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INTRODUCTION

A. Background

As part of its National Evaluation Proaram, the MNational Institute of

Law 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 -increasing concern being given to

the rehabilitative dspects of incarceration aid the need for post-incarcer- .
ation services to insure the releasee's successful readjustment in making

the transition from prison back to the community. The importance of these .

programs is also underlined by the numerous past studies which have con-
cluded that there is-a very strong correlation between unemp]oyment and
rec1d1v1sm

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

B. Purpose of Project Descriptions ' T -

The purpose of the descriptions of program 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 were surveyed to obtain information on ‘the
identity of community-based programs that provide employment services to
prison releasees. These included Federal, Regional, State and Tocal ;
criminal justice and employment agencies and departments In addition to
programs identified through this survey, a number were identified through
a review of -relevant Titerature, from interviews with Labor Department
Corrections Specialists, through an earlier ex-offender program survey

~conducted by the American Bar Association and from other sources.

A11 programs identified were asked to complete a questionnaire whick re-

quested a variety of descriptive information. More than 500 programs were

selected te]eohone follow-up calls were made.

" surveved, and approximately 50% responded to the mail 1nqu1ry Add1t|ona13¥, ‘55
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The programs 1dent1f1ed reflected a wide variation in structure, service

~delivery, and relationship with the community. Some programs are asso-

ciated with 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 empjoyment-related services as possible in-house,

 others by necessity often rely almost totally on referrals to other
~community programs, and many provide some services on site while refer- .

ring clients to other community agencies for additional assistance.
After analysis of the program universe and consideration of the major
issues. discussed in the Titerature on ex-offender employment services
programs, a sample of programs was selected for more detailed analysis.
This sample reflects the range in variation in the program universe
along such d1mens1ons as:

® program age;

@ number of clients served;

-@ socio-demographic characteristics of clients;

e types of services provided;

@ staff size and type;

& Pprogram success criteria;

e Tunding source and level;

e numbers of prison releasees served; and

o velationship with corrections officials.

The programs chosen for detailed analysis and described in this report are:
o Emplov-Ex, Inc., Danver, Colorados

o Operation DARE, Chicago, I11inois;

o Community Correctxona1 Services Project for the Sixteenth
Judicial Circuit, Geneva, I111no1s,

e Vocational Alternatives Program, Decatur, I1iinbis;

e Praject Helping Industry Recru1t Ex-Offenders {H.I.R.E. )
Minneapolis, Minnesotas

::. Project Newgate, Minneapo]is,-Minnésota;
‘ Parole Rehabilitation and Emp]o?ment Project (PREP) Co]umbus Oh1o,‘

pe 7Lou1sv11le$ Kentucky C1ear1nqhouse for Ex—Offenders Lou1sv111e,
‘ Kentucky, R :



® Institute of General, Mechan1ca], and Electrical Sc1ence,
‘Philadelphia, Pennsy}vanwa,

o law Offender~ServiceS Division, Boston,'Masséchusetts;

e Project MORE, New Haven; Connecticut; |

o Alameda Cbunty Ex-Offender Skills Bank, Qakland, California.
e Assiitance to Offenders, Inc., Atlanta. Georqia; ‘

e Offender Aid and Restoration, Fairfax, Virginia; and

e [Impact Manpower Services Pruject, Baltimore, Maryland.

-

The characteristics of the programs in thé-samb1e are oresented in Table 1

on the following pages. It should be emphasized that the data presented‘
in this Takle are based on self-reported information nrovided by the
nrograms at the time of the mail survey.

Analysis of the sample prodrams was performed through site visits by

_one or two people, who usually spent two davs at the nrograms.  The first

morning was snent interviewing the program director about the objectives
and overall operations of the nrogram, its relationshio with other -
community organizations, and the data-collected and/or ana1yzed by the
program for renorting or evaluation purposes.

The remainder of the site visit was primarily devoted to interviews with
program staff members, who provided more detailed information concerning
service delivery and client flow orocedures. Additionally, interviews
vere conducted with representatives of the Tocal criminal 1ust1ce system, - .
officials of the emoloyment services system with which the nrograms 1nter—

faced, and representatives of the business community. People interviewed

concernina their persnectives of the emnloyment services orogram included
police officials, narole officers, Comprehensive EmnToyment and Training
Act staff, Mational Alliance of Businessmen representatives, State .
Employment Service personnel, and personnel managers of local employers.
In addition to providing varying perspectives on program operations, these

peonle contributed divergent ideas concerning apnroorwate eva]uat1on~
-measures for employment services programs serving prison releasees.

Information collected during the site visits to the 15 sample programs

anpears on a program-bv-program hasis in the narrative descrintions which
follow this introduction and in the client flow diagrams which accompany
those descriptions. Mot only did the site visits provide data about each

- program considered as a whole, the sample proaram analysis provided in-

formation about the nature and problems of commun1ty -based emnloyment
services programs serving prison releasees. i
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Table 1. Summary of Program Characteristics
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1) Length of Operation
a. Less than one year
b. One to three years X X X X X X
¢. Four to six years X X ) ’ X X X X
d. More than six years X | X X | ,
2) Nurber of Clients (Past Year) 708 - 14948 | 208 | N.A.{1200 | 250 | 846 900 ( 520 | 4045 311 (3000 | 900 {661 1358
3) Limitations on Clients . ' .
; o , ‘ :
a. Only ex-offenders X X X X X X X X X | X
b. Only_Males | ] L
r ¢, Only Female L ) ] ]
d. Age limitations X X | %X | X X X_ x 0ox
e, Only serve peoole on pro.jparold _ , L
f. Only serve residents of county X - X X X X N Xv
a. Only serve residents of State X !
h. Only serve releasees of correc- ' i
- tional facility in county :
i. Only serve releasees of correc- }
tional facility in State J :
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CHARACTERISTICS W 1S} 818208052 % [280ibes|o - =2 |e®c 8] .2 |85
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4) Age Distribution ’
a..18-24 years 45% 1 30% | 61% | 85% | 75% | N.A. | 45% | 50% | 72% [N.A. |N.A, |40% [N.A. |70% |88%
b, 25-30 vears 22 40 23 10 20 N.A.| 36 25 20 N.AL | H.AL 140 N.A. |25 i0
c. 31-40 years 23 { 20 9 | 4 5 JNA[13 |15 7 [N.A{NA 19 INAL) 3 2
d. Qlder than 40 years 10 10 - -1 - M.AL) 6 T10 1 N.A. | NUA. 1 N.A, -
5) Sex Distribution ‘ . . ,‘ '
a. Males 97% | 94% | 91% | 98% | 95% | N.A. | 8B% | 90% | 98% 91% | 93% | 90% 98% | 94% {98%
b. Females 3.1 6 9 2 5 |N.A.{12 |10 | 2 9 7 j1w0 1V o2le .2
6) Racial Distribution ‘ o . 3 i ,
a. White 37% | 6% | 68% | 55% | 60% | N.A. | 34% [85% | 2% | 79% | 24% |24% |N.A. |53% |10%
b. 8lack 25 38 23 45 30 . N.»A. 64 45 - 197. 20 73 174 N.A. {47 90
c. Chicano 36 6 | - - N.ALY 2 - 1 312 N.AD T - -
d. Other 2 - - |10 |NA.| - - - 1 -4 - INALE -} -
7) Distribution of clients' last A
incarceration o , ‘ ; d P
a. Less than six months 504 | 10% | 508 | 105 | - | N.A | 6% | - 155 |N.A.JN.A. IN.ALIN.AL INGAL (108
b. Six months to two years 25 140 |35 |50 |60 |N.A, |67 |50 [75 |N.A.[N.A.[N.AL INLAL GNLAL (S0
c. Ldnger than two years |25 |50 |15 |40 |40 |N.A, {27 |50 10 |N.A.[N.A.[NLALINLAL INLAL 140
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CHARACTERISTICS

