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INTRODUCTION 

A. Backqround. 

As part of its National Evaluation Proqram, the National Institute of 
La"'J Enforcement and Criminal Justice of the Law Enforcement Assistance 
Administration has commissioned a study of community-based programs pro­
viding employment services to prison releasees. The growth of such 
programs has been a natural result of·increas5ng concern being given to 

..... ; 

the rehabil itative asoects of incarceration and the need for Dost-incarcer-.· 
ation services to ins~re the releasee's successful readjustme~t in making 
the transition from prison back to the community. The imoortance of these 
programs 'is also underlined by the numerous past studies It'hich have con­
cluded that there is a very stron§! correlation beh'leen unemployment and 
recidivism. 

Thi~ report presents the results of the second stage (descriptions of 
project operations) of the employment services program study. 

B. Purpose of Project Descriptions 

The purpose of the descriptions of progr.am operations is to insure that, 
the assessment effort includes careful consideration of the diversity or 
similarity of program"objectives, methods of service provision, clientele, 
allocation of resources, and assessment procedures as reflected by actual 
program operations. In order to select a representative sample of employ­
ment services programs to be analyzed in detail~ a number of tasks have 
been undertaken. 

The initial effort consisted of an identification of the program universe. 
A variety of organizations ",ere surveyed to obtain information on :the 
identity of community-based programs that provide employment services to 
prison releasees. These included Federal ~ Regional., State and local 
criminal justice and employment agencies and departments.· Inad'dition to 
programs identified through this survey, a number were identified through 
a review of relevant literature, from interviews with Labor Department 
Corrections Special i sts ~ through an earl ier ex-offender pr.ogram surve.Y 
conducted by the American Bar Association and from other sources. 

All proqrams identified ItJere asked to com'plete a questionnaire \-Jhid .. re­
quested a variety of descriptive information. More than 500 programs were 

. surve.Yed, and approximately 50% responde~ to the mail inquiry .. Additiona IJ!:~ 
selected telephone follow-up calls were made. 
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The programs identified reflected a wide variation in structure, service 
delivery, and relationship '.'lith the community. Some programs are asso­
ciated \'Jith State or county corrections departments, other are branches 
of the State Employment Service" While still others are components of 
Comprehensive Employment and Training Programs. Some programs attempt 
,to provide as many employment-related services as possible in-house, 
others by necessity often rely almost totally on referrals to other 
community p.ro[1rams, and many provide some services on site \"lhile refer­
ring clients to other community agencies for additional assistance. 

After ana lysi s of the program uni verse and cons i derati on of the maj or 
issues, di scussed in the 1 iterature on ex-offender emp'!oyment services 
programs, a sample of orograms \'las selected for more detailed analysis. 
This sample reflects the range ;n variation in the program .universe 
along such dimensions as: 

• program age; 

• number of clients served; 

• socio-demographic characteristics of clients; 

• types of services provided; 

• staff size and type; 

• progr.am success criteria; 

• funding source and level; 

• numbers of prison releasees served; and 

• relationship with corrections officials. 

The programs chosen for detailed analysis and described in thi,s report are: 

• Erlplov-Ex~ Inc., Oenver~ Colnrarto; 

• Operation DARE, Chicago, Illinois; 

• Community Correctional Services Project for the Sixteenth 
Judicial Circuit, Geneva, Illinois; 

• Vocati ona 1 Alternatives Program, Decatur ~ Ill; noi s; 

• Project Helping Industry Recruit Ex-Offenders (H.l.R.E.L 
Minneapolis, Minnesota; 

• Pro.ject Ne\'/gate, Minneapolis,r1innesota; 

• Parole Rehabilitation and Employment Project (PREPL Columbus, Ohio; 

• Louisville, Kentucky Clearinghouse for Ex-Offenders, Louisville, 
Ken tucky ;'~)! 
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• Institute of General, t~echanical, and Electrical Science, 
Philadelphia, Pennsylvania; 

• Law Offender Services Division, Boston, Massachusetts; 

• Project ,MORE, New Haven, Connecticut; 

• Alameda County Ex-Offender Skills Bank, Oakland, California . 

• ' 4ssi~tRnceto Offenders, Inc .• Atlanta. Georqia~ 

• Offender Aid and Restoration, Fairfax, Virginia; and 

• Impact rlanpower Services Pr,Dject, Baltimore, Maryland. 

:The characteristics of the programs in the sample are presented in Table 1 
on the following pages. It should be emphasized that the data presented 
in this Table are based on self-reported information orovided by the 
!')rograms at the time of the mail survey . 

. l1.nalysis of the sample prOGrams was performed throu~h site visits by 
one or two peop 1 e, who usua lly spent two days at the nrograms .. The fi rst 
morning was soent interviewing the program director about the objectives 
and overall operations of the Drop-ram, its relationshin \'1ith other 
community organizations. and the data· collected and/or analyzed by the 
program for reporting or evaluation purposes. 

Th~ remainder of the site visit was primarily devoted to intervie\'Js with 
program staff members 5 V/ho provi ded more detailed i nformat; on concernin9 
service delivery and client flolt/ orocedures. AdditionallY,,)nterviews 
Itlere conducted with reoresentatives of the local criminal justice s.vstem, 
officials of the emolo,yment services system \'1ith which the programs inter­
faced, and representati ves of the busi ness .community. People int~rviewed 
concerninG their oersnect;ves of theemnlovment services proaram included 
police officials,' !larole officers, Comprehensive Emnloyrnent and Training 
Act staff, National Alliance of Businessmen representatives, State 
Employment Service personnel, and personnel managers of local employers .. 
In addition to oroviding varying perspectives on program ooerations, these 

'peonle contributed divergent ideas concerning approoriate evaluation 
measures for employment services pro~rams serving prison releasees. 

Information collected during the site visits to tne15 sample programs 
appea rs on a program-by-program basi sin the na rrati ve descri pt; ons whi ch 
follm,j this introduction and in the client flow diagrams which accompany 
those de.scri pti cns . Not on ly di d the site vi si ts prov; de data about each 
orogram considered as a whole, the sample ~roRram analysis provided in­
formation about the nature and oroblems of community-based gmployment 
services programs serving prison releasees. . . 

." 
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Table 1. Summary of Program Characteristics 

C H A RAe T E R t S T t c s 

1) Length of Ope~ation 

a. Less than one year 

b. One to three years X X X X X I X 
r---~~~~~~~~~----------~f'----4-----~~-+~~4---~~--~----~---+~~~----~~-+~--+---~~--~~--,~ 

c. Four to six years X X X X X X I 
d. I·lore than six years X X X 

2) Number of Clients (Past Year) 1~7~O~8~~4~94~8~~2~O~8~~N~.A~.~1~20~O~~2~5~O~~8~46~~9~O;O~~5~l;O~~40~4~5~_~3~1~1~3~O~OO~~9~O~O~6~6~1~1'~3~5a~ 
3) Limitations on Clients ---'1 ! ,: X 

a. Only ex-offenders . X X X X X X X X X 
- I I I :: ~~.~~ ~:l~~-~~e-'----,------ll I '---~l---'-----1----I------- .-- .. __ .,.1-_--<-' ----..1.,1 i -----I 

d. Ace lirlitations X X X .)( X X I I X I X 

e. Only se~ve peoGle on pro.~arOl(I ____ ~ ____ ~ __ ~ ____ ~~ __ ~~~ ____ ~ __ ~--__ -+----~--~--_~----I~--~I----4 
1 i I f. Only serve residents of county, X X X X J X ! X 

" 1 II i I jl jl o. 'Jn Iy serve residents of State II .I I X 

I I h. Only s~rve releasees of cOfree-11 I \. I 
tional facility in county I I 

i. Only serve releasees of correc-I 
tional facility in State \ I I I 
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C H A RAe T E R 1ST I C S 

4) Age Distribution 

a. 18~24 years 

b. 25~30 Years 

. 
u 
c 

45% 

22 
30% 61% 85~{ 

40 23 10 

• - • ~. 

75% N.A. 45% 

20 N.A. 36 25 20 N.A. II.A. [40 N.A.· 25 10 

2 I c. 31-40 years ... 15 7 N . A • IL A. 19 N • A • 3 9 4 5 N.A. 13 23 20 

d. Older than 40 years 10 10 7 1 M.A. 6 10 1 N.A. N.A. 1 N.A. 2 

5) Sex Distribution t a. Males 97% 94% 91% 98% 95% N.A. 88% 90% 98% 91% 93% 90% 98% 94% 98% 

~~b~.~F~e~m~al~e~s ________________ ~ __ 3~+-~6~~9~+-2~+-_5~~N~._A_.+-1_2 __ ~1_0~+-_2 __ ~_9-+ __ 7~~1_O __ ~1 __ 2~~6 __ ~,2 ___ ! 

I 6) Racial Distribution I I ! ! l 
r-~a~.~\~~h~i~te~ __________________ jll~3~7~%-+~6~%~68_%-r_55_%-+_6_O_%-rN_._A_'_r-3_4%_.4_5_5_%-+ __ 2%_c~~_2_4_%~I_N._A_.~1~5_3_%~_10_% __ 1 

L_...;;b..:. . ....:B:.-;l..=.a..:;..c k'-'--_________ ..-l1~2::...5_-J.--=3:...:8_\_2_3-f_-45-+_3-0....:,-I_.-N .~,~~ _6_4. __ -1--45_.-4 97 ~_20_1+ 73.j 1_7_4 __ .;..1 _N ._A_. ~!,-4_7_+-9_0 ___ 1 

c. Chicano 36 6 7 - - N.A. 2 - 1 .. ih3_J_2_-,-N_.A_.--+!_~_-\-_-_-; 

d. () t he r 2 - 2 - ION. A. ~ - - 1 -! - ! N . A • i - -

in Distribution of clients' last ! : :;1 
i ncarc,era ti on i I I 

i a. Less than six months 50~ lOr 50% lOX - N.A. 6% ~ 15% N.A. N.A. ;N.A. 1~.A. ~N.A. 110% I b. Six months to two years' 25 40 35 50 60 N.A. 67 50 75 N.A. N.A. N.A. N.A. :N.A. 150 

___ ~c~.~L~on~,g~e~r~t~h~a~n~t~w~o~y~,e~ar~s~ _______ ~2~5 __ ~S~0~_1~5~~4~0 __ 1~40~~N~.~A~.~2~7 __ ~S~O~~1~O __ ~N~.A~ •. ~'N~.~A~.~N~.A~'-LN~.~A~._;~N~.A~.~1~40~-l 
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C H A RAe T E R'I S TIC S 

8) Services (O-Direct; R-Referral): 

. 
U 
t:: .... 

~---.-~.~ ~ -- -~ ----•. ----.--- ~ --.-
~" ,"".-

a. Vdcational Testing R R D ,D R D D.R R - D R - fl D R 

t--_..;.;;.b..:... _V,-o,-,c;.;.;a-=-t_i o:o.;.n...;,a,c.l_C.;..o:..;;u-,-n:..:;.s.:;;.e 1.;...1:..;.' nO>l-g ____ I1----.;O=---i--..;;D-+_..;:;D-+ _____ D .-.j---..::D'-'-l-' _J2.... ° . ROD 0 0 R - 0 0 0 
c. Hark Orientation 0 0 0 0 R D' D,R D D R 0 - 0 0 0 

d. Educa t i on R I---_R -I-_D--t __ --+_..;..:R-+...;;D-"-·,_R_I-_R'"'--I_....;.R-'-l_...;;;D_t_....:.R--+_.;.;..R --+-_-_+-_-_rD=...l' "-"_R--t_,,,,,R--I 

c. Skills Traininq 0 RD·· R R o,R R D R R - - R R 
t----~-~~~--~~~------------~r--~~--~I------r---+_~~--'--'-~-~~t__~-+--~-t--~-~-~~r_---+----~~.-~-'-'--~ 

I f. On-the-J_oy---.:T.-'-ra_i'-'-n;..i;..:....ng"--____ II---. ...;..R:--I---_R"--I_....oD--t __ --+_~R-+_"..R''--I-,D"-,,,-"-R,-· +----'-'R-+_-_+-__ R-'--.I---...:R.'--'-f----'-R:..-.----r,.~R~--I---'-R-'--_ _'_"R__i 
~. Transitional EPlployment - R D 0 O,R R D,R R -' R D - I.. 0 0 I -
h. Job Development DOD 0 D D D,R D D D D,R 0 D 0 D 

i. Job Placement 0 0 0 0 0 0 D,R D D 0 ROOD, o 
i. Follow-up Counselinq after 

Employment ' D D o o o D D,R D o o D D o o 0 

k. Other Fo 11 OIv-Up Ass i sta nee o o o o O,R O,R o o o N.A. '0 I 0 

1. Emer'Cjeney Assistance (housing~ i 
trtll1suor'tation, 'loans, etc.) 0 0 - - - - D,R D "D' D D,H - 0 "~'I D. 

+-1-g-)'F-ee"':::'sc;...;c::':":h..::.J;ar·ged? (Y-Yes; N-No) N N N N..A. N N N N N tI ". f-( I N N'tr~"'1 N 
IO} Freq&ency of 'Cl ient Contact: I: " I i I 

Ct • Da i 1 y X· \ X I IX 
~--~~~L---------------------~~----4---~~--~--~~---+~,.o·~~~-~t---+----~--~--~·~----~,---+----~~~ 

b. Several tirnes/v,reek X '('-X I X X X·· . X 
t-------'~-'--'-'---'-'-~-"-''----':...:;.:.;----'·---H----_+_--f--_t_---t--''''--+--+----i~.:..--i---'-''-;_-"-_+--'--_t,:--_t_,--t-----r"~--t 

. c. Once a week", X X " I X I 
d. Less often than once/week , X I i Iv-d l ! I' X I 

i;) 
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en 
J 
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~Average length of Time that Cl i B1 
Contact is Maintained . 
a. Less than one month ]' 

\ 
b. One to six months X X. .; 

X X X X X X X 

c. SeVen to t~H~lve months 
" 

X X X X X I 

I d. t·1ore than twelve months 
12) Success Cl'iteria: 

a. Job Placement X X X X X X X' .x X X .X x I 

I b. Employ_ed fol' Fixed Time Period X X X X X X ·X ..x ,~ . 
c. CO)11pletion of indivi duu lized 

Ii l( employability plan X X X X l/ . 
d. Successfu~ re-integration into 

ton1.!:lun i toY . X X X X X "/ )( 

13) PErcentage of SUccesSfu1 Clients 
a. 0-10% .. ~I A 
b. 11~25% X " N.A. 1 X 
c. 26-50% 

. 
I N.A. X X I , ..... 

d. 51-75% ~; . X X X X X I N.A. 

e. 76-90% 
" X N.A. X X 

f. 91-100% N.A. 
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b. 1l~20 persons X I X I X I 

C H A RAe 1 E R 1 S TIC S 

\15) 
I 

c. 21-40 person,s::.., _______ -;,\-_..!.!X~_-"X~ )( X X X I 

:;:;:r~y~:~n 40 persons I '4' X I ~l I I I 
a. Full-TimE.' Paid PrOfessiona1s X' X X X X X X X . X I X I x 
b. Volunteers I I! I x I 

I 

c. Other 'I. )( xii ! 
16) Number of Ex-Offenders on Staff II 

a. I·lost (50~~ or more) )( '1 ! 
b. Sorr.e (20-49;0 X X X X I, X : X: X 1 x. 
c. Few (Less than 2mn X X X I .X I X! ; : ',_ 

~1---~~~~~~~:~~~----~--~~--~i-----r----~~~---"+---~--~4-~~~~~~~~--~----~---~' ----~---
d, tlone ! I ! i ! ! ' 

; 17) Ann u a 1 Bud q e t (1 n-,t~h~ol:!..::!J s~a n~d~sL-) __ -lilr$:.:::.;30:::.::o~1 $~5::;.:32=---:-+1 $~1.:..7 8~!=::$1~9.:::..8 +S~3~50::.....r. ~' .:,;1 ~~1.:.:OO+S2::.:6:..:.1 +$::.:81~l.:1' $..:.:18::0:..:....J.: i'$:..:.'11.:.:00~!$::5..::..2 -.:j' i~S:.:.2~50::...l..:1 $:::l..:..94~; ::.:$4:.:.2~: .:,:$5:.:°..:..°4 
118) r'~ajor Funding Source:' !! I I I I t i r ! 

I _~a..:.... _F.-::ec.;..d.::..er:....;:.il:...:l--'-r;o::..:v~e:.:..r:..:.;nI~l1e~n:.::t __ ~~_-11111_:.:.X __ r-X~+-:..X.:....-+--.:-Lil._X.,.-· +(., -x .. 1, '-X 'J X - ,,:,. X fl: ·x---,:. __ :.....1 --':.",' _---l!..--_X~,_~X 
b. State Government I X X I ," j Ii . I -.1--_-!-' --!':'-..:.---:----~~ 

1 c. Loca 1 Government 'I I \ r (: I, X ; ! ' I d. Private !:! ' I ! .: ! 
, 

X 
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C. General Observations 

All programs oroviding services to prison releasees (and other ex-offenders) 
tend to deH ver the same kinds of servi ces, though they are often del i vered 
in varied fashion .. Services typically include: 

job readiness training; 

individualized vocational counseling; 

" referral to appropriate community service agencies; . 

job development; 

job placement; and 

follow-up after job placement. 

The number and extent of these services provided often largely de~ends 
upon program philosophy and available resources. Thouqhprograms recog­
nize the relevance of all these services, their emphases on them varies 
greatly. For example, Project H.I.R.E. in Minneapolis conducts a four­
hour ,job skills workshop for new clients, and devotes the majority of 
program efforts to .lob development and placement. Contrastingly, the 
Ba ltimore Impact ManpovJer Servi ces Pro.iect devotes one week to a Job 
Preoaratton Horkshop and comna rati v'ely few resources to ,j ob search 
efforts, while the Parole Rehabilitation and Employment Project (PREP) 
in.Columbus, Ohio, includes a b/o-week job readiness tt'aining class 
and parallel job development efforts. 

Some pro~rams, in addition to providing some of the services listed above, 
also provide more specialized assistance to clients. For example, the 
Institute of General, t'1echanical, and Electrical Science, operated by the 
PhiladelDhia Urban Coalition, provides client~ with direct skills train­
ing at an area vocational school. ~'1ost employment nrograms serving prison 
releasees must rely on other community ~rograms for the provision of 
training to clients. 'Another approach is utilized by Assistance to 
Offenders (A.T.O.), Inc., of Atlanta, !:;eor9ia. That nrogram focuses on 
the supnorted work concept, providing participants with structured, 
closely supervised vlOrking situations throu9h which they can both learn 
good work habits and establish a wor~ hi~tGry. 

Unfortunate 1 y, few communi ty-based programs are ab·' e to prav; de a truly 
comprehensive servi,ce delivery rackaGe. This is usuallY due, to a lack 
of financial resources or physical limitations. PrOClram directors acknm·Jl­
edge the need for additional service provision, but are often unable to 
provide it, Too often programs must rely unon other existing community 
programs, and resulting problems are similar in ever,v part of the country: 
waiting lists, burdensome papen·/ork, insensitivity to 'ex-offender prOblems,· 
restrictive e1igibi1ity criteria, and. la;2Kv\of appropriate staff attention 
to client needs. ". ,,;\ 
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The most' common service recognized as imoortant but neglected for a 
variety of reasons is foll ow-up support for' program pa rti cipants after 
they have secured a full-time job. All program directors ackno'tJ1edge 
that the first few days, weeks, or even months after a prison releasee 
begins working demand some kind of support from pp6grams. This may 
vary from regular telephone calls to periodic vi~its to the job site 
or contact with the employer or supervisor assessing the releasee's 
progress or problems. Too often, how~ver, this support is sacrificed 
in favor of some other required service, such as personal counseling 
or job development for unemployed clients. In many instances, what 
is terPled IIfollmof-up services ll may only be contact I'/ith a former client 
or an emolp.ver for data collection o~lr[Joses. 

The lack of attention devoted to follow-up activities by programs, 
whether voluntarily or involuntarily,reflects another almost universal 
problem faced by communi ty-bas ed pro~Jrams. Thi sre 1 ates to fundi n9 -­
soliciting new orogram support for the future and attempting to insure 
that current fundin~ sources do not reduce their levels of support. 
t·1any program directors spend the majority of theit~ time in search of 
funding sources and as a result devote a proportionately small amount 
of time to daily program operations. This fundin!) problem seems to 
partially be a result of the current trend away from specialized serv­
ices for certain disadvantaged populations. In several instances, 
State Departments of Vocational Rehabilitation, in response to recent 
legislation, are contemolating termination of funding for employment 
services programs serving prison rel ea~ees. In other cases, Compre­
hensive Emoloyment and Tralning Act Programs, according to program staff, 
seem to serve ex-offenders tllast and least. tI : 

Another common problem affecting employment programs serving prison 
releasees is a lack of effective communications and coordination with 
correctiona 1 i nsti tut; on staff. In fact, several of the !Jrograms wi th; n 
the sample group had worked within the prisons in the past, but were 
forced to abandon those operations for a vari ety ,of reasons. These 
include inability of program staff to have adequate space within the 
insti tuti on, inabil ity to schedul e appointments or othenvisf:: coordi nate 
inmate movements within the prison, insensitivity to inmatehpost-release 
needs on the part of prison staff, and a general'mistrust of outsiders 
by prison guards. Additionally, although it is ~enerally recognized 
that the time immediately after release is crucial to releaseeread.ius't­
ment, in very few instances have T)rograms been able to establish a 
direct linkage with prisons at th~ point.of release. ' 

Often programs must rely on Darole officers to refer releasees, and the 
attention and effort expended by these a!lents on behalf of the clients 
on their caseloads varies. In many instances, \ofhether or not a releasee 
receives services from a community~based emploYPlent services program 
depends largely on the identity of his or her raro1e officer. Although 
the process by whi ch rel easees are referred to those progr.ams is sorne-

.. 'what inefficient,some programs do visit institutions and interview,fi<nmates 
prior to their relea,se, collecting !Jersonal data and encouraging ttJ,:em to 
visit the prooram's after release. Of course, there is no sure mq,nher of 
guaranteeinq that those inmates intervi e\'led II1i 11 indeed a!1f1ear later at 
the program. 

'"' 
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The Qualitv of services received bv releasees once they aooear often mav 
deoend uoon the efficiency of the counselors or other staff members to 
whom the\! are assirmed. Some 'communitv-bas'ed proqram staff appear to 
accept the status QUO and work within existinq limitations (e.a .• waiting 
1ists at community agencies, unresponsiveness of empl o'yers , poor job mar7 
ket, etc.) Other staff seem to 'have developed individualized techniques 
for overcoming bureaucratic hurdles, such as cultivatin~ personal contacts 
at intake offices, learning which',paperwork requirements can be disregarded, 
or establishinq favorable contacts at certain 'businesses. However, such 
efforts require much persistence, and inevitably fev-Iernumbers of clients 
can be served. 

The motivation and effort of staff members at these programs does appear 
generally to be high. Although staff often become discouraged at the 
hurdles faced by clients ;n their efforts to find employment, they are 
usually dedicated to providing personalized attention and will rarely 
"give Up" on a client unless he or she evidences a very obvious lack of 
interest or motivation. In all cases, staff encourage clients to return 

. to the program at any time in the future -if they need empl oyment-rel ated 
assistance. 

One common complaint voiced by program staif is the amount of paperwor~ 
required. This is particularly true for those staff at programs which 
are part of a Comprehensive Employment and Training Program. Staff com­
plain that not only does paperwork require a great deal of time and effort, 
but that the use made of (and feedback received concerning) the collected 
data is minimal. 

Counselors generally seem to dislikepapervJOrk and prefer to concentrate 
on actual service delivery for clients. This is a primary reason for the 
lack of evaluation being conducted at many programs; di'rectors seem to 
consciously favor increased service delivery at the expense of comprehen­
sive data collection or analysis. In some cases, a great deal of informa­
tion is collected, but the use made of it is unclear. Often such data 
collection appears to be primarily for purposes of assembling monthly or 
quarterly reports to be submitted to program funding sources. Although 
program directors assert that collected data ,are always utilized to umain­
tain staff accountability," it is . often unclear hO\>J such data is utilized 
for that ,purpose. 

Several programs do, however, make consc'ious efforts to evaluate staff 
performance and program efficiency. For example, both Project H.I.R~E. 
(Helping Industry Recruit Ex-Offenders) in r,1inneapolis and The Vocational 
Altei~natives. Program in Decatur, III i nois, have adopted management by ob­
jectives systems to measure staff and program efficiency. 

,', 

Programs are seemin9ly becominq more aHare of the importance of built-in 
evaluation capabi;1·ities, but little evaluation has been performed to date. 
Employ-Ex, Inc., in 'Denver, Project,Newgate in Minneapolis, and the three 
Illinois Model Ex-Offender Program components-Operation DARE, Community 
Correctional Services Project of the Sixteenth Judicial Circuit, and The 
Vocational Alternatives Program-all are impl ementingdeta'll ed,cornputer- . 
ized data collection systems and hope to utilize them to perform program 
evaluations. . 
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F'inally, one cOlllmon problem encountered"repeatedly at the ,programs vi,sited 
is a lack of knowledge about what others in the field are doing. All pro­
qram staff and directors are interested in the approaches or techniques 
being util ized at other procwams, the probl ems that are being encountered 
in other locations, and how similar programs have chosen to relate with' 
community agencies or correctional institutions. Proqrams believe that 
they are operating in isolation, afraid they are unaware of new or improved 
methods for delivering employment services to p~i~on releasees or other 
ex-offenders. The problems encountered by these pro~rams appear remarkably 
similar, and dissemination of rE:levant information across the country would 
seem to ,be appropriate. 

D. Organization of Report 

This report contains program narratives for the fifteen projects visited. 
Each program description includes a discussion of program setting, includ­
ing program history, objectives, funding, clientele, and organization, and 
an analysis of client flow, including entry, proqram interventi~n and 
follow-up efforts. Additionally~ most case study narratives include a 
brief description of the data available 'at the pl"'ogram for potential eval­
uation purposes. 

Each case study includes a flow diagram to complement the narrative descrip­
tions. These diagrams illustrate the client contact with the programs, 
the program contact with referral agencies, and program relationships with 
other community organizations. 

Appendix:A presents the interview guides and forms utilized on site to 
collect data and information from program directors, staff, and other 
community officials. 
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EMPLOY-EX~ Inc. 

Employ-Ex, Inc., an employment services program for ex-offenders in 
Denver, Colorado, was founded by an ex-offender released from the 
Colorado State Penitentiary. His release in early 1972 coincided 
with the announcement of a three-year, $20 million program in Denver, 
part of the Law Enforcement Assistance Administration (LEAA) nation­
wide effort to combat Ilhigh-impact" offenses. He lobbied throughout 
the Denver community, wrote several drafts of a proposal dur5ng that 
year, and gained support from various elements of the Denver criminal 
justice system. In space donated by the Denver Commission on Community 
Relations, he and three ex-offender volunteers worked to obtain a grant. 
Employ-Ex opened December 5, 1972, having received a pilot grant of 
nearly $100,000. . 

Since that time, the program has moved to larger quarters and.increased 
by approximately four times the amount of its original funding. In the 
current fiscal year, Employ-Ex has extended its services to non-impact 
felony offenders and has expanded its intake area beyond the city and 
county of Denver. It has al so begun operating a Pre-Trial Interv'ention 
Program for Denver residents deemed suitable for such assistance. 

B. Objectives and Program Emphasis 

Employ-Ex has establ ished bJO primary effectiveness lobjectives. 

These are: 

-e to reduce recidivism of project participants by 25% 
as measured by re-arrests for impact offenses during 
a one-year period after' enterin~l the prograr:l;, over a 
one-year baseline re-arrest percentage for similar 
individuals developed by the Denver Anti-Critme Council staff. 

e to insure that project participants placed in jobs, 
training or educational slots \'1;11 be employed,in 
training or in school an ~verage of 60% of the time 
they are in the program and available for employment 
training or school. 

The program has five operational objectives. These are: 

e to place a defined number of program participants in 
jobs, job-related training, or educational grants 
during the year. 

•. to aid self-placement of pr\ogram participants in 
jobs or job-related training through program-conducted 
job preparation workshops. . 

a 
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• to provide a variety(,f assistance, other than ,iob­
finding and placement, to program participants on an 
as-needed basis. Forms of this· assistance include 
personal counseling; family eounselinq, provision for 
physical needs, financial aid, at~ aid in special 
situations on or off a job. 

• to gatner information and provide ~uid~r,ce to all 
program participants at intervals of one, two, three, 
six, nine and twelve mo~ths. 

• to undertake thorough data collection and analysis to 
evaluate all other objectives. 

Employ-Ex maintains an on-going research and evaluation unit which 
utilizes available computer files to measure the orogram1s response to 
these established objectives. This evaluation unit is discussed in 
greater detail in the concluding section of this case study. 

C. Cl i entel e 

Employ-Ex collects a number of sociodemographic characteristics on all 
clients referred to the program. This is done on a grant-by-grant basis. 
As an example of the kind of information collectej, the following page 
presents information on client intakes for the month of June, 1976, for 
all clients funrled by the LEAA Impact Cities Grant. Characteristics for 
the total Emolov-Ex client nODulation are nresented in Tables 2, 3, 4 and 5. Q 

I ..J ; , • -

Employ-Ex clients must meet various eli~ibility requirements, depending 
on the grant through which service to them is being provided. For 
exampl e, ·cl i ents bei ng served by Jefferson County CETA must meet CETA 
eligibility requirements. These includ~ residency in Jefferson County 
and being economically disadvantaged. Those clients being served through 
the .LEAA impact cities grant must have committed a high-impact felony. 

The problem of number is controled by establishing priorities designed 
to admit those persons having t~e greatest need. Employ-Ex e1i~inates 
those persons who aY'e least likely to recidivate by imposing the follm-IJ­
;n9 priorities on the intake process (since pre-trial releasees are 
admitted only through referral by the pre-trial diversion project, they 
are not subject to the usual eligibility requirements). Confined 
applicants are arlmittedto Employ-Ex vlhen they are vlithin six months of 
their esti~ated release date. While Employ-Ex institutional counselors 
will respond to anyonels request for assistance, only those who can 
realistically expect to be released vJithin the six-month period are 
given an Employ-Ex application while incarcerated. 

The current state-of the applicant1s conviction is also considered. 
Those persons most recently released from a penal institution are given 
priority; this fact reflects the program1s belief that most rearrests 
uccur within the first few months after release. 

j 

Currently, EfllPlo.y-Ex accents probationers vlithin one year of theS'{rant­
ing of probation and parolees or dischargees within 18 months after 
release from an adult penal institution. These time limits are reduced 
or expanded to modify intake. 
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Table 1 = -Client Intakes June, 1976 
LEAA Impact Cities Grant 

TOTAL INTAKE_~ 

-A. Hal e 31 
Female_l_ 

B. 8th or less 0 
9th-ll th 14 
H.S. Grad. 7 
Post H.S. 6 

C. 18 or under a 
19-21 5 
~22-34 22 
·35-44 5 
45-54 0 
'55-64 0 
Over 65 0 

D. AFDC 0 
Unemploy1t 0 
Other Ass"t 1 

£. Low income 31 
Econ. disad. 18 --

F. Anglo 21 
Black 3 
Chicano 8 
Am. lndi an 0 
Oriental 0 
Other 0 

G. Special vet~~ 
Vietnam vet 3 
Recent vet 3 
Other vet 5 
Non-vet 21 

H. Disabled vet?~ 

L Handicapped 1 
, 

J. F.T. Student?~ 

K. Voc.Traininq 15 
~--

L. Primary wage earner?~ 

M. Head of household? 32 

N. Car? 16 -----

O. Years in. labor force 1 3 
.2 2 
3 8 

4-6 2 
7-10-'-'-
11+ __ 6_ 

:P. Number of 'l'/eeks 1 3 9-16 2 
17-26"'3 
27-5i~ 

Q. 

R. 

- S. 

unemployed in last 2-3 7 
twelve months 4-8 1 

Last wage $2.00 or 1ess_4 ___ 
$2.01-$3.00 13 
$3.0l-S4.Q0---i_ 

Felony offender? 32 

Number of felony 0 0 
convictions 1 16 

2 8 

$4.01-$7:00 9 
$7.01-$10.00. 0 
$10.01 & over" 0 

'::1 

3 5 
4 3 
5+ 0 

T. Qualifying 1 Robbery 8 7 Ordinance 
,offense 2 Burglary 7 violation 0 

3 Assault 4 8 Parole/Probation 
4 Rape 0 violation O· 
5 Other 9 Narcotics 

felony 10 (possession) 0 . 
-.6 Misdemeanor a 10 Narcotics (pass. for 

-- sale or sale).L 
. 

U. Last institution 1 CSP 5 7 Dther J~il 0 
2 CSR9 8 ~e~Qral 
'~ClAlCI ,1 - insti"til'tioil 2 

4 Lookout ~1tn. 0 '9 Other ins:i-:u;;;on 
-5 Mtn. View 0 {cxcl .. fed.~ 
5 Denver County 10 other 7 . 

v. Current criminal 
justice .status 

Jail 0 

1 Parole 13 
2 Probation 8 
3 Pre-trial 1 
4 ,Deferred Prosecution 0 
5 tvork Rel ease ~\ 
6 Other Prerelease Or 
7 CSP 0 
8 CSR 0 
9 Other' incarceration' 0 

10 Not ·under,' CJS control 
(e.g. discharged) 0 

Number of persons olaced in this mont~ 
(of those entering this month }---.,,.--_----':.....-_...,..1;...:;2'-..; 
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Table 2: A~e 

18-24 years 45 ~{, 

25-'30 yea rs· 22 % 

31-40 years 23 % 

Older than 40 years 10 % 

TOTAL 100 % 

Table 3: Sex 

1 

Male 97 % 

Female 3 of 

" 
TOTAL 100 % 

Table 4:' Race 

Hhite 37 0/ 
10 

Black I 25 % 

Chicano ' 36 % 

Other (specify) 

Amerfcan Indian 2 % 

TOTAL 100 % 
'--. 

Table 5: Prior Incarceration 

Less than six months 50 % 

Si'x months to bJO 'years 25 % 
. , ' 

Longer than t\'IO years 25 % 
" 

TOTAL 100 % 

I 
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Only those persons who live or nlan to live ;n the areas served by the 
appropriate program co~ponent are admitted to Employ-Ex. Because the 
program has recently opened offices in Jefferson county, Pueblo and 
Co lorado Spri.ngs ~ a greater range of ex-offenders are bei ng served. 

D. Funding 

~lhen Employ-Ex became oper?tion.al in December, 1972~ it was strictly an 
LEAA Impact Cities Program. The original LEAA funding ran through June~ 
1976. Hovlever, the oroqram had saved 'enouoh of the LEA.A. money to conti nue 
operating with it th~ou~h the end of 1976." 

Since the program's inception, funding sources have expanded to include: 

• The State Employment Training Services Council - This council 
which is responsible for disbursing the Governor's 4%,CET'/\ 
Title III funds, promised Employ-Ex $100,000 for fiscal year 
1977. The program received $4.5,000 initially and is hoping 
it will receive the remainder in January, 1977. 

• The Joint Budget Committee - The State legislature is funding 
Employ-Ex with $125,000 as a line item in the State budget. 
The Jo;,nt Budget Committee of the Legislature funnels half 
of this money through the Colorado Department of Corrections 
and half through the State court system. . -

• City and County of Denver r~anpm.,rer Admini strati on - The' Denver 
'manpower agency has subcontracted wi th Employ-Ex toooerate the 

. Denver Pre-Trial Intervention Program (PTIP). Employ~Ex has 
taken over the administration of this program from another com­
munity agency and currently rec~ives $80~OOO to operate the 
program. 

• jefferson County CETA - The Jefferson County CETA prime sponsor 
hasg;ven. Employ-Ex $72,000 to provide services to pre-trial 
.and adult diversion clients and to ex-offenders after their 
release from prison . 

• Colorado Springs CETA - The Colorado Springs prime sponsor is -
funding Employ-Ex "lith $28,000 to operatf'~ local office \.,rith . 
two staff members. Rent is being paidwiih Joint Budget Committee 
funding . 

... Pueblo CETA - The Pueblo CETAprime sponsor is donating bID Public 
Service Employment slots, office space and telephone facilities 
for the operation of an Employ-Ex office in that city. On~ 
'Employ-Ex-counselor there is paid \'lith State money • 

• 
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E. Proqram Organization 

Employ-Ex is a non-profit corporation with a standing Board of Directors. 
From its inception, the program's local funding sponsor has been the 
Denver Commission on Community.Relations. All LEAA funds have been" 
channeled through that agency. 

Cur}~ently, there are 30 people on the Employ-Ex staff. They include: 

o one intake clerk; 

• one intake clerk/typist; 

• two research analysts; 

• nine counselors; 

• one participant coach; 

• two clerk typists; 

• two institutional counselors; 

• three job dev~lopers; 

• t\'10 fi sca 1 off; cel ->; 

• two skills trainers; 

• one executive secretary; 

• one community coordinator; 

• .one resource developer; 

• one senior counselor; and 

• one 'executive director. 

The salaries for these staff members "are pai d by anyone of the seven 
program funding sources. 

Employ-Ex staff are located \.,,;thin hiO Colorado adult penal institutions, 
at the main program office in Denver and at the three offices in Pueblo, . 
Jefferson County and Colorado Springs. 

II. Client Flow 

A. Entry 

It is estimated that one-third of Employ-Ex clients are walk-ins, one-third 
are under so~e version of adult parole and one-third are on probation. 
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Employ-Ex has staff stationed at the Cpl'orado Penal Institution and 
Reformatory full-time. These counselors explain the Employ-Ex program 
to inmates, including how to 90 about arrlyin0 for services. However, 
the program insists that inmates take the initiative and write a letter 
to the main office. The institutional counselors do serve as interim 
counselors until time of release for o.Dplicants still incarcerated. 
Additionally, community-based teams alternate trips every week to both 
State institutions in order to establish and maintain relationshios with 
those inmates to whom they vd 11 1 ater provi de servi ces. . 

" . 
Probationers are usually referred by their probation officers. Often 
probation officers send the clients with probation slios which are then 
sent back to the probation office to let the officer know the probationer 
has appeared. An, understanding has" been reached between Employ-Ex and 
the probation department that all client referrals \",i11 be made by the 
probation department; Employ-Ex never initiates contact with probation 
officers concerning prospective clients. 

Persons on parole may be referred directly from the institution m~ by 
parole officers after they have been released. Additionally, Employ-Ex 
often receives letters from inmates \'Jho are up for parole. The program 
will write a letter to the inmate, which the inmate will take to the 
parole board. The CoJorado State Parole Board views a commitment by Employ­
Ex to work with a releasee in the same context as the releasee1s having a 
job. At no point. however, is there direct contact betwe~n the parole 
board<!-nci Employ-Ex. . 

Once an anplicant is determined eligi'ble for Employ-Ex in accordance with 
established criteri~, he or she is given or mailed an application form. 
The applicant who has difficulty filling out the form is assisted by the 
Employ-Ex intake clerk (walk-ins) or, if incarcerated~ by another inmate 
or the institutional counselor. Contents of the application are kept 
strictly confidential. 

If an applicant is determined ineligible for services ,on the basis of either 
funding guidelines or established -client priorities, a referral list of 
other agencies serving the needs of ex-offenders is provided to the applicant. 

Hhen released clients enter the Employ-Ex office·, they come first to the 
recept"i oni st I s des k. There they fi 11 out an intake sheet and recei ve a 
list of the riahts and resDonsibilities of clients. The intake clerk 
determines if applicants are initially eligible for Employ-Ex. ·They then 
oroceed to theski.lls trainer, who conducts an intake intervie~". During 
this intervievJ, the skills trainer fills out a coded client intake form 
which will later be accessed to the Employ-Ex computerized file. The skills 
trai ner expl ai ns the program -- its ob'; ecti ves, fundi ng and procedures. 
All forms are explained and the referral services available in the community 
are detailed to the client. The skins trainer also completes all/financial 
foms, ... :!1i ch go into the cl i ent IS fi 1 e. 

.;.: 

".',' 
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B. Intervention 

After this intake interview:, clients are scheduled for the mandatory job 
preparation workshop. This class is conducted T10ndays. ~'Jerlnesdays and. 
Fridays from 8:30 a .. m. until noon by the skills trainer. The workshop 
focuses on job ,seeking and 50b retention skills. Topics covered include: 

• filling out an application; 

• responding effectively in the course'of a personal interview; 

• ho\"/ to approach the issue of past conviction and or 
incarceration; and 

• available,Employ-Ex services . 

At the end of mock interviews during the job prepa'ration workshop, the skil1s 
trainer explains Employ-Ex services and discusses other information, 
-i ncl udi ng: 

• job development; 

• Employ-Ex s ta,ff; 

'. how job openings are communicated to participants; 

-
• resources for self pl~cement, such as participant use of 

telephone and employer resource books; 

• bonding through the Departme'nt of labor Bonding Program 
for ex-offenders; 

• assistance in obtaining I.D. and drivers license; 

.. help in obtaining necessary special tools, Nhere a job offer 
'is contingent on this kind of investment; 

• bus tickets for interviews and early employment; 

• emergency food certificates, clothing and housing. 

At the conclusion ,of each job preparation workshop, participants are given 
the follovJing written materials to use in their job seeking efforts: 

• a finalized application form l'ihich has been completed during 
the \</orkshop; 

• a "job interview scale", a pamphlet on "applying for 
a job", which contains hints and personal rights people have 
when applying for a job on their o\'In. 
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After the workshon is comrleted the leader takes each participant file, 
pulled by the receptionist,and enters in'th~ appropriate olace. "JP1/S 
comolete". In each case. the leader the!n r(~cords soecial abilities, 
problems or other information gained during the course of the workshop 
for later counselor use in planning interviev/s. The comments are usually 
entered on the bottom of the clientls application form. 

At this point, the participant is assigned a case number which is entered 
on the individual case jacket, and on a follow-up card, which is dated 
ahead one \'Ieek or sooner and pl aced in the program's follow-up ti ckl er 
file so that it will be retrieved on the appropriate due date. 

During the job preparation workshop, clients are assigned individuai 
counselors. The job preparation workshop leader makes these assignments 
based on his knowledge of client problems a'nd of particular counselor 
abilities. During a break in the workshop, appointments are made for the 
first client-counselor interviews. 

The leader of the job preparation workshop also maintains a "job workshop 
unattended" fi1e. He keeps this in his office and attempts to contact the 
clients who do not appear for the workshop. If he cannot obtain a response, 
these client's applications remain in the unattended job workshop file. 
Persons are never considered official clients until they c08plete the job 
preparation workshop;" Therefore, if repeated attempts elicit no resronse 
from clients who were scheduled to attend the job preparation workshop, 
their files are placed in the program quietus file. " 

The first interview session between c'lient and counselor usually la.sts 
approximately 45 minutes. During this interview~ th,e counselor revie~~s 
with the client the 'intake sheet and"all forms completed by the client 
during the job preparation workshop. The client1s goals and vocational 
interests are reviewed and the person1s name and skill area are entered 
on the program's Resource Board. The counselor and the client may also 
revie\'I the client's need for emergency assistance. If such aid iS,necessary, 
an emergency assistance voucher is filled out~ The counselor completes 
the form, then seeks approval signature from the assistant director, senior 
counselor or (if neither is available), the fiscal officer. The latter then 
authorizes availability of funds \'rith his signature. The approval form 
is then copied, the original goes to the fiscal qffice and a copy ;s placed 
in the.participant's file. These emergency expenses are a separate line 
item in the Employ-Ex budget. Included in the line item are the follovJing 
emergency resources: 

• housing; 

.~. transportation; 

• clothing; 

• special work clothing and tools; and 

• food 

After the client and counselor set long~range, interim and immediate goals, 
which may be recorded on a goal-setting form and placed.;n the client's 
file,. efforts focus on job development and placement. 
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Hhile the program has full-time job developers, all counselors and 
coaches develop jobs. Unlike the job tlevelopers who cultivate and 
maintain job resources, counselors and coaches assume a more individualized 
role, selling individual client's skills rather than the program as a 
whole and screening individual job specifications rather than entire 
companies. Job information is shared among all staff members at the 
program in the fo 11 o\lling ways: 

• Job Needs Board and Resource Board - These boards~ located on' 
a \·;all near ,the Director's office, lists all clients \llho need 
a job and the skills of those clients, which employers have 
hired project participants and which participants have placed 
themselves. 

• Current Job Openings - Information about new job openings is 
channeled to job developers either directly or by one .of the 
staff, and is circulated to all services staff on a standardized 
job opening form so that names of qualified clients can be . 
submitted to the job developer and interviews coordinated. 

'. Job Inventory Book - A large looseleaf notebook listing all job 
resources is located in the job developer's office and is 
accessible to all staff. This notebook includes all employers 
in the area who have either hired or considered hiring an 
Employ-~x client. 

• ·'Staff r'1eetings - Staff meetings are called on a periodic basis 
so that staff can exchange specific ,'information about particip~nts 
or employer ,needs or problems: 

Job development is done primarily by telephone. Each .time a job is 
developed, a copy of the job development form is referred to each counselor, 
the clerk and the program1s master file. Each time a client is referred 
to a job interview, counselors note it in this master file and fill out a 
job referral card. These go t~ the clerk, who coordinates job ~evelopment 
contacts. In this manner, repetitive or duplicative referrals are avoided. 

During this period of job seeking, par.ticipants ?re expected to appear at 
the pr.ogram or can every morning to see if an interview has been developed. 
If clients find a job on their own, they are expected to notify their 
cO:.lnsel orimmedi ately. 

t'Jhen clients are r·ef~;rred.to a job (or to another social service agency) the 
counselor asks them to send back a referral card. Usually, the counselor 
waits .uP to a \'/eek for receipt of this· card. Returned cards are thenplac'ed 
in the client1s jacket·. If. the card is not received in a \'1eek, the .counselor 
attempts to contact the client and/or "the employer to determine the result 
of the referral. 

A counselor records a new hire in the following places ~o insure accurate 
data and continuity of services. 

~ ,.;:;~ 

" .~. 
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• Participant File - The placement data is recorded on a "services 
summary sheet" and details (company name. position/title, wage 
lever and working hours) on a IIclient information sheet.lI 

• Placements Form - The information is recorded again ona II pl ace-
ment" form - a running account by each counselor for monthly 
compilation by the research analyst. 

• Resource Board - The Darticipant IIjob available ll information is 
moved from the job needs board to the resource board and olaced .. 
under the ap'propri ate employer. 

• Follow-up Card - The follow-up card is removed from the client's 
folder! updated one month (or sooner if the counselor wishes) 
and placed. in the follow-up tickler ,file vJhere it will be retrieved 
on the date of the next appropriate follow-up contact. 

Follow-Up 

Employ-Ex utilizes a number of forms and procedures to insur'e continuous 
follow-up of clients. The program has established a minimum "follow-up 
schedule ll of once a week prior to placement! once a month for three months 
after placement, and quarterly thereafter until termination from the pro~ram. 
In the event the client is terminated from a job, school or training, this 
follow-up process is begun anew. 

The tickler file consists of a card for each person who has achieved active 
participant status by means of havin~ attended and completed the job pre­
paration workshop .. The cards are filed b'y month,- by week and name of 
counselor. This enables each counselor to retrieve his or her cards during 
the gi ven week, determi ne \'lhether additi anal servi cesare needed, update 
and refile the cards. The tickler file sho\'JS quickly the participant's \'Jork 
record during his or her time with the program, the frequency of contacts 
and ~AJith whom they are made. An'y services rendered as a result of a follow-' 
up contact are checked off on the services summary sheet and details recorded 
on the client information'sheet! both of which are a permanent part of the 
client's folder. . 

At any point in a counselor's relationship with a client, three attempts 
to contact the client without success indicate the need for a ,field visit, 
if time and staff permits, or if not, a follow-up letter. The following 
resources are exhausted during an initial three-week follow-up period: 

• the participant's residence (during non-working hours); 

• friends; 

• probation/parole officer; and , 

• emp 1 oyer. 

The three-\,Jeek follow-uo letterls personal, brief and either typed or 
hand\·Jritten. It is accoP1panied by a pre-paid, self-return post card to 
encourage the client's response. Form letters are never used'c.Once a 
follmAJ-up letter has been sent, "the counselor schedules the next follow-up 
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three weeks from the date of thp letter and files the tickler card 
again. Once contact has been made. ne~ded services are rendered and 
normal follow-up procedures resumed. 

If the counselor has not heard from the participant or if the letter is 
returned "address unknovm ll

, IImoved", "no forwarding address II , etc., the 
follow-up tickler card is dated ahead 10 weeks and the card is turned over· 
to the s~nior counselor, who posts the card on the bulletin board (so' 
other. staff members, \'Iho may have information on or have seen the cl ient, 
can respond accordingly). If any of the staff makes contact with the client 
during this time, he or she can check"the board for the card and return it 
to the aporopriate counselor, notifying him or her that contact has been 
made. 

