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SUMMARY OF'? THE PROJECT 

,; 

"The Hiring ~f Ex-Off~,n~ers ~in Domestic Violence Programs" was 
!,' 

a special project of CONTACT, INC. which followed ~ur b~si[rplvfol~pPhY 
~ ~ \ 

of linking community ~esources. The project w~s funde~ under grant 
" , II, , )) 

No. CE-l from the Nat1Qnal Institute of' CorreC~ions, 'a~ agency of the 
' '\.;,""": . 

,-, ,. " • '1\ 

Unite~ States Depar~nt'of Justice. NIC provides funding and services 

to those involved in the field of corrections. 
1/ ' 

o 

During thel,one-year research pro,jest, 
" ' I. , : p 

and survey all tfomes\el~ violence,)prd~i"'ams, 
CONTACT sought to 'locate 

coalitions, ,clearinghouses, . . 
court and probation programs or any other orga.n'lzations involved i~ -:; 

the issues of: 

"\I 
J 

"1. Spouse Ah4se III 

2. Child Abuse 

3. Persons Who Batter 

I, 
" 
" 

~ ~ AND who utjlized ex-offepders (not limited to tltose convicted of crimes 

°of domestic vi~pience) e'ither as voluntee,rs or employees in their 

efforts. )he? proje~ also s~ught literature on that subject. 

" QuesUonnaires were
o 
sent to 2.256 prog~ams W~4Ch had been 

in all 50 st'iites. the Distri eta of Columbia and Puerto Rico. . ,. 
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From the completed questionnai res (21.4%) that were returned: 

* 22.9% were from Southern States 

*31.6% were from Eastern States 

* 22.2% were from Mid-Western States 

* ,21.2% were from Western States 

* 30.02% were from largely populated cities 
, (100,000 or more) and the remainder 

were,from medium and small-sized cities 

* A~ adequ~te d~.stri.bution of types of programs ,'5 

wlth varled f~ftding bases were gathered. 

The number of p~~_grams which use Or ,have used ex-offenders as either . '. . 
employe'es o~,volunteers was 15.5% of the programs retur"ning questi,pnnaires, 

o~ 3.3% of the total sample su~veyed. 

Al thoug. some of the agencies utilizing ex-offenders had bad .. 
, ' , 

;experien,ces with them, the v~st ,majority of those responding who used 

ex~offenders had had good experien'ces and planned tQ continue t'o use 

ex-offenders. 

Amon~ the, r~sponding,agenCies ~ho do not' now, or have not eve~, 
uti 1i zed ex-off~nders to provide servi"Fes in thei ~agenci es .mo:t 

wer~, intere'sted':and wil1ing to consider utilizing ex-offenders as 

emp~oyees or volunteers in ,the future. 
f· 
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INTRODUCTION 

GENERAL INTRODUCTION 

This'sim~le, concise "How To" Manual designed to ~nhance the 

utilization of ex-offenders in domestic viol~nce progr~ms is based on 
t . • • 

the year-long survey "The Hiring of Ex-Offenders in Do~estic-Violence 

Programs" which is outlinedin the'preceding Summary. The information 

and recommendations included here were all deriv~d from the policies, 
, , 

procedures, and info~mation gathered from all the responding agencies, 
, , 

some of whi ch al rea~y use (I the" servi ces of ex-offenders ~to ' previ de thei r 

services. The purpose Of ,the Manual ir not to be a co~prehensive training 

manual, but rather based on the experiences of some ag~n~ies, give 

additional instruction on how ex-offenders are and may be utilized, 

what spe~ial consider~tionsare necessary, and how they may be re~ruited 

, 

• 

• 

for program usage. ' , 
"" , ,~c ' ~' cq..'VL 

The concept for this project came'1tbGut feasibi:1ity study to find' "-

',out if it would be possible to lin~ waste; human resour~es to 'a fiel'd 

(domestic violence) where the belp',of, many dedicated' people is ,crucially 

needed in the austere times ahead. The compl ete outl i,ne of the project 

and it~ results are found in the companion Summary Document, to this 

".How To" Manual. 

At the time CONTACT began thi~rproject, we did not know whether 

this, idea ~ould be workable or, outside of isolated incidents, wbat 

was actually being done about this in the field. We only'knew that the 

~, 

are~ of domestic violence services was increasing dramatically as this : 

hidden 'social steps~from behind the closed doors and curtains ~f our soci~t;\ \ J" 

. ,/~' \\ ,.' () " . \~ 
\.~ ,~ 

r?>b~ ") 
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And. through CONTACT's years ofl~xper;ence in the area of 
. Jf . 

human service referrals for of~r~ers and ex~offenders to the se:vices 

that they needed in order to laro1e, it has been' possible for us to . . ~ 

ascertain what ex-offenders special needs and problems with jobs, 

and conuminity integration following their incarc~ration. 

Some of the information we received not only allowed us to: 

generalize about myths and prejudices concerning the issues of domestic 
. . 

vi 01 ence and ex-offeriders, but also provi ded many good':!common sense 

ideas for dealing with the spe~ia1 talents or drawbacks when utilizing 

ex~oftenders 'in domestic violence agencies. 

A1thou'gh we surveyed coalitions, c1erainghouses and other groups 

in addition to direct service agncies, direct service agentie~ made 

• 

up the largest part'~'of the sample and were. the chief ·area of exploration. 

Therefore, this Ma~ual speaks most specifically to that type of 

.agency. 
,. . 

We have taken what the various agend~,~) who' work on a dai ly basi s 

with 'the v~ctims aod perpetrators involved in domestic vio1e~ce incidents 

·teld us about their agencies, services, policies and experiences- nr 
" 

using ex-offenders ·either as volunteers or employeeS 'and hav~;attempted 
. . 

,~. /:~ 

to ,lay it out fer you here in a brief, easy to read:~ yet useful fashion. 

We know as a 'social service pro.vider that you have, a tough job to do .~, 

~nd that· your time for reading documents is sever:ely limited. ,Yet, 

we want ~o previde you with a tool with ,which you may.consider and 

implement the uti lization of appropriate ex-offenders, to support your 

·.agenci es ~ a,ugment your staff. prov; de needed servi ces to you~ c1 i ents. 

and ease your load. 
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STUMBLING f~LOCKS 

MYTHS, PREJUDICES & ASSUMPTIONS 

Listed belew are some recurring themes\ihich appe~red over and ever 

again among the agencies who were surveyed:' ' 

it' 

. .' 

. . 
~~t ~~~l5~~NOF CRIMES OF DOMESTIC VIOLENCE ARE WOMEN 

Mo~t respen~ents simply read victims as women ~nd 
. chl1~~en •. '~ltheug~.far too many wemen and children 
ar~ b e V1C'~1'!lS ~f abuse, 'abuse of men,. the. eHlerly 
an etween.slb11ngs is not uncommon. 13 : ' 

.;. ..... . 

* ALL EX-OFFENDERS ARE MEN 

Many respendents read the werd ex-effende ( '. 
men .!ill! weme~ ... !-Iere specifi.ed) as limen". ~hi:v~~s;h~~g~c::: . 

!~e t~;C~f~~~re~h~~~u~:~;~~ ;m:~~h U;e!~7w~:~t~~;e~~~~~ti on ..... . 
cemprlse 4 to, 5 perce~t of that tetal effender population. 14 

• " •• 0 

'-

* ALL EX-OFFENDERS WERE 'INCARCERATED FOR CRIMES O~VIOLENCE " 

~CCerdi ~g to, a 1978 Survey' ·of State and federal Adul t 
errect~ena1 ~acilities 47% of the state male effender' 

pepulat10n.and 40% of the state female offender 0, • 

wryere cenv1cted! ef crimes which ceuld be classffi~dP~~at~~n 
V}~le~t·r' That leaves a .remaining 5~% of state male 
o ~~ ers \~nd 69% ef state female offenders who were' 
O
cornvl, cted lf~ crlmes against preperty. and the publi corder 

\110 cerJ)Jll1 tted ether cri mes. 15 (~ to '. 

* NOBODY .EVER CHANGES AND THERE IS NO HOPE 

Although t~e recid~vi~m rate (the rate at which people 
a( tel ~econvl ~te~) rl des" semewhere between 23%· and 33% 

SCl:;,d s~atlstlcs on recidivism are non-available 
eg atn~tl0na1 basis a~ no'consensus has been reached 
a ~uow to measure It), people tend to leok at these 
falluresand forget to remember the 73 to 63% 

5, ".' I] .' 
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who do succeed in becoming valuable members of their 
communities. Although our responding agencies. did 
discuss that ex-offenders have embezzled or dealt drugs 
over the phone, a much greater percentage and even those· 
with some bad experiences, still saw the possible positive. 
effects rather than the negative. 

AGENCIES UTILIZING'EX-OFFENDERS HAD A FAR GREATER 
TENDENCY TO SEE BOTH THEIR STAFF AND THEI~ CLIENTS AS 

INDIVI,DUALS, RATHER THAN S~EREOTYPES FROM A CERTAIN GROUP. 

WHAT SEEMS TO BE HAPPENING 

, 

• 

. Below are some interesting observations on the issues of ex-offenders 

and domestic violence arid some of the impacting factors provided to us 

by these agencies: 

* LACK. OF VOCATIONAL' SKILlS, EDUCAT~ON' AND !NTERPERSONAL 
SKI'LLS ARE A FAR GREATER HANDICAP'TO EX-OFFENDERS THAN 
THE CIRCUMSTANCE OF THEIR INCARCERATION 

Many agencies using ex-offenders responded that: so~e of 
the'greatest difficulties for ex-offenders on the joh 
were the res:~ of insufficient ski~ls in literacy, 
'interaction an~coping~ and that tiese were the greatest 
impairment to th~;ir employment or usefulness as a staff member. 

* MANY VIOLENT OFFENDERS WERE THEMSELVES EITHER VICTIMS OF 
CHILD ,ABUSE. OR GREW UP IN ABUSIVE HOMES. 

Evidence indicates that in the histoJ~y of violent offenders 
is found ei ther domes tii c ~i 01 ence bi(t:ween thei r p'a rents 
or'that the offenders were themselves abused. 16 '. 

* THE INABILITY TO DEAL APPROPRIATELY WITH STRESS, AND A 
oPOOR SELF-IMAGE ARE COMMON BOTH TO DOMESTIC VIOLENCE 
VICTIMS/PERPETRATORS AND OTHER CRIMINAL ~EHAVIOR ' 

Literature from the domestic violence agencies surveyed, 
indicatesthat the inabi11ty.to find appropriate means 

6 
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for the alleviatio~ o! stress and.a poor self-image 
are the keys. for tl pp1l1g, off abusl ve behavi or (of ei ther 
spouse or ~hlldren). These, have also'been found to be 
common factors in the psychological make up of the legal 
offender, as reflected by the many in-prison rehabilitative 
psychological counseling/therapy programs geared . 
toward e~hancing an in~ividual~ self-esteem a~d prop~r 
channell,ng of str'ess lnto constructive behaviors. 

* MOST OFTEN THE REASON EX~OFFENDERS WERE NOT A TARGET GROUP 
. TO ~E UTILIZED AS A HUMAN RESOURCE IN DOMESTIC: VIOLENCE : 

AGENCIES IS THAT EX-OFFEND~RS ARE LARGELY,A MINORITY WITHOUT 
AN ADVOCATE AND AGENCIES SIMPLY HAD"NOT THOUGHT ABOUT IT. 