Emevgency Assistance (housing,
transportation, 'loans, etc.)

Follow-up Counseling after
9) Fees Charged? (Y-Yes; N-No)

Employment
Other Follow-Up Assistance

Vdcational Testing
- b. Vocational Counseling
Work Orientation
q. Transitional Emgjoyment
Job Placement

f. On-the-Job Training
h. Job Development

e. Skills Training

d. Education

c.
i.
i.
k.
1.

8) Services (D—Direct;:R-Referral):
a.

t

10) Frequency of‘Clieni Contact:

&. Daily

b. SeQera] times/wéek

. €. Once a week

d. Less often‘than once/week
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11) AVeraqe Length of Time that CHe\t
Contact is Maintained '
a. Less than one month ‘
b. One to six months % £, X X X X ' Xl X X X
c. Seven to twelve months ' X X - X X X
d. More than twelve months ‘ - 7 L B . - iy
12) Success Criteria: , : = . ; ; ' ' v : P
a. Job Placemant X X X X1 ' X Y Loxl oy x X X X! o
b. Employed for Fixed Time Period X X R Sk XL X X , 1 X
¢. Completion of individualized ‘ : ‘ : ' ' P
employability plan L X - 7 X 1 X X X X
d. Successful re-integration into B , , 1 S A SRR IR PR
_connunity X : X ' X . X X 1 X
13) Percentage of Successful CHents " : ’ - ‘ 1
a. 0-10% , : , , Ao . IN.A, ; ~ _
b. 11-25% . : F. S0 TR H.A, X X
c. 26-50% NN U ST _ L AN X X
d. 51-75% , SO RN R0 S . S X X_IN.A. | 1
e. 76-90% PRI & ol X NALYL b b b X X
£, 91- 100% e 1 N b N -
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IL
C.C.S.P. for the!
& Elec Scid
iPhiladelphia, PA

#16th Jud. Circ.
1L

Vocational Alt-

6% Gen.

" CHARACTERISTICS

ernatives Proa.
Project H.1.R.E
Hinneapolis, Il
Project flewnate
Minneapolis, Hil
Columbus, OH
Clearinghouse
lLouisville, KY
Project MORE
New Haven, CT

Operation DARE
Decatur, IL .

Employ-Ex, Inc.
Denver, CO
Chicaqo,
Geneva,

PREP
lLouisville
Mech.

L.0.S.D.
Boston, M

[Tnst.

Manpover

Services Propct
Baltimore, MD

«

Skills Bank
Oakland, CA
A.T.0., Inc,
Atlanta, GA

{Alameda County
fmpeg

14) Staff Size , kS
a. 0-10 persons X X [

awr

b o3

b. 11-20 persons » X X ]

c. 21-40 persans ' ‘ % A X X X

d. More than 40 persons i [ ’ X
15) Staff Type: - s e
a. Full-Time Paid Professionals X X X X XX X X

b. Volunteers

[ » T

c. Other : -x | v X ' [ﬁ

16) Number of Ex-Offenders on Staff
. a. Most (50% or more) , : , : X

b. Some (20-49%) ¥ lox X X

c. Few (Less than 20%) e ‘ X X X | x X
: : B : I !

d. Mone

_117) Annual Budaet (1n_thousands)

$300 18532 [$178 198 [$350 §1,100{$261 181 $180. {$400 52
118) Major Funding Source: , ' ’ ’ : : '
a. Federal Government = X % X% . X r (

ot mim et s as

}
b, State Government ) ‘ ‘ X - 4 X "X % X X
¢. Local Rovernment , 5
. 1

N

-

d. Private ‘ S R R ] i

1¢) Number Releasees (Past Year)  ©102°.°3317 "88 60 200 'N.A. ! 582 250 501 N.A. 246 N.A. 855 66L  N.A.
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CHARACTERISTICS

20) Most Common Entry Method:

.

Prison Referral

a.

b. Probation/Parole Referral

c. Famiiv/Friends Referral

d,

Community Agency Referral

e, Program Qutreach

f, Other
21) Pre-release Client Contact?

22) Pre-relcase Contnct with:

Prison Staff
b.  Parole Officials ’

:

23) Post-release Contact with:

a. Prison Staff

b. Parole Offigia]s
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C.’.Genera1 Observations

A1l programs providing services to prison releasees {and other ex-offenders)
tend to deliver the same kinds of services, though they are often delivered

| invaried fash1on .Services typically 1nc1ude

job readiness training;

individualized vocational counseling;
. referral to aporopriate COmmunity sékacé.aéendiés;'
.. job development; '

job placement; and

follow-up after job nlacement.

The number and extent of these services provided often largely depends
unon program philosophy and available resources. Though programs 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 job development and placement. Contrastingly, the
Baltimore Impact Manpower Services Project devotes one week to a Job
Prenaration lorkshop and comparatively few resources to job search :
efforts, while the Parole Rehabilitation and Employment Project (PREP)

'1n.C01umbus, Ohio, includes a two-week job readiness training class

and parallel job development efforts.