At the end of the lO-week period, if no contact has been made, the senior 
counselor takes the follow-uo card off the board and returns it to the 
counselor with authorization' to place the client 1 s jacket in the inactive 
file. Usually an inactive client is someone Ifsho is non-contactable by 
reason of reincarceration, re-location, death. etc. If a counselor makes 
a client's file inactive, a full explanation must be placed in the folder, 
and concurrence of the senior counselor must be obtained. An Employ-Ex 
client who is disinterested, although still contactable, is an examole of 
a person who, for all practical purposes, is inactive. A counselor's 
decision to deactivate such a client must be based on hard evidence of the 
client's consistent failure to respond to counselor activities. 

Should'a participant reactivate a client after his or her file has been 
classified as inactive, the jacket is immediately pulled and returned to 
active status by marking the file active, making an explanatory entry on 
the client information sheet and placing it in the active file. The client's 
follow-up card is reactivated at the same time. 

The flovi chart on the following pages illustrates the process by which 
cl i ents are referred to Employ-Ex, enter the program, recei ve servi ces and 
are followed-up on. 

D. Data Availability 

Employ-Ex maintains a separate research and evaluation unit, which is used 
to upgrade program management and prepare required reports. A manual system 
is used to code information onto data sheets. This information is then 
monthly put on a computer, with the programming done at the University of 
Colorado in Boulder. . 

At th.e end of each job preparation workshop, an index card is filled out 
on t3ch person completing the workshop. Each card then is channeled to the 
evaluation unit ahd stays in its file. A master Rol1adex is maintained as 
a double Check on these cards. The cards are only for data-keeping purposes 
and are not utilized by program counselors. They are pulled every month 

• 

and are usee], by research assistants to locate counselor files. All couJ1selor­
client activity during the month is then noted on the appropriate index card. 
After bJelve months, each of these cards is filed in an inactive file. 
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Information collected on the intake form and coded after the job 
preparat~on workshop includes: 

• client demographic characteristics; 

• veteran~ status; 

• criminal record; 

• total time served; 

• current criminal justice status; 

• marital status; 

• vocational skills; 

• other assistance being received; 

• transportation problem?; 

• alcohol/drub problem?; 

o labor force status; 

• number of weeks unemployed; and 
: 

• number of jobs in last two years .. 

The date of intake, the participant's case number and the participants 
file card number are also coded to be included in the client's computerized 
file. 

The research and evaluation unit does a service summary for all clients 
every thirty days. Service summary forms include the following client 
information: 

• specific Employ-Ex program (Impact Cities, PTI, or CETA); 

• counselor at time of coding; 

• job workshop completed?; 

• number of emergency food service provided (similar information 
for shelter service, clothing service, transportation service, 
or other emergency assistance); 

e number of intervie\'/s arranged by Employ-Ex during period; 

• number of i ntervi ews attended by cl i ent duri n9 the peri ad; 

• number of employment-related services during the period; 

• number of other services; 
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• number of referrals to other a genci es ; 

• total nu111ber of times client 'contacted during the period ' 
(not the number of services); 

• the chronological order of job placement beginning with the 
first placement and moving consecutively~ through the individual·s 
participation in Employ-Ex (temporary or subsidized jobs are not 
coded as job placements and do not show up in the data); 

• placement types (direct, indire.ct, self-placement, educational 
stipend, OJT, public service employment, or other subsidized 
employment or training).; 

• employer code (each employer contacted by Employ-Ex is assigned 
a specific number); 

• skill level; 

• hours on job per week; 

• hourly \'/ages; 

• days employed (days employed in any placement type during the 
period being coded); 

•.. "available days (This refers to days in the current coding pedod 
" since initial ,job placement. This available days clock begins 

running for all clients after they are placed in the first job. 
Before that, they are not considered available; they could be non-job 
ready or not really interested in \<Jorking. The total number of days 
available during the period is usually 30 unless a client is in the 
hospital or in jail.); 

• total days (The number of days in the coding'period that the person 
is active. After the period in which placement occurs, total days 
usually equals available days.); 

• offense codes of the most serious arrest in the period; 

• job status at the time of arrest during the period; 

• program status (active, inactive during period, or quietus).; 

• employment status at end of period; 

• follow-up status (foll D!'.I-Up attem~ted, follo\,l-up~ot attempted, or 
follovJ-up not required); 

• CETA status (positive - direct placement, indirect placement, self.­
placement, in armed forces, enrolled in school, or in another manpower 
program; negative - not locatable, moved from area, refused to continue, 
administrative separation, transportation problem, family care, laid 
off, quit job, fired, or incarcer.ated); 

. . .... ~~... .... . 
.' 
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• date of summary; 

• client 1.0. number; and 

• servi ce summa ry number .. 

The data collected in these service summaries are used to compile quarterly 
reports and annual reports for the various Employ- Ex funding sources. At 
the current tir.1e, its primary purpose is as a f"anagement tool. Because 
of frequent staff turnover, there has been so~e confusion concerning the 
research procedures. Hovlever, as soon as the research and evaluation team 
finishes its current revision of the data-keeping system and computer files, 
it is hoped that a comprehensive in-house evaluation of Employ-Ex will 
be able to be conducted. 

The Research and Evaluation Unit reports the following data for the current 
client population: 

• The program places approximately 78% of thos~ who complete the 
job preparation workshop. 

• Of all clients who are intaked into the program, 65% get jobs, 
20% drop out immediately and 15% remain on the client case 
loads as llnumbers ll

• 

• ,Of those placed, 50% are successfully employed for a year 
.' - (32.5% of a 11 i nta kes) . 

• Approximately 50% of the group who are placed after completing 
the job preparati on workshop are empl oyed 90~b of thei r II days 
available ll during the following year. 
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INTRODUCTION: ILLINOIS f10DEL EX-:-OFFENDER PROGRAt·' 

The folloltling three case studies are of oroarams which are components of 
the Illinois Model Ex-offender Program (M.£~P.). Although these three programs 
are part of the sa.me organizational structure and collect similar data on clients' 
participating, they are essentially autonomous in operation and different in 
focus. As a result, they are treated here as three separate prog}~ams. Hm'lever, 
to better understand their relationships with each other and to the overall 
structure, a brief description of the tllinois Model Ex-offender Program is 
presented. 

Eight years ago, the Department of Labor established eight ComDrehensive Offender 
Manpower Programs (COMPs).' The Illinois program is the only one still intact. 
Two years ago, the director of the Illinois COMP and the current director of the 
~1EP decided to institute a manDower screeninq unit that \'!Ould attemnt to minimize 
people's involvement \'!ith the criminal justice system by one quantum level. 
This program was established with money from the ~overnor's four percent CETA 
funds. At the same time, the Illinois Department of Corrections submitted a 
t1odelEx-offender Program proposal to the Department of Labor. They received 
$270,000 in Title III CETA money for a two-year period and rather than set up 
a new program, decided to combine the MEP with the existing manpower screening 
unit program. 

Although the Governor's office serves six "special groups,1I \·,ith its four 
percent CETA di screti onary funds,. the III ina; s ~1EP has captured 75% of the. 
allotted '_~spec;al groups" money_ This funding is in addition to that received 
from the Oepa rtment of Labor in the ori g5 na 1 ~L E. P. contra ct. A key to the 
stability of the ~·1EP is the interest generated at the community level. Built 
into all contracts is a 100% matching formula of four percent CETA money by 
local prime sponsor money . Thi.s matching formula guarantees accountabil ity 
at the community, level. 

The Illinois t1EP operates under a three-part agreement between the Illinois 
Department of Corrections, Comprehensive Employment and Training Act Programs 
~nd the Illinois La\'1 Enforcement Comnission. Structurally, the f!:EPis part of 
the Illinois Department of Corrections, although the program occupies space 
within the offices of the Illinois LavJ Enforcement Commission. The program 
director reports to the policy board of the Department of Corrections. Holtlever, 
data is reported to the Governor's office, the Depa~tment of Corrections and 
the Illinois La\'J Enforcement Commission. 

The MEP is desiqned to service 13 areas \'>Jhere the majority of offenders in the 
State reside. These 13 areas are ~iEP units, cumulatively- representing af.lprox;­
mately 85~~ of the State's inmate population. Primary emphasis in the construc­
tion of the program has been placed on the utilization of existing resources 
such as job development and jab placement systems already funded ·through the 
Comprehensive Employment and Training Act. The subcontracting approach has 
been chosen because it appears to be most cost-effective, because each MEP 
unit can be established as a community program, and because if a program is 
not performi ng capably, the cantY'act can be tenni nated. 

The Illinois r'1EP has set up its ovm informationsvstem on a State\'side basis, 
'including,the use of two computers. This system has been developed primarily 
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for project, staff and cl ient accountabi1 ity. Data is stored on erich 
.!1togram oarticipant, each program employee, each employer who hires a nroqram 
participant, and each staff-client contact. The primary limitation to'this 
point has been of a hardware nature. 

The primary performance indicator for the t·1EP program is direct service 
delivery, and although the initial year of operation (7/1/75 - 6/30/76) was· 
primarily devoted to planning and imrlementation, the program exceed all of 
the projected goals established for client service. During the first year, 
1,631 jobs and training placements \'!ere made, representing 115% of the 
projected target of 1,420. Data from a quarterly M~P report is presented 
below, reflectinR enrollments, job referrals. olacements. enrollments 
in training, counseling, positive terminations and negative tenninations. 
This report covers the period April 1, 1976 through June 30, 1976. 

The fol1 ow; ng case studi es focus on three comp·onents of the ~lEP system: 
Operation DARE, Co~munity Correctional Services for the 16th Judicial Circuit, 
and the Vocational Alternatives Progra~. Because the relationship of these 
three programs to the overall t1EP is of a subcontracti n9 nature .. the three 
are actually individual orograms with many differences. 

QUARTERLY MEP REPORT: April - June, 1976 

Composite Summary 

,.' 

Individuals enrolled in the program 
Individuals referred to jobs 

! 

Individuals placed in jobs 
lndividua]s enrolled in training 
Individuals counseled 
Individuals favorably terminated 
Individuals unfavorably terminated 

Title III Summary 
Individuals enrolled in the program 
I ndi vi dua 1 s referred to jobs 
Indivi duals placed in jobs 
Indi vi dua Isermo'll ed in training 
Individuals counseled 
«~divi duals favorably terminated 
Individuals unfavorably terminated 

Present 

1,595 
1 ,633, 

593 

87 
1,240 

831 
314 

296 
321 

56 
'37 

Cumulative 

5,027 
4,762 
1,472 

179 
4,193 
2,490 
1,687 

461 
, 384· 

74 
41 
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4% CETA/ILEC Summary 

Individuals enrolled in the program 

Indi vi dua 1 s placed in jobs 

Individuals favorably terminated 

Individuals unfavorably terminated 

'P.resent ·Cumul at ive 

1,299 4,566 
555 1.,393 

775 2,416 

277 1~646 . 
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OPERATICJN O,l\RE 

I. Program Setting 

A." Program Histo~y 

Operation DARE started September 1,1970 as the result of a grant given to 
the Portland Cement Association to provide employ~ent services to ex-offenders 
in the Chicago area. In 1973, after the private sector had become involved 
in the program, a board of directors \1aS elected. The corporation also 
operates t!'IO other IJroaraf'lS, Pro,iect CIY\LLENr,E. a one-to-one counsel inC'! 
p~6Qram, ~nd Operation PREP, a job employment services oroRram for probationers. 

Operation DARE is a program of the SAFER Foundation, a non-profit corporation' 
committed to creating a II safer ll community in the Chicago metropolitan ari:a . 
DARE, which was the first operational unit in the Illinois MEP, is the largest 
servi ce un; t for the ~1EP program. 

Staff growth at Operation DARE has been constant since 1970. Present 
staff size is fort'y-six employees. 

B. Objectives and Program Emphasis 

O!1eration DARE is 'a job develo!lmentand !11acer.1ent !1roaram 'I!hcise goal is 'to 
reduce recldivisrn by securing emploYDent for ex-offenders and sta-
bilizing them on the job. Thus, DARE ex~ects not only to place clients in 
employment, but also to increase their job retention. The stated goals of the 
program are two: ' 

• the placement of ex-offenders in meaningful employment; and 

'. the provision of soci~l service support in order to keep 
them \'Iorking by meeting their primary human needs (medical 
'care, housing, food, etc.) and by match"ing them with citizen 
vol unteers through CHALLENGE, another SAFER -program. 

Operation DARE attempts to appeal to area emp'!oyers,,\'1ith thefollovling 
rationales: 

• The SAFER Foundation is sensitive to the problems and 
demands of industry. 

• The program' s screeni ng, counsel i ng, fo 11 OVI-UP and support 
services make it an extension of companies' personnel depart­
ments. 

• The program is th~ only private pr'ogram in Chicago exclusively 
providing industry with a large pool of available workers. 

•. The program can help companies \'lith government contracts to 
fulfill their affirmative action plans since 8m~ of their 
clients belong to disadvantaged minorities. 

l' 
"'. 

,~ 

; 
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• The program makes a srecial effo~~t to fol1m·J up on its jUb 
placements at five-, thirty- and ninety-day intervals, after 
which i't continues to m3intain periodic contacts. It also 
encourages employers to contact programs staff innllecliately 
regarding the supportive services that may be needed for 
the client. . 

Operation DARE's objective for fiscal year 1977 is the placement of 
approximately 950 ex-offenders in unsubsidized employm~nt positions in 
the twelve-month period. In addition, Operation DARE plans to enhance 
the employability of ex-offenders throu9h alternative progra~mins, i.e., 
G.E.G., vocational and acadenic training, etc. It is estimated that approxi­
mately 50 to 75 clients ... lill receive alternative programr.1ing during this 
twelve-month period. 

C. Clientele 

During the past year, O~eration DARE served approximately 5,000 clients. It 
only serves ex-offenders older than 18 years of age who reside in the Chic~go 
metropolitan area. During the nonth of July, 1976, the progra~-provid2d 
servic~s to approximately 393 clients. Their correctional statuses are sum­
marized in Table 1. 

Table 1: Correctional status of 
Operation DARE Clients 

Correctional Status 

State-Corrections 
Parole 
Serve-outs 
Off Parole 
l~ork Re 1 eas e 
Out on ,n.ppea 1 

Federal Corrections 
Parole 
Probation 
Serve-outs· 
Pre-trial 
Off Parole ,. 

~Jork Release 

County Corrections 
P!('obati on 
Off Probation 
Case Pending 
Serve-outs 
Nork Release 

Total 

(July, 1976) 

. 

Number 

152 
16 
31 
44 
1 

13 
27 
4 
2 

10 
11 

52 
8 
4 

14 
3 

393 

!i 
II 
1\ 

.. ,,' 
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The great majority Of Operation OM!: clients are black male's. Demographic' 
characteristics forCclients are presented belo\'! in Tables tvlO throuCjh ffve." 

Table ') . 
'-. A~e 

1'8-24 years 30~& 

25-30 years 40;~ 

31-40·.yea rs; 20~~ 

Older than 40 years 10% 

Total 1 OO;~ 

Table 3: Sex 

r·1a le gL!.o/ • /0 

Female 6°/ fa 

Total 1007; 

Table 4: Race 
-

~Ihite 6.0% 

Black 87.9% 

Chi.cano 6. O;~ 

Indian, Oriental .1 % 

Total 100. O~~ 

il 

Table 5: Length of 
Last Incarceration 

less than 6 months 1m; 

Six.months to 2 years 40% . 
longer than 2 years 50% 

Total 100% 

dl 

'. 

o 
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Clients usually contact program staff as often as once a week and maintain 
contact with the program for up to six months_ In the past, 11 to 25% of 
the clients have been considered IIsuccessful." This entails successful job 
placement, successful employment for ninety days and non-recidivism. 

D. Fundi ng 

During 1975, Operation DARE receiv,ed $531,808 from the Federal Government. 
Fundina for the t1EP contract vlith the State Has obtained from CETA 4~b funds 
through the Governor I s Offi ce for f1anpower and Human Development and suppl e­
mental funds from the Il1inois Department of Correction, Illinois Law Enforce­
ment Commission and private donations raised by the SAFER Foundation. 

E. Program Organization 

Operati on DARE has a board of di rectors \,/hi ch is composed of pri vate sector 
businessmen serving on a voluntary basis. The administrative structure includes 
an executive director, three project directors who hold the titles of Associate 
Executive Directors and a director of development. The directors meet with 
the Executive Director once a week to discuss program policy. 

Serving under the program director are an assistant director and a software 
specialist, and under the assistant director, 18 job developers. They are 
located in the five DARE offices, the main Chicago office and four outpost 
offices located around the city. The program also employs seven job coaches 
who are responsible for following up .on employed clients with employers. 
Additionally, a supportive services unit with six employees is responsible for 
provi di ng neededs uppo'rti ve servi ces to' program cl i ents'. 

Actual service delivery is organized in two phases. The first consists of 
actual procurement of employment opportunities in the private sector. The 
secqnd phase deals with meaningful vocational interests/client match. In order 
to insure ,job stability among clients and satisfaction among employers, the 
program maintains a regular follow-up program that demands each job coach to 
maintain contact \'1ith employers on a five-, thirty- and ninety-day basis, ·after 
clients have been hired. 

Staff duties are divided to maintain accountability: Job developers are 
responsible for developing contacts \'lith employers and securing interviews 
for clients. However, the job developers do not perform follow-ups on inter­
vie\'Js and placements. Each job develope~~ is assigned to a job coach. The 
job coaches follow upon all intervieYJs and placements to insure that accurate 
foll0\1-up data is collected. Therefore" it is -essential that job developers 
refer all significant information on both 'clients and .employers to their 
appropriCl.te job coaches. 

Four primary service areas are available to program clients~ 

• intake counseling - personal data and employment hi~-tory 
information are recorded to assist the ,program in helping 
the client ." . :/:,:t·.::··~· 
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• CHALLENGE orient~tion - the client is introduced to the 
CHALLENGE Program and the idea of one to one volunteer 
relationships 

• job coaching - job coaches helD the client understand 
the job market and how to relate to it 

• job develonment - job developers attempt to find meaningful 
opportunit~es for the client a~d match the client with ' 
appropriate jobs 

The program is organized so that clients must receive all four services. 
Clients must see a job coach before they can get a job referral. No job 
referrals can be mad~ until clients have unde~gone all four steps. 

II. Client-Flow 

A. Entrv 
¥ 

The majority of DARE clients are referred by adult parole services. Addition­
ally, the program outreach worker visits all northern Illinois penal insti­
tutions on a regular basis to enroll interested clients in the program. 
ApPolhtments to see the butreach worker are made through the institutional 
counselors at the various institutions. Contact with interested inmates at 
southern I11 i noi ~ i nstituti onsi s rna i ntai'ned through institutional staff at 
those institutions. 

~lhen clients enter the program, theyar~ given an ap!Jli,cation form to fill out. 
This form notes personal information such as marital status,education, military 
status, handicaps, transportation available and living arrangements. Part of" 
the application is a release by which the client gives permission for the 

" 

program to release relevant information to-pmspective employers. The applica­
tion also lists the client's criminal history and vocational skills and interests. 

\~ork history is also detailed. For each job held in the past" the client is 
asked to note the name of the employer, the address, type of business, length 
of job, dates, pay and reason for leaving. Additionally, the client is asked 
to describe exactly v-/hat he or she did, how he cpr sbe did it and which 
machines and tools were used. 

During intake, clients aiso complete a ,CETA income statement and an Operation 
DARE authorization-for-release-of-information form. This form can be used to 
seek information in o'rder to develoo a meaninqful olacement in a rehabilitation 
program for the client. It is often sent ,to autho~ities to obtain medical, 
psychological or other pertinent information from a client's files. 

B. Intervention 

After intake, clients are referred to CHALLENGE orientations. For 35 to 45 
minutes the CHALLENGE Program is explained, atlhe conclusion of which the 
client decides whether or not he or she \'tishes to participate. Aften/ards 
clients are referred to job coaching. In these job coaching sessions, which 
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are held several times a week, a !]1"OUr of applicants and a ~ob coacL!revim·J 
'the realities of the work world and methods for locating and maintaining jobs. 
During these sessions, the clients,colliplete a 'self-assessment form in order to 
help gain a clear understanding of their own needs and goals. 

Each .job coach maintains a job coach client summary sheet. He is responsible for 
a monthly report on what happens to each client he sees during the job coaching 
sessions. This information is obtained through daily log sheets job developers 
complete and from refen'al sheets that they fill out each time they refer a client 
to a job, training program, or other agency . 

While in job coaching class, each client get~ an 1.0. number. After job coaching, 
the client brings his application :0 the 50ftware specialist on the staff. She 
codes the application package, which is then programmed into the DARE comouter. 
The date the client enters is stamped on the file which is made up, and the 
application package is placed in the DARE master file of all clients. 

After job coachina, it is the responsibility of the senior .job deve1Gper to match 
~ach client \'lith an appropriate job developer's ex~ertise. After referral to a 
J06 developer~ the client's records remain in the computer file and on paper 
in the central office file. Job develoners have access to clients' files on an 
as-n~eded basis~ not keeping these file~ at their own d~sks. 

The first interviei'l the job developer conducts with the client is primarily devoted 
to vocational counseling .. During this interview, the job developer completes an 
initial interviei'i form. This details the client's job skills, previous training, 
vocational interests and goals, Lriminal history and tentative plans. The counselor G 

also notes his or her own observations. 

After the first interview, clients maintain ~eriodic contact with job developers 
by phone or in person. These contacts are reflected in ongoing progress reports 
job developers keep for each client on their caseload. These re~orts note the 
date of each contact, actions taken and results. Additionally, each time the job 
developer refers a client to another agency, a O,l\RE referral form is completed, 
\'lhich contains identifying data on the job developer and client and descriptive 
information concerning the referral. On employment or training referral forms, 
the job developer notes·the date of interviews, date the client has been hired, 
date the client will start work or training,rate of pay, reasons for non-hiring 
or reasons why the client did not report for interview. 

In addition to maintaining progress reports on each client, the job developer~ 
must maintain daily log sheets .. These ar~ always stapled to referral sheets and 
referred to the job developers' appropriate job coach, who is responsible for 
checking on job developers' actiVities.' Additionally, job developers are respon­
sib'lefor completing client contact forms each time clients receive assistance. 
This may include: educational services, housing assistance, sent to CHALLENGE, 
'sent to coac.hing, legal aid or assistance, physical (food, clothing, etc.), PREP 
program, medical services', or multiole (more than one). This client contact form 
ls refel"red to the. computer soecialist, \llho then adds the informat.ion to the program 
computer file. ., . 

When job developers, who are each responsible fQr certain geographical zones within 
the city, develop jobs for clients, they set up the intervievi. Clients are encouraged 
to call back with the results of their interviews. If theY do not call within five 
days, the job developer calls the employer. If the clientVhas been placed~ the·· 
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job coach vlould conduct a folloltl-UP with the employer at five, thirty and 
ninety days. Opel'ation DARE only counts clien:ts once. Therefore, if a client 
loses a ,job, the ,job developer keeps \I/orking with the client but \'/on't count, 
the successive placements. 

.-:::-

Job developers use a master list of Chicago employers in their efforts to develop 
jobS. Each job developer has a copy of this list, v/hich is also maintained in 
the py'ogram's computer files. Hhenever job developers initiate contacts \'Iith 'a 
new employer, they must fill out an employer initialization form. This notes the 
employer 1.0; number (all employers are given an 1.0. nUMber so that they can be 
accessed off the computer), the date, the name of the employer, the address and 
job titles at the company. Additionally, the appropriate O.O.T. code for those 
job titles is entered as is the nUlilber of slots, starting salary', prerequisites, 
the size of the company, the company's best season, average turn-over rate, and 
educational prerequisites. The job developer also must enter his or her own 1.D. 
number. This initialization form is then referred to the computet' specialist, 
who codes it and enters it in the computerized employer file. 

Each time a job developer contacts an employer, whether it is an "old ll or "ne\'lH 
employer, he or she must complete an employer contact form vlhich includes much of 
the same information on the employer initialization form. The reason for and the ' 
method of contact is also noted. This form too is referred to the computer specialist. 

Job developers also keep an employer file at their desks, noting company names, 
addresses, contact persons and referrals made to that company. Additionally, they 
maintain employer notebooks indexed by individual employer. In this notebQok they 
list the names of al1 clients referred to that employer" the date of intervie\'Js and. 
the outcome of interviews .. l'lhen a client is referred to a .job, the job developer 
completes a client referral to job form, \':hich notes the client's 1.D. number and 
name, the staff member's 1.0. number and name, the employer's 1.0. number and name, 
the job D.O.T. code and the jOt.' name. If the client is hired, a Dlacement form is 
completed and referred to the ccmputer specialist. ' 

Not all clients are referred to jt:bs.~~any may need other social services. Clients 
in the past were regularly refer'rec to the Departnent of Vocational Rehabilitation. 
However, with the shift in emphasis from behavioral disorders to physical disorders, 
DVR has stopped working with offenders. in the Chicago area and clients are no longer -
referred there. Clients are rarely ref'erred to the local Comprehensive Employment 
and Training Program beca,use the \'.Jaitiri0 list is extremely iong. Unless shortcuts 
can be achieved, the Itfait can be four to five months. Clients in need of educ;ational 
services are often referred to vocationa'i '~ducation programs of local community 
colleges. 

These services are usually handled by Uie pro'J'ram's Supportive Service Unit. If a 
job developer believes the client needs housin~\, drug treatment, welfare, or any 
other serviees, he or she refers the client to '1.\be Supportive Service Unit. These 
staff member-s s~end several days each \'!ee!< in th~\ community'developing contacts \'dth 
local agencies. Each til)1e a client is referred tt\ a local agency, a referral to 
local service agency form is completed and referre\l to the computer specialist for 
incl usi on in the cl i ent 's computeri zed file. 

\ 
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c., Fall ow-Up 

After clients are p'laced on jobs, 'it ;s the responsibility of the appropriate' 
jOQ coach to maintain a check on the client's status and follow-up on employment 
at five, thirty and ninety days. This;s done with a specific follow-up form. 
It notes the client's name and 1.0. number, the staff member's name and 1.0. 
number, the employer's name and 1.0. number, the job O.O.T. code and the job nali1e., 
The dispos"ition of the client is checked on the form. It may be: actively 
employed, deceased, dropped from sight, fired, failed exam for job", failed 
physical for job, laid off, not hired, didn't go for the job, quit the'job, 
returned to jail or returned to p'rison. After it is completed by the job coach, 
it is referred to the computer room, where the information is added to the employer 
and client files. . ' 

If clients are successfu~ly employed.after'ninety,days. they are positively tenni­
nated from Dl\RE. The computer autoP1ati cally drops clients after ninety days or 
after the program has had no contact YJith the person for four months. If a cl ient 
loses a job and'returns to the program. the appropriate job developer will do an 
up-date interview and complete a pre-dated thirty or ninety-day follm'l-up form 
noting that the client has been laid off, fired, or quit a job. After the client 
is placed ?gain, the job coach \'Jill then resume performing follo'll-u'ps on the 
client. However, for program record-keeping purposes, only one placement is counted 
for each client. 

, . 
Although DA~E clients are considered successful only if they remain on the job for 
n1nety days, they must be officially terminated from CETA after placement or a iob 
for a thirty-day period. If a IIsuccessful" client loses a job and is placed again, 
this placement does not count for CETA purpqses. Because of the record-keeping 
requirements, DARE no\'l reports persons who quit and obtain better ,jobs 'as negative 
termination for CETA purposes. 

D. Data Availability 

Operation DARE submits monthly and quarterly reports to the State MEP. These ar~ 
based on monthly reports turned in by all job developers and job coaches. As an 
example of the kind of information collected in monthly reports, the July, DARE 
report is presented on the follovling pages. . 

Operation DARE also submits monthly re90rts to the Illi~ois Law Enforcement 
Commission, the Illinois DeDartment of Corrections and the Governor1s office. 
Supervisors at the probation and carole offices often also receive these rerorts. 
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Operation DARE; July. 1976 

During July, DARE placed 120 clients in training slots or jobs. 

Employer Contacts 

New Emp 1 aye rs 420 
. 

--
Old Employers 654-

Total Contacts 1,07L!· 

(11.2% of these contacts resulted in placements.) 

. 
Counseling 

Federal Ne\'J 35 

Federal Old 25 

Coun~y New 72 

County Old 40 

State New 125 

State Old 126 

Total 393 

473 clients came in to DARE. 

'I l., 
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Referrals to Emp10yment/Trainin9 

In Julys 523 di fferent ",'eferra 1 s were made to ,jobs or trai ni ng, resulti ng 
(by system): 

'State System - 336 interviews* (245 different clients) 

81 were R1aced in el11ployment 
17 agency referrals· 
37 no referrals 

109 schoo1/training/emo10yrnent sti 11 pending 
66 \'Jere not hi red 

7 refused jobs 
14 did not reDort for 'i nterv i ei'J 
1 returned to prison 
1 never sta rted 
3 se 1 f ~1 acements 

(Of the 109 pending: 83 jobs; 26 school/training) 

* 175 (1 referral); 50 (2 referrals); il (3 referrals); 
7 (4 referrals) 

County System - 98 i ntervi eVls* "( 81 di ffe}'ent c 1; ents) 

16 \.'Jere olaced in employment 
2 were 2laced in school/training 
7 aaency referrals 

f--",., no referrals I 

39 school/trainina/emn10vment still pendinq 
17 not hired 

3 di d not reoort for i ntervi ei'l 
1 refused job 
1 returned to jail 
1 temporary vwrk 

(Of the 39 pending: 24 jobs; 15.school/training) 

* q8 (1 referral); 10 (2 referrals); 2 (3 referrals); 1 (4 referrals) 



• 

• 

• ~ 

• i 

• 

• '1 

• .~ 

• .. :J 

• , 

E 
t 
r 
I 

-55-

Federal System - 89 interviews* (67 different clients) 

21 . were olacedin employment 
28 school/training/employment sti 11 IJending 
24 no referrals 
5 were not hired 
4 did not renort for interview 
3 aqency referrals 
2 self olacements 
2 refused employment 

(Of the 23 pending: 26 jobs; 2 school/training) 

* 49 (1 referral); 14 (2 referrals); 4 (3 referrals) . 
Cl.assification of the 120 clients who received employment/training 

% of P1 acement 

State System 

1 out on arJoeal 
49 on active narole 
23 off parole 
8 maxed out 

17 \~/ork Re 1 ease - t1etro/HINO/DART 
1 case reversed 

Total - 81 67.5 

Fede ra 1 Sys tern 

8 i on active oarole 
4 f off parole 
3 I eTe 

Total - 21 17.5 

County System 

19 l probation 
7 'I off probati on 
2 I work release 

Total- 18 15.0 

Total Placements - July - 120 100. O~~ .. 
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Retention Rates 

After 5 days 86.7 July) 
-After 30 days 46.4 June) 
After 90 days· 28.3 1\0 rill 
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Figure 1 Operation Dare Client Flow from Entry to Job Coaching 
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Figure 1 cant.: Operation Dare Client Flow from Job ~baching to, Job Development 
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Figure 1 cant.: Operation Dare Client Flow from Job Development to Job Placement to Follow-up 
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Figure 1 cont.: Operation Dare Client Flow from Fo"ow~up to Termination 
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COMMUNITY CORRECTION~l SERVICES PROJECT 
FOR THE SIXTEENTH JUDICIAL CIRCUIT 

Program Settin9 

Program History 

The Community Correctional Services Project (CCSP), located in Geneva, 
Illinois, began as a strictly pre-trial screening and service delivery 
project funded by the State Comprehensive Offender Manpower Program .. 
It became operational December 1, 1975, and adjed a Model Ex-Offender 
Program component March 1, 1976. With this MEP funding, the proqram 
is now abl e to provide services from the pre-trial sta~e through the 
post-release stage. The CCSP now consists of two service delivery 
teams, a ~anpower screening unit and a manpower services unit. Currently, 
.pre-tria1 services are provided only to residents of Kane County, while 
circuit-wide services are provided to probationers and parolees. 

B. Objectives and Proqram EfTlphasis 

During the fiscal year 1977 it is estimated that approximately 600 
alleged offenders will be screened by the Manpower Screening Unit. 
ApPYbximately 240 vlill be enrolled in the program. Of this number, it 
i~ estimated that there will be approximately 200 terminations -- 140 
job plac~ments, 20 other positive terminations and 40 non-positive ter~ 
minatir:'l"i. 

CCSP serves the counties of Kane~ OeKalb, Kendall and OuPage and attempts 
to eliminate the cOrrJpetition between various parts of the criminal justice 
system which previously had individually approached employers and labor 
leaders to secure employment for ex-offenders. The stated goals of the 
program are: 

• to provide a successful human services proqram that 
contributes to the positive growth of the individual 
and the community; 

• tei reduce the rate of recidivi sm; 

• to reduce the extent of qrowin0 r~tes of prosecutions, 
incarcerations, rearrests, welfare, and unemployment 
compensations; and . 

.• to reduce the extent of duplicated employment services 
and at the same time increase its effectiveness. 

C. Clientele 

Programactiv;ty was not officially be~wn until. September 1, 1975. 
September, October, and November of 1975 were utilized to screen, inter­
view, and hire program staff and plan program activities. Therefore~ 
applicants \'1ere .accepted as possible clients beflinning December J" 1975. 
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Table 1 presents the number of applicants for thp first six months of 
operation. 

Table 1: Applicants for CCSP by Month of Application 

, 
Month 

December 

January 

February 

t1arch 

April 

May 

TOTAL 

* Servi ce Unit caseloads. reached capacity ~ and intake was mon; tared to 
include only pre-trial~ pre-sentence~ and correctional facility referrals. 

Of 238 applicants, 145 or 60% were acc~pted, assigned to a services unit 
caseload and received some form of service delivery by t~a'y 31, 1976. 
The; r back9round status as c1 i ents within the crim"ina" justice system 
is presented in Table 2 . 

Table 2: Criminal Justice System Backqround of CCSP Clients 
(December, 1975 - r~ay, 1976) 

I. ca_t_e_go_r_y __________________________ ~ 
~ria1 ' , 
i I Pre~sentence 

Conditional discharge 

Probation 

~Jork Rel ease 

tJail 

Parole 

Ex-Offender 

TOTAL 

, ,; 



• .:,,~ 

• . \\ 

• 

• 

• J 

• :'\ 

• :~ 
{i 
\i 

, . . , .', .'. ", . - ~ ~ -... 
. "'~'''''_''''' ·t'·~"""""""~""'_Iooo_""",~""."",~~"':Ilo.-."",,,,, ............... -_: __ . ~'""'~_"'--.4"'_~ ... J,I,i. ~. 

-66-

Other background data on prooram clients served from December 1975 
throuCjh ~lay 1976 have been collected and ·are presented in Tables 3 
through 7 . 

Table 3: SQX 

~1al e 

Female 

TOTAL 

Table 4: Age 

17-18 years 

19-21 years 

22-24 years 

25-54 years 
. 55-64 years .. 

65 years and older 

~ . TOTAL 

Tabl~ 5: Race 

B1ack 

Spanish 

Hhite 

TOTAL 

95 % 

5 of 
/0 

1 00 ;~ 

6.9 % 

32.4 % 

55. 9 ~~ 

1.4 7b 

0.7 % 

2.8 7b 

100.0 % 

25.0 % 

66. 1 ~~ 

100.0 ;£ 

.., 
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Table 6: Education 

I Up to grade 8 9.7 % 
i 

1 Grade 9-11 50.3 % 
I 
• High School Graduate 31. 0 ~~ ! 
1 

Post High School 9.0 % 

TOTAL 100. 0 5~ 

Table 7: ~1ost Recent !.Jage 

less than $1.00 2. 1 % 

.$1. 00 to $1. 99 2.8 % 

$2.00 to $2.99 26.9 CI 
/0 

$3.00 to $3.99 34.5 01 
/0 

' - $4.00 to $4.99 13.1 % 

$5.00 to $5.99 11.0 % 

\' $6.00 and up 9.7 % 

TOTAL 100. a % 

Of the 145 clients served, 14 percent had been registered with the 
Illinois State Employment Service; 60 percent were economically dis­
advantaged; and 13 percent \'1ere receiving sOrle form of public assistance. 
Clients had been employed an average of 24 weeks out of the last 52 and ' 
had stayed with previous jobs an average of 31 weeks. Clients had been 
arrested 1.6 times and had been convicted 1.1 times during the prior 
12 months. 

D. Fun,ding 

fundi og for the CCSP \'/as obtained through CETA 4 percent funds from the 
Governor's Office of ManpoVler and Human Development and from the local 
CETA prime sponsor. In fiscal yeai 1977, the program is also hopeful of 
securing approximately $30,000 from the four county boards in the area 
which it serves. The funding received in fiscal years 1976 and 1977 
is presented in Table 8. 

• 
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T:tble 3: Funding for cesp, Fiscal Years 1976 and 1977 

Tjn];; _P eriod 
Source of Funds Amount Start Datej End D~ 

Governor's 4~ Discretionary Funds $57,599.25 7/1/75 6/30/76 I 
Kane County CETA Services I $39.405.00 1 711(75 6/30/76 

Governor's 4~ Discretionary Funds 
. I 

- $90,074. 00 i 7/1/76 6/30/77 

Kane County CETA Services $87,924.00 7/1/76 6/30/77 

E. Proqram Orqanization 

The CCSP is organized into t','IO service delivery teans, a manpower screen­
ing unit and a manpower services unit. The manpower screening unit is 
responsible for screening alleqed adult offenders who are ineligible for 
or are unable to afford bond release from pre~trial incarceration. The 
screenin~ unit tealTt recomends to the pl'esidinq jucqe either a release 
on reco~nizance (ROR) or supervised pre-trial release (PTR) \,Iith deferred 
prGsecuti on and presents an enployabil i ty pl an for those defendants \'Iho 
qualify. Contingent upon judicial agreenent, eligible defendants are 
then referred to the manpower services unit. The s~rvices unit provides . 
job develo~m~nt, counseling, coaching and job placenent services. When 
necessary, it also provides educational -and vocational training, a11m-l­
ances and supportive services such as day care, medical treatment, and 
transportation. 

The services unit also receives direct referrals frof11 other points \·,ithin 
the criminal justice system, including adult and juvenile probation, 
adul t parol e, and State-operated adul t con~ecti ons faci 1 iti es. 

While the program'i central office and diagnostic center are located in 
Geneva, local intake offices are located in Aurora, Elgin, and DeKalb. 
Most program clients reside in those areas. The program director, 
responsible for administering program operations, operates out of the 
Kane County office. He;s assisted by an assistant director, an intake 
coordinator, and a services unit coordinator. Each proqram office has 
staff members designated to handle .intake and career deve1opment. The 
career developers are responsible both for client counseling and job 
dev'elopment and placer.1ent. The CCSP also elr,oloys a psychiatric intern, 
two interviewer interns and a data control clerk. The data control 
clerk i$ responsible for supervising data flow into the program's com­
puterized files. The CCSP employs <l t'ypeVl\~iter terminal vlhich is tied 
in to the Northern Illinois Univers~~ty computer. The terminal is also 
connected to .the t4EPcomputer in Chic~go. The director of the Kane 
County Diagnostic Center, \'Jhere CCSP centl~al offices are lecated, pro­
vides technical assistance and perforrls all necessar.Y programming. An 
organizational chart of the CCSP is presented in Figure 1. 
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II. Client Flow 

A. Entry 

Prison releasees may be referred to the CCSP in a number of ways, includinq 
by MEP representatives in the State correctional facilities. How~ver, 
problems have been encountered in this process. Currently, the majority 
of prison releasees are contacted not through these MEP representatives, 
but throu~h personal acquaintances of the program director at the various 
institutions. In the future the progra .. will be receiving print-outs 
from the central tiEP office of prosPective parolees around the State 
who will be returning to the Kane County area. 

Prison releasees are also referred to the proqram by relatives, friends, 
other ex-offenders, and parole officers. Jiost parQl~es have been referred 
to the program by their parole officers, \'Jho usually telephone and make 
appointments for applicants. 

Once a prison releasee or the releasee's parole officer makes contact 
with the program, the appl icant is schedule,d for a program interviel:J. 
This interview usually lasts 30-60 minutes, durin~ which time the program's 
objectives and procedures are explained. The intake counselor 'explains 
CETA policies and CCSP procedures. These include termination policies 
(rearrest means termination) and referral policies (clients with drug 
proble~s must be in authorized drug treatment programs for two weeks before 
services can be provided). At this point, the applicant completes aCETA 
application. This application notes personal information, labor force 
status, faP.1ily infQ}~mation, educational history~ previous training exper­
ience, vocational interests~ and health status. Both the applicant and 
the intake worker sign the form, which includes space for intake worker 
notes. 

The intake worker then comoletes a CETA Applicant Personal Information 
Statement (API) and the applicant fills out a work history form, which 
details the applicant's institutional work history: job assignments, 
tasks performed, tools and equipment used, reasons for changing assign­
ments, and self-evaluations0f skills learned. A CETA Income Statement 
and a second cl ient \'1ork hi ,-".ory fo~m are then compl eted. The latter 
concerns jobs performed, outside the institution. This is a required CETA. 
forr.!, and notes employer names and addresses, 1 ength of jobs, pay, and 
reasons for leaving. The applicant then signs a CCSP Release Form which 
authorizes the release of any and all pertinent information to the prograrn. 

Those applicants who do not meet local prime sponsor eligibility require­
ments related primarily to residency are referred to either the appropriate 
CETA prjme sponsor or to other local agencies or programs. After the 
initial intervievl, the intake vlOrker attemots to verify much of the 
information supolied by the client. Usually the client's high school, 
most recent employer or employer of longest duration are contacted. 
Information requested from the most r~cent employer typically includes 
date hired, last day worked, position t;itle, final salary, quality of 
\'lOrk ratinq, quantity of ~'1ork rating~ attendance record ratinq, estimate 
of ability to get along with others. and lost time due to industrial 
injury. The employer ;s also asked the reason for the appl;carit's leav­
ing, \'/hether or not the appl icant \'Jould be rehired, and, if not, \-thy? 
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It takes approximately two weeks For staff to determine whether a client 
will be accepted pr vendorized. Usually about 50~ of the applicants 
are accepted intcl the program. The other 50% are ineligible, or are 
eligible and do not return because they have secured a job on their own, 
are not sincerely interested, or have been rearrested. After verifica­
tion is completed, an applicant's foldEr is "staffed"; the client is 
invited for testing through an acceptance and cor.gratulations letter; 
and the client is r.lailed an er.1ployment history form to complete and 
bring in on the day of the testing. 

B. t:1tervention 

Of those clients accepted, approximately 48% show up on the appointed 
testing date. Those clients who do not appear are contacted through mail 
or phone and encouraqed to return. Testing is given in gO-minute sessiQns, 
one each in the morning and evening. Clients are given the revi.sed BETA 
and the l'lide-Range Achievement Test (\~RAT). At this time, the employment 
form the client received throuqh the mail is added to the client's file. 
This four-page form includes information concerning the clientlS living 
situation, health status, military history~ and specific educational 
history. The client is asked: which courses he/she took in school, 
'.'Ihich courses he/she disliked, \'Jhy he/she left school, if he/she desires 
to return to school, and dates of ali education. Specific information 
on a client's \'lOrk history is also collected on this form. 

Hhen the:testing is completed, the client is given an aopointment vlith a 
career deve10per in his or her area for the early part of the next week. 
Counselor assignments are made on the basis of caseload size. A master 
file with one copy of all information .collected on the client remains 
in the diagnostic center and a duplicate is referred to the assigned 
counselor. Before the first counseling session, the career develn,S\er 
will review the client's applications the last probation or parole report, 
if avajlable, all work history forms, written verification from previous 
employers, and all other pertinent information. 

The fi rst intervi e\'i betv/een counselor and cl i ent is a IIqet to know ll 

session. The counselor shares the testing results with the client, 
emonasizinq that the BETA test results shm'1 Dotential and that the ~JRAT 
results only indicate acad~mic performance to date. The counselor attempts 
to persuade the client to decide what he or she personally would like to 
do without making any decisions for the client. A sample budget is pre­
pared in order to help the client gain perspective on the financial 
resources needed to live on a daily basis . 

When the client and counselor agree on a course of action to be taken, 
they both s i qn a program cormnitr.1ent contract. Thi s contract sets 
forth the objectives to be achieved during the client1s participation 
in the program and any specific act~on needed to achieve the objectives. 
The client agrees that failure to carry out any of the agreed upon steps 
may result in termination from the program. A copy of the contract is 
kept in the counse1or 1 s file and one copy ;s sent to the diagnostic 
center. Staff may then fill out an applicable CETA Training Plan Form." 
However, often these forms are not completed until the client is terminated. 
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After this first interviev/~ client and counselor establish a schedule 
of appointments, usually once a week. ,Dut'in~1 this dille period; the 
client and counselor both attempt to secure jobs for the client. To 
date, the program has contacted approximately 250 employers. Of these, 
approximately 55 have hired program clients. In the near future, the 
program will be instituting job-readiness and career development classes 
to assist clients in the joh-seeking process. They will be taught by 
the servi ce unit coordi nator, who vii 11 no longer carry an acti ve case 
load. 

Most career developers spend the majority of their time in the community. 
The approach they use is not one of "soc ial consciousness," but one of 
providing employers \'lith quality services and screened employees. The 
career developers emphasize that they will screen applicants, provide 
background information about educational level, skills~ and verified 
work history. They usually set up interview appointments themselves, 
'but do not accompany clients to the interview~. Township lines are 
used to divide job development tesponsibilities anonq the career developers. 

Whenever career developers contact a new e~ployer, they complete an 
Employer Initialization Form. Contact-by-contact records with indivi-
dual employers are also noted on Employer .Contact Forms. Job Order Forms 
are completed whenever specific jobs are located for program cl.ients. 
All this information is channeled to the proqram's master employer file, 
an updated employer book maintained by the services unit coordinator, 
and the program's computerized file. No career developer can make a 
referral 'to a job unless that company is located 'dithin his or her 
assigned geographical area. If no openings are available in the career 
developer's assigned area, he or she contacts the other career developers 
in the same office. If this proves unsuccessful, then the career deve­
lopers at other offices are consulted. All services unit staff meet 
each Frida'y to review current ,job openings and availability of clients. 

Usually, it takes approximately three job referrals for a client to be 
placed. However, the program does maintain "favorite" stop-gap employers 
who can provide immediate employment for clients in dead-end jobs. These 
employers are only used "'hen clients need immediate money. In these 
cases, clients must be terminated from CETA bn CETA Termination Forms. 
If the client leaves that stop-gap job, and later returns to the program, 
he or she is treated as a new client (old forms are copied and the dates 
changed). 

Before cl ients are referred to any job intervievl, the career developer 
must revie\\f a check1 ist of intervie\" techniques al;d suggestions. Addi­
tionally, before the intervie\,1 the cl ient completes t\"O standardized 
employment applications. The first one is completed by the client on 
his own after the client and counselor have reviewed half of the job 
interview checklist. Then the client and counselor complete another 
form, and the client may take this form to the job intervievl. 

When clients are placed, the career developer corepletes the Client status 
Report Employment Form. This notes the client's nar.le and address, place 
of E!mploynent, starting date, the contact at the company. hours and wages, 
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supervisor, and job title. One CODY is sent to the client's parole 
officer, one to the program's master file, and the career developer 
retains one coPY for his or her 0\'1n file. If the client is placed in 
education or training, a similar form is completed and channeled to 
the same places. At placement, CETA termination reports are also com­
pleted, even though program staff follow up on clients for six months. 

C. FolloVI-UP 

\~hen employment or training fotms reach the main office, the intake unit 
establishes follow-up procedures. The intake unit tracks follow-up 
schedules for clients and sends a notification of "fo11ow-UDS due" 
to the appropriate career developers .. Follow-up is Derform~d at five, 
30, 90, and 180 days I-lith both clients and employers. 

D. Data Availability 

The CCSP maintains four data storage ~roups for all persons who are 
screened and serviced. These groups, totalinR 125 client variables, 
are: background and demographics, services unit participation, termin­
ations and follow-up. Data is collected and stored both by the client 
and by the data group .. 

The computerized files are utilized to do monthly client characteristic 
summaries for MEP reports and monthly cross-tabulations to track program 
services. For example, the program usually tracks changes in the per­
centage of offenders served by race, sex, or offender .status. The. 
director conducts these checks in order to make sure that the program 
is not ovel"- or under-representing certain sub-populations. The com­
puterized files are also utilized as a management to.ol to assess the 
perfor~ance of program staff . 

