programs maintain the following information about each
placement: |

e name and address of employer;

' .'occupatfonal area and skill level;

e date of hire; and

® starting sé]ary.
In addition, some programs assess job placement rates according to
) occupational area, individual employers, or skill levels. Programs
:may‘alsbiana1yze the job mobility and wage histoky of clients who have
been hired. -

The following examples illustrate the types of ana]ysis common 1y
“conducted at individual programs: S

| e A job reédiness training and p]acement assistancé
program for parolees reported-that of all clients
‘graduated over a five-year period, 68% achieved.

successful employment (defined as securing and :
holding the same: job for 60 days after graduation).90/



e A comprehensive employment services pfogram reported
that the overall employment rate for participants was
48%, and 64% for graduates of the program.91/

e A centralized employment services program for
releasees served 1,289 individuals over a 16-month
period and made 2,332 job referrals, 34.1% of which
resulted in job placements, or one placement for
approximately every three referrals.92/

e One program reported that over a six-month period,

average hourly wages of program clients at placement
increased from $3.00 to $3.69.93/

In addition to collecting data on placement rates and referrals
per placement, some programs try to estimate the cost per placement.
" Fov example, one program estimated its average cost of services as
$54 per ex-offender, $30 per referral, and $88 per successful job
placement. However, the estimate excluded the cost of many services
which . were contributed by_ofher community agencies and thus under-

stated actual placement costs. 94

Past analyses of placement data have a number of Timitations.
Often .outcome data for program cTientskare not compared with outcomes
for-a similar population. This makes it difficult to judge the
'program‘s Tmpact on clients' employability. In other cases,
'_fnapproprjate comparison groups are used, and differences in personal
chéracteriétics bias comparisons withvprogram participants.
In addition, programs sometimes do not collect the data needed
e to_evaTuaté,outcomes properly.. For éxamp1e,.bne study asseséing an
'émployment>seFVices pfogram for ex-offenders concluded that, although
. the program seemed fo be providing 1mﬁortantkserViceskto clients, many
.data problems made~efféctive evaluation impossib?e. Some nécessary

E ;déta'were‘not c611ectgd; somé data were éol]ected‘but aggregatéd in

inappropriate categories; and the program did not adequately distinguish
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between or relate data on individﬂals served and -events. Also, data
were ndt:adequate1y correlated aﬁd data categories and retording
practices were not standardized.95

As-a result of these problems, there are a number of important
knowledge gaps concerning the job placement activities of employment
vservices programs. Little is known about the effectiveness of these
activitieé or about the most efficient manner of conducting them.
For eﬁamp1e, programs do nbt know the optimal Tength of time for
assisting clients with job placement. Some programs provide two or
three job referrals per client, others make an indefinite number of
- referrals over a set tfme period, and still others work with clients
indefinitely.

No analyses have assessed whether the provision of certain
'1nformatioh about the client to a prospective employer improves the
client's chances of being hired. Some programs do not provide any

c]ient information to employers, while other programs discuss the
cliént's work history and skill level with the employer before the
- job interview. Still other programs discuss the c]ient'skpast
'.érjmina1.activities and recent rehabilitation experiences.
Very few studies compare the kinds of jobs in Which clients are

~ placed to those occupational areas iq which clients are interested.’
:f The prdbﬂem of re1edsees‘ job interests or skills not matching their

'éventua] jobs Has'been raised fok many years in the context of prison-

- based vocational programs.96 However, Tittle is known about the

. success of community programs inbthis area. - For many prison reieasees,
ﬂ'job.matched with skill Tevel or occupational interest‘is admittedly

a secondary concern to- financial need. Therefore, many employment
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programs , . though desiring'to obtain "meaningful" jobs for clients, place
many clients in entry-level, low-paying jobs.

3. Possible Analyses

A number of potential analyses would improve present knowledge

about job p1a¢ement activities. A major need is for analyses USing

control or comparison groups. A planned evaluation of the Parolee

Rehabilitation and Employment Program (PREP) in Columbus, Ohio, would

. use such a study design. Employment outcomes of program participants
would be compared with a group of demographically matched parolees
~ selected and supervised by the same parole officer. Variables to be

~matched between the two ‘'groups are age, sex, race, educational attain-

ment, number of prior felony convictions, type of offense, and priok

5 Employment history.97‘ Analyses of this type .can permit assessment of

the program's impact on improving clients' employability.
Besides assessing overall impact on placement rates, programs

could analyze the types of clients who were experiencing greatest

placement difficulties. These clients might need special types of

assistance in order to become employed. In addition, placement rates

' of program clients could be compared with differences in the program's
- Operating techniques, to determine which placement methods seem most
< effective. For example, placement outcomes could be compared with the
“ :manner fn which job openings are identifiéd, the amount of time staff
.gpénd‘witﬁ c]iéntsﬁto achieve p1aceménts and the nature of the advance
‘ { jnformdtioh giVen to the;employer or client about the other befdre an |

“interview.,

~nother useful analysis of job placement activities would assess

the exﬁentrto which c1iehts obtain jobs in occupations: in which they
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are interested. Although moSt staff at employment services programs
state that they try to match client interests with job types, Tittle
information is available on the extent to whith such matéhing occurs.
Program'counse]ors interviewed during this study observed that such
matching of tTient interests with available jobs is often difficult,
because: |

e Though skilled in certain areas, clients often
~have unrealistically high salary expectations.

e Clients may not possess requisite skills for
occupations in which they are interested, and
training is often unavaijlable.

e The job market in areas in.which clients are
interested may be very tight.

e Clients may need immediate money and thus accept
- fast placements in entry-level, Tow-skilled jobs.

-Systematic analysis would help determine the potential for meeting

clients“job interests and the magnitude of the various problems which

must be resolved in order to do so.

0. Follow-up Activity

1. Methods of Implementation

- Employment services programs conduct two types of follow-up
activity:k .

e one is designed to provide placed clients with
the support needed for them to succeed in the job; and

' ° the other is oriented toward obtaining client outcome
data in order to eva]uate program effectiveness.

Follow-up activities are based on the f0110w1ng’assumptions:

° The prison releasee has not been exposed to trad1t1ona1
: work situations for some time.

° Thus, the c11ent will experience difficulty or
‘uneasiness in adjusting to the work situation,
especially at the beginning of employment.-
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e Program support will ease the client's adjustment
difficulties and help avoid potential problems on
the: job. ’

e Follow-up activity will also assist a program in
measuring its effectiveness in terms of client job
retention, job mobility and recidivism.

The follow-up activities utilized by programs vary by method and

frequency. Some programs telephone clients periodically to check on

their employment status and any potential problems. Qther programs
also telephone the employer or job supervisor. One program which
provides re]étively‘extensive follow-up is the Vocational Alternatives

Program in Geneva, I1linois, where a "community worker" follows client

- progress for 42 weeks after placement. Weekly contact is made with

clients, their families, and their employers for the first two months;

thereafter, contact is month]y.98
Through these kinds of contacts, programs can identify problems

affectihg clients' wark. Staff can then try to help clients so]ve

these ‘problems through counse]ing sessions, meetings with the clients'

families, or discussions with the clients' employers or supervisors.

The support provided by the program may make the difference between a

’ re}easée's keeping and losing a job.

Although most programs acknowledge the usefulness of follow-up

. activities, some programs do not conQuct them‘because bf budget
‘11mitatﬁpns. To some extent, this reflects the emphasis that funding
iédurces.p1a¢e 6n jop p]acementkas a measure of program success. As

: one program director states, "Ability to perform 1ong~term‘and
1meaningfd].f0110w—up,has alwgys been the first ecohomy in slashing

’;annds,aﬁd will éohtinue to be as long as the public or legislature

.be]ievés that a high percehtage of hires per program completes the

rehabilitation procéss;”99
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Programs performing supportive follow-up do so for different
periods of time. Programs funded through the Comprehensive Employment
and Training Act (CETA) often define a positive termination as being
emp1oyed on one job for a certain time, usually 30 or 60 davs. Supportive
follow-up activity at such programs is commonly limited to this period.
Other programs may provide follow-up support to clients for as long as
a year. Mbreover, even those programs which do not engage in routine |
, supporfive follow-up ‘often encourage clients to return whenever they
encounter problems on the job.
| As stated earlier, programs may conduct follow-up activities to

obtain the informa’ion needed to assess their effectiveness as weil as
to help clients adjust to the work world. In these cases, programs
- usually collect data concerning clients' employment outcomes and
‘recidivist behavior. For example, some programs collect information
on clients' emplovment status at specific intervals after "graduating”
from the program. This shows the percentage of clients who were employed
a certain numbér of months after program participation but does not
indicate whether clients were continuously employed over the periad.

| To assess employment durabi1ity,‘progfams may analyze the percentage
~of time that clients work,ras compared with the available time that clients
- were physica]Ty able to work. Measuring emp1qyment (not'necessari1y |
:at-pne job) over time fn this manner gives a different perspective on

Vﬁhe employhentvof’brogram partfcipahts than is provided by p1acemént
- rates. |
Some programs ana1yze employment distributions as well as averages.
‘ be éxamp]e, oVef a follow-up per{od of three months, one program found
that clients worked an‘avérage of 71% ijthe time hut that oh]y 42% of

the clients worked for the entire three months.]oo



-95-

Programs may also analyze client activities otﬁer than employment.
For example, one program found that clients were enrolled in school
for 2,483 déys (6.5% of the time), were 11 or injured for 1,448 days
(3.8%) and were incarcerated for 2,191 days (5.7%). Clients were
unemployed for 4,394 days during the period, or 11.4% of the time. 01
In some'cases, programs will also analyze changes in job qua]ity over
time. Saléry Tevels are often used as proxy measures of job quality.

In addition to clients' employment status, programs may assess
the recidivist behavior of program participants. Because programs
" must depend onn other information sources (e.g., courts, police) for
'recidivism data, this analysis is often incomplete. However, it
provides at Teast a rough indication of the extent of success programs
. are having in helping clients make the transition back to the community.
Most programs that compile recidivism rates tend to compare them to
estimated national or State averages; these comparisons usua11y reflect

favorably on the pfograms, as will be discussed in Chapter V on outcomes.

2. Possib]e Analyses

At present 11£t1e is known about the best way to perform fo1Tow-up
aétivitﬁes.’ For example, a study of the Model Ex-Offender Pfogram
(MEP) 4in five States found that "some States toyed with the idea of

- using mailed questionnaires or telephone contacts. Others intended to
t :use_paranrofessiona]s and ex—offende}s to contact MEP participants in

“the fieldf In?genéral, Stateé Were unceftain about the duration of

- follow-up, number o% contacts, by whom, and at what point in time
-folTow-up should be ternﬁnated."102
'The~findin§s of the preéént study are similar. For examp1e, there
s 1jtt1cvagreement ébout the frequency with which fo]low—up'sh6u1d

occur.  Some prbgramS'have daily contact with the client and/or
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employer for a short time périodd other programs have weekly contact
with one or both over a longer time perijod, and still other programs
rely on month1y.contacts. At some programs there is no fixed schedule
for follow-up activities, and staff contact clients on an ad hoc basis,
as their other duties permit.

Mdreover, the value of fol]ow-up activities, however provided,
has not béen systematically assessed. No data exist to support or
refuté assertions by program staff that follow-up activities are
critical to clients' job retention. This question of whether follow-up
support makes a difference in terms of client outcomes is paramount
to the issues of follow-up frequency, duration, or identity of
persons contacted (e.g., client, employer, supervisor).

These gaps in existing knowledge could be filled with a vériety
of potential analyses. The most conclusive analysis would compare
the outcomes of randomly assigned clients, placed in similar work
environments, who received different types of follow-up assistance.
Such variationé in follow-up activities might include:

e follow-up with the employer or supervisor only;

e follow-up only with the client, at home and/or
at the work site;

e follow-up with both the cTient and the employer;
and.

.Ano follow-up services at all after the client has.
secured. employment.

~In addifion to varying the identity of the pefsohs~contacted during
the follow=-up period, such a study could analyze the effect of differences
“in the frequency and duration of follow-up support.

ffvcomparatiVe stgdics cannot be conducted, ‘uscful informatioh nay

be dbtained from other tvpes of analyses. For example, a program could
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assess clients' perceptions about job losses and whether support

from the program would have helped. Although clients may have
difficulty assessing the reasons for job losses, they may have in-
sights about whether program follow-up efforts would have been helpful
to them.

| In terms of the kind of data to be co11eéted thréugh folTow-up
by employment services programs intereéted in self-evaluation, the
priorfties should be on employment and recidivism data for program
clients. Comparisons of these two kinds of data for specific clients
is the most effective manner in which follow-up activity can assess
~program effectiveness. If follow-up information shows no significant
re]a%ionshiplbetween client employment success:and recidivism outcomes,k
theﬁ the program concept may need to be re-evaluated. As will be
.discussed invChapter V on outcomes, data on the employment and
recidivism o;tcomes of appropriate comparison groups are also an
essentia] part of any fo]]ow-up analysis assessing program impact

on clients.

P, Client Flow
‘ The services diécussed in the preceding sections of this chapter
méy be provided in different combinationé and in various orders by
'tindividﬁal programs. Some programs Have a very structured service
»pfdvisidn*process, while others do not. Also, some programs provide
all serQices,}While‘others offer only a few.

The flow diagram shown in Figure 2 illustrates one way that
'c1ients‘might he processed by a nrogram offering;comprehensive services.
The vérioué services %ndicated may in some cases be provided by’the same
staff members (e.g., counseling, job placement and fo11ow¥up may be

. Conducted by the same person, even though these are different services).



‘

.

_VFEGURE 2;—iExample of’CiTent F1ow Through’ah~Emp1oyment Services Pﬁpg?am:‘

"

: . EE CompTete needs
omplete s’ es o Complete ad- | assessmant; :
fgop']icant - Apnlicant ,Y —,ditional in- {give client ap- Ly Siéﬁ;e?l:—ent to
Interview Fligible? take for propriate tests
— FR [ — 2 - I
o ____;l_“__j
Review client no
file; interview
client }
-
S.Loporiive <rosram offen, Y85 | Provide needed
DR eded suppuriizZ =™ supportive ser-[™7
>2rvics icess vices
1
L - - R . - - S — - !
Treining no
4
~ZHh
“zvelooment
-lzacerent
“ollow-Up
S=rvices
i o 7 B e -
S - e = Y
::ner Refer to other Fefer client to
e LAy agency for appropriate aggm
cancies services ¢y for supportivg
‘services

Lecend: Process




FIGURE 2.—Continued . -

e and
S
ssrent
. . S oes
Does - N

- . s no-. . client nee
.y . cliént need joo- . - T o e /\ no
_V4n5811ng - maﬁn%stmin - : . ‘ skills training?

ing? -
yes yes yes
Suoportive
Services
Help client |Discuss job. | Provide hand- uoes yes : s l vges,
—= . Provide job- jcomplete samfinterview outs coverindg, program offe > . Provide skills program of fe™~_Y® | provide supported 1
2iningd readiness ble anplica-| techniques T skills training? training : supported work N
* training & rp training} %3
‘ L |
— —— ! - — - -
iy no no'’ no
<2 .
—zvelonment
-ZD
= zcerent
=aitow-Up
Service
B o T T ) o o T 447447!"1 T
Tfher . Refer client to Refer client to Refer ciient to
bl [ anaropriate agen- other agency for other agency for
~-Zzngcies cy for joo-readi- skills training supported work
- © [ness trainini : trainina

Legend: Process




TI8URE

FIEPSw REY

and

z.—Continued .

. v

-

P ¥ :
: Does 1;\\ Con;;nue ééun
PP SN client neea client job- > ; .
--unzsng ~  =aducationai train - po. o - — -l [ —— ready? 7n9 - Seh[lg and other
ing? x ‘ services
— — - —_ —_— - ‘ — T - - - I T - - T
T s . yes yes
S.230rIsve .
S=rvices
— . s .
L TEINNNG progran of fer yes _ | Provide educa- Y
educztional tional training - Py
rainire? Q
!
- AR
L ; s eg s Complete isi i inat
Jch fio Contact area Solicit job : . A Visit or call plssem12§ e
. employers openings dob dim ———] S—mtemployers reg- #—1 inforration on
“evelearent < gomen ularly Job anenincs to
rest of staff

ot

Begin job
placement

Assess client's |

abilities & int-

efforts

®elorasts as well asi——dw

available job
pepines

calow-Up
Servicas

Doner
Zg=sncis
Legend:

Refer client to.
other agency for

educational
training

Entry . Process




2. —Conti nued -

~Junsziang
S.zoertive ‘
S=zryicss
— - - l
“2ining =
—
T
Rate . Provide emiployer
- - tepel : : A
AT At ;f:\;;wb with information
~Tyeicorent ‘ on client
yes
A 75 tnere, Refer client to P
. . 1 il ol A . ecor
-z - % apuropriaté o | Continue review job after prepar-{ client hired? rent gnggafe
ST zrerant 2ening for the 7™ ing availabie ation for finter- mation r
ciient? Jjobs view U
A \ ;
- no
“2Yler-Uo It Establish follow- Terminate client
s ! up oroce_sdure to after anpropri-
ZZrViges help client re- ate follov-up
s].olve Job prab- period
ens
. no
cIner
=ZE2NCies
.. .
Legend: Entry Process Docusent



.

IIT. PROGRAM RESOURCES

The resources available to programs, and the way these resources
are used, must be considered in an assessment of the state of know-
ledge concerning employment services programs. Therefore, this

chapter discusses programs' major resources: staff, funds and

. facilities. Important hypotheses concerning these resources include:

e Certain staff characteristics are associated with
higher levels of program success.

e Better funded projects are more effective.

; Certain facilities constraints adversely affect
program performance.

- The fo]]dwing sections summarize available evidence regarding the

validity of these hypotheses and discuss a variety of other issues

related to program resources.