Some programs, in addition to providing some of the services listed above,
also provide more specialized assistance to clients. For examnie, the
Institute of Genera], Mechanical, and Electrical Sc1ence,operated by the
Philadelphia Urban Coalition, provides clients with direct skills train-

~1ing at an area vocational school Most emnloyment nroqrams serving prison

releasees must rely on other community orograms for the provision of
training to clients. "Another apnroach is utilized by Assistance to _
Offenders (A.T.0.), Inc., of Atlanta, Georgia. That nrogram focuses on
the supnorted work concent, providing participants with structured,
closely supervised working situations through which they can both 1earn
good work hab1ts and establish a work h1story :

Unfortunately, few commun1ty hased proqrams are able to provide a truly

~ comprehensive service delivery packane. This is usuallv due to a lack

of financial resources or physical limitations. Prooram directors acknowl-
edge the need for additional service provision, but are often unable to
provide it.  Too often programs must rely upon other existing community
programs, and resulting problems are similar in every part of the country:
waiting 11sts burdensome paperwork, insensitivity to ex-offender problems , -
restrictive ellg1b111ty criteria, and ]a’K\Of appropriate staff attention
to client needs , sy ‘

|
\

|
\ .
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The most common service recognized as important but neglected for a
variety of reasons is follow-up support for prodram participants after
they have secured a full-time job. A1l program directors acknowledge
that the first few days, weeks, or even months after a prison releasee
begins working demand some kind of support from programs. This may
vary from regular telephone calls to periodic visits to the job site
or contact with the employer or supervisor assessing the releasee's
progress or problems. Too often, however, this support is sacrificed
in favor of some other required service, such as nersonal counseling
or job development for unemo]oyed c11ents In many instances, what

is termed “follou—up services" may only be contact with a former client
or an emnloyer for data collection nurposes.

The Tack of attention devoted to follow-up activities by nrograms,
whether voluntarily or involuntarily, reflects another almost universal
problem faced by community-based programs. This relates to funding -~
soliciting new program support for the future and attempting to insure
that current funding sources do not reduce their levels of support.

Many program directors spend the majority of their time in search of
funding sources and as a result devote a proportionately small amount

of time to daily program operations. This funding problem seems to
partially be a result of the current trend away from specialized serv-
ices for certain disadvantaged populations. 1In several instances,

State Departments of Vocational Rehabilitation, in response to recent
legislation, are contemplating termination of funding for emnloyment
services programs serving prison releasees. In other cases, Compre-
hensive Emoloyment and Training Act Programs, according to nrogram staff,
seem to serve ex-offenders "last and least." .

Another common problem affecting employment programs serving nrison
releasees is a lack of effective communications and coordination with
correctional institution staff. In fact, several of the nrograms within
the sample group had.worked within the prisons in the past, but were
forced to abandon those operations for a variety of reasaons. These-
include inability of program staff to have adequate space within the

-~ dnstitution, inability to schedule appointments or cthenv1se coordinate

inmate movements within the prison, insensitivity to inmate post-release
needs on the part of prison staff, and a general mistrust of outsiders
by prison guards Additionally, a]though it is generally recognized
that the time immediately after release is crucial to releasee readjust-
ment, in very few instances have nrograms been ahle to establish a
direct 11nkaqe w1th prisons at the- po1nt of re]ease

Often nrograms must re1y on narole officers to refer re]easees, and the
k‘attent1on and effort expended by these agents on hehalf of the clients
‘on their caseloads varies.  In many instances, whether or not a releasee

recelves services from a commun1ty-based employment services progran
depends largely on the identity of his or her parole officer. Although
the process by which releasees are referred to those programs is some-.

--what inefficient, some programs do visit institutions and 1nterv1ew{xnmates

pr1or to their re1ease collecting personal data and encouraging tbbm to

- yisit the programs after release. OFf course, there is no sure marner of

guaranteeing that those inmates 1nterv1pwed w111 1ndned anpear later at

: the proqram
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The qualityv of services received bv releasees once ‘thev appear often mav

depend unon the efficiencv of the counselors or other staff members to
whom thev are assianed. Some -community-based proaram staff appear to
accept the status quo and work within existing 1imitations {e.a.. waiting

Yists at community agencies, unresponsiveness of employers, poor job mar-

ket, etc.) Other staff seem to-have developed individualized techniques _
for overcoming bureaucratic hurdles, such as cultivating personal contacts.
at intake offices, learning which paperwork requirements can be disregarded,

or establishing favorable contacts at certain ‘businesses. However, such

efforts require much pers1stence and inevitably fewer numbers 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
hurdies faced by clients in 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 employment-related
assistance. :

One common complaint voiced by program staff is the amount of paperwork
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 reguire a great deal of time and effort,

but that the use made of (and feedback received concerning) the collected

data is m1n1ma1

Counse10rs generally seem to dislike paperwork 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; directors 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 “"main-

tain staff accountability," it is often uncliear how such data is utilized
for that.purpose.

Several programs do, however, make conscious efforts to evaluate staff
performance and program efficiency. For example, both Project H.I.R.E.
(Helping Industry Recruit Ex-Offenders) in Minneapolis and The Vocational
Alternatives Program in Decatur, IT1linois, have adopted management by ob-
jectives systems-to measure staff and proqram efficiency. :

Programs are seeminpiy becoming more aware of the importance of built-in

evaluation capabiiities, but Tittle evaluation has been performed to date.
Employ-Ex, Inc., in ‘Denver, Project.Newgate in Minneapolis, and the three
IT1inois Model Ex-Offender Program components—Operation DARE, Community
Correctional Services Project of the Sixteenth Judicial Circuit, and The
Vocational Alternatives Program—all are implementing detailed, computer-
ized data collection systems and hope to utilize them to perform program
evaluations.
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Finally, one common prob1em encountered«repéatedly at the programs visited

" is a lack of knowledge about what others in the field are doing. All pro-

gram staff and directors are interested in the approaches or techniques
being utilized at other proqrams, the problems that are being encountered
in other locations, and how similar programs have chosen to relate with
community agencies or correctional institutions. Programs believe that

they are operating in isolation, afraid they are unaware of new or improved .

methods for delivering emp]ovment services to nrison releasees or other
ex-offenders. - The problems encountered by these proarams appear remarkably -
similar, and dissemination of relevant 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 corganization, and
an analysis of client flow, including entry, proaram intervention and
follow-up efforts. Additionally, most case study narratives include a
brief description of the data available ‘at the program for potent1a1 eva]—
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 organ1zat1ons

Appendix A presents the interview gu1des 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.

I. Proaram Setting

A. Program History

Employv-Ex, Inc., an employment services program for ex-offenders in
Denver, Colorado, was founded by an ex-offender released from the
Colorade 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 "high-impact" offenses. He lobbied throughout
the Denver community, wrote several drafts of a proposal during that
year, and dained support from various elements of the Denver criminal

Jjustice 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. o

. 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 bevond the city and
county of Denver. It has also begun operating a Pre-Trial Intervention
Program for Denver residents deemed suitable for such assistance.

B. Objectives and Program Emphasis

Employ-EX has established two primary effectiveness objectives.

