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I\I1STI~I\CT 

Th; s rerort assesses the present st(ltc of knOl'il ed~Je rC~\C1 reli n~ 
community-based programs which provide employment services to prison re­
le.asecs. r~orc than 250 such prO~jrl1lllS exist and offer i1 wiele ran~Jc of 
services, including counseling, work orientation, training, job devel­
opillent, job placelll(:mt ancl follow-up assistance after plilcclIlcnt. Thesc 
services are provided because the acquisition of employment is often con­
sidered essential for a releasee's successful adjustment to a crime-free 
life in the community. 

The Lazar 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: 

• There is great vari ati on across programs in the types of 
employment services offered and the \,/ays these services 
are delivered; however, little is known about the types 
of services which seem most effective or about the best 
method for providing any given service. 

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

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

• Most outcome studies use quite limited 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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PlnTI\U 

This t'rport: SIJllIIIl<1rizrs 1..11(' (Ixisl.inq ';l.aL(l or klHl\v1 pr!(/!' (,Ol1cf'l'lliIlQ 
cOl1l1llunity-based programs which provide employment services to prison l'(~-
lCC1sce:s. Tf10 study war:; COndIJcl:r.d hy The: 1 <l7rly" Tn~l.iLlIl:(l I)('I.W(·('II f'>lilrr.h '}()7f\ 

and I\pti'l 1917, as pan of the National Evaluation Pi"O~Il'alll or the Ni1tiolllll 
Ins t i tu to 0 r law En Forccltlcn t arid Crilld lilt 1 ,.J us l: icc. 

The state of knowled~Je usseSS\lJcnt; 'is not intcndcd Lo be C1 deFinitive 
evaluation of employment services programs; rather, it presents the cu}'rent 
state of kno\,ll edge rega reli ng these programs and descri bes the addit i ona 1 
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 ~nd sample selection analysis, 
case study analyses and client flO\<J diagl'allls 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 particularly like to thank Dr. Daniel Gl~ser 
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. \'Jith­
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 \'Jith a \'Jealth of information on their programs but also shai'ed their 
experi en-ces and opi ni ons wHh us. Many other persons ion va ri ous commun­
ities also provided us with insights concerning elnployment services pro­
grams. Such persons i ncl uded correcti ons offi ci a 1 s, pa}'o 1 e offi cers, 
staff members at other local employment programs or human service agencies, 
employers and personnel directors. The authors would like to thank all 
those who tried to help us develop an accurate, useful study. If we 
succeeded, it is 1 argely due to thei r efforts. Any rema i ni ng errors of 
fact or judgment are solely our responsibility. 

!' 
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$UMMf\RY 

Introduction 

~1any programs help' individual smake the transition froin prison 
to employment.' During this study alone; more than 250 such cirganizatio~s 
provi dad i nformati on on thei r activiti es. These prograllls offer many types 
bfassistance, including counseling, jOb development,.job placement, work 
o~ientation, training and. supportive services. 

This study assesses the current state of knowledge regarding employment 
services programs for prison releasees. To accomplish this project, 
three major data. collection activiti.es were undertaken: 

• a revi ew of exi st i ng 1 i terature and vlOrk in progress; 

• a mail/"telephone survey of more than 250 employment, 
services programs; and . 

• site visits to fifteen programs. 

These activities provided a broad perspective on employment servi~es 
programs and their impact. The vi(?ws of program staff ~ criminal justice 
system representatives, employers, researchers and other knowledgeable 
individuals have been reviewed to dev~lop this report. Major findings" 
and recommendations are presented below. 

Need for Employment'Services Programs 

. ( 

Studi es conducted over a peri od of more than forty yea rs have found 
1:hatuQ,employment and recidivism are closely.related for prison r~leasees;.' 
and other ex-offenders. 1 b, 19,21,50 As a result of these observatl ons, some 
resea~'chers ha ve ~r?pos~d that there is a causal '('el ati onshi p be:tween un- . 
employment and cnmlnallty.19 Other analysts have a.rgued that unemploy-' 
ment and recidivism are highly ~orrelated only because eaCh. is associat,~d 
with another factor (e.g., the Hlflu,ence of family members or a decision . 
to "go straight") 'which induces vvidespread behavioral changes./2 Still . 
other authors have suggested.that it is income, r~ther than emplOYment, 
which is the major variable affecting recidivism. 19,39.41. Although 
explanations var.y, t·he relationsnipbetween unemployment an.d recidivism 
has been frequently observed. '. . " i 0 

Despite the apparent importance of employment, His often difficult 
for pri son rel easees to obtain jobs. They face clvari ety of em'pToyment 
barr; ers, caused by poor work histories~l ow ski 11 levels" prejudice on thl~' 
part o'f potentialieniployers,' statutoryrestY'5ctio:;'~s andsimi)ar'factors~ '.' 
In addition, th~timeimmediatelyfollowing release frompriso~r may be 

, a cd tica 1 adjustment peri od ,requiri ng thereleasE)eto.(:\ea 1 successfu,lly 
with a large ·number of problems. . . 

Wi thoutassistance, releaseesmay·be ~nable to, overco~e the "many barriers 
hindering theireffol"ts tofirid jobs. Consequently,employmep.tservices prq­
grams h'ave :beenestab'l ished to assist prison releaseesi nObtai)),J ngtheeni­

.ploymerrt .. which is Oftencons;'dered essent;~l for red~ced recidivism .• 

"_·V,.. 

'-
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Empl Dyment servi.ces programs provide many different. types of assi st"­
ante,. These i rlcl ude:> , 

"'",.;,'assessnient of client needs-to analyze the c1i~nts' b~ckgroul1ds, 
ab';l itfes~interests ahd goal s and develop emp 1 oyabil ity plans 

,';, to assist them in pbtai,ning jobs; 

• counseling--to help clients implement their job plans and solve 
a variety of problems associated with successful community re­
integration; , , 

• job readiness training-to orient prison releasees to the ,world 
of work and assist then]i n developing the ski 11 s needed to seek 
and,;keep jobs; 

.,skills training-to help releasees qualify for oc<:::upations re­
quiring specialized knowledge; 

• .supported work training..,-to permit releasees to gain 
work experience in a II she1tered ll environment, before 
obtaining a 'regular job; 

• educational training-to teach releasees basic skills they 
, often lac,k (e.g., reading, arithmetic) or otherwise provide 

them with needed instruction; 

• supportive services-to help releaseesmeet such needs as 
housing, legal aid" medjcal attention, family assistance 
or welfare; 

• job development ...... 'to identify suitable employment opportunities 
'for releasees; 

• job placement-to refer releasees to appropriate job openings; 
'and' , ,. . 

• follow-up assEtance~~-to help releasees solve problems which 
, arise after e~ploymenthas been obtained. ' , 

" rnd'; vi dua l~mp 1 o:yment servi ce s programs provi de these servi ces ina 
,variety of combinatiqos. Some programs focus on a few services and ,refer 
clients to other organizati"ons for, anyadditfonalassistance needed,while 
other programs offer a coht!?rehensi ve array of empl Dyment services. There 
are alsQ," many diffel~.~ncesiil. the way" each service ;s provided:

c 

For example, 
~job readiness trai nihgma.ybe,\offered as: a two-week, seminar or one-day 
, wor:kshop, in cODj~n~tionwith);o~her serv~c~s. such as skills ~rain;ngor 
, as a separate actlVlty and as/eltheran lmtlal program 'serVlce or the 

" last.a?~istance, before job placement." ' 
" , ',' /l ' 

Despi,te this vari'atiqlinti~pes of serv:i ces offered, and manner of. 
,sey,;vice de,1~very, little)fts known~\about~he t~pes of s~rvices w~ich seem 

mosteffec"Cl ve or about the be,stways. to prOVl de. ahyglVen serVl ceo These 
,top,"ics have not been systemati ca,Ylyaddressedin past analyses. 

-vi.;. 
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Externa,' Factors 

There are a number of external . factors which affect program operat.ions 
and cl1ent outceJlilcs. One such factor 'is We universe of potent'iill clients" 
I\lthou9h a pr09ram can~L!to some extent, select frolll the illl;vers0. of po.tent'ir]l. 
clientstho~e whom it will serve, a program has relatively little influence 
on the overall size of that universe or the characteristics of persons 
within it. . 

In addition, certain lIenvironmentali' factors can either help or 
obstruct program efforts to assi st pri son rel easees. These, factors' incl ude: 

• the nature of local corrections and parole syst~ms,whose 
cooperation would make such program tasks as client iden­
tification and follow-up easier to accomplish; 

• the type and qual ity of other service agencies i'n the community, 
since .many programs must r~ly on other agencies to provide 
selected client services; and . 

• the nature of the local labor market, because client employment 
will be easiest -'::0 achieve in a prosperous economy, particularly , 
if employers have positive attitudes about hiring prisonreleasees. 

Although programs may have little control over these various' external ~ 
factors, the manner in which they adjust to them will influence the extent I 

of,services available to'c1ients and the degree to which clients achieve 
successful outc·omes. 

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 goals of most programs 
and thus.two of the major outcomes of interest. 

mo~t ~:~~r~r~~~~m~h:s~~j~r~~~ 6~t~~~e~~sW~~~hs~~~~~~~u~~~a;~a~~~~i,§??4,54,69 
This finding is of limited value, however,because programs rarely compare the 
placement outcomes of their clients with those of similar indivi~ua1s who 
did not receive program services. Therefore, the extent to which successful 
job placement should be attributed to the programs I interventions or'to other 
causes cannot "be determined. ., 

Moreover, placement rates provjdeon1y a limited assessment of emp10y-· 
ment outcomes. Other important considerations include job stabi1ity,(i.e., 
to extent to which employment is maintained) and job quality Ji .e., the . 
type of job obtained). 

A'number ~f studies have documented that re1easees' first jobs may 
beheld only a short time and .,that ex-offenders olacedin jobs through, 

. program assistance may leave themsopn after. 31 ,oO,ob,61 However, programs 
often do not analyze whether relea~ee5 become (and remain) unemployed or 
whether they obtain better jobs within a $hort time. Such information iS~I, 
crucial for adequate assessment of job stabi 1ity outcomes. 

:"vi i ~ 
I 
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A comprehensive analysis of releasees' employment adjustment would 
, consider job quality as well a's job plac~ment and stability outcomes.' Al­

though the importance ot: job quality has been widely acknowledged,30,45 such 
quali tyisoftendi ffi clil'Cto . assess:' Consequently, fewprograllls have 
analyzed this characteristic. 

hMos t programs assume that improving releasees' employment statuses 
will reduce their recidivism rates. Available analyses usually indicate . 

. that programclierits expe17.:lence lowerratesiofrecidivism than are commonly 
thought to Occur for ex-offenders as a whole. I ,9,12,14,24,76 . There has .' 
been much less analysis of the recidivism patterns (i .e., the . frequency . 
andsev.erityof crimescommi tted) of program cl i ents . Moreover, recidi vi sm. 
outcomes of program .clientsar~ rarely co~pared with.those of ~imilar groups 
of non-clients. Thus, little is, known about the programs' influence on 
achieving improvements in client behavior. 

Recommendations 

Recommendations which emerged from this study are as follO\'-/s: 

• conduct a follow-up analysis of client outcomes, as compared 
with'outcome~ of appropriate groups of non-clients; 

• prepare a "handbook" providing st8p,-by-step instructions 
on \vays to conduct evaluations at different levels of 
complexity and distribute this handbook to employment 
services programs; 

• analyze ways to improve linkages between the Department 
of Labor and the Law Enforcement Assistance Administration 
(the two majo.r funding sources of employment services 
programs for prison releasees) at the Federal, State 
and: 1 oca 1 1 eve 1 s ; 

.~:r<~ ~ 

• d:i~s.seminate usefuJ mateHals developed at. individual pro­
grains to other programs whi ch coul d use them; 

• assess ways to improve the linkages between staffs of' 
corrections facilities and employment services programs; 

• expand the employment services currently available to women 
re 1 easees; and . 

• explore ways to e~tablish jobcreatio~ programs for prison 
r.eleasees. 

These rec.ommel1ded activities would provide essefJtial information con­
cerning program impact,improve the present deli very of servi ces to .' 
prison releasees and test .the efficacy of new approaches for assisting 
individljals in making- thetransi,tion from prison to employment. 

, -v.i i i-
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I. INTRODLlCTION 

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. In some cases Phase I assessments will be 

follOl\fed by Phase II evaluation studies to collect the additional 

information considered warranted. 

Phase I assessments have six parts: 

• review of issues, existin~ literature and work in progress; 

• description of actual project operations; 

• development of analytical fram2vlOrk(s) for understandfng" 
major project types; 

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

• design of an evaluation for the overall program (if 
necessa ry); and 

• 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 {l Phase I study of cOllllllunity-based pro~ral11s providing 

elllp"'oYlllent services for prison releasees. In this chClpter the need 

for such progrClllls is considered, Clnd the earlier Phase I.study 
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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 empl~yment services to prison releasees 

evolved from the following observations: 

• 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. 

• 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 

below. In addition, the actual employment status of releasees is 

considere~ 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 life: 

locating a suitable place to live, re-establishing relationships with 

family and friends and finding a legitimate means of support. A 

releasee who has been removed from the cownunity for a significant 

period of time may also have difficulty adjusting to the pace and 

flexibility of life outside the prison walls. As a result, many 

n~l(,rt'ie(!s ('xpcl"ioncc "postrC'lC',l';C' shock. ,,1 
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Since releasees often have very limited financial resources, 

they have little 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 lifestyle for 

months to come. Thus, the first fe\AI 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 activity. 

2. The Employment-Recidivism RelationshiQ 

Studies conducted over a period of more than forty years have 

documented a close association between employment status and 

recidivism. One of the earliest analyses, published in 1930, found 

the "associ ation betv/een post-parole success or fail ure and success 

or failure with respect to employment vias very high." 2 More recent 

studies supported this finding, one concluding that "criminal behavior 

will be a negative function of the individual IS success in the labor 

market. 113 Another major analysis of the employment status and 

recidivism rates of prison releaseees found that Ilvariations in 

economic opportunity have a major influence on the rate at which adult 

males commit crimes." 4 A 1969 study of former Federal prisoners found 

that crime by releasees varied directly with their unemployment and 

that a positive relationship existed between arrest rates and unemploy­

ment rates of all age groups.5 Other studies have also documented 

that crime rates often vary directly with unemployment. 6 

The apparent relationship between criminality and unemployment 

has been explained in different ways. Some researchers have proposed 

that there is u causal rclationship between uncmployment and crime. 
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This viewpoint is 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 truly 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 ~decidedu to commit a 
crime rather than take a menial str.aight 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 IIgetting tired of hustl ing,1I or the influence 
of family, it affects both employment and criminal 
behavior. The decision causes the correlation.Qj 

Whether on2 beli"eves 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 employment 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 

C<lWiCd ily tll(~jy' ()\'111 ltlck of skills or other clef'iciencies. External 

(~ll1pl()'y1I1l~11L IhllTicl's inc"lllde: 
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• 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 employers hesitant to 
offer prison releasees jobs. 

• statutory restrictions-many statutes and government 
regulations restrict the employment opportunities of 
prison releasees and other ex-offenders. Occupations 
which require licensing are often closed to released 
prisoners, because of the qualifying requirements 
imposed by each 3tate.21 

• union discrimination--the lack of acceptance of 
releasees into various craft unions also limits 
potential employment opportunities. At the local 
level unions often have autonomy \'Jhich allovJs them to 
operate somewhat differently than national union 
policy may dictate. 

In addition, prison releasees may have difficulty obtaining jobs 
l 

because they lack needed skills. Such employment barriers include: 

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

• lack of specific occupational skills needed in the 
local labor market; 

• limited knowledge of job acquisition techniques, 
such as completing job applications or handling 
i ntervi evJS; and 

• l'imited orientation to the Il world of vJork,1l 
including the importance of punctuality, regular 
attendance, appropriate dress and good working 
re1ationships with peers and supervisors. 

These employment 1 imitations of offenders have often not been 

addressed during the period of impr~sonment. 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. 10 

Besides the employment barriers already discussed, prison 

releasees often have poor employment histories, characterized by much 
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mobility, low wages, and low work status. This is illustrated by the 

results of a study of inmates in State correctional institutions at the 

end of 1974: 

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

• 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. 

• Inmates' prior work records overrepresented such 
occupati ons as nonfarm 1 abor, operatives and servi ce 
workers and underrepresented such fields as pro­
fessional and technical workers, managers, adminis­
trator~, salTY workers, clerical personnel and 
supervlsors. 

Prison releasees also frequently exhibit psychological character-

istics typical of many disadvantaged persons who have experienced 

difficulty in adjusting to life 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; low frustration tolerance or tolerance for normal 

stress; inappr~priate aspiration level; inability to tolerate delay 

of rewards; impulsiveness; self-centeredne~s; broad mood changes in 

response to events; and negative self-concept, self-image, and self­

confidence. 12 Many 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 "disctdvantaged." [HJe has all of the deficits of 
the economically and culturally disadvantaged non-
o ffenclers, accentuated by (1) increased self-doubt; 
(2) formal and informal employment restrictions; (3) 
expcri (,l1ce in i1 IlOtl-rchabi 1 i tati vc pri son cnvi rotllllcnt; 
and (4) an almost irreversible label of "criminal" and 
tile i1CC()lllpllnyin~J ~Liumi1.}l/ 
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4. Employment Status of Rel easees 

In view of the many employment barriers facin~ prison releasees, 

it is not surprising to find that they often have difficulty obtaining 

jobs. This is shown, for example, by a 1976 analysis of the unemploy­

ment rates of recent parolees 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 

labor force were unemployed. Moreover, even those releasees who had 

jobs often experienced problems in maintaining steady employment. 

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. 15 

The time immediately followin0 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 pi'ison 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 longer. 16 

This difficulty in acquiring and retaining suitable employment 

may affect a substantial number of releasees in a given year. For 

example, during 1974 mo~e than 100,000 persons were released from 

Federal ancl StClte penCll institutions. 17 

,5 _~ __ ! !1~1.1gy ~!!..C~l_! __ S_QIY5S ~ 5...? r_0_~..r ll~l!.') 
Tn Il(~lp l'(~l(~d<;r~c~~ hecollic '.IlC:c;cs~;rlllly (~llIllloy(~d, IIldtlY P\·O~Jri.1I1IS 
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providin~ a variet.Y of services have been developed. A brief history 

of these programs appears in Appendix A. 

ElIlplo'ylllent services programs for prison relei1sees offer many 

types of assistance, includin9: 

assessment of releasees ' needs ancl development of • appropriate "employability" plans, to guide releasees ' 
efforts to become employed; 

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

• job placement assistance, to refer releasees to 
suitable job openings; 

• job development actIvities, to identify potential 
employment opportunities for releasees; and 

• 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 l 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.~., more than six months), rather than persons jailed for a short 

period or placed on probation. In addition, the study focuses on 

pr09rams vlhi ch are communit'y-based, rather than on those operati ng 

within prisons or in highly supervised settings (e.g., work-release 

pr09rams or hal fwa'y houses). 

Many operating programs and a number of past analyses are 

relevant to this study, even though the.Y have a somewhat different 

focus. For example, it is CO)1l1110n for pro~ra\lls to cons icier "ex-

offenders" ;IS OIl(' ~W()llP, w'i t:llol/ t d i frerell ti.l f;'i n~I il1110llfl IH"j son rc~ 1 ClISCCS , 
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persons jailed briefly or probationers. Such programs may provide 

valuable services to prison releasees, 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 ll have addressed 

prob 1 ems s i mil ar to those faced by communi ty-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 

provide employment services to prison releasees, three major data 

collection activities.were undertaken: 

• a review of existing literature and work in progress; 

• identification of the universe of employment services 
projects; and 

• 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 literature review covered existing evaluations or analyses of 

individual programs, related materials on vocational programs for 

inmates and non-offenders, comparative studies of:programs, and 

possible data sources for analysis of employment services programs 

serving prison rclcilsces. Milny of the cxisting studies wh'ich have 

cV(1llwtivc ililpliciltions hilvc iln(1lyzcd rroorillil opcr(1tions in a single 
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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 solely on 

community-based employment services programs for prison releasees. 

~~ost studies are of community programs that serve lithe ex-offend"er" 

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 

either client or program characteristics in order to assess the most 

effective kinds. of services for different types of individual s. 

Moreover, existing studies rarely compare the results achieved by 

clients with outcomes for non-clients who are otherwise similar to 

~rogram participants. Thus, it is difficult to attribute client 

outcomes to the programs'interventions. 

The lack of appropriate evaluation studies has been widely 

commented upon. A 1969 analysis decried the lack of consistent 

recordkeeping and the absence of reliable follow-up data. 18 A review 

of ten years of correctional manpower projects concluded that "a lack 

of concern with the interface between theory and program implementa­

tion has hampered projects in their attempt to create a cumulative 

picture of 'what works' and 'why,."19 Another study concluded that 

"\'Iith the exception of work release, most of the non-traditional 

manpower programs are experimental II and that "most 1 ack val idating 

research as to their results!~O That study also discussed the 

neect for eValuation and ohc;erved thilt little :lood evaluation had been 

dOllc' : 
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Critics have charged that there has been very little proper 
evaluation, no establishment of standards or criteria by 
which to 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
graills at a particular time. In 1110st, the evaluation has 
consisted of a presentation of operational statistics such 
as number entered, number trained, number placed, number 
employed, and number recidivating. In 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 limitations of existing literature, past 

studies do provide much information about types of services, manner of 

service delivery and operational 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: 

• Lavv Enforcement Assistance Administration (LEAA) 
regional offices; 

• State Planning Agencies funded by LEAA; 

• the corrections departments of all States; and 

• national and State or~anizations concerned with 
.ex-offender problems (e.~., the Fortune Society, 
NntionJl Assori~Lion of States Attorn~ys General 
dC.) . 
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In addition to programs identified through this survey, a 

number of employment services programs were identified through the 

review of relevant literature, from interviews with Labor Department 

officials, through an earlier ex-offender program survey conducted 

by the American Bar Association22 and from other sources. 

All programs identified were asked to complete and return a 

two-page questionnaire, which is included as Appendix B of this report. 

Information requested included: 

• program age; 

• number of clients served; 

• eligibility requirements; 

• sociodemographic characteristics of clients; , 

• services provided; 

• staff-client contact; 

• program success criteria; 

~ staff size and type; 

• funding source and level; 

• numbers of prison re1easees served; and 

• nature of contact with prison and parole officials. 

Besides the mail responses, selected follow-up telephone calls 

were made to increase the survey's coverage. A total of 257 programs. 

located in all parts of the country, completed the survey questionnaire. 

These programs reflect a wide variation in structure, service delivery, 

and relationship with the cOJlllllunity. Some rrograllls are associated with 

parole departments, others are adjuncts of the State Employment Service, 

while still others ilre part of i'l prime sponsor's Comprehensive Employ­

ment and Trili ni ng Pro9rarn. SOIlK"! rrograills a ttemrt to provi de as many 

('HlP 1 0YIl)('n t <; or'vi C('S as pos si b'l (' i n- hOI IS 0., OUley"; Y'(~ 'I y ,,'I most to t iJ 11 y 
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on referrals to other community employment services programs, and many 

provide some services in-house while referring cliehts to existing 

community agencies for other needed services. 

Detailed survey findings appear in Appendix C. Highlights of the 

results, based on programs I self-reported data, include: 

• Approximately half the programs 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 frequent limitations on client elibigility are 
that only ex-offenders are served (reported by 46% of 
the proqrams) and clients must be older than a certain 
age, usually 18 years (reported by 39% of the programs). 

• The 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
ices least likely to be provided (either directly or by 
referral) are transitional employment/supported work and 
vocational testing. 

• Almost 80% of the progra~s 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 th~ program was one 
to six months, and an additional 26% ofl:the programs re­
ported an average length 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). 

• About 60% of the programs have less than ten staff members. 

• 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 24% of the programs 
hnve budgets between $100,000 and $300,000. 

• The lIIajor rllnd'inq source rOt' IIlost pt'Ot)t"ulilS (S1X) 'is tile 
Fec\ertll <lovernlllent, fonm'icd' hy the Stnte <l0vernment (21%). 

• TIl(~ lllllllJH~t' or pr'j<;on rC'lc\(\<j(\('<j srrvr.d ov('r th(~ pflst Yl:i\r 
vdY'ied cons'idcrilll'ly itcr-()SS pro~wallls: of ilPPI'ox'illli\ te',y ~OO 
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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. 

• 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 selected for 'more detailed analysis. 

These programs reflect the full range of variation found in the 

program universe 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 two days at the programs. The 

first morning was spent interviewing the program director about the 

objectives and overall operations of the proqram, its relationship 

with other community organizations, 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, intervievJs 

were conducted with representatives of the local criminal justice 

s'ystem, officials of the employment services system 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 included poli~e officials, parole officers, Comprehensive 

Employment and Trainin9 Program staff, National Alliance 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. Orqanization of This Report 

This report is organized in terms of the analytical framework 

shown in Figure 1. As illustrated, clients are identified in several 

y;ays and may recei ve a vari ety of servi ces by programs tryi n 9 to achi eve 

their goals while using certain fixed resources. Programs are affected 

by a number of external factors (e.g. ~ nature of local labor market) 

over which they have little 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 

a\'e referred to programs, recei ve services in accordance with program 

goals, are channeled to employment opportunities and are assisted in 

adjusting to employment, once it has been obtained. Topics discussed 

include: 

• the m(\nner in which programs provide services during the 
various stages of client participation in the pro9ram; 

• the IIwjor assulliptions underlying the provision of clHfer­
ent services; 
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• the present state of knowledge (including identification 
of important knowledge gaps) concerning the efficiency 
and effectiveness of the various program activities; and 

• potential analyses which would improve the present 
state of kno\'Il edge 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 It/hich may affect 

program operations. These include: 

• the size and characteristics of the potential client 
universe; 

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

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

• 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 proSJram effects on the surrounding community are 

also assessed. 

Chapter VI reviews major findings of the study and suggests 

several afeas for future research. Of particular importance is the 

need 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. 
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II. 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 knowledqe concerninq proqram operations and possible 

analyses which would fill important knowledge qaps. 

A. Goal s 

.. The primary goals of most employment 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 

operational objectives related to the general employment and recidivism 

goals, such as placing a certain number or percentage of ,lients in 

jobs or achievin9 a specific recidivism rate. ror example, Employ-Ex, 

Inc., i.1 cOllllllunity-bilscd program in Denver, Colorado, has established 

Lwo lIIain er'recLivcness olJ,jccLiv('s: to reduce \"cchliv·islII of pro~jrall1 
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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 

school. 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 program. One such program, Helping 

Industry Recruit Ex-Offenders (H.I.R.E.) of Minneapolis, Minnesota, 

has established several primary program objectives, each \'.Jith minimal, 

expected, and optimal 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 

program1s goals are to dnvelop 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 placements. 25 In some cases 

programs establish such broad goals that evaluation of progress toward 

achieving them is virtually impossible. 

Even though a pronram may possess adequately defined goals, these 

1l1ClY he IIndcrstood only hy the director. Pronram C1dlllinistrators SOIllC-
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For example, a management audit of a Decatur, Illinois, employment 

services program concluded that, although the program had written 

organizational goals and objectives" these were not clearly understood 

by all staff members. Additionally, the process of setting objectives, 

their implementation and their effect on the program's goals were 

misunderstood by ~ome 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 client 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, 

includinq types of services delivered and methods of identifying potential 

clients. 

8. Client Identification Methods 

1\ prereCluisite for a successful community-based employment services 

program 'is the identification of appropriate and sufficient numbers of 

clients. This m~Y be accomplished in several ways: 

.. The proqram ma'y identify potential clients by visitinq 
loccll prisons unci othel' corrcctionul filcilitics . 

• The pri son staff ma'y refer inmates on furl oU~lhs to the 
pr'o~jriJln before their rc;lc'ilse or recolllillend th<1\: they con­
Li.lcL iL tlrLer y·eh~ilse. 
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• Parole officials may refer clients to the program. 

• Staff·at other community service agencies or organizations 
may i denti fy ex-offenders and refer them. 

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

• Releasees may appear at the program on a "I'lalk-in" basis, 
as a result of having heard about it in prison or in the 
community. 

Most programs identi fy c1 i ents 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 in idE:ntifying potential clients for the programs. 

1. Program Visits to Prisons and Correctional Facilities 

Many progr~ms attempt to cOhtact potential clients before they are 

released from prison. Staff will visit prisons and interview prospective 

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 important 

to establish contact prior to release, so that the releasee will be 

aware of the opportunity for help immediately 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 the; r return to the community. 