A six-month in-house evaluation of the program was conducted covering the 
months December, 1975 through June~ 1976. The service delivery analysis 
sho\!/ed that of the 145 clients vfho were assigned to 'the services unit, 
59% were placed in competitive employment. Of these, 85% were still 
employed as of the end of June. T\'lenty-six pel"Cent of all cl ients 
participated in trr,lining or work experience, as shown in Table 9. 

., . 
c 



" 

• 

• 

• 

• 

• 
\ I 

• ,~ 

• 

• ,.\a 
, 
\ 
\\ 
\, 

H • (.. .... ... ~.' 

, ... , ~ • ..... 'r ...... -......~,",; .... , __ ;>.h. ... ,~ ............... ~ ... ,,_......--"-,.+~~.~_~__ . .......""' ___ ,...,...,..-..-....~,.,~_l-'-... ".; ..... ~ ..•. _, "_ ........... ~: ..... ~;"'.f ........... .,,., .. "'N~.ot. .~; • 

-74-

Table 9: Number of Clients Participatinq in 
Training. Work Experience. and Counseling 

Pr:oject 

GED 

['lurk Experi ence 

Public Service Employment 

Vocational School 

Employment Guidance 

Intelligence, Academic and 
Vocational Testing 

Counseling/Supervision 

I Number of C1 i ents 

I 8 

7 

2 

5 

17 

145 

145 
I 

I· 
~--------------------------~----------------~ 

According to the program follow-up analysis, the rearrest rate for all 
served clients was 3.4%. For all placed clients, the rearrest rate was 
2.3%. As of May 31, 1976, 99 of the 145 services unit clients had com­
pleted pro9ram participation. Table 10 illustrates client program status 
as of the end of May. 

Table 10: Program Status of Services Unit Clients 

I Status 1 Number 
I 

of Clients 

Successful/Positive Terminationsi 86 

Unsuccessful Terminations 13 
I 

Currently in Servi ces Unit i' 46 

I Vendorized at Intake to Other ! . ! Agencies 7 

The program also tracked the average hourly wages of successfully placed 
applicants by month of placement. The averaqe waqe at placement at the 
time of the study was $~.69, a ~a;n of .08 per hour over the clients· 
previous wages. Table 11 presents the average hourly wages by month of 
placement. 
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Tabl ell: Average Hourly :!age b'y !'1onth of Pl acernent 

The program also attempted a public benefits/public costs analysis. Recog­
nizing that tV.1O years of client service and fo11m'l-up data is the general 
standard for an accurate cost/benefit computation, the prooram believed 
it was possible to generate a model for comparing costs with benefits 
and fit current data to the model to have an early estimate of program 
efficiency. The model utilized uses projections of job retention rates, 
rearrests, convictions and welfare consumption to compare clients· . 
careers before and after program service delivery. In December of 1976, a 
random drawn control qroup of non-program offenders will be studied and 
contrasted with the clients served ~p to that time. 

The model and the appropriate program information are presented in Table 12 
0n the follQwin~ page. 
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Table 12: Cost/Benefit Analysis 

Tyoe of Costs Amount 

~------------~'--~'~----~*~'------"---------~-----------4 

L 
I 
l 
i 

I 
! 
I 

I 

. 

Direct costs throu~h 11 months $62,203 
{ . 

Indirect costs (rent, utilities, phones) ** 

Agency costs for vendored referrra 1 s . 

1. 

II. 

*' 

Total Costs 
Iii, Type of Benefits 

To Commurl1 t.v,; 

a) Jail time saved for 13 pre-trial and 
ROR clients (30 days @ $lO/day) . 

b) Arrests saved after first year of 
service delivery (58 arrests X $210.) 

c) Convictions saved after first year of 
service delivery (40 convictions X $180.) 

d) Jail time saved for 58 arrests and 40 
convictions with 3 month jail time average 

e) Di rect cri me costs for 40 property 
crimes with $250 average loss 

f) Tax dollars generated by increased client 
wages, see Part II 

g) Unemplo.y.ment benefits arid other \'Ie1 fare 
consumption saved 

Total 

Cost-benefit ratio: 2.58 

to Clients: 

Increase in average wage (.08) X increase in 
job retenti on rate of 5m~ :: yearly do11 ar 
income increase of: 

Times 
. Eighty-six clients placed to date: 

$ 5,350 

$ 4,200 

$71 ,753 

$ 3,900 

$12,180 

,$ 7,200 

.$41~690 

SlO,OOO 

$28,090 

$82,200 

$185.260 

'$ 2,313 

$198,918 

**inc~udes three monthsnf one-time p1anninq period costs 
includes Diagnostic Center and three outer offices 
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THE VOCATIONAL ALTERNATIVES PROr,I{Ar~ 

I. Proqram Setting 

A. Program Hi story 

The Vocational Alternatives Program (V.A.P.) of Decatur, Illinois was started 
by bIO men, the Executi v.e Di rector of the r1acon County Rehabil i to>tion Center 
and a clinical psychologi.st at the county mental health center. :'Recognizing 
the need for employability services for prison releasees and probhtioners 
residing in Macon County, they began in 1973 to review available literature' 
and visited existing ex-offender emnloyment programs. They wrote a proposal 
and presented it to the State Department of Vocational Rehabilitation. At 
that point in time, the 1973 Rehabilitation Act was passed, shifting emphases 
away from behavioral disorders and towards the more severely handicapped. 
However, the legislation was not yet being implemented at the local leve'l~ so 
ex-offenders (usually accepted under the behavior disorder category), were 
still considered a high priority group by-vocational rehabilitation staff. 
Initi ally, the program recei ved $11 a ,000 anrl It/as under the authori ty of the 
r~acon Cqunty Community Mental Health Board, an arm of the county government. 

The Vocational Alternatives Prn~ram became operational on July 1) 1974. At 
that time~ the program operated with five staff members and dealt only with 
probationers. However, it became apparent that the number of probationers in 
Macon County was not sufficient to supply adequate case load for the staff . 
Therefore, :the program began serving parolees in November 1974 . 

In May, 1975, the Director of the Vocational Alternatives Program contacted the 
Director of the Illinois Model Ex-Offender Progr~m. As a result of these dis­
cussions, a proposal was written and the Vocational Alternatives Program became 
a component of the MEP in March, 1976. Under this contraot, the program places 
parolees in full-time emp1oyment. If parolees are not'job-ready, they are 
channeled through the regular V.A.P., receiving job readiness training and work 
orientation evaluation. . 

B. Objectives a'nd Program Emphasi s 

The goal of the Vocational Alternatives Program is to place probationers and 
parolees into meaningful, full-time employment. The program is divided into 

. three phases, each with its own objectives. 'Phase One, weeks one through four, 
is devoted to client evaluation. It is designed to assess the potential of each 
individual to secure and maintain employment as \'/e11 as to determine vocational 
areas where a high probability of success exists. The second phase of the p~~o­
gram is devoted to work adjustment training'. The goal pf this phase is two-
fol d: to provide an opportunity to strengthen and recei ve feedback on vlOrking 
behavior through placement on a part-time job and continuous evaluation, and to 
expand on the client's employability skills. The third phase of the program, 
after a client is hopefully placed in full-time competitive employment is 
devoted to follpVJ-up activities. The objectivec; of follow-up are to identify 
and assist the client in resolving any problems which may be a hindrance in 
ma"intaining full-time emDloym~J)t. 

\\ 
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During fiscal year 1977, it is estimated that approximately 270 individuals'. 
will be enrolled in the Vocational Alter~atives Program. Of the 240 clients 
who will be terminated~ it is estimated that there will be 155 job place- . 

. ments and other positive terminations, and 75 non-positive tenninations. 
A:;proximately 30 individuals will be enrolled in this program at the end of 
th! fiscal year. 

C. Cl iente1e 

To be eligible J0f the V.A.P., applicants must meet the three Department of 
Vocational Rehabilit~tion criteria. They must have a physical or mental 
disability, which tl1':J§t be a substantial vocational handicap, and they must 
possess the potenti a1 to '{'.:turn to gai nfu1 ,competitive empl Dyment as a result 
of Vocational Rehabilitation Services. Usually, clients! disabilities are' 
classified as mental disabilities of a personality disorder nature. 

Tliegreat majority of V.A.P. clients are young, white males. Most of the 
.cl i ents served thus far have been On probation. The demographi c characteristi cs 
of clients are sUlTillarized in Tables 1 through 4. 

Table 1 : Age l 
18-24 years 85% 

- , 
25-30 years 10% 

31-40 years 4% 
~ 

Older than 40 years 1% 

Total 100% 

Table 2' Sex . 

Male 98% . 
Female 2% 

Total 100% 
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Table 3: Ra'ce 

Hhite 55% 

--Black 45~~ 

Chicano . 0% 

Total 100% 

Table 4: Length of Last I ncarcerati on 

Less than 6 months lm~ 
-~-, 

6 months to 2 years 5mb 

Longer than 2 years 40% 

Total 100% 

f'l1ost of the program's clients are referr'ed by local nrobation officers. 
Referral scutces for the month of August, 1976, are presented in Table 5. 

-
Table 5: V.A.P. Referrals, August~ 1976 

-- -
Referral Source No. Referred " 

Federa1 Parole 0 

State Parole 4 

Probation . 8 

Serve-outs, Federal Pri sons 0 

Jails 2 

Other Community Agencies 7· 

Hal k-i ris 0 -' 

Other (describe) 0 
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Of the 21 persons referred to the program, '15 were enrolled, a typical 
percentaGe . 

DUring the initial tv/elve months of operation. the V.A.P. served the foll0l1inq 
clients: 

Individuals enrolled 94 

Individuals terminated 65 
Job Placements 65 
Other Positive Terminations 0 
Non-Positive Terminations 0 

Individuals still enrolled 29 

D. Funding 

In 1974, V.A.P. received $94,349.89 from the Illinois Division of Vocational 
Rehabilitation and $5,390.63 in contract income from O.J.E. employers. 
Currently, "its budget is divided with 48% representing CETA 4% funds from the 
Governor1s office to fund MEP activities, and 52% from the Division of Vocational 
Rehabilitation. Ninety-eight thousand dollars is being received from the former 
source and $102,000 from the latter. 

Because the 1973 Vocational Rehabilitation legislation is now being implemented 
at the State and local levels, the Illinois Division of Vocational Rehabilitatioh 
is conside~ing cutting back on or terminating funding for the Vocational 
Alternatives Program. The program is currently in the process of securing 
support and letters of recommendation from cOITmunity and State officials within 
the criminal justice system in order to persuade the Illinois Division of 
Vocational Rehabilitation to continue its funding. 

E. Program Organization 

The Vocational Alternatives Program is a ten-week program which combines 
instructive information on job procurement and retention, on-the-job 
experience, job placement, and 42 weeks of follow-up to assist job retention. 
As stated previously, the ten-week pro~ram is divided into three phases. 

Phase one is a four-week evaluation designed to assess clients1employability 
potential. Following the evaluation segment; of the program, a vocational 
plan is established with each participant. This plan becomes the basis for 
either direct placement or continued work adjustment training. 

Phase b/O, six \'meks of vlOrk adjustment training, provi des an opportunity for 
the client to strengthen and receive feedback on working behavior and expand 
employability skills. An integral part of this phase is intensive community 
intervention by program staff.. . 

Phase three consists of placement and fOllow-up. At the end of the ten-week 
program, it is expected that each program participant \,li11 be placed into 
full-time competitive employment, with fol)ow-up services provided regularly 
by the V.A.P. staff for 42 \'Jeeks after the participant's graduation. The 
program1s overall goal is that 6mb of the participants maintain employment 
for a peri od of one year. 
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No longer under the author; ty of the Macon County Communi ty Health Board', 
the V.A.P. has its o",n Board of Di rectors "'.hi ch the Executive Di rector reports 
to on a monthly basis. Currently, the staff consists of: theexecutive 
di rector, h'/O job developers, two ori enta ti on and eva 1 uati on group workers, 
a job class group vwrker, a manpower screening' specialist, a community worker, 
one executive secre~ary, a secretary-receptionist, and a maintenance/trans­
portati on worker. "1 

The executive director is primarily responsible for daily progr,am administration 
and decision making. His responsibilities include fiscal management, coordina-. 
tion of public relations efforts and providing a liaison \'Iith state and local 
agencies. He also maintains an active case load of "problem clients." The 
t\'10 job developers maintain ongoing contact with area employers, attempting 
to both place clients in temporary on-the-job evaluation positions and to find 
full-time, competitive employment for job-ready clients or program graduates. 
Each job developer also has an active client case load. The orientation and 
evaluation group worker is responsible for conducting client orientation and 
evaluation, including interviews and testing. The job class group worker teaches 
the job skills classes for all incoming clients. ". 

The manpower screening specialist is responsible for screening pbtential 
participants for the ten-week job class program, for the placement of indivi­
duals in the t-'IEP, and for establishing work release projects from the Macon 
County Jail. He also seryes in a liaison capacity bebJeen the V.A.P. and the 
probati on off; ce of j·1acon County, the State's attorney, the Ci rcui t Court, the 
Macon County Jail and the Adult Parole Services of the Illinois Department of 
Correction~. Like other staff members, he also maintains an active client 
case load. 

The community worker is. primarily responsible for contacting clients in the 
community \'Ihen they have not appeared for class or for their jobs .. She also 
follows up on all program graduates. The secretary and secretary/receptionist 
maintain a'il program files, including the program's computerized file tied 
into the main MEP computer in Chicago, and handle all program correspondence. 
The fuaintenance/transportation worker, funded through the Work-Incentive 
Program, transports clients to and from the program and takes them, when. 
necessary, to on-the-job evaluation sites and employment. Two Vocational 
Rehabilitation ~ounselors serve as liaisons to V.A.P. They are responsible 
for supervising the process by which clients are determined:!) be eligible or 
ineligible for vocational rehabilitation services. 

I I. C1 i ent Flow 

A. Entrv 
y 

Referrals to V.A.P. come from a variety of sources. These include probation 
officers, courts, parole officers, the county jail, local service agencies and 
adult correctional institutions. The manpower screening snecialist is res~ons~ble 
for introducing the program to new participants. He Derfo~s an initial evalu­
ation of the clients' potential eligibility for the program. If clients\\appear 
not to meet CETA and Vocational Rehabilitat10n criteria, he will refer them to 
other appropriate social service agenci~s~ 

He is also responsible for screening and performing background searches on 
individuals in the Nodel Ex-offender Program who are in a position for direct 
placement in ful1-t;·me competitive employment. A\dditional1y, he identifies 
sentenced residents in the Macon County Jail who may qualify for work release .. 
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In these cases, he establishes work release projects, which are facilitat~d 
by background searches with the Macon County'probation office, approval 
through the State's attorney's office, the:preparation of relevant documents 
for submission to the circuit court, and consultation with the prospective 
participant's legal representative concerning court hearings necessary to 
obtain court approval. 

If the manoo\'/er screening soecialist determines that the client may be 
eligible lor the program- and the client expresses an' interest in participating, 
an appointment is scheduled with the vocational rehabilitation liaison counselor 
to determine eligibility. Prior to entry the individual then meets \'lith the 
Director of V.A.P. who elaborates upon program procedures, including the V.A.P. 
payment policy. Students are paid up to $20 per week while enrolled in, V .. f1..P. 
This sum is reduced if the clients have an unexcused absence or are late to 
tlass. The $20 is an incentive check to take ~are of lunches and transportation . 
.l\fter the first paycheck, the client must pay for rides to V .. !'J...P. at the rate 
of 75¢ each. In the final week of the program, clients receive a check for 
thei'r' work on the O.J.E. slot. This is a small honorarium and is passed out 
to all clients on their completion of the ,pro~ram. A starting date is agreed 
upon \'Jith entry scheduled in groups of five clients every other ~'londay. Thus, 
a starting date is never more than two weeks from the initial interview. 

B. Intervention 

Each ne\'I V.A.P. group starts the nrogram on ~ionday, which is considered to be 
.,./eek one. At this time, the secretary-receptionist obtains a,list of new grout) 
members from the manpower screening specialist. This list includes the name, 
address and phone number of each client .. A new file is then made up for each 
client, a name label typed on the file, and the files are placed ;n the central 
file. The names of the ,new clients are also entered in the program log, a 
client activity sheet and a team leader assignment sheet. 

The log is a combination of groups who have entered the program. Each group 
is 1 isted on a log sheet, wi th the group numbers and the group entry date 
listed belo\'J. On the log, across the page, are listed several items \'Ihich 
should be in the client's file in the course of participation in the program. 
Nhen one of these items is ready to be put in the client's file, the secretary 
checks it off ori the log and enters it in the file. 'The team leader sheet 
lists the names of all program staff members. \I!hen a new group starts in V.A.P. ~ 
each client is assigned a staff member to serve as his or her team leader. The 
identity of the last team leader to be assigned a client from the orevious week 
determines \'Ihich team leader ",lill be assigned the next ne\'/ client from the 
following new group . 

Heeks one through four are designed to assess the potential of each individual. 
Many comnunity resources are utilized during the evaluation process. Input is 
received from a consulting psychologist and graduate students and area ~l"ofes­
sionals in the areas of medicine. personnel and business management. During 
\'!eeks one and bID participants complete a battery of tests to determine interest, 
ability~ aptitudes and psychological profiles. These include: 

• l~ide Range Achievement Test (~IRAT)- achievement ;n spelling, 
arithmetic and reading; 

• ~100ney Problem Checklist - self-reporting personality inventory~ 

• SRA Non-Verbal Tpst - intelligence; 
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• General Aptitude Test Batteries (GATB) - measure of 
vocational aptitude; , 

• Minnesota ~lultiphasic 'Personality Inventory (t1MPI) -
self-reporting personality inventory; 

• Quick Test '- measure of verbal aptitude; and 

• Jesness Inventory - self-reporting personality inventory . 

After a nevI file is established, an entry card for each member of the new 
group is made up which lists the client1s name, address and telephone number, 
referral source, group number, date entered and date graduated. These cards 
are put in a separate,file, with an 1.0; number assigned to each client . 

During the first several \-leeks devoted to evaluation, a complete package of 
information is developed concerning new clients. An emergency medical authori­
.zation form is completed by the end of the first day of class participation. 
It is the responsibility of the orientation evaluation group ~'iorker to complete 
each form on a new client. This form notes if the client is under the age of 
18, in 0hich case it must be signed by the client1s parent or guardian. 

Applicable CETA forms are completed by the fourth day of the first week. It is 
the responsibility of the'manpovler screening specialist to complete most of 
these forms and have them si gned by each part; ciuant. The CETi\ forms consi st 
of a client initialization form, which is accessed to the pro~ramls comouter 
for inclusion in the client1s cpmputerized file and transmitted to the Central 
MEP Office in Chicago, a CETA income statement and a l'lOrk history form. The 

"work history form notes the type of \'iork. desired, previous employers, previous 
job history, education, 'training skills. and hobbies or pasttimes related to 
work. This also is channeled to the program computer. Work history forms are 
completed by the job developers. 

The Vocational Rehabilitation application must be completed by the DVR/VAP 
counselor by the end of the ~10nday of the second \·Jeek. The application is 
completed, copied at the DVR office and a copy is sent to V.A.P. for filing. 
The DVR application package consists of: a data summary sheet "Ihich contains 
a variety of personal information on the client, the DVR Authority for Release 
of Information, a DVR Client Financial Analysis form.and a DVR Application 
for Rehabilitation Services and Release Authority. 

Physical examinations are completed by Friday of the second \veek. The 
scheduling of physicals for V.A.P. participants is' the responsibility of the 
orientation-evaluation group worker. Psychological examinations are also 
completed on each client by Friday of the third \,leek. These are the joint 
responsibility of the program1s executive director and~he consulting psycholrigist. 
The written evaluations include personal information concerning the client and 
identifying data, a brief summary of the client1sbackground and current 
psychological status. They are baseq on the series of tests administered to 
the clients by staff members. The evaluation includes an lIintegrated clinical 
interpretation,1I which isa summary of the tests taken and all information 
.collected concerning the client1s personality. One copy of the psychological 
evaluation is made after· completion and reviewed by the executive director. 
The original is filed in the clients 1 file and a copy is kept by the executive 
director, "'/hich is in turn sent to the DVR liaison counselor. 

" ,) 
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The first two weeks of the program nl~e utilized to introduce the concepts 
and lanQuage of transactional analysis as a 0ay of looking at behavior and 
making decisions about future 90als. Beginnin~ on r·1onday of. the third week, 
each client is olaced on an on-the-job evaluation (OJE) site where the client 
works for half ~ day, five days a w~ek. During the other half of the day 
the client is in job classes at the program's offices. , 

The OllE is designed to assess the client's ability to accept and discharge 
responsibility, to ptovide a step tOYfard assumin~ t:'e routine of ful1-time 
employment all1d to establish references for the client vlhen seeking full-time 
employment. Job classes provide the opportunity to t·!Ork through problems 
experienced on OJE and also provide ~~ny of the skills necessary to look for 
a job and retain a job once secured. OJE descriptions are completed by the 
end of the fi rst day of the thi rd \'Jeek. These descri ptions descri be the type 
of job the client will be placed in, the tasks assigned to the client, and 
the contact person at the company. Job developers complete these descriptions 
on each program participant. 

In addition to psychological and physical examinations. clients are evaluated 
during the second week of their participation by the job class group worker. 
It is the responsibility of the group \'iorker to complete such evaluations on 
each participant every t,'I'O \'/eeks, utilizing typical DVR progress training reports. 
These evaluations are reviewed with the clients and signed by the clients prior 
to being placed in the ~lients' files. Thev note the client's attendance, 
the rate of progress, quality of work, health status, attitude and difficulties 
in the course or other psychological or social difficulties. Activities covered 
during the .period are described and recommendations for improving ;JerforriJance 
included .. 

"Staffings" on eq.ch client are also comp)eted by Friday of the second week. 
Thereafter clients are staffed at least e.very other \'/eek while active in the 
program. Every Thursday a memo is circulated to the staff regarding staffings 
for the following t'/ednesday's staff meeting. Copies of this staffing memo are 
also sent to the liaison counselor at the Division of Vocational Rehabilitation, 
so he may attend each week's staffing. A Client Staffing Summary form is 
completed by staff members (team leaders) responsible for each client staffed. 
This- form includes items such as: objective client information, summary of 
client performance and status in job class, summary 'Of client performance in 
OJE, information regarding client's home life and interpersonal relationships 
which affect his or her program participation, recommendations for behavior 
change and long range goals. 

Durinq the staff meeting, these client staffing sUil"imaties a}~e read by the team 
leade~ and then discussed bv the entire staff. Th~ summaries are then given 
to the executive director, "\..,rho revie~'ls them, SUbmits them fOl~ typing and 
channels them to the DVR counselor. A copy of the staffing summary is also 
maintained in each client's file and a copy is returned to the team leader w~o 
prepared the summary. 

Uhile clients perform on OJE1s, they are regularly evaluated by their employer. 
The first OJE evaluation is completed by Friday of. ·the third \'/eek .. Thereafter, 
one evaluation is due each \'/eek if the lJal~ticinant is still \'JOrking on th~ OJL 
It is the responsibility of the job developer to prepare this evaluation in 
conjunction with the OJE employer and return it to V~A.~. for inclusion in the 
client1s file. The OJE evaluation asks the ~nployer to rate the client as 
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superior, above average, average, bl?lo\tl average, or inferior in the 
follO\·Ji n9 areas: 

• learninq and comprehension 
.. follows written instructions 
- follows verbal instructions 
- retai ns instructions 

• work attitudes 
- attendance and punctuality 
- motivation to work 
- production capacity 
- careful with materials 
- ability to complete job tasks 
- frustration tolerance 

• interpersonal relations 
- cooperation with peers 

reaction to supervision 

The employer is also asked if he or she would hire the client for the operation 
and if not, specifically why. The employer is also asked if he or: shev/ould 
recommend the client for other employment and to e~plain what duties the person 
can handle effectiyely. 

Individual 'written rehabilitation plans (nlRP) are pr~pared for each client in 
a team effort bebleen the client and team leader. They are completed by Friday 
of the fourth week. The HIRP includes tneclient's vocational goal and inter­
mediate objectives. It' details the servlces and activities required to reach 
the goal and a summary of services to be provided by V.A.P. Projected services 
to be provided by other cOlJlTlunity agencies are described in the plan, as is the 
client's personal participation. The client and counselor both sign the plan, 
indicating that the client participated in its development and understands and 
accepts it. A copy is referred to the DVR liaison counselor and one copy is 
kept in the client's file. . 

While clients are participating in the OJE and the job class, the piogramJs 
job developers attempt to secure full-time employmen:t for program parti cipants. 
Each time a job developer contacts a new employer, he completes an employer 
initialization form, .a copy of \'Ihich he keeps in his files and another vlhich is 
channeled to the pro!,]ram's computer. Each time contact is made \'Iit~ any emrloyer, 
an employer contact form is completed and the same procedure is followed. . 

Job developers, after observing clients on their OJE's at least once per week. 
begin setting up job interviews during the' sixth \'Jeek of program participation. 
Usually these are arranged during the time the client would be in job class. 
Often the job developers accompany program particioants to job interviews. 
Usually the job developer and the client's team leader meet during the sixth 
week and discuss the client's progress and goals. This is ,~ritten out in the 
form of a staffing, given to the client and discussed \I!ith him or her. To 
assist the job developer, resumes are completed by the ei'ghth \'Ieekon each 
program participant. These are done by the job class group vlorker and are 
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utilized by job developers to acquaint potential employers with prospective 
clients. Clients also take these resumes to all job intervievls. 

Job developers also work with slients who have lost their OJE slot or who are 
·unemployed. Those v/l10 have lost their OJE slot complete a job search 
contract, signed b~ both the job developer and the client, which requires 
that the clients see the job developer daily, receive daily job search assign­
ments, visit the assigned employers, register at the Employment Service, and 
attend job classes once each dqy. Clients are given job identification forms, 
which they must return vlith from all interviews to verify the fact that they 
visited the assigned employers. ' 

Job developers are responsible for completing weekly placement reports, noting 
the names of clients placed, the companies, positions and entry dates, starting 
wageS and how long the clients have been on the job. Copies are channeled to 
the other job developers, the program director, the DVR liaison counselor and 
the programs I, community worker. 

C. Fall Ol'f-Up 

The third phase of the program consists of job placement and folTm·l-up. At the 
end of the ten-vJeek program it is expected that all participants \,Iill be placed 
into full-time, competitive employment. If the job developers have not been 
able to secure a job for a program completer, they continue to vlOrk with the 
client in these efforts. After placement, the follow-uo procedures begin. 

Regular visits by the program community \'-lorker are made \'dth the employer and 
the participant for 42 weeks after the participant's graduation. The first and 
second month after a client has completed the program, weekly contact is made 
with the participant, the family and/or the employer. During the remainder of 
the one year period, contact with the parti8ipant, family and employer is on 
a monthly basis and/or an as-needed basis. Each time the community worker 
performs a follow-up, she completes a follm'l-up form, a copy of It/hich is placed 
in the client's file and a copy of ~"hich is accessed to the pro~ram's computer. 

After clients have maintained steady employment for 60 days, the DVR case is 
closed. However, V.A.P. continues following up on the clients until 42 weeks 
have elapsed. At that time, clients' files are deemed inactive and are placed 
in an inactive file. . 

D. Data Availability 

V.A.P. staff are evaluated on the basis of a Goal Attainment Rating Scale. Each 
staff memi?er, together \'Jith the executive director, determine appropriate objec­
t.ives for that staff position based on establ ished program objectives. For 
example, mairi'taining class attendance levels and developing class schedules are 
bID goals which provide a basis for rating the performance of the job class 
group ItJorkers . All i ndi vi dual staff goa lsare rated as: most favo-rab 1 e outcome 
possible, more than expected success, expected level of success. less than 
expected success and as least favorable outcome possible. The program's executive 
director and the individual staff members meet to rev;eH oerfonnance relative 
to staff objectives ·every blo weeks. . 

• 
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During fiscal. year 1976, a management audit and organizational operations rev'iew 
of the Vocational Alternatives Program, vias ,conducted by the t~acon County ~~enta 1 
Health Board. Recommendations were developed concerning V.A .. P.'s goals, 
organizational structure, operations management of services, administration. 
personnel and policy making, financial and services planning and implementation 
of the recommendations. Additionally, an evaluation of the program vIas completed 
by the Illinois Department of Vocational Rehabilitation's Program Evaluation' 
Unit in ~lay,1975. Conclusions reached concerning evaluation included: 

• Data collection is adequate in all phases of service delivery 
at V.A.P. However, data is not regularly compiled and, adequate 
reporting procedures have not been. developed. 

• A comparison might be made with a control group of 
offenders in Decatur or else\'Jhere to determine if V.A.P.ls 
employment goals are realistic . 

• Since' a client's better "social adjustment" and attitude changes 
were goals of V.A.P.,testing should be repeated subsequent to 
a client's graduation in order to provide a comparison with test 
results from phase one. . 

:. 

" 

•. j 



Ref~H'ra 1 
Source 

:!ar::Jc\·.'er 
ScrEening 
S~€c;a1ist 

V,R. 
Liaison 
Counselor 

Testing and 
Evaluation 

Secretary 

~. .; .• .~ .• 
• •• ..~. •• 

Figure 1: The Vocational Alternatives Program (VAP) Client Flow from Entry to Screening 
, . 

p",," r,-~ Person re- Person re" Referred to 
ferred by pro- ferred by othe another community ferredby pa-

role officer b.ation Off~1 COTnf'l. agency aqency 
1'rln ---== 
~~ t~anDOWer screener performs 

-.Yes 
Schedule appoint-

initial e1 igibil ity evaluation ~meet CETA- , ment with VR 1;a-
.' Rcr~ , 

150n counselor 

•• • 

" 

Applicant meets 
"- with VAP Dir., who 

./ expo VA? pol. & pro. 

--- --------- --------.:--'---------------------------------~-

J;)!J Class 

On-the-Job 
Evaluation 

Job Development 

Team Leaderl 
Counselor 

COr:1::lunity 
\':0 rkli! r 

---I: 

legend: . 

I 
.-\ 

---:,~ 

.. i .: 

"f~ 

I 
\.0 
(J\ 
I 

"" 

". 

Process Document 

• 

• ! 

t 
\. 

~.: 

, ,. 

t ~ 
; :~ 

, 
\ 
I I, 

f' 
! 
1 
1 
r 
( 

1 , 
i 
I 
r 

1: ' . 
. ' 



~-. 
---. ----------------.,. •• • •• 

Figure 1 cont.: VAP Client Flow from Screening to Intake 
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Figure cont.: YAP Client Flow--Testing and Evaluation 
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.F; gure cont.: VA? C1 ient Flow from Testing and Evaluation to Job Class and On-the-Job Evaluation 
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HELPING INDUSTRY R~~RUIT EX-OFFFNDERS (11.I.R.E.) 

I. Program Settinq 

A. Proqram History 

.Project HIRE began as an in-house program of the HoneYVJell Corporation or Ninneapolis, ~'innesota in 1968. At that time, Honeywell vms taking 
a lead role in the Minneapolis area in hiring ex-offenders. However, 
Honeywell could not hire all the ex-offenders being referred to its 
personnel department. At approximately the same time, a group of ex­
.offenders from Still'tlater State Prison were partic;patin9 in a Federal 
New Careers Program. The local office in !~nneapolis permitted them 
to attempt to start an employment program for ex-offenders. This group 
joined \'lith Honeywell and they incorporated as a State-wide, non-profit 

'agency to provide employment preparation, placement and follow-up serv­
ices to ex-offenders. 

For the first one-and-a-half years, the program was operated by ex-offender 
volunteers. vlith 1970 came the beginning of the recession, and many large 
corporations stopped hiring IIdisadvantaged ll clients. Additionally, the 
Minnesota State Parole Board became disenchanted with volunteer programs. 
It felt such programs had too much staff turnover and not enough continu­
ity. In early 1970, the New Careers Program was terminated. HIRE· 
attempted to secure Federal Department of Labor money and pri vate con-' 
~ri buti ons, but none were forthcomi ng and the program temporari ly di sbanded .. 

In 1971, it began again as a pre-release employment program at three State 
institutions, limited to inmates with a reasonable chance for parole. 
HIRE staff developed a two-week program for inmates which concentrated on 
several areas: 

• -communications, 

• family relationships, 

• financial management, 

• education, and 

• employment. 

In June, 1972, the pre-release program was for the first time made avail­
able at the Minnesota Correctional Institution forvlomen. However, in 
July 1972 the pre-release aspect'of the program terminated at the State 
prison. This event resulted when the prison was forced to alter its 
internal operations for security,rea$ons and could not permit sufficient. 

-time for the in-prison aspect qf HIR~'s program to function. Additionally, 
HIRE staff were'hampered b'y lack of classroom space in the institutions 
and there existed increasing coordination difficulties between HIRE and 
institutional staff. 

The HIRE pre-release program vIas follm'led by a post-release component, 
established in 1973. Currently, HIRE operates post-release emp'loyment 
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proqrams for two local CETA prime sponsors, Ramsey County and the Urban 
COP.1prehensive Employment Training Consortium (Hennepin, Scott, Carver, 
Anoka lifjld Hashington counties) .. In 1975, HIRE was approached by the 
M;nneos)~a,.cDepartment of Corrections and asked to resume pre-release 
progY'ammi ng at a designated pre-release center of a minimum security 
institution. Since that time, HIRE staff at the pre-release center, 
together with pre-release center staff, have been offering a traditional 
course in II wor k orientation". 

Beginning in October, 1976, HIRE will become an intake and assessment 
center for the ~linneapolis'Comprehensive Employment and Training Pr'ogram 
(CETP). In this context~ HIRE will be serving all disadvantaged clients. 
Because of this change, the program's name will become HIRED (Helping 
Industry Resolve Employment Disabilit~es). 

B. Objectives and Program Emphasis 

Since its inception, HIRE's primary goais have been to reduce recidivism 
and increase ePlployment success for persons released from t1innesota adult 
correctional institutions. However, HIRE has also established a set of 
primary objectives by which program and staff performance is measured. 
These objectives are presented in ~able 1 on the next page. 

A management information system is used to measure the program's success 
in achieying each of these objectives. Data is obtained from clients,' 
employer~, and other sources by program staff, given appropriate weights, 
and cOPlpared to minimum, goal, and opti-mal program expectations. This 
process is further d~scr;bed in the se.ction on data availability. 

r 



• 
, 

• 

• ,. 

• , 

• 
. " 

I. -108..:. 

Jable 1: HIRE Objectives 

~--- ---- --_ .. _ .......... 

PRIMARY OBJECTIVES 
, 

stable employment' L Obtain 

2 . Obtain job placement 
, 

employment2 3. Obtain other 

4. Obtain 3 and other services manpower 

5. Obtain other appropriate4· community services 

6. Obtain reasonable earnings , 

7. Minimize positive5 program ~ength 

8. Minimize other6 program length 

DEFINITION OF TER~1S: 

1. St~bJe Employment: 

2. Other Employ~ent: 

Employed on the 90th day following "job entry on 
a ful1~time (30 hours or more per week), non­
seasonal or temporary, unsubsidized job paying 
at least the minimum wage. . . 

Employed in part-time (less than 39 hours per week) 
temporary or seasonal employment. 

3 •. Manpower: Full-time participation in CETA or non-CETA training or 
employment programs or in the Armed Forces. 

4. Appropriate: Based on special list of approved types of community' 
service programs. . 

5. Positive Pr'ogram Length: Any terminee \':ho obtains benefit~ 1, 2, 3, or 4.' 

6. Other Program Length: Terminees in any te17fl1inated cate~JOr'y other than 
benefits l~ 2, 3, or·4. '-' " 



------
_.,..u.,..., ... ~;; ... IA .... q. .J.,..:.w.~~Ioto:..fJ"'<.-~,~~~~.:.w ... ~~~~;:.:~~_~ .. ;;, ... '·.- (-e, ·'1'" ~v .... ~!'~ ..... -, oS 0&.' If ".~-t, .......... ),,_ .. 't_r6¢H_· · .... "_.· __ "C ..... ,,,... '_ ..... ~ ..... ~I'~ 

e. 

o 

• 

• • 

• if 

• j 

• ) 

• ;\ 

.! 
.J 

/31 

-109-

C. Clientele 

. HIRE services are'offered to people who meet eligibility requirements 
for either Ramsey County or the Urban Comprehensive Employment Train­
ing Consortium CETA proqrams. In the latter case, clients must reside 
within the consortium area (Hennepin, Scott, Carver, Anoka, and 
Washington counties) and be unemployed ex-offenders. 

Table 2 indicates the number and sources of all referrals for the 
client~ found eligible to receive intake services and who were ter­
minated from the Consortium program during the period April 1, 1975 
through February 29, 1976. Of the 811 referrals accepted into intake, 
approximately 49 per cent It/ere under the legal supervisory jurisdiction 
of Hennepin County District Court, 46. per cent under the Minnesota 
Department of Corrections parole or work-release unit, and five per 

, cent were from other jurisdictions. 

Table 2: Referrals to HIRE, 
Urban Comprehensive Employment 

Trainin~ Consortium (April 1975-February 1976) 

Referral Source Number 

.. ,;Federal parole o 
State parole 165 

Probation 402 

Serve-outs, Federal prisons I 0 

Serve-outs, State prisons I 0 

I Jails. I 0 ·1 

Other community agencies 165 
. 

Hal k-ins 66 

Other (Describe) 13 
.,-

TOTAL 311 .. 

\ 

. 

Clients served by the Ramsey County HIRE program must reside within 
'Hamse,Y County and be unemployed ex-offenders. Most referrals to the 
Ramsey County program come from State or county probation and State 
parole agents. 
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Hire clients ' del'l09raphic characteristics. are summarized in the tables 
below. 

Table 3: Age 

18-24 years I 
75 % ! I 

I 

J 2::'-30 years ! 20 % 

I 5 % 
I 

31-40 years I 
I 

Older than 40 years o % ! 
TOTAL 100 % i 

\ 

Table 4: Sex 

~1a 1 e. 95 % 

Female 5 % 

TOTAL 100 % 

Table 5: Race 

Hhite 60 % 
I . Bl ack 30 % I 
I 

I Chicano o % 

t . Other: 
I 

Native American 10 % I 
~ 

"FOTAl 100 % 

", 

, . 

" .. 
, , .. ~ 
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D. Fundin9_ 

Project HIRE receives the majority of its money f}~OI'i1 the Urban Compre­
hensive Employment Training Consortium and the Ramsey County CETA prime' 
sponsor. It also receives funds from the Governor's 4% CETA discretionary 
money. HIRE funding for the past two fiscal years is summarized in 
1able 6 . 

Table 6: HIRE Fun~ing for Past Two Fiscal Years 

I 

: Time Period 
Source of Funds A~ount ! Starting Date End Date 

Mn. Urban CETA Consortium 9/30/76 

12/31/76 Ramsey County I 44,5341 11/1/76 
-G-o-v-er-n-o-r-' s-C-ET-A-(-pr-e---re-'-e-a-se-p-ro-q-r-a-m-) -+1-4-3-,-8-52--i-I-l-0-/-1-/7-5--~-9-'-/-30-/-7-6-1 

~----------~--------------~I -6-,-2-66~--7/-1-/7-5---+---6/--30/76 l' Dept. of Corrections'; State of Mn. 

I Mn. Urban CETA Consortium \116,500 I '/1/75' 6!-30/75 
r-----~------------~----i------~-~--I. I I Hennepin County 30,000 I 7/1/74 12/3}j74 I 

j 36,500 1 
I Ramsey County 1/1/75 I 12/31/75 

.contributions (est. 22K for yr~ before) ! 9,190 7/1/75 I 6/30/76 
! 

Fees (est. 7K for yr. before) I 7,944 7/l /75 I 6/30/76 
I 

E. Program Organization 

In both CETA jurisdictions, HIRE's services are delivered to clients in 
three program phases. They are: 

• employment and/or vocational training planning, 

• job and/or vocational placement, and 

• employment retention. 

., 

Intake technicians at both programs perform employability a.ssessment; general 
counselors continue this process and in cases whete clients are not job­
r~ady, hel p them prepare for enrollment in a. publ.i,c or private vocational 
training program, and counselors at 8C:;;hsite present a one-day course on 
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job-seeking skills. Additionally, a job development team works directly 
with companies in order to 'seek employment for HIRE clients. 

After HIRE clients are placed in a job or vocational trainina program, 
HIRE emphasizes'fallow-up services to assist them in remaining employed 
or in the programs. Services provided include employment adjustment 
monitoring, money management and budgeting, personal and employment 

. counseling, and employment upgradinq at the request of clients. 

In addition to general counselors, job developers, and intake techni­
cians~ HIRE staff includes clerical aides, instructors for the HIRE 
course at the ~1inneosta minimum security institution, a placement 
coordinator~ an accountant, a program coordinator, and the executive 
director . 

. The executive director serves as the chief executive officer for the 
corporation. His responsibilities inc)ude recommending corporate 
policies to the HIRE Board of Directors, administering HIRE's overall 
programs and activities, preparing goals, objectives, and program 
strategies, representing HIRE in all business and legal matters, con~ 
ducting research and evaluation of program effectiveness, and develop­
ing and implementing program personnel policies. The director also is 
responsible for maintaining effective communications with appropriate. 
government agencies and developing progr-am relationships with public 
and priyate employers. 

The program coordinator is responsible for supervising all counseling 
functions, attempting to keep activities as consistent as possible 
across HIRE programs. The coordinator also generates all monthly 
program reports and maintains contact with contract administrators. 

II. Client Flo\'l 

A. Entry 

Approximately 36 public and private agencies refer clients to HIRE. 
The program does not usually serve walk-in clients; referrals must 
come from an organization within the 36-agency network. Service 
priority goes to those persons under some form of criminal justice 
system supervision. Clients referred from other community agencies 
but not unGer supervision are given services whe~ IIspace is available." 

Intake is performed by intake technicians at both the Minneapolis and 
Ramsey HIRE offices. Clirrent1y~ HIRE performs intake on all clients who 
are referred by network organizations and who meet the appropriate CETA 
eligibility requirements. Intake is usually performed over the tele­
phone, with contact being between the HIRE intake staff and the referring 
agency. The intake technicians will screen in persons residing in the 
appropriate fjeographica.l area, those on county probation, al1 peY'sons 
over 18 years of age, State work-release candidates~ State parolees and 
probationers, and~ if staff is available, serve-outs from State prison. 
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The intake technicians will also contact non-eli9ible HIRE applicants 
and refer them to other apropriate public agencies. These may include. 
the Department of Vocational Rehabil itation, the State Employment· 
Agency, or the County Helfare Department. Ineligible applicants may 
also be referred to one of a number of private agencies listed in ' 
directories available to the intake technicians. Reqular CETA intake 
forms, ,\'.'hi ch differ from Ramse'y County and the Consortium, are com­
pleted during the initial telephone conversation betvJeen the referring 
agency and HIRE intake staff. After the intake technician screens in 
an applicant and establishes a client file, an assessment interview 
is scheduled, the time of YJhich is communicated to the client by the 
referral agency. The file is then put in the in-box of the counselor 
to which the client is assigned. Currently, staff assignments are 
made based on the size of the counselor1s case load. 

B. Intervention 

Persons are never considered official HIRE clients until they appear 
for the assessment interview.· At this time they complete a HIRE appli­
cation which includes data on: personal history, employment inter 0:,ts, 
education, health status, military history, employment history, $p~cial 
skills and aptitudes, conviction record, "and references. 

The applicati,on includes an information release by which the client 
grants HIRE permission to secure and release employment-relatedinfor­
mation which may be needed for purposes of assisting the client in 
obtaining employment. It also allows HIRE to release the information 
for research purposes and permits employmel1t-related information to 
be communicated between HIRE and the agency or program which referred 
the client. Signature on this release also gives the client the right 
to examine personal files maintained b'y HIRE which contain information 
about the client. 

After the HIRE application is completed, th~ counselors and clients 
will consider: educational/training factors, previous employment~ 
physical problems, job-seeking issues, work expectations, previous 
vocational experiences, client attitUdes, and client needs. Counselors 
then schedule another interview with the client in order to pursue 
career and vocational goals. 

Persons who appear at HIRE for initial assessment are not necessarily 
considered official CETA clients. According to counselor estimates, 
one 9f three persons appearing for initial assessment never return. 
This is largely due to the fact that often probation or parole officers 
"force" clients to go to HIRE, while the clients themselVes have no 
real motivation. Those cl ients who, have appeared for assessment but 
have not yet been formally enroll ed in CETA are considered IIpendingli 
clients. AHhough C-ETA applications are initially filled out for 
these clients by-the intake technicians, these applications are held 
in a pending file and not sent to the CETA administrative offices. 

HIRE counselors often wait until after a client has appeare& for several 
. counseling appointments before officially completing and sending in CETA 
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intake forms. Counselors believe that a client'sappearance for several 
appointments evidences sinceri t.Y and mo"tivation. \oIhen counselors decide 
to enroll clients in CETA, they complete the application and refer it to 
the proRram coordinator. One copy remains in the HIRE active f-ile and· 
four copies are referred to CETA administrative offices. Counselors 
also keep a copy of the CETA intake form for each of their clients. 

After determining client needs and problems, the counselor and client 
together attempt to establish a career plan. Initially, educational 
needs are assessed. If a client is not job-ready and needs educational 
services, the HIRE counselor attempts to refer the client to an appro­
priate educational agency. Often a client may be interested in a job, 
but not be job-ready. In these cases, the client is referred to the 
HIRE Job-Seeking Skills Class . 

Job-Seeking Skills is an eight-hour course on the development of skills 
and attitudes appropriate for job seeking and interviewing. TQpics 
covered include how to interview, how to develop and verbalize employable 
assets and explain possible liabilities and how to best use an employment appli-
cation or resume. A typical schedule for. the one-day class is presented 
in Table 7. 

Table 7: Job-Seeking Skills Schedule 

. Time Activity 

9:00-9:10 OPENING 
. Explanation of day's ac~ivities 

~--------~-----------------------------------------------I 
9:10-9:45 FIRST TAPED SH1ULATED JOB INTERVIEltJ I 

~--------~----------------------------~--~----~--! 
9:45-11:00 MINUS/PLUS TAPE I 

View r~inus/Plus .intervie\'IS . I 
Discuss ~1inus/Plus interviews ! 

11 :00-11 :45) REVIB~ FIRST SU1ULATED JOB INTERVIHI 

11 :45-12:00 I DISCUSS ~lHAT EMPLOYERS LOOK FOR IN APPLICANTS 
I 

12: 00-1 : 00 I LUNCH BREAK 

1:15-2:00 ASSET REVIEl~ 
Discussion of client assets 

2:00-3:15 FILLING OUT APPLICATION FORMS 

I 
~. 

3: 15-3 :45 15 HITERVIHI SITUATIONS TAPE.. i 

~------~--~------~------------------------~-1' 
3 :45-4: 10 SECOND TAPED SIMULATED JOB INTERVIEHj 

~--~----~------------~--------------------~,--------~.j 
4:10-4:30 REVIEH SECOnD TAPED INTERVIHI 

4:30-4:40 CLOSE 

'.i'. 
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Some HIRE counselors may not officially en.roll clients in CETA until they 
have completed the Job-Seekin~'Skills Class and thus evidenced motivation 
for job placement. After the class counselors will continue to work with 
clients to establish realistic employment goals. The counselors may 
consult with a HIRE job developer to assess prospects in fields in which 
the clients are interested and may also register the clients with the 
State Employment Service's Job Bank. Alternative means of achieving 
the clients' objectives are considered, as are resources needed and time 
parameters. The counselors a~so consult with the agencies from which 
the clients were referred and together the clients and counselors prepare' 
plans of services. 

For those clients considered job-ready, counselors will consult with the 
job development team at the HIRE offices. Job developers do not have 
responsibility for client case loads. Rather, they devote all their time 
to establishing and maintaining contacts with area enployers and to dis­
covering available job openings. 

The HIRE job development unit maintains contact with approximately 600 
employers in the area. Each Monday morning., job developers telephone 
approximately 200 companies soliciting available job openin~s. These' 
openings are then listed and distributed to all HIRE counselors. When 
counselors express an interest in one or more openings for their clients, 
the job developers telephone the employer to set up an appointment. 

In addition to s~eking individual openings for HIRE clients, the'job 
developers attempt to establish contact with new companies. Whenever a 
new company is co~tacted, job developers,complete a Correctional Job Pool 
(CJP) Employer Characteristics Profile form. This form lists the employer's 
name and address, descriptions of company products, types of jobs normally 
available ahd suitable for ex-offenders, and personal contact information. 
Additionally, the contact person at the company is intervieltJed regarding 
company policies and experiences with ex-offenders. Su~.jects covered 
include personal interest in ex-offenders, transportation available or 
required, whether 'on-the-job training contracts will be considered, the 
tools or equipment required, testing requirements, job upgrading or pro­
motional possiblities, and social 'services available to employees. 