These are:
@ to reduce recidivism of project participants by 25%
-as ‘measured by re-arrests for impact offenses during
a one-year period after entering the program, over a
one-year baseline re-arrest percentage for simiiar
-1nd1v1duals developed by the Denver Anti-Crime Council staff.

e to insure that project participants p]aced in jobs,
training or educational slots will be employed, in
training or in school an average of 60% of the time

. they are in the program and ava11ab]e for emp]oyment
training or school. ;

The'p¥ogram has fiVe onerational objectives. These are:

o to p]ace a defined number of nrooram part1c1pants in
jobs, job-related tra1n1ng, or educat10na1 qrants -
dur1ng the year. sg S
®  to aid self-placement of Droqram part1c1pants in
- jobs or job-related training through program—conducted

-Job preparat1on workshops.
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@ to provide a variety of assistance, other than job-
finding and placement, to program participants on an
as-needed basis. Forms of this.assistance include
personal counseling, family © unse]1nq, provision for
physical needs, financial aid, and aid in special
situations on or off a job.

e to gather information and provide guidince to all
program participants at intervals of one, two, three,
six, nine and twelve months.

e 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 program's response to

these established objectives. This evaluation unit is discussed in
greater detail in the concluding section of this case study.

[y

C. Clientele

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 collected, the following page
presents information on ciient intakes for the month of June, 1976, for
all clients funded by the LEAA Impact Cities Grant. Characteristics for

the total Employ-Ex client population are presented in Tables 2, 3, 4 and b

Employ~-Ex clients must meet various eligibility requirements, depending
on the grant through which service to them is being provided. For |
example, clients being served by Jefferson County CETA must meet CETA
eligibility requirements. These include 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 the greatest need. Employ-Ex eliminates
those persons who are Teast Tikely to recidivate by imposing the follow-
ing 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 admitted to Employ-Ex when they are within six months of
their estimated release date. Uhile Employ-Ex institutional counselors

-will respond to anyone's request for assistance, only those who can
p q y

realistically expect to be released within the six-month period are
given an Employ-Ex application while incarcerated.

The current state-of the applicant's conviction is also considered.
Those persons most recently released from a penal institution are given
priority: this fact reflects the program's belief that most rearrests

occur within the first few months after release

Currently, Employ-Fx accepts probat1oners Wluhln one year of the qrant—
ing of probation and parolees or dischargees within 18 months after
release from an adult penal institution. These time 1imits are reduced
or expanded to modifv intake.. : ’ .
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Table 1: "Client Intakes June, 1976 v x
LEAA Impact Cities Grant :
i TOTAL INTAKE 32 o «
: 0. Years in labor force 1 3 4-6 2
‘A. "Male 31 . . 2 2 7-10 11
Female 1 38 11+_6
® B. 8thor less_ 0 P. MNumber of weeks 1.3 916 2
- 9th-11th 14 unemployed in last 2-3_ 7 17-26_ 3
H.S. Grad. 7 tweive months 4-8 1 27-52 6
Post H.S. 6 ’ i
Q. Last wage $2.00 or less 4 $4.01-$7: 00 9
C. 18 or under Q $2.01-53.00 13 $7.01-$10.06. 0 o0
) 19-21 5 $3.01-54.00_6__ $10.01 & over 0_
E 22-34___ 22 S
»35-44 5 R. Felony offender? 32
45-54 0 | -
~55-64 0 *S. Number of felony 0 0 3 5
L Over 65 0 convictions 1 16 4 3
° 2 § 57 0
i D. AFDC 0 . _
Unemploy't 0 T. Qualifying 1 Robbery 8 7 ordinanc
Other Ass't 1 offense. 2 Burglary 7 v:o;gi?ag 0
| . . . 3 Assault 4 8 parole/Probation
s E. Low income 31 . 4 Rape violatio 0
® " . f
S Econ. disad._13 5 Other 9 Narcotics
FAngd 21 ' felony_ 10 (possession) 0
- mAngie el -6 Misdemeanor_0 10 Narcotics (poss.for
Black____ 3 sale or sale)3
Chicano. 8
P Am. Indian 0 U. Last 1nst1tut1on 1CSP 5 7 Nther Jail D
2 Oriental 0 2 CSR_9 8 Fedoral
. Other_ 0O © 3 QWCT T dnstitution_2
1 0 4 Lookout Min. 0 0 9 Other 1nsi1*uu1on
&. 3pec1a veE T | 5 Mtn. View 0 (excl. fed.) 8
ietnam vet 3 ~ 6 Denver County 10 other. '
® Recent vet 3 Jail 0
3 : Other vet — 5 : | —e
- Non-vet 21 V. Current criminal 1 Parole .. 13
‘ ; : - Justice status 2 Probation 8 )
H. Disabled vet? 0 _ R 3 Pre-trial T
s L. Handi d 1 ~ - 4 Deferred Prosecution_ Q0
g | 4. Hhandicapped 1 5 Work Release — 4
J. F.T. Student? O 0 : _ ‘ . g,ggger Prere]ease 8
. 8 CSR 0
o K. Voc.Training 15 9 (ther \ncarcerat1on 0
, ’ Pri » 10 Not under CJS control -
o L. Primary wage earner? 32 (e g. discharged) 0
M. Head of hOUSEhO]dze_Jzé-‘ Number of persons placed in this month:
N (of those entering this month) PRRRR V'

. Car? 16




L T T T R e T e T A e R S A S e T e T R Y R —
e oo e 4 s oy s eactge . o e T e O e e R T T T T

-8

-18-

Table 2: Age

18-24- years . 45 %

25-30 years. 22 %

g | 31-40 vears 239

Older than 40 years 10 %

TOTAL 100 %

, ﬁgl‘

Table 3: Sex

Male 97 %

Female ‘ 3%

= %@ 8

TOTAL 100 %

@

Jable 4:  Race

White ' 37 %

| Black o 259

- ;w" ‘

Chicano 36 9%

Other (specify)
American Indian . 2%

w®

- - 1 otorm o100 %

Table 5: Prior Incarceration

e

Less than six months 50 %4

bl : v 1 Six months to two years | 25 %
&’ “Longer than two years / 25 %

e
7
i

TOTAL " 100 % |
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-Only those persons who live or nlan to live in the areas served‘by the

appropriate program comnonent are admitted to Employ-Ex. Because the
program has recent]y onened offices in Jefferson county, Puedblo and
Colorado Springs, a greater range of ex-offenders are being served.

D. Funding

When Employ-Ex became operational in December, 1972, it was strictly an

 LEAA Impact Cities Program. The original LEAA funding ran through June,

1976. However, the program had saved enoush of the LEAA money to continue
operating with it through the end of 1976.

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

® The State Emplovment Training Services Council - This council
which is responsible for disbursing the Governor's 4% CETA
Title III funds, promised Emnloy-Ex $100,000 for. f1sca1 year
1977. The program received $45,000 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 1ine item in the State budget.
The Joint Budget Committee of the Lecislature funnels half
of this money through the Colorado Department of Corrections
and half through the State court system. .

o City and County of Denver Manpower Administration - The Denver
manpower agency has subcontracted with Employ-Ex to ooerate the
- Denver Pre-Trial Intervention Program (PTIP). Employ-Ex has
taken over the administration of this program from another com-
munity agency and currently receives $80,000 to operate the
program.