Many programs assume that inmates need more counsel ing support 

dltr"inq tll<: pn~-rel(\(1sc perind tJwn institlttinnill counselors provide. 

They therefore 11lilke rC!lular v'isits to prisons to counsel inmutes in any 'Ii 

dY'ed!> vJIH~Y'e Liley Cilfl pY'ovide JssisLance. These conLilcl;svary consider-
, ~ .. 

dbly (lcross pr'()~IY'iJIIIS lind depend on i;lvana!J'le staff t-iIIiC unci proximity 

of tile PY"j SOil. 
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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 servin~ inmates while they are still 

incarcerated. This may include locating jobs for prospective releasees 

or identifying training opportunities and enrolling inmates at times 

to coincide with their release. Employment services programs sometimes 

conduct classes for interested inmates who are expecting release. 

Project H.I.R.E. in ~1inneapolis, 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 

Programs 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 client 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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furlough is especially important for inmates who must have a job in 

order to secure release on parole. According to a recent survey, 38 

of the 50 State parole boards require inmates to have a job in order 

to be granted paroles. 28 As a result, an inmate will often accept 

any job in order to gain release and may be unemployed soon after. 

When inmates receive furloughs, community-based employment 

services programs can assist them in locating suitable employment. 

B~cause the program can interview the inmate in depth before release, 

its staff can spend time locating an appropriate job opening while 

the person is still incarcerated. Such program efforts not only help 

the inmate secure release on parole but can also help the inmate 

obtain a better job than would otherwise have been acquired during 

the furlough's limited time period. 

In several States, parole boards are becoming more cognizant of 

the problems surrounding parole job requirements and have allowed a 

service commitment by an established community-based employment program 

to represent a valid substitute for actual employment. 

The furlough method of client identification poses certain 

problems. Sometimes interested inmates are unable to obtain furloughs 

to visit employment services programs. In other cases, if initial 

program efforts-to obtain a job for an inmate do not succeed or if the 

p(ograni needs more information, the inmate may be unable to secure'a 

second furlough. 'In these cases, the advantages of personal inter-

action are lost unless the program can interview the inmate at the 

_ prison. 

3. ,Client Identification by Prison Counselors 

In IIlany cOllnllunities IJrograril staff llJay not possess, the time or be 
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sufficiently close to prisons to conduct in-prison interviews with 

ptospective releasees. Additionally, the prison officials may not 

release inmates on furlough to look for employment. In these 

circumstances community-based programs often rely on institutional 

counselors to refer releasees to the program. 

This process may be informal or routine and mayor may not 

involve regular contact between program and prison 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 

releasees to contact it, the program may fail to make contact with a 

large 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 

any form 0;- corrections supervision. Those under supervision may 

often be referred to the program by their parole agents. 

4: Client Identification by Parole Aqents. 

A ~reat ~any'of the persons assisted by employment services 

programs are referred by parole officials. T\</enty-eight percent of 

, the 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 referral 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 

befor~ the parolee is referred. 

Often, whether a parolee is referred an employment services 

program wi 11 depend on the identity of the parol e agent to whi ch the 

parolee is assigned. 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 \'/ho are experiencing serious employment-related problems. 

Moreover, parole off~cials sometimes do not 'follow up on referrals to 

employment services programs to ensure 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-6ffenders 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 

Rrogram staffs as well as more efficient client processing. 

A controversial issue associated with client referral by parole 

offici~l~ concerns the impact of pressure by parole agents on 

·parolee. outcomes.' Program staff often state that parol e agents "force" 

releasees to appear at the program by threatening them with, parole 

violation if they do not. Many program staff members assert 

·that the' great majori,ty of the parolees I"ho are "forced" into the 

prograill lack the' lIlotiv'ation 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 need 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 pressured into program participation versus those who were 

not so influenced. 

5. Client Identification by Other Service Pro9rams 

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 an 

appropriate program. 

Referral procedures vary. Staff of a communi ty agency, such as 

a drug or alcohol treatment program, m'ay telephone an employment 

services program and notify the intake staff that they are referring 

a p·erson. In some cases, they may provi de background i nformati on 

about the person during this initial conversation. In other situations, 

,staff from a community service agency may accompany persons to the 

employment services program. 

Referrals by other agencies often depend upon the personal 

kn?wledge of the individual staff member interviewing an individual. 

The extent of knowledge about an existing employment services program 

may vary considerably among staff of the same agency. Additionally, 

. some c0l11llluni ty agenci es do not try to i denti fy ex-offenders. In 

,these, instances, the ,releasee might never be referred to an available 

elllp'J oililenL serv'j ces pI'O~lralil. 
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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. "I'ialk-in'.' C.lients 

Some program clients may not be referred by any specific indi-

viduals, such as prison counselors, parole agents, family or friends. 

They may l~arn of the program themselves as. a result of program 

outreach efforts (e.g., brochures left at community agencies or 

speeches made by program staff). In other cases, they may have been 

served by the program in the past and wish additional assistance. 

.Some programs do not serve "walk-ins." Instead, they require 

releasees to be referred by one of a number of community resources . 

. Even those programs which do serve "walk-in" applicants rarely 

identify many of t.heir clients in this way. This is partly explained 

by the fact that."walk-in" applicants have not been screened for 

motivation or eligibility, as is often done for referrals by parole 

agents, prison officials or services agency staffs. Therefore, 

"y-Jalk-in~1\ are more like.ly than other potential clients to be 

inappropriate ~r ineligible for service. 

8. Effectiveness of Various Client Identification Methods 

The· relative effectiveness of client identification methods lias 
. " 

.rilrcly heen 11l1111yzed. I\ssessrnent of c1 ient outcomes as cOIll[1arecl with 

VilY'ious c·, iCIlLidenti f".icat-ion methods cou·Jd "illd·icate the identif·ication 
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techniques which result in the most and least 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 number 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 

client universe. Such analysis would also have to consider the 

program1s financial and staff resources, since low penetration rates 

would be expected for programs too small to serve all potential clients. 

C. El i gi bil ity and Pro~ram Intake 

1. Methods for Eli9ibility Determination and Intake 

\~hen releasees appear at community-based employment services 

programs, they are usual Ty referred to desi gnated staff members for 

intake services, which incl~de those associated with program applica­

tion and eligibility. Even programs with very broad eligibility 

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 c,lient acceptance. Eligibility criteria depend on 

the purpose and des'i gn of a program. A survey conducted as part of 

'this study obtained data on the client limitations at 257 programs . 

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

to 0.x~()ff(~ndc r stat.us·. The next most freC'juently used cri teri a 

concern age and residency reC'juirements. 
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TABLE 1.--Client Limitations Reported by Programs Serving, Prison Re1easees 
(N = 257) 

Pro~rams Report'i ng 
. Limitations 

LIMITATION Number Percen,t 
-

'Only serve ex -offen de rs 117 46% 
, , 

Only serve persons recentl~ released from pri son 30 12 

Only serve clients older than a cet:~ai n age 
j 

101 39 

Only'serve cl ie.ntsyounger than a certai n age 14 5 

'Onlx ~ 'rve males 25 10 

, On ly serve femal es ' 8' 3 

On ly serve people on probation or pa rol e 30 12 . 
Only serve residents of the same county where 50 20 

pro~ram is located' -

Only serve persons released from correctional facil ':" 17 l 7 Hies in the same county where progl~am is located 

Oniy serve persons released from cOt'rectional facil- 31 12 iti es in sa.me State where program is located 
-~~ 

Do not serve persons convicted of: 
, Homi ci de " I 8' , 3' 
, Rap~ or other sex crimes 13 5 
Serious; assault ' . 19 7 
Armed robber.l: 7 3 

, ' 

, Only -serve persons II/hose previous incarceration was 6 " 2 
was less than a certain nunlbe r of yea rs .. -

'. 

'Other 1 imitati ons 123 48 
"---' 

NOTE: A prOITram may have more than one limitation on clients who can be 
served . 

" 
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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 

residency requirenlents of a city- or county-specific nature, which 

are often due to funding restrictions. 

Fundi,ng restrictions may limit client populatio'ns in a number of 

ways. Many employment services programs are funded by local prime 

sponsors under the 1973 Comprehensive Employment and Training Act 

(~ETA). In such cases, program cli~nts must meet the same eligibility 

criteria as other non-offender CETA appl'icants. These usually include 
• 

being unemployed or underemployed for a previous period of time, 
~ . , 

living within the jurisdiction administering the CETA program, and 

being over ,a mi,nimum age. 

Other community programs are connected to the State Employment 

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

Cli'ents consi'dered "unemployable"and th~ls ineligH~le are those 

who are: 

• active ly i nvo 1 ved in dru,9 abuse; 

• active alcoh~lics,:~spe~ially if not enrolled in a 
treatment pro~~am;·or 

. . -
• persistently d'is'ho~.est in de.a'ling with program staff. 30 

Some offender enip 1 oyment' setv ices programs are funded by State 

Departments of Vocational RehabiJ'itation (DVR). Eligibil'ity criteria 

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

, vocational rehabilitation services: 

• The client ll1us't possess i'l phYpicCll o\~ ment"l disClbility. 
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• The disability must constitute a sUbstantial 
vocational handicap. 

• The client must have the potential to return to 
gainful, competitive employment as a result of 
program services.ill 

Programs funded by corrections agencies often serve only certain 

portions of the releasee population, e.g., parolees. Other programs 

Inay establish priorities of client eligibility, depending upon client 

status within the criminal justice system. For example, Employ-EX, 

Inc. in Denver tries to serve those persons most likely to recidivate, 

because the program believes they are most in need of service. 

Consequently, persons most recently released from prison are served 

first, and dischargees released more than 18 months ago are not given 

priority. 32 

Programs may also establish informal eligibility criteria based 

on applicant motivation. If the intake staff believes that a person 

has been "forced" to appear by a parole officer and does not wish to 

work with the program staff, the applicant is ofteri rejected. 

Programs use different means to assess client motivation. 

Although motivation may not be a formal eligibility reqUirement, it 

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

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

Electrical Science, an employment services program operated by the 

yhiladelphia Urba~ Coalition, places all new clients in a 3D-day 
-

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

'appropri ateness for the program. 33 Some programs do not offi ci ally 

. enroll clients until they have returned two or three times and thus 

evidehced interest an~ motivation. 
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Community-based programs sometimes have no formal eli gi bil ity 

criteria and accept "all" releasees who apply for aid. These programs 

do not engage in any "creaming, II 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 

"successful . II Because of thei r "open door pol icy, II these programs 

expect a higher "failure rate. II 

The identity of the staff member'performing intake varies. Often 

a specialist is employed to collect intake information and conduct an 

assessment interview. All applicants are referred to this person, 

who supervises the completion of a program application, conducts an 

assessment interview and makes initial decisions concerning eligibility. 

Small programs may utilize whichever staff members are available to 

perform the 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 

from DVR staff during the intake process. 

The specific ,information collected at intake varies from program 

to program, although general categories of information are often 

similar. Frequently, the specific type of data collected depends on 

the requirements of programs I funding sources. However, many programs 

collect ,the following intake information from applicants: 

• personal data, including name, address, age, 
~arital status; health, etc.; 

• criminal history, including previous convictions, 
dates convicted, sentence lengths and institutions, 
courts in which convi.cted, current criminal justice 
status, and current parole agent; 
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• vocational interests, including present employment 
interests, ultimate job goal, past participation 
in manpower programs, and job-related skills and 
aptitudes; and 

• educational 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 process. For example, a 1971 study concl uded: II Few [offenders] 

experienced any satisfaction or rewards from structured interviews. 

All reacted negatively to intake workers and counselors who gave the 

impression of being wedded to pieces of paper and more concerned about 

gaps in information thai,] individual needs." 34 

-Sources of information on the applicant's background include 

the parole officer a~d the institution where the releasee was 

incarcerated. In some cases parole agents send relevant information' 

to the program with the applicant. 

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

knowledge about t~~ pre-intervention attitudes or abilities of clients 

, in certain areas for compari son with scores after program i nterventi on. 

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

Science in Phil'adelphia compares client scores on vocabulary, arith­

m~tic,' and job readiness ability tests at intake and after training. 35 

The intake p}~ocess is usually accompanied by an orientation to 

the r)fClflram. Some pro9rams may consider orientation a separate 

procr~5!;" wId 1e others lllily rely on institutionill counselors or pi1l~ole 

, ' 

,agent.s to orient applicants to the pro~ram before they arrive. Also, 

some PTogrJIIlS u'j sseillinate progrD.1Il uescri pt'j ons withi n, the pr'j son (s). 
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Regardless of the technique, programs usually try to ensure 

that applicants understand the objectives and services of the program. 

Points usually exp1ained include program goals, staff responsibilities, 

client .responsibilities, the client flow process, reasons for expulsion, 

program participation requirements, program completion requirements, and 

program duration information. 

After a determination is made concerning an applicant's eligi­

b~lity, 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 local State Employment Service 

Office, a Comprehensive Employment and Training Program (CETP) , 

the welfare office, charity-sponsored emergency need centers, drug 

or alcohol treatment programs, or other ex-offender programs. 

The manner in which programs perform this referral varies. A 

program counselor may review a community resource manual with the 

releasee to ensure an appropriate referral. For example, staff at 

Operation DARt in Chicago use a Resource Manual summarizing all 

community agencie~ in the Chicago metropolitan area in order to refer 

ex-offenders to an appropriate resource. 36 

In other instances, the amount of effort expended on the referral 

of an ineligible applicant may largely depend upon the interest of 

the counselor or staff member involved. Some may merely suggest a 

'program a~d gtve the releasee its name and address, while other~ may 

telephone the program, notify a contact person of the referral and 

make an appointment for service. At some programs referrals are 

,arranged by spe'cific staff members who specialize in certain service 

areas.' For example, this is done at Project MORE in New '-laven, 
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Connecticut. Depending upon the intake interviewer1s assessment of a 

releasee1s needs, 'the person is sent to the appropriate staff member, 

who in turn makes the referral to another agency.37 

2. Potential Analyses 

There are a number of potential analyses which would increase 

existing knowledge about eligibility and intake procedures. One 

important area in which programs need increased knowledge concerns 

t~e a~propri~teness nf their eligibility criteria and of the clients 

they'areserving. An analysis of the intake process would help 

pro9rams understand both who was being served vs. who was being missed 

and whether intake procedures were efficient. Major questions to 

address include; 

• Are significant portions of the releasee population 
being missed because they are being judged irieligible? 

• 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? 

• 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 

modifications, sothat more of the potential client universe can be 

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

t~at cli~nts bei~g under-represented are given more service; adjust 

the length of the'intake process to retain client interest without 

sacrifi.cin9 minimum data needs; and modify the intake procedures, so 

that fewer c1 ients drop out of the program . 

. ' 
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D. Overview of Program Services 

Community-based employment services programs aiding prison 

releasees provide the following types of services: 

.-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. 

• Counseling--Counseling usually consists of individualized 
vocational counseling by an assigned staff member. 
Together the counselor and the client attempt to meet 
the client'sneeds and vocational goals . 

• Job Readiness Training-This training usually provides 
the client with advice and techniques for seeking and 
retaining a job. 

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

• 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. 

• Job Development-Programs may develop relationships 
with area employers and search for specific positions 
to which clients can be referred. 

• -Job Pl acement-Most programs attempt to pl ace cl i ents 
in job~ often on an individualized basis in which a 
client's abilities and interests are matched with a 
position 1 s prerequisites and duties . 

• F.ollow-up Support-This support, provided to clients 
after they have secured jobs, helps them to cope with 
~ny proble~s encountered on the job and thus gives 
them a better chance of retainin~ their employment. 

Some pro!,]rams, in addition to providing some or all of these 

'services, provide clients with additional assistance, such as voca-
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Electrical Science, operated by the Philadelphia Urban Coalition, 

provides clients with skills training. 38 Most proprams, however, 

rely on other agencies to provide such training to clients. 

Another specialized approach is utilized by Atlanta's Assistance 

to Offenders; Inc., \'Jhi ch focuses on the supported work concept. 

Participants work in structured, closely supervised settings through 

which the~ can both learn good work habits and establish a work 

h.i story. 39 

The number and extent of the services provided often depends 

upon program philosophy and available resources. In addition5 the 

emphasis placed on a particular service often varies greatly across 

proqrams. For example, many pro9rams provide clients with job 

readiness ~raining services, but the time allocated to this training 

differs considerably among pro~jrams. Employ-Ex,. Inc. in Denver 

offers a one-day Job Preparation Workshop, a Baltimore program 

devotes one week to job preparation, and the Parolee Rehabilitation 

Employment Pr6gram (PREP) in Columbus, Ohio, provides a two-week 

job readiness training class. 40 

The following sections discuss the various services offered by 

community-based employment servi ces programs, i ncl udi ng methods of 

implementation used, what is known about the effectiveness and 

e,fficiency of services provided, gaps in the state of knowledge, and 

'potentiat anaiyses which c'em be used to assess service provision . 

Althou~h these services are discussed separately, they are often 

provided, in combination during the course of a client's participd­

tion in .a commurlity-based elllplo'y11Ient services program . 
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E. Assessment of Client Needs 

1. Methods of Implementation 

For those a~plicants found eligible for the program, the assess­

ment p~ocess 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'lientis 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. 4l \ 

This program asks clients to rank order: 

• factors affecting the amount of satisfaction they 
get from a job, such as advancement possibilities, 
salary, hours of work, co-workers, security, and 
dOing- enjoyable \>/Ork; " . 

• types of work relationships which would prove most 
satisfying and challenging, such as l.vork \Alhich 
involves "influencing other people," "working with 
hands and doin~ 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-seeking factors, work expectations, 

particular 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 bas)s for continued vocational counseling . 

SOll1e programs suppl omen t detail eel assesslllent i nte'rvi ews 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 

El~ctrtcal Science 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. (Excepti ons are made, ho\'vever, for appl i cants with 

e?<tremely high level.s of motivation). 42 

Other programs use test results in the career planning process. 

Counselors study the scores on the individual tests to determine client 

strengths and weaknesses, employment rotential, and human service 

~eeds (e.g.,. education, peer relationship counseling, money management, 

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

"employabilitv plan." 

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

standardized tests utilized by professional vocational rehabilitation 

or employment 'workers. Standardized tests include the MMPI (Minnesota 

Mul t-iphasic Person,al ity Inventory), the GATB (General Aptitude Test 

Battery), the BETA, the \~RAT, and the Moony. Programs us i ng thei r 

own tests usually focus upon vocabulary, spelling, arithmetic and 

reading. 

Tests developed by the Experimental ManpovJer Laboratory for 

'Correctiohs (tMLC}, primarily as predictors of criminal behavior, 

have begun being used as assessment tools by staff 'at some employment 

s(;(vices' pro!]rallls. These tests are the Environmental Deprivation 

',Scale (E.OS) , the 'Weekly I\ctivity Record (W\R) , and the r~al adaptive 

llelt<lviul' I{ecot~d (Mlm)., 
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The EOS, as one example, was originally developed 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 Experimental Manpower Laboratory for 

Corrections for use in the analysis and prediction of criminal behavior. 

Accordin~ to researchers who validated the instrument on a sample of 

nearly 300 rel eased offenders, lithe EOS pi npoi nts 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 EOS for assessing 

releasee needs in the community: liThe EOS should be most helpful to 

probation supervisors and related workers in systematizing basic 

information about an individual so that his areas of strength and 

weakness can be utilized and treated. The scale also permits the 

user to discriminate between those who need minimal assistance and those 

who' requi re the maximum. 1144 

The areas included on the EOS are: 

• employment-I'JOrk history for a specified time period; 

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

• debts--client's financial obligations and behavior 
in meeting those obligations; 

• job participation-degree of the clients' job involve­
ment, if employed; 

• job status--amount of pride the client takes in the job 
ahd perceived importance to the organization, if 
employed. (e.g., is client satisfied with job?, how long 
has job been held?, can client expect promotions?); 
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• hobbies and avocations--hobbies and non-occupational 
leisure activities in which client participates and 
is proud of participation, indicating support 
received from these activities; 

• education--formal education; 

• residence--degree of client's satisfaction and pride 
in residence and the neighborhood; 

• church-frequency of attendance at rel i gi ous services 
or functions; 

• other organizations-extent to which the client is 
" obtaining satisfaction from belonging to organizations, 

clubs, sporting groups, or other organized groups; 

• friends--extent to which client has friends for 
discussion of important matters (excluding friends who 
encourage socially unacceptable behavior); 

• relatives--degree of behavioral support client receives 
from relatives outside the immediate family; 

.• parents--amount of behavioral support client receives 
from parents; 

• spouse-"degree to whi ch c1 ient has a behavi orally 
satisfying relationship with spouse; 

• chi 1 dren-extent of support provi ded by c 1 i en tis 
children; and 

• fear--client's plans for the future and self-estimate 
of ability ,to handle current and future problems. 

The EOS is a behaviorally oriented instrument and m~y be of use to 

community-based employment servi ce programs. However, the effective­

ness of the £OS· as a means of assessing releasee problems and 

p)annihQ intervention strategies has not been systematically evaluated 

. for cli~nts of employment services programs. 

Other assessment instruments have been developed in recent years, 

" although" none was tested specifically with ex-offenders. One such 

"assessment inst~ument is the Vocational Opinion Index (V.D.I.), which 

assesses cli~nt's job ~eadiness. 
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The V.O.I. is a psychometric instrument, designed to measure the 

attitudes toward work or IIjob readiness posture ll 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.O.I. was administered to more than 2,000 trainees 

from 13 skills cent~rs 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. 

V~riables investigated in the development of the V.O.I. related 

to client at~itudes, living situations, vocational backgrounds, and 

mental and physical health. Researchers concluded that: 

• The ability to reliably differentiate the work status 
of individuals based on the V.O.I. is significant 
because it permits detailed study of the "Job Readiness 
Posture ll (JRP) and how it relates to transition to work. 

• JRP correlates significantly with work status. 

• V.O.I. provides the possibility of isolating potential 
IInon-workersll at the beginning of their training, thus 
enabling the skills centers to provide them with supple­
mentary services. 

• 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 leaves the 
program.45/ 

Although the V.O.I. was not tested on releasees, it was assessed 

with a disadvantaged population having many of the characteristics of 

. ex-offenders. The V.O.I. could be utilized for assessment purposes 

hy (my' prnn\~i1ll1 for VJldch job reudiness is C\ 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 influenc~ . 
the empl oyabil ity pl an developed by the program assessment \.'!Ork~r or 

counselor together with the client. 

2. Potential Analyses 

Little is known about the relative effectiveness of various 

assessment methods. Pro~rams currently hClve 1 i ttl e to gui de the;; in 

selecting assessment techniques, e.g., in-depth interviews; interviews 

and standardized tests, program-developed tests, etc. 

If programs decide to utilize some form of testing to'~ssess 
'. 

clients, they often do not know which tests are best for whith purposes. 
. ' 

Pro~rams may use standardized tests merely because,they are "accepted" 

vd thdut eva 1 uati ng the tests I useful ness tp'" the programs. To ana'iyze 

the eff~ctiveness of differ~nt te~ts, programs touid: 

'. analyze staff opinions of the relative merits of 
various assessment tests; or 

, ' 

• determine the percentage of staff who actually 
. utilize test r~sults in working with ,the clients~ 

Where test results are used to make'deds.'ions regaYding the 'development 

,of client'''employability'plans," one might assess the relationship 
• • 

,between the tests uti 1 i zed and th:{~ appropri ateness. of the acti on taken. 

'To assess the efficiency of J10:ed,;: .. hssessment methods, programs 

mi!lht conduct a cost analysis. V~riabh.~s considered I'JOulcl include 

'avcrar!c,'~tllff :til1l(~ devotee! to as'seSSlIlent, cost of production of 

assessment· materials and average numbel' of clients undergoing needs 

. [lSSeSSlIIetlc over a specif'ied t-irne period .. 

, .. 
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F. Counseling 

oJ. Methods of Implementation 

After intake and"needs assessment, clients are usually referred 

to a counselor with whom a relationship is maintained throughout program 
" participation. The counselor r~~erral is often determined by current 

caselpads. However, othel~ variables may influence the decision: 

• If a client has an arqent need in an area where a 
counselor possesses special expertise, the client 
wi 1.1 be referred to that counselor. 

• If a clieni has difficulties with English, the 
releasee iTlay be referr'ed to a counselor conversant 
~n the native language. 

" t 

• 1f a client has been to the progfam previously, 
the client will probably be referred to the same 
coullse lor, as before. 

The scope and purposes of tounselin9 vary across programs and 

sometimes even within the same program. However, counseling usually 

includes assistin~ clients in assessin~ t~eir 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 occurrin~ dUring participation in the program. 

The need for counseling is based on several assumptions: 

• Prison releasees returnin9 to the community will 
encounter personal and readjustment problems, 
and one of the most important of these is unemploy­
ment. 

• ro assist releasees in overcoming these problems, a 
relaticinship with a pro~ram counselor should be 
establ i shed., 

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

'/\ major variable in counselin~ approaches is the frequency and 
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length of counseling sessions. Some programs visited in the course of 

this study require clients to attend counseling sessions once a month 

while maintaining regular telephone contact. Other p~ograms mandate 

counseling sessions once a week. Still others are unstructured, 

requiring no set frequency of counseling sessions as long as counselors 

maintain steady contact with clients. Depending upon client needs 

and staff time, counseling sessions may vary in length from 15 

minutes to more th~n an hour. 

Most programs believe that more frequent or more extensive client­

counselor contact will lead to stronger inter-personal relationships, 

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

this hypothesis has not been systematically tested. 

'In addition to 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 

typ'es 'of experience (e.g., former parole officer, prison counselor, 

manpovJer program ~mpl oyee). In additi on, most programs have at 1 east 

one ex~offender on the staff. 

The usefulness of ex-off~nder counselors has been widely discussed 

in the ,existing'literature and at employment services programs them­

selves: Ex-offenders are often considered to make good counselors, 

, 'because, they c'an iflore easi ly i denti fy with the cl i ent. Thi s may 

result-hath in greater understanding of the client's needs and in a 

, lesser l'ikelihood of,being manipulated (or "conned") by the client. 

,AdditJonally, some p~ograms think that clients may be more at ease 

with ex-offender couns'el ors, that thi s wi 11 1 ead to greater honesty 
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and openness in the counselor-client relationship and this will in 

turn result in greater levels of client success. 

Ex-offender counselors may pose problems, however. One' prob 1 em 

which may occur "from 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 iestablishment,i [which] 

becomes the scapegoat; no behavior change is demanded, and no responsi­

bility is accepted,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 counselors. 

Such staff members may resist efforts to train them in counseling 

techn1ques. In addition, ex-offenders may experience a number of role 

confl icts,. caused by having "establ ishment" jobs where they deal with 

cl i ents experi enci ng a community readjustment whi ch the ex-offender 

counselors may have undergone themselves quite recently. Also, in 

some 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-offender 

counselors; 

Despite possible disadvantages of ex-offender counselors, most 

rrogra~directors agree that they can be a valuable asset. Directors 

usually report that staff are not hired because they are ex-offenders 

but rather because they possess other attributes likely to make them 

good couhselors. Moreover, some directors have expressed reluctance 

,to hire ,lithe professi,onal ex-offender counselor," an individual who 

seeks 'elilp 1 uYlllen t only 'at programs servi ng ex-offenders and develops 
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neither career goals nor a non-offender identity. Indeed, Assistance 

to Offenders, Inc., in Atlanta, Georgia, requires ex~offender staff 

to leave the program after a certain period of time. 47 This is done 

to pre~ent ex-offender staff from developing an unhealthy dependence 

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

and career aspiratlons. 

0ualities considered necessary for an effective employment 

s~rvices program co~nselor, 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 flexibility.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 their time is spent on such paperwork. As at 1971 

study 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
C"juirements ... 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 provide~ scant useful feedback to program opera-
to~s . 49/ 

Oesp-ite the ill.lportance of counseling in many programs, there have 

.. been fe~1 efforts to evaluate the counseling function or individual 

counselor performance. However, one program which conducts such 

'analy5i~ is Project H.I.R.E. in Minneapolis, Minnesota. 50 Each 

program staff member is rated in three areas: skill development, 
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relationships, and accountability. Each of these factors is rated 

through supervi sory, peer, and/or cl ient responses. ·Accountabi 1 ity, 

which assesses performance in meeting expected position-specific 

goals, ·is the most important staff evaluation fa~tor, weighted with 

70 points. IIRelationshi ps ll accounts for 20 points and Iiskill develop­

ment,1I 10 points. 

The accountability rating for all counselors \,Jith active case­

loads is'based on eight primary objectives and their associated 

performance goals. Minimum acceptable levels and optimal ~xpectancies 

are set for ea~h goal, and 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: 

• openness to influence; 

• constructive initiative; 

• decisivenes.s; 

• fl exi bil ity; 

• communications; 

• confidence; and 

• dependability. 