A, Staff Resources

Staff members of employment services programs have a variety of

academic backgrounds and encompass many different types of past work

" experiences. Many of the staff have college degrees in such fields as
1~ps,y,ch01‘c>gy, sopia] work or sociology. Other staff members are ex-
.6ffenders; whoffredgent1y have poor educational backgrounds. In terms
“of experience, staff may have worked in the State Corrections

:Departmeﬁt or Parole Division, at the State Employment Service or other

employment and training programs or with one of the many local human

servicé_agencies. Programs emphasizing job development may try to

~1072-



recruit individuals with a business background to cohtact Tocal
emp1oyers. Whatever their background, job deve]opefs often dress and
act more conservatively than other program staff. .
Although employment services programs usually have no difficulty

recruiting suitable staff, they may experience high staff turnover.
'Many of the program directors interviewed during the course of this
study commanted that staff seem to "burn out" quickly (often within
a’yeaf or so). Counseling prison releasees and dealing with their
varied problems firequently requires a level of involvement and
emotional intensity which cahnot be maintained for long periods of
time. In addition, counselors may have high caseloads and receive
re]atﬁve]y,]dw salaries. A1l of these conditions contribute to the
~ high staff turnover rates many programs experience.
| An important issue concerning program staff is the extent to which
ex-offenders should be hired. As discussed in Chapter II in terms of
programs' counseling activities, ex-offenders may make excellent staff
Amemberé, who éstab]ish apprépriate relationships with clients, the

rest of the -staff and local employers. On the other hand, ex-offenders
_may be too sympathetic toward releasees' problems to provide objective
assessments of releasees' needs or, at the other extreme, so eager to
" demonstrate their own rehabi]itation.that they are overly criticé] of
B c]ientéﬁ Although ex-offender staff may pose certain problems, most

» brograms Have 6ne’or more ex-offenderskon their staffs. Approximately
-+ 607% of the programs responding - to the survey conducfed as part of this
Lstudy had at least one exgoffender staff member.

| Past studiés»have sometimes identified desirable staff character-
1§t1cs; For exémple, one sufveykof‘directors of employment servicesk

programs for ex-offenders resulted in the following conclusions:
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e The most frequently cited qualities for a staff member
who will be working with ex-offenders are competence,
“dedication, maturity and demonstrated responsibility,
character, empathy and flexibility.

e Additional qualities often include the ability to
operate in bilingual and bicultural situations, since
in many areas ex-offenders do not speak, read or write
English and are products of diverse cultural backgrounds.

e Staff training is essential before and during a program,
especially concerning the problems of the ex-offender,
community services, and the characteristics and back-

- ground of the population to be served.

e Positive relationships with staff of other agencies,
and with business, Tabor and comsunity groups are
crucial to program success. Failure to establish such
relationships can produce serious conflicts and mis-
understandings detrimental to the program.103/

| An analysis of manpower programs in the correctional field concluded:

o Vhile the most desirable mixture of professional and
- paraprofessional staff is unknown, most programs agree
that it is important to maintain such a mix,

e Important job considerations for project participants

- are not usually considered for project staff. Career
Tadder mobility, frequent "feedback raises," and
“internal promotions are not generally structured for
the paraprofessional. Projects often expect para-
professional staff members to show middle~class work
behavior and simultaneously establish rapport with
_lower-class.participants.

@ Since the paraprofessional is often hired for simi-
larity with the ex-offender, training for persona]
and job competency is mandatory

e Both professional and paraprofessiona] staff need
training but often for different reasons: to intro-
duce the professional to - a new setting, new client
and set.of techniques; to structure the work behavior

- of the paraprofessional to meet program goals.

e A lack of project cross-fertilization concerning
staff training and organization is evident; most
projects developed training programs in-isolation of

available material developed by others.104/

Evaluation of staff performance occurs in various ways at different

programs. kOftén, program directors review statistics developed by the
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staff concerning the number of clients interviewed, referred to other
programs fbr services, referred to job openings and placed in jobs.
Some programs periodically evaluate individual staff members in terms
of such criteria as:
e extent to which previously established goals were met;
.‘performance of assigned duties;

e relationships with clients, other staff members and
-referral agencies; and

.‘extent of improvement in vafious skill areas.

~ Chapter II provided examples of the way Project H.I.R.E. in Minneapolis,
Minnesota,bevaluates the pekformance’of its counselors and job
developers (see Tables 2 and 3). Such information for each program
componeht is used to develop an overall assessment of staff performance
in terms of meeting predetermined goals.

A1though éome programs evaluate staff performance, relatively
1itt1éiis known about the staff characteristics which are associated-
with different.1eve1s of program or client success. Thué, there are
a variety of analyses which, if conducted, would improve the present
state of know]edge'regarding appropriate staff for employment services
. brdgrams. |

For example, staff backgrounds could be compared with performance
:measureé. Such background variables as socioeconomic characteristics,
.edQCatioﬁ'and‘prior criminal justice system invo1vement‘may be associated
. with differences in “Tevels of program success.~ SUch analysis should
.be conductedkfor individual program components, since different back-
‘ground characteristics may be important for different staff functions..
| ‘Thé amount and type of on-the-job training could also be assessed.

‘This is the primary way that staff learn job responsibilities, ahd the
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ménner in which it is done may be associated with more effective
prbgram,operations or more successful client outcomes.

Certain staff analyses may indicate that a program is expefﬁencihg
difficulties. For example, high staff turnover often reflects
problems within a program. -0On the other hand, high turnover may be

véssociated with a particular event, such as a change of director.
Moreover, many directors of emp]oyment services programs have stated
_ that'their staff members "burn out" within a short time and that high
turnover is desirable. Thus, turnover data must be interpreted
cafefu11y and within the context of the program inveolved.

A measure related to turnover is the average length of time that‘
staff members have been employed by the program. Programs with more
stable staffs should be able to provide greater continuity of service,

.which could result in higher levels of success. This is because

client success may be associated with the strength of client-counselor
' re1ationships; if counselors stay‘with a program for only a short time,
good client ré1ationships may be difficult to éstab1ish.

An analysis of staff vacancies may also be useful, since high
V)vapancy rates may indicate problems within a pfogram; Howevef,'the
reasons for vacancies must be considered. They may be due to a
" program's inabiTity to attracf appropriate staff or a sufficient number
: of‘c1iénts, or they may be the result of factors beyond the program's
éontro], §UCh 55 5 Qe1ay in the receipt of approved funds. ,

Assessment of the staff-client ratio may prdvide a rough estimate‘
- of the amount of service 'a p]ient‘recéives, and greater levels of g
ﬁsérvice may be associated withkgreaterv1eve1s of program success.
Op~thefqther hand,‘1ow'c1ient Toads may reflect inefficient program

‘operations, which do not generate higher client levels or provide
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effettive client services.

The staff analyses suggested above could be conducted for several
program 1gve1s; including the overall program or each major component
(e.g., intake, job readiness training or counseling). ‘Such analyses
would permit better assessment of the relationship between staff

characteristics and program outcomes.

B. Program Funds

Funding Tevels for employment services programs vary greatly.

Of the 219 programs which pfovided funding information during this
study, 25% had budgets of less than $50,000; 17% were budgeted at
$50,000 to $99,999; 28% at $100,000 to $299,999; nine percent at
$300,000 to $499,999; and 21% had an annual budget of more than $500,000.
~For 60% of these programs, the major funding source was the Federal
Governmeht; for 24%,State government; for 5%, local government; and
for 11%, private sOurCés. |

~ The site visits conducted during this study found that many
programs face great difficulty in obtaining continuity of funding. The
types of pfob]ems thch may be encountered at individual programs
include: l

e Existing funding sources may decide to cut back the
extent of their support. ‘

° keceipt of appropriated funds may be delayed.
° Personne]véhanges within a funding agency, (é.g.:
the State Department of Corrections) may affect future.
funding possibilities in ways the program cannot predict.
e An anticipated funding source may fai1fto‘provide |
support for the program, and the program may be notified
. when it is too.late to obtain alternate funding.
Aé‘a result of such problems, program directors often spend much

of their time soliciting funding forvtheir programs.  Such efforts,



-108-

though essential for pfograms' continued existence, can detract from
program efficiency.

Additionally, for programs which have adequate funding, such
funding'is often associated with requifements which themselves may
h;nder program operations. For example, many employment services
~pr09rams are funded at least partially by ]ppa]rpﬁime §p6n5°r5'

Comprehensive Employment and‘TraTnﬁﬁngrograms (CETPs). With this

- funding usualiy comes much mandatory data collection, which must be

performed when clients are enrolled in the program; every time clients

' begin, change, or complete a defined activity; when clients obtain a

~job or training slot; and when clients are terminated. The time

required to collect such extensive data reduces the staff time avail-

- able to provide services to clients.

' In addition, staff assert that clients are often "turned off"
by the amount of time which must be spent completing various data
erms.' Staff also frequently state that they have no evidence that
fhe‘data are eQer ana]yzed‘by the funding source. |

A variety of analyses could be implemented to assess a program's

.’use of funds. For éxamp]e, an allocation of expenditures by function,
often difficult to accomplish because of overlapping staff responsi-
‘.bi1ities, can reflect a program's Fe]gtive emphasis on different
tactivit%es, 3u¢h as job placement or job readiness training. Also,
'é Compariébn of améQnts budgeted and expended, both overall and by
-;function, can indicate the relationship between planned activities
:ﬁnd actual program operations. Such an analysis could contribute to

~ improved planning in the future.

A comparison of spending°rates with budgeted rates, both overall



and by program function may 1dentﬁfy differences in actual versus
p1apned changes in activity 1eve15. An analysis of the unit costs-
df program services, such as conducting an intake interview or
performing job development activities for a given period of time, may
indicate areas where program changes are needed. For example, if
intake interviews are too costly, a briefer assessment instrument
could be devised or a lower paid staff member could bé assigned to
conduct the interviews.

Another possible analysis of a program's utilization of funds is
a comparison of actual expenditures with the "ideal" expenditures
required to deliver the program's Tevel of services. Such analys.s
could be used. to identif& programs with unusually high oé lTow costs
© for their level of service delivery or to idéntify specific functions
»within a~pfogram's operations which are experiencing unusual cost
levels. Although these analyses would be useful, the estimation of
ideal expenditurek1evels may be difficult. Moreover, such estimates
shod]d‘probab1y consider the age and size of programs, Since newer
programs are 1ikely to incur higher costs than older ones, due to
- start-up expenses, and smaller programs may experience higher costs
than larger ones, due to economies of scale in service delivery.

These and similar analyses of programs' use of funds would
:permit é;more accurate assessment of the efficiency of program opera-
Tfions. Such 1nforﬁqtion would also provide the basis for conducting
" cost-benefit analyses of employment services programs, once:appropriate

outcome data had been derived.

€, Facilities

~An tmportant resource affecting a program's operations is its



-110-

physical facility. Two key issues are the adequacy of space and thelv
appropriateness of the program's location.

A sbace problem can hinder program operations, and force a
program to do a less effective job in serving clients. For exémp]e,
a lack of spate in a waiting area may deter applicants from remaininé
kunti] they can be served. A lack of adequate space for staff may
adversely éffeCt program morale. Additionally, a lack of adequate
~space-f0r fi]eé and . records may serious]y affect program efforts to
mbnitor c]ient progress and provide necessary follow-up support.

Program effectiveness may also be reduced jf it is located in an
'area relatively inaccessible to clients ur to important agencies with
which it interacts. For example, a program far away from local mass
- transit lines may have difffcu]ty attracting clients, since many prison
ire]easees do not have automobiles. If the program is far from the
Tocal parole office, clients referred by that office may be less Tikely
to appear affer being veferred than if the two sites were in close
prokimity. |

Some programs-may encounter difficulty if they attempt to locate
:'1n‘kesfdeht1a1»neighperhoods; In these cases, the director and staff
“may need to spend time, even after approval is received, responding
~to thekéoncerns'of neighborhood residents. This will in turn reduce

:the,time;available for service delivery to clients.
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IV. EXTERNAL FACTORS AFFECTING PROGRAMS

A number of external factoks may affect employment services
programs for prison releasees. Two major types of external factors
must be considered: the universe of possible clients and "environ-

mental" factors. Although an employment services program can, to some

_;extent, select from the universe of potential clients those which it

will serve, a program has relatively 1ittle influence on the overall
size of thatvuniverse or the characteristics of persons within it.

Similarly, although programs may take actions designed to

~influence environmental factors, they still must operate under some

conditions over which they have Tittle control. Such environmental
factors include the type and quality of referral agencies in the
community, the nature of the corrections systems with which the programs

interact, the attitudes of local parole officials and the nature of

.the Tocal Tlabor market and economy, including employer attitudes toward

- niring prison releasees.

- A. Universe of Possible Clients

. The -universe of possible clients consists of the prison releasees

‘feturning to the area the program serves. If there are a large number
- of releasees, the program may have to decide which of the potential
client groups will be served and which w111.not. This consideration

"~ may be_an important factor in a program's determination of appropriate
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favored -serving "Tow-risk" offenders,
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eligibility criteria (discussed in Chapter II).

~ The characteristics of potential clients must be considered, both
because certain types of c]ienté will need certain kinds of employment
services and because some clients are more Tikely to be successfully
rehabilitated than others. Characteristics of interest include back-
Qrbund variab]es, employment history and criminaT.hfstory. Such back-

ground differences as age, race, sex, education, marital status and

~1iving arrangement may be associated with different levels of client

success. 'In addition, employment history is important, because a

' stable employment history has often been associated with post-incarcera-

-tion employment success. Moreover, criminal history is of concern,

because individuals with longer criminal histories may need more

- extensive employment services in order to make a successful transition

. to 1egitimate community 11ife.

One major issue concerned with characteristics of the universe of
potential clients is “"creaming." Debate over this topic often results
in polarizations of opinion:

Projects which "cream" (serve the "best off") are viewed
- as-wanting to "look good" and their directors as "bad guys."
- Project directors who serve "high-risk" persons are viewed
as "good gquys." This polarization completely ignores the
facts that: (1) all project directors want a successful
project and (2) not all projects are appropriate for all
offenders.105/

:A}thougﬁ;prison-based and community-based. programs traditionally have

106 many programs may be unable

© to "cream," because they cannot “"select" their participants. For

'éxample; programs funded under Comprehensive Employment and Training

Programs‘(CETPs)‘nmst,serve all persons‘who meet certain guidelines

relating to income, employment status, and residency.
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A significant problem related to the universe of possible clients
'bis those portions of the universe whose needs are not being met. The
largest such group is women ex-offenders. |
- Available evidence indicates that female ex-offenders are at
least as disadvantaged as male exsoffenders and encounter as many
Aprob]ems, if not more, in attempting to secure employment. The U. S.
Burea of Prisons,reported in 1975 that the majority of female offenders
in the-Federa1 prisons‘ate black (52%), not married (91%), with

dependent children and have either minimal or no.employment history.]07

An analysis conducted by the Female Offender Resource Center of the
American Bar Association shows women releasees face a varjety of
problems in making-the transition from prison to the community. These
were summarized as follows:
e Because she is poorly educated, she finds it difficult
to be accepted into higher paying jobs or into training
- or apprenticeship positions where she could earn enough
money to support herself. ' .
" @ Because she is a mother and the sole supporter of her
* ‘children, she frequently cannot secure employment until
she is able to make day care arrangements.

e Because she'is a minority member, she has to cope with
racial and cultural prejudice.

e Because she is poor, fewer community or family resources‘
are available to help her train for a better job or
attend school.

. @ Because she is without job skills, her employment
- options.are limited.108/

Moreover, according to recent research conducted on female offenders,
because a woman's ro1e'haS~traditiona11y been,diffefent from a man's
lro]e, many people, inciuding‘program directors, unconsciously

‘vﬁay'adqeﬁt'the assumption that a woman is uSua11y supported by a man,

is suited only for certain jobs, and, if given the choice, would rather



stay home with her children than work. 109
vAlthough'most employment services programs accept women releasees,

the prograhs often‘maké few efforts fo meet women's special needs. For
example, different types of jobs may have to be 5011cited from emp16yers
to correspond with women's skills. Additionally, women may need
’differéﬁf“supportiVe services,'such as assistance in making child care
karrangements; Moreover, women are often incarcerated in different
institﬁtions from men,.so many programs' outreach efforts would have
to be expanded if women were to be included.

| Given these special prob1ems; many programs make little effort to
serve women releasees adequately. Program directors sometimes explain
this by observing that program resources are Timited and men comprise
the great majority of prisoh releasees. However, in many jurisdictions
.crime by women is increasing. Thus, the lack of adequate services for
women“trying tobmake a successful transition from prison to employment

may become increasingly serious.

4B; Environménta1 Faétors

A'numbér of ”énvironmenta] factors" affect both the way programs
1<5e1iver séryices %o clients énd eventual client outcomes. These factors
are: ‘

e the nature of the‘corrections'systems and parole
departments with which the programs interact;

e the typekaﬁd quality of other service agenéies in
the community; and

o the nature of the Tocal labor market.
“Although programs may have Titt1e contro] over these factors, the
'kmanner,in whjch they édjusﬁ to them wi11yinf1uence the extent of

' séhvfces avai1ab1e to clients and the degree to which clients achieve
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sucecessful outcomes.

1. Corrections and Parole Systems

The nature of, and attitudes held by representatives of, the
corrections sytem and parole department are important because these
two: groups affect both the operating climate of programs and their
éffectfveness in penetrating the universe of potential clients.
ReTationships with corrections and parole officials wj]] be affected by:

e past corrections and parole experience with similar
organizations;

e their assessment of program competence in dealing
with ex-offender clients; and

e their attitudes regarding the importance of employ-
ment assistance programs for prison releasees.

. Because cofrettiona] and parole staff iﬁteract at different processing
'point§ with employment services programs and affect program operations
in diffefent ways, they are discussed separately below.

EmpToyment services programs can be hindered by negative attitudes
of prison officia]s or staff. . These may include:

@ "Qutsiders" do not belong in the prisons.

e The purpose of prisons is custody, not reha- -
bilitation.

e The inmates' post-release situation is-of no
concern to prison staff. '

_Many employment services programs have been seriously hampered in

~theﬁr efforts to - interview or assist inmates by officia1s who ho]d

these oﬁinions or who are unwilling to cooperate with program activities.
For cxamp]e, a Boston pfogram once had COunse1ors‘stationed aﬁ Sixk
'State prisons, but personal and interagency comnunications prob1ems

‘ madc the jobs of‘these:Staff members difficult. When,gfforts to persuade



prison officials to modify procedures proved unsuccessful, the program

withdrew its staff from the prisons.]10

Conversely, - positive attitudes of prison officials and staffkcan
help insure that all releasees will at Teast be aware of the existence
of employment services programs in communities to which they will be
feturning. These positive attitudes include:

@ An important part of prison's purpose is rehabili-
-tation of inmates.

e A major aspect of rehabilitation is to provide
releasees with the ability to obtain employment,
and employment services programs assist with this.

e Permitting employment services programs to have
access to inmates will increase the 1ikelihood
that inmates will receive the employment assistance
they need, before and after release.