, 

Ex-offenders have a very poon(public relations; image and 
a f~irly "out of sight,: out cif mind ll position in American 
sO~lety. Many of the agencies where ex-offenders were not 
be.lng used as either employees, or volunteers gave the 
answe!' IIW: hadn't thought about .it, but it sounds interesting. II , 
Few mlnorlty groups have the lack of favorable'or,compassionate -
ex~osure to the public eye that ex-offenders have. Heinous 
crlmes get ~ ~Qt of IIbad press ll

, but rarely are the remainder 
group of crlmlnals veiwed as human beings and remembered ' 
,as s~ch' lIafte'r' they have been put away II • Most; ex-offenders 
contlnue to pay.the~r'debt to society on a ~aiiy basis for 
the rest ,of thelr llves by:the exclusion they are often 
force~ to suffer. Onoethe abused child, who may become 
an ~b~sing adult,(either physically or by other;(-;riminal 

.' act1vl~y p.erpretrated against society) is £t;;~vfc.Jedt they 
are wrl tten off. ).~.: 

* EX-BATTERERS AND OTHER 'EX-OFFENDERS ARE ~1AKING VALUABLE 
CONTRIBUTIONS IN SOME ROl.ES WITHIN THE AREA OF DOMESTIC 
VIOLENCE (iSERVICES.. . ' 

~he grea~est groundswel~ is to use eX-bil'tterers (not 
r n~cessarlly always conVl cted 1 ega 1 offenders) to provi de 

;/ peer :ounselor. services to current. batterers. ;r~ese 
agencle~, especlally, feel that behaviors and le~r,ned 
respons«;!s can be changed to more appropriate ones and 
that IIrehabili~ation:: can and does occur. ' ' 

.Q 
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~OLICY FORMATION 

By hiring an ex-offender, or using an ex-offender as a volunteer, 

an, agency is probably: 

'* Employing a human bei,ng who wants to try. 

* Providing him/her wi.th an alternative to crime, 
a job or constructive use of leisure time. 

* Givi,ng him/her a chance to convince themselves 
that they can produc~ and be successful. 

*. Helping to keep individual and corporate taxes 
down' by reducing public costs of reintegrating 
the ex-offender into the community. 

* Adding another human resource to 'the staff pool, 
thereby enhancing the ab,ility to prov<Je services 
to clients. 

The first step towards utilizing ex-offenders within a domestic 

violence agency should rightfully be the FORMATION OF A POLICY which speaks 

to the issue. Notonly wi 11 a pol icy clarify to the agency and to the 
, , . 

public the .stance that is being -taken, it will also protect the a'gency fron.' 

those who are in disagree!1lent wi,th the practice of hiring or using ex

offenders to provide domestic violence services. 

Board of Directors' 

Policy formation should be done by the Board of Directors of an agency. 

Even maRY, of the;; sma 11, grass-roots organi zat'i ons respond1 ng to th, s survey 
)'-:::: • I).. •• Ill' 

'.(!j .. • , 

,.indicated that' they""had a .Board of Directors to whom they referred fpr , 

, 

• 

policy and ~ppr~val. ·A B~ard of Directors is a vital part of an organization 

because it can: 

* Influence Public Policy 

* Testify on Behalf of Client Groups 

* Set '. Agency Goa 1 S 

8 

() 
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Homework 

* Interpret an Agency's, Programs to the Connnunity; 

* Give Credibility to an Agencies Advocacy Activities 
in the Community Because of the Stature and Prominence 
of its Members; 

* . Write the Policies wh,ich Govern An Agency Jnvolving 
Public Issues or Controversial "Positions.; 

:\ 
\\ 

Before 'a Board of Directors can (or should)make o~ issue a' policy 

regarding the hiring of ex-offenders in a domestic violence agency or 
. , 

,utilize them as volunteers;som~ crucial homework needslto ,be done. 
, , 

Firs't~ the following questions 'must be answe,red' ,in order to write a policy 

whi cf~!wi 11 work for a domesti c vi 01 erice .agency. 

1. What is an agency allowed to do, or bound to do, 
u'nder"Pederal taw? How is'the agency affected 
by that 1 aw?' , 

2. ,Wh~t is the agency allowed, to do, or bound to do, 
under' the statutes of the state where th~ .agency 
is in residence? : 

'. 3. What are the needs of the target client group/s? 
How would utilizing ex~offenders affect those 
needs? 

, , . 
4. What kinds of services provided by the agency could 

be enhanced by using ex-offenders? 

5. What past crimes should be totally restricted 
from possible employment/volunteerism? Where could 
ex-offenders be placed most successfully within the 
,agency, i.e. in what kinds of positions? Where, or 
in what kinds of posit,ions, shouldn't they be 
R:J aced? 

6 ~:)- What will the commun i ty a tt i tude be about', such 
' usage of ex-of~enders? How will it affect the 

program? What coul~ be gained1 What could be 
lost? What preventive measures can be taken to ' 
help keep problems from occurring? 

'1) 

, 

• 
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'FiEDERAL 'LAW 

! In or.der to be in conformance w'i th the Ci vil Ri ghts' 

,Act of 1964, as amended, and Presidential Executive Order 

• No •. 11246, agencies are required to foster and actively 

promote equal opportunity in employment on .. the basis of 

merit and ability to perform work, and to eliminate dis~ 

crimination on 'the basis of race, religion, sex, and 

natio~a1 origin. The question ~fincarceration is not 

directly protected under Equal O~portunity Law, however: 

"An emp10yer'whoadopts an ·emp10yment policy 
'automatica11y rejectingapp1ican~.s who .have an 
arrest or conviction record may be violating 
Title VII, the .fair employment practice section 
of the 1964 Civil Rights Act enforced by the 
Equal Employment Opportunity Commission. 

, . 
Because Blacks as a t1ass are ar~ested and con
vict~d substantially more frequently than Wbites, 
the foreseeable impact of anemp10yer ' s inquiry 
regarding arrests and convictions, according to 
the EEOC, is that a .substantia11y disproportionate 
percentage of'the person.s rej ec,ted cbecause' of the. 
'inquiry will be Black. 'In such circumstances, 
,ali inquiry policy is 'un1awful absent a showing: 
of a business necessity. 

:; . ~ 
.•. In order for an employer to justify a refusal . 
to hire a former offender, he must show a business, 
necessity. lIn our view,l the EEOC has said, 
ITit1e 'VII makes it un1awfi:l1 to discharge or 
refuse to employ a mino~ity group person be~ause 
of a corivictio,n record .unless the particular 
circ~mstances of each case (e.g., the time,. 
nature and number of the convictions and thi 
emp10yee ls past emp10ymeht record) indicate that 
em~loyment of that particular person for ~ 
par~icular job is manifest1yincon~istent with. 
the safe and efficient operation of that job. III 17 

10 .' 
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:edrrent~y, you may NOT ask applicants YQU are screening 

about ARRESTS; you MAY ask ap~licants about CONVICTIONS~ 
, i/ 

but you must have a legitimate reason for do~ng so. 

Therefore, it, is imperative that each i~dividua1 agency 
<:' ; and their Board of. Directors specify what co~ditions, such 

as incarc~ration or multipl~ incarceration fo~ certain crimes, 

would constitute a legitimate reason or ubus~hess necessit~" 

for them to be barred from ~mp10ym~nt in vari~us positions 

'within the·agencY.Thi~·can be handled i~ a ~o~prehensive 
' : . . 

policy statementcor a general policy statemen~ a~~ a specific 

stat~ment on job description~. 

STATE ST~.TU"ES 
•• :;;"\0 •. 

(:' 

Even 'wi th, man power prog rams provi din g reme d i a 1 "edu'ca t ion, 
if 
;, 

ccunseling,·vocational training and job p1acement0services
s 

the em p loy men t pro b ~''r~ m 0 f ex - 0 f f e:n de r s rem a ins' s tag g e r i n 9 • 
\~~: 

Many cannot find suitable .or full-time employmen~./6ecause of 

·.po~r work experience, little education, and little or no 

ski 11 t r a i n i n g . But, ina dt!i t 1 0 n t~o the sed iff i c u 1 tie s t h ~ r e 
<: 

~re also· other obstacles--1ega1 barriers within the state 

bodys of laws.which pr,event ex-offendefs from holding certa'in 

jobs which re'qu"lre licenses and, in the case ,of du~esti~ violence 

agt'lncies, affect some of" the positions serving ,clients. In 

many states, child abuse agencies fo'und' diffiCUlty in utiliz-
• " .'S· " ". 

ing ex-offenders from worki~g in child abuse capacities because 
u 

Chi'ld Cara Workers are reqbired 
\'t· \ " 

not gran t.ed k:9 l:te lon s . \7 

to h~ve a lic~nse which is 

11 ". 'C 

, 

• 
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Each state is unique in its statutory law that may, 

a f f e c t job s wh i ch are a v ail a b 1 e tot h 0 s e who h a ve bee n 
incarcerated~ However, three basic kinds 6f statutes exist:, 

* 

* 

* 

Statutes that refer to a crim,nal 
offense as grounds for denying a 
license. . 

Statutory provisions th~t condition 
the granting 9f a license on an 
appl i cant possess i ng' good 'moral 
character. 

Statutpry provisions that condi
tion ~he grantin~ of a license 
on the applicant possessing a 
good moral character and not having 
a c rim ina 1, r e cor d. 18 . . :. ~: . 

, ' 

u 

For small a'g~'inci'es who may not have thei r own attorneys, 
'.' 

an "Z;t.torney ~ay be found 'who would be wi,lling. to ,:'onate;.their 

• 

time to research any restrictions which would affect G 
the age,ncy. 

·This not only protects clfents, but also the agency ~rid the 

ex-offenders who ,[Jmight be hired or used in a vorunteer capacity. 

it' 
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AGENCY RESTRICTIONS 

Most of the agencies using ex-effenders who responded to the 

survey were not aware ,.of state statutes that wouHf bar them from us'ing 
'? 'J _ • 

ex"of'fenders. However, in some cases agl~pcie·s.haa se~ up some, agency 

restrictions fpr placement of persons in c~rtain posi~ions which they 
c, 

fel":: were a necessity. In order(}to avoid any potential 1awsuits, such 
if ! 

, 
.' I'~;: 

• 

" 
" , 

• 

restri~tions should go into ~he policr developed by domestic viole'~ce agencies 

or be part of the qualificat,ions or restrictions sectipn of a job 
(I 

,description. The most impor~~nt action indie~ted by t~os.e ~gencies 

who were surveyed is to DECIDE IN ADVANCE WHAT KINDS OF POSITIONS MAY 
of • • ~ 

BE FILLED BY EX-OFFENDERS CONVICTED OF WHAT KINDS OF CRIMES. 
,; 

The follRwing agency restrictions are a s,a~ple ot': ~esponses from' 

both agenci es 'who have or have not used ex-offenders • 

"While we are permitted unde~ the regulations o{ the 
Office ~f. Personnel Manag~ment to hire ex-offenders if 
th~y are qualified for the posi~fons to be fille~ and are 
sUltabJe for Federalemployment~ we do not have any 
ex-offenders on our staff. II.., '. 
(VA Outpatient Clinic, E1 Paso, TX) 

1\ 

IIIn the case of professional, fiscal and managerial personnel, 
,=::S"~ conviction is a serious crime and shall be considered 

strong evidence "bf lack of fitness for the job. Before 
S~1T~CAC employs in any such capacity a . person Who has been 
convicted of a serious crime, the Board of Directors, or 
Personnel Committee shall conduct an investigation in .~ 
accordanc~ with fair standards and procedures and, if it 
finds that'the prior conviction does not disqualify the 
person for the proposed posi t ion, shall "promptly provi de 
a written statement of·,,,its reasons to the OEO/CSA Mid)) 
Atlant~c Regional Office. In the case of other positions, 
inc1u~1ng clerical .and non-professional jobs, cri~inal 
recorps by themselves shall not constitute a basis for dis
qual ifi cation for empl.oyment,~ butSMTCCAC shall' require 
f.ull disclosure of ~ny such record by an applicant and , 
sh,a1l exercise prudent judgeme,nt in relation to p()sitions." 
(Southern Maryland Tri-County Community Action Committee, 
Hughesville, MD) , 
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"These issues would be considered" for utilizing ex-offende.rs,: 

1. For which positions 
2~ r~at~re of offender's history 

(Des 

3. Nature of rehabilitation,,~).nd offender's under
standing of himself." 

Plains Valley Community Center, Chicago, IL) 

IIOur child care license does put restrictions on those staff 
, working directly with th~ children. The license does require 

that all employees be fingerprinted upon being hired. (Other
wise) we are an equal opportunity employer with hiring based 
on qua1ifications. 1I (Rainbow Retreat, Phoeni~. AZ) 

IIWe use ex-offenders in our Sexual Abuse Programs to make 
contact with newly chr:~ged offenders only and not with 
,chd,ldren. Anvone convicted of crimes against children must 
prove rehabilitation b~fore working with children in any . 
'p~ogram .. 11 (Child Protective Servise, Ukiah, c~t_c 

~~' 

"Those convicted of OWl Charges are requi red to atte!;',d AA. 
Also, we might not, consider those who have cOlJlllitted crimes 
against children because of a safety factor involved. II 
(Family Shelter, San Angelo, TX) 

"There are no 'written policies but I do not think we would 
hire ,a'male who has corrmitted any crimes against women, 
such as rape, wife abuse, or others using physical force 
or a weapon. ,. (Wife Abuse Service of ,the YWCA, Memphis, TN) 

" 

IIApp1icants are'disqua1ified if they fail to indicate ~riminal 
record on app1ication. 1I ,(Bradley-Angle House. Portland, OR) 

l";:.' 