Client responies include both opinions of the quality of services 

received from the counselor and general, open-ended comments. 

The'skill development factor is rated more subjectively. Counselors 

.are expected to ident.ify specific skill areas and indicate the efforts 

they vrill IJlClke over the review period to develop that .skill. After their 
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TA8lE 2.-Accounta.bi1ity Factor for Counse1inq Staff at Proiect II.I.R.E., 
t·1i nneapo 1 is, ni nnesota 

PRIMARY OBJECTIVES 
I 

EXPECTED GOAL 

I====================-==----·---------.::-~,,· 

1. OBTAIN STAGlE EMPlOY~1ENT 55% of all tenni nees 
The percentage of ten11inees \,,1ho obtain full time, 
unsubsidized employment (at least 30 hours per 
\I/eek) throu~h 90 days after initial n1acement. 

2. OBTAIN JOB PlACE~'lHIT ONLY 10% of all terminees 
The percentage of 'bermi nees who obtai n a full 
time job, unsubsidized, but do not complete 90 
days of retention. 

3. OBTAIN OTHER EMPLOYMENT 
The percentage of tenninees who obtain part time, 
seasona], temporary, uns ubsi eli zed employment. 

4. ,OBTAIN OTHER r'1M1POHER SERVICES 
The percentage of terminees who obtain subsidized 
(It/ages supplemented by CETA) employment; voca­
tional education or training, or another' CETA 
funded nroqram 01 acement . • • I _ • 

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

5. OBTAIN REASONABLE WAGES 
Average earnings per hour at termination from 
program. 

6. ORTAnl OTHER .L\PPROPRIATE Cm.'i~1U;!ITY SERVICES 
The percentage of non-positive terminees who 
are referred to and accepted by another com­
munity servi ceo -

1. MINIMIZE PROGRAM lENGTH FOR POSITIVE TERMINEES 
The average nUl:lber of progr21111 days from day of 
enrollment to.job/training placement. 

8. tlItlHlIZE PROGRAr~ lE~IGnl FOR NO~·I-POSITIVE 
TERt1HIEES 
The average number of program days from day of 
en~ollll1ent to terlni nati on from program due to 
failure to obtain job/trainin~l placeJ:Jent. Per­
s.ons so terminated should receive referral ,ser­
vice and accertance into another community ser­
vice isee objective No.6.) 

5% of all terminees 

5% of all terminees 

$3.35 per hour on 90th 
day of emQ10yment 

50% of all non-positive 
terminees 

Average pre-placement 
days = 30 

AveraGe pre-termina­
tion days = 50 

_._-_._------
'Source: liThe 11.I.R.F.. Salary Compensation Plan and Personnel Evaluation 

ProUt'clJlJ: Prc~lli\rccl [OJ" Counse'JiIlCj Stnff,1I ,J(1nuary 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 objectives versus 

achi evements and to make deci s ions· concerni ng \'lays to improve the 

operations of program components. 

2. Possible Analyses 

At present relatively little is known about the effectiveness of 

various counseling t~chniques, the importance of frequent counseling 

sessions or fhe impact of personal versus telephone contacts. These 

fact~rs could be assessed by comparing various counseling approaches 

with subsequent client outcomes. For example, a group of program 

participants with similar backgrounds and vocational needs could be 

subjected to differing counseling methods in terms of frequency, length 

of ~ounseling sessipns, and mode of counseling. Outcomes assessed 

would include: 

• whether clients continued in the program or dropped out; 

• whether clients recidivated while participating in the 
program; .and 

• ~·!hether c 1 i ents secured emp 1 oy"ment. 

Such ana1ysis woul~ permit determination of the counseling approaches 

which seem most eff~ctive. 

G. Traininq Services: An Introduction 

COlllliluni tv-based elllp 1 oyment servi ces programs provi de re 1 easees 

\<,Hh a variety of services '''hich can be termed"trainitig." These 
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services may be available at the program facility itself or may be 

provided through referral to another local program. The type of 

training services which may be available include: 

• .job readiness training-preparation to seek and 
keep a job; 

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

• skills training-instruction in the specific 
duties required to perform a certain job; and 

• supported work training-temporary \'.Iork associated 
with extensive support, designe~ to help the client 
adjust to the responsibilities and tasks demanded 
in the ""'-IOrl d of work. II 

The following sections examine these different types of training, 

including the methods by which they are provided, what is known about 

thei r effecti veness and effi ci ency, and ana lyses II/hi ch mi ght be 

conduct~d to assess their importance. 

H. Job Readiriess Training 

1. Methcids of Implementation 

Job readiness, usually refers to the possession of adequate voca-

,tional and job-seeking skills, as v.Jell as an appropriate "world of 

work orientation." This latter factor can be defined as "a set of 

psychological constructs (~ttitudes and perceptions) which permits an 

individ~al to accept and work within the social constraints established 

, 'by a work~ envi'rontnent." 5l Many prison relea'sees lack such an orientation 

, when they first enter a program and thus are in need of job readiness 

. training. 

The provision of job readiness training to prison releasees is 

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

• This instability or lack of employment continuity is 
partly due to past inabilities to seek a job 
effectively and to adjust to requirements imposed by 
the Itworld of work. It 

• After returni ng to the communi ty and before acti ve ly 
seeking employment, clients should be exposed to job 
readiness training, which will enhance their chances 
to secure and retain jobs. 

Implementation techniques for job readiness training vary across 

programs. A major difference among programs is the length of time 

elevoted to such training. For example: 52 

• 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. 

• Employ-Ex, Inc., of Denver, Colorado, requires all 
new clients to attend a one:"half day job preparation 
course before they can be referred to program counselors. 

Another major variation across programs is the time at which job 

readiness training is provided to participants. Some programs, such 

as Employ-Ex, offer such training immediately after clients enter the 

,program. Others do not provide this service until clients have under­

gone some counseling, and their counselors ,deem them in need of the 

service. Alternatively, programs may not provide job readiness training 

until clients have met other needs (e.g., clothing, housing, education, 

medical, skills t~aining) and are ready to begin looking for a job. 

In certain cases, job readiness training may be provided to clients 

in conjunction with other services. For example, the Vocational 

'Alternatives Proqram ,(V.A.P.) in Decatur, Illinois, offers clients a 

ha'lf-tillle course in job readiness training while they 'are employed at 
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half-day supported-work jobs in the community.53 In this manner clients 

are able 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 readiness training vary, depending 

upon the number of clients participating and the length of time 

available. Typical methods used include: 

• group lectures; 

• rap sessions; , 

~ mock interviews; 

• films; and 

• individualized review of clients· backgrounds and 
vocational potential. 

Topics usually covered during job readiness training include: 

'. resume preparation; 

• completion of job applications; 

• job-seeking techniques; 

• job interviews; 

• job interview follow-up; 

• punctuality and attendance on the job; 

• dress at job interviews and on the job; 

• pee'r relationships on the job; 

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

• ~~lutions to job-oriented problems. 

Somej ob readi ness .t rai ni ng courses offered by programs focus on needs 

,besides employability skills, such as the availability of bonding, l'.Jays 

, to obtainneces.sary i denti fi,cati on and a dri ver· s 1 i cense, and methods 

of acquiring essential tools or clothing. Additionally, course content 
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is sometimes supplemented 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 likelihood that the ex-offender would face the prospects of 
employment with a more positive, and possibly, productive 

. attitude. 54/ 

Several analyses have compared outcomes for clients who completed 

versus dropped out of job readiness training. For example, an evalua­

tion of one progr~m offering a two-week course in job readiness training 

found that 55% of program graduates were currently 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 

incomplete, 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 
, 55 
.graduates . 
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The data generated by such a comparison are difficult to interpret, 

however, since differences in client characteristics which prompted one 

group to drop out and one to remain and complete 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 . Po s sib 1 e An a 1 y s e s 

The use of comparison groups would permit better assessments of 

the importance of job readiness training. One such analysis is 

planned by the State of Ohio Parole Department. This study will attempt 

to evaluate the effectiveness of the job readiness training offered 

by the PREP program. The study will: 

• 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 

.. hi story; 

• 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 

• examine ~he two groups of parolees with respect to the 
number of "declared parole violators," "number of 
.arrests, II and number of "returns to the institutions ,1156/ 

. When com·pleted, swch analyses will enable the impact of the PREP program 

on clients· employment, recidivism and job-related attitudes to be 

determin~d, 

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

read·iness 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 lithe world of work" or knowledge of job-seeking techniques could 

be assessed prior to program intervention and afterward. 

Additionally, employment outcomes for clients completing job 

readiness training could be compared with the outcomes of matched or 

randon~y selected releasees in need of such training but not receiving 

it. To evaluate the relative 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 Traini~ 

1. Methods of Implementation 

The 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-level, "dead-end" jobs. Releasees often had low skill levels at 

the time of their imprisonment and received little skills training 

during incarceration. From their in~eption, institutional vocational 

skills programs have been beset by problems. These problems help 

iliustr~te the, extent of the skills training needs of prison releasees. 

In-prison training has frequently been associated with low-level 

jobs . According to past analyses, occupational areas selected for 

. training often bear little, if any, relationship to the labor market 
. . 

sitllntJOtl ill the cOlllmunity to l!oJhich the relci1s8c will return. l3ecause 

of converricncc or expedience, the desires one! 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 

releas~e employment status was prior work experience and that the 

type of institutional vJOrk assignment \,oJas not significantly related 

to employment status. The author concluded that institutional 

training and work experience had very little influence on post-release 

employment 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 

prof~ssional or technical skills were most likely to have successful 

post-release 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 

vocational training. However, recent analyses have documented many of 

.the same problems. A review of manpower correctional projects through 

1973 found that, in general, the projects di d not cons i der the 

seasonality of employment, wage levels, occupational status or the 

needs of. the community to which the inmate would probably be returning 

'after r~lease."58 'Also, although most prison-based vocational training 

programs surveyed prisoner interest prior to program implementation, 

. these interests did not playa significant role in the selection uf 

.trainJng areas. Rather, the training areas selected reflected middle 

class biases concerning 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: 

• 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 
.re 1 ease. 

• The vocational preparation offered in' formal vocational 
training programs is inadequate both in quantity and 
quality. The number of progn3,hlS per institution is 
generally too small to meet the J~versity of inmate 
training needs. Over half the inmates ... want other 
types of training which are not available at their 
institution. 

• 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 traininq regard developing 
specific job skills as the most important goal for 
their proqrams. 

• There is an apparent lack of relationship of job 
training to individual and local 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. 

• Wardens estimated that 70% of the inmates need to ac­
quire job s.kills in order to obtain steady outside em­
ployment ... only 34% are likely to acquire sufficient 
job skills during their stay [in the institution]. 

• Unless it has roots in the community wHh job placement 
capabilities, an inmate-training program cannot be a 
useful rehabilitative tool.59/ 

In view of the skill level of most prison inmates and the low 

;ssessed value of ~any in-prison vocational training programs, one of the 

early decisions faced by a releasee and counselor of a community-based 

employme~t services program is: Does the releasee client need and 

·ctesir~ skills traininy? 
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Skills trainir.Jg is very rarely provided directly by employment 

services programs themselves, due to physical, financial and staff 

requirements. Usually, programs rely upon other organizations 

to provide skills training to releasee clients. Such organizations 

incl ude Comprehensive Emp1~yment and Training Programs (CETPs), 

Departments of Vocational Rehabilitation and vocational trade schools. 

Training is primarily available through the CETPs, since State 

Departments of Vocational Rehabilitation are shifting away from 

serving ex-offenders. Staff at community-based employment servi ces 

programs often express dissatisfaction with training available through 

CETPs, for a vari ety of reasons: ' 

• Waitinq lists may be several ,months lonq. 

• Programs are sometimes more concerned with obtainin~ 
job placements than with providing training of high 
quality. 

.. There is often little of the indivi~8alized instruction 
which the prison releasee may need. 

: A~ a result of problems with existing training resources in the 

community, employment services programs sometimes develop their ovm 

training courses. For example, the Institute of General, Mechanical 

and Electrical Science, an empl~yment services prog0am sponiored by 

the Philadelphi~ Urban Coalition, offers clients: 

.,skills training courses in automotive mechanics, welding, 
foundry, and e 1 ectroni cs ivith i nstructi on by 1 i censed 

"teachers;. 

• specialized facilities of a local technical school; and 

• coordinated counseling and job development activities. 61 

, Holt/ever, few emr 1 oyment serv'i ces programs have the resQurces to conduct 
, ' 

their Qwn skills training. 
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2. Potential Analyses 

At present little is known about the extent to which skills 

training contributes to successful releasee outcomes. Questions to be 

addressed include: 

• 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? 

• Is the skills traininq received at available 
programs appropriate to the needs and desires of 
prison releasees? 

• Is the skills training received reflective of 
1 abor needs in the community? 

Analyses which might be utilized to assess these issues include: 

• compprison of the employment outcomes of clients 
vlho t'eceived training "'lith otherwise similar 
individuals who did not; 

• analysis of employer or supervisor attitudes about 
. the adequacy of the skills levels of releasees who 

have received skills training; 

• assessment of the percentage of clients recelvlng 
skills training \"ho obtain employment .in the areas 
for which they were trained; and 

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

J. Supported Work Traininq 

1. Methods of Implementation 

Since many prison releasees are relatively unfamiliar with work 

en vi ronments, some employment servi.ces programs offer supported work 

training. Such training is designed to provide releasees with work 

·experience in a.setting which lacks the full pressures of regular 

emplo.Yment. These pressures 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 islessened. 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: 

• Many prison releasees are not used to a "regular" 
work environment. 

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

• To bridge the gap between job readiness training 
and full-time competitive employment, prison 
releasees need a supportive employment experience 
ina temporary \'1ork envi ronment. 

Thus,' supported \'1ork training is viewed as temporary employment whi ch 

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

of otcupational 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 opportunity to establish a work record, so that 

. Goodvrill. could provide job recommendations to prospective employers. 

Groups 9f appr6ximately 30 clients spent 10 weeks in a program of 

work, counseling and placement assistance. Each client started at 

,a fixed hourly rate and could be granted an increase of 10 cents an 

hour at the end of each of the fi rst four weeks. rhe program goal 

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

the fourth and sixth weeks. 52 
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Another example of supported work activities is provided by 

the 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 

perfor~ed by program participants includes the operation of off track 

betting parlors, th~ cleaning of public buildings, and environmental 

activities. 63 

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, 

provid~s work experience to several disadvantaged groups in normal 

\'Jork environments offering necessary support. The program's objectives 

are to· provide approximately 15,000-18,000 participants a year with 

opportunities for.learning good work habits and developing employment 

.histories and to determine which of the various disadvantaged client 

groups are most responsive to assistance. Ex-offenders constit~te 

between one-fou~th and one-half of the clients served. 64 

Another example of the manner in which the supported work concept 

hils becn implemented is provided by Assistance. to Offenders, Inc. (ATO) 

of Atlanta, Geor~Jia. ATO solicits contracts from indivic\!.lal employers 

in order to provide work experience for clients. The great majority 

'of cliehts work unde~ a maintenance contract with Atlanta's Omni 

ColiseLlIn. ATO 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 include: 

• punctuality; 

• ability to follow directions; 

• understanding of job duties; 

• willingness to seek guidance; 

• extent of cooperation with others; 

• willingness to assist others; 

• ability to work well with others; 

• assumption of responsibility for quality of work 
performed; and 

• overall attitude toward work. 65 

In some cases, programs provide supported work training in 

conjunction with other services. For example, the Vocational Alterna­

tives Program (VAP) in Decatur, Illinois, develops half-time "on-the­

job- evaluation" positions (OJEs) for its clients. Releasees vmrk at 

these positions and attend a job readiness class the other part of the 

day. Clients are evaluated weekly by their OJE employer. 66 

2. State of Knowledge Assessment 

Several studies have been performed assessing the effectiveness of 

supported work. Evaluators of Vera's program found that participants 

_ ~ertded t~ acqujre good work habits, but many remained in the supported 

work program and did not seek jobs in the competitive labor market. 

For example, as of January 1, 1975, a total of 3,051 persons had 

. entered the Wildcat program and only 438 had moved on to non-supported 
'. 67 Jobs. As a result bf these findings, the national sup~orted work 
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demonstration program has established time limits of 12 to 18 months 

for client par'ticipation. 

The gaps in current knowledge regarding supported work training 

concern the relative effectiveness of. such trainin9 as cOlllparRd with 

other possible assistance. In addition, the optimum length of 

Suppol'ted work is also unclear; pr09rams 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 analysis of outcome data for program participants and a 

control group receiving no supported work training. This analysis may 

help answer some of the current questions concerning the efficacy of 

supported work. 

·K.· Educational Traininq 

1. Methods of Implementation 

At some stage in a client's program participation, the issue of 

education is u~ually addressed. This may occur immediately after 

intake ~nd needs assessment or at a later date. The need to consider 

releasees 1 possible educational deficiencies is based on several 

. assumptions, in~luding: 

~ Many prison releasees have low educational 
'attClinment leve.ls. 
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• Reading and mathematical abilities are essential 
for the satisfactory performance of many jobs . 

• Therefore, many pri son re 1 easees 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 r~aintenance Programs, the majority 

of inmates in U.S. prisons average less than nine years of formal 

schooling. 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 relGasees 

enter employment services programs with poor educational backgrounds~ 

which may hinder their efforts to obtain employment. 

Although some employment services programs have their own 

educational instructors to meet releasees' needs, most programs refer 

clierits to local resources, such as adult education courses or 

commUliity colleges. Tuition for program participants may be reduced, 

or other special arrangements may be developed with the educational 

facility. For example, the Offender Aid and Restoration Program (OAR) 

·of. Fairfax, .virginia, \.'!hich relies heavily on Northern Virginia 

Community College to provide educational opportunities to clients, has 

established an agreement by which th~ college allows clients without 

high school diplomas to attend college classes while they are working 

toward aGED. 70 

No evaluation has been conducted of educational training provided 

. to re 1 easees by community-based employment servi ces programs. However, 

assesslllellts of education programs provided to pri son 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 

inc 1 ude: 

• Remedial education is most effective when offered 
concurrently with vocational (or pre-vocational) 
training. 

• A nontraditional teaching design (e.g., team 
teaching, individual tutors, tutors and educational 
machines) should be employed. 

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

• Nontraditional teachers (e.g., formerly trained 
project participants, college volunteers, community 
workers) can direct the use of educational materials 

· without academic traininq or certification in the 
field of education.Zl/ -

The~e conclusions suggest that employment services programs' heavy 

reliance on referral agencies for educational trainin~ may be unwise. 

This is because most referral sources (e.g., adult education programs, 

colle~es, GED programs) utilize traditional educational techniques, 

focused around a classroom situation where a teacher instructs a group 

of students. 

Si nce group i nstructi on of re 1 easees seemed some\'ihat ineffective, 

the Experimental Manpower Laboratory-for Corrections (EMLC) developed 

individualized, educational materials and assessed their use with 

ex-offenders. Fi nd'i ngs i ncl uded: 

• Materials and procedures must be concrete, varied 
ariel short. 

• Teildl'in!] flIilchines inherently motivate interest, but 
. personal attention .and varied activities al~e a 

necessary supplement to their use. 
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• Learning contingencies (e~g., rewards) can be 
manipulated to encourage maximum performance . 

• The use of individually programmed instruction 
reducedoreparatory and training time when 
compared with traditional methods.n; 

As a result of these findings, the individualized pro~ram instruction 

(I. P. I.) method ·i s currently be; 119 used in some pri sons imd by 

selected States in their regular adult education programs . 

2. Potential Analyses 

Little is known about the outcomes of releasees who receive 

educational services or about the relative importance of educational 

trai ni ng as compared l;fith other types of employment servi ces . Although 

programs often assert that educational training (particularly in 

. reading and arithmetic) is a precondition for a releasee to obtain 

suitable· employment, this hypothesis has not been systematically tested. 

One way to analyze the im~act of educational training would be to compare 

.the·outcomes 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 reflect the belief that a variety 

. of supPSlrti ve ·servi ces are a necessary compl ement to employment servi ces. 

Experience at these programs has shown that "marital, financial, 

housing and legal problems can be traumatic for the released offender. 1173 

.Durin9 the transition from prison 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 p)aced in a job 
situation, then most of the problems of reintegra-
tion into society would be solved. In retrospect, 
th,i s appears to have been a very much overs impl ifi ed 
assumption .... Other major problems to the reinte­
gration p.rocess exist for the ex-offender .... [M]any 
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 servi ces programs seek to meet re 1 easees I 

needs for supportive services. A number of different types of 

supportive services may be required, including: 

• assistance in finding suitable housing; 

• help with legal problems; 

• medical attention; 

• specialized counseling (e.g., on marital difficulties 
or drug abuse problems); 

• immediate financial aid; 

• assistance in obtaining food, clothing or trans­
portati on; and 

• help in making child care arrangements. 

Usually supportive service needs are assessed at an early stage of 

~lient processing (e.g., during an initial assessment interview or 

cbunseling session). In addition, a releasee1s counselor bften continues 

to i denti fy such needs and try to have them met tilfoughout the cl i ent I s 

, participation in the program. 

Alihough some supportive services may be provided by the program 

itself, it is more common to refer the releasee to other community 

,aqencies for these types of assistance. Both employment services and 

suroortive services afe typically provided to a releasee in parallel . 
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Techniques for identifying appropriate referral agencies vary 

considerably. Some programs have developed manuals describing 

community resources, eligibility requirements and referral procedures. 

Other programs rely primarily on the initiative of individual counse­

lors 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 

important 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 

servi'ce delivery. In some cases counselors stock the intake forms 

used at referral 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 

or faster services for their clients. Employment services programs I 

staff members interviewed during this study repeatedly emphasized the 

,importance of establishing good working relationships with specific 

individuals at community agencies and taking the initiative in 

trying to circumvent bureaucratic hurdles at those agencies. Problems 

: frequently encountered i ncl ude: 

• restrictive intake requirements; 

• long waiting lists; 

• scheduling conflicts; arid 

• communications failures . 
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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 MOTA (Manpo\,Jer Development and Training Act) 
programs or the local 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 long v.Jaiting 1 ists for the most 
desirable training programs in the area and the ex­
offenders get ti red of \'Jaiti ng and di scouraged. 221 

After re1easees 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 

example, 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 applicab1e. 76 

Othe~ programs, though lacking such systematic procedures, maintain 

regular contact with referral programs, often through telephone calls. 

Sti 11 other programs have no contact ·with community agenci es after 

clients are referred there. 

Employment services programs may collect a variet.Y of data 

'concerning referral relationships with community supportive service 

. agencies. These data usually describe the degree of success program 

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

collects the follo'v</ing referral information: 77 

• Counseling 

.-HOIv referral was made 

--Tyre of referral agency 

~ ~Type of counseling received 

-\~hether cl i ent appeared for fi rst appointmer.t 

• Housing 

-HOIv referral \llaS made 

-Type of referral (public or private) 

-\4hether client appeared for first appointment 

-vJhether housing \,/as secured 

-Type of housing 

• Education 

-How referral v.Jas made 

-Type of referral 

-Whether placement was secured 

-Level of client involvement 

-\~hether financi a 1 assi stance was provi ded 

-Whether fi nanci al ass is tance was generated by agency 
involvement 

• Treatment 

. ..::.. Type. of treatment requi red 

'-Nature of .treatment 

-Vlhether referral was successful 

- Type o.f referral 

-How referra" was made 

-t~ethod of servi ce payment 
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Through review of this information, Project MORE can identify referral 

agencies where relationships need to be improved. 

Another appro~ch to increasing program knowledge about supportive 

service~ provided to clients is used by the Illinois Model Ex-Offender 

Program (M.E.P.). This Statewide l2-unit program operates a computerized 

Manageffi2nt Data System for project monitoring, plannin9, and evaluation 

purposes. One of the files notes client contacts and supportive 

services provided either directly or by referral :78 

• educational services; 

• housing assistance; 

• Employment Service referral; 

• job coaching referral; 

• legal aid/assistance; 

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

• medical services; or 

• 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, kno\l/ledge of the specific type of 

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

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

ofrefer:ra 1 s to other agencies. 

The lack of information 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: 

G Is the service. received what counselor and cl ient 
.thOll~ht it woul~ be? 
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• Does the service meet client needs? 

• Is the client'satisfied with the extent of 
assistance received? 

• Do clients recelvlng various supportive services 
have better outcomes than clients not receiving 
the.se servi ces? 

[·Jithout 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 knowledge about the 

supporti ve servi ces bei ng recei vea by c1 i ents referred to other 

local organizations. For ~xamp1e, a program could assess the know­

ledge its staff possesses'about such services. Such an analysis should 

consid~r staff knowledge of: 

• the identity of agencies or services available in 
various areas of client need (e.g., housing, legal, 
clothing, medical, educational, etc.); 

• nature of services provided by these or.ganizations; 

'. specific individuals ,to contact when referring 
clients to local agencies; 

• ~ligibility restrictions or problems associated 
with intake (e.g., waiting lists) at local agencies; 
and 

• persons to contact at community agenci es if cl i ents 
encounter 'serious difficulties after bein9 referred 
there. 

Another useful, analysis \'JOuld consider the extent to which clients 

·referred to community agencies are accepted and the reasons for re­

j~ction of some clients. If programs assessed the reasons for client 

rejection-: they mi9ht make fe\',er referrals to certain agencies and 

'try to channel releasees to the or~anizations 1lI0st likely 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 related analysis of the referral process would assess the 

extent to which clients are referred to community agencies, are ac-

cepted, and actua lly recei ve servi ces. Many el1l[1loyment servi ces pro-

gram staff believe that their clients, after being accepted at other 

programs (e.g., vocational training, education, etc.), become disillus-

ioned with long waiting lists 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 

communi ty. 

A further potential analysis of the referral process is an 

assessment of client attitudes concerning the appropriateness of the 

referrals made. This analysis could include client opinions about 

~<Jhether the referral process \<Jas cha racteri zed by good or poor com-

munication between the employment services program and the referral 

program and between both programs and the client. This information 

could assist in improving communications among programs as well as 

between the programs and clients . 

. To assess the relative value of supportive services, programs 

could compare employment outcomes for clients receiving such aid with 
. 

persons needing it but not obtaining it. Such an analysis would help 

determine ~~ether 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 local 

employers, identifying particular positions for which program clients 

would be considered and maintaining relationships with companies in 

order to track new employment openings. Most employment services 

pt:'ograms conduct job.development activities. Of 257 programs sur­

veyed during the course of this study, only four percent did not 

provide job deve1opment. 

Job development at an employment services program is based on 

several assumptions: 

• Prison releasees seeking employment will encounter 
obstacles, based both on the condition of the job 
market and their status as ex-offenders. 

• To facilitate the employmert of clients, program staff 
must understand the local labor market and company 
attitudes toward hiring ex-offenders . 

• Because' of the nature of this task, IIspecialists" are 
required to communicate with employers and explain 
the objectives and services of the employment services 
program. 

• Such an on-going activity will expedite the process 
by which program clients are referred to available 
jobs and hoi red. 

Job development activities may be conducted by clients ' regular 

counselors or ~y special IIjob developers. II 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-offender 

job de'velopers, who may be better able to explain 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 lIlay 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 mailed out several hundred letters to area employers to 

explain 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. 79 

Programs may also make periodic surveys of known or "new" employer 

contacts in efforts to identify job opportunities for program clients. 

The 'Louisville' Clearinghouse has an active file of approximately 100 

employers which iS,reviewed regularly.80 

Another method of job development utilizes mass telephone canvassing. 

For example, Project H.I.R.E. of Minneapoli~. Minnesota, maintains 

contact with approximately 600 employers in the area. Each week, job 

'd~velopers telephone approximately 200 comf}anies sol iciting avail able 

, j ob ope~i n9s. 'The'se openi ngs are di stri buted to all program counselors. 

Besides contacting employers to identify Job openings, job developers 

.continually attempt to establish relations with "newll employers 'who are 

not f~miliar wiih'the progra~.81 

Approaches used for job development may vary from,employer to 
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employer. Such approaches may emphasize: 

• an employerls responsibility for assisting a dis­
advantaged population; 

• an employerls fulfilling of a t'equired affirmative 
acti on pro gram; 

• the opportunity for an employer to recei ve 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: 

• emplo,yer name and address; 

• descripti on of companyp'roducts or servi ces; 

~ types ,of jobs normally available and suitable 
for ex-offenders; and 

• personal contact{s) at the company. 