Attitudes of parole officials may be as important as those of
correcfions staff, since parole officers are in a position both to
refer pctentia1 clients to programs and to monitor their employment
progress. Positive attitudes include:

'@ Releasees' employment status affects their
readjustment to the community.

e Employment services programs may help the
-releasee obtain suitable employment.

e Maintaining contact with the program will
insure proper supervision and support for
the releasee.

FAn-examb}e of the effect that positive parole system attitudes can have

{s‘provided by a C&nnecticutlprogram. The program director and staff

-persuadéd of ficials to modify existing parole requlations, so that its

work with a prison releasee could be considered the egquivalent of a

'  _job coumﬁtnmnt for parole purposes. Although inmates technically

need - a ij»to be granted parole, this requirement could be fulfilled

*



by a commitment of support from the program.
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Negative attitudes on the part of parole officials may 1imit a

program's clientele .and its ability to serve participants. If parole

officers do not possess positive attitudes about a program, they will

not refer parolees to it for employment services. Moreover, if parole

officers are not cooperative, programs may find it difficult to work

with parolees who are referred for service. Negative attitudes include:

A

Employment is not critical for parole success.

Releasees should obtain employment on their own
and should not require specialized help to do so.

Once a releasee has been referred to an employment
services program, the parole officer does not need
to have any further contact with the program.

variety of analyses may be used to assess the effects that the

-corrections or parole systems have on program operations. These

1nc1udef

2.

the degree of prison and/or parole officials’
cooperation with the program (e.g., letting staff

visit prisons, forwarding information on releasees

to the program, referring appropriate parolees,
responding to program inquiries about clients);

the extent to which the program has attemptéd to
influence each group to become more cooperative;

the degree of program success in influencing each
group to become more cooperative;

the accuracy of prison and parole officials’

information about the program; and

the extent to which parole officials interact

with program staff concerning the "progress" of
parolee clients.

Local Service Agencies

Because employment services programs usually cannot provide all

theytybes of assistance that clients need, they must interact with
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other local agencies. These agencies, often depending upon the
individual staff member involved, may be either helpful or uncoopera-
tive. The quality of assistance they provide may be good or bad;
unfortunately, staff at employment services programs often have little
choice in the selection of agencies to which to refer clients for a
needed service.
Areas of interest in examining employment services programs'
reTationships with other Tocal agencies include:
e whether adequate services (e.g., skills training,
emergency financial aid) are available in the
communitys
e the extent to which the employment services
program makes use of the other community services
availables
e the extent of cooperation between other programs
and the employment services program (as shown, for
example, by the percentage of referred clients who
are accepted and served);
e the extent to which staff of the employment
“services program have attempted to influence other
community programs to be more cooperative;
e the degree of success in influencing other programs
‘to be more cocperative and to serve more releasee
.clients; and

® the extent to which releasee clients are success-
fully served by the various conmunity programs.

In some cases employment services programs provide a particular
| ttypekof'qssistance both directly and through referral to another
fdgency;. Iﬁ Suéh_cé;es'programs tou1d analyze the relative success of
| :Qlients’whd were served by the program versus those aided by another
;organizatﬁon. Such ana]yéis.cou1d provide insight concerning the
l»reiatiye'merits~5f d1nect service de1ﬁvery as compared with reliance

on refekra] to other agencies.
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3. 'Local Labor Market

Another important environmental factor influencing program
opefations is the nature of the Tocal labor market and the economy.
It will be more difficult for program staff to find jobs for clients,
regardless of their skill levels, when the Tocal economy is depressed
than when it is prosperous. A further aspect of the local labor
market is fhe attitude of local employers toward hiring prison re]easeeé
and~wofking with programs representing ex-offenders. Statutory
restrictions on ex-offender emp1oyment may also affect releasees' job
" opportunities within the local labor market.

The status of the local economy may sometimes force programs to
change the types of services they offer. For example, the Parolee
Rehabilitation and Employment Program in Co]uhbus,‘Ohio, began as a
.job readiness training program, but added a job placement component

when graduates found it difficult to obtain jobs.”2

The state of the economy ‘may also cause p%ograms to modify their
ijectives conéerning the types of jobs sought for clients or the
bercentage of clients they expect to place in jobs. This is illus-
trated by the experience of the Model Ex-Offender Programs (MEPs) funded
by the Department of Labor: ‘

Because of unfavorable Tabor market conditions in each

of the States and general cutbacks in hiring by major
firms, job developers were sore pressed even to locate
vacancies. Sluggish economic conditions in local areas
forced most job developers to abandon efforts at expanding.
employment opportunities and creating new jobs in favor of
placing ex-offenders in any jobs that were available.

The employment market blight (and competition from other
manpower programs) diluted the effectiveness of MEP job
developers .and forced many of them to settle for putting
ex-offenders in minimum wage jobs. Such nuances of
cmployability planning as rclationship of job to previous
training, work experience or individual aptitude were
conceptually sound but unrealistic when considering the
paucity of job vacancies in many of the MEP States.113/
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Regardless of the Tocal labor market and state of the economy,
programs will be affected by the attitudes of employers or hiring
personnel. Positive attitudes may help a program place more clients
with the same firms or may lead to employers' recommending the program
as a source of employees to other companies. Examples of positive
attitudes which may be held by company representatives include:

e The company has an affirmative action plan, committing

it to hiring disadvantaged individuals, and releasees
are often disadvantaged. '

o An employment services program provides a useful

service by screening its clients and referring only

releasees who are qualified for the job.

e Ihe program can assist the releasee or the employer
in resolving any problems which may arise on the job.

¢

Just as positive employer attitudes can contribute to effective

.program operations, negative attitudes can hinder program efforts.

Negative'attitudes include:
o Releasees” are one of many disadvantaged groups;
“giving special attention to one group would lead
to demands from them all. .
o Prison releasees are untrustworthy.

e [t is unwise to hire a prison releasee for a job
when an equally qualified non-offender is available.

There are a number of possibie ana]yses appropriate for gauging

"the effect of employer and personnel erartment attitudes on employ-
“ :ment sefyices programs, One- important analysis would consider the
“'éxtent to thcﬁ'prbgrams attempt to change employer attitudes. Some
~Qrbgrams react to negatiVe attitudes of employers by looking e1sewhére
for empTloyment opportunities, while others actively attempt to change
= . the opinfons of Eompany hiring personnel through repeated meetings or

the dissemination of data documenting program success. -
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Other useful analyses would assess the extent to which a pkogram
L.has been successful in changing emp]oyek or hifing personnel attitudes
gﬂd the exéent of cooperation received from employers. Such coopera-
tion can help pkogram staff monitor client activities. For example,
many programs ask employers to return a "results card" after scheduled
job interviews with program clients; thesé cards note whether the
client appeared, the results of the interview, and sometimes the
reasons why clients were not hired. Other programs may ask employers
to call them if clients, once hired, are experiencing problems.
" Whether employers do this promptly may make the difference between. an
~employee's keeping the job or losing it.
An additional measure of a program's relationship with area
. employers is the percentage of companies which accept repeated
applicant referrals from the program for job interviews. This is
Tikely to reflect companies' ¢xperiences with the particular individuals
the program has referred to date, as well as the confidence which the
employers p1acé in the program.
Another aspect of the Tocal labor market which may affect
) prqgrams' abiTities to serve cijents is the extent to which statutes"
restrict employment opportunities for prﬁson releasees. A statutory
- search conducted in 1973 disclosed 1,948 separate statutory provisions
‘that affgct the licensing of persons with an arrest or conviction
‘record. 114 Ovéra]1, the search found a total of approximately 350
. q1fferent Titensed occupations affected by restrictive statutory
proVisionS. Sparse daté led researchers to conclude that miltions of
‘ bersons,'both maies and females, are at 1east-p0tentia]1y affected

by Lhese laws.




-122-

There are a variety of methods to remove thése legal barriers, and |
many program officials have been lobbying at the State and local levels
for such removal. As a result, some progress has been made in recent
years. For example, Florida enacted a general law in 1971 which pro-
vides that‘a crime shall not be a bar to a Ticense unless it directly
relates to’the occupation sought. I1Tinois adopted a discretionary
standard in 1971 by removingkoutright statutory prohibitions on the
11censfng of ex-felors. In 1972, California enacted legistation
estab]ishing standards for licensing boards to follow in determining the
"good moral character" of license applicants.

Altogether, legislative measures affecting the occupational
1icensing or public employment of ex-offenders have been passed in
fifteén States since 1971, with at Teast twelve more States currently
.considering such action.  The most significant action has been tﬁe
enactment of an amendment to Hawaii's Fair Employment and Practice Law
prohibiting discrimination against ex-offenders in private employment.
o An opinioh by the State Attornéy Genera] can also have an impact
on the removal of formal ex-offender employment restrictions. This
.'approaéh was started in 1972 by the Attorney General of Maryland.
Recognizing the discretion of some licensing agencies to refuse a
'.11cense:to an ex-offender, the Attorney General issued an opinion
1present%ng ceftain considerations that must be taken into account before
.den1a1‘of7a 1i§enséz, These include "the amount of time which may have
- elapsed since the convictiony the natuﬁe of the crime and whether it

Lbears'a sﬁghfficant‘re1atidn'to the typé of license being issued and
. whéther it has a rational connectfon wi%h the applicant's fitness to

pgrforﬁ the occupation™, 119
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The Governor of any State can also officially advocate policies
to improve the employment opportunities for ex-offenders. ' For example,
in ‘1972 the Governor of Maine issued an Executive Order which makes it
official State policy that ex-offenders (and ex-patients of State
institutions) be given the chance to compete for State jobs on an equal
basis with all other candidates.

Thus,vthe statutory restrictions Timiting employment of ex- |
offendérs will vary among communities and affect programs' abilities
to place prison releasees in certain types of jobs. The extent to
" which program staff work to remove such statutory restrictions may
~have an important impact on the program's future abi]ity to serve

releasee clients adequately.

As this chapter has-shown, external factors may exert a variety
of influences on community-based empToyment services programs. In
order for such programs to be successful, certain conditions must
exist in the community:

o Since programs need sufficient client loads, the

universe of .possible clients must be a certain size
(and eligibility criteria broad enough) to permit
the intake and participation of an adequate number
of c11ents

e Corrections and parole officials must at Teast
not actwve]y oppose the program.

S There must be adequate supportive services ava11ab1e
in the community to serve program clients.

e The economic ‘environment must present the opportunity
;for Jjob referra]s and placements of program clients.

e A sufficient number of emp]oyers must be willing to
cons1der hiring ex-offenders.

Env1ronmenta] and other externa1 factors, as described in this

chapter, finteract with programs to~produce a variety of jmpacts on
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ex-offender clients and on the community. Analysis of these impacts

is the subject of the following chapter.



V. OUTCOMES

Employment services programs may have a variety of impacts on
their clients and the surrounding community. To increase clients'
employability and to decrease their recidivism are two of the major
96a1s bf most programs. This chapter reviews the available evidence
_ concerning the extent to which programs meet these and other goals.

Most of the existing information on brogram outcomes appears in
ana]ysés of individual employment services progﬁams; thére has been
]1tt1e comparative analysis of cross-program results. Relevant data
.an thé probable impact of prbgrams is also provided by analysis of
closely related activities, such as prison-based employment programs
or coﬁmunity-based programs serving various disadvantaged groups.
Thetefqre, findings from such analyses are included, where appropriate.
As discussed below, the analyses reviewed vary widely in quality and

scope.

A. Employment Impact

Three major aspects of programs'_impacts on releasees' employment
must belconsidered:
e jOb p]aéemeht outcomes
e the extent of job}stabi]ity; and
° jdb quality. |

- These .are discussed below.
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1. Job Placement

Many’programs assess the extent to which clients obtain jobs,
and most report that the majority of clients are successfully placed.
Examples of reported pTacement rates include:

@ During a 17-month period, 71% of all persons
-accepted into a job development and placement
program obtained employment while participating
in ‘the program.116/

o Within thirty days after completing a program

“specializing 1n job readiness training, 63% of
the clients had become employed at starting
salaries well above the minimum wage.117/

e The averagekp1acement'rate over one year for five
Model Ex-Offender Programs was 51% of all ex-
offenders receiving services.118/

° One~emp1oyment services program reported that 59%
. of the 145 clients served between December 1975
- and May 1976 were placed in jobs.119/

e Of the 418 persons needing employment when they
were referred to a program over a one-year period,
297 (or 71%) were placed in jobs.120/

@ A State Model Ex-Offender Program reported that of
. 3,432 persons enrolled since the program began,
854 (or 25%) were placed in jobs and 92 (or 3%)
were enrolled in training.121/

Thus, although there are exceptions, most existing analyses

indicate that the majority of program clients are placed in jobs. This

" finding. is of limited value, however, because programs rarely compare
:thefp1aéement outcomes of their clients with those of similar indi-
bhviduajé-wﬁd did,ndf;receive program sekvices. Therefore, the extent

; to which successful job placement shou]d'befattributed to the programs'
finLerQunLiuus or Lo olher causes cannot be determined. LU is possible

~that many program clients would have achieved successful job placement

eVen‘if they had not participated in ‘the program. = Including such

clients in overall program placetent rates overstates the program's

actual impact.



At present the precise extent of unemployment among ex-offendersA
is unknown, although this level is generally assumed to be a high one.
Additional information on this subject may be available in the future,
however. The Comprehensive Employment and Training Act requires the
" Bureau of Labor Statistics (BLS) to "annually compile and maintain

information on the incidence of unemployment among offenders.“]22

1though fhe agency has not complied with this requirement as yet,
due td the difficulties of obtaining such data, BLS is continuing
to study pdssib1e ways. of solving these problems. Thus, unemployment
data on ex-offenders as a whole may be available in the future and
could provide useful comparative information for assessing unemploy-
ment among clients of employment services programs.

Bésides the lack of comparative analysis of programs' placement
'~'outcomes, there are other Timitations to past studies. Programs often
make -1ittle effort to analyze placement data so as to assess the
utility of the various services provided to clients or to evaluate
program effecfiVeness in serving different types of clients. Analyses
of overall placement rates alone may mask important differences in
.outcomés for various client groups or for individuals who received
different éets of program services.

| In addition, placement data are assessed in a wide variety of
1ways, making CYoss-program comparisons difficult. Some programs
‘énalyze.piacehénté for all clients who entered the program, while
- others consider only those clients who "graduated” from the program.
-Additiohé11y, some progfams assess placement at the time of program
»cémp]etion, whiie’others (particu]ar1y programs spe¢1a1izing in job

readiness training) analyze whether a Job was obtained within a certain



number of days or months after leaving the program. Besides these
differences, the definition of "placement" varies across programs.
Existing definitions include:

-. placement on any job;

e Placement on any full-time job;

e placement on a full-time job which pays at least
a certain wage; and

e.employment on a full-time job for a given time
period (often-30 or 60 days).123/

A more serious problem with job placement analyses.stems from

’;thelintrinsica11y 1imited assessment they prbvide of employment

outcomes.. Important considerations besides job placement include the

extent to whiph‘emp1oyment is maintained (i.e., job §tab11ity) and the

. type of jobs obtained (i.e., job quality). These are discussed below.

2. Job Stability

It is important to consider the job stability of clients placed

by employment services programs. If many clients leave their jobs

‘soon after p]atement and become unemployed, the placements probably

had 1ittle impact on thé clients’' lives. In this case placement rates

.alone would be a poor measure of program performance.

On the-other hand, clients may change jobs as part of an employ-

- ment upgréding pYocess. As dne study concluded: "Successful

:emp}oymépt freqUentTy takes piace in é seriesvof jobs rather than in

Tdne; the‘ekfoffender. . .with 11ttTe employment history may try a number
. Qf jobs-hefore he séébilizes. What appearé to be a lost employee may,

-in fact, be a successful rehabilitation expem‘ence.'k'q'24

A numbek of studies havé documented that releasees' first jobs

~may be held oniy a short time: and that ex-offenders placed in jobs

through program assistance may leave them soon after:



e A 1969 study found that the median Tlength of releasees'
first jobs was four months; and of their longest jobs,
eight months.125/
e Project Crossroads, a Manpower Development and Training
program for first offenders, found that almost all the
former participants were working in non-Crossroads jobs
four months after preject termination.126/
e Data from the Federal Bonding Assistance Demonstration
Program showed that young ex-offenders Teft bonded jobs
within three montns.127/
e The Experimenta1 Manpower Laboratory for Corrections
- found a mean of approximately five weeks for prison
releasees' first jobs, with a range of 0 to 12 weeks.128/
In order to assess job stability, programs must conduct follow-up
activities.to determine clients' employment histories over time.
Since this is more difficult than analyzing placement rates alone,
fewer_progfams engage in such studies. Programs which do so typically
-analyze job stability in one of two ways. One method is to assess
the percéntage of clients who are employed at a certain time after
program comp]etioh. For example, one job placement program found that
90 days after positive terminatioh fromkthekprogram, 70% of the former
clients were employed or attending school, 44% were employed at the
same job they had obtained at the time of termination and generally

- é]ients' salaries had 1ncreaséd durihg the pem‘od.]29

The second type of job stability analysis considers the percentage

iof a follow-up period during which releasees are employed. Such

_aﬁa]ysis:may also address whether clients were available for employ-
ment dufing thé'fo11ow—up period, Or were unable to work because of

| poor health or-other reasons. One study of this type found that
;former clients were employed-on 71% of thé days that they were avai]i

‘;éb]e fqr'emp1oyment over a 17-month fo]]ow-uh period. The time

aVai1ab1e for employment rangéd from 30 to 360»days for various former
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clients.
employed may better reflect releasees' employment experiences than the
analyses which consider only whether releasees were emp1oyed or

unemployed on a certain date. However, these "continuous" measures

are somewhat more difficult to derive than the dichotomous ones more -

commonly used by programs.