. "Since we had an embezzlement with an ex-offender hired as an 
accountant, we would not use one,n a mone,x-managing capacity." 
(W~men Helping ·Women. CinCin~ati. OH): ~ ',. '. 

"(There are) certain restrictions on sex offenders ,and violent 
felOns, ~ecause of the service we provjde." 
(Sea Haven, Emergency Shelter Program, Seattle, WA) 

IIWe will not employ anyone that has had felony chat'ges. We 
have had men that ~gre at one time batterers, that·have 
volunteered their services ••• but at the time they volunteer 
(they) have been oLl,t of the battering relationship and have 
rece;ved persona 1counse 1 i ng. " (A 11i ance on Fa~ily Violence, 
Bakersfield, CA) .. 

(> 

14 " 

, 

• 

.. 

<. 

SAMPLE POLICIES 

From the'informatio~ that was gathered from the 

res pon den ts to th: survey', some sample pol icy stat~ments were 

selected and are included here as examples and possibfe models: 

EXAMPLE I 

"!n all hi~ing, employ~ent, planning ~nd~implementa
t10n of programs, contracts, and activities of this 
g~o~p, there shall be no discrimination against any 
c1t1zen because of race, sex, creed, color, national 
origin, physical disability, criminal record, or age." 
(West CAP, Domestic Abuse Project, Glenwood City~ WI) 

" ' EXAMPLE II 

"Applications may be ~ejected by the Pesonnel 
Uivision and/~r applicants refus~d further consi
deration, ex?,imination or appointment for, any of' 
the followir/g reasons, proy'ided such reasons can 
be documented: 

'11 

. App1ica~t h~s been convicted of a crime or 
has a record of convictions, the nature cif ~hjch 
would affect the i'ndividual ',s suitability for 
e!!lP."loYJl)ent in the class;,11 (Natrona County Dept. of Public 
Ass1stance and Social Servtces ' C1er , WY) . j 

. EXAMPLE III 

From Minnesota where a ma~sive 'domestic violence serJice effort 

1.s' maintained under the\, Department of Corrections: 

o 

IIIn accordance with M~nneota Statutes 1978, Chapter 
364" th e Mi n nesota De pa r-tmen t of, Co rrect ion s 
encourages the rehabilitation of criminal offenders 
by providing that they be el~gble for employment 

.··with th~ Department. The 'following policy 
est~b1tshed t~e conditions under which persons with 
criminal convictions may ,be eligible for employment 
in the Department •. Persons with criminal convic
tions afe defined as ~ersorrs who have been'convic
ted of felonies, gross misdemeanors and ~isdemeanors 
for whic~ probation, a jail ~entence, or a prison 
sen ten c.e tis i m p'a s e ~ • 

""~\ 
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Policy: Although ~he Department of Corrections 
encourages the hifing of criminal offenders for 
rehabilitative purposes, the Department's responsi-: 
bi1ity for public safety a~d security require~ th.t 
coniideration also be gi~en to: 

1~ the nature and seriousness of t~e offense for' 
which the pe~son was ~onvicted; 

2. 

3. 

the relationship of the offense tQ, the ability, 
capacity, and fitness of the person to discharge 
the duties and responsibilities of the positio~; 
and 

e~idenc~demon~tration 'thit these persons have 
beeri able to lead law-abiding lives for specffis 
periods of time~ " 

, 

• 

• 

(4)For ~mployment in posit~ons that require the employee 
,to be regul a rly en gaged i'n t r:ea tment ~ cus tody, or s up~r
visi~n ~f tnmates, paro1ee~, or probati,oners, the appll~ant. ~ 
must present documentary evidence of discharge f~om parole, 
probation, or from a correctibna1 institution (after 
'serving to completion of sentence) .two (2) years: . ' 
prior to maki~g application for. employment. The apPolnt
ing authoritY"must verify thro!J9b la~ ~nforceme~t ~gency 
records that the applicant ha~cno crlmlnal convlct~Qn 
for two (2) years prior to the application for employment~ 

For em p loy men tin ,p 0 sit ion s t hat ~ 0 n'~ t r e qui ret he: 
employee to have direct contact wltholnmates, parolees! 
or probationers as specified in ,item 4 ab9ve, the appl.1-
cant must presentdoc:;umentary eViden~e of ~isc~arg~ from 
p~role, probation, or from a correctlona1 lnst,~ut10n 
(after serving to completion of sentence) one (1) 
year prior to making application for employment. The 
appointing authority must verify through law enfo~ce-
ment agency records that the app1icant ~as had no , 
criminal conviction for one (1) year,prlor to the' 
application for employment. 

Proeeduf'es; 

1~ Appointing authority must determine that the 
'applicant meets eligibility requirements in 
accordance with the Minnesota Departm~nt of, 

,Personnel rules and re~ulations_ 
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2. Applicant must present documentary evidence 
to t~e ~ppointing authority r~garding the 
conv1ct10n and discharge record as specified 
in Minnesota Statutes 1978, Section 364.03, 
SUbd. a and c.' Documentary evidence includes 
a copy of the local, state, or federal release 
order and a copy of the ordef of di~charge " 
·fro~ probation, parole, or other fiald superv1s10n. . 

3. Appoi~ting authority must determine ~hat 
prior convictions would not adversely affect 
the applicant's ability to perform the duties 
and responsibilities of the position:as . 
spec; fi ed in Mi nnes ota Statutes 1978',/ Secti on 
356.08,'Subd. 2. ~ . 

4. For employment which requires the carryin~ of 
firea~ms, the ap~licant must presentidocumentary 

.... eVidence that re1.ief from Federal statutes pro-
hibiting persons with criminal convictions from 
ca rryi ng 'fi rearms has been, granted, by the Fe'dera 1 
Bureau of Alcohol, Tobacco and Firea~ms." 
(Battered Women's Programs, Minnesota DOC, St. Paul, MN) 

EXAMPLE IV .. :~" ... 

And, from ,the offi ce of OAR (-Offender .Aid and Restoration)' 

which both serves offenders and ex-offenders, and cs1so hires them, 

comes an excelJent model for'a policy stateme~t and the 

necessary backup hi ri ng pr,ocedures which embrace a total affi rma-" . . . 
'.tive action stan~,e including eX-Offenders. 

~ ....... ' 

"OAR/USA sha~l make eve~y attem~t to e~p10y and ~etain 
the be s t q u acl i fie d per son n e 1 t h r 0 ugh ad e qua t e sal a r Y 
shedules"and just personnel practices. No discrimi
nation shall be made because of sex,age, race, color, 
na'tiona1. origin, ancestry, union membership, politi- ' 
cal affiliation or handicap in: 

recru'( tment 
screening 
hiring 
promotion or demotion"' 
rates of payor other forms 'of compensation benefi ts • 

I) 
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..... transfers . 
layoffs or return from layoffs 
continued education opportunities 
termination 

OAR/USA will take affirmative action to demonstrate the 
. commitment to equal oppo~tunity. OAR/USA, when recruit
ing, hiring and promoting employee~, will make every 

. reasonable attempt to place qualified people into all 
phases· of· its work f~rce in a distribution representa-

• 

. tive of that of the population. Special attention wll}, 
be given to include the employment of ex-prisoners. : 
Jhe recruiting and screening methods used will attempt 
to insure that all groups mentioned above in this I '\ 

section are included in the appl(i'fant pool.' 
!_-,-

£mployment of all staff of OAR/USA shall Occur according, 
to the following procedures: 

a: Notice of job operiings shall be provided to th~ 
agencies and=uni9~rsities which serve those 
groups mentioned above; to'local, state, and/or 
national allied organizations; and, to selected 
newspapers. ~ 

b. In the e~~nt that professional recruiting groups 
or organ~iattons are,used, care will be taken 
when choOSing ·such firms that the'y reach all s:egments 
of the community with particular access to the 
above minority characteriS~ics. 

I C • All not ice s 0 f job 0 pen i n g s s hal r i n d' i cat e t hat· 
OAR/USA ~s an "Equal Opportunity Employe~". 

d: Employment forms 'and applications shall mak~ 
clear that references to the above minority 
characteristics are for affirmative action 
pur p'O s e Son 1 y . 

e. Pre-employment forms and app.1ications will not. 
have reference to arrest records. For those 
positions which require background investiga
.tio~·s by the nature of the duties involved, 
applicants will be required to grant a release 
of criminal and medical records. 

f. All jab descriptions and b~sic criteria for 
employment will be as clear as possible an~ will " 

" b~ accessible to all present employees and applicants, 
. (OAR/USA, Charlot~esville, VA) .. 

• I:" 

• 

.. 
CODE OF ETHICS 

A Code of Ethics is a~ ~ssential ingredient to a set 

of 'agency policies and is espeCially useful if you are involved 

in what could be construed by the community t·o be a contro

versial prac~ice, Le. utilizing ex-offenders: Within' the 
. . 

agency. A Code of Ethics is also an essentiaJ tool towards 

staff .understanding about their roles and what is expec.ted of 

them. Below is a sample Code of Ethics', provjded" her~ to serve as 

a beginning mod~l for th~$= domestic violence .agenCies~Planning to 
implement a Code of ·Ethics. 

COde of Ethics 

(Name of Agency)expecis of its employe~s unfaili~g 
honest~, respect Tor the dignity and individuality of 
human beings, and a commitm~nt to. professional and 
compas~ionate service. To this end we subscribe to. 
the following prinCiples. 

Relationships With Clients/Coll~agues/Other 
Professions/The Public ,-

* Employees will respect and protect the civil. 
and legal rights of an clients; 

* Employees will serve each cas~ with appropri
ate concern for the client's welfare'and with no 
purpose pf personal gain; 

* Relationships wi~h colleagues will be of s~ch 
character to promot~ mutual respect within the 
professi~ns in imp~ovement of its quality of service; 

* 'Statements critical of colleagues or their 
agencies will be made only as these are veri
fiable and constructive in pu~pose; 

. " 
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* 

Subject to the client's rights of privacy, 
employees wi 11 respect .the pub1 i c's ri ght 
to know, and will share information with 
the pub1 i c wi th,openness and candor • 

Employees will respect and protect the 
right of the public to be safeguarded 
from criminal activity. 