Some programs collect more detailed data about companies. For 

example, Project H.I.R.E. IS job developers gather information 

concerning: 

• problems in employin9 ex-offenders; 

• any personal interest in ex-offenders; 

• the availability of public tr~nsportation; , , 

• whether bonding is required for employees; 

• whether. the employer will consider on-the-job 
training contracts; 

• the necessity for any tools, equipment or uniforms; 

• tHe presence or absence of a unionized labor force and 
any requirements for joining a union; 

~ the availability of company training opportunities; 
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• the availability, of apprenticeship opportunities; 

• whether any testing requirements exist for job applicants; 

• the possibility of job upgrading or promotion 
opportunities; 

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

• the necessity for physical examinations; 

• whether the company provides any social services to 
employees (i~e., day care, co~nseling); and 

• whether the employer needs temporary or seasonal labor. 82. 

Job developers at H.I.R.E. and other programs often categorize 

possible employment opportunities for clients by occupational areas. 

Typically, these include: 

• professional, technical, or managerial; 

• 'clerical and sales occupations; 

• service occupations; 

• farming, fishing, forestry, and related areas; 

• processing occupations; 

• benchwork occupations; 

• structural work occupations; and 

• miscellaneous occupational areas. 

These occupational areas may also be classified according to skill 

level , ~xperience required, education needed and hourly wage. Such 

information exped~tes the process of matching program clients with job 

openings. 

Although job developers may use a variety of techniques, most 

'agree that some·methods are better than others. One study of correctional 

manpOI'Ier programs made the following conclusions about job development: 
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• Personal visi~s to employers are preferable to 
telephone contacts. 

• Close time connection is ~referable between job 
development and participant placement. 

• The participant's record should not be hidden from 
the prospecti ve employer nor ani 1 ities overestimated. 

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

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

• Employers should be ~ade 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 developed by Employ-Ex, Inc., of Denver, Colorado, and 

,distributed to all staff job developers. Selected suggestions in 

this manual include: 

. , 

• All job developers should possess a current list of 
contacts the program has ~ade to avoid duplication of 
efforts, 

• Personal contacts are critical. 

• 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. 

.~he job developer should explain to potential emplQyers 
all services provided by the program to clients, not 
jU,st the job development and placement services. 

• J,ob developers shoul'd ask as many quest ions about the 
company as possible, including questions concerning 
jobs available, the benefits, ann the potential and 
progress of the company. The greater the amount of 
the information, the more fully counseloy's can apprise 
~heir clients about the merits of particular job 

. situations. This questioning also shows the employer 
the job develop'er is interested in the compflny and its 
dCCOlilP li s IlIlIen ts.' 
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• 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. 

• 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. 

• 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, I'/ork history, 
and potential or limitations 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 v/hen security is breached they will likely 
be the first suspects. As a result, ex-offender 
employees may work to prevent breaches of security by 
other empi oyees , so that suspic.ion willndt fall- on 
themselves. 

• It is important that the job developer attempt to work 
with or "sell" not only the personnel manager or dire-ctor, 
but also the line foreman or the immediate supervisor 
with whom the ex-offender will be working daily. Jt is 
essential that these individuals be aware of the plogram 
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 frr b.eyond job 
development.84j 

Besides contacting companies to solicit- jobs for program clients, 

job developers may have important responsibilities concerning client 
\ 

processing. For example, at some programs job developers may have to 

: approve' all job referrals, while at others they may contact the compan) 

~rior to a client'~ job interview in order to provide background infor­

mation about the applicant. At a few programs, job developers accompany 

prison r~leasees to the interview, although some people believe this 

is a p,oor practice, which "labels" the client and may foster dependence 

upon the program. Most job developers require either the client or 

the counselor to notify- them 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 relationships 

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. ~Possible Analyses 

There ftre 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' being hired. 

In addition, various job development techniques could be compared with 

outcorr:es. Variabl~s considered could include the manner of conducting 

job development (e.g.; in person, over the telephone, by mail), the 

background of job developers, the frequency of contact between job 

developers and companies and the nature of job developers' contacts 

: with employers, concerning specific clients (e.g., \<Ihether job developers 

. ~ccompaDY clie~ts ~o interviews or provide employers with background 

data; n- advance) . 

Sinte an important part of job developers' tasks is to locate 

~elev~nt,jobs forcli~nts, a program could compare the occupations and 

skill levels of openings identified by jpb developer~-with those of 

jobs actually obtained ,by program clients. Such a comparison could 
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TAI3LE 3.-Job Developlilent Evaludtion Desi0n, Project 1I.I.fLE., Minneapolis, 
~1i nnesota 

.-------t---------------r--------------r--------,· 

PRIMARY EXPECTANCIES HEI~HT 
OBJECTI VES 1'·1EASURES r1i nimUI~l I Goal Onti lila 1 (70 Poi nts) 

=--=---=-.~~~~ =~~_::.;.:::;.;=:.~-:..=---=--==~=_==_...:..~_ ..==--..=:.=.:=.= ~;.; ~~.=..=..::... - ....s-== : 

Source: "The H.I.R.E. Salary Compensation Plan and Personnel Evaluation 
Program: Prepared for Job Development Staff, II January 1976. 
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indicate whether job developers were concentrating on the proper 

occupational areas and skill levels or whether they I-'/ere 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 

of employment outcome variables for clients who find jobs on their own 

and clients who are placed in positions identified by job developers. 

Variables to be considered would include: 

• number of interviews prior to acquisition of jobs; 

• percentage of clients finding employment by the end 
of given time periods; 

• skill levels; 

• starting salaries; 

• length of time jobs are held; and 

• clients' employment upgrading over a certain period 
of time. 

N: -Job Placement 

1. Methods of Implementation 

Most employment services programs provide job placement assistance 

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

this study do not provide such assistance. 

Jop placement activities usually include: 

• discussing job interests with the client; 

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

• s~reening available job openings to insure that 
they match the client's abilities and interests; 

• referring the ~lient to specific job openings 
"identified by the counselor, a job developer, or 
the client; and 
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• assessing the results of job referrals throuqh 
discussions with the client, the employer or'both. 

These job placement activities are based on the following 

assumptions: 

• Pr09rali1 staff specializing in job placement can 
better identify available job openings than clients 
themselves. 

• Identified job openings will be screened for appro­
priateness by program staff. 

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

• Thus, since all clients are referred to lIappropriate'l 
jobs, all possess a better chance to obtain jobs. 

The particular methods utilized by program staff to place clients 

vary considerably across programs. Counselors \vith client caseloads 

often receive "job orders" or lists of job openings from other staff 

members--either job developers or other counselors. These lists 

usually include employer names and addresses, job titles, skills 

required, and starting salaries. Counselors usually review this 

information and compare it to their clients ' interests and skills. To 

facilitate this process, counselors at some programs maintain files 

of'client job interests. In addition, some programs have wage guide-

lines, stating that clients should not be placed in jobs paying less 

than a certain salary (usually the mi~imum wage). 

If counsel,ors identify a job opening they believe is apprr-priate 

for one of their clients, they will u~ually contact the person who 

developed the job. Most programs maintain procedures for screening 

'job referrals to avoid duplicative referrals. For example, each time 

a cli~nt at Employ-Ex; Inc. in Denver is referred to a job interview, 

coun~elors 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 

coordinates job referrals. No referrals are made without the clerk's 

approval. 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 lists 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-

se 1 ves, that the competi ti on among Employment Servi ce staff often 

'leaves the ex-offender "last in line ii for available job interviews and 

that clients often possess negative attitudes about the State Employment 

Service. These opinjons are also reflected In earlier studies. For 

example, a 1971 assessment of Model Ex-Offender Programs concluded: 

"Many staff were critical of the Job Banks and reluctant to use them 

because of the limited number of listings and excessive competition 

for vacancies. A consensus of MEP staff ~ndicated that the ex-offenders 

were at a decided disadvantage in competing with individuals who were 

'clean' for listed vacancies."S7 

Once an appropriate job opening has been identified, many counselors 

:wtll re~iew job interview techniques with clients before making the 

referral. A program in Geneva, Illinois, utilizes a written checklist for 

this review, covering such points as the following: 88 

• CO'mpleting an Application 

-Examining the Form 

'-I~eJdi 119 D-jy'ecti OilS 
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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 Material to an Interview 

--Social Security Card 

--Driver's License 

-Certi fi cates, Commendati ons and AVJards 

--Transcripts from Training 

-No Fri ends 

--Work Samples 

--Resume or Listing of Skills 

• Intervi ewi ng 

--Appearing,for the Interview 

-How to Dress 

-How to Maintain Eye Contact 

~Using Proper Language 

':""Showing Sincerity 

-:-Bei ng 'Properly Aggressi ve 

~Projecting Positive Attitudes 

• Discussing Prison Background 

-Tell ing Truth, Di rectly 

'-ElIlp!l(ls i zi ng Ell1p 1 oyment Benefi ts from Incarcerati on 
(e.g., Training, Motivation, etc.) 
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All 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 appropriate for the job. 

Some program$ provide employers or personnel managers with a 

background sketch of the client before a scheduled job interview. 

Although many people disapprove of the practice, others believe it is 

helpful to accompany a client to job interviews. Those who accompany 

clients believe it d~monstrates to the employer that the progra~ 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: 

Experien~ed 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
vievJ by a repr.esentative 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 developers were not sold 
on the idea but agreed that accompanying clients antheir 
first interview helped--if for no other reason than to 
assure that the ex-offender followed through with the re­
ferral, arrived at the assigned destination, and did so on 
time.89/ 

People who disapprove of accompanying clients to job interviews believe 

this provides an, inappropriate aid to the client, since the purpose 

~of the program should be to help the tlient learn to function inde­

.Renaentl~ in the work world. 

After a job referral has been made, most program staff attempt 

to learn the outcome of the interview. Some programs provide the 

'client with an employer referral card to give to the interviewer . 

The int~rviewer is asked to complete the card, 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 similar card to complete 

and return on learning the results of the interview. Many programs 

telephone the employer, client, or both to learn the results of job 

interviews. If a client is not hired, feedback received from the 

interviewer may help the counselor better prepare the client for the 

next job interview. 

2. State of Knowledge Assessment 

Many employment services programs include job placement as a 

major objective and try to assess their sl)ccess in meeting that 

objective. Moreover, many funding services require programs to 

d0termine 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: 

• name and address of employer; 

• occupational area and skill level; 

• date of hire; and 

• starting salary. 

In addition, some programs assess job placement rates according to 

occupational ar~a, individual employers, or skill levels. Programs 

'may also analyze the job mobility and wage history of clients who have 
. , 

been hired. 

The following examples illustrate the types of analysis commonly 

conducted at individual programs: 

• A'job readines~ training and placement assistance 
pro~)rall1 for parolees reported that of all c1 ients 
'qraduated over a fi ve-year peri ad, 68% aclli eved· 
successful employment (defined as securing and 
holding the same' job for 60 days after graduation).90/ 
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• A comprehensive employment services program reported 
that the overall employment rate for participants was 
48%, and 64% for graduates of the program.9l/ - -

• 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 p.lacement for 
approximately every three referrals.92/ 

• 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. 

F~~ 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 

whicWwere contributed by other community agencies and thus under­

stated actual placement costs. 94 

.Past analyses of placement data have a number of limitations. 

Often outcome data for program clients are not compared with outcomes 

for'a similar·population. This makes it difficult to judge the 

program's impact o~ clients ' employability. In other cases, 

,inappropriate comparison groups are used, and differences in personal 

characteristics bias comparisons with program participants. 

In addition, programs sometimes do not collect the data needed 

: to evaluate outcomes properly. For example,. one study assessing an 

. empl oym~nt servi ces program for ex-offenders concl uded that, al though 

. the program seemed to be providing important services to clients, many 

. data problems made effective evaluation impossible. Some necessa'(y 

. ·data were not collected; some data were collected but aggregated in 

inappropriate categories; and the program did not adequately distinguish 
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between or relate data on individuals served' and events. Also, data 

were not:adequately correlated and data categories and recording 

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 emp10yment 

services programs. Little is known about the effectiveness of these 

activities or about the most efficient manner of conducting them. 

For example, programs do not know the optimal length 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 time period, and still others work with clients 

indefinitely: 

No analyses have assessed whether the provision of certain 

information about the client to a prospective employer improves the 

client's chances of being hired. Some programs do not provide any 

client information to employers, while other programs discuss the 

clientis work history and skill level with the employer before the 

job interview. Stjll other programs discuss the client's past 

,criminal activities and recent rehabilitation experiences. 

Very few studies compare the kinds of jobs in which clients are 

placed to those 'occupational areas in which clients are interested. 

, Th~ prob)em of releasees ' job interests or skills not matching their 

, ~ventual jobs has 'been raised for many years in the context of prison­

pased vocational programs. 96 However, little is known about the 

,success 6f community programs in this area. For many prison releasees, 

,a job matched with sk~ll level 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 ~umber of potential analyses would improve present knowledge 

about job placement 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 des ign. Employment outcomes of program pat'ti ci pants 

would be compared with a group of demographically matched parolees 

selected and supervised by the same parole officer. Variables to be 

. m~tched between the two 'groups are age, sex, race, educational attain­

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

employment history.97 Plnalyses 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 

effecti ve. For 'examp 1 e, placement outcomes coul d be compa red with the 
, ' 

'manner i~ which job openings are identified, the amount of time staff 

spend with clienti to achieve placements and the nature of the advance 

jnformation given to the employer or client about the other before an 

. i ntervi ew. 

flnothcr useful BI:laly'sis of job placement activities would assess 

the extenL to which clients obtain jobs in occupations' in which they 
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are i nter.ested. Although most staff at employment services programs 

state that they try to m?tch client interests with job types, little 

information is available on the extent to which such matching occurs. 

Program counselors interviewed during this study observed that such 

matching of client intet'ests with available jobs is often difficult, 

because: 

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

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

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

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

-Systematic analysis would help determine the potential for'l"1eeting 

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

must be resolved in order to do so. 

O. Follow-up Activity 

1. Methods of Implementation 

Employment services programs conduct two types of follow-up 

activity: 

• one is designed to provide placed client~ with 
the support needed for them to' succeed in the job; and 

• the oth~r is oriented toward obtaining client outcome 
data in order to evaluate program effectiveness. 

Follow-up activities are based on the following assumptions: 

• The prison releasee has not been exposed to traditional 
work situations for s6me time. 

• .Thus, the client will experience difficulty or 
uneasiness in adjusting to the work situation, 
especially at the beginning of employment. 
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• Program support will ease the client's adjustment 
difficulties and help avoid potential problems on 
thf=' j ob. 

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

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. Other programs 

also telephone the employer or job supervisor. One program which 

provides relatively extensive follow-up is the Vocational Alternatives 

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

progress for 42 "Jeeks after pl acement. I~eekly contact is made with 

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

there~fter, contact is monthly.98 

Through these kinds of contacts, programs can identify problems 

affecting clients' work. Staff can then try to help clients solve 

these 'problems through counseling 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 

releasee's keeping and losing a job. 

Although most programs acknowledge the usefulness of follow-up 

activities, som~ programs do not conduct them because of budget 
. . 
. limitations. To some extent, this reflects the e~phasis that funding 

sources.place on job placement as a measure of program success. As 

~ne program director states, liAbility to perform long-term and 

'meaningful follow-up has always been the first economy in slashing 

funds ,and will continve to be as long as the public or legislature 

believ~s that a high percentage of hires per program completes the 

rehabi 1 i tati on process .,1199 
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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 

employed on one job for a certain time, usually 30 or 60 d~ys. Supportive 

follow-up activity at such programs is com~only limited to this period. 

Other programs may provide follow-up support to clients for as long as 

a year. Moreover, even those programs which do not engage in routine 

supportive 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 well 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 pro9rams collect information 

on clients' employment status at specific intervals after "graduating" 

from the program. Thi s shm'ls the percentagr; of clients I'lho were employed 

a certain number of months after program participation but does not 

indicate whether clients were continuously employed over the period. 

To assess employment durabilitY,programs may analyze the percentage 

of time that clients work, as compared wtth the available time that clients 

, were physically ~ble to work. Measurin~ employment (not necessarily 
. . 

:at one job) over time in this manner gives a different perspective on 

the empl.oyment of program participants than is provided by placement 

rates. 

Some programs analyze employment distributions as well as averages. 

For ex~mple, over a fqllow-up period of three months, one program found 

thClt crients worked an 'average of 71% of the time but that only 42% of 

the cl i ents worked for the enti re three months. 100 



• 

• 

• 

• 

• 

• 

• 

• 

• 

.' 
• 

-95-

Programs may also analyze client activities other than employment. 

For example, one program found that clients were enrolled in school 

for 2,483 days (6.5% of the time), were ill or injured for 1,448 days 

(3.8%) and were incarcerated for 2,191 days (5.7%). Clients were 

unemp 1 oyed for 4,394 days duri n9 the peri od, or 11.4% of the ti me. 1 01 

In some cases, programs will also analyze changes in job quality over 

time. Salary levels ~re 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 upon other information sources (e.g., courts, police) for 

recidivism data, this analysis is often incomplete. However, it 

provides at least a rOl'gh 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 ?tate averages; these comparisons usually reflect 

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

2: Possible Analyses 

At present little is known about the best way to perform follow-up 

?Ictivities. For example, a study of the Model Ex-Offender Program 

(MEP) in five States found that "some States toyed with the idea of 

using mailed que~tionnaires or telephone contacts. Others intended to 

:use para..,.professionals and ex-offenders to contact MEP participants in 

the field.- In gen~ral, States were uncertain about the duration of 

follow-up, number of contacts, by whom, and at what point in time 

.follow-uri should be terminated. 11102 

-T,he -find'ings 'of the present study are similar. For example, there 

is little ayreement about the frequency with which follow-up should 

occur. SOllie programs have daily contact w'ith the cl ient and/or 
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employer for a short time peri ad., other programs have weekly contact 

with one or both over a longer time period, and still other programs 

rely on monthly 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. 

Moreover, the value of follow-up activities, however provided, 

has not been systematically assessed. No data exist to support or 

refute 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 variety 

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 variations in follow-up activities might include: 

• follow-up with the employer or supervisor only; 

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

• follow-up with both the client and the employer; 
and 

• no follow-up services at all after the client has. 
secured. employment. 

In addition to vary'ing the identity of the persons contacted during 

the follow-up period, such a study could analyze the effect of differences 

. in the frequency and duratio'n of follow-up support. 
. . 
Tf cOlllpariltivQ studies C<1nnot be conducted, useful information may 

b'c obtil-it1Cd from other types 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. Altryough 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 collected through follow-up 

by employment services programs interested in self-evaluation, the 

priorities 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 

pr09ram effectiveness. If follow-up information shows no significant 

relabonship ,between client employment success and recidivism outcomes, 

then the program concept may need to be re-evaluated. As will be 

discussed in Chapter V on outcomes, data on the employment and 

recidivism outcomes of appropriate comparison groups are also an 

essential part of any follow-up analysis assessing program impact 

on clients. 

P. Client Flow 

The services discussed in the preceding sections of this chapter 

may be provided,in different combinations and in various orders by 

': individual pr09rams. Some pl"ograms nave a very structured service 

,provisio'n process, \'.Jhile others do not. Also, some programs provide 

all services, vJhile' others offer only a few. 

The flow diagram shown in Figure 2 illustrates one way that 

'clients might be processed bY a program offering comprehensive services .. 

The v ari OllS S ervi ces i nd i cated may in some cases be provided by the same 

s'taff meillbet's (e.g., counselin~, ,job placement and follow-up may be 

(;ortdl1cU~d b.v L.lw sallie per'son, ev(!n tllouuli these ,H'e eli rferent set"v'ices). 
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III. 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 empl,oyment services programs. Therefore, this 

chapter discusses programs' major resources: staff, funds and 

facilities. Important hypotheses concerning these resources include: 

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

• Better. funded projects are more effective. 

• Certain facilities constraints adversely affect 
program performance. 

The following sections summarize available evidence regarding the 

validity of these hypotheses and discuss a variety of other issues 

rel~ted 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 

, experi ences. Many of the staff have ,coll ege degrees in such fi el ds as 

psychology, social work or sociology. Other staff members are ex-

offenders, who freq~ently have poor educational backgrounds. In terms 

of C!xperience, staff may huve worked in tile State Corrections 

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

clllp'lo.Yllletit and traininu pro~lrams or with one of the many local human 

service agencies. Programs emphasizing job development may try to 

-10%-
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recruit individuals with a business background to contact local 

employers. Whatever their background, job developers 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 commented that staff seem to "burn out ll quickly (often within 

a year or so). Counseling prison releasees and dealing with their 

varied problems f,-equently requires a level of involvement and 

emotional intensity which cannot be maintained for long periods of 

time. In addition, counselors may have high caseloads land receive 

relat~vely low salaries. All of these conditions contribute to the 

high ~taff 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 I counseling activities, ex-offenders may make excellent staff 

member~, who establish appropriate relationships with clients, the 

rest of the staff and local employers. On the other hand, ex-offenders 

,may be too sympatheti c toward re 1 easees I problems to proyi de objecti ve 

assessments of releasees l needs or, at the other extreme, so eager to 

demonstrate thelr own rehabilitation that they are overly critical of 

clients. Although ex-offender staff may pose certain problems, most 
. , 

programs ha ve one or more ex-offenders on thei r staffs. Approximately 

~O% of the programs responding to the survey conducted as part'of this 

, study had at least one ex-offender staff member. 

Past studies hav~ sometimes identified desirable staff character­

istics: For example, bne survey of directors of employment services 

pro~ralils for ex-offenders resul h~d in the foll owing concl us ions: 
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• 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. 

• 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. 

• 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 . 

• Positive relationships with staff of other agencies, 
and I"ith business, labor and COmr;Jl!l1ity 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: 

• While the most desirable mixture of professional and 
. paraprofessional staff is unknown, most programs agree 

that it is important to maintain such a mix. 

• Important job considerations for project participants 
are not usually considered for project staff. Career 
ladder mobility, frequent "feedback raises,ll and 
internal promotions are not generally structured for 
,the paraprofessional. Projects often expect para­
professional staff members to ShO\>'1 middle-class work 
behavior and simultaneously establish rapport with 
lower-class ,participants. 

• Since the paraprofessiDnal is often hired for simi­
larity with the ex-offender"training for personal 
and job competency is mandatory. 

• Both professional and paraprofessional staff need 
t ra i ni ng but often for di ffere'nt reason s: to i ntro­
duce the professional to a new setting, new client 
ahd set,of techniques; to structure the work behavior 
of the paraprofessional to meet program goals. 

• 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/ 

E~aluation, of sta~f performance occurs in various VJnyS at different 

p~ogrHm~. Often, program directors review statistics developed by the 
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staff concerning the number of clients interviewed, referred to other 

programs for services, referred to job openings and placed in jobs. 

Some programs periodically evaluate individual staff members in terms 

of such criteri a as: 

• extent to which previously established goals were met; 

• performance of assigned duties; 

• relationships with clients, other staff members and 
. referral agencies; and 

• extent 9f improvement in various skill areas. 

Chapter II provided examples of the way Project H.I.R.E. in Minneapolis, 

Minnesota, evaluates the performance of its counselors and job 

developers (see Tables 2 and 3). Such information for each program 

compone,nt is used to develop an overall assessment of staff performance 

in terms of meeting predetermined goals. 

Although some programs evaluate staff performance, relatively 

little is known about the staff characteristics which are associated· 

with different.levels of program or client success. Thus, there are 

a variety of analyses which, if conducted, would improve the present 

state of knowledge regarding appropriate staff for employment services 

programs. 

For example? staff backgrounds could be compared with performance 

measures. Such background variables ~s socioeconomic characteristics, 

e.ducation and prior criminal justice system involvement may be associated 

with differences in 'levels of program success. Such analysis should 

be conducted for individual program components~ since different back-

ground characteristics may b~ important for different staff functions. 
. , 

Th~ amount and type of on-the-job traini~g could also be assessed. 

This is the primary way that staff learn job responsibilities, and the 
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manner in vlhich it is done may be associated with more effective 

program operations or more successful client outcomes. 

Certain staff analyses may indicate that a program is experiencing 

difficulties. For example, high staff turnover often reflects 

problems within a program. On the other hand, high turnover may be 

associated with a particular event, such as a change of director. 

Moreover, many directors of employment services programs have stated 

that' their staff members "burn out" within a short time and that high 

turnover is desir~ble. Thus, turnover data must be interpreted 

carefully and within the context of the program involved. 

A measure related to turnover is the average length of time that 

staff rnembers have been employed by the program. Programs \\lith more 

stable staffs should be able to provide greater continuity of service, 

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

cl i ent success may be associ ated v~i th the strength of cl ient-counsel or 

relationships; if counselors stay with a program for only a short time, 

gooo ciient relationships may be difficult to establish. 

An analysis of staf.f vacancies may also be useful, since high 

.va~ancy rates may i ndi cate problems with; n a program. However, 'the 

reasons for vacaDcies must be considered. They may be due to a 

program's i nabi i ity to attract appropri ate staff or a suff; ci ent number 
- ' 

, of ,cl ients, or they may be the result of factors beyond the program's 

control, such as ~ delay in the receipt of apRroved funds. 

As~essment of the staff-client ratio may provide a rough estim?te 

-of the amount of service a client receives, and greater levels of 

'service may be associ~ted with greater levels of program success. 

O,n the'other hand, low' client loads may reflect ineffi-cient program 

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

The staff analyses suggested above could be conducted for several 

program levels, 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 

eJ Funding levels for employment services programs vary greatly. 

• 

• 

• 

• 

• 

• 

Of the 219 programs which provided 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,POO 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 

Government; for 24%, State government; for 5%, 1 oca 1 government; and 

for 11%, private sources. 

The site visits conducted during this study found that many 

programs face great difficulty in obtaining continuity of funding. The 

types of problems which may be encountered at individual programs 

include: 

• Existing ,funding sources may decide to cut back the 
extent of their support . 

• R~ceipt of appropriated funds may be delayed . 

• Personnel ~hanges within a funding agency, (e.g.: 
the State Department of Correcti ons) may affect futu.re 
funding possibilities in ways the program cannot predict . 

• An anticipated funding source may fail to provide 
sup~ort for the progr~m, and the program may be notified 

. when it is too,late to obtain alternate funding. 

As a result qf suth problems, program directors often spend much 

of the'ir time solicitin'g fundinq for their programs. Such efforts, 
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though essential for programs' continued existence, can detract from 

program efficiency. 

Additionally, for programs which have adequate funding, such 

funding"is often asiociated with requirements which themselves may 

h1Dder program operations. For example, many employment services 

programs are funded at least partially by 10~C\1 prilne sponsors' 

Comprehensive Employment and Tniining Pr09rams (CETPs). With this 

funding usually 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. 

fnaddition, staff assert that cl ients are often "turned off" 

by the amount of time which must be spent completing various data 

forms. Staff also frequently state that they have no evidence that 

the ~ata are ever analyzed by the funding source. 

A variety of analyses could be implemented to assess a program's 

use of funds. For example, an allocation of expenditures by function, 

often difficult to accomplish because of overlapping staff responsi-

bilities, can reflect a program's rel~tive emphasis on different 

activities, such as job placement or job readiness training. Also, 
. " 

a compar~son of amounts budgeted and expended, both overall and by 

." function, can indicate the relationship between planned activities 

~nd actual program operations. Such an analysis could contribute to 

improved ~lanning in the future. 

A comparison of sp'ending rates with budgeted rates', both overall 
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and by program functio~ may identify differences in actual versus 

planned changes in activity levels. An analysis of the unit costs 

of 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 lm'ier paid staff member could be assigned to 

conduct the intervie~s. 

Another possible analysis of a program's utilization of funds is 

a comparison of actual expenditures "lith the "ideal " expenditUi~es 

required to deliver the program's level of services. Such analys.~ 

could be used to identify programs with unusually high or low costs 

for their level of service delivery or to identify specific functions 

within a program's operations which are experiencing unusual cost 

levels~ Although these analyses would be useful, the estimation of 

ideal expenditure levels may be difficult. MOi~eover, such estimates 

should probably consider the age and size of programs, since newer 

programs are likely to incur higher costs than older ones, due to 

start-up expenses, and smaller programs may experi ence higher costs 

than larger ones, due to economies of scale in service delivery. 

These and similar analyses of prQgrams l use of funds would 

permit a .more accurate assessment of the efficiency of program opera­

tions. Such information would also provide the basis for conducting 

. c;ost-benefit analyses of employment servi ces pr.ograms, once appropri ate 

outcome data had been derived . 

C. Facilities 

An important resource affecting a program's operations is its 
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physical facility. Two key issues are the adequacy of space and the 

appropriateness of the program's location. 