Agaiﬁ, as in the case of placement ratés, even programé which
ana]yzé job stability rarely compare the outcomes of their clients
with those of similar groups of non-clients. Thus, Tittle is known
about the programs' probable influence on clients' job stability.

3. Job Quality

A comprehensive assessment of releasees' employment adjustment

* must consider job guality as well as job placement and stability

outcomes. As one author explains:

‘Research has indicated that the “quality of employment”
may be as important to parolees as the employment per
se. . . . The mere fact that the parolee is steadily

~employed and thus has less time to engage in criminal
activities is not enough to counter the effects of Tow
pay, low prestige, and lack of future on the man him-
self. Steady employment at a series of marginal jobs
merely confirms the parolee's self-image and probably
contributes to recidivism.131/

Outcome analyses have also demonstrated the importance of job

" quality in ach?éving employment success. For example, one study

; conc]dded:

The occupational area is far more than a matter of
vocational skills. The degree to which the individual
is involved in his work and derives positive feedback
("satisfaction") from it is a crucial matter in the
role of occupation adjustwment. . . .[JJob participation
and job status are highly discriminating items differ-
entiating postadjudicated successes from failures. .
[MJaving a job. . . as such is not the fundamental

. predictor. What does predict is what the person does
on the job.132/ -
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Despite its apparent importance, job quality is often difficult
to assess accurately. Many programs use salary data as rough indicators
of job quality, but wages alone may not reflect important differences
in working conditions, prestige, opportunities for advancement or
similar factors. The PREP program in Comumbus, Ohio, is trying to im-
brove job quality analyses by developing quality ratings for various
Jjob categories and éna]yzing placements in those terms as well as by

133 Such information will provide the basis for assessing

salary Tevel.
the relationship of job quality variables to client cutcomes.

At present it appears that many releasees are placed in low-paying,
entry-Tevel jobs of poor quality. This may reflect the reality of %he
Jsb market, as compared with releasees' skills and work experiences.
~ However, it may also reflect biases on the part of placement counse-
‘1ors concerning the types of jobs which releasees can handie. Such
bijases may be unwarranted. For example, a study conducted for the
Department of Labor suggested that releasees who had been trained for
profeséiona1, fechnica] and managerial work performed better in
their jobs than those trained in blue-collar occupations.]?’4

Aside from the analyses described above, there have been few
assessments of job quality. Moreover, as with job placement and
~stability, even brograms which consider job quality rarely compare
:their”ciients'voutcomes with those of similar groups of non-clients.

4. - The Need %or Comparative AnaTyses

UnTess the outcomes of program clients are compared with the
outcomes of individuals who did not receive program services but
~are otherwise similar to participants, program impact cannot be

accuraté]y determined. ~Without comparative analyses it is not possible
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to assess the probable outcomes of clients, had they not participated
o LR in the program. Such information is crucial for evaluating program

performance. '

| There are sevéfa] comparison groups which could be used to assess
®» . _pr;)gram impact on client outcomes. These comparison groups include:

e releasees who were eligible for an employment services
program but could not participate because of waiting
Tists or other neutral factors;
® ' " @ releasees who ‘are served by other community-based
: programs (e.g., Comprehensive Employment and Training
Programs, Vocational Rehabilitation programs or the
State Employment Service}; and
- SR o releasees returning to the community who are not
@ - served by any program but rather seek employment on
. their own.
3 Differences in the backgrounds of the comparison group and program client
‘\'grdup must be assessed, since such differences might affect outcomes.
| For example, past studies of prison-based employment programs have
~ found that the more successfui clients tended to be older, white, males,
better -educated, with more stable emnloyment histories and living
patterns and with a less serious criminal career. Althoush fewer studies,
vhave'been'conducted of community-based employment services programs, it is
 yeasonable to expect similar findings. . Thus, the comparison and client
. groupsvshbu1d be- similar in terms of such characteristics as age, racé, SexX,
k employment history, criminal record 'and criminal justice status (e.g., under
"supervision or ‘not). This will permit the most appropriate assessment
- of outcomes possib1é without random assignment of persons to control
and client groups.: Such random assignment is usually resisted by

.. programs, for a variety of reasons.

~ Once appropriate comparison groups have been determined, a number



of analyses of job placement, stability and quality outcomes can be
conducted. Such'analyses include:

o the percentage of each group which obtained full-
t1me employment;

e the percentage of time that members of each group
were employed during a given time period;

e the extent to which members of each group secured
Jjobs in areas or occupations of interest to them;

e the extent to which members of each group obtained
jobs in areas for which they had been trained;

o the time required for members of the two groups
to obtain employment;

e starting salaries received by members of each
groups; and

e the extent of job upgrading for each group over a
specified time period.

If similar analyses were coﬁducted for several employment services
programs, the types of program services which seem most effective could
be deéermined. In addition, the existence of systematic relationships
betweén progfam characteristics (e.g., counselor-client ratios) and
client outcomes could be assessed. Finally, the types of clients who
seem most 1fke]y to benefit from various program services. could be
identified. These and similar issues concerning program impact cannot
be conc]usivé]y,addressed until such cross-program analyses, based

" on comparison groups, have been conducted.

'8.  Recidfvism.OUfcomes

Most programs assume that improving releasees' employment statuses
~will reduce Lheir recidivism rates.  Indeed, much Qf the public funding
of suthpfogramg is based on this assumption. Consequently, the‘

available evidence concerning recidivism outcomes is summarized below.
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Two major aspects are considered: vrecidivism rates and recidivism

patterns.

1. Recidivism Rates

Most of the available information concerning programs' impacts
on recidivism rates appears in analyses of individual programs.
'A1though conducted in different ways, these analyses usually ihdicate
that program clients experience Tower rates of recidivism than are

, commonﬁykthought'tooccur for ex-offenders as a whole. Examples of
findings from these analyses include:

e Over a nine-month period one program's clients
experienced Jower recidivism rates (25.5%) than
‘a group of non-participant releasees (36.3%).135/

e A comprehensive employment services program for
young male parolees found that participants had
*a parole delinguency rate of 15%, while a control
group of parolees had a rate of 23%. The recid-

: : ivism rate for parolees in the program was 6%,
® . o as compared with 12% for the control group.136/

e A program for ex-offenders reported that the

- rearrest rate-over one year for persons who
entered the program between January and June, 1975,
‘was 12.8%.137/ ,

e Another employment services program found that
clients experienced an 11% recidivism rate over a
one-year period.138/

e A program in operation for six months reported that
the rearrest rate for all persons served (145 indi-
‘viduals) ‘was 3.4%; for placed clients, the rearrest
rate was 2.3%.139/ :

e Over a period of 15 to 18 months, an average of 23%
of the enrollees in five Model Ex-Offender Programs
were estimated to have returned to prison. This
was compared with a projected recidivism rate of
51% for all releasees in the five participating
States.140/ ‘

As: these examples illustrate, some programs assess clients’

recidivism rates without comparing them to those of‘non—cliénts, while



other programs have developed a variety of comparative analyses.

In some cases these comparisons rely on recidivism estimates developed
on a Statewide, or even national, basis. However, preliminary results
from a study now 'in progress suggest that past estimates of such
recidivism rates may have been 1hf1a§ed. The study's findings, based
on a comprehensive literature review, indicate that the recidivism

rate in the 1970's was about 23%; and in the 1960's, 33%.]4]

Ih addition to developing appropriate comparisons of clients'
recidivism outcomes, programs must assess those outcomes over an
adequate time period. Not only do the opportunities for committing
crimes increase over longer time periods but a program's fnf]uencek
over client behavior may also diminish as time passes. Whatever the
reason, most longitudinal studies have found that recidivism rates
increase over time. For example, the study cited above, which is asséss-
ing national recidivism rates in the 1960's and 1970's, found that these
rqteé'in after-only studies tended to rise from 15% for follow-up studies

of $ix months or less to 37% for analyses of more than 60 mon’chs.]42

The importance of the time factor in analyzing recidivism is also

shown by the results of a three-year follow-up study conducted by
the Experimental Manpower Laboratory for Corrections. kIn this case

- outcomes of parolees who had participated in a prison-based pkdgram
o vere compared with those of regular ﬁard]ees. While the recfdivism

" rates of program participants were initially Tower than tﬁOée‘of

| non-participénts, tﬁére was little difference in the recidivism rates
.of the two groups by the end of the three-year period.]43 Thus,
‘aha1y$es-of rec%divism outcohes may provide a quite different

perspective on program impact if conducted over a period of several
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years, rather than a shorter time period
Another important consideration in @na1yzing recidivism outcomes

i

is to assess the types of individuals whq achieve the greateét
improvement. Of particular concern is w%efher persons with better
emp]oyment outcomes usually experience 1dwer recidivism. However,
programé often fail to correlate the empfoyment and recidivism out-
comes of their clients or of comparison gfoup members.

One employment services program which conducted such analysis
found that its clients had lower recidivism rates than a comparison
. group of non-clients, but that there was 1ittle difference in the
réarrest rates of those clients who obtained employment through the

program and those who obtained jobs on their own’.]44 In this case,

* while the relationship between increased employment and lessened
recidivism seems clear, the importance of the program's intervention
is more questionable. The key factor appears to have been employment,
however it was acquired, rather than employment which was obtained
thrdugh prograh-auspices. Presumably, however, fewer program clients
would havekbeen able to obtain jobs without the program's services

: (as evidenced by the higher uremployment and recidivism rates in the
comparison group).

The considerations discussed above have been handled in many
‘differeht_ways by individual employment services programs., Although
.fhese differenées é]one make cross-program comparisons difficult,

" the pfoblem 1s compounded by the’many differences in definitions and
data co1Tectiantechniques used at the various programs. For example,

programs may measure recidivism through rates of rearrest, conviction
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on new charges or return to prison. In some cases parole violations
are excluded from these rate calculations, and in other cases they
are included.

Moreover, programs often must rely on recidivism data collected
by other sources, such as police or parole officials, and these
data may be inaccurate. Programs may also analyze prison entrance
records, but these may be incomplete and certainly will not reflect
incarcerations in other States. Such data collection problems are
illustrated by a 1972 evaluation of Model Ex-Offender Programs'’
recjdivism outcomes. Commenting upon programs' efforts to collect
. recidivism data, evaluators said that the duration of follow-up
(90 days) and limited staff time forced most programs to develop
"shortcuts" for identifying possible recidivists. Many programs
Acompensated for weak follow-up systems by periodically checking
enrollee lists against prison admission records, by using the local
"grapevine" %o obtain information on clients and by maintaining
frequent contact with parole officers.]45

Recidivism data collected through such methods may be inaccurate,
as shown by the experience of the Georgia Model Ex-0ffender Program
(MEP). Program records indicated that 8.5% of enrollees were’back in
- prison after 18 months. When the General Accounting Office (GAO) |
: conducted a thorough follow-up study; using FBI and other records, it

Found a. 26% recidivism rate. %6

A number of studies have discussed data collection problems
which arise during analyses of recidivism. One study concluded that
the wethod of data collection was a critical factor in analyzing an

ex-oflender's vecidivism, 1T individuals themselves were contacted,



it was often difficult to verify volunteered information, even by

-~ checking with State and Federal arrest records. On the other hand,

if researchers used only official records and did not rely on partici-
pant follow-up, they found that:

Information from sheriff's departments, city police,
FBI records, parole officers and state identification
departments is often incomplete. . . . Many communities,
especially the smaller towns and counties, do not send
their arrest information to the FBI or even to their
state department of investigation and identification.
Those who do send in arrest information often submit
incomplete reports, listing only the subject's charge
at the time of his arrest. This charge may have been
changed when he went to court, especially if more evi-
dence had been found or if he agreed to plead guilty
to a lesser charge.147/

Thus, obtaining highly accurate recidivism data may be a hard task.

Sirice programs must balance the usefulness of such information with

‘,the difficulty of collecting it, many programs will probably continue

to conduct recidivism analyses based on incomplete data.

él Recidivism Patterns

 In addition to recidivism rates, recidivism patterns must be
considered. There may be important differences in the frequency and

severity of crimes committed by groups having identical rates of

" overall recidivism. Analysis of such differences is essential for

assessing the impact of employment services programs.
Cohsideration of the types of crimes committed should differentiate
misdemeanors from felonies and crimes against persons from crimes -

against'property; OGne systematic way of conducting such analysis relies

on scales which categorize crimes according to their severity. In

-order to construct such scales, a number of factors must be considered.

For example, there must not be too mwny categories or too broad

definitions of criminal behavior. One Study stated the following



requirements for a criminality index reflecting severity:

e It should present criminal behavior and recidivism
as a continuum rather than a dichotomy.

e [t should generalize to all situations involving
offenders, whether adults, juveniles, parolees or
others.

e It should cover all offenses which can be verified
by official records. '

e It should group only those cffenses which are

-comparable in terms of cost to the criminal justice
system, as determined by .length of sentence.

e 'he terminology used to distinguish offenses and
groupings should be as objective as possible.148/

Although more difficult to develop and implement than analyses
of recidivism rates alone, assessments of criminal severity provide
much greatér insight about client outcomes. Criminal activity may
become less serious as a result of program participation, even if the
total number of arrests or convictions does not decline significantly.
As in the case of other analyses, outcomes of clients must be compavred
with those of non-clients, in order to assess the impact of the

program onh changing client behavior.

3. The Need for More ComprehensiQe Analyses

A]thbugh many emp]oymenf services programs are supported because

~ of their presumed impact on client recidivism, there has been relatively
‘:1itt1e éna1ysis of such outcomes. Many existing studies fail to
cénéider'the outcomes of comparison groups as well as program clients,
and thefefore cannot adequate]y,assess program impact. Additionally,
studies often include only very. limited outcome measures (e.q., overail
'recidivigm rates over a short follow-up period), rather than compre-
hcnsiQQ analysis of cfjmina]ity patterns, as related to employment

history over Lime. Thus, additional analysis of recidivism outcomes



is needed. |

The use of comparison groups is essential for assessment of
program impact, as was discussed earlier in connection With employ-
ment outcomes. The comparison groups suggested for analysis of
‘emp1oyment outcomes are equally appropriate for consideration of
recidi?ism outcomes. Such groups consist of individuals who are
sim11ar to program clients in all important respects except program
participation. For example, prison releasees who do not seek program
services but rather find jobs on their own could be matched with
program clients on such variables as age, race, sex, employment
history and criminal record.k

More limited matching of characteristics may also be appropriate.
For éxamp]e, one study matched clients and non-clients only in terms
of the type of releasing institution and Tater found that the two
groups were also similar in terms of many other variables. These
included socio-demographic backgrounds, educational achievement,
,skii] jeve] and employment status at “ime of admission to the insti-
tut{on, work within the institutioh, vocational progress ratings,

institutional behavior, type of release and time served.]49

Analysis of the recidivism outcomes of program clients and

" comparison group members should cons{der patterns of crimina1ity
:(iﬂe., the severity and frequency of criminal activity) as well as
the overall reéidfvjsm rates of the two groups. In addition, it is

-~ important to'ana1yze recidivism outcomes over a sufficiently long
time period (probably a minimum of three years) to assess whether any
tﬁanges in reci&iyism,appear to be permanent or temporary in nature.

Einally, such analyses should consider whether programs have greater



impact with certain types of individuals and whether certain program
services are consistently associated with better outcomes.

Analyzing outcomes for individuals with different characteristics
would help programs identify clients who are likely to need high

levels of service as well as those for whom the transition to a

'1egitimate Tifestyle within the community may be relatively easy to

accomplish. In addition, it is important to consider the relation-
ship between the employment status of individuals and their recidivism
outcomes. Although many programs aséume that employment is a key
factor in reducing recidivism, they often do not compare the employ-
ment and recidivism outcomes of individual clients. Besides overall
analyses of employment and recidivism rates, such studies should
consider whether certain job characteristics (e.g., occupational
fields, wage levels, opportunities for advancement) are systematica]ly
associated wjth tower recidivism.

Ana1yse§ of recidivism outcomes shnuld also consider program
characteristics. Differences in such progfam variables as the type
Vof services offered, the extent of client contact or the length and
type of follow-up activities may be consistently relatea to -outcome’

differences. An issue of interest is whether a broad range of

- services should be provided, including various supportive services,

“or only more Timited assistance, focused primarily on job placement.

One study~coﬁc1uded that it was the process of overall "human

- upgrading," rather thankassistance with job pWacoment; which resulted

Jin reduced recidivism for program clients.  Althouyh the program

served probalioners, not prison releasees, the findings of the study

care ol interest.  Before-and-after analyses were conducted of persons
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accepted into the program, individuals referred to the progkam but
not accepted and a group of probationers who were a1ready'adequate1y
employed. | |

The adequately employed probationers had a much Tower unemploy-
ment rate over the analysis period, but their recidivism was not
significantly lower than that of other groups. On the other hand,
the unemployment rates were similar for persons who completed the
program and for indi&idua1s who were not accepted by it, but the
recidivism rates of program completers were much Tower. Thus, the
‘study concluded that the program's success in reducing recidivism may
‘not have been due to its ability to place clients in jobs but rather
to the varioﬁs program services designed to achieve "human upgrading"
:‘(e.g.; educational assistance, guidance counseling and various

. . 150
supportive services).

Analyses of this type are needed for programs serving prison
releasees, so that the relative importance of such human upgrading
actiyities can be determined. Other necessary analyses, as discussed
ear]iér, include: -

e comparison of recidivism outcomes with- such individual
characteristics as socio-economic background, employ-
ment history, criminal record, and criminal justice
status (e.g., under supervision or not);

e assessment of persons' recidivism outcomes and empTloy-
ment characteristics (e.g., whether employed, type of
job, wage level, length of time employed, extent of
job satisfaction); and :

Y éna]ysis of client outcomes as compared with program

characteristics (e.g., types of services, extent of
client contact, length of follow-up assistance).
. The‘varidus analyses suggested of recidivism outcomes should consider

the severity of criminal activities as well as overall recidivism rates.
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In addition; the aﬁalyses should be conducted over a period of several
years following program participation, so that the "durability" of

any improvements in client behavior can be determined. Such analyses,
using cdmparison groups, are essential for adequate assessment of the

impact of employment services programs on recidivism.