,Professional Conduct/Practices: 

* No employee will use his/her official 
position to secure privileges or 
advantages for personal benefit; 

* No employee will act in his/her official 
capacity in any matter in which he/she 
has personal interestwhich could in the' 
least degree imp~ir his/her objectivity; 

*. No employee will use his/her official 
position to promote any partisan poli
tical purpose; 

* No employee w1llaccept any gift or favor 
of a nature to imply an obligation which 
is inconsistent with the free and objective 
exercise ~f.his/her professional responsi
bil.ities; 

* 

* 

* 

* 

In a~y public stat~ment, employees will 
clearly distinguish between those which 
are .persona1 views and those which are: 
statements· and positions on behalf of 

(Name of Agency) or agen~ies or indi-
viduals we serve; " 

Each employee will b~ diligent in his/her 
responsibility to record and make available 
for review any and all case information' 
which could contribute to sound decisions 
affecting a client or the public safety; 

Each 'employee wi 11 r.epQrt wi thout reserv'a
fion 'any corrupt or un'~,thical behavior which 
could affect either a~lient or the integrity 
of the organiz~tion.;' v 

'':::: ' 

Employees will not discriminate against any 
client, employee or prospective ~mployee on" 
the basis of race, sex, creed, age. arrest 
o~ conviction record. or national origin; 
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* 

Each employee will maintain the integrity 
of private information. he/she will neither 
seek personal data beyond that needed to 
perform his/her responsibilities, nor reveal 
case information to ~nyone not "having proper 
professional use for such; 

Any employe.a who is responsible for agency 
personnel action will make all appointments. 
promotions or dismissals only on the basis 
of merit and not in furtheran~e of partisan 
political interests. . 

fONFIDENTIALITY 

• 

Confidentiality was one area of concern which direct service 

domestic violence servic'e ,proViders stressed'i espe'Cial1y when 

ask~d about their utilization of e~-offenders or their poten-. 

tial utilization of ex-offenders. It is us~ally best, in 

additi~n to a Code of Ethic~ t6 provide certain policies in 

regard to confidehtiality, both in working with clients and 

in re~ard to th~ location of "safe houses" and shelters: 

The following policy was provided by one of t~e agencie~ 
. responding ·to the survey: 

, .tt~" , •••• 

"To try to guarante~'confidentia1ity and safety as 
much as humanly possible for the staff, victims, 
volunteers. and shelter hosts. each person involved 
will be asked to sign, a written agreement not to' . 
divulge any information about the Victims, the shelter, 
hot.els. or any other place that may be used. Any' 
victim who give~ out th~. names of safe house hosts or 
their add res s e,st' wi l1'B E DENIED FURTHER ASS I sr ANCE. , 
Likewise, ~ict~ms will be assured that ~ll information 
about themselves will be kept in a locked place. 
Addresses of safe houses or the shelter will never be 
published or posted. Safety and confident'ality will 
be stressed continually in training. Crisis line 
workers or shelter/sa.fe home hosts wi 11 be encouraged 
to call the escort back-up person if they are 
fright~ned or unsure about their Own or a victim's 
safety." (Daton Rouge Area YWCA. Baton Rouge, LA) 

y. 
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GENERAL PROCEDURES AN~ SCREENING 

Three key i ssues--po 1 icy, screeni ng and supervi s i on--are " 

essential to the proper usage of any employee or volunteer. B~)t, 

when dealing with a special population of 'employee or volunteer in 

a domesti c· viol ence agency, such as ex-offenders::.,these three areas' 
I ' 

becpme even more crucial. These three areas must" be handled pr.oper11 

not only to assure that the agency is ~aving its staffing needs 

met. properly, but that those ex-offenders who are used as employees 
r<, • 

or volunteers will have the greatest chance of success by !lJein~ 

mal)aged well. 

Every agency will have to tailor its needs and resources into 

a management systemwiiichwill work in balance with the services it 
/; 

provides. IndiviCfu-al. practices, forms and procedures can only be 

decided ~pon by each domestic violence agency. but some good rules 

of thumb to follow are given here to enhance matching some of th~se 

admini strative processes to the needs of ex-offenders who. may be 

hired or used as volunteers. 

Policy Procedures 

* E.ach domestic violence agency hopi:ng to utilize ex-offenders 
\\ 

should have a Voh!l)te!~r" Coordinator/Emp,loyment.Officer for 

'the agency who is responsible for recruiting, recordkeeping". 

and scheduling .. Agency needs should ,be analyzed 

BEFORE trying to util ize or look for volunteer/employees 
-' 

.among the ex-offefJder popul a ti o~. 
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* Prepared job description~ should be used. Each agency should 

decide through the us~ of the agency policy and Code of 

Ethics which positions are eligible to be f~lled by ex

offenders in general, or in particular according to'classifica-

ti~n of criminal act: This should be based: on the kinds of 

agency requirements whi.ch are reasonable and. necessary for 

the job to be done. 
/, 

* Definite criteria should be established and:also an employment/ 

volunteerism APPEALS PROCEDURE. If the agencY'must deny 

employment/volunteerjsm to an applicant or terminate the .. 
usage of an employee/volunteer apre-estab1i:shed procedure 

wi 11 protect the agency and eli mi na te many bad fee J i ngs . 

Screening 
.. :::., .. 

* Definite screening procedures (applications, interviews, etc.) 

should be established. The types of informa~ionwhid1 the 

domestic violence agencies surveyed by the- Pr1'oject looked at 

were: ' 

1 . The type of offense whi ch the ex-offender had. 
t;:ommitted. .(It is permissible to ask persons 
~f they have been convicted of a crime, 'but 
not if they have been arrested.) This 
information must then be.weig~ed against; 

·2. The current situation of the ex-offender: 

a. Skil~s and qualifications 

b. Rehabilitation 

* Self-esteem' 
* Length of time since incarceration without 

a repeat offense 

, 
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• * Freedom from alcohol and drug abuse:; , 
* Ability to deal appropriately with stress 
* Ability to communicate . 
* Ability to follow, the rules and.r~gulatlons 

of the agency and accept authorlty 

3. The job to be filled. 

* When an individual is screened they should be apprised of the 

job description, agency policy, procedures, Code of Ethics 

and Confidentiality Agreement, if applicable. In this way the 

expectations of t~e ex-offender and the agency wi'l be the 

same. Applicants' should also be told or ~valuation procedures 

or crite;ia for remaining in the positions, such as successful , 
_ ii 

completion of·t.raini~g or a probaf'onaryperiod. II 

* In the case of volunteers, many, agencies ask that th~ volunteers 
II 

sign an agreement or "contract" with· the domestic viol~nce 

agency, sttp.!Jlating the number of hours per week andth: sp;cific 
• • • I 

time period over' which they pledge their volunteer staff.. support., 

{Most agencies have a minimum requirement of ~ to 4 hours~ 

per week fot." at least 6 months.} This procedure "connects" 

. the volunteer to the.job and gives them additional measurable 

ways of evaluating their performance. 

Supenl:i s i on 

Cc.lmprehensi've training programs are a must' when dealing with any 

. agency Training and volunte~r or ',employee in a busi'ness or serVlce. , 

• ';1. are especially crucial issues in situations utilizing exsupervls10n 

offei1ders;~~ Proper training and s'upervision can'maxim;ze the ex-offender 

empIOyee/~~lunteer's chance to succeed. Many,poorly managed bus.inesses. . 

'or public~iervice agencies "cheat" their employee/volunteers, out of tpe" 
'~ 
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chance to succee:d simply by being unclear a~out agency expectations, 

, procedures, pr0cesses, and by not provi di ng suffi ci ent input on . 
' " , 

a regular basis so that the employee./vblunteer is g~ven'jan optimal 
" 

chance to grow and imprJve in the position. Since successes are 

difficult to 'come L~y iin an ex-offenders wo~ld it isiespecially '2:: 

, : 

important that when presented with an opportunity to "prove" them-
selves, . they not be handicapped by too nebulous a situation or . 
instruction. 

Supervision for all employees and volunteers s~ould be good, 

not· only for the agen~ie~ sake but '~lso for the empllOye~/volunteer's 
'sake. Most of the agencies surveyed felt that with, ~he exception of" 

careful placement and screening of ex-offenders into appropriate 

positiQns, ex-off~~,gers shoul¢ otherwise r:'·;ceive identical supervision" 
, -- . . 

to that g·iven other employees. 'Many a§encies survey:ed state thf~t 
\1" 

~-, . c 

screened ex-offender employees did not commit more agency infractions 

or pose ~.ny greater potential risk to clients or the:: agency than'other 

employees or volunteers. A~arenes,s, but not "watchdogging" was the tone 

of the input from agencies on this question; some agencies expressed 

that it would be offensive to all concerned and create potential pro- . 

blems if too strict an eye were kept on.'ll~x-offend~rs or if they 
if 

were treatec{ di fferently from other employees or ;(01 unteers. Use of 

periodi~ evaluations and open communication between staff and manageme~t 

were thought sufficient by most agen,cies. ,II 

~ Staff Reinforcement 

A ,fourth area, staff reinforcement and benefits should also be 

mentioned. Benefit~. both to the ,clients and conm~nity but also to 

_8 ... 'ji'_;._ ..... 'IC_· ___ ~ ... __ ,........... ___ .~. 25 
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the agency staff (training, job skills, job experience, personal 

satisfaction, e,+c.) should be pOinted Q.ut to volunteers and employees. 

Also, reinforcement in terms of.,cer:-tificates of recognition (see 

~( the "Attaperson" among the following pages) and other forms of . . " 

personal recognition are important for Q11 employees or volunteers 
/' 

in public service agencies who carry heavy clie~t loads. Recognition 

is ~specially impor-tant fo~~x-offenders whose sense of se1f':'es~eem .

and feeling of community solidarity are so crucial to their continued 

successful interaction in society. 

Suminary 

, Careful policy making,selective screening and mindful attention 

to procedures and supervision can all be effective towards enhancing 
" II 

• '/ II •• • 

the employment or "~~lunteerism activities of ex-offenders in domestic 

violenc.e .agencies. A probationary period, stipulation for the success-
(\ , , 

fu1 completion of training, an evaluation process and other management 
.. procedures of this ~ature can give positions in domes:tic violence" 

" agencies the important structure, fairness and performance f~edback 

. which is essential for creating good employees and main~aining good 

fii'ith and productive attitudes. 

::/' 
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GUIDELINE EXAMPLES 

As part of the study, the Questionnai~ytf~t~was circulated asked 
,:0, .! 

specifically for agencies to provide any sort of hir:-ing guidelines 

that they used when evaluating job applicants. Agencies did' not 
. 

have extensive guidelines, but instead supplied remarks of which 

the following are some examples. 

"All employees hired on las needed I baSis. (In the t~se of ex-offenders) 
former employers are consulted for reference and/or contact is maintained 
with Adult PrC?bation." (Family Shelter, San Angelc,~ TX) 

• 

",:;.. i 

"Employees: No mention of offender status in application or consideration 
of in hiring. 

Volunteors: Screened during trai'ning, must not ha~e ; battered for 1 ye~r 
period~-other offenses considered individually." 
(Domestic Abuse Intervention Program, Duluth, MN)' 

"(Batterers) must have completed treatment 6 months ago and rema'ined 
non-violent; (otherwise) fulfill same qualifications as other volunteers. II 
(Emerge: "A ·Men's Counseling Servi~e on Domestic Violence, Boston, t-1A) 

'''Guidelines are to ask if an applicant has every been convIcted of a 'crime 
which would affect performance in the job they are applying for. tl 

(The Women's Center, Inc., Waukesha, WI)" . 

"GUidelines are interest and skills in the issue. The project is set up 
to do crisis intervention for women who ar~ abused by their husbands. 
Our counselors and volunteers are therefore predominately women. We 

. . have had some women ex-offenders volunteer with the project or jOin 
I the staff if they had a special interest and Skills in the issue." 
(Park Slope Safe Homes Project;=:::OroOk,lyn,NY) 

"On 1y that they (ex .. offende\~sJ De pleasant and b 1 e to. work \l1i th persons 
from all wa 1 ks of 1 i fe~,-we tra i n for our "needs. U 

(Richland County Task .Force on Domestic., Violence, Mansfield, OH) 

"For all staff ~~.nd volunteers a police check is ~un regai."'ding any 
pffenses 'that would ,make individuals inappropriate, to work wjth youth 

"'and families. II (Youth Help, Hoqui~m,' WA) 
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TYPES OF SERVICES 

CHILD ABUSE & NEGLECT 

D 

* Indi vi dualjFamily/Group Counseling (Battering) 

G • 

*' Inaividua1/Fami1y/Group Counseling (Incest) 

* Emergency Shelter 
I; 

* Parent Aide Programs (Parent Aides serve as models 
for parents and nparent the parent"; lay ther~py) 

" * Hotlines '(Listening, Referral or Reporting) 

* Parents Self-Help Groups (Parents Anonymous, Parents 
United; betterment and suppprt for abusing parents 
operating along the lin;~s of Alcoholics Anonymous) 

... ' ..... 

.* Parenting Wor~shops 

* Speakers Bureau & Comnunity Outreach 

* Foster Car~, Serv.ices & Home Finding 

* Advocacy 

* . Legislative Outreach 

" 

" 
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. \ TYPES OF SERVICES 

SPOUSE ABUSE 

* 24 Hour CriJ1sHot1ine (Listening, Suicide Intervention, 
Referrals~ Emergency Housing) 

* Emergency Ho~sio,g 

** Shelters 

** Hotel Roams 

** Safe Houses 

* Professional ~~~nseling or Referrals 

~. (! 