A space problem can hinder prQgram operations, and force a 

program to do a less effective job in serving clients. For example, 

a lack bf space in a waiting area may deter applicants from remaining 

until they can be served. A lack of adequate space for staff may 

adversely affect program morale. Additionally, a lack of adequate 

space for files and records may seriously affect program efforts to 

monitor client progress and provide necessary follow-up support. 

Program effectiveness may also be reduced if it is located in an 

area relatively inaccessible to clients or to important agencies with 

which it interacts. For example, a program far away from local mass 

translt lines may have difficulty attracting clients, since many prison 

releasees do not have automobiles. If the program is far from the 

local' parole office, clients referred by that office may be less likely 

to ~ppear after being ~~ferred than if the two sites were in close 

proximity. 

Some programs-may encounter difficulty if they attempt to locate 

in,residential neighborhoods. In these cases, the director and staff 

may need to spend time, even after approval is received, responding 

'. to the concerns 'of nei ghborhood res i d,ents. Thi s wi 11 in turn reduce 

the. time:available for service delivery to clients. 



• 

• 

• 

& 

• 

• 

• 

• 

• 

• 

IV. EXTERNAL FACTORS AFFECTING PROGRAMS 

A number of external factors may affect employment services 

programs for pri son re 1 easees. Two maj or types of extern a 1 factors 

must be considered: the universe of possible clients and lI environ­

mental II 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 little influence on the overall 

size of that universe 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 little 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 local labor market and economy, including employer attitudes toward 

hiring prison releasees. 

. A. Universe of Possible Clients 

The universe of possible clients consists of the prison releasees 

~eturning to the a~ea 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 will not. This consideration 

may be, an important factor in a program's determination of appropriate 
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eligibility criteria (discussed in Chapter II). 

The characteristics of potential clients must be considered, both 

because certain types of clients will need certain kinds of employment 

services and because some clients are more likely to be successfully 

rehabilitated than others. Characteristics of interest include b~ck-

ground variables, employment history and criminal history. Such back­

ground differences as age, race, sex, education, marital status and 

li'ving arrangement may be 'associated \'Iith different levels of client 

success. In addition, employment history is important, because a 

stable employment history has often been associated with post-incarcera-

,Hon employment success. Moreover, criminal history is of concern, 

because indi~iduals with longer criminal histories may need more 

extensive employment services in order to make a successful transition 

to legitimate community life . 

One major issue concerned with characteristics of the universe of 

potential cl ients is IIcreaming.1I Debate over this topic often results 

in ~ol~rizations of opinion: 

Projects which "cream" (serve the "best off") are viewed 
as wantir.'g to "lookgood" and their directors as IIbad guyS." 
Project directors who serve IIhigh-riskli persons are vievJed 
as Ilgood guYS.1I This polarization completely ignores the 
facts that: (1) all project directors want a successful 
project an~ (2) not all projects are appropriate for all 
offenders. 1 05/ 

, ' 

. Alt~ough prison-based and community-ba$ed programs traditionally have 

. favored ·servi n~ 11,1 ow-ri sk II offenders, 106 many programs may be unable 

, to IIcrcalll,1I because they cannot "select" their participants. For 

'exan~le, programs funded under Comprehensive Employment and Training 
. . 

Pro~lrdlns '(CETPs) lIIust ,serve all persons who lIIeet certain guidelines 

relat"itl~' to 'income, elll!11oYlllent status, and residency. 
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A significant problem related to the universe of possible clients 

is 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 

problems, 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 Federal prisons a~e black (52%), not married (91%), with 

dependent children and have either mi nima 1 or no, emp 1 oyment hi story. 107 

An analysis c~nducted by the Female Offender Resource Center of the 

American Bar Association shows women releasees face a variety of 

problems in making-the transition from prison to the community. These 

were summarized as follows: 

• 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 moth~r and the sole supporter of her 
children, she frequently cannot secure employment until 
she is abl e to make day car~ arrangements. 

~ Because she is a minority member, she has to cope with 
racial and cultural prejudice. 

• Because she is poor, fewer community or family resources 
are tivailable to help her train for a better job or 
attend school. ' 

• Because she is without job skills, her employment 
opti ons .a}'e. 1 imited. 1 08/ 

Moreover, according' to recent research conducted on felDa 1 e offenders, 

because a woman1s role has traditionally been ~ifferent from a man1s 

. role, many people, including' program directors, unconsciously 

may Clccept the as,sumption that a woman is usually supported by a man, 

is suiterl only for certain jobs, and, if given the choice, would rather 
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st,:1,Y home with h'er children than v.JOrk. 109 

Although most employment services pl'ograms accept women releasees, 

the programs often make few efforts to meet women's special needs. For 

example~ different types of jobs may have to be solicited from employers 

to correspond with women's skills. Additionally" women may ne~d 

differenT supportive services, such as assistance in makinrJ child care 

arrangements. Moreover, women are often incarcerated in different 

institutions from me~"so many programs' outreach efforts would have 

to be expanded if women were to be included. 

Given these special problems, many programs make little effort to 

serve vlOmen releasees adequately. Program directors sometimes explain 

this by obse0ving that program resources are limited and men comprise 

: the g~eat majority of prison releasees. However, in many jurisdictions 

crime by women is incre'asing. Thus, the lack of adequate services for 

women 'tryi ng to make a successful trans it; on from pri son to employment 

may become increasingly serious. 

B. Environmental Factors 

A,number of "environmental factors" affect both the way programs 

deliver services to clients and eventual client outcomes. These factors 

are: 

• the nature of the corrections ~ystems and parole 
d~partments wi th vlhi ch the programs interact; 

8 the type and quality of other service agencies in 
the community; and 

• the nature of the local labor market. 

'Although programs may have little control over these factors, the 
. . 

manner,in which they adjust to them will influence the extent of 

ser.v;-ces available to clients and the degree to which clients achieve 
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successful outcomes. 

1. Corrections and Parole Systems 

The nature of, and attitudes held ~y representatives of, the 

corrections sytem and parole department are important because these 

two groups affect both the operating climate of programs and their 

effectiveness in penetrating the universe of potential clients. 

Relationships with corrections and parole officials \>/i11 be affected by: 

• past correcticins and parole experience with similar 
organizations; 

• their assessment of program competence in dealing 
with ex-offender clients; and 

• their attitudes regarding the importance of employ­
ment assistance programs for prison r~leasees. 

Becau$e correctional and parole staff interact at different processing 

points with employment services programs and affect program operations 

in different ways, they are di scussed separately bel 0\>1. 

Employment services programs can be hindered by negative attitudes 

of prison officials or staff. These may include: 

a "Outsiders" do not belong in the prisons. 

• The purpose of prisons is custody, not reha­
bilitation; 

• The inmates' post-release situation isof no 
concern to prison staff. 

:Many employment services programs hav~ been seriously hampered in 

their efforts to interview or assist inmates by officials who hold 

these opinions or w~o are unwilling to cooperate with program activities. 

For eXClIllP.le, iJ Boston program once had cOllnselors stationed at 'six 

'State pri,sons, b'ut personal and interagency communications problems 

made the jobs of these :staff members 'difficult. When efforts to persuade 
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prison officials to modify procedures proved unsuccessful, the program 

withdrew its staff from the prisons. 110 

Conversely, positive attitudes of prison officials and staff can 

help inSure that all releasees will at least be aware of the existence 

of employment services programs in communities to which they will be 

returning. These positive attitudes include: 

• An important part of prison's purpose is rehabili­
tation of inmates. 

• A major aspect of rehabilitation is to provide 
releasees with the ability to obtain employment, 
and employment services programs assist I'lith this. 

• Permitting employment ser~ices programs to have 
access to inmates will increase the likelihood 
that inmates will receive the employment assistance 
they n~ed, before and after release. 

Attitudes of parole officials may be as important as those of 

corrections staff, since parole officers are in a position both to 

refer potential clients to programs and to monitor their employment 

progress. Positive attitudes include: 

• Releasees' employment status affects their 
readjustment to the community. 

• Emp 1 oymen t servi ces programs may help the 
releasee obtain suitable employment. 

• Maintaining contact with the program will 
insure prpper supervision and support for 
the releasee. 

"An- ~xampl:e of the effect that positive parole system attitudes can have 
. . 

is provided by a Connecticut-program. The program director and staff 

'l~erSIJ(HI(3d offici111sto IIloclHy ex-ist'il1rJ parole refllllat'ions, so thiJt its 

work with a prison releasee could be considered the equivalent of a 

job cOllllllitlllcnt for par.o1c:~ purposes. Although inmates technically 

need a :job to be grante"d- parole, this requirement could be fulfilled 
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by a commitment of support from the program. lll 

Negative attitudes on the part of parole officials may limit 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: 

• 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. 

A variety of analyses may be used to assess the effects that the 

. corrections or parole systems have on program operations. These 

include: 

• the degree of prison and/or parole officials' 
cooperation with the program (e.g., letting staff 

.visit prisons, fOYV'larding information on releasees 
to the program, referring appropriate parolees, 
responding to program inquiries about clients); 

• the extent to which the program has attempted to 
influence each group to become more cooperative; 

• the degree of program success in influencing each 
group to.become more Gooperative; 

• the accuracy of prison and parole officials' 
information about the program; and 

• ,the extent to \.vhich parole officials interact 
with program' staff concerni ng the "progress" of 
P d ro 1 e eel i en t s . 

2. Local Scrv'ice I\~Jencies 

Bechuse elllploYlllent scrv'ices progralils usually cannot provide all 

the tYI1es of assistance that cl ients 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 servi ces programs I 

relationships with other local agencies include: 

• whether adequate services (e.g., skills training, 
emergency financial aid) are available in the, 
community; 

• the extent to which the employment services 
program makes use of the other community service-s 
availa,ble; 

~ 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); 

• the extent to \"ihi ch staff of the employment 
- services program have attempted to influence other 

community programs to be more cooperative; 

$ the degree of success in influencing other programs 
to be more Gooperative and to serve more releasee 

'clients; and 

• the extent to which releasee clients are success­
fully served by the various community programs. 

In some cas~s employment services programs provide a particular 

typ~ of ~ssistance both directly and through referral to another 

agency. ' In such cases programs could analyze the relative success of 

'. clients who were served by the program versus those aided by another 

organization. Such analysis could provide insight concerning the 

relatiYe'merits of dir.ect service delivery as compared with reliance 

on refe'rra 1 '1;,0 other agenci es. 
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3. Local Labor Market 

Another important environmental factor influencing program 

operations is the nature of the local 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 local economy is depressed 

than when it is prosperous. A further aspect of the local labor 

market is the attitude of local employers toward hiring prison releasees 

and working with programs representing ex-offenders. Statutory 

restrictions on ex-offender employment may also affect releasees ' job 

opportunities within the local labor market. 

The status of the local economy may sometimes force programs to 

change thetjpes of services they offer. For example, the Parolee 

Rehabilitation and Employment Program in Columbus, Ohio, began as a 

job readin~ss training program, but added a job placement component 

when graduates found it difficult to obtain jobs. 112 

The state of the economy 'may also cause programs to modify their 

objectives concerning the types of jobs sought for cl ients or the 

percentage 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 ~nfavorable labor market conditions in each 
of the States and general cutbacKs in hiring by major 
fi rms, job developers "Jere sore pressed even to locate 
vac~ncies, Sluggish economic conditions in local areas 
forced most j6b dev~lopers to abandon efforts at exp~nding 
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 
III11np'OI'Jer prograllls) di 1 utecl the effecti veness of MEP job 
developers ,and forced many of them to settle for putting 
ex-offenders "in IIrinililwll wage jobs. Such nuances of 
(~llIplo'y(\I>"ility plrinning i1S relationship of job to previous 
tY:ainillg, WOY'k exper"ience or "ind"ividua"1 apt"itude VJere 
conceptually sound but unrealistic when considering the 
PilllCiLy of' job vl1ciJllcics "in lIIany of Lhe: MIJ> Sl:ates."lJ1I 
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Regardl ess of the local 1 abor 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 l recommending the program . 
as a source of employees to other companies. Examples of positive 

attitudes which mEW be held by company representatives include: 

• The company has an affirmative action plan, committing 
·it to hiring disadvantaged individuals, and releasees 
are often disadvantaged. . 

• An employment services program provides a useful 
service by screening its clients and referring only 
releasees who are qualified for the job. 

• The 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: 

• Releasees~ are one of many disadvantaged groups; 
giving special attention to one group would lead 
to demands from them all. 

o Prison releaseesare untrustworthy . 

• It is unwise to hire a prison releasee for a job 
when an equally qualified non-offender is available. 

There are a number of possible analyses appropriate for gauging 

the effect of employer and personnel department attitudes on employ-
. . 
'ment ser~ices programs. One important analysis would consider the 

extent to \<lhi ch programs attempt to change employer attitudes. Some 

. rrograms react to negative attitudes of e.mployers by looking el sewhere 

for employment opportunities, while others actively attempt to change 

the opjnfons of company hiring personnel throu9h repeated meetings or 

the di ssemi nation of da:ta documenti ng pro9ram success .. 
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Other useful analyses would assess the extent to which a program 

has been successful in changing employer or hiring personnel att.itudes 
~''-

~nd the extent of cooperation received from employers. Such coopera-

tion can help program staff monitor client activities. For example, 

many programs ask employers to return a "results card il after schedul ed 

job interviews with program clients; these cards note whether the 

~lient 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 

likely to reflect companies I experiences with the particular individuals 

the program has referred to date, as well as the confidence which the 

employers place in the program. 

Another aspect of the local labor market which may affect 

programs I abilities to serve clients is the extent to which statutes 

restrict employment opportunities for prison releasees. A statutory 

search conducted· in 1973 disclosed 1,948 separate statutory provisions 

that affect the licensing of persons with an arrest or convictio.n 

"record. T14 Overall, the search found a total of approximately 350 

. different licensed occupations affected by restrictive statutory 

provisions. Sparse data led researchers to conclude that millions of 

person?, ·both males and females, are at least potentially affected 

IJy Lhese 1 tlws. 

, , , 
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There are a variety of methods to remove these 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 exampl~, Florida enacted a general law in 1971 which pro­

vides that a crime shall not be a bar to a license unless it directly 

relates to the occupation sought. Illinois adopted a discretionary 

standard in 1971 by removing outright statutory prohibitions on the 

licensing of ex-felons. In 1972, California enacted Tegis;ation 

establishing standards for licensing boards to follow in determining the 

"good moral character" of license applicants. 

Altogether, legislative measures affecting the occupational 

licensing or ·public empl?yment of ex-offenders have been passed in 

fifteen States since 1971, with at least twelve more States currently 

considering such action. The most significant action has been the 

enactment of an amendm8nt to Hawaii1s Fair Employment and Practice Law 

pro~ibiting discrimination against ex-offenders in private employment. 

An opinion by the State Attorney General can also have an impact 

on the removal of formal ex-offender employment restrictions. This 

approach was started in 1972 by the Attorney General of r~aryland. 

Recognizing the discretion of some licensing agencies to refuse a 

license to an ex-offender, the Attorney General issued an opinion 

pre~enting certain considerations that must be taken into account before 
. . 

denial of a license. Thes.e include IIth-e amount of time which may have 
. ",- . 

- ~lapsedsince the conviction; the natu~e of the crime and whether it 

bears a significant relation to the typ¢ of license being issued and 

whether ft has a rational connection with the applicant1s fitness to 

perform the occupationll
•
115 
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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, the statutory restrictions limiting employment of ex­

offenders will vary among communities and affect programs i 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 programis future ability to serve 

releasee clients adequately. 

As this chapter has shown, external factors may exert a variety 

of influences on community-based employment services programs. In 

order for such programs to be successful, certain conditions must 

exist in the community: 

• 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 clients. 

• Corrections and parole officials must at least 
not activ~ly oppose the program. 

• There must be adequate supportive services available' 
i~ the comm~nity to serve program clients. 

• The economic 'environment must present the opportunity 
for job referrals and placements of program clients . 

• A ~ufficient number of employers must be willing to 
consider hiring ex-offenders . 

E"nvironillental and other external factors, as described in this 

chapter, interact with programs to produce a variety of impacts on 
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ex-offender clients and on the community. Analysis of these impacts 

is the subject of the following chapter. 
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V. OUTCOMES 

Employment services programs may have a variety of impacts on 

their clients and the surrounding community. To increase clients' 

~mployability and to decrease their recidivism are two of the major 

goals of most programs. This chapter reviews the available evidence 

concerning the extent to which progr~ms meet these and other goals. 

Most of the existing information on program outcomes appears in 

analyses of individual employment services programs; there has been 

little comparative analysis of cross-program results. Relevant data 

on the probable impact of programs is also provided by analysis of 

closely related activities, such as prison-based employment programs 

or community-based programs serving various disadvantaged groups. 

Therefore, 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 rel easees' empl Qyment 

. must be considered: 

• job placeme~t outcomes; 

• the extent of job s tabil ity; and 

• job quality. 

These .are discussed b~low. 

-125-
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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. 

Example~ of reported placement 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/ 

0' Within thirty days after completing a program 
, specializing in job readiness training, 68% of 

the clients had become employed at starting 
salaries well above the minimum wage.ll?/ 

• The average placement rate over one year for five 
Model Ex-Offender Programs was 51% of all ex­
offenders re~eiving services.118/ 

• One employment services program reported that 59% 
of the 145 clients served between December 1975 
and May 1976 were placed in jobs.119/ 

• Of the 418 persons needing employment when they 
\vere referred to a program over a one-year peri od, 
,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.12l/ 

Thus, although there are exceptions, most existing analyses 

indicate that the majority of program clients are placed in jobs. This 

finding is of li~ited value, however, because programs rarely compare 
, , 

'the placement outcomes of their clients with those of similar indi-

viduals ,who did no't receive progrulTI services. Therefore, the extent 

to which slicccssful job placemcnt should be attributed to the programs I 

'illLeY'vellLiulls or' Lo oLher Clluses CllllnoL be de LeY'lI1i lied. 1L is possiu'le 

LlltiL IIkltl,Y pro!:Jrillll cl i(,!IILs w()uhl have acl1ieved successful job plllCClllcnt 

even if they had not participated in the program. Includ'ing such 

clients hI over-all prog'rall1 plaCClllent rates overstates the program's 
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At present the precise extent of unemployment among ex-offenders 

is unknown, although this level is generally assumed to be a high one. 

Addit-ional 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 
122 

information on the incidence of unemployment among offenders. II 

Although the agency has not complied with this requirement as yet, 

due to the difficulties of obtaining such data, BLS is continuing 

to study possible 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. 

Besides the lack of comparative analysis of programs I placement 

outcomes, there are other limitations to past studies. Programs often 

make 'little effort to analyze placement data so as to assess the 

utility of the various £ervices provided to clients or to evaluate 

program effectiveness in serving different types of clients. Analyses 

of overall placement rates alone may mask important differences in 

,outcomes for various client groups or for individuals who received 

different sets of program services. 

In additiori, placement data ar~ assessed in a wide variety of 

, ways, ma,ki ng cross-program compari sons difficult. Some programs 

analyze,placementi for all clients who entered the program, while 

.others consider only those clients who "~raduatedll from the program . 

. Addition~lly, so~e programs assess placement at the time of program 

'completion, while oth~rs (particularly programs specializing in job 

read'iness tra'in-ing) analyze whether a job, was oLrtained within a certain 
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number of days or months after leaving the program. Besides these 

differences, the definition of IIplacementll varies across programs. 

Existing definitions include: 

• placement on any job; 

• placement on any full-time job; 

• placement on a full-time job which pays at least 
a certain wage; and 

.,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 

the intrinsically limited assessment they provide of employment 

outcomes. Important considerations besides job placement include the 

extent to which employment is maintained (i.e., job stability) 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 placement and become unemployed, the placements probably 

had little impact on the clients' lives. In this case placement rates 

?lone would be a poor measure of program performance. 

On the-other hand, clients may change jobs as part of an employ-

- ment upgrading p-rocess. As one study concl uded: IISuccessful 

: employment frequently takes place in a series of Jobs rather than in 

one; the' ex-offender ... with little employment history may try a number 

- of jobs before he st~bilizes. What appears to be a lost employee may, 

·in fact, be a successful rehabilitation experience. 1I124 

A nun~er of studies have documented that releasees' first jobs 

may be -he 1 d on ly a shor.t ti me· and that ex-offenders p 1 ~ced in jobs 

throu!)h program i)SS -j stance Illuy 1 pave them soon after: 
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• A 1969 study found that the median length of rel~asees' 
first jobs was four months; and of their longest jobs, 
eight months,125/ 

• 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 project termination.126/ 

• Data from the Federal Bonding Assistance Demonstration 
Program showed that young ex-offenders left bonded jobs 
within three months.127/ 

• The Experimental Manpower Laboratory for Corrections 
, found a mean of approximately five \'Jeeks 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 programs engage in such studies. Program~ which do so typically 

,analyze job stability in one of two ways. One method is to assess 

the percentage of clients who are employed at a certain time after 

program completion. For example, one job placement program found that 

90 days after positive termination from the program, 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 

clients' salaries had increased during the period. 129 

The second type of job stability analysis considers the percentage 

. of a follow-up period during which re'leasees are employed. Such 

.~nalysis'may also ~ddress whether clients were available for employ­

ment during the follow-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 the days that they were avail-

able fO,r cmployment over a 17-month follow-up pcriod. The time 

available for employment ranged from 30 to 360·days for various former 
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clients. 130 Such analyses which consider the percentage of time 

employed may better reflect releasees' employment experiences than the 

analyses which consider only whether releasees were employed or 

unemployed on a certain date. However, these "continuous" measures 

are somewhat more difficult to derive than the dichotomous ones more 

common ly used by programs. 

Again, as in the case of placement rates, even programs which 

analyze job stability rarely compare the outcomes of their clients 

with those of similar groups of non-clients. Thus, little is known 

about the programs' probable influence on clients' job stability. 

3. Job Quality 

A comprehensive assessment of releasees' employment adjustment 

must 'consider job quality as well as job placement and stability 

outcomes. As one author explains: 

Research has indicated that the IIquality of employment" 
may be as important to parolees as the employment per 
se .... The mere fact that the parolee is steadily 
ef]1ployedand thus has less time to engage in criminal 
activities is not enough to counter the effects of low 
pay, low prestiqe, and lack of future on the man him­
self. Steady. employment at a series of marginal jobs 
merely confirms the parolee's self~imaqe and probably 
contributes to. recidivism.131j 

Outcome analyses have also demonstrated the importance of job 

qua 1 ity in achi evi ng employment success. For example, one study 

concl ude.d: 

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 positiv~ feedback 
("sqtisfaction") from it is a crucial matter in the 
role of occupation adjustment. ... [J]ob participation 
and job status are hiqhly discriminating item~ differ­
Antiating postadjudicated successes from failures ... 
UJJilvin~1 i.1 job ... as such is not the fundallienta.l 
predictor. What iloes predict is what the person does 
on the job. L~~j 
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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 I"!ages 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-

prove job quality analyses by developing quality ratings for various 

job categories and analyzing placements in those terms as well as by 

sa'lary level. 133 Sud information will provide the basis for assessing 

the relationship of job quality variables to client outcomes. 

At present it appears that many releasees are placed in low-paying, 

entry-level jobs of poor quality. This may reflect the reality of the 

jcb market, as compared with releasees ' skills and work experie~ces. 

However~ it may also reflect biases on the part of placement counse­

lors concerning the types of jobs which releasees can handle. Such 

biases may be unwarranted. For example, a study conducted for the 

Department of Labor suggested that releasees who had been trained for 

professional, technical and managerial work performed better in 

their jobs than those trained in blue-collar occupations. 134 

Aside from the analyses described above, there have been few 

assessments of job quality. Moreover~ as with job placement and 

,stability~ even programs which consid~r job quality rarely compare 

their cli.ents' outcomes with those of similar groups of non-clients. 

4 .. The Need for Comparative Analyses 

Unless the outcomes of program clients are compared with the 

'outcomes of individuals who did not receive program services but 

are otherv.Jise similar .to participants, program impact cannot be 

accurately determined. ' Without comparative analyses it is not possible 
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to assess the probable outcomes of clients, had they not participated 

in the program. Such information is crucial for evaluating program 

performance. 

There are several comparison groups which could be used to assess 

program impact on client outcomes. These comparison groups include: 

• releasees who were eligible for an employment services 
program but could not participate because of waiting 
lists 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 

• releasees returning to the community who are not 
served by any program but rather seek employment on 
their own. 

, Differences in the backgrounds of tQe comparison group and program client 

\ 'group must be assessed, since such differences might affect outcomes. 
. t 

\ For example, past studies of prison-based employment programs have 

found that the w~re successful clients tended to be older, white, males, 

better educated, with more stable employment histories and living 

patterns and with a less serious criminal career. Although fewer studies 

have been conducted of community-based employment services programs, it is 

f~a§onable ~o expect similar findinqs. Thus, the comparison and client 

groups should be· similar in terms of such characteristics as age, race, sex, 

:employment history, criminal record 'and criminal justice status (e.g., under 

'supervision or·not). This will permit the most appropriate assessment 

of outcomes possible \,Jithout random assignment of persons to control 

and client groups. Such random assignment is usually resisted by 

programs, for a 'vari ety of reasons . 

Ofl'CO ilppropY"iate c;olllparison ~Jroups have been detcrllrincd, u number 
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of analyses of job placement, stability and quality outcomes can be 

conducted. Such analyses include: 

• the percentage of each group which obtained full­
ti me employment; 

• the percentage of time that members of each group 
were employed during a given time period; 

• the extent to which members of each group secured 
jobs in areas or occupations of interest to them; 

• the extent to which members of each group obtained 
jobs in areas for which they had been trained; 

• the time required for memberi of the two groups 
tQ obtain employment; 

• starting salaries received by members of each 
group; and 

• the extent of job upgrading for each group over a 
specified time period. 

If similar analyses were conducted for several employment services 

programs, the types of program services which seem most effective could 

be determined. In addition, the existence of systematic relationships 

between program characteristics (e.g., counselor-client ratios) and 

client outcomes could be assessed. Finally, the types of clients who 

seem most likely to benefit from various program services could be 

id~ntified. These and similar issues concerning program impact cannot 

be conclusively .addressed until such cross-program analyses, based 

on comparison groups, have been conducted. 

13. Recidivism Out"comes· 

Most programs asslIme that improvin~ rel easees I employment statuses 

.·win r'CdUCl! Lllc'iY' reci(\'iviSIJI rdtes. Indeed, lIIuch of the pulllic funding 

of suc;h prograllls 'j s b?sed on Uri s assurnpti on. Consequently, the 

ava"i'ltllJle eV'icJence concertl'inu Y'ecidivisill Ou(;COllles is SUlllllluY"ized below. 

, . 
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Two major aspects are considered: recidivism rates and r~cidivism 

patterns. 

1. Recidivism Rates 

Most of the available info~mation concerning programs I impacts 

on recidivism rates appears in analyses of individual programs. 

Although conducted in different ways, these analyses usually indicate 

that program clients experience lower rates of recidivism than are 

commonly thought to occur for ex-offenders as a whole. Examples of 

findings from these analyses include: 

• Over a nine-month period one program's clients 
experienced lower recidivism rates (25.5%) than 
a group of non-participant releasees (36.3%).1351 

• A comprehensive employment services program for 
young ~ale parolees found that participants had 
a parole delinquency 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%, 
as compared with 12% for the control group.1361 _.-. 

• 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 1 2.8%. 1371 

• Another emp) oyment servi ces program found that 
clients experienced an 11% recidivism rate over a 
one-year period.1381 

• A prog~am 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 \'/aS 2.3%. 139/ 

• 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 w'ith a projected recidivism rate of 
51% for all releasees in the five participating 
states. 140/ 

~s these example:; illustrate, some programs assess clients ' 

recidivism rates without comparing them to those of non-clients, while 
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other programs have developed a variety of comparative'analyses. 

In some cases these comparisons rely on recidivism estimates developed 

on a StateltJi de, or even nati ona 1, bas is. However, prel i mi nary resul ts 

from a study now 'in progress suggest that past estimates of such 

recidivism rates may have been inflated. The study1s findings, based 

on a comprehensive literature review, ihdicate that the recidivism 

rate in the 1970 l s was about 23%; and in the 19601s, 33%.141 

In addition to developing appropriate comnarisons of clients l 

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 program1s influence 

over client behavior may also diminish as time passes. Whatever the 

reason, most longitudinal studies have found that recidivism rates 

increase over time. Fo~ example, the study cited above, which is assess-

ing national recidivism rates in the 1960 l s and 1970 1s, found that these 

rates in after-only studies tended to rise from 15% for follow-up studies 
142 

of six'months or less to 37% for analyses of more than 60 months. 