C. Other Program Impacts

Besides their possible effects on the employment and recidivism
outcomes of clients, programs may have a number of other important
~ impacts. For example, program services may assist clients in
readjusting to community Tife or in achieving "human upgrading," even
if these services appear to have Tittle direct impact on employment
or recidivism»rates.

An employment services pfogram‘may have a number of effects on
the community in addition to its impact on clients. For example,
if a program successfully reduces client recidivism, less harm will
be inflicted on citizens, and the community will be correspondingly
"safer." There will also be a .lesseried burden on the criminal justice
system as a result of lower recidivism levels. In addition, if
| prbgrams increase client employment, the financial burden on public
. support systems (e.g., we]fare, Aid for Dependent Children) will be
‘idécreased. '
‘ Prqérams hay also have a positive impactAon the attitudes of
~certain. groups with.which they interact in the community. For example,
job development activities may change emp]byers' attitudes toward
'hiring e*—offenders; such . a change could help many individuals who

are nobk program clients as well as persons who arc. Also, progranm
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actfvities within prisons may influence corrections officials to
bécome more concernad about ways to help inmates prepare for their
eventual return to the community.

Other attitudinal changes induced by employment services programs
could occur at the many community-based programs which provide various
human services. These programs include Comprehensive Employment and
Training ﬁrograms, vocational schools, Vocational Rehabijlitation
agenciés, adult education programs and similar activities. Through
their contacts with these programs, employment services staffs may
influence them to provide better assistance to prison releasees and
other ex-offenders.

Although employment services programs may have a variety of

impacts on the community, these effects have not been carefully docu-

bmented. ~Indeed, itkwou1d be difficult to analyze many of these

impacts in a systematic manner, since they involve attitudinal changes
whi;h'may occur at a siow rate over a long time period. Consequently,
much of thé 1nformation available concerning such possible program
effects as changed. employer or prison official attitudes will probably
.continUe to be Targely impressionistic in nature. This is not a |

serious limitation, however, because these types of program impacts

© are usually considered secondary ones; it is programs' anticipated

: effecté on clients' employability and recidivism which usually account

for their cOnt%nuéd support.

A complete "assessment of program outcomes must consider the cost

-of achieving them. At present, programs have conducted only Timited

anaTysisfofkthe costs of providing their various services. In

addition, the lack of appropriate oUtcome»ana]yses precludes consideration
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of the cost-effectiveness of most employment services progréms.

One program which has tried to compare the costs and benefits of
its activities 1is Commuhity Correctional Services for the Sixteenth
Judicial Circuit, serving Kane County, I1linois. - Program costs
consisted of:
| e direct costs of program operation—$133,437;

indirect costs incurred through the provision

. of office space, utilities and telephone

expenses by other county departments, such as
CETA—$9,150; and

e external costs incurred through the referral

of program participants to other area social
_ service agencies and programs—$27,300.
Thus, total costs amounted to $169,881.

Estimation of benefits requires consideration of likely client
’Aoutcomes in the absence of program intervention. Such outcome
projectibns were based on analysis of the most recent two yéars of
c11eﬁts‘ criminal and employment histories. The study notes that this
-estjmétion technique assumes that trends based on linear projections
of offenses and employment accurate]y reflect what would have happened
without program aséistance and that this assumption may be invalid,
because clients éntered the program voluntarily and thus wanted to
change their behavior. |

HoWever, the study further notes that the program's successfully
téﬁminatéd particjpants‘had been in the midst of a continuing and
re]ativé1y stable criminal career, despite opportunities for positive
change that were available to them from other agencies, parole officers
“and a]ternativeAemploymentkservices. Thus, the study conc]udes‘that

these factors arque against the proposition that proaram clients would

have,chahged their Tives for the better at this point in time, whether’

»
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the program was or was not available to them. |
Benefits included only those real dollar savings or contributions
(e.qg., taxes) which were returned to the community in the firs£ year
following successful program participatidn. Benefits‘received by
program participants themselves were excluded, as were savings which
WOuld presumably continue to accrue to the community during subsequent
years of Shccessfu] emp]oymént by‘participants. Moreover, benefits
for p]fehts on active caseloads were not estimated, although the costs
of providing services to them were included in the cost data. Thus,
' the’study concluded its cost-benefit estimate was a conservative one.
Program benefits were estihatéd as follows:

e arrests saved after the first year of program
operation, based on the number of clients

" successfully terminated times the expected
arrests per year per client (1.4) times the
cost to a local police force of an average
arrest ($210)—$56,070;

e convictions saved after the first year of

- program operation, based on the number of
participants successfully terminated times the
‘expected number of trials per year per client
(0.94) times the national average for a non-
jury trial ($222)==$39,960;

e jail time saved, based on savings associated
with the expected jail stays that would have
been connected with the arrests and convictions
described above, where jail costs were esti-
mated at $9.00 per day—$223,290;

e direct crime costs, based on the expected
number of property crimes (121) that would
have been committed times the national average
for the value of goods in a property crime
($200)—~%$24,200;

e tax dollars generated by increased client wages
and 1engthened job retention, based on expected

_yearly income post-program minus yearly income
without the prooram times (a) a tax rate of 15%
‘for Federal withholding, plus (b) a tax rate of.
3% for State withholding, plus (c) a sales tax
rate of 5% times- one quarter of the 1ncrease-—
$104,368; and
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° unemp1oyment benefits and other saved welfare
consumption, hased on clients' previous
unemployment and public assistance histories—
$37,920. :
As shown above, the major benefits stem from jail time saved and taxes
geherated by 1ncreased‘c11ent earnings in the year after program
termination. The increase in wages was estimated based on an increase
in the average wage per hour of 49¢ times a forty-hour work week
times an increase in the number of weeks worked in a year from a pre-
program average of 24 to a post-program average of 40 times 191
positively placed participants.
Total estimated benefits amount to $485,808, or 2.86 times the
program's costs of $169,881. Thus, the anlysis indicates that bene-

fits from the program's operations more than offset program costs.]S]

A key aspect of any cost-benefit analysis is to assess Tikely
client outcomes had the program not intervened. The study described
above based such an assessment on clients' pre-program experiences.
However, such an estimating technique has the Timitation that client
behavior might have changed over time even without the’program's
intervention. A'bétter estimating method would analyze the outcomes
i 6f'a comparison gfoup of non—blients. Since such analyses are more
‘ difficult to conduct, programs rarely perform them.

Thus, outcome studies based on comparison groups are needed,
sd that program benefits can be determined and systematically compared
with prégram costs.’ Such analyses of prdgrams’prqviding different
sets of services (e.q., job readiness traihing versus job placement
‘assistange) would permit asséssment of the types of sérvices which
‘ resu]f'ﬁn the greatesf'fpay—off.“ Without such studies, conclusions

regarding program impact will continue to he based largely on
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impressionistic and anecdotal information, rather than substantiated

analytical evidence.



VI. CONCLUSION

This paper has assessed the present state of knowledge concerning
programs which provide emplovment services to prison releasees. As
a Phase I study under LEAA's iational Evaluation Program, its goal
was to review existing information about the operations and impacts
of such programs, rather than to develop new data on these topics.
The study included identification of major gaps in the state of
‘knowledge as well as documentation of the findings of past analyses.
Among the topics considered were:

e the types of employment services provided (e.g.,

counseling, job readiness training, job develop-
ment, placement assistance and other services)

-~ and the various ways these services are delivered;

e the processes by which persons are referred to

'~ programs, enrolled and assisted in becoming
employed;

e the assumptions underlying program operations;

e the manner in which programs use such resources
as staff, funds and facilities; '

e such external factors affecting programs as the
nature of the local corrections and parole
systems and the condition of the community's
economy; and

e program impact on clients' employment and
recidivism outcomes.

This chapter presents major findings of the study and suggests several

‘areas where further work is needed.
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A. Major Findings

An important finding of the present study is the existence of a’
large number of emp1oyment services programs assisting many prison
releasees. A total of 257 programs responded to a survey conducted
dUrfng this study to identify the relevant program universe. These
brograms offer a wide variety of services to prison releasees and
usually to other groups as well.

ance most programs do not serve releasees exclusively, it is

difficult to determine the exact amount of money which is being spent

" on services for releasees alone. That this amount is probably a large

one is illustrated by the funding data shown in Table 4. Besides

indicating the programs' responses to the survey in terms of budget

- size categories, Table 4 presents an estimate of the total spending

»by all responding programs; this amounts to approximately $47 million.

It should be emphasized that these programs commonly serve
clients who are nnt prison releasees as well as individuals who are.
Although the total spending estimate is inflated because of this, it

is understated for .other reasons: some programs did not provide

. funding information, and many'other'programs undoubtedly serve prison

releasees but either were not identified during this study or did

“not respond to the survey questionnaire. Thus, while the precise

:extent of funding for employment services to prison releasees is

unknown,. available evidence indicates that the total amount may be

'quite large.

Much‘of the financial support for employment services programs

" is proyided by LEAA, through its E]ock grants to the States. The

~ Labor Department is also a major funding solirce for these programs, .

-
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TABLE 4.—Annual Budgets of Employment Services Programs

" surveybeta | Estimtes
Budget Size Category Mo. of Programs | Budget for:One Proaram | Total Budgets |
Less than $50,000 56 | $25,000 $1,400,000
$50,000 to.$99,999 / 37 575,000 | 2,775,000
$100,000 to $299,999 I 61 $200,000 12,200,000

'} $300,000 to $499,999 l 19 $400,000 7,600,000

| More than $500,000 \ 46 $500,000 23,000,000

. : -

TOTAL .""?19 XXX $46,975,000
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primarily through its block gfants to prime sponsors operating under
'the Comprehensive Employment and Training Act (CETA). Many programs
have received funding from both LEAA and CETA at various times. In
some céses this has created administrative prob]ehs, due to the
different accountability demands of the funding sources.

Despite the large amounts of money provided to employment
services programs by Federal, State and other sources, there has been
relatiVe]y little systematic analysis of program impact. Most of the
existing studies are descriptive rather than evaluative and focus on
one program'rather than cross-program comparisons. Consequently,
there is considerably more documentation of various service delivery
techniques'than of the outcomes resulting from use of those techniques.
In-addition, studies which assess outcomes often use quite Timited
*impact measures, such as placement or rearrest rates, and do not
consider such factors as job stability, job quality or the severity
of crimes committed. Moreover, the relative impact of various
sérQices on clients having different chara;teristics has rarely been
,‘assessed. |

The most serijous limitation of existing studies, however, is
thé lack of data on the outcomes of 1nd{vidua1s who do not receive
employment services but are similar to program clients in other major
‘fe;pects, Without such analyses, thé effectiveness of employment

SerVices progféms"cannot be adequately assessed.

A]thbugh exist%ng analyses have a number of Timitations for
.making conclusive determinations of program impact, the studies do
‘pérmit 1dent1fiéation'of the~assumptions under]ying‘program operations

‘and assessment of the validity of these assumptions. Such activities



are an important part of a Phase 1 study, and major findings are
sunmarized below.
The assumptions underlying program operations include:

@ The time immediately following release from
prison is a critical readjustment period.

e Employment is a key factor in making a~
successful readjustment to community Tife;
releasees without Tegitimate jobs are likely
to return to criminal activities.

- @ Employment services programs are essential
for helping releasees find jobs, because
releasees face many employment barriers and
need assistance to overcome these obstacles.

Most studies agree that the immediate postrelease period presents
the former inmate with a number of problems which must be resolved
quickly. These problems include finding a place to live, establishing
relationships with family and friends, and adjusting to a Tifestyle
which lacks the structure and constraints that prison had imposed.

An additional problem is to develop a legitimate means of support.
Since releasees often have quite Timited financial resources, the
need for income may be particulariy pressing.

Many past analyses have documented that there is a close relation-
éhip between employment status and recidivism. This has led some
studies to conclude that employment is critical for releasees'
“successful readjustment. A1though certain researchers have proposed
that there is a causal-relationship between unemployment and crime,
others'Have argued that. unemployment and recidivism are highly
correlated only because each is associated with another factor
‘(e.qg., the influence of family members) which induced widespread

- behavioral change.

Some .analvsts have suggested that providing income to releasees



is more important than offering them employment services. Such a
hypothesis is supported by‘the preliminary results of the "Project
Living Insurance for Ex-Prisoners (LIFE)" study. For this analysis
male releasees returning to Baltimore, Maryland, were randomly
assigned to four groups, which received:
| e both financial aid and job services;
° finéncia] aid only;
gﬂjob services only; and
e neither financial aid nor job services.
" The project %oUnd that releasees who were given financial aid
-expefienced lower rates of mecidivism during the first year after
release but that releasees who received job services did not. However,
- the study noted that:
| We were never able to raise the employment rate among
the men who received our job service, even though our
service was an intensive, individualized effort.
The men who were hired through our efforts quit or were
tired soon after. [Blecause our job service was not
"~ able to raise the employment rate,. . .we were not truly
“able to test whether employment reduces rearrest.152/
Thus, the Project LIFE study may have demonstrated only that the project
.’prqvided inadequate employment services, not that appropriate employment
services afe less effective than financial aid or that employment has
'.11tt1e impact in decreasing recidivism. To provide additional insight
‘on.this‘subject, the Department of Labor is currently conducting a
' demonstnatfon ﬁrogkam in~Geokgia and Texas to test the efficacy of
- providing releasees with financial aid and/or job services.]53 Results
of this'ahalysis should help assess the relative impact of these types
. ofbassjstance. )

Thus, while pdst studies have shown that unemp]oyment and
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and recidivism are closely associated, there is-considerable debate
over whether employment causes a reduction in criminality or whether
other factors explain the observed relationship. Moreover, the role
of employment services programs in either increasing releasee
employment or decreasing recidivfsm has not been conclusively determined.
| The need for such programs is partly based on the observation that
prison releasees face a variety of employment barriers and the assump-
tion that many releasees will be unable to surmount these barriers
unaided. Such employment barriers include both hiring practices that
discriminate against ex-offenders and barriers caused by releasees'
Tack of skills, unrealistic job aspirations or simiTar deficiencies.
Moreover, prisons often providebiittle assistance to prepare inmates
for handling the employment problems fhey are likely to face.

Indeed, not only do prison staffs often provide 1ittle employment--
related assjstance to inmates, but they also sometimes hinder efforts
by community-based programs to provide such aid before release. A
number of individuals interviewed during this study commented that
more effective employment assistance could be provided if the aid
were begun before the inmate's release but that corrections officials
often placed little vé1ue on such activities ahd failed to support them.
: Thus, releasees ‘often return to the community poorly prepared to seek
:empJoymént.
‘ A]thdughrfhe'fact that releasees face many employment barriers
- has been widely documented, there has been little analysis of the
~impact of employment services programs in helping releésees overcome
‘these“harriers.‘ Most of the existing studies of programs' impacts

considér anly the outcomes of pragram clients and make no comparisons
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with other groups which did not receive program services. Thus, the
extent to which the programs'’ intervehtions may have been responsible
for any behavioral changes by clients cannot be assessed.

Moreover, although most programs which analyze client outcomes
consider both employment and recidivism changes, many programs do
Anot compare these data for individual clients. Thus, the relationship
between ehp]oyment and recidivism cannot be analyzed, and many programs
do notbknow if the clients who experience the best employment outcomes
also haVe the best recidivism outcomes.

Additionally, 1little is known about the relative impact of the
~various services provided or about the most effectivevway to.de1iver
any given service (e.g., is job readiness training best pfovided in
a two-week seminar or a one-day workshop, in conjunction with other
'services~such as skills training or as a separate actfvity, as an

initial service or as the last assistance before job placement?).

" Moreover, Tittle is known about the characteristics of clients who

seem to benefit most from the different services. In addition,
programs have Tittle insight concerning the best ways to operate in
.differént,externa] environments (e.g., with cooperative versus
unCooperatfve corrections and parole officials or in prosperous
~versus depressed local ecénomies).

anpe there is much variation across programs in terms of types
bf servicés prbvjded; manner of service delivery and client character-
- istics, the relationships of these variables to client outcomes could
- be aséeséed're1ative1y easily; there is no need to create a set ot
-pfogramS‘having‘specié1 service characteristics in order to conduct

"such analyses. . Adequate assessment of these re]ationshipsvwou1d,
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however, requive special efforts to analyze the outcomes of comparison
group members as we11'as those of program clients.

Although most programs 1ack'adequate outcome analyses, a common
complaint is that funding sources place too much emphasis on data
collection activities. Indeed, many programs collect large amounts
of data, which are apparently never analyzed, either by the programs
or by their funding sources. In some cases these data, although
vo]umihous, are of little use for evaluative purposes.

“In many cases, better evaluation could be conducted without
" increasing the data collection workloads of program staffs. Some
fprograms need only to analyze data which are already being acquired.
Such analysis would probably indicate that certain data were of limited
: va1ﬁe; Collection of such information could be discontinued, and the
‘saved resources could be applied to analytical needs. Thus, in many
cases, more useful evaluative findings could be obtained through
reallocation of current efforts.

- Although many evaluation improvements could be made through such
reallocations of staff effort, both to collect different data and to
conduct more analysis than at preéent, these changes will leave many
important questions unaddressed. Few programs have adequate follow-up
- components for obtaining information on the long-term outcomes of
1c11¢nt$l: Moreover, few programs ana1yze the outcohes of their clients
in compariéon With'simi]ar groups of non-clients. In many cases,

. programs~recognize éhe need for such activities but Tlack the resources
to éngagé in them.  Thus, provision of additiona1 resources for

‘,.eVa]uqtion will be required for adequate assessment of program impact.
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B. Recommendations

" This study has identified several areas in which additional
information or program changes seem needed. Recommendations concerning
ways to meet these needs follow.

~ First: The most urgent evaluative need is for an analysis of
client outcomes, as compared with outcomes of appropriate groups of

non-clients. The study shoud assess outcomes over a period of several

~years for programs emphasizing different types of services and aiding

clients with varied characteristics. Such analysis would permit

" assessment of the types of services which seem most effective with

_different types of clientsy the durability of changed behavior over

time; and, most importantly, the extent to which the programs'’

_ interventions appear responsible for any changes in the employment or

recidivism outcomes of their clients.

The substantial sums currently being spent on employment services
programs make such evaluation particularly critical. Without adequate
data on program impact, funding sources will be unable to determine the

utility of their investments, and programs will be unable to identify

~ the most effective manner of operation.