! 
: ' 

* Peer Counseling and Bi-Lingual ~eer Counseling 

* Advocacy 

** Legal 

,** Medi~ca 1 
)\ 

** Employment 

** Housing 

** Financial 

** Liaison to Partner 

v 

* Adjunct Services'to Shelter Programs 

**ChH d Care ,Programs 

** EducationalDPrograms 

* On-Goi,ng Support 'Groups 

* Speakers Bureau & ComnunityOutreach 
a ' 

* Legi sl at i ve Outreach. 

1\ 
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TYPES OF ,SERVICES 

PERSONS'lriHO BAnER 

{Gene,rall.y programs for persons who batter exist in the ma'in for 

" men who batter their female par,tners; however, programs for abusive 

women who batter their partners are also in existen~e. Programs for 
(j , 

men an~.women Who.abuse ~hildren are handled by child abu:; a~encies.) 

* Stop Battering Workshops ,and Co~nseling 
o , 

* Peer Counseling, 

* Advocacy 
'\ 

II 
** tegal 

'iiiii' Emp 1 oymen ~ 
, , c;/, 

I ,] 

**::Lia;son with,Partner 
' L-' 

* Dr'ug a~d A 1 coho 1 Educat ion 

* Speakers Bureau '& Community Education 

(f 
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TYPES OF POSITIONS 

.' Management: 

* Counselors: 

, f' , 11 

* Techni ca 1 ,Support Staff: 

.. :.:., .. .,; 

'~ 
, ~,. " 
. * Cler1cal Staff: 

* Pu'blic Relations Staff: 

• 

* Other: 
Ii, 

{I 
-
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Program Di,rector 
Assistant Director 
Volunteer Coordinator 

PrGfessio'nal Counselors 
Soc; a 1 Workers , 
Child Care Case Workers 

. 
Investigators (3rd Party Reporters)' 
Peer Counselors/Group Leaders 
Partner~"Liaison Personnel 
Escort Personnel 
Safe House Hosts 
Hot-.1 ine Operators 
Teachers 1n Shelter Education Pro'gramS 
Trainers 
Advocates: Employment 

Housing 
Medical: 
Legal : 
Financial 

o 

Accountants/Bookkeepers 
Secretarys 

Community Education, Personnel , 
Publl~ Information/Relation~ PersQnne1 
Speakers Bure~u Personnel' 
Lopbyists 

Fundrai sers 

() , 

".. ~ ~ ... ". c 
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POSITION RECOMMENDATIONS 

As is obvious,the types of positions listed previously exist 
, ' , 

in many but not all 'of the three types of domestic violence agencies 

being studied. 'Sirice their function in those different ,agencies is 

relatively the same, they' are be,ing discussed together: 

Management 

. Management positions include Program D~rector, Assistant Director 

andi~ many cas~~ Volunteer Coordinators. Generally, within the'agencies 

sur.veyed there were no ex-offenders in management positions. This 
, , 

was, however, attributed to a lack of qualif,jcations on the part of 

ex-offenders in terms of educati on and experi ence, not necessa,ri ly 

alack of confidence or ·trus'L Given proper management background, 

training and a public relations stancewhichwould neither hide nor push 

• 

" f\ " . 

to the Lfore the criminal history of the ex-offender, ;there were apparently 

~o other obstacles to including ex-offenders in management positions .. 
(f ' .' , 
.' Positions such as Volunteer Coordinator can be considered to. be ,a'n 

'important management position wit~in domestic violence agencie'~ since' 

the reliance on volunteer ~ssistance is quite great. (,' 

Usually V~lunteer 
, , 

CoordJnator positions require less formal training and ~ducation and 

a greater emphasis on "acquired': skills in organizing, recrufting and 
. \':, 

staff tr~ining. Volunteer e~-offender Volunteer Coordinators might be 

a' special boon to under-funded, under;;,.staffed domest,;.,c violence agencies. 

, Counselor~ " 

The'class of counselors includes profession'a~ counselors., sociais 

workers~ anlrc~i1d care workers. These positions wer~ also infrequently 
. '.' . 

----'>.-.. ,~.+.--.. -" 

, 

. ~; 
" ' 

• 

, 

held by ex-offenders, and again because of ~ack of formally acqoired 

. educational requirements. Most professional counselors either employed 

by, or working on ~ voluntary basis in domestic·violence agencies had 

education on a Master's level. And, as a general r~le, ex-offenders 
. . 

as a group rarely have attained this level of education and therefore 

are unemployable or non-useabl~ in these types of P~sitions. 

. 'In the case of Child Car~ Workers, state statutes and l,icensing' 

strictur,es tr many states bar felons from obtaining :the necessary 

licenses,)"us' restricting. them in direct service c~pacities in 
~ , : . 
~ .. ' .1 

child/abuse agencies. This is also true in some cas~s for Marriage ' « , 
. and ~\<lmily Counseling professionals. 

f ~_-~ < 

Technical Support Staff 

. 'Tec~nical support staff covers a wide range of; supportive agency 

pqsitions'~hichinclude: ' investigato.rs; peer counSel~rs!grOUP'i'~aders; 
partner liaison per~onnel; escort personnel; safe hOl,lse hosts; hat-

line operators (all' types of direct service agencies). teechers in' 

shelter educational programs for women and in some cas~s the·ir children; 

trainers; and a host of advocate positions. 

Ex-offenders were found to be especially effective in sever.al of 
.. 

these trshnical support staff positions, most notably as peer counselors! 
// 

group .leaders., investi,gators, partner liaison personnel and advocates. 

Legal advocates in agencies dealing in spouse abuse and programs for :: 
" 

persons who batter were ~lso seen as extremely viable' positions for ex-
~ . 

i,') i) 

offenders. As ex-offend~1;s had been through the criminar"·J.'u~ti ce 

system. the,x ares~~n as".' ~xperts I. and this spech 1 knowl edge was 
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(' 
perceived as an asset and useable ~kill in assisting either partners 

seeking legal action against other. partners, or a divorce, separation 

or support action or in aiding partners being charged with crimes 

~e{ated to 'domestic violence. Hot-lines that operate mainly as a peer 
j , "', 

cCcounseling/referral service wer~ another targeted technical support 

staff positions"whichwas felt to be a good placement for ex-offenders;' 

, but although agen~ies thought that ex-offenders could provide ~pecia1. 

insights and' empathy, th~ ability to deal' with' the stres,s created by 

the jobs was cited as a con~iderationfor plaCing ex-offen~ers, in 

these crucial positions. Roles as peer counselors in programs for 

batterers were ,being especially effectively ,filled, by ex-offe~clers 

and usually those who had manifested past violent behavior (and 

achieved true rehabilitation) or who had been eX-batterers (who may 

or may not have ,been actually,ccnvicted). 

" 

Clerical Staff 

In terms of clerical staff, programs were utilizing ex-offender~ 

in part-time, and nominal cost capacities in this are.a~ More often, 

the skill levelS of ex~offenders were more in line with cleri'cal 

pOSitions and any interpersonal deficiences became less apparent in 
:' 

" thest! jobs tha.J1 was true in client relatecj' positions. 

Screeni n9 e~-offenders i nt,o actounti ng/bookkeepi ng pos i ti ons became 

an important issue, however. Several, agencies "utilizing ex-offe~pers 

io these~oney sensitive areas reported thefts and ~m~:zzlements,and 
stated quite clearly that they would be caref~~ in the'·future to keep 

,ex-offenders con,victed of 'economic crimes out of any" such jobs, although 

they w~uld still consider using th';s clas.sification of ex-offender 

in other' capaci,ties within the agency. , 
, • II.' • 
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Public Relations Staff 

Community education personnel, public information/relations 

personnel and speake~s bureau personnel are very similar kinds of 

posi tions wi thin agencies with different degrees of :scope, p,rimary 

purpose, range and degree of ~ophistication. These~functions are 

often either handled by those in management positio~s or'others whose 

, primary duties lie in another job function. A small: number of progr~ms 

surveyed had had favorable experi'ence with ex-offen~ers, used as 

community educators and speakers bureau personnel. pn~ program, 

the Crisis Center' of Arkansas., Inc., used work-releas~ inmates to make 

p~esentations about their do~estic violence agency in local schools 
: . 

" , 

and reported that it was extremely successful. It is: important to 
~ " 

note'tha,t also in some of (:these instances ex-offenders were especi ally 

effective public sp~akers when they were rehabi1itat~d afte'r conviction .' . .. 
for crimes of domes.;tic violence., 

Other 

Under the survey categ9ry of other, Fundraiser was the only 

"other" classification of employee/volunteer to su~face. Usually only 

extremely large and sQphistif}ated agencies had a jobclas,sification 

of Fundraiser and these were not positions:'fil1,ed by ex-offenders. 

Therefore, it is only possible',to conjectu're that fundraising positions 
'n" , 

might be jeopar.pized by possible public exposure of a past criminal'·,., 
',\ . . 

record. 
(/ 

Summary 

SeVeral major points of emphasis and consideration come dut of 

,the survey researcti in hir'ing ex-offenders into v~r'ious positions' 
o ~ • 

, 

, ; 
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with the three, ta,rgeted types of domestic violence agencies. 

A., ,Agenci es were extremely reluctant to hi re ex-offenders who 

had been' convicted of crimes of~~.1olence and domestic violence to 

work as se~vice providers in direct service agencies '(w)th the exception 
, , 

of pr,ograms 'for' batterers). This wa~ espec'ially true of child abuse 

,agencies •. The ~afety, assurance and well-being of clients were major 

cons'iderations and many agencies felt that clients would fee1'.a 'loss' 

of confidence in the ~gency should any past violent offenders be 

included on the ~rogram staff. ' 

B. Child abuse, agencies wer~ the l~ast apt to use any ex-offenders 
'. , 

in 'cl ient contact positions--partially this was true because most chiT,~ 

protective agencies are mO~r highly structured and sophisticated, and 
II 

have 1 i censing re~~,~_rp.ments 'for those working directly wi th the clients, 

of these.prpgrams. Irr~gardless of licenSing restrictions, chiJd 

abuse agenci~s understandably. exerdse a higher degree of caution than 

other agencies. Special child abuse oriented grouPS~suCh as Parent's 

Anony~ous, however, make use" of ex-abusers and ex-offenders to reach 

" potentially abusing parents. 

C. There is little cross-sex usage of e~-offenders in domestic violence 

agencies wh,ich severely limits the number ,of ex-offenders being'used 
, , 

in the field,.of domestic violence endeavor. A majority of program~ (,1 

, . 
s~rveyed and"whi C;h exi st are in business to. prov; de di rectservi ces ': 

' .~, . 
w~ich ol course implies client co~,tact either in person or ,py: telephone. 

, 

• 

~nd~the' bulk of p'rograms'l) in exis.tence deal in the ateas of child , (. 

~buse a~d spouse abuse. ,Spouse" abuse programs in the main are for 

,'women; programs for those who bat:ter partners are in the main for men. 

. (\ 
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Si~ce the proportional numbe.~~>of offenders is converse (roughly 
'-,::::-

95% of the offender population are men anp 5% women) this creates 

extremely delimiting factors towards using ex-of~enders in domestic 

violence programs. Although child abuse agencies us~ ex-off~nders more 

often than s~ouse abuse agenc,~ es, they a ~e genera ll~ reluctant to use 

ex-offenders in any kind of direct service capacity. \ Spouse abuse 
./1 '-•• '",- ; 

,pr'c:"l.,:..~s,wn;ch,:a'r.ealso chiefly direct service agenci~s, deal mairly 

with women and in many cases their children (shelter; services). These 

agencies prefer to' use "wo~en" to provfde services i~ c~i~nt contact 

capacities. Again,this is a limiting factor when co~sidering usage 

of the total ex~offender population., Continued poss~bi1ity or even 

the "feeling" of' a 'threat caused, not by ex-offender'status, but by 
, '>,( • 

physical size and sex stereotyping becomes the issue for many ,spouse 

abuse aget:l~ies. 