Job developers also complete a D.D.T. occupational areas form for each 
employer contacted. This form categorizes employment opportunities by 
nine occupational areas: 

• Professional, technical, managerial 

• Clerical and sales occupations 

• Service oc~upations 

• Farming, fishery, forestry and related 

• Processing occupations 

• Machine trade occupations 
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• Benchwork occupations 

o Structural work occupations 

• Miscellaneous occupational areas. 

These occupational areas are then classified by job developers according 
to skill level, experience required, education required, and hourly wage. 
General com~ents are also included on the form. Both the Correctional 
Job Pool form and the ·Qccupationa 1 areas form are used by a'll job developers 
in the course of their job developing activities. 

After a client is referred to job interviews, the counselor will follow 
up with both the employer and the client to assess the results. If the 
client is not hired for the position, the cli~nt and counselor consider 
the emplo'yer feedback and reconsider their priorities. They continue 
to work with the job development unit in efforts to achieve placement. 

Whenever HIRE clients who have been enr011ed in CETA achieve job place­
ment (or change jobs, change vocational train ing resources, or secure 
placement in any new activity)·, their counselor fills out a CETA status 
change form. This form is then referred to the HIRE program coordinator, 
who makes the appropriate chanaes in the HIRE client file and refers 
copies of the client status change form to the CETA offices. If the 
client does successfully secure a job, the client and counselor then 
establish;follow~up procedures. 

C. Fo 11 ow-up 

The follow-up plan is confirmed with the client, the employer, or the 
educational/vocational source to which .the client has been referred. 
Additionally, as soon as a client obtains a job through HIRE, confirma­
tion letters are sent to the agency from wh'ich the client has been referred. 
Specific follow-up forms are utilized for contacts \-lith the employer and 
with the client. Follow-up is performed once a week for the first month 
the client is employed, twice a week the second month, and once the third 
month. . 

After niDety days, clients are supposed to be terminated from CETA active 
status. Holt/ever, they can remain as HIRE clients indefinitely. ~Jhen 
cli'ents are terl'linated, counselors complete a CETA termination report 
which;they give to the program coordinator, who then refers the appro­
priat~ number of copies to CETA and keeps a copy for the HIRE files. 
After c1ients are terminated, their files are ~oved to the HIRE inact'ive 
status fijil e. Successful cl i ents are sent' a HIRE graduati on certificate .. 

/1 

Ex-offenders desiring job upgrading or new jop.? can reestabl1"sh contact 
with HIRE. At this time, they are consiaer~d new~·clieiitsfor purposes 
of HIRE and CETA recordkeepinq. At such tiri,\es, clients are usual1y 
assigned to their past counselor and together the counselor and client 
will review the client's updated career goals, employability skills, and 
experiences on the job or in vocational training, and work with the job 
development unit to find a new job . 

. £ 
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D. Data Ava i1 abil it,v 

Each HIRE progra~ has established specific performance objectives. 
These objectives, outlined previqusly in this case study, are used to 
measure program and staff efficiency. The primary objectives, measures 
utilized, applicable program populations, times of measures, data 
sources, persons obtaining the data, program expectancies, and appro­
priate weights are presented in Table 8 on the following page. 

Each HIRE staff member has corresponding performance objectives. 
Specific goals for each staff member and variances expected have been 
developed. Each staff member goal is weighed and individual goal 
expectancies set. Data is collected by the staff on their performance 
and referred to the program coordinator each month. Staff members are 
given a performance score; this score is totalled, and the sum of staff 
scores is termed IIper cent of program operating efficiency. II Staff 
scores in this evaluation system are used by the executive director in 
salary compensation decisions. 

Staff are evaluated according to the following compensation policy: 

• Accountability ~- 70% 

• Professional Relationships 20% 

• Skill Development -- 10% . 

In addition to establishing an overall plan for evaluating staff and 
program efficiency, HIRE has established an ongoing research and evalua­
tion program in order to chart the characteristics of the clientele served 
and determine the effectiveness of the program. The data analysis and 
evaluation segments have been subcontracted to the research division of 
Correctional Service of Minnesota'(CSM), a Statewide, non-profit United 
l~ay Agency. The basic objectives of these evaluations have been to test 
HIRE's effectiveness in reducing recidivism rates and in increasing 
e~ployment success of offenders released from State adult correctional 
institutions. ' 

The most recent report prepared by CSM was rel eased in July, 1976. It 
reports the results of a three-month follow-up of clients served by HIRE 
under the Urban Comprehensive Employment T~aining Consortium contract. 

Follow-up interviews were completed with 457 of the 475 clients positively 
terminated by HIRE in the period bet\-/een April 1, 1975 and February 29, 
1976. Ninety days after their termination date,.64.2% of the clients, 
were either employed or attending school. Just over one-third of the 
clients were employed in the same job they obtained at the time of their 
termination. Additionally, the "/ages of the clients in the follow-uD 
group increased sixteen cents on the average during the 90-day period. ' 
Eighty-six per cent of the clients interviewed felt that the HIRE serv­
ices were helpful to them. The correctional service concluded, in the 
context of this three-month study, that generally speaking, HIRE seems 
to have improved the employment situation of the vast majority of its 
cl ients. 

.. 
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Table 8: Perfomance Objectives 

PRIHMY OBJECTIVES 

1. Obt.ln stable ol1'lllO)'l'entl 

2. Obt.ln Job p14'""",nt 

3 •. Obtain other I!!'1ploynent2 

3 . 
4~ Obtatn IliSnpower and other 1ervtce\~ 

a5~ Obtain other approprfate4 corrnmity services 

6. O~t.ln reasonabl •• arnfngs. 

: 5 
7. MInimize pOSitive pro9ran len9th 

M£ASURes 

S of termln •• s7 who nalntain 
emplo}'lllent for 90 days 

% of t.rmlnee. wbo onlV obtaI" 
a .fob 

% of termlnees who only obtain 
part-time, seasonal or temporary 
employment 

"t of tt!rnfnccs who are· accepte!i 
(or other manpo\'/cr services and 
the Al'I'lCd Forces 

% of all neqatlveB termlnees 
\oiho arc accepted for conrmmi ty 
services 

hourly wage 

Averaqe I of program da.vs9Ur"" 
enrollment to terminatIon or 
acceptance for tralnln~) 

APPLlEO TO 

All termlnees 

All termlnees 

All termlne .. 

All termlnees 

All negative 
tenn'nees 

.All termfnees 
obtalnlnq 
Objective One 

, I 
8. 'tfnfmlze other6 

prO!jNn lcnqlh All other term!neesJ 

OEFtrllTIO!1 or TERMS: 

I •. Stabl. E~pl01' .. nt: Employed on the 90th day follo>llnq job entry on a full-time (30 hou,s or more per "eek). non-
sp.asoflitl or tr:rlOQrarl, un~ub'jidlzr.!rj fob pilyinq at lp.ast thl! minfmum \'/ill'fe. 

2. Oth~r fmptOJI""P.nt: T~rt'llndtr;:d in part-tfr.'l (less than 30 hours per \'IeC~) t~rlparary or scast)nal emploYMent. 
3. )o"~"P""I!r": Ful1-tl('t1! p.,rtic1p·Hl,," tn CEl/l nr non-CHA trainlnq or emplOYMent prOflr8rns or tn the Al"IJIed Forces. 
4. Pporopriatl!: Based on special list of aporoved types of cOI'munity serVlce oro~rams. 
5. PO'iitf'/l! Drl')l1r1l~ l/m'1th: An'( tl!rmin'!l! wht) obtains benp.fits 1. 2. J, or 4. 
6. Oth~r pro~ralTl len']th: Termlnl7l".!s In .tny other terminated catellory at"er than- benefits 1 t 2, 3, or 4. . 
1. Trrmlnees: An enroJI~r. \oIf.o hit'; elth':r "'t;hh!!tl:d the hfnhcst lev'!l of henr-flts felt possible (beneffts 1. 2, 3. or 4) 

or ~n tnrol h:t' wt~o has t;l!~n In ttl~ tJrOl'Jrclm over 90 days but has not entered a benefit catellory or who has 
betn otherwls. termfnated fron services provideri bv the program. Enrollees In Individual slottln~ 
supe.r"fs.ed by U.LR.£. are not t:ons.'der~ t.erMinees.. 

B. ~.9atfve Termin.es~ Thos. clients who did no'. obtain a ",.jor pro~rai!l benefit at termination (benefits I. 2, 3. or 4) 
9. Program Oayl: lIumber of «lend .. d.ys from enrollment tn termination with the exception of benefit I which Is 

,,"uured It job placement rather than after 90 davs of employme~t. 

" 

TIME OF HEASLIRE 

Fol1ol/lng CETA 
termination and at 
H.I.R. E. temlnatlon 

At H.I.R.E. and CEill·,' 
termination 

At 1f.I.R.E. and CETA 
terml na t i on 

At. H.I.R.E. 
termination 

At II.I.R.E. 
termination 

On the gOth da.v of 
employment 

At H.I.R.E. 
termination 

At If. 10 R. E·. 
termination 

OATA SOURCE 

'Employers, temtnees. 
Parole Agent or Proba­
tion officer 

Emplo,Ycrs. t~m1nees, 
Parole al)l!nt or Proba-
1'lon officer • 

Et'lplo,vers I termlnees I 

Parole Agent or Proba­
tion officer 

From that pro~ram source 

Termlnees on 
cOf!1l1unlty resource 

EmplQyers or 
termine .. 

Program r<cord 

PrO!]raM record 

I. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 

10. 
11. 
12. 

Prior work history 
OccupaUonal Skill level 
Prior Educatlo"al History 
Ethn Ie 8ack~round 
legal Jurisdiction 
Type of Conviction 
Lenqth of Time Served 
Number of Times Institutionalized 
Types of Offenses 
:lumber of Offenses 
length of Sentence 
Existence of .. 3 Juvenile Record 

• • • .. ~. • •• • 

EXPECTAHCI ES 

·OBTAI/IEO BV 
Iftnimum 

Counselortr 45S 

Counselors 151 

Counselors BS 

Counselors 2t 

COllnselors 301 

CO~1l5elo"s $2.~S 

Counselo.rs BO 

Counselors 60 

SUPPlEMENTAl~: 

Goal 

55~ 

lOS 

SS 

51 

50% 

U.1S 

70 

50 

OptiNI 

651 

5S 

2S 

10% 

651 . 

S3.60 

60 

40 

1. Cost/90 job co~pletors (Oeneflt nunber one) 
2. Cost/progNI'I benefit (Pronran benefit: tertlinees tthO 

obtain any'beneflt cateqnry one throunh ((Iud 
flraduate rate of enrollees suoervised bv H4I.R.E. 
Training related enplovment • 
Wages (or termirlees til benefits 2. and J. 

IIE1G!!' 

40 

10 

15 

10 

10 

3. 
4. 
5. 
6. 
7. 
B. 
9. 

10. 

YNrly {'ecidivisr.\ Nt~ • 
loss rllte hetween phccmcnt and termination fn stabl! el'lplo)'!7lent 
X of pro9ram capaci ty used 

11. 
12. 

Pro~ram length by various chsses or benertts (one th-rough four) 
~ of ref~rrals accepted b,Y li.l.R.t. 
S of referrals rejectp,d by ather CETA proarams 
Humer of onrollees enterfn" individual slottinq pl'Ogra", 
supervised by H.I.R.E. 

• • 

~ . 
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The res earth survey also measured 6~9; extent of recidivism on the part 
of the clients fol1m'ling. their participation in the HIRE pro~jram. A 
10% samp1e of clients was;chosen from among the 475 positive terminees 
and the 336 non-positively terminated clients. For each of these 
groups data on illegal activity was collected from court records for 
a ~ix-mQnthperiod followina the clients' involvement with HIRE. 

A specific recidivism index was utilized to gauge illegal activity 
. during the six-month follow-up period. The index is a modification 

of other indices developed by the Gcvernor's Commission on Crime Pre­
vention and Control and the Erickson-Moberg Recidivism Index on Crime. 
A client ~'1ith no convictions or "'lith convictions or admissions only of trClf'fic 
offenses or petty misdemeanors is regarded as a success. Clients in any 
of the other circumstances are regarded as failures on the recidiyism 

'scale. If a client has mu~t~Dle offenses, he or she is olaced on the 
scale according to the ~0st s~rious offense. The scale ~sed is presented 
below in Table 9. 

Table 9: Recidivism Scale 

, ·1 .... ,·tw···ne'll convi ctions or revoc?tions, 
'. . 
2. Conviction for, or admission of, a traffic offense or a netty rnis-

demeanor only. 

l 
! 

I 
I ---, 

3. Awaiting trial on a misdemeanor charge. I 

I -
4. Conviction for, or admission of, a misdemeanor. 

I 
5. Awaiting trial on a new gross misdemeanor/felony charge. 

.-
6. Reimprisoned in workhouse or State institution for new misdemeanor~ 

7. Conviction for, or admission of, a new gross misdemeanor or felony. 

8. Re;mprisoned in workhouse or State institution for a new felony. 

One problem associated with the recidivism information was its incomplete­
ness. ,No systematic attempt was made to gather information on clients' 
criminal activity prior to involvement with HIRE, and no data was available 
on clients' previollscriminal records: juvenile offenses, prior misde­
meanor charges, or prior felony charges. Thus, the value of th~ recidivism 
measure was qualified. Nevertheless, from the information that. was obtained, 
researchers concluded that those HIRE clients who were olaced in a job ~Don 
termination from the program '1lere, for the six months at least, less likely: 
to be involved in criminal activity than those who v~ere not positively 
terminated from the program. 
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PROJECT NnlGATE . 

1. Program Settinq 

A. Program History 

In the years 1967 through 1969, the Office of Economic Opportunity began 
funding educational projects for offenders and ex-offenders in Kentucky, 
Oregon, Nev.] t·1exico~ Ohio, Colorado, and r4innesota. These were UmIJard . 
Bound projects structured to provide educational services in correctional 
institutions and at local colleges. The Minnesota program began in 1969. 
Three years later, funding vIas appropriated by the State Corrections 
Department and the L.a\'! Enforcement Assistance .Administration. 

The ~11innesota Program, called Newgate, began at the St. Paul Reformatory. 
On August l~ 1969, the University of Minnesota classes were begun in 
Minnesota correctional institutions, taught by St. Cloud state instructors. 
In 1970, Nev/gate began providing services to persons being released from 
Minnesota correctional institutions and desiring educational services at 
the Un';versity of Minnesota. At that time, Newgate students lived in 
dormitories at the university. In September, 1971, Newgate opened its 
first community residence on the University of t·1innesota campus.. As 
time passed, program staff realized the need for specialized services and 
treatment for specific types of Newgate students or prison releasees. In 
October, )974, Newgate started both a vocational program for men and a Women's 
residential program in Minneapolis and St. Paul. Since that time, Newgate I 

has also established a program specific(l.lly for juveniles. 

B. Objectives and Program Emphasis 

Although each Newgate program varies somewhat in terms of operating pro­
cedures, all are based on a similar philosophy, structure and format. The 
objectives of the program are to help ex-offenders make a successful tran­
sition from prison or probation to life in the community through: 

• career ~ath planning; 

.• positive peer culture; and 

• positive program support. 

Each Newgate resident is required to construct both ~hort range and long 
range career plans, which usually include educational, vocational or 
technical, or on-the-job training desires~ The Newgate Field Services 
Unit assists each of the participants to establish an independent community 
placement, in education, employment, or other full time activity' upon leav-
ing the Newgate program. . 

The most important aspect of the Newgate Program is positive peer culture. 
Each residential facility, and the Ne\'/gate component operating in the 
institutions, uses a group model to develop positive, helping client 
attitudes in a supportive atmosphere. The objective is to allow each 
participant to be partially responsible for the success or failure of 
other participants. The positive peer culture is established primari1y 
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through l~ hour group sessions which meet four ~i~~~ weekly. 

Newgate staff, including house managers and group leadersi serve primarily 
to directgroun sessions and to provide continuing suoport to partici­
pants \'Ihile the'y reside in the Newgate houses. Ho\'lever~ staff tries as 
much as possible to let the residents themselves operate the program. 

C. Clientele 

Newgate clients are referred from a variety of facilities and agencies. 
Most clients are on either county orobation or State parole. The program 
referrals for the month of July, 1976, are summarized in the table below: 

Table 1 : Nel'lgate Referrals for July, 1976 . . 
I 

Referral SOL!rce No. Referred 

Federa 1 parole a 

Sta.te parole 6 
. 

Probation 9 
.. , 

Serve-outs, Federal Prisons a 

Serv~-outs, State prisons a 

.Jail s 4 

'Other community ;igenci es a 

Halk-ins 1) 
....... -

Other (Describe) a 

Tota.l 19 

Jhe demographic characteristics of Newgate clients vary from program to 
program. For example, the average age of !larticipants in the Newgate 

'cDllege program is 23, while vocational program residents average 21 years 
of age .. One notable 'characteristic of the overall client population is 
the fact that 20% o~ program clients are American Indians. Minnesota has 
a,n extens i ve nat; ve Ameri carl popul at; on, and th; sis ref] ected in the 
Statepri sons and correcti anal faci 1 i ti es. As a resul t~ many Newgate 
qlients possess Indian backgrounds. 

, "' , ..... , 
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Newgate does not utilize any rigid criteri~ for acceptance into the various 
program components. However, each program maintains general criteria for 
possible acceptance. For example, the vocational program has the following 
criter'ja: 

o Since'the program is a six-month residential one, it 
is necessary that potential client's offenses will 
incur a minimum six-month incarceration. 

• Male - 18 to 27 years, but somewhat flexible. 

• Potential clients should have either a high school 
diploma or a GED certification because of usual 
vocational-technical requirements. 

• The program generally prefers single people. It will 
. consider married clients who are willing to reside at 
the house for a six-month period and who will not 
ther~by create a financial or social hardship on 
their families. 

• Potential clients should not have had an extensive 
history of running or esca~e behavior within the past 
three years. 

~ Poten'ti a 1 candi dates must express a des ire to attend 
.,,:" and they must have a tested ability to undertake 

technical-vocational training. 

D. Funding' 

Newgate Education and Research Center, Inc.; a non-profit educational 
corporation, is administratively responsible for all non-university pro­
grams including the Newgate Women's Program, Newgate Vocational-Technical 
Program, and the Newgate ,Juvenile Program. The corporation received 
funding for the past twofi sca 1 yea'rs in the amounts and from the age~ci es 
specified belo",/. 

Table 2: Newgate Fundinq for Past Two F~sca 1 Years 
1--, 

Time Peri od 
Source of Funds Amount Start Date End Date .-

Hennepin County . 100 5 000 January January 
R~fl1sey County 165,000 July July' 

. LEAA 124,000 May 26 May 26 
Federal Bureau of Pnsons 90,00'0 July \}uly 

.. 
Department'of Corrections 204,000 July July 
Other Counties 50,000 July July 

,'; 

1 
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The University of r,1innesota ~lewga~e Programs,. including the institutional 
programs at the State Reformatory for Men and the ~linnesota ~letropo1itan 
Training Center and the Newgate Community Program on the University of 
t1innesota campus are administered through the Office of Delinquency Control 
and Continuing Education and Extension, the University of ~1innesota. Tui­
tion and fees are covered by an agreement with the State of ~1innesota. 

Agencies referring clients to ~le~/gate pay the program on a per diem basis. 
These costs are partially reflected in Table 2 on the previous page. 

E. Program Organizat!on 

There are seven components of Project Newgate, each of which is summarized 
below. 

Phase 1 ~J':''':rtate, t·1i nnesota r,letropo 1 itan Tra i ni n9 Center 

This component, sponsored by the University of ~1innesota, offers a treatment 
model with higher education as its primary objective. The program is designed 
for offenders placed on a minimum security status from the State Reformatory, 
the Minnesota State Prison and the ~1innesota State Homenls Institution who 
have the potential to pursue post-secondary education.' Like other'Newgate 
programs, it provides a supervised structure which attempts to provide through 
a peer group process. new attitudes of personal responsibility. Individual,s 
who complet~ Phase I of the program may be eligible for transfer to the 
community phase of Newgate when they are paroled. Counseling assistance with 
educational program selection 'is provided to clients not only by Newgate 
staff, but also by university counseling personnel . 

Phase 1 Newgate, ~1i nnesota State Reformatorx' 

This component, located in the St. Cloud Reformatory, is also sponsored by 
the University of Minnesota with higher education as its primary goal. Newgate 
groups, based on the programls positive peer culture method, meet in l~ hour 
sessions on a periodic basis. A full time caseload is offered each quarter 
through the cooperation of the university, and tuition and fees are covered 
by an agreement with the State. Counseling is provided by Newgate staff and 
universi~y faculty, and books and other essential student supplies are sup­
plied by the university. The program is located on the third floor of the 
education wing of the reformatory and is designed for felons committed to 
the State Department of Corrections who have the potential for college 
education. 

Newgate Fi el d Servi ces . 

The Newgate 'Field SeY'vices Unit ·offers a variety of services to clients and 
program staff. These include: 

• Program referral supervlslon ,.. Field Services repre­
~entatives keep in continuing contact with area court 
services personnel, Federal correctional institutions, 
and county vvorkhouse personnel to ma i nta in on-goi ng 
client referral sources for the pro~ram. 

) ~ 
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• Arranging and updating contracts - the Field Services 
Unit is directly responsible" for negotiating and 
writing new contracts, or maintaining existing ones 
with current referral sources. 

• Educational and vocational counseling referral -
Field Services, through its vocational counselor, 
is responsible for aiding clients in the orien­
tation and enrolli~g processes at public and 
private educational resources and th~ University 
o:'~1innesota.· 'It also attempt;; to refer clients 
to !~ea vocational schools and GED instructional 
programs. As time passes, the unit hODes to 
become more heavily involved in individualized 
job development and placement. 

e· Financial aids - The Field Services Unit assists 
Newgate clients in searching for grants and deter­
mining financial aids for which they may qualify. 

• Employment and housin0 assistance - The Field 
Services Unit aids clients in obtaining appropriate 
employment and housing upon leaving the programs. 

• Public relations - Field Services act as a liaison 
with the community for NeVlgate and di ssemi nates' 
information about Newgate to various community, 
State and Federal agencies: 

t1en's Vocational Newgate 

This component offers a six to seven month residential treatment program with 
vocational education and on-the-job training em~:. '<oized. It is designed for 
felons and gross misdemeanants who have the potential to pursue a long range 
career plan. Like other Newgate components, the program operates with the 
Newgate positive peer culture method. Clients meet in l~ hour sessions four 
times weekly to discuss common and individual problems and concerns. Addi­
tional1y, 24 hour-oer-day supervision is provided by N!=wgate staff. Counsel­
ing assistan.ce with program selection is provided b'y staff in the Field 
Services Unit. The program provides participants with room and board, 
emergency health coverage, weekly stipends of $15 until acquisition of a 
part-time job, clothing .allO\\fances when necessary, expenses for related 
medical problems, and assistance \'1ith housing and employment plans upon 
program completion. The cost-per-day-per-c11ent is $23.31, which does not 
reflect tuition and book costs of $4.95 per day. 

Project Newgate 

This program component operates in essentially the same manner as the voca­
tional men's program. However, the emphasis is not on vocational opportunities, 
but rather on higher education. While participating in the program, students' 
tuition and fees are covered by an agreement with the University of Minnesota . \ ~: 
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followed by tuition assistance based on indi,vidual need upon proqram completion. 
However, summer session classes are not covered under this agreement. Students 
receive educational counseling, room and hoard, health coverage, books and 
other essential supplies, and the other services usually received by the 
Newgate client. The cost per day averages $21.89, which does not include 
fees and tuition costs at the University of Minnesota. 

Newgate Juvenile Program 
, . 

The Newgate Juvenile Program offers a four to nine month residential treat­
ment program focusing on vocational education, college education and on-the­
job training. Additionally, high school education and GED instruction is 
available to participants. The program, located on the University of 
Minnesota campus, is aimed at 16 to 18 year old male offenders. Character­
istics of the program are similar to those described above for other Newgate 
components. Additionally, 'free tuition is provided by the State of ~1innesota 
for all youths under the age of 21 in vocatjonal schools. All residents are 
allotted a $50 per week stipend and access to recreational facilities at the 
UnivI:/'sity of ~~innesota. The cost per day is $26.18. ' 

Homen's Newgate 

Homen's Newgate is a, six to nine month residential treatment pr,ogram for . 
women, and c~ildren if any, who are interested in higher educational) voca­
tional or t~chnical training or on-the-job training. It again operates on 
the New9at~ group model of positive peer c~lture with a structured living 
situation. Tuition and f~es are covered by the University of ~1innesota and 
educational counseling is available. An arrangement has been made with 
Control Data Corporation for an on-the-job training program for some women 
involved in the Newgate program. A unique aspect of thts program is child 
care. A child care specialist operates an on-going service at the program. 
This component provides Single women with double room occupany and mothers 
with children have single rooms with facilities included for the children. 
The cost per day is $24.69. 

II. Client Flo",l 

The process by which people are referred to Newgate, enter the pro9ram and 
particip;:". is basically the same for all components. The flow chart pre­
sented be16w depicts this process in the men1s vocational program. High-

. lights of the client flow are summarized below. 

A. Entry 
- ~ , .. _. . 

For 'persons being released from prison, contact with New~ate usually begins 
sometime prior to release. The contact may be with the NeVigate Field Services 
Unit or the Newgate institutional components. Field Services staff Y'egularly 
visit workhouses, prisons, jails and courts to intervievl prosoectiveresidents. 
The person is interviewe.d, background data is col1ncted, and a program appli­
cation is completed. The material is then placed j~ a file at'the Field 
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Services Unit and reviewed b'y the group leader of the program in \'ihich the 
applicant has expressed interest. If the group leader believes the person 
to be a potentially acceptable resident he or she visits the client and 
explains the specific procedures, rules and regulations of the house. The 
final decision on whether or not releasees will be accented into one of the 
Newgate· community hOl:Jses is the combined responsibility of a Field Services 
Unit representative, the appropriate group leader, and the house manager. 
When persons are accepted into Newgate, the personal background information 
oj s entered into the program's computeri zed fil e located at the Uni vers i ty 
of ~'innesota Computer Center by .the Ne~\/gate Research and Evaluation Unit. 
Letters of acceptance are sent to all interested third parties, such as a 
jud~e, probation officer or parole officer, as well as to the applicant. 

The Field Services Unit's vocational counselor visits still-incarcerated, 
prospective resi dents t'o arrange post-release vocationaJ training, on-the­
job training, or educational instruction. This early intervention often 
helps avoid long waiting periods after a person is released from rrison 
or jail. The vocational counselor attellipts to coordinate people":; expected 
release dates with the starting date of avallable training opportunities. 

The inmate completes a release of information form, which is placed in the 
person's file at the Newgate main office. The release form enables the 
Research and Evaluation Unit to contact the appropriate agency or person(s) 
in order to complete the Newgate research form, which contains a wide range 
of sociodemographic data. This data is then entered in the program's 
computer files. 

B. Intervention 

Each new resident participates in a 2l-day planning period. This is divided 
into ,three one-week segnents. The first week is largely devoted to the 
parti ci pant's getti ng fami 1 i ar \'lith the Ne\'Jgate house and with new group 
member~. The resident must receive a positive recommendation from:all,group 
members and the group leader, but the final approval is made by the house 
manager, before completing "first \'ieek" and proceeding into "second week 
status. II During the second week of the planning period, the resident may 
become eligible for furlough with the recommendation of the group and the 
group leader. During the final week of this period, group members can go 
anYl'ihere On. thei r own, but must be back at the Ne\'Igate' House by m; dni ght. 
In order to 'be removed from the 2l-day planning period, each group member 
must get the recommendation from other group members as well as the g~oup 
1 eader, but fi na 1 approval is again r.lade by the house manager. 

The focus of activity at the house is the four times weekl.Y group meeting . 
Each meeti ng 1 asts for approximately Vi hours, at, the concl usi on of whi ch 
the gro'up 1 eader summari zes what has occurred for members of the £]roup. 
Groups are usually composed of eight or nine members, and most houses 
operate two groups simultaneously. . 

A representative from the Field Services Unit \I/Orks on a continuing basis 
\'tith all Newgate residents in order to expedite their referral to vo'cational 
training, on-the-job training, vocational schools, or other educational pro;' 
grams. She re~ies primarily on the local CETA program and Vocational­
Techni cal Instruction (VTI) school s! 
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Monthly progress reports are prerared by each house manager. They consist 
of an evaluation by the person's group, a self-evaluation by the resident, 
and an evaluation by the house manager. These reports are submitted to 
the agency \'Ihi ch referred the cl i ent to Nevlgate, any agenci es or programs 
in which the client is oarticioating, and the Field Services Unit. r10nthly 
evaluation forms are also sent by the house manager to supervisors at OJT, 
VII, or educational programs in v/hich residents are partiCipating. Super­
viso'ts are asked to rate the oerson's performances in terms of attendance, 
attitude, performance, and prese.nt grade leveL General comments are also 
requested. 'Research assistants at the Newgate Research and Evaluation Unit 
call each program component several times a"week requesting updates on all 
current clients. If there has been any change in the client's correcti9nal 
status, employment status, vocational program participation, or status within 
the program, a client's statistic change form is filled out and the client's 
computer file is appropriately updated. In this manner, Newgate maintains 
current files on each client partiCipating in the program. 

During the sixth month of a person's participation in the program, ~ final 
meeting is held with the resident's probation or parole officer. The 
resident should by this time be enrolled in on-the-job training, vocational 
training, or have a job and should have adequate financial assistance and 
means of transportation. Most spare time \'Iill be devoted to seeking satis-
factory living arrangements. ' 

Hhen residents are about to complete their stay at Newgate, letters of 
successful c~mpletion are sent both to the Field ,Services Unit and the agency 
or person that referred the person to the program. On a resident's IIgraduationll 
date, client termination and release reports are prepared and sent by the 
House Manager to the Field Services Unit. Copies are placed in the person's 
file and the computerized file is appropriately updated. 

c. Follow-Un , 

The Ne\..rgate Research and Evaluation Unit performs three-, six- and twelve­
month follow-ups on all terminated clients. If clients cannot be contacted, 
the researchers attempt to contact pr.obati on or parol e offi cers, fam; ly " or 
friends. The National Criminal Information Center (NCIC) is also used to 
determine client recidivism rates. If clients can be located, they are 
asked the same questions at each of the follow-up intervals. These pertain 
to marital status, s,chooling and education, emoloYr:1ent and correctional status. 

D. Data Availabil~ 

Project Ne'tlgate operates the previously mentioned Research and Evaluation 
Unit through the University of Ninnesota. Newgate researchers have access 
to computers located in the university's computer training center. Special 
Newgate research offices are also located there. 

Information is. collected on Nevigate clients at the:time- of intake, acceptance 
into the program, during program participation, and uoon termi.nation. At 
intake, 23 sociodemo~raphicitems describing the clien,t are fed into the 
computer. Clients definitely accepted into the program are asked to fill out 

• 
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a rel'ease fOr!l1 which enables NeltlClate researchers to collect a broad ranCle 
of information concerning each ciient's background and characteristiCs,' 

This information consists of approximately 165 separate items of ;nfoy'­
mation, on a client. It includes: 

" 

• Race, 

• Sex, 
• Intelligence estimate, 
• Educational level, 
• Vocational education, 
• Client's primary occupational classification, 
• Client's non-institutional employment history, 
~ Drug/alcohol problem, 

• Marital status, 
• Childhood living arrangements, 
• Occupational classification of client's parents, 
• Cl i ent sib 1 i n'gs, 
• Cli~nt relative~ in penal institutions or arrested (ever), 

.:. Cu;Tent offense, 

• Time spent in institution on last commitment, 

• Juvenile record, 
• Client institutional record, 
• Institutional employment history, and 

• Adult record. 

Currently, the program's computerized system is used primarily to compile 
quarterly program reports., monthly reports for v.arious funding sources, and 
weekly and monthly reports to the Newgate central offices. The research team 
is planning to utilize the system to conduct evaluations of the various 
Newgate components at a later date. 

. l 
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Fi9ure 1 : Project Newgate Client Flow-Entry 
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Figure 1 con~'d.: Project Nel'/gate Client Flow from AcceptancE; to Career Planning Period 
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Figure 1 ,cont'd.: Project Newgate Client Flow from Planning Period to Pursuit of Career Plan 
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Figure, 1 cont'd.: Project Ne~lgate Client Flo\~ from Job Search to Continued Pursuit of Career Plan 
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Figure 1 cont'd.: Project Newgate Client Flow from Graduation from Program to Preparation of Evaluation Reports 
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PAROLE REHABILITATION AND H1PLOYMENT PROJECT (PREP) 

I. Program Setting 

A. Program History 

The PREP program was developed in 1968 by the Ohio Adult Parole 
Authority (APA) and the Ohio Bureau of Vocational Rehabilitation 
(BVR). Officials at theseaqencies perceived a need for a work 
orientation training for par~lees an~ probationers who traditionally 
had great difficulty in securing jobs. Consequently, they developed 
a proposal for a short-term training program that would provide such 
persons with rrevocational skills and help them find meaningful employ­
ment. The pilot program began in Columbus, Ohio in July 1969 with a 
class of two clients. During that first year, PREP staff also con­
tacted arproximately 500 employers in Columbus to secure job commit­
ments for program graduates. The progr~m proved successful, eventually 
expanding to ei0ht other cities throughout the State of Ohio. 
Currently, programs are operating in Columbus, Cincinnati, Dayton, 
Toledo, Lima and Akron. Programs in Cleveland, Youngstown and Canton, 
have ceased operations due to poor inter-agency relationships. 

B.' Objectives and Program E~phasis 

PREP programs in each city have similar goals, although variations 
exist in program operations. Each unit operates a five~week program 
consisting of approximately two weeks of classroom training and three 
'.'/eeks devoted to job search and placement. The emphasis is on personaJ 
adjustment, motivation and job-seeking skills, such as taking employ­
ment interviews, completing job applications and identifying potential 
sources of employment. The objectives of the,PREP programs are to 
give clients the skills needed for finding and keeping jobs and to 
help them find suitable jobs in the weeks followin~ graduation from 
the classroom session~. Program staff encourage clients to find jobs 
on their own, although they provide necessary assistance and in certain 
cases perform job development. 

PREP does not attempt to improve participants· existing vocational 
skills. It was founded on an assumption t~at training programs often 
lack sufficient emphasis on pre-employment orientation, social skills 
and motivatinn. A parallel assumrtion underlying the program is that 
skills training may be premature or useless if the person has no 
realistic orientation to. the work environment. 

C. Clientele 
, . 

" .. !!..~; ..... , '."-

Since the start of t~e PREP'program, approximately 5,000 clients have 
been served by the various 'city units. Each site operates approximately 
ten classes per year with ten to 15 clients in each class. The great 
majority of PREP clients,are referred to the program by probation or 
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parole officers after they have been rel~ased on parole. Because PREP 
is funded by the Bureau of Vocational Rehabilitation~ all PREP parti­
cipants must meet 13VR e.1igibility requirements. They must have a . 
physical or psychological disability, must be eighteen years of age, 
and must be employable. All prospective applicants must therefore 
undergo med i ca 1 and psycho 1 (19 i ca 1 tes ti n9 . 

Over the past year approximately 846 clients were served by PREP . 
Their demographic characteristics are summarized in Table 1. , . 

Table 1: Demographic Characteristics of PREP Clients 

r '--_ .. _------.------
C~':. ~ Percent 

18-24 years 45% 
, 

25-30 years 36% 

31-40 years 13% 

01 der than 40 years 6°L ,0 

Sex Percent 

Male 88% 

Female 12% 

Race Per.cent 
~ 

Hhite 3i,fX ;' 
." 

'. 

Black 64.% 
-

Chicano 2°/ ,0 

Approximately 67% of PREP clients have been incarcerated from six 
months to blo years; 27% have ser'ved 1 anger than, two years, and siX 
percent 'have been incarcerated for less than six months. 

O. Funding 

The funding for the PREP program comes largely from the Bureau of 
Vocational Rehabilitation. PREP is 90% funded by BVR, and matching 
State funds of 10% pay for the administrative support and research 
of the PREP project. BVR subcontracts with the local Goodwill 
IndUstries on a performance basis to conduct the PREP training and 
job placement services. The BVR-Goodwill contract stipulates that 
successful job placement of a specified number of PREP graduates is 
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the primary performance measure: pl acement rates' 'are the bas is on 
which reimbursements are made and. subsequent contracts are funded. 
If a local PREP program does not fulfill its specified number of 
placements, its contract for the following fiscal year may be adjusted 
downward. 

Goodwill Indust;:·(~g ~'1as selected by BVR as the local training agent 
because of its demonstrated ability to attract, train and retain 
qual;fied'staff, its eXlierience and past performance in cot"'rect-ional 
and employment programs and its financial ability to supporfboth the 
olleratipg costs of the program and clients' 'stipends until reimburse­
ment bY BVR. 

The BVR agreed to fund the program because at that time the Federal­
State Vocational Rehabilitation program was emphasizing service 
provision for persons with psychological and behavioral disorders. 
In recent years, however, there has been a mandate from the Federal. 
level that Vocational Rehabilitation Agencies' emphasis shift back to 
lithe most severely disabled" individuals. 1n most cases this is inter­
preted to mean physically disabled persons. As a result, State 
Vocational Rehabilitation Agencies have been p~oviding fewer services 
to ex-offenders, who have usually been classified as exhibiting 
"behavioral disorders" other than suffering a physical disability. 
Because of this change, the Ohio BVR is considering terminating its 
funds of the PREP program after the current fiscal year. Currently, 
PREP administrators are hopeful that the Ohio Bureau of Employment 
Services (OBES) and/or the Ohio Adult Parole Authority will agree to 
fund the program. . 

The amount allocated by BVR to the PREP projects varies from city to 
city. ~·1ost of·each unit's budget covers staff salaries. Additiomdly, 
each'unit provides clients with a stipend fo~ the five-week period of 
program participation. The amount for stipends is not included in 
program bl,ldgets, but is reimbursed by BVR to the Goodwi 11 Industr'i es 
on a city-by-city basis. Each PREP client typically receives $40 a 
week in maintenance money and $5 for transportation. The 1976 budget 
for the indivi~ual PREP programs are presented in Table ~. 

Table 2: PREP Program Budgets for Fiscal Year 1976 
~- (excluding client stipends) 

....... 

I PREP Program Budget -J 
, I 

·1 

.\\ 

Akron $40,OI)Cf 
'I 

Ci nci nnat-i $39,60S ---
I Columbus $59,000 

! Dayton . $42,229 

Lima $28.,000 

.Toledo $52,000 () 
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E. Program OrDanization 

Thre~ State departments cooperate in the administration of the PREP 
program: the Adult Parole Authority (APA), the Bureau of Vocation~l 
Rehabilitation (~VR) and the Bureau of Employment Services (8ES). 
Goodwill Industries, as previously stated, is responsible for running 
each project at the local level. High-level officials of each of' 
these three agencies have sh~red responsibilities for the State-level 
administration of the program; all are located in Columbus. The APA 
reoresentative is considered PREP's State Coordinator, but all three 
pe~sons are assigned to PREP-related duties on a part-time basis. 

This cooperative relationship is reflected at the local level for. 
each of the PREP projects. Each project has a 8VR coordinator and 
an APA coordinator, while the Employment Service representative's 
role ;s more informal. . 

- The specific relationship of the PREP program with BVR will vary from 
city to city. The local Research, Planning, and Development Dep(lrt­
ment of the BVR has a service contract meeting once a month with all 
the programs it funds, including PREP. Advisory meetings with PREP 
staff are held once a month during the first two months of each fiscal 
year and once each quarter thereafter. Informally, the local BVR 
coordinator maintains contact with PREP on a continuing basis. This 
local BVR coordinator handles all billing for the PREP program, 
establis8es the final eligibility for PREP applicants by approving 
applications, participates in PREP classroom activities during every 
two-week class, takes part in staff meetings with ind'lvidual clients, 
attends graduation ceremonies, and is responsible for placement 
recordkeeping on a monthly basis. 

The local Adult Parole Authority coordinator also has a continuous 
relationship with PREP. The APA coordinator must see that APA officers 
provide transportation to the program for participants on opening day 
as necessary,. as well as investiga+e. pa'ro1ees' absence from the program 
and follow up \'Jith necessary action. The coordinator also visits the 
program during its operation and participates in discussions and role­
playing sessions, attends staff meetings with individual clients, and 
attends the graduation ceremonies. The APA coordinator also helps 
coordinate transportation or arrangements for job search during the 
third week and provides statistical information to the PREP BVR 
coordinator when required. 

The PREP relationship with the Employment Security D~partment also 
varies. While Columbus ~nd Akron have good relationships with the 
OBES, Cincinnati reportedly has a weak relationship, and Dayton and 
Toledo have little contact with the OBES. 

PREP projects usually have three staff members; a project director, 
job placement counselor, and a secretary. The Project Director, who 
is hired by the local Good\'till Industries, is responsible for the da.ily 
operations of the progY'am, for classroom instruction, for coordinating 
~upport;ve agencies and for supervising the job placement c~)Qrdinator 
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and the secretarial staff. The di~ector is also· responsible for design­
ing a program curriculum and for engagin~ in any work related to PREP 
as reflected in the pro~ram guidelines. The .iob placement counselor 
acts·as an assistant to the director during classroom sessions in 
addition to working on job development and job placement and conducting 
follow-up activities on a continuing basis. The secretary performs all 
clerical duties related to PREP. 

Programs at the local level are supported by PREP Advisory Committees. 
These cOr:1mittees are 'responsible for resolving operational problems 
that may arise and approving any major changes in local program policy. 
The local BVR representative chairs the Advisory Committee, which 
includes Central Office Coordinators from participating agencies, 
local agency coordinators, the PREP project director, the job develop­
ment counselor and other agency representatives who may have a continu-

.ing relationship "lith PREP. The Advisor),' Committees meet on a quarterly 
basis and may convene more frequently if necessary. 

II Client Flow 

The paths clients pursue to enter and complete PREP vary somewhat from 
city to city. vJith one exception, however, all programs operate a 
two-week prevocational training course followed by three weeks of job 
development and placement activities designed to assist clients in 
finding employment. The Columbus PREP program operates differently 
from the: other \\.!nits; its emphasi s is on psycho 1 ogi cal therapy through 
group encounter techniques. The director and job development counselor. 
serve as therapists during an intensiv~ program usually lasting 12 days. 
During this period Gestalt therapy is utilized to "get the clients to 
be in touch with and like themselves." The -Columbus program includes 
prevocational training during the course of these encounter sessions, 
but does not spend nearly so much time on such techniques as do the 
other PREP programs. 

The existing process at Akron PREP is representative of the overall 
program and is described below. A flow chart depi~ting this process 
is included at the conclusion of this section. 

A. Entry 

PREP representatives or institutional social service counselors inter-
view inmates at local institutions, explain the PREP program, and . 
complete signed agreements of participatio~. The inmate-applicant's 
name is then referred to the local APA-B~R PREP coordinator where the 

··,-applicant plans to reside for final s~lect;on, in consultation with the 
PREP Director. Prior to a person's release from prison~ information 
oackets are made available to the local APA and BVR officers. These 
consist of social~ medical, psychological and criminal history. The 
following considerations help determine candidate selection: 

• educationally inferior; 

• unski)led, or limited skills; 

r unstable work history; 

... 
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• history of insignificant income; 

• history of family welfare; and 

• capab)e of benefiting from a short term job readiness program. 

Akron referrals used to come more frequently from institutional staff. 
Now only a small minority are referred directly from prison. 

Currently, local APA ~fficer~ make most of the referrals to the Akron 
program. Parole officers who receive pre-parole reports from the 
institutions including rap sheets and admissions summaries attempt to 
screen out PREP applicants who have cases pending or whom they believe 
would not benefit fpom the program. After parole officers conduct this 
initial screening, persons are screened by the PREP Selection Committee, 
which is chaired by the local APA-BVR coordinator. 

The personal information available concerning applicants is reviewed by 
the Committee. Usually, 18-20 people are selected. An orient~tion day 
is th~n scheduled for the group deemed eligible. On this day referrals 
who have not already done so officially apply for services by complet­
ing a,PREP application, and undergo the various medical and psychological 
tests that will determine whether they are eligible for vocational 
rehabilitation services and thus for PREP. To be eligible, a person must 
have a ohysical or mental disability which constitutes a barrier to 
employment, and there must be a reasonable expectation that vocational 
rehabilitation services (in this case, the PREP program) will help 
overcome this barrier and lead to successful employment. PREP clients . 
must also be considered job-ready in terms of vocational skills, because 
PREP does not serve persons who need extended training. 

It usually takes up to seven days for the test results to be interpreted 
and conclusions reached about applicants' eligibility. During that time, 
parole -officers maintain contact with their clients to try to assure 
that, ff selected, they will appear for PREP. After testing is completed, 
thos€ persons found eligible are notified by their parole officer. Of 
the 18-20 persons initially selected, 13-15 usuallY appear on the first 
Honday of the program. Several may simply not appear, some may find jobs 
on their own 'in the interim, and several of the original group may not 
have been found eligible for vocational rehabilitation services. 

B. Program Intervention 

On the first r'10nday, the PREP project director reviews program rules and 
regulations and explains the PREP schedule to clienti. The BVR coordi­
nator also makes a presentation and is available for individual consulta­
tion if necessa~y. All b~5ic information concerning maintenance funds, 
goals and responsibilities are explained and the group is taken on a 
tour of the Goodwill Industries facil i ty. 

The rest of the first week of classes is devoted to various phases of 
prevocational skllls and personal adjustment. Subjects reviewed through 
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lectures, films and rap sessions include: 

• the application blank; 

• establishing credit; 

• what society expects of the ex-con; 

• why '.'Iork; 

• who am I?; 

• job readiness and self-evaluation; 

• frustration--anger--maturi.ty; and 

• planned parenthood. 

Ourin9 the first week of classes, clients also fill out application 
forms for registration with the OBES, so that its offender specialist 
can begin trying to find jobs for prospective PREP graduates. 

The second week of classes is more directly related to the actual aspects 
of looking for a job. Role-playing with videotape feedback is used 
extensively duri~g this period. Subjects covered include: 1 

.:~ .• where to look and getti ng ready to look; 

• completing a job plan; 

• grooming and first impression; 

• characteristics of a good employee--the personnel officer's 
viewpoint; 

• conducting the intervie\'/: . do's and don't's; 

• the call back 

• changing jobs; and 

• stress questions and explaining arrest. 

The final Thursday of the program serves as an overall review--of individ­
ual subjects previously covered and of the PREP program's objectives. 
Clients are asked to complete a brief ev~luation form requesting their 
opinion of the various aspects of PREP. These forms are reviewed by PREP 
staff on a,continuing basis to assure that the program is meeting clients' 
needs and are also submitted to BVR. 

On the Friday fol1o\lling~two weeks' of classroom training, a formal 
graduation ceremony is held. The PREP project director notifies appro­
priate agency representatives of the date and requests them to attend. 
Each graduation ceremony includes a keynote address by the -project director, 
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remarks by one or more graduates, ~nd the distribution of graduation 
certificates to clients on an individual- basis. 

On the following Monday, clients appear for scheduled appointments, 
termed IIstaffing.1I At these sessions, the PREP project director, 
the APA coordinator, the BVR coordinator, and, in some instances, the 
persons' parole officers, meet with the graduates. They review the 
graduates' strengths and weaknesses in the program, possible problems, 
employment potential, and explain what PREP staff intend to do to help 
find a job. The program maintains an ongoing list of employers who 
have-hired PREP graduates in the past and who are generally amenable 
to hiring ex-offenders. PREP staff may contact these employers 
(sometimes prior to the PREP class graduation) to solicit jobs and 
will also attempt t9 develop jobs for-individual PREP clients through 
contacts \'lith other area employers. However, staff impress upon the 
clients that the job search is primarily their responsibility and that 
anything less than full efforts will be penalized by docking of part 
of their transportation and maintenance,money. A job placement plan 
with specific steps is constructed describing the ways in which clients 
will look for employment. -

During the three weeks following graduation, the program ~aintains daily 
telephone contact with the graduates. The clients are required to 
contact ten employers p~r week during that period and to visit the 
program for personal IIprogress ll reports on ~10nday, Hednesday and Friday. 
The job-$eeking aspect of the program may continue for an indefinite -
period. ,. Although the BVR-supported stipend does not continue after the 
first five weeks of PREP participation; PREP staff 'Itill continue 'to try_ 
to place graduates until successful case closure. 60 days on the same 
job, is achieved. The BVR coordinator will review the programs' and 
clients' efforts if successful placement is not achieved within six 
months. If the-c(lordinator is convinced that the client is not trying 
to obtain a job, assistance ma'y be terminated. However, such terminations' 
rarely occur. 