"@ Jefferson County CETA - The Jefferson County CETA prime sponsor -
- has given Employ-Ex $72,000 to provide services to pre-trial
and adult diversion clients and to ex-offenders after their

release from prison. :

@ Colorado Sorings CETA - The Colorado Springs prime sponsor is
funding Employ-Ex with $28,000 to operate 3 local office with

two staff members. Rent is being oa1d with Joint Budget Committee ;

fund1no

-« Pueblo CETA - The Pueblo CETA Drime sponsor is donating two Pub11c .

Service Emp]oyment slots, office space and telephone facilities -
for the operation of an Emoloy Ex office in that city. One
,*Employ—Ex counselor there is pa1d w1th State noney.

\\X

S
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" E. Program Organization

Employ-Ex is a non-profit coruorat1on with a stand1ng Board of Directors.
From jts inception, the program's local funding sponsor has been the
Denver Commission on Community .Relations. A1l LEAA funds have been
channeled through that agency. '
Currently, there are 30 people on the Employ-Ex staff. They includef

o one intake clerk;

e one intake clerk/typist;

e two research analystss’

e nine counée]ors;

@ one participant coach§

e two clerk tynists;

" @ two institutional counselors;

e three job developers;

e iwo fiscal officeiss

of two skills trainers;

@ One executive secretary;

® one community coordinator;

© .one resource developer;

e one senior counselor; and

e one executive director.

The salaries for these staff members are paid by any one of the seven
program funding sources. '

Employ-Ex staff are located within two Colorado adult DenaT institutions,

at the main program office in Denver and at the +hree off1ces in Pueblo,
Jefferson County and Colorado Sorings. :

II. Client Flow

A.  Entry

It is estimated that one-third of Employ-Ex clients are walk-ins, one-third
are under some version of adult parole and one-third are on probation.
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Employ-Ex has staff stationed at the Colorado Penal Institution and

Reformatory full-time. These counselors explain the Employ-Ex program -
to inmates, including how to go about apnlying 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 applicants still dncarcerated.
Additionally, commun1ty -based teams alternate trips every week to both
State institutions in order to establish and maintain relationships w1th
those inmates to whom bth will Jater prOV1de services.

Probat1oners are usually referred by their probation officers. Often
probation officers send the clients with probation slins wnhich are then
sent back to the probaticon 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 will be made by the
Drobat1on department Employ-Ex never initiates contact w1th probation

officers concerning prospective clients.

~Persons on paro]e may be referred direct1y from the institution or by

paroie officers after they have heen released. Additionally, Employ-Ex

often receives letters from inmates who are up for parole. The program

will write a Tetter to the inmate, which the inmate will take to the

parole board. The Celorado State Parole Board views a commitment by Employ- .
Ex to work with a releasee in the same context as the releasee's having a
job. At no point, however, is there direct contact between the parole

board- and Employ-Ex. ‘ '

Once an annljcant is determined eligible for Employ-Ex in accordance with
established criteria, 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
»str1ct1y confidential.

If an applicant is determined ineligible for services on the basis of e1ther
funding gu1de]1nes or established client priorities, a referral list of
other agencies serving the needs of ex-offenders is provided to the ap011cant

YWhen released clients enter the Employ-Ex office, they come f1rst to the
receptionist's desk. There they fill out an intake sheet and receive a
T1ist of the rights and responsibilities of clients. The intake clerk
determines if applicants are initially eligible for Employ-Ex. They then
proceed to the skills trainer, who conducts an intake interview. During
this interview, the skills trainer fills out a coded client intake form
which will later be accessed to the Employ-Ex computerized file. The skills

trainer explains the program -- its objectives, funding and procedures.

“A11 forms are explained and the referral services available in the community

are detailed to the client. The skills trainer also completes all’ f1nanc1a1 .

; forms, wh1ch go into the c11ent s file.

i

W R
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B. Intervention
‘g | o o . After this intake inter‘viewf, clients are scheduled for the mandatory job
B o preparation workshop. This class is conducted Mondays., Hednesdays and.
‘ Fridays from 8:30 a.m. until noon by the skills trainer. The workshon-
focuses on job seeking and job retention skills. Topics covered include:
g e filling out an application;
L ] . S : :
Sy e responding effectively in the course of a personal interview;.
@ how to approach the issue of past conviction and or
: 1ncarceration; and
o o available Employ-EX services.
At the end of mock interviews during the job preraration workshop, the skills:'
trainer explains Employ-Ex services and discusses other information,
L : ~ including:
E " ® Jjob development;
e FEmploy-Ex staff;
. -® how job openings are communicated to participants;;
o A.:'resources for self placement, such as participant use of
telephone and employer resource books;
¢ bonding through the Department of Labor Bonding Program
° for ex-offenders;

assistance in obtaining I.D. and drivers license;

e
)

@ help in obtaining necessary spec1a1 tools, where a job offer
s cont1ngent on this kind of 1nvestment~

e i - @ bus tickets for interviews and early employment;

@ emergency food certificates, clothing and housing.

At the conclusion of each job preparation workShop, participanti are given

,-;:' the following written materials to use in their job seeking efforts:
e a finalized application form which has been completed during
o the workshop;
i., e a "job interview scale", a paﬁph1et on "applying for
v a job", which contains hints and personal r1ghts peop]e have
e when apn]j1ng for a job on their own.
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After the workshon 1is comnleted the 1edder takes each participant file,

i pulled by the receptionist,dnd enters in- +the appropriate nlace, "JPHS  ‘

comolete"., In each case. the leader then récords soecial abjlities,
problems or other information gained during the course of the workshop
for later counselor use in planning interviews. The comments are usual]y
entered on the bottom of the client's 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 week or sooner and placed in the program's follow-up tickler
file so that it will be retrieved on the appropriate due date.

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

The Teader of the job preparation workshop alsc maintains a "job workshop
unattended" file. He keepns 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 complete the job
nreparation workshop.® Therefore, if repeated attempts elicit no response
from clients who were scheduled to attend the job prenarat1on workshoa

~their f1]es are placed in the program quietus file. -

The first 1nterv1ew session between client and counselor usually lasts
approximately 45 minutes. During this interview, the counselor reviews
with the client the intake sheet and all forms completed by the client
during the job preparation workshon. The client's goals and vocational
interests are reviewed and the person‘s name and skill area are entered
on the program's Resource Board. The counselor and the client may also

review the client's need for emergency assistance. If such aid is necessary,
- an emergency assistance voucher is filled out. The counselor comp1etes ~

the form, then seeks approva1 signature from the assistant director, senior

counselor or (if neither is available), the fiscal officer. The latter then =

authorizes availability of funds with his signature. The approval form
is then copied, the original goes to the fiscal off1ce and a copy is placed
in the.participant's file. These emergency expenses are a separate line
item in the Employ-Ex budget. Inc]uded 1n the Tine item are the fo1low1ng
emergency resources: .

s housing;

-® transportation;

@ clothing; A

'@ special work clothing and tools; and

e food

After the client and counselor set Tong-range, 1nter1m and 1mmed1atp goals,

which may be recorded on a goal-setting form and p]aced in the c11ent S
file, efforts focus on job development and placement.
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While the program has full-time jdb developers, all counseloré and
coaches develop jobs. Unlike the job developers 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
who1e and screening individual job specifications rather than entire
companies. Job information is shared among all staff members at the
program in the following ways:

e Job Meeds Board and Resource Board - These boards, Tocated on
a wall near +the Director's office, 1lists all clients who need
a job and the skills of those c11ents, which employers have
hired nroject participants and which part1c1pants have placed
themseres

e 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 interviewsfcoordinated.