The importanc~ of the time factor in analyzing recidivism is also 

,shown by the resul ts of a three-year follow-up study conducted by 

the Experimental Manpower Laboratory for Correct; ons. In thi 5 case 

outcomes of parolees who had participated in a prison-based program 

; were c6mpared with those of regular parolees. While the recidivism 

~ates of progr~m ¢articipants were initially lower than those of 

non-part'i ci pants, there was 1 ittle di fference in the reci di vi sm rates 

of the two groups by the end of the three-year period. 143 Thus, 

,analy~es' of recidivism outcomes may provide a quite different 

perspective on program ill1!Jact if conducted over a peri,od of several 
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years, rather than a shorter time peri od!:. 
i 

Another important consideration in ~nalyzing recidivism outcomes 

is to assess the types of individuals whq achieve the greatest 

improve~ent. Of particular concern is w~ether persons with better 

emp 1 oyment outcomes usually experi ence lower recidi vi sm. However, 

programs often fail to correlate the employment and recidivism,out­

comes of their clients or of comparison group 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 little difference in the 

rearrest rates of those clients who obtained employment through the 

program and those who obtained jobs on their own. 144 In this case, 

while'the relationship betv-Jeen 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 \'1as acquired, rather than employment which was obtained 

through program auspices. Presumably, however, fewer program clients 

would have been able to obtain jobs without the program's services 

(as evidenced by the higher unemployment and recidivism rates in the 

comparison group). 

The considerations discussed above have been handled in many 

different ways by individual employment services programs. Although 

these differences alone make cross-program comparisons difficult, 

the problem is compounded by the many differences in definitions and 

,data collection techniques used at the variou~ programs. For example, 

programs may measure recidivism through rates c.f 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 reci di vi Sill data co 11 ected 

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' 

recidivism 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 develo~ 

II shortcuts" for identifying possible recidivists. r~any programs 

compensated for weak follow-up systems by periodically checking 

enrollee lists against prison admission records, by using the local 
, 

IIgrapevine ll :to obtain information on clients and by maintaining 

frequent contact with parole officers. 145 

Recidivism data collected through such methods may be inaccurate, 

as shown by the experience of the Georgia Model Ex-Offender Program 

(MEP). Program records indicated that S.5% of enrollees were back in 

prison after lS·months. When the General Accounting Office (GAO) 

conducted a thorough follow-up study, using FBI and other records, it 

~ound a 26% re~idivism rate. 146 

A number of studies h~ve discussed data collection problems 

which ilY'isc dllrinu analyses of rcci cI'i vi Sill. One study concluded thut 

.Ul(\ IIlel:hod of datu callee-Uon Wi'lS i1 cr'jtical fuctor in analyzing an 

eX-Llf"I(Jlldul"S t"'ecldfvislil. lr incJiv"iLludls Ulelllse'Jves ,",lel'e contacLeu, ./ 
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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 .... ~1any 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. 
fhose 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 P.1ay be a hard task. 

Since 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. 

2. 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 

assess i ny the impact of emp 1 oyment servi ces programs. 

Co~sideration of the types of cr-imes committed should differentiate 

misdemeanors from felonies and crimes against persons from crimes 

against property. Qne systematic way of conducting such analysis relies 

on scales which categorize c.rimes according to their severity. In 

·order to construct such scales, a number of factors must be considered . 

For ex'amp le, there must not be too rr.-,ny cate~ori es or too broad 

definitions of criminal behavior. One study stated the following 
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requirements for a criminality index reflecting severity: 

• It should present criminal behavior and recidivism 
as a continuum rather than a dichotomy. 

• It should generalize to all situations involving 
offenders, whether adults, juveniles, parolees or 
others. 

• It should cover all offenses which can be verified 
by official records. 

• It should group only those offenses which are 
comparable in terms of cost to the criminal justice 

_~ystem, as determined by.length of sentence. 

• The 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 greater insight about client outcomes. Cr'iminal 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 compared 

with those of non-clients, in order to assess the impact of the 

program on changing client behavior. 

3. The Need for More Comprehensive Analyses 

1\1 though many employment servi ces programs are supported because 

of thei r presulIle.d impact on cl i ent teci di vi sm, there has been rel ati vely 

little analysis of such outcomes. Ma'ny eXisting studies fail to 

consider the outcomes of comparison groups as v/e11 as program clients, 

and therefore cannot adequately assess program impact. Additionally, 

studies often include only very limited outcome measures (e.g., overall 

'recidivism rates over a short follmoJ-up period), rather than compre-

hcnsiv0; ilJlCllysis of cdlllinality patterns, Cl.S rclcrl:oci to employment 

fdstory OV(!Y' tilile. Thus, ildditionill analysis of recidivism outcomes 
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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 

employment outcomes are equally appropri ate for cons i derati on of 

recidivism outcomes. Such groups consist of individuals who are 

similar to program ~lients 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. 

More limited matching of characteristics may also be appropriate. 

For example, one study matched clients and non-clients only in terms 

of the type of releasing institution and later found that the two 

groups were also similar in terms of many other variables. These 

included socio-demographic backgrounds, educational achievement, 

.skill level and employment status at ~ime of admission to the insti­

tution, work within the institution, vocational progress ratings, 

'institutional behavior, type of release and time served. 149 

Analysis of the recidivism outcomes of program clients and 

comparison grou~ members should consider patterns of criminality 

(i .. e., the severity and frequency of criminal activity) as well as 

the overall recidivism rates of the two groups. In addition, it is 

importaht to analyze recidivism outcomes over a sufficiently long 

time per~od (probably a minimum of three years) to assess whether any 

'changes in recidivislll. appear to be permanent or temporary in nature . 

Finall~, such analyses should consider whether programs have greater 
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impact with certain types of individuals and whether certain program 

servi ces are cons i stent1y associ ated with better outcomes. 

Analyzing outcomes for individuals with different charact~ristics 

would help programs identify clients who are likely to need high 

levels of service as well as those for whom the transition to a 

legitimate lifestyle within the community may be relatively easy to 

accomplish. In addition, it is important to consider the relation­

ship between the employment status of indi~iduals and their recidivism 

outcomes. Although many programs assume 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 l wage levels, opportunities for advancement) are systematically 

associated with lower recidivism. 

Analyses of recidivism outcomes should also consider program 

characteri sti cs. Differences ins uch program vari ab 1 es as the type 

of services offered, the extent of client contact or the length and 

,type of follow-up acti vit i es may be cons i stently related to outcome 

differences. An issue of interest is whether a broad range of 

services should 'be provided, including various supportive services, 

'or. only' more limited assistance, focused primarily on job placement. 

One study con'cl uded that it W(lS the process of overall "human 

~p~!rClcl·in9.11 rothcr thilll assistance with job pluccmcnt, which resulted 

in r'educcd Y'L'cid'iv';SIII ror py'o~riJrn clients. 1\1 Lh()lI~11J Llle prouralll 

served probl1l'i otleY's, l,lOt pri 5011 rel eilsees, the 'f'i nd'irlqs of the study 

dl'e u("iIILel't.:!sL. UefOI't.:!-ClI1<J-ilf"Ler' i.llldlyses were conducted of persons 
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accepted into the program, individuals referred to the program but 

not accepted and a group of probationers who ,were already adequately 

employed. 

The adequately employed probationers had a much lower 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 simil ar for persons who compl eted the 

program and for i ndi vi dual s who were not accepted by it, but the 

recidivism rates of program completers were much lower. 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 various program services designed to achieve "human upgrading" 

(e.g.; educational assistance, guidance counseling and various 
. .) 150 supportlve serVlces . 

Analyses of this type are needed for programs serving prison 

rel~asees, so that the relative importance of such human upgrading 

activities can be determined. Other necessary analyses, as discussed 

earlier, include: 

, .. comparison of recidivism outcomes with, such individual 
characteristics as socio-ec'oromic back'ground, employ­
ment history, criminal record, and criminal justice 
status (e .. g., under supervision or not); 

• assessment of persons l recidivism outcomes and employ­
ment characteristics (e.g., whether employed, type of 
job, wage level, length of time employed, extent of 
job satisfaction); and 

• analysis of client outcomes as compared with program 
characteristics (e.g., types of services, extent of 
c,lient co.ntact, lengt~ of follow-up assistance). 

the v~rious analyses 9uggested of recidivism outcomes should consider 

tbe severity of criminal activities as well as overall 'recidivism rates. 
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. 
In addition, the analyses should be conducted over a period of several 

years following program participation, so that the IIdurabil ityll of 

any improvements in client behavior can be determined. Such analyses, 

using comparison 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 life or in achieving IIhuman upgrading,1I even 

if these services appear to have little direct impact on employment 

or recidivism rates. 

An employment services program 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 

IIsafer.1I There will also be a lessened burden on the criminal justice 

system as a result of lower recidivism levels. In addition, if 

programs increase client employment, the financial burden on public 

support systems ·(e.g., welfare, Aid for Dependent Children) will be 

. decreased. 

Pr~grams ~ay ~lso have a positive impact on the attitudes of 

certain groups with which they interact in the community. For example, 

job deve Topment acti vit i es may change employers I attitudes towai"d 

hiring ex-offenders; such a change could help many individuals who 

iJre no~ progl'i.1I11 clicnLs as wen as peY'sons wllo arc. 1\)50, progrilill 
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activities within prisons may influence corrections officials to 

become more concerred about ways to help inmates prepare for their 

eventua 1 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 Programs, vocational schools, Vocational Rehabilitation 

agencies, 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

mented .. Indeed, it would be di ffi cult to analyze many of these 

impacts in a systematic manner, since they involve attitudinal changes 

which may occur at a slow' rate over a long time period. Consequently, 

much of the information available concerning such possible program 

effects as changed. employer or prison official attitudes will probably 

~ontinue to be largely impressionistic in nature. This is not a 

serious limitation, however, because these types of program impacts 

are usually considered secondary ones; it is programs I anticipated 

. effects on clients ' employability and recidivism It/hich usually account 

for their continued support. 

A ~omplete assessment of program outcomes must consider the cost 

. of achieving them. At present, programs have conducted only limited 

analy~is'of the costs.of providing their various services. In 

addition, the lack of appropriate outcome analyses precludes consideration 
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of the cost-effectiveness of most employment services programs. 

One program which has tried to compare the costs and benefits of 

its activities is Community Correctional Services for.the Sixteenth 

Judicial Circuit, serving Kane County, Illinois. Program costs 

consisted of: 

• direct costs of program operation-$133,431; 

• indirect costs incurred through the provision 
of office space, utilities and telephone 
expenses by other county departments, such as 
CETA--$9,150; and 

• 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 

. outcomes in the absence of program intervention. Such outcome 

projections were based on analysis of the most recent two years of 

clients l criminal and employment histories. The study notes that this 

estimation technique assumes that trends based on linear projections 

of offenses and employment accurately reflect what would have happened 

without program assistance and that this assumption may be invalid, 

because clients entered the program voluntarily and thus wanted to 

change their be~avior. 

How~ver, the study further notes that the programls successfully 

terminated partic,ipants had been in the midst of a continuing arid 

relatively stable criminal career, despite opportunities for positive 

~hange that were available to them from other agencies, parole officers 

. and alternative-employment services. Thus, the study concludes that 

these'factors argue against the proposition that prOClraPl clierits would 

have changed their lives 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 savin~s or contributions 

(e.g., taxes) which were returned to the community in the first year 

following successful program participation. Benefits received by 

program partitipants themselves were excluded, as were savings which 

would presumably continue to accrue to the community during subsequent 

years of successful employment by participants. Moreover, benefits 

for ~lients 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 estimated as follows: 

• arrests saved after the first year of program 
ope~ation, 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; 

• 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; 

• 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; 

• direct crime costs, based on the expected 
nUmber of property crimes (121) that would 
have been c6mmitted times the national average 
for the value of goods in a property crime 
($200)-$24,200; 

• tix dollars generated by increased client wages 
and lengthened job retention, based on expected 

. 'yearly income post-program minus yearly income 
w-ithollt the pro:1ram times ((1) 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 increase­
$10~ ,368; and 
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• unemployment benefits and other saved welfare 
consumption, based on clients' previous 
unemployment and public assistance histories­
$37,920. 

As shown above, the major benefits stem from jail time saved and taxes 

generated by increased client earnings in the year after program 

termination. The increase in wages was estimated based on an increase 

in the average I"age 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 an1ysis indicates that bene­

fits from the program's operations more than offset program costs.1 51 

A key aspect of any cost-benefit analysis is to assess likely 

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 limitation that client 

behavior might have changed over time even without the program's 

intervention. A better estimating method vJOuld analyze the outcomes 

of "a comparison group of non-clients. Since such analyses are more 

difficult to conduct, programs rarely perform them. 

Thus, outcome studies based on cbmparison groups are needed, 

so that program benefits can be determined and systematically compared 

with program costs." Such analyses of programs proyiding different 

sets of services (e.g., job readiness training versus job placement 

"assistance) woul~ permit aSG~ssment of the types of services which 

result "in the greatest "pay-off." Without such studies, conclusions 

rC~JiJrdin~J prografl1 ililpuct will continue to he based largely on 
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impressionistic and anecdotal information, rather than substantiated 

an~lytical evidence . 
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VI. CONCLUSION 

This paper has assessed the present state of knowledge concerning 

programs which provide employment serVices to prison releasees. As 

a Phase I study under LEAA's National 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: 

• 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; 

• the processes by which persons are referred to 
programs, enrolled and assisted in becoming 

'employed; 

• the assumpt~ons underlying program operations; 

• the manner in which programs use such resources 
as staff, funds and facilities; 

• such external factors affecting programs as the 
nature of the local corrections and parole 
systems and the condition of the community's 
economy; and 

., prO~lrillll imriact on cl icnts I employment and 
recidivis~ outcomes. 

This chapter presents major findings of the study and suggests several 

'areas where further work is heeded . 

-149-
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A. Major Findings 

An imoortant finding of the present stu~y is the existence of a 

large number of employment services programs assisting many prison 

releasees. A total of 257 programs responded to a survey conducted 

during this study to idr:ntify the relevant pl'ogram universe. These 

programs offer a wide variety of services to prison releasees and 

usually to other groups as well. 

Since most programs do not serve releasees exclusively, it is 

difficult to determine the exact amount of money which is being spent 

on services for releasee~ alone. That this amount is probably a large 

one is illustrated by the fundi'ng data shown in Table 4. Besides 

indicating .th~ programs I responses to the survey in terms of budget 

size tategories, Table 4 presents an estim~te 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 n0t prison releasees as well as individuals who are. 

AHh'ough 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 

0nknown,. available evidence indicates that the total amount may be 

, gUite large. 

Much' of the financial support for employment services programs 

is pro,vi eled by LEAA, t,hrough its b1lock grants to the States. The 

Labor D~partment is also a major funding so~rce for these proqrams, 
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TAGLE ~ .-Annual Budgets of Em[1loyment Services Programs .' 
_~ ___ _ ._._. __ •••• a __ .... _ _ • _ .. ___ • _ ___ ~ _._. __ .. _ .. ,_ ._~_._. __ • __ ._._ ...... _ 

~- -~-~--.- --~--- - - -----.---.- ... ------.-.~-.-.-

Survey Data Es ti Ina tes 
._._---------- -----.. -- ----..,. .. _--- -.-.- --,----~--.-------- ------------

• J3_u_~et J_1_ze _~ate_~o!'x_. ,~~~_~.9_!_~ro g~!~, ~ud<I.~t f.?!_,_~0.!l~_J ~o..:~:-..a!l1 __ J_otal_}~_~_d_~!? ___ 
---

Less than $50,000 56 $25,000 $l,~OO,OOO 
.. -. 

$50,000 to $99,999 
I 

37 $75,000 2,775,000 
I 

$100,00'0 to $299,999 61 $200,000 12,200,000 

$300,000 to 9r99 ,999 \ 19 $400,000 7,600,00() 
--'I 

I More than $500,000 
, 

4,6 $500,000 23,000,000 \ , 

~' I 

TOTAL ' 219 XXX $46,975,000 • 
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primarily through its' block grants to prime sponsors operating under 

the Comprehensive Employment and Training Act (CETA). Many pt'ograms 

have received funding from both LEAA and CETA at various times. In 

SOllle cases thi s hus creuted udmi ni strati ve problems, 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 

relatively little systematic analysis of program impact. Most of the 

existing studies are descriptive rather than evaluative and focus on 

one pro~ram 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 limited 

impact measures, such as placement or rearrest rates, and do not 

consider such roctors as job stability, job quality or the severity 

of crimes committed. Moreover, the relative impact of various 

services on clients having different characteristics has rarely been 

assessed. 

The most serious limitation of existing studies, however, is 

the lack of data on the outcomes of individuals who do not receive 

employment services but are similar to program clients in other major 

r~spect~. Without such analyses, the effectiveness of employment 

service? progt~ams'cannot be adequately assessed. 

Although existing analyses have a number of limitations for 

making conclusive determinations of program impact, the studies do 

perl1ri~ i denti fi cation of the assumpti ons underlyi ng program operati ons 

and asseSSlllent of the validity of these assumptions. Such activities 
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are an important part of a Phase I study, and major findings are 

sunmarized below. 

The assumptions underlying program operations include: 

• The time immediately follovling release from 
prison is a critical reacijustmcnt perioci. 

• Employment is a key factor in nwkin~ a' 
successful readjustment to commun·ity 1 ife; 
releasees without legitimate jobs are likely 
to return to criminal activities . 

• Employment services programs are essential 
for helping releasees find jobs, because 
releasees face many employment barriers ancl 
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. fhe~e prnblems include finrling a place to live, establishing 

relationships vlith family and friends, and adjusting to a lifestyle 

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 limited financial resources, the 

need for income may be particularly pressing. 

Many past analyses have documented that there is a close relation­

ship between employment status and recidivism. This has led some 

studies to conclude that employment is critical for releasees ' 

successful readjustment. Although ceytain researchers have proposed 

that there- is a ca.usalrelationship bebveen unemployment and crime, 

others have argued that unemployment and recidivism are highly 

torrelated only because each is associated with another factor 

·(e.q., the influence of family members) which induced wide~pread 

bchi1v'j orfl 1 chan~le. 

Some: .ilnfllvstc; hilve sl100ested tlwt rroviciin0 income to rele.asees 
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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: 

• both financial aid and job services; 

• financial aid only; 

• job services only; and 

• neither financial aid nor job services. 

The project found that releasees who were given financial aid 

experienced 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 rece; ved ou r job servi ce, even thou9h our 
service was an intensive, individualized effort .... 
The men who were hired throuqh our efforts quit or were 
t-j red soon after. [BJecause our job servi ce was not 
able to raise the employment rate, ... we were not truly 
ab"1 e to test \'/hether employment reduces rearrest. '152/ 

Thus, the Project LIFE study may have demonstrated only that the project 

provided inadequate employment services, not that appropriate employment 

services are less effective than financial aid or that employment has 

little impact in" decreasing recidivism. To provide additional insight 
, " 

'on, this ~ubject, the Department of Labor is currently conducting a 

demonstr.ation proS)ram in Georgia and Texas to test the efficacy of 

" providing rclcasees with financial aid and/or job services. 153 Results 

"of th~s a~alysis should help assess the relatiVe impact of these types 

of ass'; stance . 

TIl"us, l"illi 1 e past studi es have shown that unemployment and 
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and recidivism are closely associated, there is' considerable debate 

over whether emplo'yment causes a reduct; on in criminal ity or \llhether 

other factors explain the observed relationship. Moreover, the role 

of employment services programs in either increasing releasee 

employment or decreasing recidivism 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 l 

lack of skills, unrealistic job aspirations or similar deficiencies. 

Moreover, prisons often provide little assistance to prepare inmates 

for handling the employment problems they are likely to face. 

Indeed, not only do prison staffs often provide little employment­

related assistance 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 rel ease but that correcti ons offici a 1 s 

often placed little value on such activities and failed to support them. 

Thus, releasees 'often return to the communi ty poorly prepared to seek 

, emp 1 oyment . 

A1thou~h the 'fact that releasees face many employment barriers 

has been vliclely documented, there hus been little analysis of the 

,impact of employment services programs in helping releasees overcome 

-these hi.Ir'Y'iers. ~1ost,of the existing studies of pro~ra11lsl impacts 

consider' on'ly tile outcomes of program 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' interventions 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 cha,nges, many programs do 

not compare these data for individual clients. Thus, the relationship 

between employment and recidivism cannot be analyzed, and many programs 

do not know if the clients who experience the best employment outcomes 

also have the best recidivism outcomes. 

Additionally, little is known about the relative impact of the 

various services provided or about the most effective way to deliver 

any given service (e.g., is job readiness training best provided in 

a two~week seminar or a one-day workshop, in conjunction with other 

services such as skills training or as a separate activity, as an 

initi·al service or as the last assistance before job placement?). 

Moreover, little is known about the characteristics of clients who 

seem to benefit most from the different services. In addition, 

programs have little insight concerning the best ways to operate in 

.differentexternal environments (e.g., with coope.rative versus 

uncooperative corrections and parole officials or in prosperous 

versus depressed local economies). 

Since there is much variation across programs in terms of types 

of services provided, manner of service delivery and client character-

istics; the relationships of these variables to client outcomes could 

. be asses~ed relatively easily; there is no need to create a set ot 

~rogr~ms' having speci~l service characteristics in order to conduct 

such arialyses. Adequate assessment of these relationships would, 
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however, requhe special efforts to analyze the outcomes of comparison 

group members as well as those of pr00ram clients. 

Although most programs lack 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 

voluminous, 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 

programs need only to analyze data which are already being acquired. 

Such analysis would probably indicate that certain data were of limited 

value; Collection of such information could be discontinued, and the 

saved resources could be applied to analytical needs. Thus, in many 

cases T 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 

~onduct more analysis than at present, these changes will leave many 

important questions unaddressed, Few programs have adequate follow-up 

components for obtaining information on the long-term outcomes of 

" eli ents', ~~oreover, few programs analyze the outcomes of thei r c1 i ents 

1n compClrison with' similar groups of non-clients. In many cases, 

programs recognize the need for such activities but lack the resources 

to engag~ in them. Thus, provision of additional resources for 

eva 1 ua,ti on wi 11 be requi red 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 

ye.ars for programs emphasizing different types of services and aiding 

clients with varied characteristics. Such analysis would permit 

assessment of the types of servi ces whi ch seem most effecti ve v.,rith 

. di fferent types of cl i ents; the durabi 1 ity of changed behavi or over 

time; and, most importantly, the extent to whi ch the programs I 

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 

dat~ 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 

'suggest~ th~t a Federally funded study is required to fill this knowledge 

~ap. LEAA's Ph~se'II National Evaluation Program would appear to be 

, a prime candidate for such funding. The outcome analysis should be 

conducted'in conjunction with analysis of program and client character­

i,sties., s'o thilt ciiTferentitll ill1pact can be assessed and cost-benefit 

effec ts' i den ti fi ed. 
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Second: As noted earlier, many employment 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" providin9 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. II 

Third: In order to revise their data collection activities, many 

programs will need the approval of funding sources, particularly 

State Planning Agencies (supported through block grants from LEAA) 

and local prime sponsors (supported under the Comprehensive Employment 

and Training Act, administered by the Labor Department). Employment 

services programs are in the somewhat unusual position of serving a 

'cljent population which is of interest to two major Federal qgencies, 

one of which allocates its funds mainly at the State level and the 

other, the local level. This presen~s a number of problems of 

intergovernmental and interagency coordination. Obtaining approval 

for reallocation of, data collection efforts is one aspect of this 

problem; insuring continuity of funding When dealing with two major 

sources of possible'support is another. 

An assessment of,these coordination problems, and of ways to 

improve Labor-LEAA linkages at the Federal, State and 'local levels is 
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an important topic for further analysis. This could be conducted under 

LEAN s ·research program, perhaps, in coopel'ati on 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 for planning and coordinating these efforts could increase their 

usefulness to each agency. 

Fourth: Many programs have developed materials which would be 

of use to other programs. For example, programs specializing in 

certain ~ervices have sometimes developed manuals synthesizing their 

experiences in providing these services and discussing various ways of 

deliv~ring 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 appropriate materials already exist at employment 

servic~s programs, it would be relatively easy to collect and distribute 

them. During this,study, u'seful materials were acquired from the 

various programs visited. This information was provided to LEAA in a 

report entitled IISel ec ted Program Materials. 11 That report could be 

disseminated to 'existing employment services programs. If the response 

warranted further efforts, additional materials could be collected 

at a later date. 'This could be accomplished as an adjunct to LEAAls 

~~ational Evaluation Program or under the IITechnology Transfer ll program. 

Fifth: A major problem identified during this study is the 

frequellt'existenc~ of,poor linkages between staffs of corrections 
. . 

facil'ities and of com1l1unity-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 abandoned them because of lack of 

support by corrections officia'is. 

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 life 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 analysis could be conducted 

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 orde~ to become more attentive to the prerelease needs of 

inmates. At present many corrections officials act as if their 

primary .responsibi'lity is to maintain order within the institution, 

not to prepare the inmate for establishing a law-abiding lifestyle 

after release. The i ncenti ve structure perceived by correct; ons 

officials often refle~ts such priorities: officials receive much 

advers~ publicity if order is not maintained in the prisons but none 
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if few efforts a re made to rehabil i tate inmates or equi p them to 

return to the community. Bes i des pressure from fund i n9 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 \flays of 

improving linkages between prisons and community-based pro9rams 

serving releasees. 

Sixth: A major service gap identified during this study is the 

lack of adequate employment services for women releasees. Although 

many programs will accept women releasees, few attempt to meet the 

special needs of women offenders. For example, women often have 

different job skills than mew'and may require different job develop­

ment services. They may also need special supportive services, 

particularly assistance in making child care arrangements. 

Since crime by Ivomen is rising'in many jurisdictions, the'lack 

of appropriate employment services for 'domen releasees may become 

an increasingly serious problem. A "Prescriptive Package ll or other 

research study could assess ways of best meeting the needs of women 

'releasees. Widespread distri.bution of such analysis to existing 

programs could help improve the assistance now provided to women 

releasees. Additionally, pressure from funding sources may be 

: req~ire~to encourage programs to increase the number of women 

rel easees serv~cI. ' 

Finally: It may be difficult for programs to help releasees 

find jobs' when the.re are high unemployment rates in the community. 

There~ore, it maybe desirable to explore ways of establishing 

special job creation programs for r~leasees, since the· social cost 
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of their unemployment is likely to be quite high. A demonstration 

program, perhaps conducted in cooperation 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 recommendations have covered a wide spectrum of 

evaluation and program needs. If implemented, the proposed activities 

would provide essential information concerning program impact, 

improve the present delivery of services to prison releasees and test 

the efficacy of new approaches for assisting individuals in making 

the transition from prison to employment. 
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APPENDIX A 

A BRIEF HISTORY OF EMPLOYMENT 
SERVICES FOR OFFENDERS.Jj 

Initially, the prison system in the United States was viewed as 

a'means 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 ~he 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, "In isolated settings, divorced from labor 

mar~et~, working with second-rate materials and a highly disadvantaged 

clientele, vocational training alone seems to have minimal impact."2 

Dther studies of ~ocational training projects have reached varied 

conclusions concerning the impact of training on inmate rehabilitation. 

However, severaT studies have stated that these programs often use 

. outdated eqUipment, offer courses geared to the institutions', needs 

rather than the participants' needs, provide inadequate aid in 

preparing inmates for the social-occupational environment of the 

. "vlOr'jd of \A/ark," and offer training only for lOlA/-status, entry-'Ievel 

jobs .. 

Tlie decade of the 1960' s brou911t lIlany changes to correcti anal 
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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 t~,eir 

effect on the lives of ex-offenders. Once these studies demonstrated 

the feasibility of broad-scale inmate training programs, projects 

expanded 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 services 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-offenders. This program provided each State's Employment Service 

w~th staff to link inmates and ex-inmates to existing manpower resources. 

This additional staff was located in several ~laces and provided 

~ontinuity in services to ex-offenders during the transition from 

pri son to the community. The efforts were coordinated by a correcti ons 

unit in the central State Employment Service office in each State. 

Em~loyment Service staff were stationed in correctional institu­

tions to work ~ith' inmates in counseling, job development and placement 

prior to releasE;. This staff \lIas linked to local Employment Service 

.offices, 0here full-time staff were specially assigned to assist 

ex-offenders lA/hen they returned to their communities. Additionally, 

a manpower service center ~"as created in the largest metropol itan area 
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of each 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 trai nin ~ for offenders, provided States with 

funds to develop proposals to meet the manpower needs of offenders in 

all stages of the criminal justice system. Thus, a variety of 

programs have been initiated over the past fifteen years to assist 

ex-offenders in resolving employment problems . 