PREP encourages graduates to return if they desire to discuss employment 
or personal problems. Although they may not be considered official 
clients.on such occasions, the PREP staff will attempt to help them 
~esolve their problems through referral -to an appropriate community 
agency or through extended discussions. 

According to the Akron BVR coordinator, 15-20% of PREP graduates find 
their own jobs, and the majority of those who da find jobs retain their 
position for the required sixty days. 

c. Follow-Un 
J 

Akron, like the other PREP programs, reports its job placement rates 
throu9h Goodwill Industries to BVR on a monthly basis. Fol1oltJ-up­
procedures on progran graduates vary. Usually follow-up is conducted 
through tel~phone contacts and periodic communication with parole officers. 
The Akron program, in addition to following up on graduates to see if 



• 

• 

• 

• -,I 

• ~ 

• ;l 

• '~ 

-152,.. 

they retain jobs for 60 days and can thus be classified as closed cases 
fO'r BVR recordkeepi ng purposes, perfoms fo 11 o\'I-Up for one year after 
all case closures. 

D. Data Availability 

Though no comprehensiwe evaluative studies have yet been performed on 
the PREP program, much data has been collected. 

Currently, the Ohio APA is planning to conduct a full-scale evaluation 
of the PREP program. The study design currently is being devised" and 
it is hoped that the study will be implemented within the next year, 
if funding can be obtained. The proposed evaluation would focus on 
the Columbus PREP pros.tr'am, and have;ithree specific objectives: 

, ,.'~ 

~ the determination cd:' programmatically effective 
ways of structuri,ng an employment program; , 

• identification of principal programmatic components 
for the purpose of replication of PREP as an active 
program; ana 

• Getermination of the cost-effectiveness of a group 
approach to service delivery in the form of an 
employment program for ex-offenders. 

The effort would be d~signed to determlne the effectiv~ness of the PREP 
program and to identify those programmatic factors that contributed 
significantly to prog~am success. 

The outcomes of PREP participants would be compared against a group of 
demographically matched parolees selected and supervised by the same 
parole officer. The comparison group would be matched with the PREP 
participants according to age, race, sex, educational achievement, 
number of prior felony convictions, type of offense and prior employment 
history. The parole officer would be asked to idelJtify a prospective 
candidate from the caseload to be assigned to the comparison group 
simultaneously with the assignment of a parolee to PREP. 

The proposed evaluation o~ each 9roupof PREP pa~ticipants would contain 
two components: an i n-pro£ram coml1onent and ani ne-month fo 11 ow-up. 
A number of standard and attitudinal measures would be administered to 
PREP clients upon entry into the program, at graduatfon from the pro­
gram, and at the end of the nine-month follow-up period. These measures 
would include a career maturity index, job perception index and self­
esteem scale. The attitudinal measures would be administered to the 
matched comparison grouo at the beginning of their period of parole 
supervision and at the end of the nine-month follow-up period. The 
design attempts to control for differences in parole supervision through 
the inclusion of the PREP participant and the matched parolee in the 
same parole officer's caseload. . 
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The prorosed nine-month follow-up component I'Joule! utilize a follow-up 
instrument comoosed of a social adjustment index and an employment 
adjustment index. The latter would examine successful job ~lacement, 
likelihood for job mobility, quality of job placement and ag9regate 
earnings. During' the nine-month follow-lIp period, the supervising parole 
officer \A/ould be requested to complete a monthly follm·/-up instrument on 
the socia] adjustment and employment of each PREP graduate and each 
matched parolee in the officer·s caseload. The APA hopes that this pro~ 
posed evaluation will be able to measur~ the success and impact of PREP 
on the ex-offenders, the impact of the PREP approach on the community, 
and the identification of the key program elements contributinq to PREP 
success or failure. 

Little use is made of the collected information to evaluate PREp·s success. 
The APA Central Office requires follow-up reports from local APA coordina­
tors and periodic follow-up data on unemployed parolees. Parole'officers 

. are sunposed to submit these reports 30 ,days after graduation, six months 
after release from the institution, and at the time of final release con­
sideration. However, this information is not collected in standardized 
form, and parole officers traditionally have been lax in this area. 

The best potential source of data on PREP graduates is the data, con­
tained in the Contract Service Report submitted by each Goodwill 
Industries program to BVR. Until recently, each Goodwill office submitted 
separate ,reports for each of the individual contracts it administered. ' 
NOH, a Gdodwi 11 offi ce submi ts one report \'Ii th summary data for all the 
programs it operates without separating clients by program. Howevei, 
individual information on clients is also presented, with clients· names 
accompanied, by the names of the programs in which they are participating. 
This rerort includes information concerning placement rates, hourly wages, 
and clients still unemployed. 

The monthly client reports submitted to the APA coordinator by each PREP 
project are not necessarily summarized at the end of each fiscal year. 
HO\lleve'r, some programs may s ummari,ze the; r reports on a yearly basis and 
submit it to the State PREP Coordinator or to BVR. The Akron program 
constructed such a summary for 1974-75, \'Ihich included, for each PREP 
class during the fiscal year, the following information: 

• number served; 

• number graduated; 

• number placed; 
. 

• number ~ired but did not report; 

• number refused interview referral; 

• number unable to work; 

• number jobs held; 
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• number incarcerated; 

• number returned to the institution; 

• OBES referrals; 
.': .. 

, 

• number 60-day placements; 

• number working but not yet closed; and 

• number able to work but not yet placed. 

This data i~ presented in Table 3 on the following page. This reoort 
contains no follow-up data concerning PREP graduates who have achieved 
case closure. Although the BVR Central Office is considering perform­
ing follow-up on clients who have been closed out (60 d~ys on one job), 
such an effort has not yet been undertaken. 

PREP does not have any data available to reflect the specific types of 
jobs the majority of its graduates find an.j retain. However, it is 
estimated that most find entry-level positions in factories or in 
construction. PREP hopes that graduates will be able to upgrade their 
employmerit after they establish a sufficient work history. No informa­
tion is available on the upgrading of PREP graduates, although an 
analysis of APA fol1olt/-UP reports could reveal some patterns of employ-:­
ment for pREP graduates. 
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Table 3: Akron PREP Report, July 1974-June 1975 

, 

I CATEGORY July Auq. Sept. Oct. Nov. Dec. Jan. Feb. r,1a r. -" - -- - - - -
'. No. served 8 11 13 10 10 13 10 12 10 . 

i I No. graduated 8 11 ! 12 9 7 13 10 '12 8 I 

! i I 
; I , 

No. placed 7 10 9 7 3 ! 3 4 7 5 I . 

I 
I 

I 
No. hired but did 0 1 0 0' 0 

I 
a 0 0 0 

not report t , 
I 

1 

I 
I 

I 

I 
No. refused inter- 1 0 I 0 2 0 0 0 0 j 0 

I view referral I I I ! 
, 
I 

No. unab 1 e to \'Iork 2 I 2 I 4 I 2 1 I 4 0 2 i 0 
I I 

No. jobs held 9 I 13 I 13 8 3 3 4 7 I 5 
-

No. incarcerated a 0 I 1 1 1 0 0 2 0 ! 
No. returned to the 0 0 4 0 0 2 0 0 I 0 

institution ! 
OBES referrals I 

. 

1 No. 0 0 0 0 0 0 0 0 

No. 60 day placements 0 7 5 6 3 6 1 2 3 

No. working but not 0 0 0 0 0 a 0 a 3 
yet closed 

No. able to \'/ork but -- -- _ .. -- -- -- -- -- --
not p1aced* 

.. . , 

*unavailab1e on,month-by-month basis 

Apr. ~iay 1 June 
I . 
I 

I 10 9 I 14 

10 9 I 13 
; , 
, 

I 
, 

6 5 5 I 

. o' 
I ! 0 0 

I 

I 
i 
I 0 0 0 I 

I 

I 0 0 0 

I 6 ! 5 I 5 
i -

I 0 i 0 0 I 
I 

0 ! o· 0 
I 
I 

1 

1 1 1 

2 I 2 
I 

5 

3 3 5 

,-
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! 

• 

! TOTALS 

i 
: 
i 130 
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Figure 1 cont.: PREP Client F1~w from Entry to Job Prep Class 

-------;--

Pr 
Pa 

": 

ison/ 
role' 

AP 
PR 
Co 

A-BVR 
EP 
ordin~tor 

----- ~~~ 

.. 
Or ientation 

. 
--- --

JCj 
C1 

b Prep 
ass 

b Devclo m 

. 

't 

J 

I 

.10 P en 
,~Placement I 
Activities 

Follow-up I 

'I 
I 

.-
Appl icant noti-
fi ed of 
acceptance, 

" 

" 

Prog. Qi r. ex- APA-BVR PREP 
~ 

1st week of Client completes 
plains prog. and Coord. makes class: 1 ectures, application 
onducts tour of presentation fi 1 m~,. rap ses- Empl. Servo 

sions, etc. facil ity 
~ 

~Entry )<:=::> Process 

'. • 

Par. Off. noti-
fied.of client's 
~1rad.; request to 
attend " 

j 
'f\ 

. Prog. evaltns. -reviewed on con-
tinuing basis 

II' 

• 2nd wk of class: job- Client com-
7 s~eking skills .empha- H plete PREP 

slzed; Thurs.--Prog. evaluation 
Review I~ 

. " 

--' 
CJ1 

" -;-r-

-

Document 

'.'. 

" 



..... _-ve - - - --- .-----»."..."':""""':""-----~~--:-~---,~--~--------
. .II"". ... • •• 

Figure 1 cont.: PREP Client r-low from Class Graduation to Job Development 
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, Figure 1, cont.: PREP Cl';ent Flow from Job Development to Placement 
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LOUISVILLE, KENTUCKY CLEARINGHOUSE FOR EX-OFFENDERS 

I. Program Setting 

A.Program History 

The Lduisville~ Kentucky Clearinghouse for Ex-offenders began operations 
in October of 1972. The Community Services Director from the Bureau of 
Prisons for Kentucky and Tennessee, \'iho \'ias then responsible for finding 
jobs for Federal prison releasees complained to the State Employment Service 
about the lack of ,job availability for this population and as a result, 
was assigned an offender program specialist by the State Employment Service. 
At that time, it was realized that many programs in the area were providing 
employment-related services to the ex-offender. Consequently, there was a , 
gre~t duplication of services, and this alienated many local employers. 
The Bureau of Pri sons Community Servi ces Di rector and the offender speci al; st 
from the State Employment Service decided that a new approach was necessary. 
They submitted a proposal to the Law Enforcement Assistance Administration 
to create a clearinghouse that would coordinate ex-offender services in the 
Louisville area. Initially, they received $12,000 from LEAA. The next fiscal 
year, they applied for a full LEAA grant and received approximately $40,000. 
The program started with a director, a secretary, an employment service 
counselor, a probation officer, and one volunteer. The Clearinghouse has 
grown to the point 'tJhere there are currently fourteen staff members serving 
clients. The budget for the current year is $81,000. 

B. Objectives and Program Emphasis 

The Clearinghouse has as its primary pUt'pose the coordination and implementation 
of job placement activities for the ex-offender in Louisville and Jefferson 
County. Its secondary purpose is to act as a means through which clients 
can receive other needed social services. The emphasis, however, is on job 
placement. If clients are not job-ready, the Clearinghouse usually does riot 
work directly with them, but will refer them to the local Comprehensi~e 
Employment and Training Program (CETA). 

A main concern of the Clearinghouse is to improve the process by which prison 
releasees are made aware of and referred to employment opportunities. In this 
regard, the Clearinghouse has a direct relatioAship with each State probation­
parole officer serving the Louisville and Jefferson County area. Additionally, 
specific State Vocational Rehabilitation and State Employment Service staff 
members are ass; gned to the C1 earinghouse on a part-time basi.s incrder to 
provide needed services to Clearinghouse clients. ' 

Because the programmatic emphasis in the Clearinghouse is on job placement, 
and because there is only a finite amount of resources available to Clearing­
house staff, little formal attention is paid to follow-up °activities. Staff 
make a conscious effort to concentrate on the direct delivery of services to 
clients seeking employment. As a result, follow-up activities that might 
document the success or failure of the Clearinghouse are often neglected. 
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C. Cl ientel e 

The Louisville Clearinghouse serves people from the Louisville and Jefferson 
County areas. Anyone convicted of a felony and on probation or parole, 
either State or Federal, can be served by the Clearinghouse. However, the 
Clearinghouse prefers not to serve any ex-offenders who have stayed on the 
street for three years. It feels that the stigma attached to ex-offenders 
is greatly reduced after such a time . 

T\,lo-thirds of Clearinghouse clients are under some' kind of criminal justice 
system supervision. The other clients are generally walk-ins off the street 
who have heard of the Clearinghouse from other ex-offenders. Additionally, 
the Clearinghouse receives referrals from the State Vocational Rehabilitation 
agency, from the county welfare department, from other local social action 
agencies, and from the State Employment Service. 'About three-fourths of all 
Clearinghouse clients have been in prison; most have been released from State 
instit~tions rather than Federal institutions. 

The Clearinghouse's monthly client load does not substantially vary. In 
June, 1976, there we.re 104 new applicants. Of these, 51 \'Jere on State pro­
bation and parole, 5 If Jere referred from Federal probation and parole officers> 
11 came from the county jail, 20 were non-supervised, and 17 clients were 
referred from three local halfway houses. Additionally, there were 29 
clients who were classified as renewals. The active client caseload was 
664, including people referred to training, people waiting for training, , 
people referre(l to jobs, those referred to other community agencies, or people 
on the job ~short time. This caseload represents clients who are served by 
the Clearinghouse and by Project Prove, a CETA-funded program for ex-offenders 
that works in conjunction with the Clearinghouse. 

D. Funding 

For fiscal year 1976, the Clearinghouse is receiving $81,000. Fifty percent 
of these funds flow from the La\'l Enforcement Assistance Administration to the 
Kentucky State Planning Agency, the Kentucky Crime Commission. The other 
Clearinghouse funds are received from the Kentucky Bureau of Corrections. 
The Director of the Clearinghouse is reponsible to administrators located 
within the B~reau of Corrections. The majority of the Clearinghouse's budget 
is allocated for personnel expenses, including the salaY'ies of the director, 
the secretary/receptionist and the three classification and treatment officers. 
The cost of personnel contributed by cooperating agencies such as the Depart­
ment of Vocational Rehabilitation and the State Employment Service is not 
included in the. Clearinghouse budget . 

Eo' Program Organization 

:iThe Ex-offender Cl earinghou$e is part of the Kentucky State Bureau of Correct ions, 
'Division of Community Services~ within the Kentucky Department of Justice. 
The director of the Clearinghouse reports to the Deputy Commissioner for 

. COll1l1un i ty Support Servi ces but works c-l ose 1 y with the Ass i stant Deputy for. 
" Probation and Parole. Although the Clearinghouse has relationships with a 

I. 
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number of community organizations, the'internal staff structure is fairly 
simple. The staff consists of the Project Director. secretary/receptionist,' 

,and a staff of full-time and part-time counselors. Currently there are 
three full-time counselors who perfon] job development and placement of 
Clearinghouse clients and one case aide. As of July 1, the Clearinghouse 
lost two public service employment counselors "Iho had been handling full 
client caseloads. 

Each full-time staff member generally has a caseload of 50 to 60 clients. 
Currently, the average client caseload is 53. 

An employment aspect of the Clearinghouse's structure and organization is its 
relationship with Project Prove, A CETA/Employment Service-funded job develop­
ment and placement program for ex-offenders which is located in the same 
building as the Clearinghouse. Currently, Project Prove and the Clearing­
house function as one program, VJith cl ients referred either to Project Prove 
or Clearinghouse staff. Because it is funded by CETA, Project Prove handles 
all CETA paperwork and paperwork related tO,the State Employment Service for 
Clearinghouse clients referred to those organizations. 

I I. Cl i ent Flow 

A. Entry 

Ex-offenders:are referred to the Louisville Clearinghouse by several different 
sources. These include the five Kentucky State correctional institutions. 
Contact with pre-release staff at Kentucky 'institutions is primarily informal. 
Because pre-release services in the State pf Kentucky are ,generally inadequate 
and because there i~ no state-wide coordination, the Clearinghouse maintains 
these contacts on an institution-by-institution basis. The Clearinghouse 
director talks to pre-release staff on a daily basis, and these staff often , 
send applications to the Clearinghouse for clients \'1ho are about to be released' 
from prison. Clearinghouse staff visit all but one of the institutions in the 
State on a monthly basis, and at these times they explain the role and object­
ives of the Clearinghouse to inmates who are about to be released. The 
Clearinghouse receives an average of approximately 10 'appl ications a month 
from people still in the institutions. Other persons are referred by insti­
tutional staff after they are released from prison. 

Kentucky has a requirement that parolees must have jobs in order to be released. 
There ;s no formal work release program in the State, but there is a furlough 
program in Vlhi ch inmates can be released for three days in order to sol i ci t 
jobs. Pre-rel ease officers at the Kentucky State Reformatory (KSR) which is 
close to Louisville, often bring prospective parolees to the Clearinghouse 
on furlough so that they can be provided vlith employment 'assistance and 
information. A'lthough inmates cannot be paroled to the Clearinghouse, their 
papers can be forwarded to the Clearinghouse so that Clearinghouse, staff can 
attempt to find jobs fer them and thus help them make parole. 

Clients are also referred to the Clearinghouse by State parole officers. 
Generally, these are parolee~ vlho have lost or, quit their jobs after release 
or Ylho \'1ant better jobs. ThE! Federal probation and parolei' office also refers 
ex-offenders to the Clearinghouse. These include "'serve-outs" 'in the Federal 
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prisons in Kentucky, parolees from Federal prisons, parolees and probationers 
who have lost or quit their jobs or are seeking better jobs,0risoners let out 
on IIman datory release ll

, pending cases and deferred prosecution cases. The 
Jefferson County jail also refers people who have finished serving sentences 
for misdemeanors to the Clearinghouse. 

The State Employment Service, as s60n as it identi~es a client as an ex­
offender, refers him or her to the Clearinghouse. Other agencies that have 
referred ex-offenders to the Clearinghouse include: Volunteers in Corrections, 
the t~etropolitan Social Service Oepartment~ .the Urban League, the River Region 
Mental Health Program, the Salvation Army, the COlJll1lunity Drug Abuse Center, 
and area half\'JaY houses. Two Clearinghouse staff members visit Dismas House, 
a local halfway house, each week to interview ~ll ne\,1 residents. A group 
interview is conducted, after Which each new resident is seen individually . 
The two Clearinghouse counselors work specifically \'dth one staff person at 
Dismas House. They will call him each time they find a job which seems 
appropriate for Oismas House residents, and together they attempt to match 
residents with job openings. 

B. Intervention 

People officially become Clearinghouse clients when they walk in the door. 
At this time the secretary finds out if the client has been to the Clearing­
house before. In that case, the person would be considered a renewal. If 
the client h~s not been to the Clearinghouse before, the secretary finds out 
if he or she" is under supervision. Each Clearinghouse staff member is matched 
up with a probation/parole supervising officer, as is each staff member at 
Project Prove. The Clearinghouse secretary vii 1 1 record the applicant's name, 
social security number, supervising officer and the name of the matching 
staff members.' The applicant then fills out a "mock application form ll which 
will SE!rVe as the basis for initial counseling. This mock application form 
includes information about a person's work history, vocational interests, 
wage expectations, marital status, military status, physical health, criminal' 
history and educational achievement. Usually, the secretary will take the 
completed mock application form to the appropriate counselor, so that the 
couns/alor may get acquainted with a ciient. 

At the initial interview, the Clearinghouse staff member will ask the client 
to fill out an Employment Service form which requests information about the 
client's address, telephone number, birth date, income, employment status, 
employment history, military status, and job expectations. Together with the 
mock application, this form provides the counselor with a basic understanding 
of the client's background. During this first interview, which usually takes. 
from 20 minutes to one hour and a half, the counselor tries to assess the 
person's interests and attitude. 

On rare occasions, the Clearinghouse counselor may make a job referral at the 
conclusion of the interview. However, usually the counselor will see the 
cl'ient at least bJice before the first job referral. This gives the counselor 
ti,me to see .lif the cHent is sincerely interested in employment and to verify. 
the client's employment record if the counselor believes it is necessary. 
At the second counseling session~ the counselor will usually try to deal with 
ahy additional prob1ems or learn what the client has done about problems that 
were initially identified . 
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If a client does not return after th~ initial interview, the Cleatinghouse. 
staff member will ·try to contact the appropriate supervi sory ·offi ce"r. ilill11ed,i ate ly. 
If the client .is uns~pervised, the counselor \-lill try to make cpntact by 
phone. If thlS proves unsuccessful, the counselor will send ou~ a follow-up 
card asking the client to renew contact with the Clearinghouse. A second card 
usually will go out if the first one does not come back within a few days. 
If a client fails to contact the Clearinghouse within 10 days, the case will 
be closed out. Approximately 20% of Clearinghouse clients drop out during 
this early period. 

After a client becomes a palr't of a counselor's caseload, it is generally up to 
that individual counselor to decide how to develop a job and/or where to refer 
a c"lient for services. If it i's determined that an ex-offender needs services 
other than job pl acement, hi'= or she; s referred to an appropri ate conmunity 
agency. Those ex-offenders who need aid from the Vocational Rehabilitation 
Agency are asked to return to the Clearinghouse for an appointment \-lith the 
Vocational Rehabilitation st,aff member who visits the Clearinghouse.every 
Thursday. Services available through Vocational Rehabilitation include 
provision of vJ'Ork tools or special \'iork clothes or equipment, training) medical 
screening and G$sistance, psychological evaluation and counselinq, and tuition 
assistance for ex-offenders who wish to enroll in institutions of/hiaher education 
or in local vocational schools. Ex-offenders who are interested in ~nd suitable 
for skills training are referred to Project Prove, which in'ttil~n refers them 
to the appropriate skills training program associated with CETA. If a client 
is referred to CETA, that program then becomes responsible for job placement. . . 

The Clearinghouse also may refer clients to "Jobs Now~, a CETA-funded program 
operated by the local National Alliance of Businessmen (NAB) chapter, which 
provides employment-related services to those peop1e considered least employable. 
All Clearinghouse referrals to "Jobs Now" are made through Project Prove; 
because Project Prove is associated \l/ith CETA, it does all CETA paperwork for 
ex-offenders. An intake counselor at IIJobs NmoJl! initially fills out a c1ient 
information form, which includes educational, phYSical, legal and social history 
information. A physical examination is done by a doctor on site,and the client 
is then referred to a supportive services counselor. This counselor will help 
the ex-offender with financial problems, housing problems, held-over court 
cases, credit problems or personal family problems. IIJobs Now" clients 
considered job-ready undergo a one week orientation and assessment session 
\'Ihich focuses on orientation to the \·lOrld of work. During the orientation 
session, clients also undergo one-to-one counseling with program staff. After 
this orientation period, the full-time instructor writes an evaluation and 
successful clients are placed on a placement list and are then attempted to 
be matched with current jobs. The "Jobs Now" program conducts a six month 
follow-up counseling program at least once a week on clients. For the first 
three months, counseling is on a three times a \-/eek basis. Staff also follow-
up with clients' employers once or twice a month to check on the progress of 
the employees. IIJobs Now ll counselors are avail ab1 e to the c'l ient or the 
employer on a 24-hourbasis. 

"Jobs Now" has an additional advantage over the Clearinghouse. People can be 
paroled directly to "Jobs Now" if tlJobs No\'/" can guarantee it \'iill find employ'­
ment for parolees.' The Clearinghouse, however, must have an actual job available 
and the appropriate employer must sign a consent form before an inmate can be. 
paroled to be served by the Clearinghouse. 

• 
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Followina several sessions bebJeen the clients and Clearinghouse counselors, 
clients are told to maintain daily contact. ~lost contacts;:of th'is type 
are made by telephone. Ex-offenders will generally call in and their counselor 
will search the computerized job bank microfiche provided by the State Employ­
ment Service or provtde the client with job leads that the counselor has 
developed individually. The large majority of jobs in which Clearinghouse 
clients are placed are those which are developed by Clearinghouse staff members. 
Only a small minority of successful .jobs are found through the Employment 
Service job bank. " , 

If a counselor has identified what he or she deems to be an appropriate job 
for a client, the client is given the necessary information - the address, 
the name of the employer, the name of the supervisor - and asked to call back 
with the results of that referral as soon as possible. Clearinghouse staff 
estimate that an average of three to four referrals are required before most 

. ex-offenders are placed in a job, although some clients may take only one 
referral while'others may take fifteen. ' 

Clearinghouse counselors identifying a potential job thr'Jugh the Employment 
Service job bank, must phone the Employment Service central office and ask if 
that job is still open. If an affirmative response is received, they indicate 
that they would like to make a referral. The Clearinghouse counselors will 
give the Employment Service the applicant's name, social security number and 
occupational code. After the referral, the Clearinghouse staff will inform the 
employment service of the resu1ts. 

Every day the Employment Service sends a computerized print-out to the Clearing-. 
house giving the results of al'! referrals reported on that day. Clearinghouse 
counselors must sign off on all referrals relating to their clients, assuring 
the director that they are aware of the results. 

C. Fo 11 ow:!!2. 

Once a Clearinghouse client is successfully placed on a job, follow~up procedures 
wi'll be instituted by the client's counselor. Follow-up techniques vary from 
counselor to counselor. Admittedly, the Clearinghouse does not follow-up on 
job placements for a long enough period. The director instructs counselors 
to fOllow up at ten, fifteen and thirty days. Those ex~offenders placed by the 
Employment Service are followed up for a longer period because the employment 
service t'equires their counselors to perform gO-day follow ups. Clearinghouse 
counselors do not report regularly on the post-placement follow-up contacts 
they make with clients. Occasionally, the director may pull files on clients 
to check on counselors' follow-up activities. He tries to do this at least 
once every quarter. Altho.ugh Clearinghouse counselors are supposed to follow­
up at least'within the first fifteen days of job placement, the director admits 
that he cannot actually.see if his counselors are dOing this unless he pulls 
files or contacts the appropriate probation or parole officer. 

, . 
Every person interviewed at the Cl ear; nghouse admits that fo 11 ow-up procedures 
are not standardized and ar~rarely performed in the same way by each counselor. 
One counselor admitted that this i.s probably the \'Jeakest area of the Cl'earing­
house's service~",~, However, this may be due to the size of the .caseload handled 

, by each counselor. Al so, because the Cl earinghouse is primarily concerned with 
. job" placement, counselors devote most of their time to these duties. 
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The director admits that one of the most common:;!"iticisillS of the Clearinq­
house is that it is not selective enough in the ~>lients it serves. If the . 
Clearinghouse \'Iere (rare selective, it would probably be able to conduct more 
extensive and efficient follow-ups on those e.1ients who have been successfully 
placed in jobs. 

There, is no formal time when the Ch'.ld'~ghouse will close out c. case, and such 
a decision usual1y depends on the individual counselor. A case may be closed 
out ~'4hen an ex-offender has been ':1.(.;lployed on a stable basis for a week or several 
weeks, when mail follow-ups by tl~~ringhouse staff are not answered for a 
period of time, when the ex"'ciffender is rearrested or probation or parole is 
revoked, or v/hen the ex-offender leaves the Louisvi11e area. Figure 1 depicts 
the f"{ow of cli~nts through th~_'Clea'dnghou'se. 

D. ,D~~a .Avai 1 abil ity' 
.~. '. 

Th~ Cle~ringhouse admittedly has many data problems. Accqrding to the director, 
som;:; (,f these problems have resulted from a conscious decision by administrative 
staff to sacrifice data collection and analysis efforts in order to utilize 
scarce staff resources in direct delivery of services to clients. However, 
even that data co11ection engaged in by Cleadnghouse staff does not seem to 
be performed on a uniform basis. 

Clearinghouse client data is stored only on Department of Economic Security 
data cards, which are really' designed to meet the specific information needs 
of the Employment Service. The Clearinghouse does not use special in-house 
data information forms which reflect a client1s history in the correctional 
system as well as other variables particularly related to the employment needs 
of the client. The only special form used by Clearinghouse staff is the mock 
application form filled out by the clients when they initially enter the 
Clearinghouse. 

The lack of uniformity with which data is collected was referred to in an 
evaluation report prepared by the Bureau of Corrections in 1974. It said, 

lilt is vita-l to anyon-going evaluption effort that 
. recorded infonnation be legible, consistent and 

comprehensive. There appeared to be no standard 
time interval or mode of contact with regard to 
obtaining follow-up information .. Follow-up inform­
ation is admittedly the most difficult of all data 
obtained; however, a number of improvements in the 
present system can be made. Thorough follow-up 
information C(l.n be obtained on all probationers 
and parolees under supervision and recidivism rates 
within the Kentucky correctional system can be 
obtained for all clients. In addition, follow-up 

. attempts can be made at regular intervals. ·It is 
also possible to increase the completeness of the 
follow-up through an intensified effort with a 
random sample of cl ients. Information gathered 
in all fol'low-ups shoulcj include. recidivism, 
outcome of Clearinghouse placemertt, and present 
employment sta~us.1I 
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Almost all the comments and recollUl1endations above are still appropriate. 
Currently, some data is collected on each client, but it is not grouped 
in categories which would ~ead to effective evaluation. For example, the 

. ,~.learin,ghouse keeps track of the number of cl ients referred per month to 
. 'traintng. rmwever.·,.'it does n-at differentiate among the training programs to 

It/hich clients' are referred. I, Counseling contacts are also tabulated on a 
monthly basis. However, the length of counseling sessions and the topics 
discussed are not summarized by client. Therefore, it is impossible to note 
how many counseling contacts each client participated in and the type of 
counseling clients received. 

Job placements are summarized according to whether a placement was of an 
unemployed individual or was an upgrade. A~ditionally, counselors are required 
to note whether a job was received through the job bank or through their own 
job development. No in'formation is available on the kinds, of jobs clients 
receive or on starting salaries. 

One area of information collected on a mont,hly basis is IIfollow-upsll. The 
Clearinghouse does not consider follow-ups to be merely contacts made after 
a client has been placed. Rather, follow-ups are considered to be any contacts 
made with the client to check on his or her progress. These may include 
telephone calls to see if the client has gone to the county welfare office, 
whether the client has received food st~mps, if the client has managed to 
obtain a job on his or her 'own, or simply to check on whether the client has 
any personal problems that need attention . 

Currently, the Clearinghouse collects the following information on a monthly 
basis: 

• Nel,ll .Apr-lications -
• Probation and parole officers: 

• State 
- probation 
- parole 
- case pending 

• Federal 
- probation 
- parole 
- case pending 
- deferred prosecution 

• Jefferson County Jail 
e, Not under Supervision 
e Dismas House 

• Renewals 

• Counseling Contacts 

1-.;.--' 
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• Job Placement 
• Unemployed 

- fi che 
- other 

• Upgrades 
- fi che 
- other 

• Job Referrals 
., fi che 
- other 

• Training 
- referred 
- enrolled 
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• Vbcational Rehabilitation Services 
referred 

- enroll ed 

• Referred to Other Agency 

• Fo 11 ow- Ups 
phone 

- mail 
- visits 

• Job Development Contacts 
',-

• Speeches 

• Agency Visits and Meetings 

The Clearinghouse submits a monthly report to the Bureau of Corrections. 
This report includes the following information: 

• Staff size 

• Current workload for each. staff member 

'. Whether the workload increased, decreased or remained stable 
from the previous month 

• The number of vol unteers currently "Jorking at the program 

• Which staff members participated in community or civic activities 
during the month 
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This report also includes narrative comnents conGerning the number of any 
ne\'~ community resources that developed during the month and whether any 
personnel or volunteers participated in training ,!:i.uY'ing the month. Comments 
are also included on the major.problems encount~red,any"fore~een changes in' 
staff for the next month, any foreseen si gnifi cant changes in the workload 
for the near future, 'and any probable problems developing during the next 
month . 

Thus, most of the Clearinghouse's statistical reports provide information 
on client status or servi~es provided. No data related to impact on the 
target population's behaviors, attitudes, or conditions is reported on a 
regular basis. Therefore, no accurate estimates can be made of recidivism" 
job retention, job satisfaction, long-term employment, or job mobility. Most 
of the data that would pe needed to assess the Clearinghouse's impact could 
probably be collected, but it would require a restructuring of the data 
collection and recording system and a strong effort by several people to analyze 
and retabulate'all information available. 
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Figure 1 cant.:' Clearinghouse Client Flow from Job Placement to Follow-up 
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INSTITUTE OF GENERAL, MECHANICAL, AND ELECTRICAL SCIENCE 

I. Program Setting 

A. Program History 

The Institute of General, Mechanical, and Electrical Science, one of 
several programs run by the Philadelphia Urban Coalition, began as an 
outgrowth of the Urban Coalition1s Criminal Justice Task Force. The. 
Urban Coalition submitted a proposal for an ex-offender traininq pro-
gram to the Pennsylvania Governor1s office in November, 1974. The 
proposal was accepted, and the pt~ogi~am became operational in January, 1975. 

The Institute began operating with auto mechanics, electricity, and 
el ectroni cs courses. ~1any start-up problems were encountered dew; ng 
the first six months, the most unsettling of which was the turnover in 
program directors. Three directors headed the program from January 
through r1ay. In the middle of 1975, the n~w director began restructur-

.ing the program. 

T\,/o el ectroni cs courses were combi ned, since it was found that ex-offenders 
were having difficulty obtaining jobs in the electronics industry. Addi­
tionally, staff learned that many clients could not read or write. Thus, 
a basic education program was begun in combination with the skills training 
courses.: The staff \'/as restructured to create more fl exi bil ity. Three ne\<J 
staff positions ""ere created, including two job developers who doubled as 
counselors, and an intake worker who specialized in that function. The 
program recently began a job seeking and job retention course, which is 
mandatory for all program participants. 

B. Objectives and Program Emphasis 

The Institute of General, Mechanical, and Electrical Science exists to 
serve ex-offenders interested in ~kills training in one of four areas: 
automotive mechanics, welding, foundry, and electronics. Its goal is 
to make each program parti ci pant a producti ve worker, ready for entrance 
into the competitive labor market. The program also aims to equip parti­
cipants \,/ith necessary job-seeking and job-keeping skills. Because the 
program is part of the Philadelphia Urban Coalition, its objective ;s to 
primarily serve disadvantaged~ minority clients. 

C. Cli.entele 

The Institute ofGeheral~ Mechanical,and Electrical Science serves only 
ex-offenders .wA6.have been convicted of a crime, are residents of 
Pennsylva~ii~ ahd are older than 18 years of age. Demographic .charac­
teristics of pr()9ram clients are presented in Tables 1,2, 3, and 4 on 
the following page . 

o 
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Table 1: Age 

• 
18-24 years 72 % 

25-30 years 20 % 

• 31-40 years 7 % 

01 der than 40 years 1 % 

TOTAL 100 % 

• 
Table 2: Sex 

• Male 98 % 

Female 2 % 

TOTAL 100 % 

Table 3: Race 

Hhite 2 % 

Black 97 % 

Chicano 1 % 

Other o % 

TOTAL 100 % 

• i Table 4: Length of ~ast Incarceration 

Less than six months 15 % 

Six months to two years 75 % 

Longer than two years 10 % 

TOTAL 100 % 
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New students are accepted into the progr,am on a monthly basis. During 
the year, an average of 15 new studerits enter the program each mon~h. 
Currently, there are 40 active clients, divided among three staff· 
members who maintain active client case loads. Program guidelines 
dictate that no counselor maintain a case load of more than 20 clients 
or less than'lO. 

D. Funding 

The Institute received approximately $145,000 in Comprehensive Emp10ywent 
and Trainin~ Act, Title I monies from the Governor's office for the ' 
period November, 1974 through October, 1975. This mone'y was part of the 
Governor' s 4~& discretionary money all bcated under the 1973 Comprehensi ve 
Employment and Training Act. From November, 1975 through June, 1976, 
the program-received another $145,000 from the Governor's office. From 
July, 1976' through September, the program will receive $49,120 and from 
October, 1976 through September, 1977, the Institute will receive $219,000. 

Because this fundin~ is part of the Governor's 4% discretionary money, 
it flbws directly from the Governor's office to the Urban Coalition. At 
no point does this money flow through the Philadelphia CETA Prime Sponsor. 
All program reports thus are submitted to the Governor's office rather 
than the local Prime Spons0r. 

E. Program Organ; zati on 

Th~ Institute of General, Mechanical, and Electrical Science is one 
component of the Philadelphia Urban Coalition. The Director of the 
program reports to the Coalition's Director. Program staff includes 
the Director, the Director of Admissions and Referrals, two job deve­
lopers/counselors, an intake counselor, a counseling assistant, an office 
manager, and one secretar'y. Additionally, seven instructors are employed 
to teach the evening training classes at the Dobbins Technical Vocational 
School. 

The Program Director is responsible for all activities involving the 
securing of funding, public relations, inter-program communications, 
budgeting, program policy, and staff accountability. He also maintains 
direct, continuing contact with the seven vocational school instructors. 
The Director of Admissions and Referrals is largely responsible for daily 
program operations and interacts with all staff members. The two job 
developers/counselors are responsible for following up on those clients 
on their case load as well as conducting the job-seeking and job-keeping 
skills class twice each week. The Intake Specialist 'attempts to perform 
all client intakes, including supervising the completion of applications, 
the scheduling of appointments, and all testing and evaluation. She is 
assisted in these responsibilities by the counseling assistant. The 
office manager is responsible for maintaining the files and for all pro­
gram correspondence. This includes letters to inmates applying to the 
program, notification to applicants of acceptance or rejection, and 
letters tracking client-partidpation in the program. The secretary 
serves as a personal secretary to the Program Director. . ---_. -. ~,.- ....... "'-.~. -.-.,~- .... -- ""' ... - ....... ---~-

" ,~ 
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Proaram oarticioation is divided into three distinct areas: intake~ 
orobationary period, and active participation. Because clients are 
~ccepted into the program on a monthly basis~ some clients applying 
in the m'iddle of a month may wait several weeks to be notified of their· 
acceptance or rejection. The intake process includes,the filling out· 
of applicationsy testing~ and evaluation. The first 30 days of a 
client's participation in the program constitutes a probationary period. 
During this time, clients are not allowed more than one unexcused 
absence~ After the 30-day period, clients are considered active full-, 
time clients. 

Classes in auto mechanics, electronics, fouAdry, and welding are held 
four hours each night for four nights a ~leek. Program participation 
may last up to 12 months. Clients who have completed the program or ' 
those who are unable to cOJ11ple:te the program because they have secured 
an evening job are encouraged to return to the program when necessary. 
During the time clients are participating in the training courses, their 
counselors maintain continuing contact with them, through telephone calls 
or in-per::>on intervievls. Il.dditionally,' the program's two job developers 
attempt to secure jobs for those trainees who are considered to be job­
ready. 

II. Client Flow 

A. Entry 

The majority of program clients are prison releasees.. Their first contact 
with the program may be made in a variety of v"ays: mail contact with the 
program while they are still incarcerated, personal interviews' with pro­
gram staff· who visit the prisons each month, referral from another commu­
nity service agency', or walking in off the street. 

The Institute receives many letters each month from inmates still incar­
cerated in Pennsylvania institutions who have heard about the program. 
After receiving these letters, the pro9ra~ sends the inmates an application' 
and fact sheet. The letter accompanying these materials requests that the 
in~ate complete the application and return it as soon as possible. The 
fact sheet notifies the inmates that the program serves persons of at 
least 18 years of age with a criminal record. It also contains information 
on: courses offered, staff, course length, program featuresi hours of 
attendance, location, and contact persons. 

After an application is received from an inmate, the'program sends another 
1 etter as ki ng the i nJT:ate to rna ke arrangements to request a furlough so 
that an in-oerson interview can be conducted. If the inmate is unable 
to be furloughed, he or she is urged to contact the program immediately 
so that other arrangements can be made. If an applicant is able to secure 
a furlough, he or she appears at the program offices to undergo testing 
and evaluation and to be intervie\'/ed by one of the counselors. After 
test results are eva1 uated, the program informs the inmate with a letter 
pf acceptance or rejection. If an inmate is accepted, his or her appli­
cation is held in a pending file until the program is notified that the,_ 
person has been released from pri son and is sti 11 wi 11 i n9 to enro 11 in 
the proqram. Those inmates v/ho are rejected are told that they can re­
apply after a period of 30 days. 
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Often the progral!1 receives letters from inmates \'Jho request assistance 
in findin9 immediate employment. Because the Institute is primarily a 
training pro~ram, it does not offer such services to prison releasees. 
However, all such letters are answered. Inmates are told that the 
program ;s a job training program and not a placement service. 

Persons who contact the program by mail or telephone are 0iven an appoint­
ment for their first interview. Those who do not have an appointment and 
enter on a walk-in basis initially read a program description. This 
description contains necessary information about program procedures, 
includin9 the followin9 information: 

• Applicat~ons, test scores, and evaluations are considered 
by the entire staff. Acceptance or rejection is based on 
this review. 

• Once a client has been accepted, he or she is on a 30-day pro­
bationary per-iod. During this time, the client \'li11 be 
renuired to report to the program for personal and job 
counseling. 

• During the probationary period, the client will be per­
mitted only one unexcused absence. If the client J1Iustbe 
absent more than once, he or she must call the office with 
an acceptable excuse . 

• , After the probationary period, if the client needs travel 
money and is enrolled with the Department of Public Assis­
tance, the program will assist the client in securing car 
fare and a one-time clothing allowance of $75. 

• After the probationary period, client attendance is closely 
checked. If the client ·;s going to miss any days of train­
ing, counselors must be notified. 

• Because of the state of the economy, the program does not 
guarantee clients a job .. However, if client attendance 
and progress is good, the program's job developers will 
work with the client in seeking a meaningful job. 

This program description also details the your courses offered. These are: 

• Auto mechanics --This course offers complete skills to be 
an entry-level mechanic. Tasks covered include how to 
change a tire, how to perform complete engine repair, 
and wheel alignment. 

• Electrical wiring --This course provides clients with a 
knowledge of how to \'rire a complete home by sin~le point~ 
two point and three point controlled lightin~. Clients' 
learn how to preoare schematic diaqrams for all vwrk and 
are also instructed in the'theory of electrical energy and 
,necessary safety standards. At the conclusion of the 
course, clients learn how to insta)l and wire major 
electrical appliances. 

. .~. 



.. ~ 

.,' • 

-185-

• t'/elding --This course denls with the follo\'Jing phases 
of welding: Oxy-Acetelene, Metal-Arch, Braging and 
MIG weldinq. The course also includes instructions in 
blue print reading Jand instructions in following factory 
specifications. . 

• Foundry --This course teaches cl ients hm\f to work with 
metal, especially molten Metal. Clients learn how to 
make sand molds of different objects, how to operate 
metal furnaces, how to pour molten metal, and a variety 
of other skills. Completion of the course gives clients 
the knowledge of a third-year apprentice, and allows them 
to enter foundry work as a craftsman and not as a laborer. 
The course lasts for approximately six months, whereas 
other courses are approximately ten months. 

,After applicants read the program description, they are instructed to 
fill out the application. Yhe application includes client information 
concerning marital status, education, c'riminal record, institutional 
record, field of interest, and three personal references. During an 
ensuing intake interview, the intake specialist and client review the 
application. The intake specialist completes a CETA client characteris­
tics form and fills out the top half of the CETA termination form for 
later utilization if the client is accepted and then terminated from the 
program. A report to class slip is also completed, and held for the 
client pending acceptance into the program. The applicant then signs 'a 

,CETA Identification Data Form. This form notes the client's sex, birth 
date, education, number in family, estimated annual family income, and 
other client information. The client and counselor both sign this form, 
attesting that the participant meets the eligibility criteria established 
under Title I of the Special Governor's Grant, and has been informed of 
his or her rights and procedures for grievances as established in the 
Comprehensive Employment and Training Act. 

Students then complete a general consent form and job information form. 
The client's signature on the former allows the program to disclose 
information from the ~lient's record to responsible persons for purposes 
of either verifying participation and attendance in the pro~ram or for 
securing employment. The job information form serves a more practical 
purpose. It notifies applicants that many students want a temporary 
daytime job of any kind while attending evening classes at the Institute. 
To help the program's job developers find such a position for the client, 
the following information is provided on the form: name, address, age, 
phone ,number, whether the client has a current Pennsylvania driver's 
license, whether the client owns a car or has use of one, and when the 
client will be available for work. Additionally, the client is asked 
to detail what skills he or she possesses. 

At the conclusion of the intake interview, the applicant is told that 
he or she will be notified of the time for testing and evaluation. All 
testing and evaluation is done during the first \'1eek of each month. 
The week before, letters are sent out notifying clients of the date and 
time of their testing ap!)ointment. Testing for all applicants usually 1asts 
two days and consists of a Mathematics test, a reading comprehension lest, 
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and a vocabulary test. After tests are taken, the intake specialist 
grades them while the applicant is still in the office. At this time, 
the intake specialist conducts a more detailed interview with the 
applicant. Infor/nation from the ori!:rinal intake interview is revie\·/ed. 
If testing has revealed that the applicant has difficulty reading, he 
or she is referred to a remedial reading program and told that once 
up to a certain level, he or she can reapply'to the program. At the 
conclusion of this second interview, the intake specialist completes 
a personal evaluation form. 

B. Intervention 

Clients are generally notified four or five days after the testing 
whether or not they have been admitted to the program. Decisions are 
usually based on: test-results, the subjective feelings of the intake 
'counselor, and the availability of space. The latter is rarely a pro­
blem. Although applicants must score a,~inimum on each of the tests, 
exceptions are made for those with especially hiqh motivation. Appli­
cations are also reviewed at weekly staff meetings attended by all staff . 

Letters of acceptance or rejection are usually mailed the following' 
Hednesday. Letters are sent t.o an applicant's referral agency; such as 
probation or parole, only if special notification is requested. Letters 
of acceptance and congratulations notify the client of the date of an 
orientation session and ask the client to bring an enclosed Ilreport t~ 
class"slip. Letters of rejection notify the applicant that he or she 
may reapply for admission to the program after a period of 30 ~ays. 

All new clients are placed on a 30-day probationary status. During the 
orientation session, they are introduced to their instructors and the 
"lead student II in their section. The course is explained, including the 
specific tasks within each unit of instruction. Clients are notified 
that they must report for two job counseling sessions at the pro~ram 
offices during their 30-day probationary period and that if this is not 
accompl ished, they will be terminated. Training classes begin the first 
Monday of each month and are held four nights a week from 6 p.m. to 
10 p.m. Those clients who need remedical or'GED instruction are notified 
that such instruction is available three nights a week at the training 
school from a licensed instructor. Clients are allowed to substitute one 
hour a night of GED instruction for an hour of their vocational training. 

Because clients are considered to be on probationary status during the 
first .30 days, they are not officially enrolled in CETA. Any attendance 
sheet is rnaintained for the probationary period on all new clients, but 
not included in the regular pr'ografTI attendance book. During the proba­
tionary period, the intake specialist does all couns,eling and monitors 
the attendance of all probationary clients. Trainin9 instructors fill 
out attendance forms nightly, which are channeled to the intake specialist. 
If she notices that a probationary client has missed more than one class, 
wi thout an excus ed abs ence,. the_ c 1 i ent iss ent a teY'mi na t ion 1 etter • 
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After a client successfully completes the probationary period, the 
program attempts to help the client receive assistance from the Depart­
ment of Public Welfare and appropriate Veterans Benefits. Additionally 
aCETA enrollnent form is conpleted, and students are sent a letter 
assigning them a personal counselor. 

After the probationary period, the program's intake specialist is pri- . 
marily responsible for tracking student. attendance. She maintains an 
attendance book \'iith one page for each acti ve cl; ent. After revi ewi ng 
daf/y attendance lists submitted by the training instructors, .she 
attempts to contact all students who have had several unexcused absences. 
If, in her subjective opinion, a student is missing too many classes, 
she will send an attendance letter. This '\'Iarninq" letter notifies the 
student that the program is aware that he or she has not been attending 
classes on a regular basis and asks the student, if there is a problem, 
to contact the pro!Jran. The student is .. \'/arned that hi s or her fa i1 ure 
to attend classes could lead to dismissal from the program. If this 
letter does not produce action on the part of the student, a 48-hour 
warning letter is sent. It requests that the client contact the program 
immediately to avoid dismissal and any other loss of present and future 
program benefits. 

However, if no response to this letter is received the client is terminated. 
He or she is sent a termination letter and the student's file is placed 
in a termination file. A termination report is then sent to the Governor's 
office in ~arrisburg. When students are terminated, the program also sends 
a letter to the Department of Public Assistance. This letter notes that 
the student had been a recipient of the weekly transportation allowance, 
but that on the particular date, his or her enrollment was t~rminated. 