@ Job Inventory Boogk - A large looseleaf notebook 11st1ng 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-Ex client.

e -Staff Meetings - Staff meetings are called on a periodic basis
so that staff can exchange specific./information about participants
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 program's master file. Each time a client is referred

to a job interview, counselors note it in this master file and fi11 out a
job referral card. These go % the clerk, who coordinates job development

~contacts. In this manner, repetitive or duplicative referrals are avoided.

During this period of job seeking, participants are expected to appear at
the program or call every morning to see if an interview has been developed.
If clients find a job on their own, they are expected to notify the1r
counselor 1mned1ate1y : ;

Hhen clients are referred.to a job (or to another socia1 service agency) the
counselor asks them to send back a referral card. ‘Usually, the counselor
waits up to a week for receipt of this’'card. Returned cards are then placed
in the client's jacket. If. the card is not received in a week, the counselor
attempts to contact the client and/or the empioyer to determ1ne the- resu1t

. of the referral.

A counselor records a new hire in the f0110w1ng nlaces 1o 1nsure accurate ’

“data and cont1nu1ty of services.
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e Participant File - The placement data is recorded on a “services
summary sheet" and detaijls (comoany name, position/title, wage
1eve1‘and working hours) on a "client information sheet. i

™ P]acements Form - The information is recorded again on'a “place-
ment" form - a running account by each counselor for monthly
compilation by the research analyst.

® Resource Board - The participant "job available" information is
moved from the job needs board to the resource board and placed
under the appropriate employer.

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

C. Follow-Up . -

Employ-Ex utilizes a number of forms and procedures to insure continuous
fo]1ow-up of clients. The program has established a minimum "follow-up
schedule" of once a week prior to placement, once a month for three months
after placement, and quarter1y thereafter until termination from the proaram.

“In the event the client is terminated from a job, schoo1 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 having attended and completed the job pre-
Paration workshop. - The cards are filed by month, by week and name of i
counselor. This enables each counselor to retrieve his or her cards during
the given week, determine whether additional services are needed, update

and refile the cards. The tickler file shows quickly the participant's work
record during his or her time with the program, the frequency of contacts- '
and with whom they are made. Any 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 permanpnt 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:

e the partic%bant's residence {during non-working hourS);

e friends;

e Drobation/parole officer; and .

e employer.

The three-weeP fo110w-uo letter s persona] brief and either typed or
handwritten. It is accompanied by a pre-naid, self-return post card to
encourage the client's response. Form 1etters are never used. Once a
f011ow -up 1etter has been sent, tHe counselor schedu]es the next fol]ow—uo
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three weeks frdmkthe date of thr letter . and files the tickler éard
again. Once contact has been made, needed 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 unknown', "moved", "no forwarding address", etc., the

follow-up tickler card is dated ahead 10 weeks and the card is turned over

to the senior counselor, who posts the card on the bulletin board (so

‘other staff members, who may have information on or have seen the client,

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 10-week period, if no contact has been made, the senior
counselor takes the follow-up card off the board and returns it to the
counselor with authorization to place the client's jacket in the inactive
file. Usually an inactive client is someone who 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 example of
a person who, for all practical purposes, is inactive. A counselor's

-decgision to deact1vate such a client must be based on hard evidence of tﬁe
kc11ent s cons1stent failure to respond to counselor activities.

Should’ a part1c1pant‘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 flow chart on the following pages i1lustrates the pfocess by which

clients are referred to Employ-Ex, enter the nroaram, receive services 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 reguired 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 Un1vers1ty ot
Colorado in Boulder.

At the end of each job preparat1on workshop, an index card is Filled out

on ¢ich person completing the workshop. Each card then is channeled to the
evaluation unit and stays in its file. A master Rolladex 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 used by research assistants to locate counselor files. A1l counselor-
client activity during the month is then noted on the appropriate index card..

After twelve 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
preparation workshop includes:

client demographic characteristics;
veterans status; ' -
criminal record;

total time served;

current criminal justice status; ;

~marital status;

vocational skills;.

other assistance being received;
transportation problem?;
alcohol/drub problem?;

Tabor force status;

number of weeks unemployed; and

number of jobs in Tast 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;

Jjob workshop completed?;

number of emergency food service provided (simflar information
for shelter service, clothing service, transportat1on serv1ce,
or other emergency assistance);

number of interviews arranged by Employ-Ex during period;

number of interviews attended bykc]ient during the period;

number of employment-related services during the period;

number of other services;

A R R L T SN
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number of referrals to other agehcies;

total number of times client contacted dur1ng the period -
(not the number of serv1ces),

‘the chronological order of job placement beginning with the

first p]acement and moving consecutively, through the individual's
participation in Employ-Ex (temporary or subsidized jobs are not
coded as job p]acements and do not show up in the data),

placement types (direct, indirect, self-placement, educatwonal
stipend, OJT, public service employment, or other subs1dxzed
employment or tra1n1ng)

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

skill level;
hours on job per week;
hourly wages;

days employed (days employed in any placement t/pe during the
period being coded) ;

: _5ava11ab1e days (This refers to days in the current coding period
" 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 working. The total number of days
available dur1ng the period is usually 30 unless a client is in the
hosp1ta1 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 todes of the most serious érrestfin the period;

job status at the time of arrest during the period;

program status (active, 1nactive.during period, or quietus);
employment status at end of period; | \

follow-up status (follow-up attemnted, f011ow—up not attempted, or
follow-up not requlred), ,

:CETA status (pos1t1ve - direct placement, indiréctkp1acemen£, seTf~

placement, in armed forces, enrolled in school, or in another manpower

- program; negative - not locatable, moved from area, refused to continue,

administrative separation, transportation prob]em, fam11y care, laid
off, quit Job fired, or 1ncarcerdxed),
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o date of summary;
e client I1.0. numbek; and

‘@ service summary number..