Corresponding to the growth of correctional manpower services has 

been a trend toward prerelease employment services. Prerelease centers 

in large urban areas 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. 

Additionally, an increasing number of 'States are allowing inmates 

furlough time prior to release to obtain satisfactory employment. 

At present the emphasi s has shifted to community-based programs 

for ~ri~on releasees. This corresponds to the increasing use of 

probation, parole and pretrial intervention. The majority of all 

adult offenders in the correctional system are no~v under community 

supervision. Since many additional persons are outright releasees 

and not under pa~ole supervision, the appropriateness and importance 

'of postrelease rehabilitative services becomes clear. 

One, survey of community-based programs conducted in 1975 concl uded 

, that in"spite of the urgent need for such programs, there are relatively 

few to serve the specific needs of prison releasees that do not also 

serve ,as 'alternatives ,to incarceration. 3 However, another survey 

concl uded that "post-incarcerati on programs such as half\'Jay houses, 
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volunteer assistance by ex-offender and other groups, and intensive 

job counseling and education proRrams directed toward increasing 
4 hiring of former offenders exhibit great diversity at the moment." 

The un i verse i denti fi cat i on effort cond ucted as part of tili s 

study seems to support the latter finding. A great number of coml11unity­

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 

operating 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 pri son re 1 easees has increased, the developrnent of 

innovative approaches in the provision of such services has continued. 

One'example is' a Department of Labor-funded experimental project 

called Mutual I\gre~ment Programming (MAP), a project directed by the 

American Correcti~nal Association. This program began in response 

to problems encountered by releasees in their transition to the 

community. Planners felt that, ideally, the completion of training 

. should be coordinated with release and job placement so that newly 

acquired 'skills co'uld be put to best use. "In practice, prisoners 

often had to wa it an·' i ndefi nite peri od before rel ease, and caul d not 

plan effectively for outside employment as long as their release 
. r-

date \'Ias.unknown. IID The basis for MAP is a contract among inmate, 

ihstitution, and parole board that includes a definite. parole date 
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contingent upon the completion of mutually agreed upon rehabilitation 

goals. usually including vocational training or other employment­

directed services. 

Another trend in employment services for ex-offenders is the 

increasing attention being paid to specific client groups within the 

total ex-offende-r population. For example, the Department of labor 

has funded several recent projects specifically to serve ex-offenders 

vlho are also ex-drug 'addicts. One project. entitled ManpOl"ier 

Assistance for Rehabilitated Drug Abusers (MAROA), established 

community-based manpower programs for drug-involved ex-offenders in 

. Des Moines, Iowa, and Baltimore, Maryland. Another provided funds 

to establish a manpower component within a large treatment program 

in Atlantic City, New Jersey. 

Several community programs have been established to serve the 

specia.l problems of female ex-offenders. For example, the Female 

Offenders Program of t'/ester.n Pennsyl van i a provi des female re 1 easees 

vlith comprehensive employment services, both directly and by referral 

to other agencies .. One America, Inc. operates a vJOmen's program in 

~ouston, serving, female probationers and parolees. The Maryland 

Qepartment of Corrections is implementing Mutual A~reement Programming 

for women, and Massachusetts is establ ishing a similar voucher program 

:for 50 to 79 female releasees. 

Cer.tain projeCts primarily serve ex-offenders with specifi c 

.. minority backgrounds. For example, Development Assistance for 

.Rehabilitation, Inc. (D.A.R.) of Austin, Texas, serves mainly Chicano 

ex-off~nders, while Operation DARE in Chicago provides services mostly 

to black ex-offenders. 
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One important change in service delivery which affects the 

employment-related needs of all types of releasees is the return to 

decentral i zed 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 replaced by 

comprehensive programs administered by prime sponsors, often cities 

or other local communities. In areas where no special programs for 

ex-offenders exi st, the re 1 easee wi 11 often rely on these Comprehens i ve 

Emp 1 oyment and Tra i ni ng Programs for emp 1 oyment-re 1 ated servi ces . 

Their major purpose is to provide the economically disadvantaged, the 

uhemployed, 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 comprehens i ve manpower sel'vi ces. Ti tl e II provi des for 

transitional public employment programs .. Title III specifically 

provides for Federally supervised manpower programs for special target 

groups in particular need of services, including offenders, and 

also authorizes Federally supervised research, experimental, demon­

stration, and pilot programs. 

The Departm'ent of Labor is currently using Title III money to 

implemen~ special programs for ex-offenders. These Model Ex-Offender 

Programs (MEP IS), an outgrmvth of the earl i er Employment Servi ce 

Model Program, are bein1 implemented in ten States. They are being 

funded with Title III monies and States l discretionary CETA funds 

under Jitle I. The MEpis in each State are to be composed of: 



• 

• 

.' 

• 

• 

• 

• 
,', 

• 

.' 
• 

-182-

• a central staff at the State level to provide overall 
direction and to monitor and evaluate project operations; 

• an institution-based counseling unit or units to provide 
emp 1 oyment servi ces to inmates pri or to thei r release 
back to their communities; and 

• community-based ex-offender emp10.Yability 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 

Hnk 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 re1easees to be served. 

Vocational rehabilitation programs were originally instituted to serve 

,physically disabled clients, but in the last decade there had been a 

shift t'oward including mentally or emotionally disturbed clients as 

target populations~ One indication of this approach was the inclusion 

of "behavi.or di sorder" as a qual i fyi ng d i sabi 1 i ty category. 6 

Currently,the emph~sis is shifting back toward the physically 

handicapped. The 1973 Vocational Rehabilitation Act specifies that 

: "the severely handi capped" must be served fi rst. Although the Ameri can 

. ~ar AssQciation, the National Council on Crime and Delinquency, and 

, the l\n}eri can Correcti ona 1 Associ ati on argued for the i ncl us i on of the 

,offender j)opulation among vocational rehabilitation eligibles, a heavy 

lobbyipg 'effort by the, physically handicapped led Congress to remove 

"behavior d'isorder" as a qualifying disability. 
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Because of this shift in emphasis~ most State Vocational 

Rehabilitation 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 

Rehabilitation Services~ which still maintains a special offenders unit. 

Most States~ however~ have virtually stopped serving offenders. 

Thus~ most pris6n releasees returning to communities and needing 

employment-related services will likely 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 

commun ity-based programs specHi cally des i gned for ex-offenders. 

Great variation exists in terms of eligibility criteria~ inter­

octio'ris v.Jith the criminal justice system~ the emphasis placed on 

different employment services~ and so on. These are relatively new 

programs) and the concept of organized community-based employment 

services for releasees is to some extent still evolv'ing. However~ all 

programs have one" primary goal: to provide the releasees with effective 

employment services and necessary supportive assistance in order to 

prepare them for the world of work, Rlace them in jobs~ and help them 

achieve employment stability and satisfaction~ so that they can 

readjust successful]y to life in the communities to which they have 

returned . 
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FOOTNOTES FOR 
APPENDIX A 

lInformation on the history of employment services was derived from many 
sources. ,Particularly helpful publications were Roberta Rovner-Pieczenik, 
A Review of Manpower Rand D ~rojects in the Correctional Field, 1963-
73, Manpower Research Monograph No. 28 3 (Washington, D.C.: U.S. Department 
of Labor, 1973) and U.S. General Accounting Office, Department of Laborts 
Past and Future Role in Offender Rehabilitation, (Washington, D.C.: U.S. 
General Accounting Office, 1975): . 

2Robert Taggart III, The Prison of Unem 10 ment-Man ower 
Offenders, (Baltimore,'Md.: The Johns Hopkins University 
p. 49. 

3Abt Associates, Inc., Exem lary Project Validation Re ort: Parole Reha­
bilitation and Em 10 ment ProQram PREP, Cambridge, Mass.: Abt Associ­
ates, Inc., 1975 , p. 22. 

4John M. McCreary and Phyllis Groom McCreary, Job Training and Placement 
for Offenders ind Ex-Offenders, (Washington, D.C.: U.S. Department of 
Justice', Law Enforcement Assistance Administration, 1975), p. 15. 

,5Anne M. Rosenfeld, An Evaluative Summary of Research: MAP Program Out­
comes in the Initial Demonstration States, (College Park, Md.: American 
Correctional Association, 1975), p. 3 . 

. 6Underthis disability category, vocational rehabilitation services could 
be provided if it was determined that "an individual's behavior significantly 
deviates ft~om what is considered normal, or that his ability to carryon 
normal relationships. with family and community is significantly impaired ... 
Eligible for vocational rehabilitation services under such a definition . 
.care] the public offender ... and the socially and culturally deprived, 
pro'vided these people are truly 'handicapped' in finding and holding 
suitable employment." Federal Vocational Rehabil itation Manual, Chapter 
16-I, (Washington, D,C.: U.S. Department of Health, Education and Welfare, 
Rehabilitation Services Administration, July 26, 1967). 
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ADULT EX-OFFENDER EMPLOYMENT SERVICES PROGRAM INFORMATION 
Program Name._ . _______ ....... _ . _______ .. ____ . __ .. __ . __ . __ ... __ .. _ ... _. ___ . __ .. _ . _ . __ .. __ ...... __ ...... :. ______ .. 

Street Address ____________ . _____ ._ ..... ____________ . ____________ _ 

Ci ty ... ___________ . __ .. ______ . ______ ._ .. State ._. __ . _________ .Zip Code. ___ .. ____ . ____ _ 

o i rector _______________ _ Te 1 epbone. ___ (_. __ ) _____ . ___________ _ 

1. lIow 10n(1 has your pro~J1'()1I1 been 
in operation? 

4. Please estililate the i1~le distribution 
of your clients: 

2. 

.3. 

[] il. Less than one y(~a r 
0 b. One to three years 
0 c. Four to six years 
[] tl. ~l(1re thiln six years 

How many c i i \.'n ts hilS you r progrilll1 
served over the past yea r? __ c'l i ents. 

Does your progrillil have ilny of the follow­
ing limitations on clients \·1110 Cilll be' 
served? (Please check as many as apply) 

o Only sc:rve ex-offenders 
o Only s~rve persons recently released 

from prison 
o Only serve clients older than 

--'years 
o Only serve clients younger than 

years 
o Only serve males 
o Only serve females 
[] Only serve people on probation 

or parol e 
[] Only serve residents of this county 
[] Only serve persons released from 

correctional facilities in this 
county 

[] Only serve persons released from 
correctional facilities in this 
state 

[] 00 not'serve persons convicted of: 
[] homicide 
[] rape or other sex crimes 
o serious assault 
[] 'armed robbery 

. b On ly' SerVE! pe"sons I':ho have served 
less than -----years in previous in­
carcerat'ion 

[] Other (Please specify)...:. ___ _ 

5. 

~:.1 .. .Y.S':E.2 __ __ . __ . __ ._ 

._ .. 2_5::}g_y_e!~.r_s ____ . __ .. _ .0_. 
..]_1 ::.4.0. y.e.i1.t.s __ ....... _. ___ . 

% .----.. -

", , 
01 del' than ~Q. . .V.e~!2 _____ . _. ____ %. __ 

Totill 1 OO"~ 

Please estililate the distribution of 
male and female clients: 

r-' .--.- .. ·-----1 ~ . ..o;e.-----._------ _ _ . ____ X,_ 
Female % 

Total 100~; 

6, Please estimate the racial distribution 
ofyolJrclients: ' 

l~h i te % 

Black % 

Chicano - % 

Other (Specify) 

% -------------
Tota 1 100% 

7, Please estimate the distribution of the 
length of clients' last incarceration: 

Less than six months .' /. 

Six months to t\'{£,Y~a.I.2 _ 0/ _ ._-_...!:!... 

~..9~than t\'lQ...Y~~ "/. 

Total 100% 

8. Please indicate whether your program provides the following services: (Check applicable boxes) 

SERVICE 
Provided 
Di rectly 

Provided 
by Referra 1 

Not 
Provided 

------------_._._--_. __ ._-}-._------ .. --------- --- -- -.. __ .-
a .. Vocational Testin9 ___ ' ________ r-_______ . ______________ _ 
b. Vocation'al Counsel inC! 
c, Hork Orientation/l~;-o-'-rkc'-;;A'""il~ju-s·tl11ent Training -------.---1----------
_~_Q~"._~Ed~u~c~a~t~io~n~,~------------I~--.----+--------f------------
~.kills Traini~ ____________________ _r-----------,..------------r----------~ 
_~n.:L~~:~J9.2_Jra_i_n.i ~,-:--:-;-;r-; ___ ::__7_:_r....__;_--f------- --_____ ~_ _ 
J!:._..J:!.~!1_s:!.tio~iI~_EI1IJ!..!gXment/Sup..P.Q.!."..:.t.:;e_d.::......:.W~o~r.;.:.k __ 1 _______ ,..--------1------------· -----I 
h: Job Dev~l opillent 
i. _ ,loll Pl ilccllIe:.:.:n-o-tcc:.;:...---..,----------II-------:-------+- -----1 

J==:to'l'lo~::1Jjl~ c(luii<iI(iliiLA fte-r~_J:!!PTo1m~-- ------- -_.---- -- -- -:_-____ _ 
k. Other f:ollow-Ull I\ssistance I\fter Employ­

lIIen t 
-l-,-:-Olher (c.C1., residellTlal se-rvice-s-,--s-,t~i---I-·-·-----r---------- --------

pends--plcase specify) _______________ .•. 
. • ...... _ ...... _ ~. __ ,.. _«~._. __ ",.~_ --_ •. _--.-0._---- _ ... a.... • _ ~ '" •. ~. . .. ." ........... _ .. ,_ * ___ .. ______ _ , . ___ .. ___ "_ ... ___ a __ ._" ... _. _____ "" 

DYes o No 

AA A (;C)N"f I NIIEI1 ON NEXT P/\(;r:-"d'k 
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\~1"1 t. i" Llll! ,WUl"dqU I r{'qllency a I cont<lcL 
bctwcen prolJrr1m starf 'lilt! cl ients? 

o iI.· Daily 
[J h. Sevel'al Lillles il wC'ck 
o c. Oncc iI ~I('('k 
o n. Less often thun once " I·/Cek 

What is the aVerillJe length of time that 
cl ienl:; maintain contact with the program? 

o il. Less than one ilion th 
o b, One to six 1lI0nths 
o c. Sevcn to t~lelve months 
o d. ~lore thiln twelve months 

(Joes your progralO have any criteria for 
success? (Please check as many boxes 
as apply.) 

o il. o b. 

o c. 

o d. 

o e. 

Slicces'iful job placcmcnt 
Success fully emp'loyed for fi xed 
time pcriod 
Completion of individualized employ­
ability plan (e.g., education, 
training, etc.) 
Successful re-integration into commu­
nity (based on subjective staff 
judgement) 
Other (Please describe) ------

What percentage of clients are considered 
'Success ful? 

o a. 
o b. 
o c. 

0-10% 
11-25% 
26-50% 

o d. 
o e. 
o f. 

51-75% 
76-90% 
91-100% 

15. 

16. 

17. 

HlhlL is thc SiLC of your ;tilIT! 

lJ 0. 0-10 pnrsons 
[J b. 11-20 persons 
o c. 21-1j(] per'sOIl~ 
[.1 d. Hore than '10 !H!r~nI\S 

Pleil~e check the One box I~hich hest 
describes YOllr staff: 

o iI. 

o b. 
o c. 

Prll1wrily full-timc pilid 
professionals 
Primarily volunteers 
Other (Describe) ______ _ 

How many of your staff ate ex­
of fenders? 

o a. 
o b. 
o c. 
o d. 

Mas t (50'1. or more) 
Some (20-49%) 
Few (Less than 20~ 
None 

What is your program's annual budget? 

$ ------
18. What is the major source of funds 

for your program? (Check one box 
on ly. ) 

o 
o 
o 
o 

a. 
b. 
c, 
d. 

Federal Government 
State Government 
Local Government 
Private 

***********~THE FOLLOWING QUESTIONS APPLY ONLY TO PRISON RELEASEES************* 
19. How many pri son re 1 easees has your pro~ram served over the pa st yea r? _____ rel easees. 

20. Hhich ~ of the follol1ing is the most 
common way that recent prison releasees 
cOllie to your program? (Check one box only) 

o a. Referred by prison officials 
o b. Referred by probation or parol e 

0 
·0 

O' 

0 

' c. 
d. 
e. 

f. 

officer 
Referred by family or friends 
Referred by other community agencies 
Through program outreach' efforts 
(e.g.\ recruitment, advertising, etc.) 
Other (Please specify) 

21. 

22. 

23. 

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? 0 Yes 0 No 
b. parole officials? DYes DNa 

After clients are released, does your 
program usually have ony contact with: 

a. the prison staff? 0 Yes 0 No 
b. parole officials? DYes 0 No 

24. ·Plellsc rlescribe any othel' sic]llificant features of your program. 

THI\NK YOU VERY MUCH FOR YOUR HELP . 

lriforilliltion provided by: 
Name--;-___ .,.--__ , ________ -" ___ _ 

THE TRANSITION FRON PRISON TO 
EI·lPLOYt·1[NT PHO.JECT Positioll 

.. 
r~dry 1\. Tnilon,l, Prinr.ipill Inv('<;tiq"tnr 

rile LilZ,II' Ilislitllff' 
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APPENDIX C 

RESULTS OF UNIVERSE IDENTIFICATION SURVEY 

I. Introduction 

As part of its National Evaluation Program, the Law Enforcement 

Assistance 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 describes the procedures used to identify the universe 

. of relevant programs and the characteristics of these programs. 

II. Universe Identification Procedures 

A variety" of organizations ''Jere surveyed to obtain information on 

the id~ntity 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 
~x-offende~ problems. 

Each organization was sent a letter which described the study and 

asked for a!!;s i stance in i dentifyi ng rel evant employment servi ces 

. programs. A form was enclosed for recording information on each 

program's name, street address, city and State, contact person and 

tcl0.phonc I1wnhr.r. 
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One hundred twenty-four organizations were surveyed in this 

manner. After approximately one month, the list of non-respondents 
-

was reviewed, and selected tel phone 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 emplo'yment services programs were identified through review of 

relevant literature, from interviews v'lith Labor Department officials, 

through an earlier ex-offender program survey conducted b'y the 

American Bar Association and from other sources. 

All programs identified were asked to complete and r'2turn a tv/o­

page ~uestionnaire. This questionnaire requested such information as: 

• proqram age; 

• number of clients served; 

• eligibility requ'jrements; 
", 

• socio-demographic characteristics of clients; 

• services provided; 

• staff~client contact; 

• program sUccess criteria; 

• staff size and type; 

• fundinq source and level; 

• numbers of ' prison releasees serve~; and 

• nature of contact with prison officials and/or 
p~role officials. 

'The cover letter sent with the questionnaire also requested copies 

of any readily available program.descriptions. 

t10re than five hundred proqrams were surve'yed, and approximately 
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,'~ -

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. 

III. Analysis of Program Universe 

The p~Jgrams identified reflect a wide variation in structure, 

service delivery, an~ relationship with the community .. Some' programs 

are associated with parole departments, others are adjuncts of the 

State Employment Service, while still others are pal~t of a prime 
! 

I 
sponsor's Comprehensive Employment and Training Program. Some 

programs atten~t to provide as many employment services as possible 

in-house, others rely almost totally on referrals to other community 

employment services programs, and many provide some services in-house 

whil e referri n9 c1 ients to exi sti ng community agenci es for other 

needed services. 

This vari~tion in program operations is reflected in Tables 1-20, 

which summarize the data obtained from the 257 programs which returned 

completed questionnaires. It should be emphasized that the data 

ptesented in Tables 1-20 are based on self-reported i nformati on 

provi ded by the ,programs. No efforts were made duri ng thi s stage of . 
, the study to veri fy any of these data. 

Highlights of the survey findings, as reported in Tables 1-20, 

include: 

• Employment services programs are located in all 
regions of the country. The fewest questionnaire 
responses (16 each) w~re received from the Kansas 
City and Denver regions, while the Philadelphia 

,region provided the most (1J2 responses). 
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• Approximately half the programs had been in operation 
four years or more. 

• Forty-four percent o_f the programs served fewer than 
300 clients during the past year. 

• The most common limitations on client eli~ibilit.Y 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 years (reported by 39% of the 
pr09rams) . 

• The most common services provided directly by the programs 
-are job placement, job development, 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 
likely to be provided (either directly or by referral) are 
transitional employment/supported work, vocational testing 
and on-the-job training . 

• Only six percent of the programs reported charging any 
fees _ for the i r sPY', ices. 

• Almost 80% of the programs reported that staff-client 
contact occurred at least once a week, with 29% of the 
programs reportin9 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 length of client contact of seven to 

-twe 1 ve mon ths . 

• The most common success criteri a 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 peicentage of successful clients; most programs 
reported that between 26% and 75% of their clients were 
successful. 

• Si xty perce-nt of the programs have fewer than ten persons 
on their staff. 

• Seventy-five percent of the rrograms are staffed primarily 
bi ful~-time paid professionals. 

~ Most programs ~ave some ex-offenders on their staff . 

.~hirty-six percent of the programs have annual budgets of 
less than $100,000, and an additional 23% of the programs 
have budgets between $100,000 and $300,000. 
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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 re1easees served over the past 
year varied considerably across programs: 21% served 
less than 50 re1easees, 25% served 50-199 releasees, 
16% served 200-499 re1easees, 16% served more than 
500 re1easees and 22% did not answer the question. 

• The most common way that prison releasees come to the 
programs is throu~h 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 Pro(Jrams 

• LEAA Regional Office Programs in Region 

Number Percent 

1. Boston, Mass. 28 11% 

e. II. New York, N.Y. 26 10 

III. Philadelphia, Pa. 42 16 

IV. Atlanta, Ga . 32 12 

•• V. Chicago, Ill. 28 11 

VI. Danas Tex. 22 9 

VII. Kansas City, Kans. 16 6 

• VIII. Denver, C!:J{o. 16 6 

IX. San Francisco, Calif. 30 12 
: 

X. Seattle, Hash. 17 7 

• Total 257 100% 

• Table 2. Length of Program Operation 

Length of Operation Programs 

Number Percent 

• Less than one year 32 12% 

'~ne to three yea~s 94 37 

Four. to six years 69 27 

• More than six years 61 24 

'~19 r0spOIlse 1 0 
-

Total 257 100% 

e· 

• 
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• 
Table 3. Client Size of Proqrams 

No. of Clients Served 
Over Past Year Progrnnls 

• ----
Number Percent 

Less than TOO 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 

Tot.a 1 257 100% 

• 

• 

• 

• 

e· 

• 



• 

• 

• 

.-

• 

• 

• 

• 

• 

• 

I 

-196-

Table 4. Client Limitations Reported by Programs 

NOTE: A program may have more than one limitation on clients who can be 
served. 

Limitation 

Only serve ex-offenders 

Only serve persons recently released 
from prison 

No. of 
Pro9rnms 

117 

30 

% of Programs 
Reporting 
L imitat ion 

46% 

12 

Only serve clients 
[ certain age 

Only serve clients 
certain age 

older than a 

younger than a 

101 39 

Only serve ~ales 

Only serve females 

Dnly serve people on probation or 
parole 

Only serve residents of the same county 
w~ere t~e program is located 

Only serve persons released from 
corrf=cti ona 1 facil iti es in same county 

. where program is located 

Only serve persons released from 
correctional facilities in same state 

. where program is located 

Do not serv~ persons convicted of: 
Homicide 
Rape or other sex crimes 
Serious assault 
Arme~ robbery 

Only 'serve persons 'whose previous 
incarcerafion was less. than a certain 
number of _yea rs 

Other 

14 

25 

8 

30 

50 

17 

31 

8 
13 
19 

7 

6 

123 

5 

10 

3 

12 

20 

7 

12 

3 
5 
7 
3 

2 

48 
~-'--~------~~------------------~----____ -L ________ ~ 
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Table 5. Selected Characteristics of Programs I Clients 

Cha racteri st i cs 

At least 25% of clients are: 

18-24 years old 

25-30 years old 

31-40 years old 

Over 40 yea rs 

At least 10% of clients are 
female 

At least 50% of clients are: 

~·Jh i te 

Black 

Chicano 

Other 

Atleast'50% of clients were 
last incarcerated for: 

Less than six months 

Six months to two years 

More than two years 

No. 

184 

160 

60 

10 

124 

92 

105 

5 

3 

38 

89 

53 

Progrillils 

% of Total 

72% 

63 

23 

4 

48% 

36% 

41 

2 

15% 

35 

21 
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Table 6. Services Provided 

• Service Service Service 
Provided Provided Not 
Di rectly By Referral Provided 

Vl Vl Vl 
E E E 

4-rc1 4-rc1 4-rc1 
os.... r- o s.... .-- o s.... .--

G, 4-rc1 en 4-rc1 Co 4-rc1 

Service 
·0 O-l-l '0 O-l-l ·0 O-l-l 

os.... 0 o s.... 0 os.... 0 
Z D- ()-Q r-- Z 0_ ~ I- Z D- ~ I-

Vocational testing 91 35% 143 56% 28 11% 

Vocational ,counse li ng 206 .. 80 80 31 7 3 .' Work orientation/work adjustment 
training 145 56 106 41 21 8 

Edu'cation 71 27 171 67 18 7 

• ,Skills training 65 25 181 71 21 8 

On-the-job training 64 25 179 70 25 10 

Trans iti on'a 1 employment/supported 
work 76 30 110 43 54 21 

• Job development 210 82 72 28 10 4 
, , 

Job placement 228 89 76 30 4 2 

Fol1ow~upc9unseling after 

• , employment 212 82 44 17 11 4 

Other follow-up assistance 
. after employment 179 70 43 ,17 18 7 

I 

Other 
I 

128 50 52 /20 0 0 

• , 

I 
I • 

.' 
• 
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• Table 7. Existence of Client Fees for Program Services 

-
Existence of Fees Programs 

No. Percent 
0' 

• Fees charged 15 6% 

Fees not charged 219 85 

No response 23 9 

• I Total 257 100% 

Table 8. Frequency of Contact Between Program Staff and Clients .' Frequency of Contact Programs 

No. Percent 

• Dai ly 74 29% 

Several times a week 66 26 

Once a week 59 23 

• Less 'often than once a week 49 19 

r~o response 9 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 

Mbre than twelve months 34 1 3 

10 4 

• -~ -, -~-. - -.- ... - ... -~---
T \) \..1\ ?~l 'I no,;:, 
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Table 10. Success Criteria Used By Programs 

NOTE: A program may have more than one success criterion. 

Criterion 

Successful job placement 

Successfully employed for fixed time 
, peri od 

Completion of individualized employ­
a~ility plan 

Successful reintegration into commu­
nity (based on subjective staff 
judgment) 

No recidivism 

fr~e.of drug or alcohol use 

Entrance to or comoletion of vocational 
or academic traihing program 

Other 

No response 

No. of 
Programs 

202 

124 

112 

149 

29 

5 

10 

26 

8 

% of Programs 
Reporting Use 
of Criterion 

79% 

48 

t't4 

58 

11 

2 

4 

10 

3 

-----.----------~--~----------------~------------~----------~ 

Tab'l e' 11. Percentage of Success ful Cl i ents Reported By Programs 

Percentage of S.uccessful Cl i ents Programs 

No. Percent 

0-10% 5 2% 
11-25% 18 7 

,. 

26-50% 58 23 
51-75% 79 31 
76-90% 47 18 
91-100% 17 7 

No response 33 13 

Total 257 100% 
--_. __ ._------ -----~ .... .. _-. __ ._-- -

~~ .. -~.,,- -.-.. . . " .-- -.' 
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• 

• Table 12. Staff Size 

Staff.Size Programs 
., J 

• 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 

.. 
P)'oqrams Staff Composition 

. I 

I No. Percent 

• Prima rily full-time paid professionals 194 75% 

Primarily volunteers 29 11 

Primari ly full-time raid pa rap rofess i ona 1 ~ 11 4 • Other 17 7 

No response 6 2 . . 

Total 257 100% • 

e· 

• 
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• Table 14. Percentage of Ex-Offenders on Staff 

Percentage of Ex-Offenders on Staff ProQrams 

• No. Percent 

50% or more 32 12% 

20-49% 45 18 

1-19% 75 29 .' 
None 98 38 

:10 res ponse 7 tJ Total 257 100% • 

• 
Table 15. Size of Annual Budget 

Budg,et ,Si ze Programs 

• No. Percent 

Less than $50,000 56 22% 

$50,000 to $99,999 37 14 

• $100,000 to.$299~999 61 24 

:$3PO,000to $499,999 19 7 

More t~an $500;000, 46 18 

• 
No response 38 15 

Totai 2.57 100% 

• 
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Tabl e 16. Major Funding Source 

• 
Major Funding Source Progrlllils 

No. Percent 

• Federa 1 ~overnment 132 51 % 

State government 53 21 

Local government 12 5 

•• Private 24- 9 

No response 36 14 

Tota 1 257 100% . 