Active students are required to attend counseling sessions twice a month. 
However, interviews can be held with clients as often as the counselor 
wishes. During these sessions, counselors co~plete behavior identifica­
tion forms which rate the client as acceptable, strength, no serious 
problem, change needed, change po'ssible, or change doubtful in the follow­
ing categories: hygiene, grooming and dress, personal self-evaluation, 
personal complaints, consistency of work, reaction to criticism, social/ 
recreational outlets, and motivation. The counselor also notes any 
appropriate personal comments about the client. 

Each time a counselor establishes a contact with his or her clie~ts, a 
student contact form is co~pleted. This form notes the name of the student 
and the class in which he or she is participating,the date of the contact, 
the nature of the contact (phone, office, or school), the nature of the 
problem, action tak.en, resolution, and required follo\'J-up. Each student 
contact form must be signed by the appropriate staff member. 

All staff ~embers are responsible for attending meetings with vafious 
community organizations and agencies. Usually, these meetings are arran~2d 
in the course of the counselor'S actions for particular clients. Each . 
time a staff member attends a meeting, a me~ting report form is filled 
out. This notes the name of the staff member, the organization, the pur­
pose of th.e meeting, the requiredfo.llow-up, and the staff member's 
personal evaluation. . 
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These meetin0s, along with all other counselor activities, are sUll11llarized 
on a weekly basis in a report, submitted to the pro~raM director. This 
report summarizes: the. nUl'lber of counsel ing contacts, the number of 
meetings, the number of personal student contacts, the number of phone 
contacts, the number of job placements achieved, the testing and evalu- ' 
ations performed, and any visits to penal institutions. The notes of 
the individual staff rlembers are attached to the weekly mePlo. One copy 
of this report is kept in the central file and another is referred to 
the Director of the Urban Co?lition. 

The program's t\'IQ job developers attempt to develop lI any kind of job" 
for those students who need immediate assistance or money. However, 
their' primary activity consists of developing jobs for job-ready students. 
Whether a student is job-ready is largely dependent upon the opinion of 
his or her instructor and the level of proficiency a student has reached 
in the course. 

Student accomplishment forms are completed by all instructors each time 
a student completes a specific task. The four training courses are com­
posed of several units, each unit containing' from four to ten tasks. 
Student accomplishment forms are returned by the instructors to the 
central office on a monthly basis. They are filed in student accomplish­
ment files by course, each course having an updated list of students. 
Copies of these forms are also filed in the students ' individua) files, 
and the date each task is accomplished is noted. The job developers also 
keep copies of these forms, enabling them to keep up-to-date on the level 
of achieyement of all students. Therefore, when potential employers ' 
inquire ~bout students' abilities, job developers have ready access to 
such information. 

The job developers spend most of their time in the field contacting 
employers. They rromise each potential employer a background sketch on 
potential employees and simultaneously gi~e each student background 
information on potential employers. Like the other program counselors, 
the job developers have their own student case loads. They maintain 
files on each of their students, including the program ap~lication, all 
completed student contact forms, employment information forms, student 
accomplishment forms, and job information forms. Additionally, the job 
developers maintain a file on area ~mployers, listing e~ployer name, 
contact person, and each individual employer contact. Generally, the 
job developer \'Ii11 set up an appointment for the client, notifying the 
client of the tiMe and date. Sometimes the job developer will accompany 
the clients to job interviews. In all cases, the job developer asks 
the client to visit the program offices before the intervie\,1 for an 
"interview preparation ll session . 

C. Fa 1-1 m'l-Un 

After job interviews, the job developers usually call t~e employer or 
the student to determine the results. One problePl the Jcblldevelope;;s 
have encountered is that many employers do not want to be bothered 
with folloH-Up,. Many specifically reques~ that the program not fo~low 
up on clients they have hired. However, 1n cases where follow-up 15 
oermitted, the jO'b developers make one f~ll?w-uP contact a month for 
~ix months. It is estimated th~t approxlmately 70% of.successful program 
c1 ients secure jobs either throq\gh the efforts of the Job developers or 
their own efforts. ~ 
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All successful program students are encouraged to return to brush up 
on their skills after they have received jobs. However, they are not 
considered ne\oJ clients. Their temporary participation in the classes 
is not reflected in the client record. 

O. Data Availability 

In addition to individual client files, and those files maintained by 
staff members, the IQstitute maintains files according to type of form 
or a letter. the data available from these files,though not tabulated, 
would enable one to assess: .the percentage of applicants accepted into 
the program, the percentage rejected, the percentage of applicants who 
do not return, the percentage by reason of clients rejected, the attend­
a nee record of cl ;'ents, the average '1 evel of achi evement of program 
clients, the speed with which clients achieve various levels of profi­
ciency in the different courses, the job placement rates of program 
clients, and prograM graduation rates. The Institute does not collect 
nor maintain any data on the recidivism of clients, either successful 
completers or dropouts from the program . 
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LA~l OFFENDER SERVICES DIVISION PROGRAt4 

I. Program Setting 

A. Program History 

In 1970, the Department of Labor (DOL) held a conference in Washington 
concerning section 251 of the Manpower Development and Training Act, which 
mandated manpower training for offenders and ex-offenders. As a,result of 
that conference, DOL decided to fund a group of Emp10yment Service Models 
in several states on a nationwide basis. Massachusetts was chosen as one' 
of the participating states. In February 1971, the Law Offender Services 
Division (LOSD) was crl:ated to adrilinister the Massachusetts model program. 

At that time, the major. aspects of. the program were: 

• Employability Assistance Teams in Department of Economic 
Selcurity (DES) offices in major urban areas. 

! 

• Employment counselors with out-reach assignments to State. 
and county institutions. 

• An employabil ity team out-stationed at the Brook Halfway 
House. 

• Maintenance of consultant services, a drop-in center, and 
limited accommodations for ex-offenders in a temporary 
housing program. 

• Development of continuous data flows relative to services 
performed and assessment of program effectiveness. 

Teams of counselors and job developers were out-stationed at the State penal 
institutions at Concord, Bridgewater, Framingham, Norfolk, VJar.-rick and vlal­
pole; and at County Houses of Correcti,on in New Bedford, Deer Island, 
Plymouth, Springfield, Balerica and Worcester. ' "i 

Lavi Offender Servi ces also became an advocate in removing obstacl es to the 
employment of ex-offenders. Cooperative agreements were developed with 
the Department of Corrections, the Registry of Motor Vehicles, the Depart­
ment of Consumer Affairs (licensing), the Department of Education, Parole, 
Probation, the Roxbury Court Clinic, and the Civil Service. 

By 1972, Law Offender Services teams were well-established at Brockton, ' 
Cambridge, Jamaica Plain: Springfi,eld, and Horcester, with teams out­
stati oned at Brook House, and RoxbUl~y Cros,sing. By the end of that year, 
eleven law offender service teams were operating t;1roughout the state. 

I 

'I 
'I ,; 

The Comprehens i ve Employment and Tra i n..'/ n9 Act (CET'!: ,) prov; ded the fund; ng 
and focus for the pro.9ram in 1974. Thl~ program cori~inued to be funded on 
a State-wide basis, and wHh CETA funding came the }ddition of Public Service 
Employment slots for ex-offender cOll1minity workers.\ \ Seven of eleven com­
munity worker positions \'/ere filled~ but as these p\\OPle \'/ent on to other 
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work, the positions were lost. CETA alsc'introduced to the program the 
Management Information System (MIS), a new ,data system. Due to set-up 
time, data did not become available through this system until February 
1975. Reports from the Office-of Manpower Affairs did indicate that the 
contract compl iance of goal tc: actual performance for the Law Offender 
Services Division was' consistently above 100%. 

Despite the strong showings of most Lav-J Offender Services teams, the 
uncertainties of agency $upport and CETA 'r'unding have caused an atmosphere 
of uncertainty at the ~ Jgram. The administrative office, based on advice 
given by the Office of Manpower Affairs, has aggressively sought funding 
from the local CETA prime sponsors. However, because the possibilities 
for state funding have been unclear, no local cont~acts have been written 
as yet for the next fi scal y~ar. Pl anni ng for servi ces to offenders' 
through a manpm-Jer delivery system is aVJaiting a decision regarding the 
funding responsibility for employme~t-services for offenders. 

B. Objectives and Program Em .. ohasis 

The goals of the Law Offender Services program have been, since its outset' 
in 1971, to assist men and women who have come in contact with the criminal 
justice system to find and retain legitimate employment. The program is 
founded on the belief that employment is an integral aspect of ex-offender 
rehabilitation and reintegrat10n into the community for both financial and 
emc~ional reasons. 

The program attempts to aid clients through self-assessment techniques 
and vocational~ educational and personal adjustment counseling. Aptitude 
or interest testing may be administered or clients may be referred to a 
manpower or other type of training or educational program. Services even­
tually include job development or placement in an area related to an 
individual's skills, abilities, or interests. The program attempts to 
provide fono"l-through support and continued avai 1 abi 1 ity of servi ces to 
facilitate clients' successful readjustment to community life. 

C. Clientele 

From 1971 through January, 1976, the Law Offender Services program enrolled 
9,946 clients. Of these, 3,977 were hired en jobs and 914 were referred 
to training and related programs. During this'period, 116 bonds were 
written for cl ients through the Federal Bonding Program, and only two of 
these were cancelled. 

The Law Offender Services program focuses on persons considered employable. 
Clients considered "unemployable ll are those who: 

• are actively involved in drug use and/or abuse; 

• ~re active alcoholics, e~peci~lly if uninvolved in a treatment 
program;, 
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• are persistently dishonest ill dealing with LOS staff; or 

• have had three or more successive referrals and hires, and 
have failed to report or remain on the job. 

After undergoing counseling, clients may be consi,dered lIunemployablell if 
any two of the follovJing characteristics remain: 

• persistent Jlnrealistic goals and/or demands (i.e., for 
position or wages); 

• persi~tent unrealistic attitude; 

• failure to report to work, or failure to meet minimum 
production standards; or 

.• unwillingness to take responsibility for own behavior"or 
initiative for own growth. 

The majority of LOS clients (58%) are 22 to 44 years of age. Approximately 
twelve percent are 16 years of age or younger, 26% are 19 to 21 years of 
age, and 4% are 45-64 years of age. The great majority of LOS clients are 
males (90.6%). Seventy-nine percent are white, 19.5% are black, and 1.4% 
are Chicano. 

The various LDS offices enroll an average of 40 clients per month. Of these, 
approximately 20 are placed every month. Most clients maintain contact with 
LOS staff members an average of every three months. HOI~lever, c1 i ents may re­
establish contact with LOS team members at any time if they feel they need 
employment assistance. 

Each LOS team maintains monthly statistics on the number of clients accepted, 
the number of clients placed in jobs, clients referred to other programs, 
and I/negative terminationsl/. For the period February 1975 - February 1976, 
the data is as follows: 

Referral 
to other Negative 

Team Site Intake Hires Programs Term. 

Boston Area: 

Roxbury Court 
Coolidge House 811 289 27 243 

Metropolitan Area: 

*CETA Offices in Somerville 
and Cambridge 

I 

56 3 3 50 

*Somervi11e terminated June 1975. 
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Team Site 

Central Area: 

Worcester City Department of 
Employment Secu'rity (DES) 
Office 

·Parol e Mul ti-Servi ce Center 

Northeastern Area: 

Lynn \~i n DES Offi ce 
Lowell DES, NAB Offices 

Southeastern Area: 

Brockton DES Office 
*FallRiver DES Office 

Western Area: 

DES Offices at: 
Northhampton, Pittsfi el d and 
Greenfielc! 

All Areas 

-205- . 

!ntake 

765 

1130 

265 
188 

362/ 

94 

374 

4045 

Hires 

231 

480 

181 
110 

247 
39 

157 

1737 

Referral 
to other 
Programs 

63 

127 

22 
26 

37 

3 

21 ' 

359 
= 

Negative 
Term 

28 

405 

53 
17 

113 

23 

1052 

Most referrals to LOS teams in 1975 came from 17 different courts in addition 
to area probation and parole officers; from 20 State and county correctional 
institutions (including pre-release); and from 12 community agencies. Sixty­
five percent of the referrals came from parole, pt'obation, or pre-release 
staff. Twenty percent were referred by diversion programs, ten percent by 
various treatment programs, and five percent of the applicants were "walk­
insll. 

D. Funding 

When the Massachusetts Employment Service model became operational in 1971, 
Department of Labor funding was supposed to f0110\" for five years. However, 
funding \"as cut back after two years and, according to the program director, 
LOS has encountered difficulties in securing funding each ensuing year. 

For the past several years, the program has been funded with the Governor's 
4% CETA funds. Each year, the State Manpower Council has advised LOS that 
they would support 50% of the program if the administrative office was able 
.t,o. per.suade local prime sponsors to fund the other 50%. However., local 
prime sponsors were slow to react'to LOS lobbying, waiting to see what the 
State would do. As a result, the program w~s always funded at the last 
minute by the State. However, LOS always managed to have seven to ten staff 
positions funded by supplementary resources. 

* Activated July 1975. 
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The prc;;~~:,"; t",ZtS bi:-;2~~ tra.!~tiG~.111:.: ~~u:!:!2d at the S·~50~OQO-$5G:J,0d;~') ~::;'r?1. 
In lQ76, the State cut off funding for the program as of June 30. As a 
result, LOS ;1ad to cut back drastically on staff. ~:hereas the Droaram 
once operated with a staff of 4S, currently, the staff totals 15'. ,~ 

,l\fter e::t'2I1S i I/e 1 abby; ng, the Stat~ ag;-eed to fund the LOS ptogroB1 at 
a 5400,008 ann~al rate. Currently, administrative staff are lobbying 
extensivelY ~;ith all ~':JsSaCh:.lS81:t;; :o:al prime sponsors in ot"der to 
attract add1tional funding for tre program. 

E. ProGram Crcaniz~tion ,., ...::..:-...... ..::..:...;..c-.;:.:..::-..;:., 

Althoug'i fur.j:;d pri:r:'l'i1y by CET;.'\ funds, the LOS program operates out of 
the :<asscchL;S,.::tts Departr:2nt of El':l'Jloyn:ent Sec:1rity (DES). The LOS program 
is part of th2 Special Applicant S2rvices Department, which in turn, is 
part of the employ~ent and operations services divisio~. The LOS local 
staff rr:er.bers operate at the regicna: office level. The Lavi Offender 
Services Division supervisor is administratively responsible to the chief 
supervisor of Applicant Services. Although the LOS supervisor technically 
has no juhsdiction over tmployn;ent Service line people, office managers 
in the various cities where team members operate relate to her as their 
supervisor in relationship to LOS services and employees. 

The administrative staff of the program, located at the Government Center 
in Boston, cQnsists of the Supervisor, a principal employment cbunselor, 
an assistant employment supervisor, and two clet"k-typists. The principal 
employment counselor is the administrative 'contact for all employment 
counselors operating throughout the State .. He is in charge of quality 
control and staff training. He is also responsible for certain territorial 
responsibilities involving CETA, especially lobbying for funding. The 
assistant employment service supervisor at the administrative level is the 
contact for all LOS job developers. He visits them in the field on a 
continuing basis and periodically checks their efforts by reviewing case 
files. He, too, has territorial responsibilities involving CETA. The 
two c1 erk-typists are respons ibl e for all program paperwork, incl udi ng the 
tabulation of monthly statistics and the submission bf program data to the 
CETA Management Information System. 

At the local level, the LOS team has traditionally consisted of an employ­
ment counselor, an opportunity developer and a community worker. The 
employment counselor is primarily concerned with ensuring that the .ex­
offender·is mentally prepared and educated to face the discipline of employ­
ment, regular hours, supervisl:on, accepting responsibility, etc. It is the 
counselor1s responsibility to;determine if referral to another agency is 
appropriate, assess the clientis readiness for employment, assist the client 
in realizing educational 'and vbcational goals and developing an employability 
plan, and provide necessary pet\sonal adjustment counseling. The counselor 
on the team holds the highest d,~vi1 service status 'and is responsible to 
the 1 ocal off; ce manager for relJorts , supervision, and general accountabi1 ity. 
This person is therefore often '.looked upon by other team members as the team 
1 eader. 
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The opportunity' developer is responsibie for, finding jobs or tr,aining 
slots for ex-o~:fender clients. He may perform this task by utilizing 
theiEmployment':Service job bank, by persuading theclient to utilize his 
own resources a.nd personal contacts, by'individualized job development 
using his own resources, or by contacting organizations with which he has 
developed a pa~fticula:r rapport. The opportunity developer traditionally 
is responsible for constantly contacting local companies, organizations 
and associ atiOrls and eval uating job opportuniti es for LOS cl i ents. This 
person also shquld be familiar with and utilize various DES manpower 
programs such cis WIN, on-the-job and institutional training, and the 
bonding program. The opportunity developer also is responsible for 
developing educational resources for program cl i entsand for supply; ng 
the resources necessary to impl ement an employabil ity pl an. 

The t.eam's community worker is usually a paraprofess'ional and often an 
ex-offender. He is usually responsible for performing a variety of func­
tions, including providing intensive support to clients by developing and 
continuing close personal contacts for as long as needed and helping to 
meet emergency emotional and physical needs by utilizing ,community resources. 
The community worker has also traditionally been responsible for most follow­
up work and has also performed public relations work in the community. This 
includes meeting with all community agencies that may come in contact with 
ex-offenders, explaining LOS services, obtaining feedback concerning the 
effectiveness 'of LOS services, and acting as a liaison between referral 
sources and LOS team members. 

The central '~dministrative office has traditionally provided technical 
assistance to each law offender team. A training program has been developed 
for law offender staff, which includes a slide presentation, monthly seminars, 
information handouts, offender consultants, and bi-monthly statewide con­
ferences. 

Because of a cutback in funding, most LOS teams have been forced to abandon 
the uti.l ization of a community worker. This has drastically reduced the 
teams' capabilities for follow-up. Currently, there are only four teams 
operating throughout the State. During 1972-1973, when the program was 
receiving its maximum funding, 11 teams were in operation. 

II. Client Flow~ 

A. Entry 

Clients are referred to local LOS offices in a variety of ways. Theymay 
enter the program through a contract betweerr the Massachu~etts Parole Board 
and LOS as part of the Parole Project. This project was developed beb/een . 
the Parole Board and LOS in order to assist inmates who have a parole date 
but no job. the serv'ice;s based on a contract or agreement between the 
appropriate parole officer, an'LOSD team member, and the inmate. Agreement 
to. the contract's conditions, mainly to work with the team, may result in 
a waiver of the "must have \'lOrk" condition of parole and SUbstitution of 
a 90-day job counsel ing and job development program. All members are equal 
participants in the agreement, and each has specific responsibilities. 
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Not every inmate is eligible for this program, and decisions are made on' 
a case by .case basis. Because of the success of the project's initial 
effo rts, it has expanded and is nO\,1 uti 1 i zed for Federal as \'Je 11 as State 
parol ees. However, many parol e officers are not aware of the program, and. 
it has not been used qS much recently as it was in earl ier years; 

Clients may also be referred by institutional counselors upon release, but 
there is no formal contact between prison staff and the LOSD. ,lOS relation­
ships with State institutions have decl ined over the past few years. 
Originally, teams of counselors and job developers were out-sta'tioned at 
six State penal institutions and at county houses of corrections 'in six 
counties. However, the program is no longer dealing directly with institutions. 
Inter-agency communications and political problems prompted the. administrative' 
,offi ce to abandon theseconnecti ons. These problems parallel ed a change in 
,administration at the Massachusetts Department of Correcttons. Theprev;ous 
commi,ss'ioner of the Department of Corrections \'Jorked closely with the LOS 
progr'am. However, the incoming commissioner desired an in-house manpm'./er 
component, and as a result did not want to work c10sely with the LOS program. 

'clients are also referred to the program by State and Federal parole officers, 
but the officers' relationships with LOS staff vary from community to -community. 
For example, in Horcester, the LOS team was out-stationed at the parole multi­
.service center and worked directly with parole officers. In other ci:ties, 
;parol e officers call team members and refer c1 i ents. Often the extent of 
communication depends. on the time and dedication 'of the individual parol e . -
'Officer assi~ned to an LOS cl ient. 

LOScl ients may be referred by 'other community agencies, such as l'lel fare 
~departments, drug treatment programs" or alcohol programs. Often, regula'r 
Employment Service counselors upon rl~iscovering that a prospective applicant 
is an -ex-offender may refer thecli ent to LOS team members located in that 
·office. 

The LOS team members at~the local leveland.the administrative staff at the 
'State level often receive correspondence from institutions across the country. 
Letters come from people desiring to -return to the Bost-on area \'Jho have heard 
.ahout the program. Staff .usually write back, advising the inmates of what 
;steps to take: and tell i ng them about the potential ·ofa.parol econtract. 

Specific intake.procedures are 1 eft up to local team members. Therefore, 
each team may perfonn i.ntake in a slightly differ.ent . manner. Tor example, 
:some t.eams may use the first i nte\~vi e~'Jas a screening device and .notprocess 
applicants until they r\~turn fora second intervie\'l. Procedures folJovJed 
,during intake, program :int:ervention,and follo\.<l-upat the LO\'Jell team site' 
·are fairly typical and ;~re described b.~lo\\l. The chart presented at the end 
.of this .section depicts" the client flc,w. 

Clients are usually refi~rred, .either by :probation or parole officers or by 
<{)the.rcorrrnunity agende~\,over the t'elephone .. \-Jhen :clients'enter the offi·ce 
the employment counselo~~ conducts an intake int:ervie\'J .. Herel(iews expectations 
and responsibilities ofJ!the progralJl and the participants. ACETA Client 
Intake Form. i.s then comI~leted. This fonnnotes client socirodemoqraphic 
charact~ristics, employn\en~~istor.y, empl~ymen~ barriers, and ~ET~ eligibility. 
A copy lS sent .. to LOSD ~dmlmstratlve offlcesln Boston vJhere 1t 1S logged, . 
and sent on to the CETA\data collection offices. One copy is retained in the 
,counselor's fil~4 Ii' 'I. 
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B. Intervention 
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If the employment counselor feels the applicant is eligible and has a good 
wo:rk hi sto ry and no personal p rob 1 ems ~ the app 1 i cant may. be refe rred to the 
team opportunity developer. If a client has an unmet social service need, 
the emploYjj1ent counselor \'1111 make a referral to an appropriate community 
agency. jqany clients are referred to local alcohol or drug treatment programs. 
They may-also be referred to mental health programs, local chcritable agencies 
or the wel fare department. 

The intake interview usually lasts approximately 30 minutes, during which 
time the employment counselor takes notes. The counselor also completes a 
CETA Client Change Form, a]most ahlays noting that clients are in the 
11activHy stage" of "initial assessment" and proceeding to the "activity 
stage", "hol d for pl acement. " An Employment History Form, incl uding the 
clieQts ' identification number,last places worked, and reasons for leaving, 
is completed and also sent to the Boston of~ices. , 

Clients are seen by the program counselor an average of four or five times 
and are encouraged to visit the office as often as possible, even after they 
obtain a job. Clients may also \'lOrk with the program1s opportunity developer 
while they are undergoing counseling; the counselor and opportunity.developer 
often meet to discuss clients' progress. 

Cl ients who are not cons; dered job-ready are often referred to appropri ate' 
community manpower or educational programs. These may include CETA-sponsored 
skills training programs, the Massachusetts Rehabilitation Commission (MRC), 
minority assistance programs, 'National Alliance of Businessmen (NAB) on-the­
job-training programs, local educational programs or area vocational schools. 

A recurring problem is the-waiting period usually necessary before applicants 
can actually participate in many of these programs. Often the wait may be 
two to four months. r~any cl.ients do not possess the. patience and/or motivation 
to wait for such periods. Thus, they often lose contact with the LOS team 

. or shift their efforts toward irrrrnediate employment. 

The opportunity developer spends the majority of 'her time in the community 
personally contacting employers. Hhen she visits an employer, she completes 
an Employer Visit Form, copies of which are send to the office manager, the 
regional DES office and the LOSD employment counselor. She also utilizes 
newspapers, the Employment Service Job Bank, and records of employers who 
have previously hired LOSD clients, to locate openings. . 

The opportunity develoRer personally arranges all intervie\'Is for clients: 
When job referrals are made, she asks the clients to call back with the 
results. If clients do not notify her, she attempts to contact them. If 
clients secure jobs that the opportunity developer has located and developed, 
a CErA Client Change Form is completed and sent in noting a "d·;rect placement" .. 
If\the client has helped to secure the job, it is considered an "indirect . 
placement." The.hourly wage rate at placemef!t, employer name and address, 
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anticipated hours per ".,reek, expl~cted employment duration, and the employer 
contact person are also noted on the form .. Clients may also be terminated, 
"positively" if they enter the m'il itary, enter school full-time~ or enter 
another manpower program. \} 

Client Change Forms noting IInegati've terminations" are'completed and sent in 
if clients are laid off, have health, transportation, or family problems 
preventing them from continuing, move from the area, refuse. to continue, or 
cannot be located. 

Technically, these Client Change Forms are required to be completed and sent 
to CETA each time a client IIchanges ll activities during participation in the 
program. "Activities" include testing, orientation, classroom training, 
basic education, skill traintng, on-the-job training, and work experience. 
In practice, however, the opportunity developer only completes this form at 
client intake and termination. 

Other LOSD teams seem to utilize the CETA form differently. They terminate 
clients if they are enrolled in another manpower program, enrolling them in 
CETA as "new" intakes when they return. However, all LOSDstaff contacted, 
maintained that the CETA paperwork is primarly a hindrance and that they 
receive no meaningful feedback from CETAls Management Information System 
(MIS). 

C. Follm>J-Up. 

After clients are placed, the program attempts to follow-up at gO-days. 
However', when program funds were reduced, follow-up activities \'Jere the first 
program efforts to be cut back. The current recordkeeping system includes no 
formal follow-up forms; the various teams utilize their own procedures. 

TheCETA regulations do not require follow-up on placed clients. As soon as 
job placements are achieved, reports are completed' and sent to Boston for MIS 
processing. However, if client5 lose their jobs, they are encouraged to return 

,to LOSD offices for employment assistance. In these instances, they are . 
considered to be new clients for CETA recordkeepil)g purposes. 

D. Data Availability 

The LOS administrative office in Boston keeps track of client activities at all 
team offices on a log noting client names, identification nambers, dates of 
intake and/or of hold for placement, dates of direct or indirect placement;! 
dates the clients entered school or another manpower program, and dates of ' 
negative terminations. Each team also submits monthly reports. These include: 

• number of n~\~)ntakes; 
• number of continuing <:;lients; 

.• number of direct placements; 

• number of indi rect placements; 

i\ 
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• number of positive terminations; and 
• number of negative terminations. 

The information contai,ned in these reports varies from team to team. Teams 
often include the following information: 

« 

• sources of referrals; 
• number of employer visits; 
• num~er of telephone contacts with employers; 
• "occupations for clients placed; 
• starting salaries of clients placed; 
• reasons for al1 terminations; 
• meetings held with representatives of local agencies; and 
• number of follow-up contacts made . 

The data contained on the CETA Client Intake and Client Change Forms is 
summarized monthly for all CETA sub-contractors and returned to them in print­
outs. However, no use is made (if this data . 
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Figure 1 : Law Offender Services Division (LOSD) Client Flow From Entry to Intake 
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Figure 1 cont.: LOSD Client Flow from Counseling to Placement 
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PROJECT MORE 

I. Program Setting 

A. Program History 

Project MORE is a community-based program providing a variety of human services 
to ex-offenders living in the New Haven, Connecticut area. The project current­
ly operates -out of an office provided by the Hill Neighborhood Corporation (HNC), 
611 Congress Avenue, New Haven, Connecticut~ 

The Hill Neighborhood Corporation is incorporated under the statutes of the 
state of Connecticut as a private non-profit corporation. It exists to plan, 
guide and execute programs and activities that will improve the social, educa­
tional and economic conditions in the Hill Community. The staff of the Hill 
Neighborhood Corporation identifies, studies and evaluates local human and 
material needs~ proposes and plans remedial actions, coordinates plans with 
n~ighborhood, city and state groups and age~c;es and implements approved plans 
by appropriate programs. A close relationship is maintained with the seven other 
neighborhood corporations in New Haven, and is~ues of city-wide importance are 
addressed cooperatively. 

The Hill Neighborhood Corporation has long had several ex-offenders on its staff. 
In the early 1960's, several of these ex-offenders recognized the need to deal 
specifically with problems of those people being released from jailor prison 
and returning to the New Haven community. These people formulated a proposal 
and applied for status as a Public/Private Resource Expansion Project (PREP) 
agency to the State of Connecti cut. The St~te operates a numb(\r of these PREP 
agencies in various regions in order to provide a variety of hUI~~an services to 
ex-offenders. 

Project MORE received its initial grant from the State Department of Corrections 
in 1974. It totalled $22,000. The program began with a staff of one full-time 
counselor; two-part-time counselors and one VISTA volunteer. Since that time, 
Project NORE has grown to include ten staff members~ has become incorporated, 
and is in the process of "spinning off ll from the Hill Neighborhood Corporation. 

B. Objectives and Program Emphasis 

The primary objective of project ~10RE is to decrease recidivism. According to 
the program director, of the approximately 22,000 people in the Hill Neighbor­
hood area, 17,000 have been involved with the criminal justice system. Project 
MORE hopes to keep th.ese people from returning to the criminal justice system· 
by assisting them with health services, education, employment services~ legal 
aid, drug o.ralcohol treatment, housing assistance, and family counseling. 
Project ~10RE has continually tried to· identify, develop and maintain working 
relationships with thos~ service agencies and organizations in the New Haven 
area whose respons ibil ity touches upon the needs of the ex-offender popul ation. 
Project MORE staff, while providing clients ",Jith counseling services; attempts 
to channel clients to local agencies ",here they feel the clients' needs can 
be met. 

• 
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C. Clientele. 

The stated client eligibility requirements of' Project MORE are as follows: 

• Clients must be referred from other agencies (e.g., probation, 
parole, or other community service agency) or be a recent 
ex-offender ~within 30 days after release or date of parole). 

• Clients must attend 3 out of 4 group client sessions per month. 

• Clients must go to al'l;iob interviews that are arranged for them . 
. f, • 

• Cl i ents must contact cOUit~\.d ors by telephone twi ce weekly and make 
an office visit once a week. 

• Clients must maintain an active standing in all outside progra~s 
that are set up for them. 

. 
e Clients must volunteer at least 3.h9urs per month within Project 

MORE. 

Thes~ are not rigid guidelines. Rather, they seem to be informal guidelines 
used by staff to guide their relationships vlith clients. For example, it 'is 
unclear whether every client telephones his or her counselor twice weekly and 
makes office visits once per week. Counselors do, however, attempt to maintain 
a minimum of weekly contacts with all their clients. Additionally, the project 
attempts to deliver services when needed to family members whose fathers or 
spouses are ex-offenders. 

Project MORE receives clients from a variety of criminal justice agencies and 
institutions. The following table, for the period June 1974 through July 1975 
indicates that·the majority of referrals come from the State correctional 
centers, parole authorit~es, and walk-ins . 

. 
Tabl e 1: Referral Sources to Project t~ORE 

Name of Source . No. of Referral s Percent 
Correctional Centers 118 39.4% 
Community Agencies 7 2.3 
Wa1 k-Ins 45 15.0 
Parole Authorities 69 23.0 
Probation Offices 8 2.7 
Halfway Houses 13 , 4.3 . 
Hork Rel ease Program 16 5.3 

. Somers (prison) 24 8.0 
Enfield (prison) 0 0.0 
Niantic (prison) 0 0.0 
Letters out of state 0 0.0 --

Tota 1 Referrals 300 100.0% 

-----------------------------~~/~ 
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Project NORE staff estimate that for the past fiscaj year approximately 60% 
of all clients were referred from State correctional centers, 30% from State 
prisons, and the remainder were considered w'alk-ins . 

During the month of t~ay, 1976, Project MORE served a total of 105 cl ients 
with 702 client actions or contacts. The breakdown of these contacts as 
made by the program is as follows: counseling, 269 client contacts; housing, 
20; employment, 165; education, 636; follow-up, 191; legal, 1; transporta­
tion, 20. Staff conside'r t~is a typical month's statistics. 

Project ~10RE rarely turns aYJay clients. However, it is supposed to serve those 
ex-offenders who are older than 18 years. Additionally, it 'is mandated to serve 
those persons who are residents of the county. The age distribution of Project 
MORE clients is as follows: 

Table 2: Aae 
A5]e Percent 

16-21 , 21.5% 
22-30 52.7 
31 and older 25.8 ---

Total 100.0% 
. , 

Of Project MORE clients, 92.9 percent are males and 7.1 percent are females. 
Approximately 72.7 percent are black, 24.4 percent are white, and 2.9 percent 
are Chicano. 

D. Funding, 

. Project MORE is one of fifteen agencies contracted with 'by the Connecticut 
Department of Corrections as a PREP agency. PREP agencies generally receive a 
mixture of Federal and State funding. During the first three years of operation, 
the PREP program was funded eiltirely by the Lay/ Enforcement Assistance Admini­
stration (LEAA). ,However, over the past two fiscal y~ars, LEAA funding has 
decreased, and State funding has increased. During the last fiscal year, the 
State provided $100,000, and this year it i~ providing $155,000. During the 
next fiscal year, the State anticipates supplying the PREP program with $250,000. 

Currently, Project MORE receives a pool of money which includes funds from the 
Community Development Action Agency, a city depa rtm~nt whi ch recei ves'funds 
from the State HUI!1an Resources Department, the State Division of Adult P~~obation, 
and the State Department of Corrections. The current level of Project MORE. 
fynding is approximately $52,000. Project MtlRE also reqdves in-kind contri­
butions from the local Comprehensive Employment and Training Program (CETP) in 
the form of two slots for CETA trainees . 

. ~" .--: 
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1 I. Project Organization. 

Currently, Project MORE exists as one component of the Hill Nei~hborhood 
Corporation. It para1l el s the Hill Nei ghborhood Corporation I s social servi ces 
department, which provides hunlan services to non-offender residents of the Hill 
Neighborhood community. Project MORE has its own board of directors, which 
consists of approximatel'y 12 persons interested and involved in criminal justice 
and social service concerns in Nel,<! Haven. Project MORE has one executive 
director, an assistant director, a planning officer, a field services' coordinator, 
two senior counselors, two regular counselors, a counselor trainee, and one· 
VISTA volunteer. . 

Project MORE's executive director is primar~ly concerned with the administration 
of the program and with maintaining efficient relationships with other ag~ncies . 
in the community. He i.s e,specially involved in the procurement of funding for 
the program and in public relations activities aimed at improving community 
support for Project ~10RE. The program's assistant director maintains day-to-

'day responsibilities for staff performance. Hhile the executive director . 
gives out staff assignments, the assistant director is responsible for seeing 
that they are carried out. The assistant director also is responsible for 

'submitting monthly program reports to the Hill Neighborhood Corporation's 
, board of directors, for submitting a quarterly report to the Connecticut Depart­
ment of Corrections, and for compiling an annual report revievling Project r·1ORE's 
experiences during the fiscal year. He also occasionally becomes involved in 
individual client cases when counselors experience difficulties in serving their 
clients. In certain instances, the assistant-director may take responsibility 
for handling.especially difficult cases. 

The program's planning officer joined the staff in March 1976 to help facilitate 
the transition from the program's current structure to a p,roposed halfway hciuse 
structure. The State Department of Corrections is paying this planning officer 
on a five-month consulting contract basis. In addition to wrlting proposals, 
.the planning offiaer performs staff training activities .. 

Project MORE's field services coordinator tries to keep communication lines 
open between the program and all referral sources and community agencies. The 
program's four counselors provide motivational counseling to clients and are 
responsible for developing plans by which clients can ·receive needed social 
services. The VISTA volunteer is not utilized as a regular staff person. 
She has a very limited ,jtli.ent case load," which consists wholly of persons 
who have initiated correspondence with Project MORE. These a\~e people still 
confined in institutions around the country who are aVlaiting release and would 
like to reside in the New Haven area. The VISTA volunteer also handles most . 
correspondence with the program and works on individual program projects con­
cerning funding and the production of brochures. Her responsibilities are 
spelled out in a contract between Project NORE and the Connecticut Department 
of Corrections. Project ~10RE also has one secretary-receptionist, who is 
shared with the Hill Neighborhood Corporation. 

Training sessions are conducted each Thursday morning for the entire Project 
MORE staff. In addition, monthly staff meetings are held in Nhich counselors 
review other cases. This serves as a check on counselor-client activities. 
Daily meetings are helr:\ every morning among the executive director, assistant 
director, and all coun~elors in order to highlight certain daily activities and 
to handle any problems that may arise. Every Thursday afternoon, another 

",1 . . , 
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general. staff meeting is held at which staff can raise problems they are 
encountering and planning can be done for the next week. 

The overall organization and structure of Project MORE is in a process of 
transition. Project ~10RE is currently attempting to obtain funding for a 
multi-service center which would bring together specialized personnel, 
organizations and agencies in one location to provide supportive services 
to the offender and ex-offender. Project MORE planners hope that the multi~ 
service center approach will accomplish several objectives; 

• increase the level. of accessibility to services; 

• provide inter-agency cooperation in information and resource sharing; 

• minimize the level of duplication of effort in service delivery; 

• identify the agency best equipped to handle problems in their area 
of expertise; and 

• provide a central location for the gathering and dissemination of 
information of importance for offenders and ex-offenders. 

The multi-service center would include a transitional living componenti which 
would provide 24-hour supervision for approximately 20 ex-offenders returning 
to the community. It is anticipated that the Project MORE transitional living 
component will be st~ffed to serve male participants who are l8years of age 
orc1der and fall \'Jithin one of the following categori'es: 

• ex-offenders involved in work release or community release programs . 
within the crimina~ justice system;. 

• ex-offenders already living in the community but in danger of parole 
or probation violation or revocation~ \'1ho are referred by their 
probation or parole off'jcer; 

• ex-offenders who voluntarily express a desire to live at the center 
because they are experiencing home or family dif~icu1ties; and 

• ex-offenders referred by other community agencies. 

Proposals have been submitted to the NevJ Haven Foundation, the Office of Urban 
Affairs, and the Office of Adult Probation. The,Connecticut Department of 
Corrections is also being relied upon for partial funding for the multi-service 
center. 

II. C1 i ebt 'Flow 

A. Entr~ 

Project MORE 'clients are referred to the program from a variety of sources. 
These inc 1 udf~ : 

• St~te Parole Officers 
• Stq:te Probation Offi cers 
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• Federal Pro~ation Officers 

• State Maximum Security Institutions 

• Federal Parole Officers 

• State Correctional Centers 

• City Jail s 

• Families 

• Other Ex-offenders 

• Other Community Agencies; and 

• Community Halfway Houses. 

The referral process wtth all these sources is an informal on'e. Staff at 
these other agencies and institutions may bring clients to project HaRE, tell 
them to call the program" or call project r~O,RE themselves and notify them 
Of the cl ient' s name and address. " 

Project MORE's referral re'lationshi ps with State pri sons focuses on the 
institutional counselors rather than the prison administrators. The latter 
group is contacted only if ~ew procedures are planned. The director states 
that all Connecticut institutions do know about the existence of Pro.iect MORE. 
Institutional counselors will notify the project if they become aware of inmates 
who are in a pre-release status and will return to the New Haven area. This 
is usually done by letter or over the telephone. 

Project ~10RE also has an informal continuing rel ationship with the State Parol e 
Board. According to the p'rogram director, 'the majority of prison releasees 
served by Project MORE have not made parole when they first contact the program. 
:rhey desire help in obtaining parole and need an employment commitment to 
achieve it. Although persons cannot be cparoled to Project MORE, the project 
does wr.ite 1 ~tters to the paY'ole board stating that it.will work with persons 
,if they ar.e granted parole. 

Beginning in August, 1976, Project MORE's relationships with the State prisons. 
r will change. Project MORE will initiate a prison based orientation program 

for all inj11ates expecting to return to the New Haven ar:ea. Project MO~E staff 
will visit a.maximum security institution and explain the goals and services 
of Project MORE, client and counselor duties, and collect information on the 
employment and criminal backgrounds of prospective clients. This iNfotmation 
will then be channeled to the .. assistant director, who will assign each pros­
pective client to a particula~ Project MORE counselor. These counselOrs will 

. then use whatever employer contacts they have available to locate a; job for 
the prosp,ective releasee. Thus, prison releasees with employment clwaiting .. 
them upon release will find it easier to make the transition from prison back 
to the community. This program is being initiated at Somers, one of the four 
Connecticut maximum security institutions. Itis hoped that it \'rillgradually 
be extended to cover the three remaining institutions. 

Currently, at lease one Project MORE staff member goes to the three closest 
maximum security instituti ons-Somers, Enfiel d, and Ni anti c-:-on an average of 
once every ten days to two weeks. This person would have the names of pros­
pective releasees that \'lere referred to the program in the prev;()us two \'Jeeks , i 
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and will interview them about theircmploymentinterests and prospects. 
Institutional counselors also sometimes bring a group of prospective 
releasees to Project ~10RE for group intervie\l!s. The natlJre·a.nd extent 
of Project MORE staff contact with probation and parole officers varies 
with the commitment and c0ncern of the appropriate officer. For example, 
some parole officers may tefer a client to Project MORE simply by calling 
Project ~10RE on the telepllone. Hithno more information, it may take 
Project r~ORE staff two "J~eks to track down the cl ient in order to provide 
some. kind of assistance.~t Other parole or probation officers may accompany 
their ~lients to Project MORE anti work closely with Project MORE staff in 
providing services to the clients. 

Project MORE staff also have a continuing relationship with various community 
correctional centers, formerly known as jails. Each Project MORE staff member 
is assigned to go down to the New Haven Correctional Center one day a week 
to intervie\lJ nelfl referrals. They interview every inmate who requesots an 
interview. Project MORE's name is well known within the New Have~~orrectional 
Center, and the majority of inmates are seen either through self }1ererrals or 
referrals by the Correctional Center counselor. Project MORE used to get 
written referrals from the Correctional Center and would send staff up to 
intervie\,1 interested inmates; however, written-referrals are no longer received 
from the New Haven Correctional Center. Other correctional centers around the 
state are Visited by Project MORE staff on an as needed basis. . 

Persons may be considered Project MORE clients before they actually visit. the 
program facility or ~ven get out of jailor prison. If a Project MORE staff 
member interyiews a prospective releasee in a correctional center or prison, 
and that person expresses a desire to participate in the program when he or she 
is . released, a case number will be assigned to that person. It will then be 
that counselor's responsibility to follow-up on the initial contact. Some 
inmates may write the project from institutions around the country in hopes of 
receiving services when they come back to New Haven. The VISTA volunteer 
usually handles this correspondence, and if she establishes an ongoing 
correspondence with an inmate, she will also assign a case number to that 
person, who becomes a Project MORE client for statistical purposes. 

All persons referred to Project MORE !TIust initially fill out a project intake 
form. The completion of this form may be supi~rvised by anyone on the staff 
who is available at the time, the client comes into the office. This intake 
form requests personal info,rmation relating to the client's status in .the 
criminal justice system, l';ving arrangements, physical condition, marital 
status, educational backqround, employment experience, vocational interests, 
and immediate service needs. The intake form also asks the client to list' 
personal references excl uding relatives. It -includes. space for the intervie\'1-
ing staff member to make notes about the client's character, personality, 
abil ity, and neatness. After the intake form is filled 'out~ the interviewing 
counselor will fill out ,a Project MORE recidi,r.;st form. This form notes the 
client's name, referral, source, previous crim~inal and drug lJistory,;;; and 
includes room for comments by the staff member. The top half of tile forrn~ 
which includes this descriptive information, is then.chanrieled to the fi~l~ ~ 
services coordinator. He places it in the Project MORE recidivist fHe. If 
a client later becomes involved again with the criminal justice system, his 
or her counselor fills out the bottom half of the recidivist form '.',hich notes 
the date arrested, crime committed, court date, po'ssible crime description, 
and penalty:,' This information is used on a continuing.basis in a study of 
recidivism rates of Project MORE clients. 

I, 
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After the'intake and rec.idivism forms are filled out, the information is 
channeled to the field services coordinator~ who reviews all the informa­
tion and assesses client needs. He may consult with the assistant program 
director in certain cases. The field services coordinator checks a master 
list of client case loads for all staff membets and, based on case load 
sizes and individuals' needs, assigns the client to a particular counselor. 
Each Project MORE counselor has a specialization area. These are education, 
legal, health, housing, veterans, and employment. If a client has an urgent 
or intense need in one of these areas, it is likely that the field services 
coordinator will refer the client to the counselor responsible for services 
in that area. 

After a·case is assigned to a particular counselor, it is logged on the 
client master sheet and the assistant director is notified. He also logs 
the client Case number and counselor on his master sheet. A client card is 
made up and put in the Project MORE open-c1 ient file. The field services 
coordinator will speak to the assigned counselor and acquaint him or her 
with the client's background. If ~ counselor is not present, the field 
services coordinator will leave the intake .form, recidivist form, and client 
card in the counselor's in box. The ~'nient will then be 'notified who his 
counselor is and be requested to come back at a certain time. 

In cases where the field services coordinator' is not present, a new client1s 
information will be channeled to the program's assistant director or, if he 
is not present, to the director. If all three are not present at the program, 
t.he person performing the intake interview will review the urgency of the. 
client's need. If an immediate need is found to exist, that counselor will 
start working with t.he client irrmediately. 

B. Intervention 

In the initial counseling session, the Project MORE counselor will usually 
assess a client's most urgent and short range needs. These usually are housing 
needs, and employment or welfare needs. After a'client's immediate needs 
are met, a counselor will usually focus on long-range motivational counseling. 
Referrals for various needs may be to anyone of the follo1lJing agencies: 

• Local Drug Treatment Programs, 
• Local Mental Health Agencies, 
• Vocational Rehabil~itation, 

• CETA, 
• O.I.C., 
• Skill Training Center, 
• state Employment Service, 

, • Local Educational Institutions, or 
• National Alliance of Businessmen. 
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Three agencies to which the program often refers clients are the State 
Employment Service, the State Vocational Rehabilitataion Agency, and CETA. 
Project NORE's re1ationship with the State Employment Service has varied . 
Originally, Project MORE had access to State Employment Service microfiche 
which listed available jobs on a dai,ly basis. Project MORE staff bought 
a job bank which was able to provide counselors with a listing of available 
jobs one day after the same jobs were vie1;1ed by Employment Service counselors. 
In spite of this one-day delay, project MORE staff began placing many clients 
in Employment Service jobs. For each of these jobs, Project r~10RE staff were 
r'equi red to do all the mandatory Employment Serv; ce paperwork. ' Because of 
what appears to be political problems, the Employment Service stopped sending 
Project ~'ORE the microfiche in June of 1976. From that point fOY''iJllrd, Project 
MORE staff have primarily been developing jobs on. their own. However, they 
still rl:!fer cl ients who are job-ready to the Employment Service. 

Project MORE has an excellent r~ationship with the State Vocational Rehabili­
tat)on Agency. If Project MORE staff believe that a client would complete the 
Vocational Rehabilitation Agency's program and they believe the client can 
qualify as "disabled," they will refer the .client to a cO!Jnselor at the 
Vocational Rehabilitation Agency. HO'.'/ever, one main problem is the amount 
of time it takes to determine that someone is eligible for V.R. services. 
Because this requires a doctors approval and analysis, it may take anY\,Jhere 
from three weeks to two months. 

The relationship beb/een Project t·1ORE and the loca'l Comprehensive Employment 
and Training Program varies with the particular CETA component involved. 
Vocational ~raining for persons older than 21 years, according to one Project 
MORE counselor, is almost impossible to obtain through CETA. ~Jaitinglists 
are always long, and clients often do not have the opportunity to wait until 
their names move to the top of such lists. However, CETA training is available 
to Proj ect ~10RE cl ients who are younger than 21 years. t1uch of thi straining 
is received at the New Haven Skills Center, '.'thich is funded by CETA. The center 
only has 80 slots for training, but Project MORE staff refer clients there 
whenever a slot is available. The center offers training in ~arpentry, masonry, 
plumbing, and other skills. It also has on-the-job training contracts with 
local emploYBrs. However, the average wafting period for people enrolled in 
the Skill Center Training Program is seveJ'ial months. Project MORE clients 
who are referred to the Skill Center must undergo regul ar CETA intake proce­
dures at the CETA Intake Center. Then they are referred directly to the Skill 
Center. After skills training, these cl ients usually receive job-seeking 
assistance from both their Project MORE counselor and from CETA job placement 
staff . . 
Project MORE counselors also maintain ongoing contacts with other community 
servi ce agencies, such as the County ~~el fare Department, the Opportuniti es 
Industrialization Center (OIC), and local drug treatment programs. The specific 
nature and extent of the contact between Proje(;t MORE and other referral agencies 
varies from counselor to counselor. However, l~roject MOREls director believes 
that his program has more su~~ess with client referrals than most community -
based programs because Proj (!ct ~i0RE, as part of the Hi 11 Nei ghborhood Corpora- . 
tion, carries a great deal ~)f inf;:luence in the New Haven community. Because 
he has contacts with a numb~r of~dministrators in the local agencies, Project 
MOREls director can', when ne~essary, take short cuts and go directly to the 
administrat'ive level in order to correct problems or inefficiencies that may 
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. become evident at local service agencies. He also believes that the continuing' 
pressure exerted by Project ~1ORE staff on couns.elors at these other community 
agencies helps insure that Project MORE clients receive appropriate services. 
there. 