The data collected in these service summaries are used to compile quarter]y
reports and annual reports for the various Employ£x funding sources. At
the current time, its primary purpose is as a ranagement t001 Because

of frequent staff turnover, there has been some confusion concerning the
research procedures., However, 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 popuiation:

# The program places approximately 78% of those who complete the
job preparat1on workshop.

e 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 “numbers". ‘

® .0f those placed, 50% are successfully employed for a year
©7(32.5% of all 1ntakes)

- Approximately 50% of the group who are placed after completing
the job preparation workshop are employed 90% of their "days
~available" during the following year.
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Figure 1 cont.: Employ-Ex Client Flow—Counseling
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Figure 1 cont.: Employ-Ex Client Flow—Counseling
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ILLINQGIS MODEL EX-OFFENDER PROGRAM

Chicago, I1linois

o Cperation DARE

@ Community Correctional Services Project
for the Sixteenth -Judicial Circuit

e Vocational Alternatives Program
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INTRODUCTION: ILLINOISfMODEL EX-OFFENDER PROGRAM

The following three case studies are of programs which are components of

the I11inois Model Ex-offender Program (M.E.P.). Although these three programs
are part of the same 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 sepnarate programs. - However,
to better understand their relationships with each other and to the overall
structure, a brief dnscr1pt1on of the I1linois Model Ex-offender Program ‘is
presented.

Eight vears ago, the Denartment of Labor established eight Comnrehensive OTFendor
Manpower Programs (COMPs) . The I1linois program is the only one still 1ntac+

Two years ago, the director of the I1linois COMP and the current director of the
MEP decided to institute a manpower screening unit that would attempt to minimize .
people's invoivement with the criminal justice system by one auantum level.

This proaram was established with money from the fovernor's four percent CETA
tunds. At the same time, the I1linois Department of Corrections submitted a
Model Ex-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, dec1ded to combine the MEP with the existing manpower screening
unit program.

Although the Governor's office serves six "special groups," with its four
percent CETA discretionary funds, the I1Tinois MEP has captured 75% of the.
allotted "special groups” money. This funding is in addition to that received
from the Department of Labor in the original M.E.P. contract. A key to the
stability of the MEP is the interest generated at the community Tevel. Built
into all contracts is a 100% matching formula of four percent CETA money by
Tocal prime sponsor money. This matching formula guarantees accountability

at the community.level.

The I1linois MEP operates under a three-part agreement between the I1linois
Department of Corrections, Comprehensive Employment and Training Act Programs

and the ITlinois Law Enforcement Commission. Structurally, the MEP is part of
the I11inois Department of Corrections, although the program occupies space
within the offices of the I11inois Law Enforcement Commission. The program -
director reports to the policy board of the Depariment of Corrections. However,
data is reported to the Governor's office, the Department of Correctlons and.

the I1linois Law Enforcement Commission.

The MEP is designed to service 13 areas where the majority of offenders in the
State reside. These 13 areas are MEP units, cumulatively representing anproxi-
mately 85% of the State's inmate population. Primaryv emphasis in the construc-
tion of the program has been placed on the utilization of existing resources
such as job development and job 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 perform1nq capably, the contract can be terminated.

i

The I]11no1s MEP has set up its own information system on a SLatew1de basis,
including the use of two computers. This system has been developed pr1mary1v‘
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for project, staff and client accountability. Data is stored on each
pvrogram particinant, each program emplovee, each employer who hires a program
participant, and each staff-client contact. The primary Timitation to this

. point has been of a hardware nature.

The primary performance indicator for the MEP proaram is direct service .
deTivery, and although the initial year of operation (7/1/75 - 6/30/76) was -
orimarily devoted to nlanning and implementation, the program exceed all of
the projected goals established for client service. During the first year,
1,631 jobs and training placements were made, representing 115% of the '
projected target of 1,420. Data from a quarterly MEP report is presented
below, reflecting enrollments, job referrals. nlacements. enrollments

in training, counseling, nositive terminations and negative terminations.
This report covers the period April 1, 1976 through June 30, 1976. ‘

The following case studies focus on three components of the MEP system:
Operation DARE, Community Correctional Services for the 16th Judicial Circuit,
and the VYocational Alternatives Program. Because the relationship of these
three drograms to the overall MEP is of a subcontracting nature, the three

-are actually individual orograms with many differences.

 QUARTERLY MEP REPORT: April - June, 1976

Composite Summary

Present Cumulative
Individuals enrolled in the program 1,595 5,027
Individuals referred to jobs 1,633 4,762
Individuals placed in jobs 598 1,472
Individuals enrolled in training 87 179
Individuals counseled © 1,240 4,]93
Individuals favorably terminated 831 2,490
Indivjdua1s unfavorably terminated 314 1,687

Title IiI Summary

Individuals enroiled in the program 1296

Individuals referred to jobs . , 321
Individuals placed in jobs 43

- Individuals enrolled in training . = - 27 ;L
Individuals counseled o ' 430 - )
ndividuais favorably terminated . 56

Individuals unfavorably terminated 3T
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Individuals unfavorably terminated

' -43-
4% CETA/ILEC Summary
' . :Present Cumulative
Individuals enrolled in the program 1,299 4,566
-Individuals placed in jobs 555 1,393
Individuals favorably terminated 775 2,416
277 1,646
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OPERATION DARE

I. Program Setting

A.. Program History

Operation DARE started September 1, 1970 as the result of a grant given to

the Portland Cement Association to provide employment services to ex-offenders

in the Chicago area. 1In 1973, after the orivate sector had become involved

in the program, a board of directors was elected. The corporation also

operates two other nroarams, Project CHALLENGE, a one-to-one counseling

program, and Operation PREP, a job emplovment services orogram for probationers. .

Oneration DARE is a program of the SAFER Foundation, a non-profit corporation
committed to creating a "safer" community in the Chicago metropo11tan area.
DARE, which was the first operational unit in the I11inois MEP, 1s the largest
Service un1t for the MEP progran. ‘

Staff crowth at Operation DARE has been constant since 1970. Present
staff s1ze is forty-six employees. : .

B. Objectives arnd Program Emphasis

Dnerat1on DARE is a job develonment and nlacement nroaram vhdse goal is to
reduce recidivism by securing employment for ex-o ffenders and sta-
bilizing them on the job. Thus, DARE expects not only to place clients in

-employment, but also to increase their job retention. The stated goals of the

program are two:
o the placement of ex-offenders in meaningful employment; and

-@ the provisicen of social service support in order to keep
them working by meeting their primary human needs (med1ca1
care, housing, food, etc.) and by matching them with citizen
volunteers through CHALLENGE, another SAFER program.

Operation DARE attempts to appea] to area employers.with the following
rationales:

e The SAFER Foundat1on is sens1t1ve to the nrob]ems and
demands of industry. .

@ The program's screening, counseling, Tollow—uo and support
services make it an extension of companies' ner%onne1 depart-

ments.

® The'program is thé only private prbgram.in Chicago exclusively
' providing industry with a large pool of available workers.

e The program can help companies with government contracts to
fulfill their affirmative action plans since 80% of their
clients belong to disadvantaged minorities.‘ oo
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e The program makes a snecial effort to follow up on its job
placements at five-, thirty- and ninety-day intervals, after
which it continues to maintain periodic contacts. It also
encourages employers to contact programs staff immediately
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 emnloyment positions in
. the twelve-month pericd.