In regards to services for those who batter (usually programs 

for men), men generally are the ,service provjderS--b?t even though 

the numbers of thes~ programs are increas~n~, they are still greatly 

outnumbered by the programs' and sh~ 1 ters for women and ch i 1 dren. 
,j ~i 

This total .. isolation of the sexes may become less rigid, in 

the future with greater cooperati on. aware,ness and i ncrea'sed emphasi s 

and numbers of programs for bo~h men and women. It is interesting 

to note tha~ 'in St. Loui$. Missouri, two programs, RAVEN: Rape and 

Violence End Now (a counseling resource and support service gro,up 
, , 

for men) wor~cooperatively with the ~t·. Louis Abus~~ Women's Support 

• 

J~ / 

Project tomutally solicit financial resources for the End Violence Fund •. 
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D. Other interesting phenomena to note in staffing for domestic 

violence agencies is the propensity for those agerycies to later 

hire victims to whom they provided services. This cross-over also 

is true of fonner abusers or clients of other programs who 

"stay with"·the' agency once they become reh'abi 1i tated. This system 
, . 

of employment or volunteerism by Ipersonal~c'Contacts" is typical in 

the business world and its seepage into public ?ector agencies is 

also common pra:tice. Some groups, however, specifically recruit 

former client~ (see Example·.Programs, "Domestic Abuse Intervention 

Prograin, Dul ut~, MN). One very important item to point out which was 
'. 

raised by many agencies is th~ difficulty that former offenders have 

"crossing"over" into the field of becoming service providers. Often, 

agencies sai d that ... ~.?'-offend·~rs had difficul ty separating their 

, 

• 

personal ,issues from the client's issues or that they had diff,iculty 

"re-living" painful experiences by dealing with the problems of clients.' li 

(f 
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UNDER-WRITTEN, NOMINAL OR NO COST POSITIONS 

If a domestic violence agency is severely restricted financially, 

as most are, there are several other ways to have more staff without 
'. 

paying full salaries out of the agency budget. These methods are valid 

whether or not agenci~s are utilizing the talents of~ e~-offenders but· 

the project 'surv~y found that the. following underwritt~n positions were 

being filled in some domestic vi~lence agencies by ex-offenders. 

CETI:0. 

Al tho:ugh CETA posi tjons maybe in jeopardy 

are still being utilized'a greal deal especially 

I' 
I' 

. II 
, (I 
• 1 

: •• 1) 

in the:near future~ they 
, I, !1 , (/ 

in the area of p:~ovidirig. 

basic skills to employees. Of ten, ex-offenders will have.,other accompanying 

employment pY'obl ems whi'ch make them el igi ble for CETA, such as' chronic 

unemployment and lacK"of job skills and education. 
, . 

Ex~offenders may be 
.' . 

e~igible for emplo.yment within a domestic violence agency either on an 

Adult Work Experience (AWE) or an On-The-Job (OJT) con~ract. As th~ ex

offender is provided training and experience,the agency has un extra 

service provider at no cost (AWE) or 'minjma:t cost (OJT). . , (;I 

" Internships and Practicums 

Internships and practicums differ in the level of experience and 

usually the duration of the time '~pen~' in the work experi.ence, but both 

are educationa'l' programs from institutions wher~f'college credit for 

.work· experi ence may be app 1 i ed towards a degree program. , For a domesti c 
)i , 

violence agency to hook up with this type of assistance., an,agency 

must contact the ~d~cational institutions to see what their ei~erientiil . 
\.\ Q'" " 'I' \i 

," 
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training site needs ar~. The dome~tic violence agency may be asked to 
-' 

provide concrete training and more extensive supervision, but based on 
,\ 

the e;<perfence of those agencies re?'ponding to the project survey, 
" 

domestic vioience agencies found these sorts of programs provided terrific 

staff resource ol~portunities. 'Again, these programs would be open to 
~ ; 

'any student and therefore, ex-offenders who had returned to school would be 

'el i9ih]e if they met th.P.. educational institutions academic and other 
. -' ',) 

requi rements for an ~,ntemshi p Q" prafftl cum. Usually the cost to the 

. domesti c violence agency ·work., experience site' is', nominal or" nil. 

Co 11 e'ge Work Study 

This program is especially good for ex-offenders who may be going 

through a community college, vocational training school or regular four

year educational instftuti.on. El igibil ity ;s based .on financial need 

rather than academic expertise (usually the criteria for internships or 
. ' 

c.,practi cums). College Work Study studl.mts may work on a part-time basis 
D " :: ' 

.' at approved age'ncy sites. Contracts between the domestic vi,lence ag,ency 

and the'educational institution stipulate what po~tion of the wages . 

. ·{he work s; te agency will be res~ons; b 1 e for and what port; on will ber~: 
paid out of work study funds. 

-1--_/ 

VISTA 

VISTA' (Volunteers in Se~Nice to Ameri~ca) is an .adjunct program 
' j 

. [j !) 

-the larger 'federal governmenta.l agency', "ACTION. As of April, 1981 there 
. ~ 

were 19 VISTA projects with 77 VISTA Volunteers focusing on the problems 

of domestic violence. 19 Sever,al of the agencies responding to,the 
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project survey indicated that they had VISTA v~lunteers working in 

conununity action and advocacy capacities. For ;:,information about obtaining 

a VISTA volunteer and slot within your agency (VISTA's~are usually paid 
"'\ 

a low yearly salary by the VISTA program), 'contact: Vf STA , 806 

Connecticut Ave~, N.W., Washington, DC 20525. 

Diversion Programs/Community Service Orders 
. " 

Diversion programs differ from Community Service qrders in that when 

a person is' processed through a diversion program they:are not taken to 

court and convicted ~f a crim~,·.arid the~efore are not i;n a t~chnical sense 
. . . ,. - I : 

an offe~der or ex-offender. ' Usually 'the p~rson makes a. "contract" with 

the diversion program to do specific' things\t~~.~j;mprove. ~heir life stance; 
-~ , 

or make restitution for the offens~, such as gOing to 'school,' drug and 

alcohol counseling, a'nCt in many. instances IIvolunteerll s.ervice to site 
• :=:' 

agencies within the community • 

Communi ty Servl ce Orders, 1i ke Probation, sti pul at~ a sentence. 
' . 

!I After the offender has' been taken to court and found "gui'l ty they are charge~ 
to perform certain conditions to avoia incarcer~tion._ Community Service 

'Orders are exactly that--the offender will ~e ordered -to perform,"volunteerll 
c, 

service within t~e community. ~ 'Often . these 9rders are carried out at 

.lpproveds'ite agenc;ies. Probation may also stipulate that service be 
' , 

performed withi~ the conmunity. 

~~lthough diversfon/conununity ,service orders/probation are inexpensive 

waY,s'in which domestic Viol~~ce agencies may ,gain valua~le human resources, 
f) ~ . • 

some agencies reported that these '.'volunteers" were more trouble than 

they ",ere worth "in terms of·tardiness, absence and'lack of skillS. 

o , 
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Although this was not true, in all cases, generally 

offenders/ex-offenders hi~ed as paid staff or who genuinely volunteered 

thefr time arid services to the domestfc' violence agency were much 
' i' . 

more ~uccessful on the job than those under enforced "volunteerism". 

Targeted Job Tax Credits (TJCT)' '& WIN/Welfare Tax Credit 

The Federal Government offers two kinds of income tax credits to 

private' employers.who hire hard-to-employ workers--in this case. 

ex-offenders (felons) who a're economically "disadvantaged and hired no 

more than 5 years aft~r .·release from prison or'date of conviction, which~ 

ever is more recent. ' 

The TJTC is an elective credit applied to wages paid between Jan.l, 

1979, and Dec. 31, 1981 (it is unknown if this program will be extended) 
-for those certain targeted groups of employees. Gene~ally, the workers .. :': .. 

must have been hired after Sept. 26, 1978. The credit is 50 perce~t 

of first year wages up to $6,000. per employee and 25 percent of second 

year wages up to $6,000. This mean~ a maximum allowabl~ credit of $3,000 
~. : 

per empl,()yee the first year. an~ $1,500 the second. The cr~dit applies 

. 'onl.y to employees hired into a business or trade. Maids, chauffeurs. 

and other, household employees do not qualify. 

WIN works, the same way as TJTC, but also ai10ws employers to elaim 

credit for hiring nonbusiness (household) workers for one year. For 

infonnation abo~t TJCT or WIN contact should be made "lith the U.S. 
f,1 . 

. ' Department ()f Labor. Employment and Training Administration in ~lashington, 
o 

DC (20213 ),. 
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RESULTS 

In a short summary fashion, some of the major facts uncovered 

during the course of the survey project that impact on funding,. 
, . 

structure and staffing of domestit violence agencies :are: 
\1 : 

'" 

* 31.5% of the agencies ,responding ~o the sur~ey were 
involved in all areas .. of domestic violence, :i .e" 
child abuse, Spouse abuse and persons who. batter. 

* Agencies which utilize 'ex-Offenders were som~what 
more lik~ly to charge .fees than agencies whi~h do 
not utilize eX-Offenders --' 42% and 36% resp.ectively •. 

* the Federal Government was the largest fundi~g source 
of domestic violence agencies. ; " 

. ~ . 
* ' The most marked difference in fu' .;ng sourcek between 

agencies which utilize eX-Offenders and tnose who do 
not is .in state furiding'and special grants. :Twenty
two percent fewer agencies. utilizing ex-offenders 
received state funding, but 10% more received special ,. 
grants from foundations. . . 

* 95% of all':.:'responding agencies had paid emplQyees, 
68% of the agencies also use volunteers and 55% use 
others, such as interns,' college work study students, 

,or CETA employees. 
. 

* The ratio of paid employees to volunteers to :'"other" is 
similar for both agencies which report they.do not use 
~x-offenders (7.6/18.5/2.4) and agencies which do 
use ex-offenders (6:3/15.6/2.3). . 

* Overall, agencies reported counselor and technical 
support staff as being the greatest number lof staff; 
these positions also included the largest numbers'of 

,volunteers. 

* Salaries varied widely:. Counselors (both peer .and 
professional) were $8,000 to $18,000 yearly; 
Mana'gement were $12,000 to $)8.000; Clerical 
workers were $8,000 to $9,000; Technical Support 
Staff an.d Pub1 ic' Relations were around $10,000,' 
yearly. ' 

.' ,\ 'J 

~, ., In governmental agencies. management" salaries were 
conSistently somewhat higher' than ·in the private, , 
non~profit agencies, although counselor and clerical 
salaries wEi!re very similar:-. 
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* Ex-offenders were volunteer.s more often than paid 
employees. 

* Most agencies reported that they utilized either men 
and women both, or just wom~n ex-offenders. ", Past or 
present use of only male ex-offenders was "infrequent, 
and was chCeflyin agencies w·ith viable men's support 
groups. 

* There was no significant difference· between salaries 
for ex-o,ffender and other staff for comparable positions, 
but ex-offenders m~t often held lesser posititms 
within domestic violence agencies. 

* Ex-offenders were much more likely to be employees 
or volunteers in ·private. non-profit agencies rather 
than governmental agencies.' 
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./JOB DESCRIPTION 

Position: I ----__ ~~/ ____ ~2. 

Department: {_' ____ 4. 
1\ 

Job Classification 

Function: 
----------:-.:.c:. 

Scope of Position: \ 

--~' ------------------~~------Person assigned to pO~jon' 
~ ~--------~--~----~---------------Authority: ' '\\ 

\, . 

8. Organizational Relationships: 

Di recti on Recei ved : 
Direction Given: --~----------7--~-'--~-
Coordinates with::-----------~---___ _ 
Cooperates wi th: --:--------------_____ _ 
Communicates witJih:-:":"'" --------..::..---...:..... _______ _ 

9. Responsibilities: 

10. Qualifications: 

11. Restrictions: 

D~te of Job Description: _____ ~Month of Revie~ 
----------

--7"« S~'iJ~p:;:e=rv';:ii":'s':":or~):-------....;.......;.......;Na':"e ·of Ag~ncy.: ..... u _____ ~----_ 

,. 

e. 