The specific manner in which Project MORE counselors make referrals to 
community agencies varies. For example, a counselor may have individual contacts 
at each agency and \'Iork with only one person at these agencies. One counselor 
has a file containing blank forms for all the various agencies to which she 
may refer clients. She does all the paperwork involved in the referral process 
and accompanies her clients to the referral program. This cuts down on paper­
work at the program and thus shortens the waiting time clients must endure. 
Service delivery is thus ,expedited. 

Some service delivery is. done on site at Project MORE. For' example, vlork 
orientation group sessions are held on a monthly basis. Clients are instructed 
in hovl to apply for jobs and hm·/ to take interviews. Area employers are brought 
to the program to lecture on this topic. 

, 
After clients are referred to the appropriate community agency, their Project 
r~ORE counselor maintains continuing contact vJith the agency from which they 
were referred to Project r·l0RE, the agency to whi ch they were referred, and the 
clients themselves. Project MORE counselors attempt to have a·minimum of one 
contact with these sources on a \'/eekly basis. However, they try to· see all 
their clients at least twice a week. 

. , 

Counselors ar.e required to perform certain paperwork activities 'fn order to 
track their contacts with cl ients and agencies. They must fi-ll out daily 
activity logs which reflect time spent on various activities each. day. They' 
must also complete individual client case '$heets, which note every contact made 
with a client, the nature 'of tnat contact,. and subjects discussed or activities 
performed during that contact. The field services coordinator and/or the 
,assistant director reviews case sheets and daily activity logs at the conclusion 
of each week in order to assure that they match. These two forms must also 
correspond with a daily sign out sheet which lists the counselor's name, 
destination, phone number, time expected in, and actual return. The counselor 
must initial this sheet upon return to the program . 

vlhen Project ~1ORE counselors refer clients to a job, they must complete the 
top half of the .employmen:t referral forM. This lists the client's name, the 
date, the client's address, name, and telephone number, the client's social 
security number, the counselor's name, and has space for any additional comments. 
The counselor must sign 'it before referring the client to a job interview. 

The client must take the bottom half of the employment referral form to the job 
interview and have the superv'isor or intervieyJing person fill out the form. 
It notes the disposition in terms of whether the client was hired, why the 
client may not have been hired, \'i\1ere the client may have been referred, etc. 
The supervising officer or interY~lewer at th~ company is asked to sign the 
bottom of the form, wh'ich the cl i ent must then return to' his or her counselor. 
Project MORE staff are in the process of revising this employment referral form, 
so that it will apply to cl.ient referrals to all existing community agencies . 
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C. Follow-Up 

After a client 1 s service needs are fulfilled, the Project MORE counselor 
may contact him or her once or tllii ce a week on a bi -weekly basi s unti 1 ' 
the counselor feels the person is ready to maintain his or her standing 
in the community-without any support. The counselor will then consult~ 
with the director, assistdnt director, and the client. At this group 
meeting, staff will let the client know that they will work with him 
or her again if additional helD is needed. If the decision is made 
that the client no longer needs support, his or her card will be 
removed from the open file and placed in the closed file. There is 
no time limit on client services. However, most staff interviewed 
believe that the average amount of time spent with a client is four to 
six months. 

There is no formal mechanism by which Project MORE staff will terminate 
unsuccessful clients. If non-response recurs or non-interest becomes 
evident, Project MORE counselors ~ill contact the client's orobation 
or parole officer or the agency from wh1ch the client was r~ferred to 
Project t1ORE. Following this contact, a meeting will be held ,between 
the Project MORE counselor, the referral source counselor, and the 
client. The Project MORE counselor and the supervisor will review the 
c1ient ' s pattern of nonparticipation and suggest that if the client is 
not interested, he or she be terminated from the project. 

Sometimes Project MORE counselors simply cannot locate clients who have 
been eXh'ibiting negative responses. They will usually try to locate a 
client for two to three weeks. If this proves unsuccessful,-tfley will 
send out one or two letters askinq the client whether he or she wants 
to participate in the' program and~ to set up an interview. If the client 
does not respond to these overtures, he or she is then closed out. 

D.. Data Ava,i 1 abi 1 ity 

Project t,10RE has recogni zed the need for staff accountabil ity. Because 
of a desire to maintain staff quality and to possess the potential for 
self-evaluation, the director has instituted !Jrocedures by \"hich staff 
activity can be assessed or evaluated. i.Each staff member must fill 
out a dailY log, listing the name and address of each individual con-' 
tacted, ~h~ ti~e spent in that contact~ and general comments about the 
nature of the contact. Counselors must also keeo a client case list 
or sheet, which indicates the name of the client' and his or her address, 
the olace where the client was referred from, each date that the client 
was ~een or contacted, the specific need addressed during each contact, 
the type of contact, and the action taken. Counselors must also note 
the time each contact was beaun and the time comoleted. These two 
forms, along with a daily si~n-in and sign-out sheet, are checked each 
week by the field services coordinator ~nd by the-assistant director. 
They attempt to make sure that the activities outlined on these forms 
corresoond. This kind of check enables the assistant director to dis­
cover problem areas, note which counselors are having difficulty in 
contacting clients, and discover which referral agencies do not seem. 
to be, serving Project MORE clients. 
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At the end of ea,ch month, each PI'oj ect rmRE counselor must complete a 
PREP monthly report on each of his or her clients .. These reports. are 
detailed and are divided into several areas. These are'as follo\,/s': 

• Background Information 
-Sex 
-Age 
-Ethnic origin 
~Current legal status 
-Referral so~rce 
-~1a rita 1 s ta tus 
-First contact \.,rith client 
-Actual time served on mos~ current sentence 

• ~·1onthly Data 
-Type of contacts 
-Number of contacts with client 
-Length of contacts combined 
-Purpose of contact 

• Counseling 
-Service provided (in-house, referral, or both) 

- Irl ouse 
-~1anner servi ce provi ded 
-Number of contacts 
-Length of contacts combined 
-Type of counseling 
-Nature of counseling 
-Still in counseling (yes or no) 

-Referral ' ' 
-How referral made 
-Type of referral agency 
-Type of counseling 
-Client showed for first appointment (yes or no) 

• Emoloyment 
-Service provided 
-Reason for assistance 
-Nature of assistance 

-In-house 
-r1anner servi ce provi ded 
-Number of contacts 
-Length of contacts combined 
-Number of interviews arranged 
-Number of i nterv; eViS kept 
-Number of interviews with ~taff accomoaniment 

-Referral ' 
-How referral made 
-Type of referral 

-Results· 
-Service secured 
-Type of placement secured 
-Nature of placement 

• •• 0 

" , 

.1 
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• Housing 
-Service provided 
-Type of housing assistance needed 

-In-house 
-Manner service provided 
-Number of contacts with client 
-Length of contacts combined 

-Referral 
~How referral made 
-Type of referral (public or private) 
-Clients showed uo for fir§t appointment (yes or no) 

-Results 
-Housing secured 
-Type of housin9 

• Education 
-Service provided 
-Nature of need 

-In-house 
-Manner service provided 
-Number of contacts with client 
-Length of contacts combined 

-Referrals 
-How was referral made 
-Type of referral 

-Results 
. -Was olacement secured 

-Levei of client involvement 
-Financial assistance provided 
-Financial assistance generated 

• Treatment 
-Type of treatment required 
-Nature of treatment 
-Successful referral (yes or no) 
-Type of referral 
-Hov/ referral made 
-t·1ethod of service payment 

• Legal 
-Type of assistance 

-In-house 
-Nature of in-house service 
-Manner service provided 
-Number of contacts with client 
-Length of contacts combined 

-Referral' 
-Tvoe of referral ..... 

• Vol unteers 
-Manner service provided 

by agency i nvo 1 vement (yes or no) . 

-Number of contacts between the volunteers and clients 

.... .... ; 

. ' 

-Length of contacts combined 
-Nature of volunteer involvement 

II 
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• Transportation 
-Number of times transportation provided 
-Reason for transportation 
-Type of assistance pro~ided 

These monthly PREP reports are summarized and tabulated by the assistant 
director who then sends them to the PREP administrators in Hartford. 
However, they are also used as a method of, self-evaluation. The assistant 
director \-,i11 reviel.,! random cooies of PREP reoorts for each staff member 
to make sure that they accurat~ly reflect par~llel information on the 
daily Jogs and on the individual client sheets. 

Project MORE also submits quarterly reports to PREP administrators in 
Hartford. These reports are divided into several areas: on-going service 
delivery, system change activities, and other relevant issues. These 

-quarterly reports are usually submitted in narrative fashion. However, 
the assistant director~ who fills them out, often includes referral break­
downs a'nd service provision breakdowns.' Discussion is inc1uded concerning 
coordination with institutions and correctional centers, coordination with 
parole officers, and coordination with other public and private agencies 
and programs. The service delivery section also includes narrative dis­
cussion of plans for any changes, improvements, or further developments 
in client service delivery~ 

The section of the quarterly report dealing with system change activities 
asks th~ program to summarize overall accomplishments and problems 
relating to citizen participation, fun\:j,.-Y'aising, legislative reform, 
public education, and program expansion. Discussion of the latter topic 
must include mention of any expansion of staff, any development of new 
program projects, and any development or strengthening of relationships 
with other agenCies for the purpose of tapping existing services for 
clients. ' 

Project r·1ORE must also submit monthly py'ogress reports to the Hill 
Neighborhood Corporation. These reports summarize referral and service 
information containeq in the PREP r'1onthly Progress reports filled out 
by counselors. They also include a narratiVe description of activities 
undertaken by the director, assistant director, and staff during the 
previous month. Project MORE also completes an annual report at the 
end of each fiscal year, which is sent to all funding agencies and to 

. all referral sources. Activities during the year are summarized in 
the fo 11 owi ng al~eas: 

• inter-agency cooperation; 

• employment services; 

• housing; 

• training; 

.• educa ti Oli; 

• alcohol treatment; 

'., 

.' .... " .. 
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• drug treatment, and 

• miscellaneous problems. 

Data is also presented concerning visits made during the year to 
correctional facilities or clients' homes, and information 'is oresented 
concerning the age groupings of clients services, ethnic nrigi~s, and 
referral sources to Project MORE. 

Past activities of Ptoject MORE are summarized, including specific 
projects undertaken by the director, assistant director, and staff. 
In the past, these have included such activities as an employment 1 

symposium on the problems of the ex-offender in the'job market, lobby-
ing with the State Jegislature on bi11s relating to ex-offenders, and 
holding a community corrctional exposition, which presented .information,. 
exhibits, and letters concerning Project MORE and the problems of the 
ex-offender. » 

In Hartford, the Department of Corrections is setting up a computer 
system that It/ill summarize monthly PREP reports from the 15 PREP agencies. 
Proj~ct MORE and the other agencies will then receive readouts that will 
summarize all the categories on the reports. Such computer readouts 
will make it easier to assess the efforts of Pro,ject NORE staff. They 
will enabl e eval uators 'to obtai n a clearer understandi ng of the program 
and to assess pr:ocess activities at Project r·lORE. 
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Figure cont.: Project MORE Client Flow-CounseHng and Conmunity Program .Participation 
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Figure 1. cont.: Project MORE Cl ient Flow-Counseling and Conununity Program Participation 

Prisons 

Intake 

Counseling 

Field Services 
Coordinator 

Assistant 
Df rector 

:Other 
Community 
Programs' . 

-r­
I I 

Contact probatior ~ 

paro 1 e r~~~~~/r I ' 
referra~ 

Cl rent 
contacted? 

No 

-~/ 

I 
--~--

res 

Oifficultie~ 
;n co'nta'cting cl ient. 
for 2-3 weeks? 

No 

IJ 

Meeting among referral aqency 
representatives, counselors, non­
participation offcljent rev;evled, 
:~rnlngtglv~n; 1 clIent unlterest 

1-2 letters sent 
requesting client 
contact counselor 

-~~-~-~ -=-:.::..~ .....:.,=~-::::;:.:::~--~--------

Client 
~"-"'-"I terminated 

" 

l\ 

Client contin-' )IC,lie~t conun: 
ues in pro~ra'~ ____ -----------------'---.-----~-------------7). ues 1" progral 

Entry Process 

'() 

• I 
I 



-'-' , 
~ • "" .' v • :"'1' ... .. .... 

.,. 
4 .• • :. '. •• ". ! • 

I 

" 

t 
Figure cont.: Project MORE Client Flow--Job Development 
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Figure cont.: Project HORE Client Flow from Job Placement to Follow-up 
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Figure 1 cont.: P-roject MORE Cl ient Flow from Follow-up to Termination 
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ALAt1EDA COUNTY EX-OFFENDER SKILLS BANK 

I. Program Setting 

A. Proqram History 

The Alameda County Ex-Offender Skills Bank was established in 1973 to 
assist ex-offenders in overcoming employment barriers and in maintain­
ing employment. The Ski1ls Bank vias founded by the Deoartment of Correc­
tions, the Alameda Adult Probation Department, the National Alliance of 
Businessmen, and the California Employment Develooment Department, as 
well as the Human Resources Development Institute of ~he AFL-CIO. 
Initially, volunteers delivered the Skills Bank's services. Non­
financial resources were received from all particApating agencies. In 
July of 1974, the Skills Bank was provided offic~ space in the West 

'Oakland branch of the Employment DevelopJ'iiGnt~Dejjartft1ent. Since that 
time, the Skills Bank has expanded with, the addition of two branch 
offices in Berkeley and Hayward. . 

The California Office of Criminal Justic~ Planning (OCJP) began its 
funding of the program in July, 1975. That office continued receiving 
favorable reports concerning the Skills Bank through 1975 and early 
1976. Althout:1h OCJP vias supposed to perform an evaluation of the Ski1ls 
Bank, no evaluation was performed. In the spring of 1976, an employe~ 
of the Skills Ba'nk informed the Board of Directors of alleged fiscal 
irregularities. When OCJP received word of this accusation, its grants, 
management unit asked Alameda County to perform an audit of the Skills 
Bank. The resultinq audit did uncover extensive fiscal mismanaqement. 
The Board of Directors responded to these findings by removing the 
Executive Director at the direction of OCJP. The Chairman of the Board 
also resigned. 

The Office of Criminal Justice Planning became directly involved with 
the operations of the program, providing guidance and helping resolve 
management problems. In late spring a recommendation was made to OCJP 
to discontinue the gr.ant to the Skills Bank. The Office's Planning 
Board postponed action a month, while its re'presentative continued to 
work with the Skills Bank's staff. 

This continuing work convinced that repres~ntat~ve that the Skills Bank 
staff was indeed deliverin9 necessary services' to clients. Additionally;~ 
people in the communit.Y lobbied for the program's extension. At a June 
meetinq, OCJP decided to give the grant fundin~ the Skills Bank to 
anothel~ organization. At this time, the Alameda County Probation Depart-; 
ment also aqreed it could not ~ontinue funding the Skills Bank because 
of the management problems. . 

'A two-month extel('sion \'/as given to the Skills Bank, While the OCJp 
request for propos~l was being w~itten~ 1he request for proposal out-

. lines the design of a proQram very similar to the Skills Bank. 

'.:\ 
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B, Objectives and Program Emphasis 

The Ex-Offender Skills Bank has existed primarily to serve both ex­
offenders and area emp10yers by placing appropriate ex-offenders in 
available jobs. The Skills Bank works only with job-ready clients; 
other applicants,are ref~rred to appropriate community agencies. The 
program attempts to insure that a client's background and capabilities 
match an employer's job order. To assist clients in making the transi-
'tion to steady employment, the Skills Bank also emphasizes follow-up 
procedures. ' 

No formal , predetermined objectives or noals have been established by 
the Skills Bank. However, the goal has ahJays been to place as many 
ex-offenders as possi bl e "In a!Jpropriate, "neaninqful" jobs. Al though 
the Skills Bank has encountered many management problems, local proba­
tion and parole offic'ials and area employe.rs seem to be impressed with 

·the work the Skills Bank has done in placing its clients. 

C. Clientele 

Forty per cent of Skills Bank clients are ,referred directly to the 
program by probation or parole officers. Thirty per cent of the clients 
are walk-ins, while another 30 per cent are referred by other community 
agencies. Because the different Skills Bank branches are parts of 
different organi'zati onal structures, di fferent eli gibi 1 i ty requirements 
exist. ~enerally, Skills Bank clients must be ex-offenders, residents 
of the county in which they are being served, ,and economically disadvantaged. 

The age, sex, and racial characteristics of Skills Bank clients are sum­
marized in Tables 1,2, and 3. 

Table 1: Age 

18-24 years I 40 % 

25-30 years I 40 % I 

I 

31-40 years 

" 

19 % 

Older than 40 years 1 01 

·1 
10 

TOTAL 100 % 
1 
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Table 2: Sex 
", , \ 

Male 
\ 

90 % 

Female I 10 % 

TDTAL 1 00 ~~ 

Table 3: Race 

Although the l'lajority of clients are referred to the program by probation 
or parole officers, clients may be referred by anyone of a number of 
organizations that make up the Ex-Offende.rs Skills Bank. These organiza­
tions include: 

--------

• The National Alliance of Businessmen, 

• Human Resources Development Institute, AFL-CIO, 

• Oakland Chamber of Commerce, 

• Alameda County Sheriff1s, Department, 

• Alameda County Probation Department, 

• California Youth Authority, 

•. Urban Outrea ch, City of Oakland, 

• Local Half\l/ay Houses, 

• California Department of Rehabilitation, 

• Local Drug or A 1 coho 1 Treatment Programs;' 

'. California Department of Corrections, and 

• The Urban League. 

'I 
£1 
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D. Fundinq 

The State Office ()f Criminal Justice Planninq, the re~iona1 Lalt) Enforce­
ment Assistance A,dministration agent, began funding the Alameda County 
Ex-Offender Skills Bank in July; 1975. The LEAA grant totaled $127,000, 
and It/as contracted by OCJP Itli th the county of Al ameda, \vhi ch in turn 
contracted vlith,the Alameda County Ex-Offender Skills Bank through the 
Alameda County Probation Department. This process was mandated by the 
requirement thclt all programs funded by the Office of Criminal ,Justice 
Planning must have a local sponsor. 

In the summer of 1975, the Skills Bank also received $75,000 from 
ACTAB/ACAP, the southern Alameda County CETA prime sponsor, $75,000 ;n 
Title I fTloney from Berkeley CETA, and $23,470 in other monies from 
Berkeley CETA. This money did not include office space and telephones 
that were still contributed by the Employment Development Department. 

At the conclusion of fiscal year 1976, Berkeley CETA chose to stop 
its funding of the Skills Bank. The ACTAB/ACAP organization decided 
to fund a new on-the-job training contract in fiscal year 1977 and not 
fund job and referral activity. Therefore, the only actual funding 
available for intake and referral is $61,qOO allocated by the Office of 
Criminal Justice Planning. This is the amount on which the request for 
proposal distributed by OCJP is based. 

E. Program Or9anization 

All Skills Bank activities are provided to ex-offenders after release 
from prison. In the past, the Skills Bank operated a pre-release pro­
gram designed to provide inmates in local prisons and other institutions 
with survival skills prior to their release from prison. Attendance at 
these classes was voluntary, and services offered included resume pre­
paration, mock interview classes, and awareness counseling sessions. 

Although all Skills Bank offices provide clients similar services, they 
are actually responsible to different organizations. The Oakland office 
operates out of the state Employment Development Department. However, 
the Berkeley and Hayward offices are part of local CETA operations. 
Thus, their services are coordinated with local CETA prime sponsor 
activities. 

Originally, each Skills Bank office had a director, intake technicians, 
genera.l employment counselors, and job developers. At one tir.1e, there 
were 26,people on the staff. However, vJith the cutback in fund~ng and 

. management problems, the staff has been reduced to 14. The Offlce of 
Criminal Justice Planning hopes to arrange for the most' qualified Skills 
Bank employees to transfer to the organization which eventually is awarded 
the proposal to develop the successor program. 

Staff functions at the three Skills Bank offices reflect 'the traditional 
process by which clients are assessed and referred to Jobs. The intake 
technicians are responsible for intake and orientation, counselors are 
responsible for interviewing clients and arranging job plans, and coun ... 
selors together with job developers are responsibl e for matching cli'ents I 
Capabilities and interests to available jobs. J 

,,:,.-:::.:~'/ 
~.:/ 
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II. Client Flow 

A .. Entry 

If a prospective Skills Bank client is on parole or probatirin, the 
client must be referred by the appropriate parole agent or an agent of 
an affil iated correctional agency who has assessed that the appl icant 
is job-ready. Persons who do not display job-readiness and interest 
are not eligible for Skills Bank services. Many unsupervised clients 
hear of the program by word of mouth, and appear on a walk-in basis. 
Other are referred to the proaram by one of the Skills Bank member 
organi~ations. 

The process by which clients receive services varies somewhat from 
office to office, due primarily to specific requirements of the CETA 
prime sponsors vlhich are funding the offices. The processes followed 

,at the Oakland office, although unrelated to CETA, are typical of those 
followed elsewhere. The Drimary difference is that Skills Bank staff 
in Hayward and Berkeley must perform all required CETA paperwork, 
including intake forms, client change forms, and terminQtion forms. 

Initially, probation or parole agents who referred clients to the Skills 
Bank \'/ould a1 so send an official referral "form and a formal note. 
However,. this practice has been largely discontinued. Currently, an 
applicant initially completes an Employment Development Department 
application. This application requests information on: education and 
training~ past employment record, health, job interests, personal 
references, and marital status. The Skills Bank uses its own stamp to 
add another section of information to the application. This section 
requests information on the identity of the client's probation or 
parole officer, any institutions in which the client has served time, 
the date the client was released from an institution, the offense for 
which the client was convicted, other criminal history, drug or alcohol 
problems, and the identity of the person who ,referred the person to the 
Skills Bank. 

B. Intervention 

The intake person then refers the client to a counselor, who reviews 
the application form. In the past, the Skills Bank operated an orie~ta­
tion program. Before a client \'/aS enrolled, he or she was required to 
attend this mandatory session, which was designed to equip clients with 
basic job-finding techniques, to acquaint them with the services avail­
able through the Skills Bank, and to inform them of what the Skills Bank 
expected in return. Currently, this orientation function is handled by 
the dbunselor at the initial meeting with the client. 

Because all Skills Bank clients .are assumed to be job-:ready, counselors 
begin immediately" attempting to'place clients in an appropria~e job. 
This is done through two primary means: the Employment Development 
Department Job Ban k or the i nd i vi dua 1 i zed job development cont.acts of 
Ski 11 s Bank job devi~ 1 opers. .' ' 

;>,S··.~ q. 
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The Oakland Employment Development Office ;s the central order-taking 
office for the East Bay Area.- Employers telephone in their job orders; . 
orcler--takers write them up and transmit them by teletype to eight local 
offices in the area. Skills Bank counselors have access to the job 
orders corni og off the tel etype. I f a couns e lor fi nds an order deemed 
app~Qpriate for a client, the counselor assembles a packet including the 
client's application, the job order, and a form noting the counselor's 
nerne, the client's name, the client,'s address, and "'hen the client is 
availab1e. The counselor then drops this package in the in-basket of 
the Employment Development Department placement specialist at the 
Oakland office. The EDO representative"then calls central control'to 
determine whether the job opening still exists. If the anS\'Jer is affirma­
tive, the representative calls the employer and transmits the client's 

. name and \'JOrk hi story. 

After arrangina an interview, the EDO representative fills out a form 
noting the place and time of the appointment and refers it back,to the 
Skills Bank counselor. The counselor then notifies the client of the 
prospective job interview. If a clienf is not already in the office, 
the co~~elor requests that the client come in and receive a job referral 
.card. rAe client must give this card to the employer at the beginning 
of the interview, arid ask that the employer mail it back to the Skills Bank. 

Generally, Skills Bank counselors ask clients to telephone immediately 
after job interviews in order to learn the results. However, if clients 
do not c.all, which happens frequently, and if the referral card is not 
returned by the employer in two to three days, the counselor calls the 
employer to determine the results. 

If a client's initial job referrals are unsuccessful, Skills Bank coun­
selors continue to work with the client for successful placement. To 
insure that clients are referred to appropriate jobs, client interests 
are classified by DOT occupational codes. The Skills Bank maintains 
two active, ongOing files: one arranged by DOT code and the other 
alphabetically by clients' names. Thus~ when a client requests a job 
in a particular field, the counselor can check the DOT file. Conversely, 
if a particular job order is received over the teletype, a counselor can 
check the appropriate DOT code file and then, through a cross-index, 
determine which clients are appropriate for that job. 

Clients have generally enjoyed greater success on jobs developed by 
Skills Bank staff themselves than on jobs received through the EDD Job 
Bank. Skills Bank job developers utilize all available employment 
resources, including labor market books supplied by EDO, Chamber of 
Commerce job listings, and personal contacts. Hhenever possible, job 
develop'ers attempt to meet with employers at their place of business, 
explaining the Skills Bank and soliciting openings for Skills Bank 
clients. This personal approach, it is believed, works better than the 
formal, impersonal method utilized by the EDD. 

Normally, Skills Bank couns~lors attempt'two or three referrals for a 
client. If successis·still not achieved, the client is ~su~~ly. ter­
minated. 

.. ;. 
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c. Follm'l-llp 

For those clients who are successfully placed, counselors perform 
48-hour follow-up to determine if the client is satisfied with the 
job and if the employer i~ satisfied with the client's performance. 
Further follow-up procedures are performed at 30 days and three 
months. However, no formal follow-up forms are utilized, and it 
appears that follow-up is done on an ad hoc basis when staff have 
the opportunity . 

Whenever clients are placed, through either the EDD job bank or indi­
vidualized efforts of Skills Bank job developers, Skills Bank counselors 
are required to notify the Employment Development Department. These 
place~ents are then counted in EDO statistics as successful placements. 
HOvlever, it is unclear whether Skills Bank counselors do indeed notify 
EDO personnel of job placements achieved through individualized job 
development efforts. These placements are, however, noted on i~divi­
dualized counselor records on a daily and weekly basis. They are then 
summarized on a monthly basis for reports submitted to the Skills Bank 
funding sources. 

'. 
. .. ,~.., .' 



\/Ite 

Referral 
Source 

Intake 

Employment 
C?unsel i ng 

Job 
Development 

Employment 
Development 
Department -

""",e ~ .• , .• ~. 

Figure 1 : \Alameda County Ex-Offender Skills Bank Client Flow from Entry to Counseling 

--------. ---------------------------------:------------------

Client 
referred by 

"skills bank or­
ganization 

Clients 
referred by 
friends and 
relatives 

'1,. 

Further 
counsel­
ing 

Search 
LD.D. 
job bank 

---------------~-----------------------~"---------------------------~~-~-----~----------~~---

legend: Process Document I~ -----', 

::::J 

• 
.L __ . ______ ~ 

~ .. 

t 
t_ 



iii e 

I{eferral 
Source-

Intake 

Employ 
Counse 

~----

ment 
ling 

-.w., ..;Ie· '"'. 
.. ,. 

Figure 1 cont.: Skills Ban~ Clien~ Flow--Job Development 

" 

... - -------- ---~ --- .--.-~ 

Search LD.D. ~ Assemble 011-ob ord~r app. Y ent informa-job bank 
F for cllent tion packet 

No 

• • 

", 

- < 

Notify cl ient Receive notice Receive notice of openings; 
~ of job inter-job order arrange inter- views; notify closed vie~/s client 

\ -. -
Job 
Develo pment 

Ski 11 s Bank job 
dev. revi'ews f-1 labor market bk. 

onsult Chamber 
bf Commerce job 

Meet with ""-I~ 1 istings pl~yers 1n the elo ed? 
fleld P . 

.1 en 
List of job I 

y",<:, 
openings to Ongoing job ., Ski 11 s Bank development 

~ . No 

~-T 

mel'lt Employ 
Develo 
Depart 

pment . 
ment 

Legend: 

----- --- -
II 

E.O.D. Placement Calls E.O.D. Cen 
specialist re- r7 tral office to ceives client check if job info packet order still open 

Process . Document 

Job E.O.O. Placement Complete job 
rder still Yes \ spec. calls em- ~ interview , 

open? .r player-gives appointment 
client's wk. his form 
tory. arranges 
interview ~ 

./j 

~ 

i., 
r 

" 

I 

, 
!: 

, 
t 
l' 

t 
; , 
t 

• 

r 
t 

\..11', 
c. 



. '.', .... 
,': . 

Referral 
Source 

Figure 

\It .• , .• ,.. ~ . 
, 

cont.: Skills Bank Client Flow from Job Development to Placement or Continued Job Development 

'. 

----~- ----- --~----- ------------------------------------------------
Intake 

Employment 
Counseling 

Job 
Development 

Employment 
Develofiment 
Department· 

Legend: 

--- -------------;;::G=.==, =. =t='=b=C::::;=;A~Sk::=:cfll?;' e=n;'t=,----r=:=::=r ~=~======~===l---r:=:==:==::====j"1==~==t 
Notify client lye c len JO re- to phone with Call ef'lployer Attempt 
of interviews ferral card & re- , . t . . .....~~_~ for resul ts of 2-3 more quest client to give 1n erV1ew ~ referrals 

it to employer results job interview 

------~----------------""--------.....,---~---------------+.-~------

Process . Document 

. -

• 

'~ . 

Receive 
Placement 
Forms 

~ .. . '; 
" 

,·f 

I 
~ 
~ 

1.1 
f· 



l\We "",. _e 

Figure 1 cont.: Skills Bank Client Flow--Job Placement 

Referral 
Source .. 

'" . 
- -. 

, 

Intake . 

. 
Employment Attempt 2-3 ~Clie~t -) 

E.D.D. Attempt 48-more re ferra 1 s' hired? term1nated Placement ~ Counseling form com- hour fo 11 ow-

~ 
up 

I Yes' f',) 

;~ 

I' 
! 

" Job 
Development 

..1/ 

Employment Receive , 
Development PJac,ement .Department Form 

legend: Process Document 

.. 

.. .' ~,i, . 



• 

• 

• 

• 

• 

• 

r~,,----. ~"'---.._~_<r" 

• " 

• '} 

ASSISTANCE TO OFFENDERS, INC. 

Atlanta, Georgia 

\' i 

o 

"' ". 

: ~:~ 
1 



• 

e' 

• , 

• .) 

• ~ 

• ~ 

• 

• 

• , .~ 

-250-

ASSISTANCE TO OFFENDERS, INC. 

I. ProcJram Sett i t}g 

A. Program History 

Assistance to Offenders, Inc. is a non-profit organization which \'Jas 
incorporated in 1972. It grew from the efforts of an ex-offender VJ\1O 
operated his own business. He began hiring many prison releasee~, but soon 
had more ex-offender jOb applicants that job openings. He applied to the 
State Department of Corrections for funding to establish an organized program. 
However, the State could not support a program because no money had been 
appropriated for ex-offender employment programs by the State legislature. 
He then interested a ,group of local citizens 'in the project, and.an Atlanta 
church provided them with funds for rent of a room and one telephone. Several 
volunteers were recruited, and the program started procuring jobs fOT ex­
offenders. 

, 
In June, 1973, the program received a private grant from an Atlanta Trust 
Company and a contract from the Georgia Department of Corrections for $12,000. 
In 1974, the program received $69,000 in contributions and government funding, 
and in 1975 received a $134,000 grant from the Law Enforcement Assistance 
Ad~inistration to implement an Intensive Employment Program (rEP) as part of 
LEAA's High-Impact Citie~ Program. However, this program was discontinued in" 
1976. 

In early 1~76, A.T.O. established a Supported-Work Program (SWP). This program 
developed as a result of several factors": 

• Because of the'depressed state of the economy, A.T.O. staff 
were finding it very difficult to find jobs for clients. 

~ M~ny clients released from prison needed money immediately. 

,~ Most clients had poor work histories and had not developed 
good work habi ts. \ 

In 'chis program, contracts are solicited from indiVidual employers for the 
,~mpr?yment of A.T.O. clients. 

), 

Ifl"July, 1975, A.T.O. was selected to serve as the administrative agent of the 
Atlanta Treatment Alternatives to Street Crime (TASe) Program. Thi.s program 
diverts drug-involved offenders into treatment as an alternative to incarcer­
ation. Although TASe employees are thus paid b'y A.T.O., the TASe program 
continues to operate in a separate location from the main A.T.O. offices. 
Because TASe serves persons who are on'probation or in pre-trial status and 
not prison releasees, this case study will focus onttle A.T.O. Supported ~Iork 
Program. 

B. Objectives 

The A.T.O. Supported Work Program's goal is to reduce recidivism in the Atlanta 
community. Its speci fi c objectives are to: 
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• create job opportunities for skills traiping and the t~~}ching 
of acceptable work habits to clients; 

~ e provide conditions to evaluate clients' abilities and progress 
prior to the; r placement i nfull-time jobs; and 

• provide the foundation for a tuition program to financially 
support the program and foster financial responsi~ility on the 

«iit/ part of the clients. 

• 

• ':. 

. ' 

.; 

e. , 

C. Cl i ente 1 e 

Most A.T.O. clients are parolees who have been released from Georgia insti­
tutions. Their average age is 27. Ninety-eight percent of A.LO. clients 
are males. The average length of clientsl last incarceration is2~ years. 

Approximately 10 new applicants appear at the programls offices each day. 
However, two-thirds do not return f()r the.required job skills class that 
precedes entrance into the Supporte.d Hark Program. Us ua lly 20 cl i ents each 
month remain active . 

D. Funding 

The majority of A.LO. funding now comes f};om thJ~ Law Enforcement Assistance 
Administration for' administration of the TASC program. However, this money 
is used solely for that program's operations. None is diverted to A.T.O.ls 
Supported Hark Program (SHP). 

The funding for the SHP'is received from' employers who contract with A.T.O. for 
speci fi c servi ces. Currently, the great maj ori ty of St·JP fundi ng is 1'11 the form 
of a contract for $250,000 with the Omni Coliseum. 

E. Organization 

The A.T.O. prQgram is organized by staff functions. The Board of Directors, 
.'.hjch is required to meet a minimum of once a year, is responsib'te for corporate 
{~:::;Cision-making. The Board's Executive Committee me~ts a minimun{\{!,f once a 
month to make decisions about program operations.' Usually the Executive 
Gommittee follows the recommendations of the program director, who is a member 
of the Comm; ttee . 

The A.T.O. Executive Director is responsible for funding, public relations, and 
administration of daily program operations: He;s supported by an administra­
tive assistant, a secretary, and a part-time bookkeepe~·. The A.T.O. Assistant 
Director is currently serving as manager of the TASC program until A.T.O. hires 
someone to fill that position. Because of the termination of the Intensive 
Employment Program, A.T.O. had to release six employees. Currently, there are 
only two full-time counselors. These counselors are CETA trainees, and their 
salary ,is thus paid by the Atlanta Comprehensive Employment and Training Program • 

.. i .. 
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The Supported \~ork Program operated by '\.T.0. is composed largely of one 
large contract with the Omni Coliseum. The structure of this IIcomponentli 
is presented in Figure 1. 

" 
" 

Fi gure 1. A . T. o. 
I'l 

Suppcirted vJo\k Program Organization 

(Omni cl1ntra/:t) 

Director I 
I 

Operations Man9ger . 
I 

Assistant Operations Manager 

I 
I I 

I Supervi sor Supervisor 

I I I I 

Asst. Asst. Asst. Asst. 
Supervisor Supervisor Supervisor Supervisor 

Service Service Service 
t 

Service 
Crew Crew Crew Crew --

The Di1t-ector administers the S~W, and his decisions are implemented by the .~ 
Operat'fQns t1anager. Currently ~ the Assi stant Operati ons Manager posi ti on is 
unfilled,;'J.nd the Operations Manager is thus also carrying out the duties 
assigned to that position. The Assistant Operations Manager, who will be an 
ex-offender client, will be responsible for the operational activity of the 
janitorial service in accordance with A.T.O.'s Omn; Coliseum Contract. He 
will also be responsible for preparing daily work schedules and assignments, 
maintaining security, instructing supervisors, checking time cards for accuracy~ 
preparing. the payroll, and submitting weekly progress reports for each trainee. . . 
Supervisors, who are also program clients, assist in overseeing all operational 
and on-the-job training activities. They train and assi.st in the supervision 

• 

of all people assigned to them forjcraining, assist in payroll ,eva:luation and 
inVentory \'JOrk, and are responsible for all wor~ pe~fqr.med under t~e Omni C~ntract:) 
and for daily inspections. The Assistant SuperVi.so:l:'s.are primarHy responsible 'f' 

for assisting in the inspection of all areas ser:vice~, making arrangements for 
the acquisition of supplies and equipment heeded for their job assignments ,and 
performing supervisors' work in their absence . 
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Other than work under the Omni contract, work engaged in by SHP trainees 
inolu,des landscaping and janitorial service. The program also hopes to 
institute a city-wide car Itlash system based on contracts with garage operatol"S 

. and car owners in which cars will be washed weekly while parked in city garages. 

II. Client Flow 

A. Entry 

Most A.T.O. clients have 'been released from Georgia State prisons. Others are 
referred by various community agencies, friends and relatives, State work­
release staff, or probation officers. 

A.LO. staff visit four Georgia prisons h'/ice each'month to intervie\'/ prospective 
clients. Pr.ior to these visits, A.T.O~. receives a list of inmates Itlho will soon 
be released from the Department o(Corre\-:tions. At these prison visits, the 

.. A.T.O. staff interview the inmate~~. in completing an A.T.O. application. The 
inmates are then told to come in ilp the program when they are released. In 
the interim, these applications are placed ih an !,!Incarcerated File". 

All persons appearing at the program sign a client 16g listing their names, 
addresses, types of assistance needed and their counselors. They also note 
whether they are old or new clients. New clients are given a program applica­
tion to co.mplete, 'which includes infonnation concerning: 

• personal characteristics; 

o criminal record; 

e educational history; and 

• ,employment history. 

After the supported work program is explained, the applicants, if still inter­
ested, sign a program contract. In signing, clients agree to: 

• attend job skills classes, two classroom hours a day for 
10 days or four classroom hours a day for five days; 

• attend job seeking and keep; ng cl asses for blo hours; 

• attend one-to-one counseling sessions one hour per week 
for four weeks; 

,~ .... '" . " 
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• attend rap sessions one-and-a~half hours a week for 
four weeks while in training and one-and-a-half hriurs 
a week after the securing of pennanent employment for 
four weeks; and 

• pay to A.T.O. a 10% tuition fee, based on all monies 
earned as a worker in the Supported Work Progra~ to 
help defray expenses. 

B. Intervention 

After clients sign this program contract, they are given an apPointment to 
attend a job skills class. Required attendance at this class serves two 
purposes: 

• It Qrovides interested clients with information on how to 
approach the world of work and to look for a job; and 

• It serves as a screening mechanism, indicating which 
clients are sincerely interested in p~rticipating in the 
program. It;s estimated that two-thirds of those clients 
who complete the application and sign the program contract 
do not return for the job skills class. 

Subjects covered in the job skills class include: 

• ma~ing use of available resources to locate prospective 
jobs; 

• completing a job application; and 

• making a good, lasting impression ;n a job interview. 

After this session, clients are assigned counselors and interviewed again 
for the Supported Hork Program. At this point clients complete an application 
for the SI~P, lt/hich repeats some of the information contained in the initial 
program application and includes additional data on time available for ItJork. 
If work is available, clients then begin in the Supported Work Program. At 
this or any other point during a person's participation in the program, . 
counselors attempt to meet client needs by referring clients to appropriate 
community agencies. These include area vocational schools, G.E.D. programs, 
the Sal vat; on Army, the ~'Jel fare Department and the Department of Vocati onal 
Rehabilitation.' ) 

Participation in the SWP lasts two to eight weeks, depending upon the client's 
qualifications and progress. Clients' success is based on daily evaluations 
by their supervisors. These evaluations are reviewed by the operations manager 
and referred to the clients' counselors at the program. Topics evaluated 
include: 

• punctuality; 

• abil i ty to fa 11 ow di recti ons ; 

• understanding of job duties; 

: :.' 
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• willingness to seek guidance; 

• extent of cooperation; . 

• willingness to assist others; 

• ability to ~lOrk well with others; 

• assumption of responsibility for quality of vlOrk performed; 

• attitude; and 

• degree of readiness for regular full-time employment. 

These da.ily evaluations are summarized on a vJeekly basis by the supervisors, 
again reviewed by the operations manager, and referred to the clients' 
regular counselors . 

.The operations manager also performs vJeekly evaluations of the supervisors. 
They are evaluated in these areas: 

• punctuality in sl,lbmitting reports and forms; 

G completion of evaluation forms; 

• seeing that all work performed by his/her unit is perfonned 
satisfactori 1y; . 

• alerting the proper authorities if. problems are encountered; 

• handling work situations effectively; 

• following A.T.O. po'licy guidelines i'n hand1ing personnel 
relations 'v'lith trainees; 

• seeking assistance and guidance from immediate supervisors 
when necessary; 

• seeking additional responsibility when appropriate; and 

• setting an example for his/her employees. 

Cl ient status in the Sl4P is tracked on a personnel change form. Hhenever an 
employee-trainee is hired, promoted, transferred, or terminated, the supervisor 
or staff person initiating the change completes this form. The form, like all 
oth.er client forms, is prepared in triplicate, signed by the person completin~l 
it and submitted to th.e Operations ~lanager for his signature. One copy is 
transferred to the program pay toll file, another to the SHP file, and the third 
to the clients" counselors' file. The operations manager must approve all 
promotions. If he feels a change, usually a promotion, is not justified, he 
will meet with the supervisor and the client. If the client is dissatisfied· 
with a deGision, he cim appeal to an arbitration committee. The arbitration 
committee cannot fully reinstate a client who has been terminaterl, but it can 
make a recommendation to the operations manager. 

• 
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The two program counselors attempt to develop jobs for their clients while' 
they participate in the SWP. Job development is begun for clientspnly 
after the Operation~. Manager has informed the counselors that the clients 
are evaluated to be fully job-ready. Most job develo;Jmentis done by 
telephone as a matter of necessity, since the program can support only two 
counselor-job developers to serve all clients. A file is maintained on 
employers to aid th'e job development efforts. The file lists company name, 
contacts, previous referrals, previous results, address and telephone number. 
Each job referral is also noted on the client's ovm application. As an aid 
to job development, counselors 'maintain an index card file noting client 

.name, address, telephone number and work experience. 
<~ 

C. Follolt/-Up 

Clients are rarely formally terminated from the program; they usually terminate 
themselves, either voluntarily or involuntarily. All files are maintained 
indefinitely; however, clients who have not contacted the program 'in some 
.time are classified as lIinactive ll 

• 

D.· Data Availability 

As a means of tracking program client demographics, the A.T.O. program maintains 
a statistical log for all clients noting: 

• date entered; 

• name; 

• statu~ (probation, paY'ole, free); 

• sex; 

• race; 

• age; 

• number in family; 

• marital status; 

• educational level; 

• year convicted; 

• county where convicted; 

• charge;, 

• source of referral; 

• wages upon placement; and 

• telephone . 

:J 
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The program also 3.ttempts to chart re-arrests of program part; cipants. 
However, this data 'only reflects information contained in weekly reports 
received from the county and city jail. . 
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Figure 2 Assistance to Offenders, Inc, (ATO) Client Flow-Intake 
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Figure 2 cont.: ATO Client flow from Intake to Supported Work Program (SHP) Application 
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OFFENDER AID AND RESTORATION Of FAIRFAX COUNTY 

I. Program Settin0 

A. Program History 

Offender Aid and Restoration (OAR) of Fairfax County, Inc., is a private 
non-profit organization supported by Law Enforcement Assistance Admin-
i strati on funds, county mont es and p'livo,tedonati cns. OAR began as a 
Virqinia organizati\}i1~\1 1968 following a strike at the State Peniten­
tiary in Richmond. It was initially a volunteer project operated by 
several church groups. 

Since OAR's ;ncertion, the pro~ram has expanded, not only throughout the 
State of Virginia, but to other areas of the country. There are now 
local units in Maryland, North Carolina, New York, and Pennsylvania, in 
addition to the seven OAR chapters in Virginia. Due to this expansion, 
OAR has established a national headnuarters in Charlottesville, Virginia. 

B. Objectives and Program Emphasis 

All OAR units were initially established as volunteer programs focusing 
on one-to-one r~lationships between volunteers and offenders. The vol­
unteers'; pri~ary aim was to meet with the offenders prior to their release 
and offer counseling services and friendship dur;lg the offenders' transi­
tions from prison back to the community. 

Originally the Fairfax OAR program worked only with misdemeanants being 
rel eased from the Fai rfax County Ja 11 . Over the years, the program has' 
expanded its facilities to provide more releasees with a wider range of 
services. OAR now directs its services to all offenders or ex-offenders 
\'/ho have had contact W'/'··the Fairfax County criminal justice system: 

OAR's primarY goal is lito reduce"the criminality of the offender. 1I The 
program attempts to affect the recidivism rate by providing personal 
attention and counseling for clients through its one-to-one volunteer 
program, augmented by the professional assistance of staff members. 
According to the program director, 50% of all offenders who recidivate 
do so within six months after release. Consequently, OAR focuses its 
attention and services toward the individual durinq this Deriod. 

OAR's second'objective ;s to "provide a contact point ~/here ex-offenders,:, 
and/or their families can receive advice or assistance." Although OAR's 
priPlary responsibility is to aid ex-offenders, the program recognizes 
that a major concern of incarcerated persons is for the welfare of their 

. fam; 1 i es. Consequently, OAR has incl uded the famil i es of offenders in 
the program' s targt.~,t population. 
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OARls third objective is lito provide the citizens of Fairfax County 
insi ght and knowl edge about r,ehabi 1 itati on needs of offenders and 
ex-offenders·'" This is accomplished through: 

• Expans i on of the volunteer program --Th is· effort is 
designed,to create greater opportunity for; citizens 
to participate in many aspects of the pl;,O:gram. 

• Public speaking engagements by the OAR staff and 
'community education meetings --These presentations 
aim at presenting volunteer opportunities to numerous 
citizens and community groups. Presentations cover 
the various restrictions faced by the offender, 
including employment problems. 

• Expansion of the OAR Newsletter --The OAR newsletter 
is directed to appropriate members of the community, 
including representatives of the criminal justice 
system and communi ty agenci es. ' 

·C. Clientele 

In 1975, OAR provided services to 661 clients. Approximately one-third 
were referred to the program by probation and parole officials, the 
courts, jail officials or other ex-offenders. Another one-third of the 
clients'~ere referred to OAR by social service aqencies, such as CETA 
and the Division of Vocational Rehabilitation. The remaining one-third 
became aware of the program as a result'of OARls outreach efforts. 

All OAR clients must be ex-offenders and 18 years of age or older. 
Potential clients also must meet at least, one of the following criteria: 

• . They must'be residents of Fairfax County; 

• They must be released from a correctional facility 
in Fairfax County; or . 

• They must have been processed through the Fairfax 
County criminal justice system. 

\ " 

The demoqraohic characteristics of the 661 clients served tn 1975 are 
•• ·1 

summari zed below:' -.. 

Table 1: Age 

18-24 years I 70,% I <k, 

25-30 years 25 % I 

31-40 years 3 % 

Older than \ " 4Q:<years 2 % 
n \" 

TOTAL Ii 
lOa % 

' . 
• _-0;;.'-, ' 

• 

~.~!~. ~ .•• 

• I' ,. . . ~ , 
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Table 2: Sex 

Male I 94 % 

Female 6 % 

TOTAL 100 % 

Table 3: Race 

White 53 % 

Bl ack I 47 % i 

I TOTAL 100 % 

D. Fundinq 

OAR receives the majority of its funding from the Law Enforcement Assist­
ance Administration. The remaining funds come from. the State of Virglnia, 
Fairfax 'County and private donations. For the past fiscal year, OAR has 
been operating on a budget of $42,000. . . 

OAR recently learned that its budget for fiscal year 1977 has been sub-. 
stantially·reduced. It is in the process of appealing this decision, 
but because of the cutback has had to reduce its staff by approximately 50~_ 

Besides paying staff salaries, funds are available for special services, 
such as emergency loans for hous i n9 and transportat'j on money for job 
interviews. . 