•• 
Table 17. Number of Prison Releasees Served Over Past Year 

• No. of RE;:leasees Prograrlls 

No. Percent 

Less than 50 53 21% 

• 50 to 99 30 12 --
100 to 199 36 14 

200 to 299 20 8 

• 300 to 499 20 8 

More than 500 42 16 

: No response 56 22 

• Total 257 100% 

.-

• 
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Table 18. Most COlllmon l-lay That r~ecent Prison Releasees COllle to PrOf]I"(II'l 

Client's Major Program 
Identifir.Rtion Method 

Referred by prison officials 

Referred by probation or 
pa role offi cer 

Referred by family or friends 

Referred by other community 
agencies 

Through program outreach 
efforts (e.g., recruit­
ment, advertising) 

, Other 

Multiple responses 

No response 

Total 

No., 

46 

73 

6 

10 

31 

37' 

32 

22 

257 

ProsrulHs 

Perr.ellt. 

18% 

28 

2 

4 

12 

14 

13 

9 

100% 
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• Table 19. Programs' Contacl:s Before Clients' Release hOIll Prison 

Programs 

• Type of Contact Number Percent 
. 

vii th client: 

Yes 168 65% .' No 58 23 

No response 31 12 

Total 257 F'% 

• I 

~Jith prison staff: 

Yes 168 65% 

• No 48 ,- 19 

No response 4'1 16 
i 

. Total 257 100% 

• \'Ii th parole offi ci a 1 s : 

Yes 164 64% 

No 54 21 

• No response. 39 15 

Total 257 100% 

• 

• 
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• Table 20. Programs' Contacts After Clients' Release from Prison 

Programs 

Type of Contact Number Percent 

.- t,li th prison staff: 

Yes 75 29% 

No 114 45 

• No response 68 27 

Tota 1 - 257 100% 

I'lith pa ro 1 e off-; ci a 1 s : 

• Yes 196 76% , 
--

No 26 10 

. No res!1onse 35 14 

• Tot£i 1 257 100% 

• 

• 

.: 

• 
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Summary of Program Characteristics 
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, 1) Length of Operation 
I: I , c. Less than one ','ear 

O. O~e to three years x X I X x I X I \ X 
c. Four to six years li X x I x X I I x X ! 

I d. V~re than six vears I 1 X x X i I 
! 

2) ~iurr.ber of Cl ients (Past Year) :: 708 14948 208 I. N.A. 11200 250 846 900 520 4045 311 i 3000 I 
3) Limitations on Clients 

c. Only ex-offenders X X X X x x x 
b. Onl'l ;'ales I I I I 
e. O;.lv Female II I 
d. Ace limitations Ixl X X X X X I 
e. Only serve peo']le on pro.;\:>arole' I I , 
f. Or:ly_ s.erve residents of county!; Ixi X X X Ix 

. 
900 : 661 

X 

! X 

i X 

I X_ 
I 
I 

I X 

O. Only serve residents of Sta~~~ __ :I __ ~I ___ I~~~I __ ~ __ ~1 __ ~~_~_~~x~~ __ ~I~ __ I_~~: __ ~I __ ~;~_~.~1 
h. Only serve rel easees of eorree-:: II ]' I 1! I I 

tionalfaeilityincounty !i I i I 

;. Only serve releasees of corree-'I'I I I I ! i I 
tional facility in State J i I I 
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4) Age Distribution 

a. 18-24 years 
b. 25-30 years 

c. 31-40 years 
d. Older than 40 years 

i 
I 5) Sex Distribution 

a. ~-la 1 es 
1 b. Females 

• • • 

11 45% I 30;~ 61% 1 

I 
I 

85% i 75~~ 
II 22 40 23 10 20 

4 I 5 It 23 I 20 9 ! 
II 10 10 7 1 

97% 94% 91% 98% 95% 

CJ ~ 
~:z 
rc 
C' • 
3: c.r. 
Q)'~ 

tZ­
I C 
I ~ c. 

\ 
~ ~ 

Or-") '= 
, 0 -

I ~.;:: . - ::::: 

• 

! N.P .. ! m I 
! N .11. I 36 
:N . .t .. ' 13 

50% 
25 I 20 
15 7 

I !N.A.6 10 1 

• 
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N .A. N .A. 

!l.A. 'I rLA. 
, , 

N.A. I N.A. 
N.A. N.A. 

• • 

40% I N.A. 

! 

I 
! 70% 

I 
188% _ 

40 I N.A. '25 10 

19 ! N.A. ! 3 2 

1 I N.A. I 2 

N.A. 88% 90% 98% 91%! 93% 90% 98% 
! 

98% \94% 

9 I 3 2 N.A. 12 10 ,2 9 7 10 I 2 ! 6 ! 2 5 

i 6) Raci al Di stribution I I It; I 
~I ___ a~.~w~h~it~e~ __________________ ~II~3~7~%~r-~60~%~~68_%-r_5_5_%-r~6_0_%-r_N_.A_'-r~34_%_o~_55_.%_o~_2_r._'-r_7_9~%~_2_4_%~2_4_% __ i~N~._A~.~j~5_3_%~I~I~0_% __ 1 

~l __ '~b~._g~1~a~c~k __________________ -*'~2~5 __ ~8~8 __ ~23~4-4~5~~3~0~I~N~.~A~.~64 __ ~4_5 __ .~97~~_2_0-+1 __ 73 __ ~7_4 __ ~l~N~.A~.~;_47 __ ~9_0 ___ 
I c. Chicano 136 6 7 - 1- IN.A. 2 - 1 - 3' 2 !N.A. t - - I 
1 d., Other. Ii 2 - I 2 - \ 10 I N .A. - - - 1 - I - l N .A. 

50% 

I 7) Distribution of clients' last I incarceration 
I a. Less than six months 10% 50% 10% 

I b. Six months to two years' I 25 40 35 50 60 

I c. Longer thln two years 25 50 15 I 40 I 40 

I N.A. 6% 15% 

I N.A. \67 50 i 75 

I N.A. 27 Iso /10 

N.A. N.A. I N.A. 
N.A. N.A. N.A. 
N.A. N.A. N.A. 

! 
! , 
i 
I 

: N.A. , 

i -
, , 
r I 

~ I 
'N.A. 110% 
: N.A. ; 50 
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I 8) Serv; ces (D-Direct~ R-Referral): 

I I 
\ a. Vocational Testing R R 0 -0 R I D D.R 

. i b. Vocational Counseling 0 0 0 o f 0 
.\ 

0 O,R I 

I c. Work Orientation 0 0 0 0 I R 0 D,R I 

d. Education R R 0 - I R O,R R 

e. Skills Traininq I ° R 0 - R R D,R 
., On-the-Job Traininq R , . R D - R R O,R 

I Q. Transitional Employment - R 0 0 O,R R D,R 
i h. Job Development 0 0 0 0 0 0 I O,R 

I i . Job Placement 0 0 0 0 0 0 D,R 

i. Follow-up Counselinq after 
Employment 0 0 0 0 0 0 O,R 

k. Other FollOl~-Up Assistance 0 0 ° I ° 0 - D,R 

! Emergency Assistance (housing, l. 
I transQortation, loans, etc.) D D O,R - - - -
! 9) Fees Charged? (Y-Yes; N-No) N N N N.A. N I N N 

110 ) Frequency of Client Contact: 

I I Da;1 y X X X a. 

I b. Severa 1 times/loJeek X 

c. Once a week X X 

I d. Less often than~once/week , X I I 
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I 
I 11) 

I 
Avera5'e Length of Time that Cl i 8iJI 
Contact is ~aintained 

I a. Less than one month 
l b. One to six ~onths 
I c. Seven" to twelve months 

• 

x X 

X 

• • • 

x x 
x I X I X X 

I X X 
I d. ~ore than twelve months I 
.~!---

• • 

x x x x 

1 12 ) Success Criteria: I 
I a. Job P 1 a c erne n t X X X X X X X . X X X X' X: 

I, X X X X i' I X ,I I X xl b. E~oloyed for Fixed Time Period X X 

Ii c. Corrpletion of individualized I; y'

1
\ 

employability plan X X X X I y. 

I d. Successful re-integration into I I i 
~ ____ ~c~o~mn~,u~n~i~t~Y ________________ ~ ____ ~~X~ ____ ~ __ -4 __ ~X~ ____ 4-~X~ ____ ~ __ -4--~X~--A-X~! ____ 4-__ -4~X~+-~ 
1113) Percentage of Successful Clients I \'! I I 

a. 0-10% tJ A 1 I I I 
I~I --~b-.~1-1_~2~5%----------------~----r--X-r---+---+--~--~----r---r,t~L~A~.+I---+I----:--X~:==X=:===:===! 

I c . 26- 50% ! N. A . X I X : I I 

It-I -"--::-~;,,,;;;,'~--'-~~"';;';~~'-----------rrr'~,: TI--r-
I 

-X----;Jr--X-rl-X-+--x-r-X-+"I -X -;'-, ~-'--:;-:-+---'---+---'----; --+---+-, -x---':--x I 
~l __ ~f~.~91~-~10~0~% __ ~ __________ 4-__ ~ __ +-__ ~ __ ~~ __ -4 __ ~ __ -+-IN~.~A.-+-__ ~ __ ~I __ -+ __ ~ __ ~ ___ I 

• 
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b. 11-20 Dersons Ii x I I I I I x I I I x i 
c. 21-40 DersOns X X I X i X I' I I X I ! X i 
d. ~lore than 40 persons I I I , X I I I I 

15) Sta ff Type: l' I I I \ I I 
a. Full-Tine Paid Professionals X· X X X X X I X I X I I X I x 

I b. Vol unteers Ii! ! ' i i r X : 
c. Other y. I I X· ! I i X i 

! 

16) Number of Ex-Offenders on Staff II I X I II II 1 

a. Most (50~ or more) 

b. Son;e (20-49;Q X X X I X I I I ! X : X I X X x, 
c. f e\'! (Les 5 tha n 20%) I I X 1 X X i .X i X 1 

d. None __ -T ____ ~I--~I~--~--_+!----IL---4---_+----~1 __ ~I ____ ~; ____ ~ __ ~'----~!--~~~ 
17) Annual Budaet (In thousands) 1$300 Is532 IS178 1$198 !5350 Sl-,100 $261 :$81 i$180, 1$400 :$52 .;$250 :5194 :$42 :$500 

~~~~~--~~~~~~~~ I 

18) :~j;:d:~:~i~!v:~~::~~ X I X xl! X ~ 1 : ! ~ t ~ 'x X 
----7-=--:...:::..;::..::.:...::::..:.......~..:::..:...:~~--------tl_~_l_~-.\_~_+__-.-:~~_+I- 'X--'I-x-+ Y. - I -X-'7--':'--~----O'I·--7----t 

b. State Government X I r X I I X I I r-~~~~~~~~----------~I'----+---~---+I~~~~'L---~~--L--~---+--_~I----~I_--~~--~--~----t 
c. Loca 1 Government I I r i: I ! I X: ! , 
d. Private n I : I ! ! : ! x 

_ 19) Number Re 1 easees (Past Year) !! 102' , '3317 88 60 200 N.A. : 582 250 501 N.A. 246 N.A. 855 66~ N.A. 

• 
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I d. Community ACJ~ncy Referral I X I I 
Ii X I I e. Proqram Outreach X X 

i f. Other X X ! X I I X X I 
i21) Pre-release Client Contact? y.y I Y N Y Y Y Y Y N I yiN I Y--J_Y_+-_Y_11 

i 22) Pre-tel ease Conti'ct with: I I I I I 
I a. Prison Staff ______________ tr-_y __ 4-__ y-4 ___ y-4_N_.A_.-4 ___ N_4--y--~-y--~-y--~--Y_4-N-.. ~A~.~I--~Y~!--~N~--.~Y_4 __ y y 
rl __ ~b~._p~a~r~ol~e~O~ff~i~c~i~a~ls~ __________ ;r-y~~~y~~~y--~~y __ ~~y_+-y, __ ~~y~~~Y--~-~Y~~y--~i--~Y~I~-N~I--y--~,--y~l~---_N __ ~ 
123) Post-release Contact with: ! I \' 
\ a. Prison Staff ,N N Y N.A. N.A. Y Y N". N N.A. I Y ! N Y N Y 

I b. Parole Officials I Y Y Y Y Y Y Y Y Y Y I Y i ,N i Y I Y Y 
~--~~~~~~~~~------------~~--~--~~~~~--~~-+----4---~-----'--~~----~~--~--~----~----~--.~ 
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APPENDIX E 

SITE VISIT MATERIALS 

Introduction 

Director1s Interview 

Staffing Data 

Client Data 

Fundi ng Data 

Staff Interview 

Director or Staff of Other 
Communi ty ~1anpower Program 

Local Parole' Officials 
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rrnRODUCTION 

Fifteen employment services !H'ograms were selected for field investi­
gation. Information qathered from the program director concerned the 
objectives and overall operations of the program, its relationship 
~ith other community organizations, the data collected and/or analyzed 
by the program for rerorting or evaluation p~rposes, and potential 
methods of evaluating employment service pr0grams serving nrison 
releasees. 

Other staff members supplied ex~lanations of the functions of program 
components and client flow procedures. Rebresentatives of the criminal 
justice system, officials of em~loyment services systems with which 
programs interface, and representatives of the business community dis­
cussed their nerspectives of the employment services program and 
appropriate evaluation measures for employment 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 responses have been 
condensed; the result is a listing of questions useful as a guide for 
understandin9 program operations. 
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DIRECTOR'S INT~RVIEW 

The Lazar Institute is conducting il study of prograills v/hich provide elllploYlllent 
services for prison releasees. The major goal of our study is to (lssess the 
pI'esent state of knO\iled~Je reqarding the transit'ion from prison t.o ClliploYlllent. 
I\s part of Ollr state of kno\'Jled0e I'eview, \I/C are visiting several employment 
services programs, so that \I/e can better understand their opel'ations, the types 
of probleills they expcrience and the evaluation needs of ull l'rO~lr(lllls. 

There ar~ three major (lreas we are interested in understunding: first, the wuy 
.vOID' pro~Jri)m is organized and the specific services' it provides; second, the 
flow or cl ients through the pr09r(1111 frolll time of in'i tial entry throu~Jh proqrulll 
intervention and follol-i-up activity; and third, your ideas about ways to eval­
uate progra!f!s such as yours. 

1. It would be helpful to us in becomin~l oriented to your pro~JI'alll if you 
would describe briefly how your program was set up and why this was done. 

2. When did the progra~ 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 
VJere made. 

4. t·/hat administrative hierarchy, if any, do you operate within(e.g., parole 
e' department,'CETA, etc.)? Do you hil'!e an organization chart vlhich sho\,/s 

~his? If so, may vIe have a copy? 

• 

• 

• 

5. What are the present objectives of your program? 

Structlirc 

6. How is your progralll organized? 

7. Do you have un or~lilnization chart sllmving staff allOCution? If so, I11rly 
may w(~ have a copy? 

\.lien!: Flow 

H. Plll(lr;t! d"r,cr'il)(' L1l1' I'me(I;"; hy \-Jilicil 1:1](' rnllO\'Jil1!J kitHI:; of cli(llltr, ilrr. 
\"(, r(~rr(·d 1.0 ,YO I! I' jl),,()(Jl'ilill • 

• S ta te paro'l e 
• I (·d(·I"" I Pdl'ol (' 
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• SerVI~-outs frollJ State pri sons 

• Probirt ioners 

• • Persons from other cOlllmunity sociul ,service agencies 

• Relellsees from 'Iocfll jails 

• tt\·Jalk-instt 

• • Others 

• 

• 

• 

.' 

• 

• 

• 

• 

9. Do you have any contact yJith prison staff befon.~ a prisoner is released? 
If so, what is the nature of th~t contact? 

10. Do you have any contact with prisoners before they are released? If so, 
what is the nature of that contact? 

11. 00 you have any contact with parole officers before a prisoner is released 
on parole? If so, what is the nature of that contact? 

12. What is the average time between the granting of a parole and actual release? 
Do any activities occur during that time to assist the prisoner in become 
job-ready? 

13. Do you have any specific intake procedures for new program clients? 

14. At what point is someone considered to be a client? 

15. Are there ever waiting lists of pe9ple desiring entrance in your program? 

16. If 50, how often do waiting lists exist? 

17. \~hat is the usual time for someone on such a list? 

18. What are the eligibility requirements for participation in your program? 

19. What percentage of people who apply to the program are accepted? 

20. What percentaqe of prison releasees who apply to the pro~ram are accepted? 

21. What are the major reasons prison releasees are not accepted? 

22. What forms are used or data is collected during the intake or entry phase 
of tile pr09rall1? 

III Le rv l'n L i \III 

i~J. \lle \vOllld 1 ike Lo lllldl~I'sL(\nd in dl~Llil L1le set'Viccs p)'uvidctl Lu cl i(~IlLs by 
JOII)' proqrfllll, COll';ir\c'rinq all s(~l"vices, incluclinq those provided dirt~ctly 
ilncl by I'cl'crral, pll~t\Se describe I:lre variotls p,ltils a c'licnt. 11Iiqlrt take ilfler 
('\\1 ('1'int! I Ill' \ll'(ltll'diil':' (I',I!" Il\'tll'\' (lr <;t'l'vicc";, c'l il'IIL-(,()IIIl';l,l(1\' C(lI)t.ilCI:~, 
d('ci~li()ll puinl,e;, dclillinistt'(\t.iv(! l'l!c(JI'li::; or IOI'IIlS lILiliz()li, etc,) 
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a. VocLltibnal test. ing 

b. Yocational counseling 

c. Hork adjustment training or 
I'JOl'k ori enta t i on 

d. Education 

e . S kill s t ra i II i nl) 

f. On-the-job training 
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G. TransHional employment Ot' 
supported work 

h. ,1ob development 

i. ,Job pl aC81llCnt 

j. [7011mlJ-up cOllf'lselinq after employment 

k. Othor folloVi-liP ass is tt111CC 

1. Other (e.g., housin9, stipends, 
transportation, tools, clothes, etc.) 

24. Are any fees charged for these services? 

25. Are there any differences in the services provided to prison r~leasees and 
those provided to other people you serve? If so, what are these differences? 

26. Do you have any contact with prison staff after a prison releasee enters 
your program? If so, what is the nature of that contact? 

27. Do YOll 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? 

28. On the average. how long does a client remain in the program? 

Proqram Comgjetion and ~ollO\'J-Up 

•. 29. ~ihat are the ·'Igraduation" or "completion" requirements of your program? 

30. ~'Jhat percenta'ge of cl i ents "compl ete ll the program? 

31. What percentage of clients drop out? 

• . .32. Hhen do most drop-outs occur? Hhat are the reasons for IllOSt of the drop-outs? 

• 

• 

• 

33. What percentage of prison releasees drop out? At what processing stage do 
most of these drop-outs occur? 

34. Is then' ildiffel'cncr in the drop-ollt pattcl'l1s for those prison rcleasces 
lIndel' SOllie "form of supervision alld L1lose no lOIl~Jer uncleI' supervision? 

36. What procedures do ,staff 'use in follo\'Jinq up on cl ients \lJho have been placed 
in jobs? 

36. Are there required or suggested time periods when such follow-ups are done? 

37. Are there any fa rills or data sheets utilized to record follow-up information? 

'3B. I\t villat point are clients, either "sllccesses ll or "failures,1I closed out? 

39. Does the progralll have any contact with clients aXt.e~~ they have been closed out? 



• 
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~O. (iln fOl'lllcr clicnLs I'(~-ent:cr your prO~I~i.1I1I? Unclel' \·,f1i.lt condH'ioTls? I\bOllt 
It,hat percent of c Ii cnts re-entet' the pro~lrtll\l? 

I nfonlltlt ion 
~--....-.- ---~-.. ~ --- .. -,. 

11. Hflilt f"lll'lliS iJrc ll';cc! by the I> 1'0 ql"iJ III to t:t'':'\ck il c1'icnt rr'olll (~lIt:I"Y tlll'oll~Jh 
close-out? May we have copies of these forms? 

42. ~lhat information do you have aV<lil<lble on clients' criminal histories before 
the'ir lclSt inciJrcera't:ion (e.g., nlllllber of arrests)? 

43. 1·lhat information do you have avialable on clients' employment histories 
before their last incarceration (e.g., longest time on same job)? 

44. What intonnation 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. 

Relationships with Other Organizatiol~ 

46. Please characterize the nature and quality of your program's relationships 
with the following organizations: 

• • Federal Parole 

• S ta te Pa ro 1 e 

• Probat'ion 

.' • Loca 1 Halfway Hous es 

• Prisons from which Clients are Referred (note differences, if any) 

• CETA 

• • Stute Enlpl.oYlllent Serv i ce 

• State Vocational Rehabilitation 

• Local Employers (NAB, Chamber of Commerce, Individual Employers) 

• 47. \~hat other organizations do you have contin,uing contact with and how would 
you chtltrlcterize yow' relationships I'/ith them? 

Evaluation 

[1t8. How do you believe program effectiveness can best be measured? • • process activities? 

• cl'i ent outcomes? 

• 
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• 
49. Do ee)'tilin factors Itlhic" iwe beyond the pr()~jral!l's cl)ntro[ IlclllllJl)r yOUl' 

effectiveness? IF so, \oJll,I!: ilre these' ['acLors ((~.q .. ! IOCiI'I eC()IlOlllY)'!' 

Ii 01'1 could tin (~vtllililt:ioll st.udy t.ilkc \.I)(~SC {'«(ctot's into cOlls-idl'\,iltioll? 

SO. 1101'1 cllH~~) youl' pn)(jr,lI11 clcf-inc tl "sllr.ce~;s I'll 'I " c I iellL'? 

~j1. If' LllclC' is 110 ~~Ldncltll"d defilliLioll, \·!lltll: do you cunsid(~r LlH'lIlllSI. illl[JOI'Lllnt 
llsprcts of "SIlCCl:S<;" fl))" il,clil?nt (P.Ij., joh plilCC'IllC'lll;, ,ioh t'()!:ent'ioll fOI' 
one Ilion!:", no recidivist bellilvior 1'01' olle year, ·e!:c.)? 

I;?. !VIlli!: pc)'centilSle of \111 c1 ients llrc "slIccessful'!''' 

53. vJhat percentage of prison rele(lsee cl ients are successful? 

54. Have any evaluations of your progl'alll been pedonl1ed? If so, \'ihat "Jere the 
findings? May we have copies of these studies? 

55. Are any evaluations planned? If so, \'Jho \,Iill be performing the evaluations? 

56. HO\'i would you define "recidivism?" Is data available to measure the recidivism 
rates of prog)"am clients? If so, please descdbe this data. If not, could 
such data be obtained? 

57. Hml/ would you defin(l "successful employment"? Is data available to lIleaSLlI'e 
the employment of prog\~am clients? If so, please desc\'ibe this data. 
If not, could such data be obtained? 

• 58. Do certain types of prison releasees appeal' to be most successful in your 

.. ' -
•• 

• 

• 

progn.lIP? If so, \I/h,lt are these types? 

59. Do certl1in types 01' employment services appear to be most effective for 
prison releasees? ff so, what al'e 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 qaps? 

61. Do I'eleasee clients receive any training or othel' employment-related 
services while they tlre in prison Itlhich affect your pr09ral11'S ability or 
innbility to help them become employed in the cOl1lll1l1nity? Please explain . 

62. What prison-based activities would tlssist your program in serving releasee 
clients more effectively? 

Staff lssues • 0- ___ _ _ 

1\ ll1cl,jOI' issUe r,lisl'd in Lhr. lil:l:')"ClLllr'C nil eI1l11l()'yI1lL~l\t: S(,I'V;C(,~; llt'llCll'ililiS 

i,1VO I VC\; l'I'UI\I',\111 St.,1 { ( . 

lj:~, \'Jlll1\. do you cOllsidl!)' Lho ,l(IV,lnl,llll)S ,ll1d disi\(\Viltll.,HIl'S o\" \l<;iillj I'X-Orrl!lldul's 
011 1:11(\ 'i!.ilff or il 1Jl'()(P'illll 1 ikp YOIII"'-;'? 

(ill. Hlltll I'l'ul)'1 ('111'; , i I tillY, IItlv(' YOli (').;[1('1' i l'IlCl'!l ill f illti illq dllli !T,l ill i 11f) 

ild(~(]lJlll:l! staff? 
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Other 

65. Is there ahything else we should know about your program or about the 
general problem of assisting prison releasees in making a transition to 
employment? 

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. 

We would like to obtain selected information on your program's funding, 
staffing and clients before vJe leave. ~'Je have prepared three short forms for 
recording this information and would like your advice on how they could most 
easily be cOlllpleted. (Explain forms and determine a way to get them completed.) 

Check on items to obtain: 

• Organization Chart(s) 

• Copies of Forms 

• Fundi ng Cha rt 

• Sta ffi n9 Cha rt 

• Client Chart 

• Evaluation Reports 

• Other Helpful Information on Progl"am? 

Progralll Naill!:? Director 

riddress --_._.-...... _._----_._-_. __ .. _---- Telephone ____ . _ .. __ . __ -_ .. ______ _ 

Tntervi c\·I(·;r( s). nate of Interview 
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Name 

STAFFING 

Program Name: 
--------~--------------------------------------

Please provide. the following information concerning all program staff, 
including those who provide services to clients but whose salaries are 
paid by other agencies. 

::,tatus 

Job Salary Full- Part Title Source Time Time 
~ 

• • 

.Iype 
Para-

Profes - Profes-
sional sional 

Volun-
teer 

• 

I 
N 
N 
N 
1 
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• 
CLIENTS 

Program NaPle: __________________ _ 

• Referra 1 Source No. Referred 
Last ~1onth* 

Federal parole 

State parole 

• Probation 

Serve-outs, Federal prisons 

Serve-outs; State prisons 

• Jails 

Other community agencies 

Halk-ins 

e· Other (Describe) 

*Information for month of --------------

• Was this a typical month? __ Yes __ No. Please exrlain _______ _ 

• What is the active client caseload? clients. -----

About what percentage of the active client caseload are ex-offenders? % 

• 

• 
=--------~------------------------------
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• 
FUNDING 

Program Name: 

• Please provide the following funding information for the past 2 fiscal years. 

Time Period 
Source of Funds Amount Sta rt Date End Date 

'. 

• 

• 

• 

•• 

• 

• 

• 

• 
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STAFF INTERVIE\~ 

Client Flow 

1. Plegse describe your responsibilities at the program. 

2. Could you describe your activities from the time you first have contact 
'witha client until that contact terminates? 

3. What forms do you utilize during your work with a client? ~1ay vie 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 cl i ents? 

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 IIsuccessful li completion of this program? 

9. v/ha t percentage of your cl i ents IIsuccessfully" compl ete 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 relationships with the 
following organizations: 

• Federal parole 

• State parole 

• Probation 

• Jails · 

• Pri sons 

• Ha 1 fway houses 

• Stat~ Employment Service 

CETA • • 



• 

• 

• 

• 

• 

• 

•• 

• 

• 

• 

• 

-226-

• Vocational Rehabilitation 

• Local Employer Groups (e.g., National Alliance of Businessmen) 

13~ Are there any other local organizations with which you have continuing 
contact? Please explain. 

14. What information on clients is available to you from these various 
organizations? Could we have copies of any availab1e 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 qaps 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}: -'---------

Date: -'----------------Title: -----------------------------
PrOfjram: ____________ . _____ , 
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INTERVIEW WITH DIRECTOR OR STAFF OF OTHER COMMUNITY MANPOWER PROGRAM 

1. Please describe the nature of your program's contact with the ex-offender 
program (i.e., frequency and method). 

2. What information is exchanged between this 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 being 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 program'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 effectiveness 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 re1~tion­
ship with the ex-offender program? 

Person Interviewed: Titl e: ------------------- ----------------------
Organization: ------------------------ City: -----------------------
I ntervi ewer (s) : Date: ----------------------- -----------------------
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LOCAL PAROLE OFFICIALS INTERVIEW 

1. Qid 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. Hcs the program been successful? HO\"1 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 employment services were available to parolees before the establish­
ment of the program? 

6. \'/hat data flovJS between thi s department and the program and at whi ch 
stages of a client's participation in the program? 

7. What criteria do you use in referring parolees to the program? 

8. What percentage of parolees 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? 

ll~ 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: Titl e: ------------------ ------------------
Organization: ----------------------- City: ----------------
Interv;ewer(s) : ____________ _ Date: 

-----------~-----
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