.. 
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EMPLOYEE EVALUATION FORM 

·Name . ......:.. _______ ~---_:__----..:Date.-------~---

Department, _________ --:... _Job Titl e. _________ .....,... __ 

CLIENT AND PUBLIC CONCERNS: 

Concern for public image and appearance1, _____ ..-.: _________ _ 

Cooperation and attitude1 ___________________ _ 

, Resourcefulness and know] edge of job1,--!;.. _____________ _ 
" L . , 
, " 
r~.! • \\ 

Stability and performance in crisis1 ______________ _ 

\\ 

... : ...... 
ADMINISTRATIVE CONCERNS: 

Attendance and dependabi 1 ity?_,~ _______________ _ 

Perfol"!rlance of tasks/initiatiye', quantity and quality of work.? ____ _ 

Cooperati on and at ti. tude 1, _______________ --..;-:-__ 

Work hapits1: ____________ ~ __ ~~~ ________ ~ __________ ~ 

~) .. 
Re'commended actions for improvement of performance: 

. " 

.. 

\ 

.. ', 

) 1\ 

TRAINING FOR EX-OFFENDERS 

We found amon.g our survey respondents that trainfng in most 

agencies was a. combination of formal and ;;infonnal or o~-~he-job 

~raining. .Mo~t fo~mal training" was either conducted b~ a staff person 

responsible for. 'that f~nction or by community' pr,ofessi~nals who 
. . ~ . 

donated their time' to the agency for training purposes~ As would be 

, expected, larger agencies. had f!I~re sophisticated trai:ning mechanisms;' -

small agenCies conducted "training" on a more one-to-ori.e basis •. 
. . . 

What the- .iHiring of Ex-Offenders in' Domestic Viole:nce Programs" 

survey was most c~~cerned with-was ho~ training diffe~ed for ex-offenders 

used either in paid positions or as volunteers. from.,training given to 

"regular ll employees/volunteers. 
ii • 

The results of the study of ,respondents shows that, TRAINING FOR 
.. l;:·· .. · 

• I.' :. \1 

EX-OFFENDERS.USED EITHER AS EMPLOYEES OR VOL~NTEERS IN DOMESTIC VIQLENCE 

AGENCIES IS THE 'SAME' AS FOR OTHER PERSONNEL. This practice was found . 

to be true with a few exceptions. The most notable exception is found 

in the area where use of ex-off.enders. is enjoying th~ most well received 

. 'utilization, that of. peer counseling in'"battering counseling groups. 
• • ,- ~ • fJ 

. N'y .. 

" The ex-client/ex-batterer/ex-offender is generally~ required to have had 
.. ;. CI 

special "rehabilitative" training ,in add~tion' to t,he regular counseling 

• training requir~d of "other ll 'employees or volunteers. ' An example of . 
\) . , . . 

this is: "Volunteers wi tha history of 'viol ence must undergo 30 hours 
• I?' 

'of intensive train;n~ like al,' volun't~~rsin addition"to.the .RAVEN 
, . 

counseling group:il (Raven: 'Rape and Violence End Now, ·St. Louis. ~1Q) 

Another important point .to draw att~ntio,n to is the fact that 

, ~ g~ne'ra lJy ex-offenders ate 1 ess edu'cated than other personnel who m; ght 
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be hired or used as a volunteer by the domestic violence agency~ In 

this sense, their lack of "formal, training" prevents them from being 

utilized in what would generally be considered the "higher positiDns" 

witht~ the agencies. 

/i 
,General training practices vary widely from agency tO~1 agency, 

dependent on the size, location, service provided ~nd above all budget 

(or la,ck thereof). On the followi'ng pages are some direct excerpt,s from 

domestic violence agencies in response to the query about training, and 

a gen~ral beginning outline to familiarize trainees with basic domestic' 
, , 

violence issues. ,Each agency must decjde,of course, what would be 

appropr1ate for its own o,rganizational rea1ities~c and tasks. 

Agency Examples--Both General and in Regard to Ex-Offenders 

() 

"A Certified Fciiifi1y Therapist provides training in a group 
setting for handling children~ One-to-one training by', :, 
management or senior staff,for special needs. A professional 
Volunteer Coordinator trains volunteers in crisis inter
vention, etc." (Family Shelter, San Angelo,TX) , 

~ , 

"Training required is specific to the client population 
to be served and the potential of the worker,. Criteri a 
is" not rigid." (Crisis and Counseling Center, Augusta., ME) 

"60 hours of training (is given) all volunteers." 
(Domesti,c Abuse Intervention Program; Dulut~, MN) 

IITraini,ng, is conducted on a, 'one-to-one basis. We begin with 
a study s'eries on the issue'; of wife' abuJ~i~. 4 hours are I • 

d,irect listening to calls on a training"lelephone. The 
amount of time needed for training depends on 'the individual." 
(Wife Abuse Service of ,the,JWC~, Memphis, TN) , 
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"40 hours training--20 hours in-service with sup'ervision. 
~ Training, in hotline counseling, counseling techniques, 
' information on domestic violence, ~hild abuse, legal 

options, c,ommunity resources, staff professional.ism, etc. II 
(Temporary Assistance for Women, Las Vegas, NV) : 

II(Ex-offenders receive'the) same traini'ng as oth~r employees 
who work for us. Initial training and on-going we provide 
and (,also) OJT. Initial 16: hours orientation; 16 informa
t,ion form and policies; other training available: 1I 

(Underground Rai 1 road, Saginaw, HI) : 
, / 

(/ 
, . 

"Child abuse field, counseling techniques, bi-lingual/ 
bi-cultural methodology., court a~v9cacy, provisiOn of . 
'supportive social;service~, case documentation r~quire-
ments, writing and verbal communicat10ns. I. 1 
. (Pl aza Communi ty Center, los Angeles, CAl 

"For. offenders, (there is a ) session with President of 
Agency, judge and adult probation or parole agency; ses'sion 
with juvenile judge and child juvenile probation office; 
session with dfh~ctor of family and youth department; 
session with warden from state facility and publi'c ' 
defender visit to county jail." 
(Lycoming' County, Dept. of Children and Youth, Willi.amsport, PA) 

"All staff have the same training; they are taught bas~c 
phone skills along with ~aily routine, filling out of 

,forms, learning what their capabilities are and knowing. 
to what extent they should become involved. cBasic routine, 
training comes from medical, legal, psychological, and 
various other areas in communicat\~on. Also training 
in referral sources and what services are provided by' 
other agenci~s.1I (Richland County Task Force on Domestic 
Violence, Mansfield, OH) 
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SPOUSE/CHILD ABUSE 
II 

EXAMPLE TRAINING CURRICULUM 

CLIENT RELATED 

A. Introduction to Domestic Violence 

,1.. :,Spou~e Abuse 

a. What is batteri!lg? '" 
b. What are the statistics? 

(, 

Fi 1 ms/ Examp 1 es 
,) 

c. ' 

d. What are the altern~tives , 

2. Chi T;ti Abuse 

a. Definitions: neglect; battering, 
.. ,; -- --:c 

b. Interpersonal dynamics: power in 

c. Treatment options ~\ ' 

\\ 
\1 
I ,I 
II 
'\ " 

\\ \ 
incest II 

the family \ 

c. Mandatory report versus client confidentiality 

B. 'Rel ated Ar.eas'~-;' .. ' 

1. Drugs (including alcohol) 

2. 

a. Types 

b. Use and Abuse 

c. Addiction and withdrawal 

d. Overdose 

Sexuality' 

a.Heterosexua,l Issues, 
, 

e ','1. Expectations/Social Pressures 

~~ 

2. Romance, marri'age" infidelity, separation. 
divorce, etc. 

3. Rape 
J 

i) 
'" 

" 
,.51' 

'\~'.1 , 
-- ,---.._." --.... - ........ -".~~'" ~ .----.. 

, 

• 

. '~-' 

" • 

II " 

c. Other Issues 

1. Transvestism 

2. Transsexuality 
II 

C. Counseli~g: 
(/ 

1. Hotline/Crisis Intervention 

a. Definition of "cri~is" ,I 
({ II 

b. Intervention 

1. Methods 
. , 

2. Consequences. 

c. Role-playing 

,,1.- Helping and bei~9 helped 
c,' 

(:: 

2. Self awareness 

d. Commun';'cation" 

1 • Facts/fe~} i ngs , 

2. Listeninglfeedback 

2. Counseling Fundamentals 

a~ Confi'denti a1 ity 

b. Client-centered therapy 

1. Empathy 

2. Acceptance 

3. ~alidation" 

[) 

i,,'il, ' 

/ o 

. c. C} 
Decision-making an'd m~king chgices 

d. Assertiveness 

\\ 
• I, .• 

." Q Definitions: assertiveness, aggre~sion, and 
non-assertive llehavior ('including passive 

1. 

and pa.ss i ve-a ggress i ve), , 

Setting limfts in' the eouns~lingsitu~tion. 
lJ , . 

2. 

(\ 

o 
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3. Special Counseling Problems 

a. Gui 1t 

b. Depression/Suicide. 

J. Symptoms of depression 

·2. Evaluation of suicidal risk': ta1~ versus action 

D. Advocacy 

'1. Advoca:cy as support through a service system 

2. Advoc'acy as partiCipation in planning programs, laws, etc. 

3. Abuse Prevention Laws 

E. Reference Volumes 
~ .::.:: ~ 

I I.. AGENCY RELATED 

. A. Servi ces Previ ded by Agency 

B. Personnel Policies •... : .... 
'~ .. 

J~ .Overall hiring policy 

02. Code of Ethics 

3. Personnel Policies and Procedures ... 
o , 

() C. How Services Are to be.?rovided by the Agency 
~ 

D. Stress and Bur~-Out 

o 

.' ." e' Il 
~ 

0 ~ 
\\ 

<:1, 

1.1 , 
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. . RECRUITING EX-OFFENDERS 

AS EMPLOYEES, OR 'VOLUNTEERS 
~~, 

() 

Very few of the agencies utilizing e~-offenders either as paid 

staff members or volunteers, who responded'to the survFY' iridicated that 
, , 

the agency specifically recruited ex-offenders for Pos~tions. Since an 
;> 

, 

• 

additional query was asked about what other agencies r+ferred ex-offenders 
o , 
to the agencies being surveyed, for employment or vol~~teerismt supplemental 

<) 

. perspectives were gathered'on which to base recruitment str~tegies. d 

Homework 

Before a campaign is,begun,to recruit employees or. volunteers for 
" 0 • 

" , a domestic violence agency ~hould: .' , 

A. Have a volunteer coordinator or personnel coordinator. 

B. Know ex~ctly how the agency, w~nts and is able ;to 
uti 1 i,ze ex-offenders. 

1 • Ha ve the po 1 icy wri t ten up by the Boa rd of: 
Directors. 

2. Have job descriptfons ready with any special 
restrictions for those convicted of specific 
crimes. . 

3. Know in advance what the agency and the 
(~'b, community can live with. '':, 

" 

\} 

C. Especi~l1y ~hen recruiting ex,,:,offendet-s asernployees. 
personnel policies ,are laid out, in.cl~ding a code of 
ethics, an, evaluation and ~ppeals procedur"e, should 
employment denial be challenged or an employee , 
dis,charged. 

be ,sure definite 
.Q 
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\\ -. 

If recruiting volunteers, (in addition to all 
those items listed in C:) decide if the agency will 
requi re a ,"Contract" that commits the vol unteer 
to a specific number of hours over a set period 
of time. . 

E. Have a confidentiality agreement prepared, if it 
is necessary to the services the agency is 
providing, that everyone (volunteers, ~mp10yees 
and clients) will sign. .. 

UPON RECRUITMENT BE SURE THAT ALL A~E AWARE OF AGENCY POLICY: 

The Campa i gn . 

Domestic Violence agencies should then decide:·, 

1. What Recruiting Methods Will Be Used 

2. Where~),S,-Offenders May be Recrui ted . '. 
II~. 

Methods of Recruitment 

Any of the fo11o~ing methods of recruitment may be used"dependent on 

the fiscal restraints of the agency: 
, . 

* Word of Mouth/Phone Calls I) . 

* Leaflets and Brochures 

* . Posters 

* R~dio Public Service Announcements 

1,* Local Newspapers 

* Tele.vision 

* Newsletters or Bulletins 

* Personal Presentations (Speaker's Bu'reau) I, 
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WHERE TO RECRUIT EX-OFFENDERS 

* Diversion Programs 0 

*' Communi ty Servi ce Order'P;o9ram~ ; 

* Restitution Programs ' 

* Probation Departments 

* Parole Boards 

* Work-Release ProgramS 

* Pr~-Re1ease Programs 

* . Jails 

* Law Enforcement Agencies 

* State 'Job Service 

I ' 

'! 