E. Program Organizatio~ 

OAR of Fairfax County is a chapter of the larget·organization, OAR-USA. 
While the national organization takes ~esponsibilities for providing 
general assistance and guidelines in,~stablishing and operating the local 
unit, the Fairfax chapter has the freedom to administer its O\'Jn program 
and provide its own service package .. 

Fairfa~ OAR has traditionally been organized into five structural com­
ponents. These ar~: 

• Outreach Unit (Jail Contact), 

• Economic Dev~lopment Unit. 

• Transitional Services Unit, 

·:1.··. 

_ c:: 
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• Volunteer Support Unit, and 

• Program Development Unit. 

Although each unit vJithin the OAR framework has its separate responsi­
bilities and goals, built-in program flexibility allows overlapping of 
services. Staff responsibilities also overlap~ since there are currently 
only five active staff me~bers. A descri~~ion of each of the OAR com­
ponents is presented below. 

1. Outreach Unit 

The Outreach Unit makes most of the referrals to OARls ~ain office. It 
a1.50 works 'v'Jith institutional staff in assessing needs v/jthin the. jail. 
Because the Outreach Unit has consistent contact with the county jail 
and its staff~ it can assess the programs within the jail and determine 

. the gaps not fill ed by the various in-house p~ograms. .T~e .Outrea.ch 
Unit also serves as a liaison between correctlonal faclllt1es ana 
components 'of OAR. 

2. Economic Development Unit 

The Economic Development Unit of OAR is directly involved in securing 
employment for OAR clients. OAR emphasizes the importance of clients' 
securing meaningful employment as soon after release as possible, sinc_e 
releasees need immediate financial.assistance. 

The goals of the Economic Development Unit are to: . 

• develop an on-going job bank of employers in the 
metropolitan area committed to hiring ex-offenders; 

• provide continuing job-related services with ~mphasis 
on individual goal-setting, job placement, and instruc­
tion for ex-offenders; 

• assessvocatianal or educational/training opportunities 
available in the community 'v'lhich may be pre-requisites 
for clients desiring full-time employment; 

• function as a clearinghouse .for in.formation, promoting 
.. the coordination and utilization of existing community 

resources, and; 

• provide-information to the community at large about 
employment restrictions and training opportunities 
concerning the ex-offender. 

3. Transitional Services Unit 

The Transitional Services Unit focuses on the problems clients face in 
the transition from incarceration to the community. Services offered 
include· referral to drug0~nd alcohol treatment, tran~portation, financial 
assistance, leqal aid, food and clothing, housina, medical and dental care, 

. psychiatric help and counseling. '" 

.. '~ 

. , 
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Servi ces are di rected to c1 i ents shortly before or immedi ately foll Q\.Ji ng 
their release. Family members of the ex-offender are assisted I'/henever 
the family situation affects the offender's transition. . 

4. Volunteer Support Unit 

The Volunteer Support Unit screens, trains, assigns and supervises the 
OAR volunteers and coordinates the volunteer operation with~n the pro­
gram. In addition to serving as a liaison between volunteer and client 
and between volunteer and correctional staff, this unit also functions 

. as an initial contact for the volunteers seeking services and technical 
assist,ance in their \'/Ork I'/ith offendel~s. 

Volunteers are recruited larqely through public speakin9 efforts by 
program staff and referrals by active volunteers. All volunteer appli­
cants complete volunteer registration forms and review the OAR Program 

.Manual. The Volunteer Coordinator interviews them and personally 
verifies information and checks references. He screens out all appli­
cants who he believes will not make effective volunteers. Those who 
are accepted undergo an eight-hour training session, which includes: 

• an overview of corrections provid~d by a career 
corrections specialist; 

• a review of the Virginia criminal justice system; 

e a tour of the Fairfax County Jail; 

• a visit to a State road camp, and; 

• lectures concerning decisional counseling techniques. 

Utilizing OAR Registration Forms, that are, completed when clients enter 
the program, the Volunteer Coordinator, with ,the assistance of the staff 
member who first interviewed the client, matches volunteers with clients. 

Volunteers may choose to ItlOrk in any of the various units of the OAR 
pro~ram. They may pirticipate as a tutor (either on a one-to-one basis 
or in a small group situation); serve in the one-to-one program; or 
work in formulating and conducting classes within the correctional 
facilities. 

5. Program Develop~ent Unit 

This unit is primaril'y responsi,~ble fot the overa11 operation and coordin­
ation of the OAR program. It ~rovides technical support to the other 
units whenever necessary, and I:;s responsible for preparing all required 
reports and publications. The, unit is also developing a library for use 
by OAR staff aoo clients. \ 

\ 
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IT. Client Flow 

A. Entry 

The OAR Outreach Unit (jail contact staff member) visits inmates at the 
local correction~l facilities and explains the services available through 
OAR. Meetinas continue until a decisioh is made whether OAR will be of 
benefit to the inmates,. If the decision is affirmative, an 'OAR Regis­
tration Form is completed and returned to the OAR office for inclusion' 
in a client file. 

B. Intervention 

After the Outreach Unit has established a relationship and assessed an 
inmate's needs, the appropriate staff member(s) from the other program 
cd~ponents are notified of the inmate's interest. The staff member(s} 

. then interview the still-incarcerated client to determine the best way 
of obtaining needed services for him or her. Throughout the remaining 
period of incarceration, the Outreach Unit maintains contact with the 
client to determine whether initial needs are beina met and wheth;~r 
additional services are warranted. . , , 

The OAR Economic Development Unit usually contacts inmates, one to 
four months prior to their release. The unit's staff is referred to 
inmates by the outreach person and begin a program of intensive 
job counseling and vocational testing to prepare the client for the 
post-release employment search. 

Following these testing and counseling sessions, clients in the county .jail can 
begin attending job-seeking skill classes conducted within the .jail by OAR. 

(i.These classes meet \'Jeekly in two-hour sessions. Topics covered include 
~completing application forms, writing business letters, preparing 

resumes, and performing during a 'job interview. In addition to lectures 
and discussions, time is spent in mo~:k intervieVls and role-playing. 

Hhen clients walk into the program after release from prison, the OAR 
staff member on intak.e duty willintervie\'J the releasee and complete a 
proRram Registration Form. The client is sC'reened for eligibility, and· 
if found ineligible, referred to another community agency. If the 
interviewer determines the client to be eligible, a Client Job Develop­
ment Form is completed for later use by the OAR job developer. This 
form deta il s client work ski 11 s, job. prefe'rences, previpus employment, 
experience, and other related information. Thereafter, the client is 
refer~ed to the volunteer coordinator for m~tchin~ with an available 
volunteer, 

Additionally, the client is usually interviewed by the EconomH:: Develop­
ment Unit's job counselor. She assesses the client's employment-related 
needs and prdvides vocational counseling assistance. ·If the client 
needs supportive services, he or she is referred to the Transitional 
Services Uni:t, which \'Iill attempt referral to an appropriate community 
agency. 
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The program relies primarily on Northern Virginia Community Colle!)e 
(NVCC) to provide educational and training opportunities for clients . 
Staff help enroll clients in classes there and although most OAR 
clients do not possess a high school diploma, NVCC has been willing 
to permit them to attend classes while ~orkinQ toward aGED. 

, 

When clients enroll in colleg~ classes,the OAR job developer attempts 
to secure employment that will enable them to work and attend classes 
simultaneously. To assist clients with tuition payments, OAR helps 
them apply for appropriate Veteran's benefits and, whenever possible, 
a Basic Education Opportunity Grant. 

~ For clients interested in Dart-time or full-time employment, the 
Economic Development Unit begins a job search immediately after~ and 
sometimes before, release. If OAR contact with a client begins after 
release, the unit's job development commences as soon as the necessary 

'counseling sessions and testing procedures have been completed. The 
job developer utilizes both the client'~ Registration Form and the 
Client Job Development Form in his efforts to find ap~ropriate job 
openings. . 

Job development is performed in s~veral traditional ways. The job 
developer visits personnel offices of local companies, inquiring whether 
the firm would consider hiring ex-offenders. If the company is interested, 
the personnel manager completes an OAR Employee Reference Sheet. This 
form not.es the company name and address, the att.itude toward hiring ex­
offenders, any special consideration given minority or disadvantaged 
groups, t'!hether the company desires OAR to individually screen all 

. applicants, whether any job openings exist, what job and/or union quali­
fications exist, and whether the company can be contacted on an ongoing 
basis by OAR. These forms ate placed in an employer file by the job 
developer and used in his efforts to match clients with jobs. 

The OAR program has also conducted a mass mailing to 1,400 local employers, 
asking whether they hired ex-offenders, if they had any job openings for 
which they would consider ex-offenders, and if they could be contacted. 
in the future concerning ex-offender job applicants. The job developer 
uses results of this survey in his efforts fo place OAR clients. 

Each time a client is referred to a job"the job developer notes the 
date and company on the client's Registr~~ion form. Referr~l forms are 
also completed, noting the client's name, the date, place referred, and 
outcome. Clients are encouraged to .-notify the proqram of the results 
of all interviews, but often neglect to do so. When the job developer 
learns that a client has secured employment, he completes a Job Placement 
Form,which notes the placement date, company, job title'~ and, if known, 
starting salary. These forms are filed in both the client's file and 
the job- developer's employer' file. He later refers to'them as past 
indicators of employer receptivity. c, 

Hhen a client has achieved his or her immediate objectives,such as. 
employment or placement in school or training, ongoing contact \",ith the 
OAR in-house staff is usually terminated. However, client contact with 
the OAR volunteer may contiriue indefinitely and thus indirect contact 
with the staff is continued. 
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c. Foll m'I-Up 

The OAR program states that it does not have the necessary resources 
for conducting follow-up on clients. Although employers are encoura~ed . 
to contact the pro~raJl1 should any problems occur concerning employed 
clients~ few seldom do so. Usually OAR does not learn of a client's 
employment problems until the client has quit or been fired and con­
tacts the program seeking new employment. 

, ,~ 
{I. 
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I. Program Setting 

A. Program History 
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lMPACT MANpm~ER SERVICES 

The Baltimore Impact Manpower Services Project is specifically designed 
to meet the employability development needs of individuals under the 
supervision of the criminal Justice system. The program started in 
January, 1975, with funding from the La\·1. Enforcement Assistance Admini­
stration, and became operational in June of that year. Since that time, 
the program has changed little in structure. The focus is a job preparation 
workshop, lasting one week, which provides clients with an orientation to 
the world of work and skills for job seeking and .job retention. 

One change in the program's orientation involves the target population. 
The original intent of the grant was to serve community correcti.ons residents. 

- Due to a small case load in the community cOY'req;:t:ions facilities and problems 
in the referral process, program slots were mad~ available to inmates on 
parole and in work release status at the Maryland Camp Center. Additiolia'i 
slots were made available to the High Impact Drug Unit, Maryland House of 
Correction and to inmates from the Patuxent Institution. Cli~nts also were 
accepted if referred by a drug treatment prog~am or probation officers~ 

. B. Objectives and Program Emphasis 

As stated, the overall objective of the ,program is to provide job search skills· 
and world of work orientation. The one week job preparation workshops are 
also desi9y!ed to help ex-offenders in QVercoming barriers to employment. 

The second objective of the program is to' py'ovide referl"al and placement 
services for clients If/ho are unable to secure their Olfln employment. The 
program attempts to pr'ovide clients access to a.wide range of services includ­
ing subsidized work experiBnce, skill training,'on-the-jD~ training, public· 
service employment and job placem~nt. . 

An additional objective is to provide assistance to clients to enable them 
to retain jobs .. Toward this goal, follow up is performed on a 30-, 90- and 
l80-day basis. If clients lose their jobs, they are asked to .return to 'the 
progra~ for job placement assistance. 

C. Clientele 

The Bal·timore Impact. r~anpower Services Project serves o'nly ex-offenders bet\~een' 
the ages of 18. and~6 who are Baltimore City residents 9.nd VJho have committed 
an impact offense. Because the program is partially funded by local Compre­
hensive Employment and Training Act (CETA) money, it only serves persons 
defined as ex-offenders under Department of Labor gui del i nes. These incl ude 
any persons who are currently under the supervision of the criminal justi~e 
system. As a result, persons who have finished serving their maxdimuml·ks~ntetnces , .. ,'.~ .. 
or those \'Iho have been re 1 eased from pr; son for several years an wa 1 no 
the progralll off the street cannot be served. Demo!)raphic characteristics of 
program cllents are ~resented on the next rage i.n Tab1es·1 through 4 •. 
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Table 1: Age 

lB-24 years 69% 

25-30 years 31% 

31-40 years 0% 

Older than 40 vears I 0% 

TOTAL 100% 

Table 2: Sex 

Na1e 96% 

Femal e 4% 

TOTAL 100% 

Tab1 e 3: Race· 

White 2% 

Black 9B% 

TOTAL 100% 

Table 4: Length of Last Incarceration 

Less than six months 10% 

Six months to two years 40% 

. Lonqer than tv..JO years 50% 

TOTAL 100% 

/). 
i . 

" ., 
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A report analyz; ng other character; stics of pragramclients was prepared 
-"by the Nayor's Office of ~1anpower at the end of·1975. This data is repre­
.sentati-ve .of those persons currently being served by the Impactr,1anp0\<Jer 
'serv; ces pragram. Thea na 1ysi sShowed that 84 .• 7 percent ".of program clients 

· .. weres; ng1 e, 1.1 ~ 3 percent were marri ed, and 4 percent weredi vorcedor 
""separated. Additianally, an analysi s of educatianal history sho\'Jed that 
44~2· percent had "Compl eted less than the 1 Othgrade" 27.5 percent had 
:comp 1 eted the 1 Oth or 11 thg rades and2B.3 percent had completed the 12th 
<grade or higher levels of instructian. 

An analysis .of clients' .emplayment histories revealed the fallowi:ng inform­
-,at jon : 

Table 5.: Emp1ayment Hi stary 

Na previ.ousempl.oyment 39 .• 5% 

Sp.oradic empl.oyment (less than 
'one year on any .one job) ~6_3% , 

-Fairly regular emplayment (.one 
year or more on a job) ,23.4% 

';~a.od 'employment (one year .or 
"mare on any" job; semi-skilled 
-or skilled pasitian) .8% 

".-

TOTAL . JOO.O% 

The "Criminal histories of program clients l'lere alsa analyzed. Data was 
"callectedon the current convicti.ons.of the populatianat the time .of referral 

"to the Impact r1anpower Services Project. If there 1tlaSmOre "than "One convictian, 
:.onlythemostseriaus crime wascaunted. This ,data is presented in Table, 6. 

y\ 

Ta61e 6: . Current Convictions 

~omicide 5.6% 
-Rabbery and Burglary 2~.4% 
-Assault -b •. !:>% 
Larceny :!:>.b% 
Brea~d ng and Entry l.b% 
Narcotics Vi·olatl.on . b.b% , 

• Fraud 4 .• 0% 
Probation Violati.on (Escape) z. 4~b' 
Sex Offense 4.t$% 
Deadly Weapon lPassession .or Robbery) 36.370 
Other . 2-z1~ 

TOTAL lOO.D~ 

,;., 
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It was also found that clients wer-e even'ly split bet\-,1een -.those who -- -
recently served time for a fil'st offense and those Nhowere pr~viously 
:convicted on.e or more times. This data is presente9 in Table 7. 

-.- ,. . 

Table 7: Prior Convictions 

0 53.2% 
1 21.8% 
2 11. 3;, 
3 5.6% 
4 8. 1 ~~ 
TOTAL 100. 05~ 

D. Funding 

In its first year of operation, the Impact r·1anpm'ler Services Project received 
.$81,000 from the La\" Enforcement Assistance Administration~ In the second 
year of the two-year grant, it received ,$178,000 \'Jith a 10% match provided 

--nyBa1timore City. The LEAA money flows from the La\'J Enforcement Assi sta!,}ce 
Administration through the Maryland State P·lanning Agency, the Governor's 
Justice Commi s5i on, through the t:layor IS Offi ce of Manpower Resources. 
Although'program employees are paid with Federal funds, they are considered 
~city employees. 

Qhrough September 1976, the program recei·ved its own LEAA funds for on-the-job 
-training.: Thus, it did not have to place clients in "holding patterns" until 

CETA slots for training became available. However, with the expiration of 
the LEAA grant, and the expected assumpt·;on of all program funding by Baltimore' 
:tity,program clients will have to rely on CETA for training. 

:E. Program Oraani zati on 

-Structurally, Impact ~1anpower Servi ces is considered one' component of the 
:BaltimoreCity CETAsystem~ and i nformati anon program clients is contained 
in the computerized CETA t:1anagement Information System. Program information 
is reported to the rfrayor's representative in charge of coordinating the 

·;Metropol i tan Area Cri!ni nalJusti ce Program. This i ncl udes three juveni le 
-programs in addition to the Impact Manpower Services Project. Coordinati.on 
-between the r··1ayor ' s Nanpower Office and the State Criminal Justice Planning 
Agency is based upon: a memorandum of agreement~ local representation on 
State task fm'ces and advisory coun.ci1s~ ad hoc consultation and continuing 
informal relationships. 

The Impact Manpolt/er Services Project staff consists of six professionals and 
:one secretary~ The Director is responsible for administration of the daily 
operations of the p~ogram and all other program administration. He is .assisted 
by two permanent counselors and two public service employee counselors. 
Additionally, the program supports a full-time public relations person who 
works primarily with area drug treatment programs and other local agencies. 
Program counselors rotate responsibilities, enabling them to gain a compre­
hensive understanding of tha programil""'OI'le \'Jeek a counselor win direct. the 

. ," job preparation workshop, the next week assist in the teaching of the workshop 
and trye following Vleek perform follow-up on program clients~ 

- ; 

• 
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. II. Client Flow 

A. Entry' 

nriginally, Impact Manpower Serv~ces was set up to serve residents of 
·community correctional facilities. However, because there was difficulty 
in serving this population, the program began serving persons released 
from State institutions. Theseinc'\ude: jails, the Maryland House of 
Correction, Patuxent Institution and ~1aryland Correctional camps. Clients 
also have be.en referred from local drug treatment programs. Since January 
1976, persons on probation and parole have also been referred to the program. 
The referral sources for Impact ManpO\>,/er clients from June 1975 through 
October. 1975, representative of current sources of referral, are presented 
below in Table 8. 

Table 8: Referral Sources 
Maryland Con'ecti ona 1 Camo Centers 49 
r·1aryl and House of Correoti on , ,23 
Dismas House (half\'Jay house) 4 
OIBrien House {halfway house} 13 
Patuxent Institution 16 
City Jail CQmnunity Corrections 5 
Baltimore City Jail 8 
St. Ambrose 4 
CVRCC 13 

:,' Paro 1 e and Probation 12 
TOTAL 147 

'The Impact program is usually contacted by an institutional counselor at a 
State institution or a representative of probation or parole concerning 
.'Prospective applicants. ltlhen clients are referred to the program, they bring 
a referral form, which notes: the referring agency, the contact person and 
-demographic client data. Additionally, it describes an applicant1s employment 
-history, including dates of employment, employers, pOSitions, salaries and 
lengths of employment. The form also notes any previous skills training the 
applicant has received', including the name of the agency, type of training, 

. length of training and DOT Code. Information on an applicant's criminal 
record includes: present offense, sentence, sentence exoiration date and 
-previous conv; cti on~; . 

,At intake, the client signs an intake'log and a client registration form is 
:completed. This is a regular CETA form, one copy of which is sent to the Nayor's 
Office 'of ~·1anpo\'ler and another which is referred to a client file. If the 
applicant is found eligible for the program, he or she signs a client permis­
sion form. Signature gives the program permission to record on video tape 
the client's participation in the job preparation workshop. 

B. Intervention 

Usually ,0 to 15 clients are enrolled for each one-week workshop. ·The program 
attempts to oersuade the referral agency to contact the clients one week 
,before the workshop is to begin as a .reminder~ The\'JOrkshop, supervi sed by 
two counselors, covers areas such as: 



t 

• 'jl 

• .-& 

• •• 

• • 

• .. 

.-,y "'~ . ,,,--,". ,,,-. - "'-.: :':::~;;~;;:"'~-:;::~:::::;;;::::::':":,.~c-~;_,·r - .• -~~:::::::--...i-'X3"'!iit":'t,.;~~}:i;'-:';:7''''".".;.i:r.'~.f~-''-f'c:-%};:';;';;~,,;;;., -';;'7'F"?:;-;;;~~-~: i 

-289:- -~-I 

• resources to be uti 1 i zed in 100 ki ng for a job;' 

_ procedures for job hunting; 

-•• assessment of realistic or unrealistic job expectations; 

~,. primary reasons why applicants do not get job!s; 

'_ techni quesi n job retention; 

_how to perform during a job interview; and 

'li- how to sell oneself to an employet1
• 

..... _ .. _.'~' •. :;::"7 o. 

During the workshop, those clients who. need educational or reading instruc­
tion are provided i~ an an individualized basis. 

Thursday mornings, a counselor interviews each participant in the workshop 
and completes a vocational evaluation form. The form notes: demographic 
~characteristics~ the rlate the client ent~red the workshop~ educational status, 
military status and criminal record. Additionally, it -details·the·client1s 
previo·us employment record, previous skill training record and vocational 
-goals. From this interview, the counselor gains a better undetstanding of the 
ciient and makes appropriate comments on the bottom of the form: This form 
together with staff subjective impressions is utilized during a Friday 
morning meeting between the client and the entire program staff. During 
this meetjng the 'staff makes recommendations to the client about appropriate 
vocationa1 goals and receives input from the client concerning the value of 
the workshop and the client1s own interests and objectives. At this time, 
·the staff inquires wh~ther the ,client desires addition9l training and if the 
..cl ientexpresses such 'an interest, the 'program attempts to refer the 'person 
to training. . 

. 

'.~~~~~ 

-:~.4.;~ 

."Ii' ... 

It has proven difficult to access program clients to 'eETA training. The 
·extentof slots available and the time -when they \'Ji11 be ·available is impossible . 
to predict. For those clients who are job-ready, the program's placement 
specialist attempts to place them through utilization of a State Employment 
Service job bank, which the program has available on site~ public service 
--employment jobs and contacts with local employers. However, the focus of 
-the program is the job preparation workshop and not job placement. The goal 
· .. of thewQrkshop is to enable clients to find jobs on their own, with program 
staff serving to assist them.in their job search. 

Those people who finish the jbb preparation workshop receive a certificate 
of completion. This 'certificate is signed by the Impact Manpowe'f Services 
counselor, the program director and the director' of the r·1ayor 1s Office of 
Manpower Resources. el; ents are formally' term; nated from the program It/hen 
they are placed in jobs, in training, in school, or into the military. However, 
they ·can return for placement servi ces if necessa ry.. In these ci rcums tances , 
they must complete new registrati on forms for the eETA -program. 
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C. ,Follow-Up 

Program staff perform follow-u'p on \'lOrkshop completers at 60~ 90 and180' 
days. Usually this is done through telephone contactwit·h the person 
who originally referred the cl ient to the program. If this proves 
unsuccessful, however, staff attempt to contact the clients themselves. 
The six month follo\'J-up is usually cocrdinateti through the Division of 
Parole and Probation. Initially, the program attempts to find out if the 
person is under any criminal justice supervision. If not, the program 
attempts'to contact the ~lient.This follow-up is primarily for program 
evaluation purposes. 

All follow-up information is recorded on a program follow-up form. This 
notes: the client1s registration number, counselor or parole agent, source 
of information on the client and date of the follo\,l-uP. It also includes the 
~1ientts workshop completion date, or the reason why the client did not 
complete the workshop (employed, i11ness, refused to attend or incarcerated). 
The client1s status is indicated; it may be: 

,.employed; 

.'in school; 

:. injobtraining; 

,;. -pending job; 

• "pending job training; 

-'e ,military; 

,.not'i nterested; 

.• incarcerati on; 

.,eother;or 

,;. referred to placement acti'vi ty. 

1f the client is employed, the person performing the follow",upnotes :the, 
name of the employer, theclient's position, the date the client was employed$ 
.starting hourly wage, whether it is a public service employment position 
·and how the job \';Iasobtained. Thi,s,may be: 

~.through CETA referral; 

.,through a newspaper. advertising; 
. 

• through anempl oyment agency; 

•. through personal contacts; or ,., 

• through the client1s supervising agency.' 

" -

.' 



, 
,I' 

'. , ~ 

• » 

• . - .:t 

-291--

If 
~ \ 
(/ ' 

The forlow-up form notes whether the .client is in college 5 a high school 
program or a vocational school or ~~hether the client has participated in 
a trai ning program. . 

A major problem in providing. services to -clients, -according to the director, 
is the insufficient follow-up that is performed before the 30 day follow-up. 
The director views this as primarily for statistical purposes. Although 
Impact f1anpol/!erSe rvi ces encourages persons hav; ng prob lemson the job to 
call the program or the referral source, client's often do not do this until 
it is too late. 

The path clients pursue in receiving services from the Impact Hanpower Services 
Project is illustrated in Figure 1 on the following pages. 

D. Data Availability 

The Impact ~1anpower Servi ces Proj ect retei ves daily pri ntouts -from thet,~ayor' s 
Office of ~1anpower Resources concerning ,the status of prog.ram clients. To 
add client information to the Management Information System,theprogram 
camp 1 etes Impact ~1anpo"ler c 1 i ent record forms on each pa rti ci pant.. These 
incl ude the cl i ent I 5 reg; stration number, name, \10rkshop week, workshop date 
and whether the client completed the workshop. Referrals and placements, 
whenever made, are also included. These may be to: aCETA public employment 
job, CETA placement ona direct job, or placement by the Impact Manp01tler 
Services job specialist on a job. Results of each job interview are. also 
_catalogue,d as no show, placed, rejectedhy -employer or declined. These forms 
,are sent "to the Mayor's Offi ceof. f,1anpo';Jer ,Resource.s; the information is 
summarized on a regular basis and then sent to the State Criminal Justic;e 
Planning Agency. Thi~ is usually done_ in monthly census ~reports~ . '1 -

l'he ~1ayor's Office of Manpower Resources employs a program analyst and an 
'evaluation specialist who perform evaluations on the· various .metropolitan 
-area criminal justice programs. Funding sources have placed ,an-emphasison _ 
hard outcome data such as placementsandtrai-njng placements. - The Governor's 
Commission on Justice's evaluation .concerns focus on ,recidivism. ,However, the 
evaluators be 11 eve that reci di vismi snota truemeasur.e ,of the success or 
failure of a p'rogram like Impact Hanpower Services. Because the program is 
primari 1y a support; ve servi ce and nota ,total 'servi ce package~ the evaluators. 
believe a large impact on recidivism {cannot be exp-ected. 

The Governor's Commission on Justice requests -periodic progress reports 
concerning pl acement rates for program cl ientsbroken down by work history, 
age, race and educational level. However, the evaluators ,are not required 
to correlate the demographic data with any other significant variable. 

Outcome data collected uy'tlle evaluators 'on program completions has included: 

'. servi ces received by thecn ents (\,/orkshoponly; workshop and 
job referral; workshop and training referral; or workshop, job 
and training referral); 

• post-workshop recidivism; 

• attitudinal change~ of clients -during the workshop; 

. : i\,," . 
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~. r~sources which placed clients in jobsi 

• ki nds of jobs c1 i ents "received; 

• starting salaries of placed clients; 

• type of training in \'/hich clients were placed; 

• type of job and starting salaries for workshop completers 
who found their own Jobs; and 

• changes in status of clients one month after completion of 
the Impact Manpower workshop . 
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Ftgure 1 cont'd.~ Impact Manpower Services cl ient Flow from tntake to Job Preparation Works'hop 
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Figure cont'd.: Impact Manpower Serv1.ces Client Flow from Job Preparation Workshop ,to Foiiow-up 
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IUTRODUCTlON 
", 

J,' 

Fifteen employment' services programs,were selected for field investi­
gation. Informati on gathered from the or00ram di rector concerned the 
ob.jectives and overall operations of the program" its relationship";. 
with other community organizations, the data collected and/or analyzed 
by the program for re~orting or evaluation purposes, and potential 
methods of evaluating employment service programs servina prison 
releasees. 

Other staff members SUPD 1 ied .explanati ons of the functions of program 
components and client flow procedures. Representatives of the criminal 
justice system, officials of employment services systems \'1ith which 
programs interface, and representatives.of the business community dis­
cussed their nersoectives of the employment services proaram and 
'aporopri ate eva 1 uati on measures for employment, 'servi ce programs 
assisting prison releasees. . 

In the follm'ling pages the interview guides used Ort. site are presented • 
In all cases , the questions anci spaces to record reSf.>anses have been 
condensed: the result is. a listing of questions useful as a .guide for 
understandi n9 program operati ons. 

/1 
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J1;~f~~I~;~r;~': ; 'c 01 RECTOR' S INTERVWI '" 

l:::ir¢'<:i'1l5.tit'Lteis conducting II s'tudy Q;f prog.rllrns v/hich provide employment 
,'''~:E5\~~i$Yi~&n tel easees. The major goa 1 of our study is to a ssess the 
"' Erit~T;it~:'9fkno\'lledge regarding the transition from prison to'employment.. 
'., .~;rt·~>~':u.tr~tate ofknmoJl edge revie\'J, we are vi 5 it i ~g severa ~,empl oyment 
,~O( '1~.tP..r:q:gx:~ros, so' that we can bettel~ understand thew operatlOns, the types 
. t"Db~ws:~xexperi ence and the eva 1 uati on needs of an programs. 

"I.: ')':;;:~~~':/;;1i\ . 
"$~i:~~~~I~]najor at'eas we are interested in understandi ng: . fl rst; the \oJay 
.' ,.;~t6~:;;' ·,i.iOrganized and the specific services it provides; second, the 

.~' .. I¥r-;:bI~;' .. ,,~through the program frorn time of initial entry through pt'ogram 
~',~~ti~ni!¥tip ,follo\,/-up activity; and third, your ideas about \·/ilys to eval-

.... =e~·.p~gp~:t115·J.·ch as yours'. 
I?; ,/~ >4~,f1? '~~;y< ~~ . 
BiiCKq.rDmirl~'·')~1 . 
f.{. ~.' '. ':;\" :.5 1t

'fR,; ", .. 
l¥tt<.~~:Jir '.; hel pflll to us in becoming oriented to your progt"am if you 
~,"wou1(dt,.,;, . ~Jbe bri efly how your program \'las set up and \'Ihy thi s I>laS done. 
;~,~~~~'.~, ~:~'. ;:;~.~~1·:~~ .~~. 
~;,;.dlhen'1d]· _e prograq become fully operati ona l? 

~~·{:·,*c5.;~·8ram undergone any signiffcant structural changes or changes in 
~;:'- fQcu$?~s it began? If so, pl ease descri be these changes and \'Vhy they 
~' •• ;lde~" , 
J; " ' . 
~~,. . 

~·'-l'1ba:t;'..j,strative hierarchy, if any, do you oper.ate witnin(e.g., parole 
:~~:',;dep;i:;~' ',' CETA, etc.)1 Do you have an ·organization chart ,,.~hich shows 
~("t1;ii5!'" have a copy? 

~:;i~,~e pres.ent objectives of your program? 

~:;, " .. ,' "",e '1'~~~t- . "~. 
.1ii"'i;,Hm.:;;~,\:~~u.r program organi zed? 

·~7':,:.~il'v):"~~~a~~}an ol"gan"ization chart shm"~ng staff allocation? If sO,may 
~'"",,,~ •. ~ave'.a copy? ",' , .. ,.. .1(.... .,' '),., . "'~, .,. ~ "!f~,;if'- 1/:;' , 

br~rit.)~;O\" . '. ~ 
. " . : 

'; fit . ;?:~!~j.. . ,;1 

Jc:";~';":';ti'~desc'rlibe the process by which the folTm'/ing kinds of clients are 

~·;~.:~:·.~~d fo,~your program. 
, • t - n ~ i . " ..... ~ 

f/ >~,~1#!"'P~.ro" e 
.!j:t~ .. "; 'f :,. :. ,·;,"~,?1~*.· .'. ~ , ' " 

.:;' "~',:.~~tAai parol e 
;'" ;, :,"l'~) rl,;,{:) . ..~ 
~ ~.;." .;,.'. ~/ [~ "~~ ~~~~ ~~ . i 
r'c::<~~~ . . e-o~;~i' from Federal prisons 

:, ; . .~,~ 
, -~. ~~ '. ~~' 

''':\,;':}f 
,\ 

------------.----------------------------
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. Serve-outs from S ta te pri so ns 

Probat ioners 

,Persons 'from other conul1unity social .!jervice agencies 

Releasees from local jails 

"Walk-ins" 

Others 

9 .. Do you have any contact'with pY-ison staff before a prisoner is released? 
If so, what is the nature of that· contact? 

10. Do you have any contact with prisoners before they are released? If so, 
'what is the nature of·that contact? . 

11. 00 you have any contact with parole officers before a prisoner is released 
.on parole? If so~ what is the nature of that contact? 

12. 

13. 

14. 

15. 

''>''\ 

What is the ave}"age time between the granting of a pal~ol e and actua1 rel'ease? 
00 any ijctivities occur during that time to ~ssi5t the prisoner in become 
job-ready? .. 

·00 you have any specific intake procedures for new program clients? 

At whatpoipt is someone considered to be a cl i ent? 

Are there ever waiting 1 ists of people de.siring entrance in your program? 

16. If so, how often do v/aiting lists exist?· 

17. What is the usual time for someone an such a '.ist? 

18. vJhat are the eli-gi bil ity requi rements for· parti cipation" in your program? 

19. What percentage of peopl e who apply to 'the program are' accepted?" 

~20. What percentage of prison releasees who apply to the program are accepted? 

21. ~Jhat are the majol'\) reasons prison releaseesarenot accepted? 

22. \~hat forms are used or data is co11 ected during the intake or entry phase 
of tlle program? 

• Q 

-,""i{ 
!!,..'" 

_. 
j 

Intervention 

23. \~e \\'ould like to understand in detail the services provided to clients by 
your program. Considering all serv;ces 1 including tho~e ,p\~ovideddirectl.Y 
and by referral, please describe the, various paths a cJient. mi9ht take. after ~ 
entering the program? (e.g.~ order of services~ client-counselorcontacts~ 
-decision points, administrative records or formsutili"zed, etc.) 

.0 

c) 
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-Ghecklist of Pot£'lltial Services ------- - - _._ .... " ,..--'-'-'" --'-." ---

a. Vocational test il19 

b. Vocational counseling 

c. Hork adjustment, training or 
work orientation 

d. Education 

ie. Skills training 

f. On-the-job training 

'1. - Trallsitional emp10'ylJlent Ot' 
supported wOt'k 

h. Job development 

i. Job placement 

J. Foll ow~up counsel i ng after employment 

k. Other follow-up assistance 

L Other (e4g., housing, stipends, 
transportation, too1s, clothes, etc.") 

24. Ar.e any fees charged for these servi ces? 

25. Are there any differences in the services .provided to prison releasees and 
those provided to other people you ·serve? If·so" what are the:se differences? 

<'. 
.26. 00 you have any contact with prison staff after a prison releasee enters 

your program? If so,what is the nature of that contact? 

27. Do you have any contact with probation or paroleofficers-:while their cl'ients 
are participating i.l1 your program? If so, what is the nature. of that contact? 

-
28. On ths:'::-dverage,.hmJ long does acl ientremain in the program? 

.progl~am Camp 1 eti on and Fo 11 OW- Up 

'29. -What are the Ifgraduation" or"completion" requirements· of yourprog'tam? 

30~Hhat.percentage .of clients "compl ete ll the program? 

31. -What per-eentage of cl ients drop ou;t? 
) 

3l~ ~~hen. do most drop-outs occur? l~hat are the reasons for most of the drop-outs? 
. c 

33. ~'lhat pe~;centage of prison rel easeesdrop out? At what pl~ocessi ng stage do 
'most of these -drop-outs occur? 

34. Is thel'0'a di ffel-enct' in the dr'op-out patterns fOl- those p1'i SOil )".('1 e~sees 
undet- some form of supervision and those no longer under stlpel'vision? 

35. What pmcedures do staff use in follm·Jing up on c1 ient~i \"ho have been placed 
in jobs? 

36. 

37. 

38. 

39. 

Are there required or suggested time periods ~Jhen such follow-ups are do~e? 

Are there any forms or data sheets util ized to record foll()\·, ... up information? 
o 

At\'lhat point are cl ients ,either"successes n or "fail ures, "closed out? 
..."-:>,, 

\j~ 

Does the program have any contact with clients after they have been closed out?-
II 

. ii . 

\ II 
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,Can forll1~)r clients 1-8-entel" YOllr' program? Under what conditions? 
what percent of clients re-enter tbc p~ogrill"? 

,Information 

Aboll t . 

41. ~'Jhat forms are u'seci hy the proqram to track a client f)"om entry throu9h 
.:;<"'~C close-out? Nay \rJe. have copi es of these forms? 

42 .. Hhat infonnation do 'lOU have available on clients' criminal histories before 
their;'last incarceration (e.g.~ number of arrests)? 

43. I·Jhat information do you have avialable oil'clients' employment histories 
before their last incarceration (e.g., longest time on same job)? 

44.~'Jhat information is available to your program from the probation and pa,"ole 
departments concerning your cl tents who are under supet"vision? 

45. Do you use any other sources of information to analyze client nee~s, progress 
oroutcomes? If so, please describe this, information. 

Relationships with Other Organizations 

46. 

47. 

Please characterize the nature and quality of your programls relationships 
ItJith the folloltsing organizations: 

Federal Rarole 

State Parole 

• Probation 

tocal Halfway Houses 

P.risons from ,,{hieh Clients are Refen-ed (note differences,if any) 

r,ETA 

.. State Employment Service 

State Vocational Rehabil itation 

. local Employers (NAB, Chamber of Commerce, Individual Employers) 

14hat othet· Ol"ganizations do YOll have continuing" COlltact with ilnd 11m-I would 
you cha I-acterize YOllr I"e 1 at; onships' ,<,lith them? 

Evaluation 

48. How do you bel i eve pl"ogram effectiveness Can best be lIieasured? 

pyJ0cess activities? 

client outcomes? 

compar'ison group? 

• 

1) 
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50. 

51. 

52. 

53. 

54. 
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Do ce~'tainfactor~ \'Jhich are beyond the' IH"O~Jr(llll' S cOlitn) llralllper )lout' 
effectiveness? If SO~ \oJhat an? the::'! r'{lcLors (e.g., local economy}'!' 
Holtl could an eV(1lucrtion study toke I.h(~$e fllctorsinto conr.i<iel"at.ion? 

11m'! docs your pro!Jralll define a, "success ful ll c1 ient? 

If tl1er"e is tlo(:'~t(ltidard definHion, l'Jiwt do you consicle~' the most: i'lllportant 
aspects of "successl

' for a client (e.g., ,job placement, job retention for 
one month, no recidivist behavior for one year, etc.)? 

Hhat percentage of all c1 i,ents ·are "successful?1I 

What percentage of prison releasee clients are successful? 

Have any evaluations of your program been performed? If so, \o,fhat \'Jere the 
findings'? f~ay I;le have copies of these studies? 

55. Ar~ any evalu,ations planned? If so, \'Jho ~'Jill be pel~fonlling the evaluations? 

56. HO\'J \'/ould you define IIrecidivism?" Is data available to, measure the recidivism 
rates of program clients? If so, please describe this data. lf not. could 
such data be obtained? 

57. How \'JOuld you define "successful emploYllIent"? Is data available to measure 
the employment of pl"ogral11 c1 i ents? I f 'so, pl ease descl"ibe thi s data .. 
If not, could such data be nbtained? 

58. 00 certain -types of prison releasees appear to be most successful in yOUt' 
progl~am? If so, \·,hrlt are these types? 

59. Do certtlin types ot employment services appear to be most effective for 
prison releasees? If so, what are these services? 

60 .• Do you feel there are major gaps in .the services available to prison 
releasees £.eeki ngemp1 oyment assistance? I fso ~ \'ihat, are these gaps? 

61. Do releasee clients receive any training or other employment-r-elated 
services while they are in prison I;/hich affect your program's ability or 
inability to help them become employed in the corrununity? Please explain. 

62. What prison-based activities \'lOu1 d assist your program in serving releasee 
clients more effectively? 

Staff Issues 

J\ 1lli1.lor'issuc ra;~ed in the litel'aLure. on elllplo.Ylllent sC'rvice;. Pt'll~II'i1I11S 
involves pl~ogral\l staff. 

"'1 , 

63~ What do you consider the advantages and disadvantages of usingex~oJfenders 
on the staff of a program 1 i ke yours? 

64. \·Jhat problellls~ if any~ have you experienced in finding and training 
adequate staff? 

() 

. ! 
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Other 

65. I s there anythi ng else we shoul d k.nO\~ about your prog)-alfl Ol~ about the 
general problem of assisting prison releasees in makit)g a transition to 
emp 1 oyment ? ~;:,' 

66. ~Jhat problems, if any, have you experienced in obtaining adequate funds? 

67. Are thel~e other types of problems.\'lhich affect your program? Please 
explain. 

\'ie "'lOuld like to obtain selected information on your program's funding, 
staffing and clients before vie leave. \'Je have prepared three short forms for 
recording this information and \'lOuld like your advice on hm" the,Y could most' 
easily be completed. (Explain forms and detel~mine a '1.fay to get them completed.) 

Check on items to obtain: 

Organization Chart(s) 

. Copies of Forms 

Funding Cha rt 

$ta ffi ng ~Cha rt 

Client Chart 

Evaluation Reports 

• Dther Helpful Information on Program? 

Director 

.0 '~ 

·Program Name __________________ _ 
--------------------~ 

.Address 
-------------------------------~ 

Te1 eph(;me ____________ -,-._ 

Intervi.ewer(s) Date' of Intervi e\" ----'----.:...-------,--,--,---- -~----.--.. 

. ' 



---

,l1;ll e --

Name 

,-. 
;, ; . t. " 

-- ...... 
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STAFFING 

Program Name ~ _________ ..,-______________ _ 

Please provide the fo1~owing infotmation concerning all program staff, 
including those who provide services to clients but whose salaries are 
paid by other agencies. " 

::,ta!.us 

Job 
Title Salary Full- -Part 

Source Time Time 

-

'. 
'.) 

. 

: ...• 

IY\J.e 
Para-: 

Profes- 'Profes- Vol un-
sional sianal teer . 
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CLIENTS 

Program Name: ___________________ _ 

Referral Source No. Referred 
Last ~1onth* 

Federal parole 

State parole , 

Probation 

Serve-outs, Federal prisons cl 

Serve-outs, State' pri sons 

Jails : -

Other communitv aqencies 

Halk-ins 

Other (Describe) 

*lnformation for month of -----------------
t~as thi s a typical month? __ Yes _---'No. Please e.xplain, ________ _ 

What is the active client caseload? cl ients. ---.,-
About what percentage of the active client caseload are ex-offenders? % 

----' 
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FUNDING 

Program Name: 

Please provide the following funding information for the past 2 fiscal years. 

Time Period 
Source of Funds Amount Start Date End Date c 

. 
i{ . 

. , 

,. 
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: • 

a 

- 1\ 



,'t\. 

•• 
• • 

• : , 

• " 

• j 

.: 

-309-

,'STAFF INTERVIEl4 

Client Flow 

1. Please describe your responsibilities at the program. 

2. Could you describe your activities from the time you first have contact 
with a client until that contact terminates? 

3. What forms do you utilize during your work with a client? Could we 
'please have copies of these forms? 

4. How many clients are on your active caseload? HO\,I many prison releasee 
clients?· 

.s.How long do you usually ·maintain contact.withclj.ents? 

6 .. 00 you stay in touch with clients after they have completed the program? 

7. ~~hat follow-up procedures do you use~ ifany:o to check on clients after 
they have secured employment? Hhat use is made of existing follow-up 
information? 

'8. Howwouid you define Ilsuccessfu111 cbmpletionof this program? 

9. What percentage of your clients IIsuccessfully l1 complete the program? 

10. What percent of your clients drop-out of the program? 

'11. ~lhen do most of these drop-outs occur? What·are the major reasons? 

Relationships 

12. Please d(~cribe the extent and nature of your relationships ",lith the 
fol1ow;ngorganizations: 

,. Federal parol e 

• State parole 

• ~Probati on 

.• Jails 

,. Prisons 

• Halfway houses 

• State Employment Service 

• CElA, 

• 
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• Vocational Rehabilitation 

• Local Employet Groups (e.g., National Alliance of Businessmen) 

13. Are there any other local organizations with which you have continuing, 

14. 

15. 

16. 

-
17. 

contact? Please explain. . 

What information on clients is available to you from these various 
organizations? Could \'Je have copies of any available forms? 

~Jhat rel ationships do you have \'Ji th area employers? 

Do clients receive anyemployment,-related services while in prison that 
affects or improves their chances for employment? 

, 
What services could the prisons provide inmates prior to their release 
that would improve their chances of finding successful employment? 

\'\ 

Evaluation 

18. Hhat do you believe are the best measures of a. client',s successful 
reintegration into the community? 

19. What.are the best ways to measure this .program'seffectiveness in 
~erving clients? 

Other 

20. Hhat gaps exist in the pr.ovisionofemployment-re]ated services to 
. prison releasees? 

21. Is there anything else about your activities at the program we should 
know in order to better understaDd its operations? 

Person Intervi ewed: Intervi ewer(s): -------
Tit1e: ___________ "-__ _ Date: 

~-----------------
Program: ____________ , ____ _ 

, ..... , 

• 
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Director or Staff of Other Communi ty Manpower Program 

L Please describe the nature of your program's contact \-.Jith the ex-offender 
program (i.e., frequency and method). 

2. ~~hat information is exchanged beb/een thi s program's staff and staff of 
the ex-offender program? 

.3. Have any problems arisen concerning this flow of information? 

4. Hm'J do clients from the ex-offender program enter your program and/or hm'.[ 
do you refer clients to the ex-offender program? 

5. Hm1 many clients are currently being served in your program (as of most 
recent date)? Hm'J many have been referred from the ex-offender program? 

6. Do you serve other ex-offenders It/ho are not referred from the ex-offender 
. p.r.ogram?Ho\'/ many? How do they compare \'1i th the ex-offender program IS 

clients? Hov~ do the ex-offe:1,der program's clients compare with regular 
,clients?"'· 

7. What services are usually provided to the ex-offender program's clients 
by your.program? 

.8. . DoesYOl~r program have any special staff to serve ex-offenders? 

9. 

10. 

1l. 

12 .• 

Is there any other difference in .services provided to ex-offenders clients 
of your program? 

Do ex-offender program clients seem to exper;ence any special problems 
{e .• g., transportation)? 

How were ex-offenders served before the ex-offender program was established? 

How do you think the ex-offender program's effectiveness should,be measured? 
What do you consider important measures of success~ both for tneex-offender 
program and for ind.ividual clients? How ,could· ,data be collected for any 

"proposed success measures? 

13. Is there anything else we should know in order to understand your relation­
ship with the ex-offender program? 

(i 
\\ 

Person Interviewed: 
~-------------------

. Organization: 

Intervie\'ler(s) ~ ---------------------

'. 
" 

Ti t 1 e:_, ______________ _ 

'City: _________ _ 

Oate: ____________________ __ 

'. 
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Local Parole Officials 

1. Did you or your department play any role in the'establishment of the 
ex-offender program? 

2. What do you believe the program\is trying to accomplish? 

3. Has the' program been successful? How do you think sticcess can best be 
measured (e.g., recidivism rates, employment rates, others)? 

4. Please describe the nature of your contact with the p~ogram (frequency 
and method). 

5. Hhat employment services were available to parolees before the establish­
ment of t~e program? 

6. What.data flows between this department and the program and at which 
stages of a client's participation in the program? 

7. What'criteria do you use in referring parolees to the program? 

B. What percentage of parolees are at one time or another referred to lithe 

9. 

10. 

'JL 

12. 

program? . 

Of those referred, what percentage .are referred as soon as' they ari; 
- released? Hhat percentage are referred after one or more unsuccessful 

jqb experi ences? . 
. , 

How do the employment 'experiences of thoserefert"ed to the program, 
-compare with those of par.ol ees who -are never referred to the program? 

" 

~lhat data are available through the -parole -departm~ntwhich might B\e 
used in assessing ihe pro~}ram IS impact? _. \,. 

II .: 
Is there anything '~lse\,/e_ should know in order to-understand your 
rel ati onship with the ex-offender program? ~". 

-Person Interviewed: Titl e: ___ .__------------------
-Organi zati on : ______ --,-___ _ Ci ty : _____ ~ ___ __,_-

Interviewer{s) : ___ .....,--. _____ _ Date : _______ ..._-------

'" 
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