Although outcome data are essential, they will be expensive to

- collect. Moreover, the need for similar data from a number of programs

?suggestékthét a Federa11y funded study is required to fill this knowledge

gap. LEAA*S Phase IT National Evaluation Program would appear to be

a prime -candidate for such funding.: The outcome analysis should be

conducted in conjunction with ana]ysis'of program and client character~

istics, so that differential impact can be assessed and cost-benefit

: effects'identified{



Second: As noted earlier, many emp]dyment services programs could
improve their present evaluation activities by reallocating the time
currently spent on data collection efforts, so that more appropriate
evaluative data were acquired and analyzed. However, many programs
lack the technical eXpertise to revise their data collection and
analysis efforts in these ways. A "handbook" providing step-by-step
instructions on ways to conduct evaluations at different levels of
complexity could assist programs in making these revisions., Since
there are a large number of employment services programs (more than
250), the potential impact of such a handbook is quite large. This
"technology transfer" activity could be implemented by LEAA through
preparation of a "Prescriptive Package."

ihirg; In order to revise their data collection activities, many
programs wil] need the approval of funding sources, particularly
State Planning Agencies (supported through block grants from LEAA)
and Tocal prime sponsors (supported under the Comprehensive Employment
anleraining Act, administered by the Labor Departmént). EmpToyment
services programs are in the somewhat unusual position of serving a
client population which is of interest to two major Federal agencies,
one of which allocates its funds mainly at the State level and the
" other, the 1oca1 level. This presents a number of problems of
:1ntergdvernﬁenta1 and interagency coordination. Obtaining;apprové1‘
%or rea11ocat16n_df‘data co]]éction efforts ié one aspect of this
" problem; insuring continuity of funding when dealing with two major
sources of possjb1e'support is another.

An assessment of.these coordination problems, and Of’ways to

imprové Labor-LEAA 1inkages at the Federal, State and Tocal levels is
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an important topic for further analysis. This coqu be conducted under
LEAA's .research program, perhaps in cooperation with the Department of
Laobr. Such analyses, and the improved coordination mechanisms
resulting from it, would have an impact beyond individual employment
~services programs. Labor and LEAA currently fund many similar research
. and technical assistance projects at the Federal level. More formal
methods fdr planning and coordinating these efforts could increase their
usefu]ﬁeSs to each agency.

fggrﬁh; Many programs have developed materials which would be
of use to other programs. For examp1e, programs specializing in
-.ceértain services have sometimes deve]oéed manuals synthesizing their
experiences in providing these services and discussing various ways of
delivering them. Such manuals would be of interest to many other
.programs, which either provide these services currently or are
considering adding them in the future.

Since many approprfate materials already exist at employment
services progréms, it would be relatively eaSy to collect and distribute
them. ,During this. study, useful materials were acquired from the
various programs visited. ‘This information was provided to LEAA in a
keport entitled "Selected Program Materials." That report could be

' disseminated to existing employment ;ervices programs. If the response

iwarrantéd further efforts, additional materials could be collected

at a 1atef daté."This cou]dzbe accomplished as‘an adjunct to LEAA's

" NationaT Evaluation Program or under the "Technology Transfer" program.
fifﬁh; A major prob]em_Tdentifiedlduring this study is the

ffequent‘existeﬁcg of poor linkages betWeen staffs of corrections

facilities and of community-based employment services programs. Since
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the time immediately following release from prison is a critical
adjustment period, prerelease efforts are needed to help prepare
inmates for handling the problems posed by community reintegration.
An important aspect of such prerelease activities should consist of
efforts to assess the inmate's employability and to develop job
possibilities. Many employment services programs have tried to conduct
such prerelease activities but ahandoned them because of lack of '
support by corrections officials.

Although many programs have experienced difficulties, others have
" reported good relationships with corrections staffs. In some cases
the corrections system includes prerelease centers, designed to prepare
inmates for 1ife in the community. Also, some corrections-officials
help inmates obtain furloughs, so that selected community reintegration
problems can be resolved before release. Analysis of such prerelease
efforts, and widespread distribution of information about them, could
be of use to States which now lack adequate prerelease activities to
prepare inmates for community life. Such ana]yéis could be ;onducted
as a Phase I National Evaluation Program study or as part of the
development of a “Prescriptive Package."

Additionally, corrections officials may need pressure from funding
- sources in order to become more attenﬁive to the prerelzase needs’of
‘inmates;.fAt present many corrections officials act as if their
brimary.résponéibi11ty is to maintain order within the institution,
- not to prepare the inmate for estahlishing a law-abiding Tifestyle

after release. The 1ncent#v¢ strucfure perceived by corrections

. officia]s oftén‘reflths such priorities: officials receive much

adverse publicity if order is not maintained in the prisons but none
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if few efforts are made to rehabilitate inmates or equip them’to
return to the community. Besides pressure from funding sources or
~other possible changes in the incentive structure facing corrections
officials, there may be a need for such activities as staff training,
technical assistance or demonstration programs to test ways of
improving Tinkages between prisons and community—based programs
serving releasees.

§j5§35 A major service gap identified during this study is the
Tack of adequate employment services for women releasees. Although
" many programs will accept women releésees, few attempt to meet the
special needs of women offenders. For example, women often have
different job skills than men-and may require different job develop-
ment services. They may also need special supportive services,
‘particu]ar1y assistance in making child care arrangements.

Since crime by women is rising;in many jurisdictions, the Tack
of appropriate employment services for women releasees may become
én increasingly serious problem. A "Prescriptive Package" or other
fesearch study could assess ways of best meeting the needs of women
‘re?easées. Widespread distribution of such analysis to existing
programs cdu]d help improve the assistance now provided to women
§ releasees. Additionally, pressure from funding sources may be
1reqyired:to encourage programs to increase the number of women
ké]easees served.

Finally: It may be difficult for programs to help releasees
find jobs when therekare high unemployment rates in the community.
"~‘Therefore, it méy'be desirable to explore’ways of establishing

special job creation programs for releasees, since the.social cost
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of their unemployment is likely to be quite high. A demonstration
program, perhaps conducted in coopération with the Labor Department

or the Economic Development Administration in the Commerce Department
(which administers several major job creation programs), might provide
a useful test of whether such efforts would have a high pay-off.

These various vecommendations have covered .a wide spectrum of
evaluation and program needs. If implemented, the proposed activities
would brovide essential information concerning pragram impact,
improve the present delivery of services to prison releasees and test
the efficacy of new approaches: for assisting individuals 1nkmaking

the transition from prison to employment.
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APPENDIX A
A BRIEF HISTORY OF EMPLOYMENT
SERVICES FOR OFFENDERS1/

Initiél]y, the prison system in the United States was viewed as
afmeang of punishing those convicted of crimes and deterring them
from future criminality. However, in the nineteenth century the
rehabilitation concept was introduced as a third goal of the prisons.
With this philosophical change came changes in correctional institu-
tions, one of which was the introduction of vocational training.
Over the years the extent of vocational training programs in prisons
»has greatly increased, as have the problems associated with them.

Criticism of institutional vocational training has been continual.
One study concluded, ”Inkisolated settings, divorced from labor
markets, workiﬁg with second-rate materials and a highly disadvantaged

clientele, vocational training alone seems to have minimal 1mpact."2

Other studies of wvocational training projects have reached varied

conclusions concerning the impact of’training on inmate rehabilitation.

- However, several studies have stated that these prograhs often use

:outﬂated:equipment, offer courses geared to the institutions' needs
rather thén the pdrticipants' needs, provide inadequate aid in |

- preparing inmates for the social-occupational environment of the
worid of work," and'offer‘trainiﬁg onTy‘for 1ow—status, entry-1eve1

© obs., - |

The decade of the 1960's brought wany changes to correctional
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manpower. More comprehensive employment-directed training and services
were introduced through the Manpower Development and Training Act. In
1964-65, the first experimental and demonstration Manpower Development
and. Training (MDT) projects were undertaken at three sites to test the
feasibility of MDT employment services in prisons and measure tleir
effect on the Tives of ex-offenders. Once these studies demonstrated
the feasibflity of broad-scale inmate training programs, projects
expandéd and diversified to provide remedial and basic education,
vocational and personal-adjustment counseling, job development, job
" placement and follow-up services.
The Pretrial Intervention Program began in 1967 and provided
manpower servjces to accused offenders, so that many could be released
" to employment ‘or training without adjudication. The Employment Service
‘Model Program was developed in -five States in 1970 to offer job
development and placement services specifically to fit the needs of
ex—bffenders. This program provided each State's Employment Service
w{tﬁ staff to 1ink inmates and ex-inmates to existing manpower resources.
| This additional staff was located in several nlaces and provided
_ gdntinuity in services to ex-offenders during the transition from
prison to fhe community. The efforts were coordinated by a corrections
- unit 1n,thé central State Employment Serv{ce office in each State.
- Employment Service staff were stétioned in correctional institu-
tfons to'wbrk Qith'inmates’in counse1ing, job development and placement
. prior to release. fhis staff was 1ihked to Tocal Employment Service
.offices, Wwhere fd]]etime staff were spec1a11y assigned to assist
.exFofonders wheh they returﬁed to their communities. Addifional]y,

a manpower service center was created in the largest metropolitan area
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of éach participating State to provide a concentration of manpower
staff specializing in the servicing of ex-offenders.

The State Comprehensive Correctional Models, the next step in
manpower development and training for offenders, provided States with
funds to develop proposals to meet the manpower needs of offenders in
all stages of the crﬁmina1 justice system. Thus, a variety of
programs héve been initiated over the past fifteen years to assist
ex—offénders in resolving employment problems.

Corresponding to the growth of correctional manpower services has
'fbeen_a trend toward prerelease employment services. Prerelease centers
-in Targe urban areaé have been established to provide intermediate
support between imprisonment and complete parole or discharge. ' They
- are also being used as an alternative to prison or probation.
‘Additiona1]y, an increasing number of ‘States are allowing inmates
furlough time prior tc release to obtain satisfactory employment.

' At present the emphasis las shifted to community-based programs
fdr'prfson re]éasees. This corresponds to the 1n¢reasing use of
probation, parole and pretrial intervention. The majority of all
. adult offenders in the Correctiona] sysfem are now under‘community
supervision. Since many additional persons are outright releasees
~and not .under parole supervision, the.appropriateness ahd importance
:of~postfe1ease rehabilitative services becomes clear.

One. sﬁrvey of'qommUhity—based programs cohducted in 1975 concluded
;that in"spite of the urgent need for such programs, there are re]ative1y

few to serve the specific negds»of prison releasees that do not a]so‘
‘ sefve as'alﬁernatives,to incarceration.3 However, another survey

’ conc]udéd~that "post-incarceration programs such as halfway houses,
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volunteer assistance by ex-offender and other groups, and intensive
job counseling and education programs directed toward increasing
hiring of former offenders exhibit great diversity at the moment.”4

The universe identification effort conducted as part of this
study seems to support the latter finding. A great number of community-
based programs providing employment services to prison releasees were
identified. These programs are funded or administered by a variety of
organizations: private foundations such as the Seventh Step Foundation,
adjuncts of local probation and parole departments, prime sponsors
onerating under the 1973 Comprehensive Employment and Training Act
~(CETA) and individual programs receiving grants from Federal agencies
such as the Law Enforcement Assistance Administration or the Employment
and Training Administration (formerly the Manpower Administration).

As the number of programs providing employment services to ex-
offenders and prison releasees has increased, the development of
innovative approaches in the provision of such services has continued.
Ohe-examp1e is a Department of Labor-funded experimental project
called Mutual Agreement Programming (MAP), a project directed by the
American Correctional Association. This program began in response
tovbrob1ems encountered by releasees in their transition to the
commuhity. Planners felt that, ideally, the completion of training
“should be coordinated with release aﬁd job placement so that newly
' acquired:§k11Té could be put to best use. "In practice,kpfisoners
. often had to wait aﬁfindefinite period beforé release, and could not
.plan effectively for outside employment as Tong as their release

5

date was.unknown."> The basis for MAP is a contract among inmate,

institution, and parole board that includes a definite. parole date



contingent upon the completion of mutually agreed upon rehabilitation
goa]é, usually including vocational trainirig or other ehp]oyment-
directed services.

Another trendkin employment services for exfoffenders is the
increasing attention being paid to specific client groups within the
total ex-offender population. For example, the Department of Labor
has funded several recent projects specifically to serve ex-offenders
who are also ex-drug-addicts. One project, entitled Manpower
Assistance for Rehabilitated Drug Abusers (MARDA), established
' communiiy-bésed manpower programs for drug-involved ex-offenders in
_Des Moines, Iowa, and Baltimore, Maryland. Another provided funds
to ésfablish’a manpower component within a large treatment program
©in Atlantic City, New Jersey.

Several community programs have been established to serve the
special problems of female ex-offenders. For example, the Female
Offenders Program of Western Pennsylvania provides female releasees
w{tﬁ c0mprehen$1ve employment services, both‘direct1y and by referral
fo other agencies. . One America, Inc. operates a women's program in
~ Houston, serving. female probationers and parolees. The Maryland
Department of Corrections is implementing Mutual Agreement Programming
- for women, and Massachusetts is estab]ishihg a simi1af voucher program
Zfor_SO tqi79 female releasees. .

Cerﬁaﬁn pfojgtts primarily serve ex-offenders with specific
: ,.minority backgrandg. For exampTe, DeVeicpment Assistance for
.Réhabi]itation, Inc. (D;A.R.) of Austin, Texas, serves mainly Chicano
'_éxéoffgndérs; wh%]e Operation DARE in Chicago provides services mostly

to black ex-offenders.
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One important change in service delivery which affecfs the
employment-related needs of all types of releasees is thé return to
decentralized manpower programs by the Department of Labor. Under
the Comprehensive Employment and Training Act (CETA) of 1973, local
categorical manpower programs have been subsumed and/or repltaced by
comprehensive programs administered. by prime sponsors, often cities
or other Tocal communities. In areas where no special programs for
ex—offénders exist, the releasee will often rely on these Comprehensive
Employment and Training Programs for employment-related services.

" Their major purpose is to provide the economically disadvantaged, the
unemployed, and the underemployed with the assistance they need to
compete for, secure, and hold satisfying jobs.

Generally, CETA programs provide all types of employment-directed
services. Title I of CETA allows prime sponsors to establish programs
offering combrehensive manpower services. Title II provides for
transitiona] public employment prograﬁsf Title IIT specifically
provides for Fédera11y supervised manpower programs %or special targét
groups in particular need of services, including offenders, and
. also authorizes Federally superviséd research, experimental, demon-~
stration, and pilot programs. |

‘The Department of Labor is currept]y using Title III money. to
Iimp]emeht special programs for ex-offenders. These Model Ex-Offender
Programs (MEP'é), an outgrowth of the earlier Emp]oyment Service
- Model Program, are being implemented in ten States. They are being‘
funded with Title III monies'and States' discretionary CETA. funds

" under Title I. The MEP's in each State are to be composed of:



) of-"behévior disorder" as a qualifying disability category.
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e a central staff at the State level to provide overall
direction and to monitor and evaluate project operations;

e an institution-based counseling unit or units to provide
employment services to inmates prior to their release
back to their communities; and

e community-based ex-offender employability development
teams to provide employment and training services to
releasees., These teams will be located within CETA prime
sponsor program structures.

One goal of the program is to establish the coordination necessary to

1ink institution- and community-based programs, so that a continuity

of services can be provided to all inmate-releasees on a Statewide

" basis.

Another possible resource for releasees in communities without

special ex-offender programs is the State Department of Vocational

- Rehabilitation. However, recent changes in the Vocational Rehabili-

tation approach have made it more difficult for releasees to be served.

Vocational rehabilitation programs were originai]y instituted to serve

-physically disabled clients, but in the last decade there had been a

shift toward including mentally or emotiond]]y disturbed clients as

; target populations.  One indication of this approach was the inclusion

&

Current]y;~the emphasis is shifting back toward the physically

. handicapped. The 1973 Vocational Rehabilitation Act specifies that
i"thg seVere1y handicapped“ must be se}ved first. Although the American
o BdrAAssqciétioﬁ, the National Council on Crime and Delinquency, and
. ;he American Correcfional Association argued for the inclusion of the
,offéndor hopu1ation.among vocational rehabilitation eligibles, a heavy

' 1obbyingdeffort by the physically handicapped led Congress to remove

"behavior disorder" as a qualifying disability.



Because of this shift in emphasis, most State Vocational
RehabiT}tation agencies have discontinued working with prison releasees
unless they are physically handicapped. This avenue of employment
services, once very valuable to releasees, is thus being gradually
eliminated. One exception is the District of Columbia Bureau of
Rehabi]itation Services, which still maintains a special offenders unit.
Most States, however, have virtually stopped serving offenders.

Thus, most prison releasees returning to communities and needing
employment-related services will 1ikely take advantage of special
programs for ex-offenders or Comprehensive Employment and Training
Programs (CETP's). The CETP's vary greatly in terms of administrative
structure And.service delivery. This diversity also appears in
' commuhity—based programs specifically designed for ex—offenderé.