" 

* Rehabi 1i t~t'i on/Human Servi ce Agenti es 

* Civic Organizations 

* Churches 
:' II 

'. 
'. 

... 

* Ex-Offen~er Organi'zati ons and Programs 

* Educationa1"Institutions 

Special Organizations to Consider~ 

. " 

* Salvation ArmY 

* A1 cohol.ic I s Anonym~us 

* Parent's Afionymous 

* OAR Office 

,56 • II 
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Referral Agencies 

A vast variety of public service agencies referred ex-offenders 

to domestic violence agencies either as enforced "volunteers" . 

(di.version.or· convnunity service orders), regular volunteers or paid 

employees to domestic violence agencies to,a$sist in some ~apacity.~n 

the agency oper~tion. 

Criminal justice agencies such as probation, parole. work

release programs and jails or law enforc~ment agencies were chief 

amo~g agencies making contacts for the utilization of ex-offenders 

in domestic vi~lence agenci"es. 
.. ~. o,.. 

Oth~r groups were CETA, Job Service. 

an~ ~ther human ~ervice agencies 'suc~ as drug and a1coho1 abuse 

programs. 

•.. : .... 
As fI.1entioned in other places in this cmanuscript. it is not .. 

" .. 
uncommon for. a client of a dO!f1estic violence agency to later become 

a volunteer or even paid employee of that agency. I~ the cases .; 

where the client has been a perpetrator of a crime of domestic violence, 

they are also considered to be an ex'-offender (whether convi'cted 

or not). 

In many case~ the ex-offender has bee,n a "client" of another 

humap serv17ce agency or a criminal justi ce agency. and has . . , 

, , 

pteviously b~en a recipient of ~ervicel rather than a service 

provider~ Throughout th,is document," it has been noted by the 
. , 

commentary of the project',s r£!spon~ing agencies that 'this 
/ 

transiti.onfrom 'iclient" to professional servfce provider is a rough 
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one for many ex-offenders. The veryUconnectedness" to the issues 

at hand which may allow ex-offenders special insights and empathy 

and the ability to relate to clients also very often makes it, 

difficult for the ex-offender to separate their personal issues 

from the issu~s of the client. This inability to m~intain 
. . 

objectivityabol;Jt their role as a service provider o:ften'puts' 

them.at a profeSSional disadvantage and may inhibit their abili~y 

to rise to more advanced positipris within these types of age'ncies. 

Volunteer to Employee 

. ' From the do~stt: violence agencies surveyed. it; was difficult 
" , 

to ascertain the incidence wjth which ex-offenders u$ed in a volunteer' 
" :-. '. 

capacity were then hired into paid slots within the domestic violence 

agency. Mostage~~!es did not' provide answers to ·this question •. 

This is probably accounted for by s~veral factors: the relative. 

youth of many domestic violence' agencies (years in operation); 

. the agency budget; and the kind of personnel information\'lnichis' 

kept or whiChis easy to acc~$s. S~veral agencies commented that all 
-- , 

paid positions were full, and there w,ere no further funds to hire 

" new paid employees. Among t~e fe\,1 agencies who' did provide' , 

u 

an answer to' thi s questi on. numbers of ex-offenders uti 1 i'zed as' 

'volunteers who were )ilat~r hired as paid employees ranged anywhere. 
• \' II 

from. 10 to 100 percent. 
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1me]oyee To Employee tii n Other Age.nci~ 

Agencies surveyed were also asked to ascertain if the skills 
jr-'~' 

learned on' the job in the dom~stic' violence agency increased the 
\\ '\~ '::/'<~/(?/ 

"h·ireabili~y" ~f :e~n!?:l~'yed e*.-offenders when changing job$. Again, 

most agencies were unable to supply the needed information, probably 

due. to the small numbers of ex-offenders employed, and lack of . 

follow-up procedures on ~mployees leaving the agency. ·Also. agencies 

who' d,id supply the reques~ed information had very wide and d~sparate 

ranges of percentages in response to this query. Percentages ranged 

fro~·3 - 5%; some agenci es ~eported 50% and, severa 1 others sai d 100% 

of ex-offenders originally employe~ in the domestic violence agency 

later got jobs based on their experience with the agency • 
.... :.~. 
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BENEFITS 

TO'OFFENDERS: 

* Increase Self-Esteem 

* Build Job Skills 

* Provide Economi~ Support 

* Achieve COlJlJlunitylntegration 
'. 

TO PROGRAMS: -..::, .. 

'~\ 

* Provide Additional Valuable Staff Resources. 
Especially in the Category of Volunteers 

, * Dedi,cation and Interest 

* Specialized Knowl~dge in Some Areas 
(i.e. legal processes; "streetwise") 

* Understanding and Empathy 

o 
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PROBLEMS 

. c' 

* Unfavorable community Attitudes 

* Unacceptable Behavior Which Could Harm Clients 
,or The Program 

* Actual Return to Crime 

* Alcohol and/or ~rug Abuse' 

* Lack of Educati on . 

* Lack of Vocational Skills 

* Poor Work Habits 

* Poor Interpersonal and Social Skills 
.......... 

'" 

* . Conflicts When "Changing Roles From Ex-Offender To 
Professional (Separation of Self from Issues) 

o 

. " 
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Summary of Programs Never Having:Used. Ex-Offenders . 

During the co~rs'~ of this project, "Hiring Ex-Offenders in 'Domestic 

Violence Programs ll an equal effo'~t was made t~ obtain inpl~(~ ana informa-. , ,;:'/ . 

tion from domestic violen<;e programs who had never utilized the services 

of ex-offenders as either paid employees or volunteers. The wealth 

of commentary from these agencies made it 'possible to ga;'n a perspective 
. .: , 

, on \,/hy the usa'ge rate- (15. 5% of the agenc; es reSPQn~i ng, o~ 3.3% of 
1 

the total samp'le) of ex-offenders in domestic violen;ce agencies 'was 

so low. . 
, . 

The following major points· can be drawn from the .information .. '. .'1. . ~ _. • . 

received from th~se non-ex-offender uti li zi ng agenci b~: . 
• . It, '(j 

. A. The. vast majority of thes~ agencies have never considered 
' ~. 

• "'. 1.1 i ~ 

utilizing ex-offenders; primarily because the issue or opportunity has 

nC:!ver presented i tsel f. Ex:offenders are sti 11 a minori ty gro'up . 
." ...... 

without a~advocate. a true public relations effort is necessary. in., 

order t.o make. the American public aware of the plight of the offender . . .\ " . 

after incarceration. The lock-them-{Jp-and-forget-abdut-them attitude\~) 

still prevails. 

B. Overall, agencies were unaware of state restrictions which 

. might exist to bar ex-offenders from their agencies. however;(again) 

this minority group's needs had not been addressed in most agencies, 

and the hiring policies of the agencies took a stance neither for nQr 

against utiljzing ex-offenders. For those who provided conjectures 
8 

'. lJ • \; • 

about 'future uti lization of ex-offenders, the majority stated that" 

the nature'of the.,offense would have to be known and considered • 
" \\ 

It'was' often emphasized that the lIindividual ll person and their 
II • 

c,ircumstanc~s WOUld'\E! the key factor in ,.8 decision to hire. . '. " . 

.... ,""",,--------_._, . ......:.. __ ._--.;.----_. 

, 

• 

• 



C. The majority of responding agencies who had never used 

. ex-offenders indicated that they would cons.ider utilizing them. 

A smaller number of programs were ved'i interested in and supportive 

of the ide~. Very few agencies ~ere totally against the idea. 

One other pOint which must be .noted is that, while the Questionnaire 

clearly and repeatedly stated that the project w~s interested in al,l 

categories of ex-offenders, both men and women irregardless of ~he crime 

committed, a great deal of the answers and comments ~uggested that 
. . ~ 

the agencies thought (mainly) of only eX-ba:;J~ters and/or abusers. 
('/ . 

Again, as reiteration of statements. already made in this manuscript, . . '. ;:~ 

the public mind tends to think of offenders as violent offenders and 

a menace to th~ phYSical well-being of society. 

Conclusion 

Ver~ ~riefly', in conciusion~ several points need to be re-~mphasized. 

When discussing the potential utilization of ex-offenders in domestic 

violence agencies, the main and not surprising obstacles are public 

opinion, prejudice and stereotyping. However, it is important to note 
j) . 

that in4elationship to domestic violence agencies who serve chiefly 

women and children this stereotyping goe~' beyond/~lperceiving off~nders 

as violent offenders but to perceiving all ,9f~enders as men and 

, 

• 

. . 
for that reason unfit to provide services' to the clients of these agencies. 

Sex-ster:eotyping in our CUlture' is seen no more powerfully in our 

society than in the, same.sex client/serVice pro~ider relationship in 

. domestic vi~llenc'e agencies. 

(\ ') 

For) those agencies having broken the prejijdici al barr; eY's and 
. " 

~3lso ~ho had the opportunity to use eX-offenders tn their provision 
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" .. '. 

" 

'. 

( 
.' ' 

of services, the crucial issue ~as not the cr,ime or subsequent 

incarceration, but rather the lack of skills, both interpersonal . 

and vocational,whichhandicapped the ex-offender; A~though in 

many agencie~ understanding, empathy and being "str~etwfse"'was a 

great asset.'}'ack of job experience and the subsequent acquired 

talents were st'''l a problem •. 

. Another ijevasting problem for many domestic vi~lence agencles 

were budgets. These budgetary restri cti ons put straj ns on the 

possible- utilization ,of eX:-.offenders in many agenci~s 'who needed 
, , . 

th'e utmost th~ycould get in' terms of experienced and educated staff 
.:. . -: 

, . 
. for'their sparse dollars. As budgets decrease as .th~y are expected 

. , 
to do, agencies are willing to take fewer chances or to use pe~~onnel 

. , 

who require more initial time, training and supel·vis~on. As national 

unemployment rise;':~'~nd the laws of "natural selectio~1I continue .. to 

operate in fuller force it will grow increaSingly more difficult for 

the ex-offender who is handicapped often not only by!past incarceration, 

but p~esent lack of employable ski~ls. 

Although t.3e picture is fairly grim for employing ex-offenders 
')1 • 

in dQmest'ic violence agencies., (mainly based on pragmatic budgetary 

conditions) there is a vast gap of services which are and, can be'filled 
• n (;1 

by ex-offend~rs wQrki,ng as vol unteers. Vol unteerism wi 11 continue to 
" " . 

increase in .i·mportan~e as a practice to be relied upon by dom~stic 

violenc~ agencies with thei,r growi'ng case loads and s~rinking budgets. 

Even tho~gh forced "volunteerism" is ,)reported' to be l'ess than successful . 

,in helping to augment domestic violence agency staff, true volunteerisin. 

/' 

II 

, 

• 
=-;,./ 

• 

.' ' 

, 
I 

~l 

" 
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~--------~--~~------------~I~' ~ \ # 
~ (I 

by ex-offenders in positions as advocates and peer counselors is 

the area which is gaining a toe-hold of acceptance and which can ~e 
. II , 

expected to grow greatly in the ~ext few years. In :the domestic 

violence field, first services for children were developed, the~ in 

the past few y~arSt services ·for women have gain.ed momentum. Now, 

their seems to' be an i'~crease in "preventative" 'programs for those: 

who' batter or abuse. Volunteer men's support and anti-battering 

therapy groups ill some cas.es acti ve 1y recrui t thei r cl i ents once 

they'have been r~habilitat~d. These·groups. feel ·that the. ex~offenderl 
ex-batterer is a very powerful service provider and role model for 

clients. 

'Even with failing budgets, volunteerism will undoubtedly 

the key to keeping' service provision going in the area of domest~c 

violence. With p~~per screening, training and supervision, ex~~ffenders, 
both men anq women, may be o~assistance to this area of endeavor 

and while improving their job ski 11s and estab1 i shing themse1ves~: 

in the community, heJp to enhance the lives of millions of victims 

of domesti~vio1ence. 
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