Great variation exists in terms of eligibility criteria, inter-
sctions with the criminal justice system, the emphasis placed on
different employment services, and so on. These are relatively new
proéraﬁs, and the concept of organized community-based employment
services for re]easeés is to some extent sti]] evolving. However, all
programs have one primary goal: to provide the releasees with effective
 emp1oyment services and necessary supportive assistance fn order to
. prepare them for the world of work,'place them in jobs, and help them
iachieve‘emp1oyment stability and satisfaction, so that they can

readjust successfu1]y to 1ife in the communities to which they have

" returned. -
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General Accounting Office, 1975).
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ates, Inc., 1975), p. 22.
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Justice, Law Enforcement Assistance Administration, 1975), p. 15.
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Under this disability category, vocational rehabilitation services could
be provided if it was determined that "an individual's behavior significantly
deviates from what is considered normal, or that his ability to carry on
normal relationships.with family and community is s1gn1f1cant1y impaired.
Eligible for vocational rehabilitation services under such a definition.
[are] the public offender. . . and the socially and culturally deprived,
provided these people are truly 'handicapped' in finding and holding
suitable employment." Federal Vocational Rehabilitation Manual, Chapter
16-1, (Washington, D.C.: U.S. Department of Health, Education and Welfare,

' Rehabi]itation Services Administration, July 26, 1967).
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Proqram Name

Street Address

City o State . Zip Code
Director ; Telephone  ( )
1. low long has your program been 4. Please estimate the age distribution
in operation? v o of your clients:
_E% a. Less than one year e
b. One to three years -~ . R . ;
O ¢ Four to six years 18-24 years —— %
8 d.  More than six years _25-30 years o %
2. How-many clients has your program S years e B
served over the past year? clients, {_0lder than 40 years - |_ v
Total 1007 _

.3. Does your program have any of the follow- - ey L

ing limitations on clients who can be 5. Please estimate the distribution of
served? (Please check as many as apply) " male and female clients:

3 Only serve ex-offenders
‘B8 0nly serve persons recently released R
from prison Male o »
O 0n1y serve clients older than Female 5
. years
O .- Cnly serve clients younger than Total 100%
. years
. 'O Only serve males 6. Please estimate the racial distribution
0 Only serve females of your clients:
[J Only serve people on probation '
or parole
{0 Only serve residents of this county : White %
O only serve persons released from Black 9
*+ correctional facilities in this
E]- county Chicano 7 %
Only serve persons released froin . .
' correctional facilities in this Other (Specify)
- state %
[J Do not.serve persons convicted of:
[0 homicide Total 100%
O rape or other sex crimes :
] serious assault 7. Please estimate the distribution of the
-0 armed robbery . length of clients' last incarceration:

-0 Only ‘serve pevsons who have served

-less than years in previous in-
carceration Less than six months %
O Other (Please specify) . Six months to two years %
At i - Longer than two years _ 7.
: Total 100%

- 8. P]eaQe indicate whether ycur program provides the following services: (Check applicable boxes)

: Provided Provided Not
SERVICE , 1 Directly | by Referral Provided

" Vocational Testing
~Vocational Counseling
Work Orientation/Work :Adjustment Training
. Education
--Skills Training
On-the-Job Training

c
d

e

f.

q.._Transitional [mp1oymenf/5upported work
i

i

J

k

=t}

&
pe

. Job Development
i.._dJob Placement

. Follpw-up Counscling Aftér Employment
Other Follow-up Assistance After Employ-
nent

1.. ‘Other (e.q., residential services, st1-

; pondv--p1cdsc specify)

P T T TR R SV R B T S e L R L TP PRI [,

9. Noes youre program charqge ¢lients any fees. for these services? 0 Yes [ No

KARCONTINUED ON NEXT PAGEA*
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10, -~ What i« the-average [requency of contact 4.
hetween program staff and clients?
0O a. baily
[ b. Several times a week
0 c¢. Once a week
[J d. Less often than once a week
. 15.
11, What is. the averaye length of time that
¢lienls maintain contact with the program?
[0 a. Less than one month
(O b. One to six months
[ ¢. Seven to twelve months
[J d. More than twelve months.
i2. Does your program have any criteria for
. success? [Please check as many boxes
as apply.) 16.
(3. a. Successful job placement
O b. Successfully employed for fixed
time period
O c. - Completion of individualized employ-
ability plan (e.g., education,
training, etc.)
O d. Successful re-integration into commu-
nity (based on subjective staff 17.
judgement)
O e. Other (Please describe)
18,

13. What percentage of clients are considered
successful?

0O a. 0-10% 0] d. 51-75%
O b. 11-25% 0 e. 76-90%
O c. 26-50% O f. 91-100%

What is the size of your staff?

U a. 0-10 persons

3 b, 11-20 persons

0 c. 21-40 persans

(I d. HMore than A0 persons

Please check the one hox which bhest
describes your staff:

O a. Primarily full-time paid
professionals ’

{3 b, Primarily volunteers

(0 c. Other (Describe)

How many of your staff a%e ex-
of fenders?

0O a. Most (50% or more)
O b. Some {20-49%)

O c. Few {Less than 20%) .
O d. HNone

What is your program's annual budget?

$

What is the major source of funds
for your program? {Check one box

oniy.)

0 a. Federal Government
O b. State Government
O c. Local Government
O d. Private

| wkkkwkkrkax ok THE FOLLOWING QUESTIONS APPLY ONLY TO PRISON RELEASEES*HHhddkokddnk

19. How many prison-releasees has your prodram served over the past year?

20, Which Qﬂgvof the following is the most 21.

common- way that recent prison releasees
come to your program? (Check one box only)

[0 a. Referred by prison officials

O b. Referred by prabation or parole

. officer 22.
0 .c. Referred by family or friends

-0 d. Referred by other community agencies
[0 e. Through program outreach efforts
{e.g., recruitment, advertising, etc.)

O  f. Other (Please specify) 23

~__releasees.

Does your program usually have any
contact with clients before their
release?

O Yes O No

Before clients are released, does your
program have any contact with:

a. the prison staff? [Yes
b. parole officials? O Yes

O No
O No

After clients are released, does your
program usually have any contact with:

a. the prison staff? OYes C No
b. parole officials? OvYes . [ No

'24. .Please describe any other significant features of your program.

Information provided by:
Name

Position. -
Tt

*

THANK - YOU VERY MUCH FOR YOUR HELP. .

THE TRANSITION FROM PRISON TO
EMPLOYMENT PROJECT

Mary A, Toborg, Priocipal Tnvestigator

The Lazay- Institute

~



APPENDIX C

RESULTS OF UNIVERSE IDENTIFICATION SURVEY



APPENDIX C
RESULTS OF UNIVERSE IDENTIFICATION SURVEY

I. Introduction

As part of its National Evaluation Program, the Law Enforcement
Aésisﬁance Administration commissioned a study of community-based
programs which provide employment services to prison releasees. An
important aspect of this study was to identify the universe of such
programs, so that the range of their activities could be assessed.
This appendix déscribes the procedures used to identify the universe

.of relevant programs and the characteristics of these programs.

II. Universe Identification Procedures
| A variety of organizations were surveyed to obtain information on
the identity of programs which might provide employment services to
prison releasees. . These organizations included:
@ LEAA's regional offices;
@ State Planning Agencies funded by LEAA;
@ the corrections departments of States; and

@ national and State organizations concerned with
ex-offender problems.

Each oréanization was sent a letter which described the study and
asked for agsistarce in identifying relevant employment services
;programs. A form was'enclosed-for,recordingkinformation on each
‘progrém's name,‘street address, city and State, contaét person and

telephone numher.

~189
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One hundred twenty-four organizations were surveyed in this
manney. After approximately one month, the 1ist of non-respondents
was reviewed, and selected telphone. follow-up calls were made to
obtain a widespread geographic distribution of programs. The response
rate for the combined mail/telephone survey was 67%.

In addition to programs identified through this survey, a number
of emp&oymenf sérvﬁces programs were identified through review of
relevant literature, from interviews with Labor Department officials,
through an earlier ex-offender program survey conducted by the

-kAmerican Bar Association and from other sources.

A1l programs identified were asked to complete and return a two-
page questionnaire. This-questionnaire requested such information as:

@ program age;

® humber of clients served:

@ eligibility requirements;

’ 0 soc1o—démograph1c characteristics of C]ients;

@ services provided; |

@ staff-client contact;
program success criteria;

‘staff size and type;

fpnding‘sourcekand level;

numbers of prison releasees served; and

@ nature of contact with prison officials and/or
~parole officials. V

"The cover Tetter sent with the questionnaire also requested copies
“.of any readily avai]ab]e program .descriptions.

More than five hundred programs were surveyed, and approximately



50% responded to the mail inquiry. In addition, selected telephone
follow-up calls were made. A total of 257 programs returned completed
questionnaires; other programs provided descriptive information but

did not complete the questionnaires.

‘1I1. Analysis of Program Universe

The p:ograms identified reflect a wide variation in structure,
service delivery, and relationship with the community. ~Some programs
are aﬁsociated with parole departments, others are adjuncts of the
Statg Employment Service, while still others are part of a prime
sponébr's Comprehensive Employment and Training Program. Some
programs attempt to provide as many emp]oyment’services as possible
in—house, others rely almost totally on referrals to other community

~employment serviccs programs, and many provide some services in-house
while referring clients to existing community agencies for other
needed services. |
~ This variation in program operations 1is ref]egted in Tables 1-20,
which summarizé the data obtained from the 257 programs which returned
completed questionﬁaires. It should be emphasized that the data
".présented»in Tables 1-20 are based on seTf—reportéd information
pfovided by the programs. No efforts were made during this stage of
' the study to verify any of these data.
N Hightights bf the survey findings, as reported in Tables 1-20,
inc]ude} |
kC EmpToyment services programs are located in all
regions of the country. The fewest questionnaire
responses (16 each) were received from the Kansas

. City and Denver regions, while the Ph11ad01ph1a
‘region provided the most (42 responses).
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Approximate]y\ha1f the progfams had been in operation
four years or more.

Forty-four percent of the programs served fewer than
300 clients during the past year.

The most common Timitations on client eligibility for
programs are that only ex-offenders are served (reported
by 46% of the programs) and clients must be older than a
certain age, usually 18 vears (reported by 39% of the
proqrams) '

The most common services provided directly by the proqrams
-are job placement, job deve]ooment follow-up counseling
after employment and vocational counseling.. The most
common services provided by referral are skills training,
on-the-job training and education. The services least
1ikely to be provided (either directly or by referral) are
transitional employment/supported work, vocational testing
and on-the-job training.

'OnTy six percent of the programs reported charging any
fees for their sevvices.

p Almost 80% of the programs reported that staff-client
contact occurred at least once a week, with 29% of the
programs reporting daily client contact.

Fifty-five percent of the programs reported that the
average length of client contact with the program was one
~to six months, and an additional 26 percent of the programs
reported an average Tength of client contact of seven to
twelve months.

The most common success criteria used by programs are
“successful job placement (reported by 79% of the programs)
and successful reintegration into the community (reported

by 58% of the programs).

Programs reported a wide range of variation in the esti-
mated percentage of successful clients; most programs
reported that between 26% and 75% of their clients were
successfu1

S1xty percent of the proqrams have fewer than ten persons
on their staff.

‘ Seventy-five percent of the programs are staffed pr1mar11y
by full- t1me paid profess1ona1s

'Q§ Most programs have some ex-offenders on their staff.
® Thirty-six percent of the programs have annual budgets of

“less than $100,000, and an additional 23% of the programs
hava budqets beLween $100, 000 and $3OO 000. '
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The major funding source for most programs (51%) is
the Federal Government, followed by the State
government (21%).

The number of prison releasees served over the past
vear varied considerably across programs: 21% served
Tess than 50 releasees, 25% served 50-199 releasees,
16% served 200-499 releasees, 16% served more than
500 releasees and 22% did not answer the question.

The most cominon way that prison releasees come to the
programs is through referral by probation and parole
officers; the next most common way is through referral

"by prison officials.

Approximately two-thirds of the programs reported having
contacts with clients before their release from prison.

A similar percentage reported having contacts with prison
staff and parole officials before a client's release.

Twenty-nine percent of the programs reported having
contact with prison staff after a client's release from
prison, and 76% reported having contact with parole

~officials during that time.
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Table 1. Regional Distribution of Programs

LEAA Regional Office ' | Programs in Region
| Number Percent
I. Boston, Mass, 28 | %
I New York, N.Y. 26 0
II1. Philadelphia, Pa. 42 16
Iv. ‘At1anta, Ga. 32 12
.;V. rChiéago, I11. | _ 28 11
VI. Dallas Tex. 22 9
VII. Kansas City, Kahs. 16 6
VIII. DenVer, Caio. 16 6
| IX. San Francisco, Calif, _ 30 12
k.. Seattle, Wash. 17 7
Total 267 100%
Tab]e'Z. Length of Program Operation
Length of Operation : Programs
Mumber k» Percent
.Less than oﬁe year 32 12%
~"One to three years L 37
Four,to éix years : 69 27
Mérc.thah éix yéaré '  ; 61 , 2
Mo fespohse - ' 1 ‘ 0 -
 Tota1‘ : o - 7 | 100%
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Table 3. Client Size of Proqrams

Mo. of Clients Served

Qver Past Year Programs
Number Percent

Less than 100 43 17%
100 to 299 69 27
300 to 499 33 13
- 500 to 999 34 13
More than 999 43 17
No response 35 14
Total | i 2577 100%
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Table 4. Client Limitations Reported by Programs

NOTE: A program may have more than one Timitation on clients who can be

| OLher

served.
_ % of Programs
L No. of Reporting
Limitation Programs Limitation
Only serve ex-offenders 117 46%
~{0nly serve persons recently released
from prison - 30 12
Only serve clients older than a :
certain age 101 39
Only serve clients younger than é
certain age 14 5
. |Only serve males .25 10
On1y serve females 8 3
Only serve peop]e.on probation or
parole 30 12
' Only serve residents of the same county
where the program is located 50 20
Only serve persons released from
correctional facilities in same county
“where program is ‘located 17 7
Only serve persons released from
correctional facilities in same state
- where program is located 31 12
Do not serve persons convicted of:
Homicide , 8 3
Rape or other 'sex crimes 13 5
Serious assault 19 7
Armed robbery 7 3
. |0nly serve persons whose previous
~incarceration was less than a certa1n
number of .years 6 2
123 48
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Table 5. Selected Characteristics of Programs' Clients

Characteristics Programs

No. %‘of Total

At least 25% of clients are:

18-24 years old 184 72%
25-30 years old 160 63
31-40 years old ‘ 60 23
Over 40 years 10 4

At Teast 10% of clients are
female i 124 48%

At least 50% of clients are:

White | 92 - 36%
Black 105 a1
thicano" | | 5 2
’dther | ‘ 3 1

At least 50% of clients were
Tast incarcerated for:

Less than six months ) ' 38 15%

Six months to two years 89 35

More than two years ‘ 53 21
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Table 6. Services Provided
Service Service Service
Provided Provided Mot
Directiy | By Referrall Provided
w w w
- 5 . B
o r— O - r— o —
G Y4~ o Y- o Y-
Service o2l °8ls2 | °8l s2 | 26
) =0 3| = o. 3L — pzala W R -
~|Vocational testing 91 35% | 143 | 56% 28 11%
VOcationa].counse]ing 206..-1 80 80+ 31 7 3
Work orientation/work adjustment
training 145 56 106 | 41 21 8
Education 71 27 171 | 67 18 7
“|skills training 65 | 25 | 181 | 71 21 8
On-the-job training 64 25 1791 70 25 10
.|Transitional employment/supported
work 76 30 110 | 43 54 21
“|Job development 210 | 82 72 | 28 10 4
Job placement 228 | 89 | 76 30 4 | o2
g FoT]ow;up counseling after ;
~employment ‘ 212 82 44 117 11 4
. {Qther follow-up assistance
_after employment ‘ 179 70 43 a7 18 7
Other - 128 50 52 /20 0 0




Table 7. Existence of Client Fees for Program Services

Existence of Fees Programs
No. Percent
Fees charged 15 6%
Fees not charged 219 85
Mo response 23 9
Total 257 100%

‘Tab1e 8. Frequency of Contact Between Program Staff and Clients

Frequency of Contact Programs
No. Percent
Daily 74 29%
. Several times a week 66 26
Once a week 59 23
: Leésloften than once a week | 49 19

No response 5 4

. Total 257 100%

Table 9. Average Length of Client Contact with Program

Average Length of Client Contact Programs
No. Percent

Less than one month 5 2%
One to six. months 140' 55

" Seven to twelve months 68 26
More than twelvekmonths ; 34 13

MNoresponse 10 &
 Total RIE 100
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Table 10. Success Cr%teria Used By Programs

NOTE: A program may have more than one success criterion.

% of Programs
No. of Reporting Use
Criterion Programs of Criterion
Successful job placement 202 - 79%
Successfu]]y employed for fixed time
"period ‘ 124 48
completion of individualized emp]oy—
ability plan 112 44
Successfu1 reintegration into commu-
"1 nity (based on subjective staff
judgment) 149 58
No recidivism 29 11
.Free~of‘drug or alcohol use 5 2
Entrance to or como]et1on of vocational
or academic training program 10 4
, Other 26 10
No>re§poﬁ5e' 8 3

TabWe-11.r Pércentage of'Successful Clients Reported By Programs

Percentage of Successful Clients k Programs
flo. Percent
0-10% 5 2%
11-25% 18 7
26-50% 58 23
51-75% 79 3]
76-90% 47 18
: 91—]00% 17 7
No'(esponse 33 13
Total 257 100%
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Table 12. Staff Size

Staff Size : Programs
No. Percent

0-10 persons : 153 60%
11-20 persons : 50 19
21—40 persons 23 9
More than 40 persons 28 11
No response ' 3 1

Total 257 100%

Table 13. Staff Composition

§taff,Composition Programs

| No. Percent

Primarily full-time paid professionals 194 759
: Erimari1j‘vo]untegrs | 29 11
Priméri]y fuT]—time paid paraprofessionalsg 17 '4
Other ' - : 17 7
No response v:,~ o 6 2
;fotayﬂ, ER 057 ' 1002




Table 14. Percentage of Ex-Offenders on Staff

Percentage of Ex-Offenders on Staff Programs
No. Percent
50% or more 32 129
20-49% 45 18
B - %
None 98 38
- 1o response 7 3
‘Total 257 1009
~ Table 15. Size of Annué1 Budget
Budget Size Programs
No. Percent
Less than $50,000 | 56 224
© 450,000 to $99,999 | 37 14
. $100,000 to.$299,999 , 61 24
| 1$SQ0,000.to‘$499,999‘ © 19 7
More thqﬁ $500,000- 46 18
{Nb‘response - 38 15
Total : o os7 100




Table 16.
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Major Funding Source

Major Funding Sourée

Federal government
State government
Local government
'Privaté

No responsé

Total

Programs
No. Percent
132 51%
53 21
12 5
24 9
36 14
_EE;~‘ 100% -

Table 17. Number of Prison Releasees Served Qver Past‘Year

No. of Releasees

Less than 50
50 to 99

100 to 199

| 200 to 299

| 300-to 499

~ More than 500
kao respbnse

Total

Prograiis
No. Percent
53 21%
30 12 -
36 14
20 8
20 8
42 16
56 22
257 100%
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Table 18. Most Common Kay That Recent Prison Releasees Come to Program

. ‘ Programs
Client's Major Program -
Identification Method No. Percent.
Referred by prison officials | 46 ' 8%
Referred.by progbation or
~‘parole officer 73 28
Referred by family or friends A 6 ‘N 2
Referred by other coMmunity . |

agencies 10 ; 4
Through program outreach

efforts (e.g., recruit-

ment, advertising) 31 12
" Other 37 14
Multiple responses : 32 13
No response 22 9

Total : . 257 100%
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Table 19. Programs' Contacts Before Clients' Release from Prison
Programs
Type of Contact Number Percent
With client:
Yes 168 65%
No 58 23
No respcase 31 12
Total 257 1°7%
With prison staff:
Yes 168 65%
No a8 19
No' yesponse 41 16
" Total 257 100%
With parole officials:
Yes 164 64%
" Mo 54 2
No response. 33 15
Total 257 100%




Table 20. Programs' Contacts After Clients' Release from Prison

Programs
Type of Contact Mumber Percent
’Hithfprison staff: .
Yes 75 - 29%
- No 114 45
No resnonse 68 27
Total- 257 100%
lith parole officials:
- Yes - 196 ‘ 76%
Mo 26 10
.. No response 35 14
Total 257 100%
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CHARACTERISTICS OF PROGRAMS
INCLUDED IN THE SITE VISIT SAMPLE



Summary of Program Characteristics
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CHARACTERISTICS

Emergency Assistance (housing,
transportation, loans, etc.)

9) fees Charged? {Y-Yes; N-No)

Follow-up Counseling after
10) Frequency of Client Contact:

Vocational Counseling
- Employment

On-the-Job Training

Vocational Testing
Work Orientation

d. Education
Job Placement

k. Other Follow-Up Assistance

1.

a. Transitional Employment

e. Skills Training
h. -Job Development

a .
< b.
C.
re
.
j.

8) Services (D-Direct; R-Referral):

a.

Daily ’
b. Several times/week

|

¢.. Once a week
. d. Less often than“once/week
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CFARACTERISTICS

race Length of Time that C]iewt

Contact is Maintained

=

11) Av

Less than one month

a.

)ne to six months

4
]

b.

Seven-to twelve months
More than twelve months

C.

d.
12) Success Criteria:

Job Placement

a.

roloyed for Fixed Time Period

4
T

b.

et

¢. Corpletion of individualized

employability plan

d. Successful re-integration into

community.

13) Percentage of Successful Clients

0-10%
11-25%
26-50%
51-75%
76-90%
91-100%

a.
b.

C.

d.

e.

f.

B
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14) Staff Size 1 !
a. 0-10 persons X! X y ! Xe
b. 11-20 persons X X I ‘ | x
c. 21-40 persons ¥ X X X | X
d. More than 40 persons X i I
15) Staff Type: - } !
a. Full-Time Paid Professionals L B X X A X X X g X X ' X
b. Yolunteers i - E E E X
c. Other ¥ X | X 3 E ? 2
16) Mumber of Ex-Offenders on Staff i § i
a. Most {(50% or more) . X i i ! :
b. Some (20-49%) % L x X X Foox: % XX X\
. Few (Less than 20%) ' ' X x | ox i ox X! : : ;
d. MNone | ! | 5 l R :
17) Annual Budaet (In_thousands) $300 1532 [s178 's198 |$350 $17100/$261 1$81 [$180. {$400 852 . $250 15194 ;$42 :$500
18) Mzjor Funding. Source: ‘ i : i , % i j .
a. fFederal Government X X X X ¢ _ : f i ; Lo X
b. State Government x |- B x | X i x X |ox ] : i : .
¢. Local Rovernment. 4 | i ' ! i X 5 E
d. Private i | ; : i ! X 3 : ’ ' X
19) Number Releasees (Past Year) #1027 .°3317 ' 88 60 200 'N.A. : 582 250 501 N.A. 246 N.A. 855 66 N.A.
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CHARACTERISTICS

20) Most Common Entry Method:

Prison Referral °
b. Probation/Parole Referral

a.’

pa-

Family/Friends Referral

C.

d.‘Community Agency Referral

e. Program Outreach

f. Other
1) Pre-release Client Contact?

2

i
M

i22

) Pre-release Contact with:

Prison Staff
b, Parole Qfficials
) Post-release Contact with:

- a.

a. Prison §taff

123

\

b. Parole Officials
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INTRODUCTION

Fifteen employment services programs were selected for field investi-
gation. Information gathered fram the program divector concerned the
objectives and overall operations of the program, its relationship
with other community organizations, the data collected and/or analyzed
by the program for renorting or evaluation purposes, and potential
methods of evaluating employment service prngrams serving prison
releasees.

Other staff members supplied exnlanations of the functions of program
components and client flow procedures. Renresentatives of the criminal
justice system, officials of employment services systems with which
programs interface, and representatives of the business community dis-
cussed their nerspectives of the employment services program and
anpropriate evaluation measures for emplovment service programs
assisting prison releasees.

In the following pages the interview guides used on site are presented.
In all cases, the questions and spaces to record resnonses have been
condensedy . the result is a listing of questions useful as a guide for
understanding program operations.
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DIRECTOR'S INTERVIEW

The Lazar Institute 1is conducting a study of programs which provide employment
services for prison releasees. The major goal of our study is to assess the
present state of knowledge regarding the transition from prison to cmployment.
As part . of our state of knowledge review, we are visiting several employment
services programs, so that we can better understand their operations, the types

of problems they experience and the evaluation needs of all programs.

There are three major areas we are interested.in understanding: first, the way

your program is organized and the specific services 1t provides; second, the

flow of clients through the program from time of initial entry through program

“intervention and follow-up activity:; and third, your ideas about ways to eval-
uate programs such as yours. :

Background

1. It would be helpful to us in becoming oriented to your program if you
would describe briefly how your program was set up and why this was done.

2. ldhen did the progran become fully operational?

3. Has the program undergone any significant structural changes or changes in
focus since it began? If so, please describe these changes and why they
were made. ‘ ‘

4. What administrative hierarchy, if any,‘do you operate within(e.g., parole
department, CETA, etc.)? Do you have an ovganization chart which shows
this? If so, may we have a copy?

5. Vhat are the present objectives of your program?

. Structure

6. How is your program organized?

7.° Do you have an organization chart showing staff allocation? If so, may
may we have a copy?

Client Flow

ity

B Please deserihe the process by which the foltowing kinds of ¢lients are

referved Lo yot program.
e State parole
o ltderal parole

e HCvenuts from Pederal Mrisons



10.

11.

12.
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e Serve-outs from State prisons

e [robationers

'® Persons from other comunity social.service agencies

e Releasees from local jails
® "Walk=ins"
e Others

Do you have any contact with prison staff before a prisoner is released?
If so, what is the nature of that contact?

Do you have any contact with prisoners before they are released? If so,
what is the nature of that contact?

Do you have any contact with parole officers before a prisoner is released
on parole? If so, what is the nature of that contact?

What is the average time between the granting of a paro]é and actual release?
Do any activities occur during that time to assist the prisoner in become
job-ready?

Do you have any specific intake procedures for new program clients?

At what point is someone considered to be a client?

Are there ever waiting Tists of people desiring enfrance in your program?
If <o, how often do waiting lists exist?

What is the usual time for someone on such a Tist?

What are the eligibility requirements for participation in your program?
What percentage of people who apply to the program are accepted?

What percentage of prison releasees who apply to the program are accepted?

What are the major reasons prison releasees are not accepted?

What forms are used or data is collected during the intake or entry phase
of the program? : :

Intervention

23.

We would tike Lo understand in detail the services provided Lo clients by
your progran. Considering all services, including those provided dirvectly
and by veferral, please describe the various paths a c¢lient wmight take afler
entoering the progran?  (e.g., avder of sevvices, client-comselor contacts,
decision points, administralive vecords or forms ubilized, cte.)



24 .
- 25,
26.

27.

- 28.
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Checklist of Potential Services

a. Vocational testing ~g. Transitional employment or

supported work

b. Vocational counseling
h. Job development

c. Work adjustment training or

work orientation 3. Job placement

d.  Education j. Tollow-up counseling after employment
e. Skills training k. Other follow-up assistance

1. Other {e.qg., housing, stipends,

f. On-the-job training transportation, tools, clothes, etc.)

Are any fees charged for these services?

Are there any differences in the services provided to prison releasees and
those provided to ather people you serve? If so, what are these differences?

Do you have any contact with prison staff after a prison releasee enters
your program? If so, what is the nature of that contact?

Do you have any contact with probation or parole officers while their clients
are participating in your program? If so, what is the nature of that contact?

On the average, how Tong does a client remain in the program?

Program Completion and Eo110w—Up

- 29,
30.
31.
32.
33.

34.

What are the "graduation" or "completion" requirements of your program?

what percentage of clients "complete" the'program?

What pefcentage,of clients drop out?

When do most drop-outs occur? What are the reasons for most of the drop-outs?

What percentage of pr%son releasees drop out? At what processing stage do
most of these drop-outs occur?

Is theve a difference in the drop-out patterns for those prison releaseces

~under some form of supervision and those no longer under supervision?

What‘prbcedures do staff use in following up on clients who have been placed
in jobs? ‘ : :

Are there required or suggested time periods when such follow-ups are done?

. - Are there any .forms or data sheets utitized to record follow-up information?

At what point are clients, either "successes" or "failures," closed out?

Doesfthé;program have any contact with clients after they have been closed out?

PRE



40.  Can former clients re-enter your program? Under whal conditions?  About
what percent of clients re-enter the program?

Information

1. What forms arc uvsed by the program Lo track a client from entry through
close~-out? ‘May we have copies of these forms?

42. VWhat information do you have availahle on clients' criminal histories before
their last incarceration (e.g., number of arrests)?

43. What information do you have avialable on clients' employment histories
hefore their last incarceration (e.g., longest time on same job)?

44, What intormation is available to your program from the probation and parole

: departments concerning your clients who are under supervision?

45. Do you use any other sources of information to analyze client needs, progress

or outcomes? If so, please describe this information.

Re]atiohships with Other Organizations

46.

47.

Please characterize the nature and quality of your program’s'relationships
with the following organizations:

e Federal Parole

e State Parole

e Probation

e Local Halfway Houses

§ Prisons from which Clients are Referred (note differences,‘if ény)
o CETA

§ State Employnent Service

e State Vocational Rehabilitation

e Local Employers (NAB, Chamber of Commerce, Individual Employers)

What other organizations do you have continuing contact with and how would
you characterize your relationships with them? -

Evaluation

. 48.

How do you believe program effectiveness can best be measured?
e process activities? |

° c]fent butcomes?

e Comparison group?

e fmpaclt on problem?
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49, Do certain factors which are beyond the prograw's cnontrol hamper your
effectiveness? 1 so, what are these factors (e.a., local economy)?

How cowld an cvaluation study take these factors into consideration?

50, How does your program define a "successful™ client?

S 1F there s no standard definilion, what do you consider Lhe most important
aspects of "success" for a_client (e.q., job placement, job retention for
one month, no recidivist behavior for one year, etc.)?

K. What percentage of all clients are "successful?"

53. What percentage of prison releasee clients are successful?

54. Have any evaluations of your program been performed? If so, what were the
findings? May we have copies of these studies?

55. Are any evaluations planned? If so, who will be performing the evaluations?

56. How would you define "recidivism?" Is data available to measure the recidivism
" rates ol program clients? If so, please describe this data. Tf not, could
such data be obtained? :

57. How would you define "successful employment®? Is data available to measure
the employment of program clients? If so, please describe this data.
If not, could such data be obtained? ‘ ~

58. Do certain types of prison releasees appear to be most successful in your
program? If so, what are these types?

59. Do certain types of employment services appear to be most effective for
prison releasees? If so, what are these services?

" 60. Do you feel there are major gaps in the services available to prison

releasees seeking employment assistance? If so, what are these gaps?

61. Do releasee clients receive any training or other employment-related
services while they are in prison which affect your program's ability or
inability to help them become employed in the community? Please explain.

62.  What prison-based activities would assist your program in serving releasee
clients more effectively?

Staff lssues

A-major dssue raised in the Titerature on cmployment services programs
involves program stafl (.

63, What do you consider the advantayes and disadvantayes of using ox-of{fenders
on the staff of a program Jike yours?

64, What prablems, 6 any, have you oxperienced in finding and teaining
: adequate stafr?
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Other

65. Is there anything else we should know about your program or about the
general problem of assisting prison releasees in making a transition to
employment? i

66. What problems, if any, have you experienced in obtaining adequate funds?

67. Are there other types of problems which affect your program? Please

explain.

le would Tike to obtain selected information on your program's funding,
staffing and clients before we leave. We have prepared three short forms for
recording this information and would 1ike your advice on how they could most
easily be completed. (Explain forms and determine a way to get them completed.)
Check on items to obtain:

# Organization Chart(s)

e Copies of Forms

e Funding Chart

e Staffing Chart

e Client Chart

e Evaluation Reports

e Other He]pfu]klnformation on Program?

Program Name Director

‘Address 'A - - Telephone =

Interviewer(s) . _ Date of Intervicw



@ S ® o ® ® o e ®
STAFFING
Program Name:
Please provide the following information cohcerning all program staff,
including those who provide services to clients but whose salaries are
paid by other agencies. 4 _
Status ~lype
Job Para-
Name Title Salary Full- | Part | Profes-| Profes-|Volun-
Adr o Source Time Time | sional sijonal | teer

~¢dd-
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* CLIENTS

Pfogram Name:

No. Referred
Referral Source Last Month*

Federal parole

State parole

Probation

Serve-outs, Federal prisons

Serve-outs, State prisons

Jails

Other community agencies

Walk=1ins

Other (Describe)

*Information for month of

Was this a typicé1 month? Yes No. Please explain

What is the active client caseload? | clients.

“ About what percentage of the active client caseload are ex-offenders?




FUNDING

Program Name:

Please provide the following funding information for the past 2 fiscal years.

Time Period

Source of Funds Amount Start Date | End Da@e




-225-

STAFF INTERVIEW

Client Flow

1. Please describe your responsibilities at the program.

2. Could you describe your activities from the time you first have contact
‘with 'a client until that contact terminates?

3. What forms do you utilize during your work with a client? May we have
copies of these forms?

4. How many clients are on your active caseload? How many prison releasee
clients?

5. How long do you usually maintain contact with clients?

6. Do you stay in touch with clients after they have completed the program?

7. What follow-up procedures do you use, if any, to check on clients after
they have secured employment? What use is made of existing follow-up
information?

8. How would you. define "successful" completion of this program?

9. VUhat percentage of your clients "successfully" complete the program?

10. What percent of your clients drop-out of the program?

11. When do most of these drop-outs occur? What are the major reasons?

Relationships

12, Please describe the extent and nature of your fe1ationships with the

following organizations:

e Federal parole

'@ State paroie

e Probation
e Jails:

e Prisons

- @ Halfway houses
‘e Stateé Employment Service

e CETA



13.
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e Vocational Rehabilitation
e Local Employer Groups (e.g., National Alliance of Businessmen)

Are there any other local organizations with which you have continuing
contact? Please explain.

14. VWhat information on clients is available to you from these various
~organizations? Could we have copies of any available forms?

15. What relationships do you have with area employers?

16. Do clients receive any employment-related services while in prison that
affect or improve. their chances for employment?

17. What services could the prisons provide inmates prior to their release
that would improve their chances of finding successful employment?

Evaluation

18. What do you believe are the best measures of a client's successful
reintegration into the community?

19. What are the best ways to measure this program's effectiveness in
serving clients?

Other

20. What gaps exist in the provision of employment-related services to
prison releasees?

21. Is there anything else about your activities at the program we should
know in order to better understand its operations?

Person Interviewed: Interviewer(s):

Title: Date:

Program:




Interviewer(s):. ‘ Date:
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INTERVIEM WITH DIRECTOR OR STAFF OF OTHER COMMUNITY MANPOWER PROGRAM

1. P]ease describe the nature of your program's contact wnth the ex-offender
program (i.e., frequency and method).

2. What 1nformat1on is exchanged between th1s program's staff and staff of

- the ex-offender program?

3. Have any problems arisen concerning this flow of information?

4: How do clients from the ex-offender program enter your program and/or how
do you refer clients to the ex-offender program?

5. How many clients are currently béing served in your program (as of most
recent. date)? How many have been referred from the ex-offender program?

6. Do you serve other ex-offenders who are not referred from the ex-offender
program? How many? How do they compare with the ex-offender program's
clients? How do the ex-offender preogram's clients compare with regular
clients?

7. What services are usually provided to the ex-offender program's clients
by your program?

8. Does your program have any special staff to serve ex-offenders?

9. Is there any other difference in services provided to ex~offenders clients

. of your program?
10. Do ex-offender program clients seem ‘to experience any special problems
(e.g., transportation)?
11.  How were ex-offenders served before the ex-offender program was established?
12. How do you think the ex-offender program's effectfveness should be measured?
What do you consider important measures of success, both for the ex-offender
program and for individual clients? How could data be collected for any
" proposed success measures?
13. Is there anything else we should know in order to understand your relation-
ship with the ex-offender program?
Person Interviewed: : Title:
‘ OrganiZation: ~ City:




Interviewer(s):. | Date:
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LOCAL PAROLE OFFICIALS INTERVIEW

1. Did you or your department play any role in the establishment of the
ex-offender program? .

2. What do you believe the program is trying to accomplish?

3. Has the program been successful? How do you think success can best be
measured (e.g., recidivism rates, employment rates, others)?

- 4. Please describe the nature of your contact with the program (frequency
and method).

5. What empioyment services were available to parolees before the establish-
ment of the program?

6. lhat data flows between this department and the program and-at which

- stages of a ciient's participation in the program?

7. What criteria do you use in referring parolees to the program?

8. What percentage of paro]ées are at one time or another referred to the
program?

9. Of those referred, what percentage are referred as soon as they are
released? What percentage are referred after one or more unsuccessful
job experiences?

10. How do the employment experiences of those referred to the program
compare with those of parolees who are never referred to the program?

11.  What data are available through the parole department which might be
used in assessing the program's impact?

12. Is there anything else we should know in order to understand your
relationship with the ex-offender program?

Person Interviewed: | ' Title:

Organization: ' City:
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