In addition, Operation DARE plans to enhance

the employability of ex-offenders through alternative programming, i.e.,
G.E.D., vocational and academic training, etc. It is estimated that approxi-
mately 50 to 75 clients will receive alternative programming during this
twelve-month period. :

C. Clientele.

During the past year, Oneration DARE served approximately 5,000 clients. It

only serves ex-offenders older than 18 years of age who reside in the Chicago

metropolitan area. During the month of July, 1976, the program providad
services to approximately 393 clients. Their correctional statuses are sum-
marized in Table 1. ‘ «

Table 1: Correctional Status of :
' Operation DARE Clients (July, 1976)
Corvrectional Status Number
State-Corrections
Parole - 152
Serve-outs . 16
Off Parole : 37
Hork Release 44
Out on Appeal 1
Federal Corrections ‘
Parole ' 13
- Probation . 27
Serve-outs. : 4
Pre-trial : : 2
0ff Parole - : 10
‘Work Release - 11
County Corrections
Probation ) . X 52
Qff Probation ‘ , 5
‘Case Pending : , 4
Serve-outs ) , 14
York Release ’ ; 3
- Total. , ‘ 393
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Table 2: Age
16-24 years 30%
25-30 years 40%
31-401year$ 20%
Older than 40 years’ 10%
Total 100%
~Table 3: Sex
Male 94%
Female 6%
Total 7100%
Table 4: Race
Hhite | s.0m
Black 87.9%
Chicano 6.0%
Indian, Oriental A%
Total -100.0%
Table 5: Length of
~ Last Incarceration
Less than 6 months 10%
Six;ponths to 2 years - 40% :
Longer than 2 years 50% |
Total 100%

The great majority of Operation DARE clients are black males. Demograpﬁic'
characteristics forfc11ents are presented below in Tables two through five.
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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 "successful." This entails successful job
placement, successful employment for ninety days and non-recidivism. :

D. Funding

During 1975, Operation DARE received $531,808 from the Federal Government.

" Funding for the MEP contract with the State was obtained from CETA 4% funds- -

through the Governor's Office for Manpower and Human Development and supple-
mental funds from the I1linois Department of Correction, I1linois Law Enforce-

~ment Commission and private donations raised by the SAFER Foundation.

E. Program Organization

Operation DARE has a board of directors wnich is composed of pr1vate 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 develonment. The directors meet with
the Executive Director once a week to discuss program policy.

Serving under the nrogram director are an assistant director and a software
specialist, and under the assistant director, 18 job developers. They are
Tocated 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
providing needed supportive services to program clients.

Actual service delivery is organized in two phases. The first consists of

actual procurement of employment opportunities in the private sector. The

second phase deals with meaningful vocational interests/client match. In order

to insure job stability among clients and satisfaction among empleyers, the
prograin maintains a regular follow-up program that demands each job coach to

maintain contact with 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 with empioyers and securing interviews

for clients. However, the job developers do not perform follow-ups on inter- .
views and placements. Each job developer is assigned to a job coach. The

job coaches follow up-on all interviews and placements to insure that accurate

follow-up data.is collected. Therefore, it is essential that job developers
refer all significant information on both -clients and employers to their

appropriate job coaches.

Four primary service areas are available to program clients:

e ‘intake counseling - personal data and employment hi§Eorv v
information are recorded to ass1st the program in helpIng
the c11ent S E S X

/,/;/-
f’/
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e CHALLENGE orientation - the client is introduced to the ‘
CHALLENGE Program and the idea of one to one volunteer : ~ =
relationships : . o

e Jjob coaching - job coaches help the client understand
the job market and how to relate to it

e job development - job developers attempt to find meaningful
oooortun1t1es for the client and match the client with
pnrupr1ate jobs .

The program is organized so that ¢lients must receive all four services.
Clients must see a job coach before they can get a job referral. No job
referrals can be made until clients have undergone all four steps.

II. Client-Flow

A. Entry

The majority of DARE clients are referred by adult parole services. Addition-
ally, the program outreach worker visits all northern I11inois penal insti-
tutions on a regular basis to enroll interested clients in the program.
Appointments to see the butreach worker are made through the institutional
counselors at the various institutions. Contact with interested inmates at
southern I11inois institutions is maintained through institutional staff at
those institutions.

Yhen clients enter the program, they are given an apnlication form to fill out.
This form notes personal information such as marital status, education, military

- status, handicaps, transportation available and 1iving arrangements. Part of -

the application is a release by which the client gives permission for the
program to release relevant information to prospective employers. The applica-
tion also Tists the c1ient's criminal history and vocational skills and interests.

Work 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 what he or she did, how he or she did it and which
machines and tools were used.

During intake, clients also complete a .CETA income statement and an Operation

DARE authorization-for-release-of-information form. This form can be used to

seek information in order to develop a meaningful placement in a rehabilitation
program for the client. It is often sent to authorities to obtain medical,
psychological or other pertinent information from a client's files. '

"B. Intervention

After intake, clients are réferred to CHALLEMGE orientations. For 35 to 45

minutes the CHALLENGE Program is explained, at “the conclusion of which the
client decides whether or not he or she wishes to participate. Afterwards

- P

clients are referred to job coaching. In these job coaching sessionsg which
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are held several times a week, a qroun of applicants and a iob Eoackireview
‘the realities of the work world and methods for locating and maintaining jobs.

During these sessions, the clients-conplete a self-assessment form in order to
help gain a clear understanding oY 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 referral sheets that they fil1l1 out each time they refera client
to a job, training program, or other agency. 4

While in job coaching class, each client gets an I1.D. number. After .job coaching,
the client brings his application %o the software specialist on the staff. She
codes the application package, which is then programmed into the DARE computer.
The date the client enters is stamned on the file which is made up, and the
application package is placed in the DARE master file of all clients.

- After jobi coaching, it is the responsibility of the senior job develeper to match

each client with an appropr1ata Jjob deve1oper s exnertise. After referral to a
Job developer, the client's records remain in the computer file and on paper
in the central office file. Job developers have access to clients' files on an
as-needed basis, not keeping these files at their own désks.

The first interview the job developer conducts with the client is primarily devoted
to vocational counseling.. During this interview, the job developer completes an
initial interview form. This defails the client's job skills, previous training,
vocational interests and goals, criminal history and tentative plans. The counselor
also notes his or her own observations. . ¢

After the first interview, clients maintain periodic contact with job developers

by phone or in person. These contacts are reflected in ongoing nrogress reports
. job developers keep for each client on their caseload. These renorts note the

date of each contact, actions taken and results. Additionally, each time the job
developer refers a client to another agency, a DARE referral form is completed,
which 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 wny the client did not report for interview.

In addition to maintaining progress reports on each client, the job developers
must maintain daily log sheets. .These are 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-

sible for completing client contact forms each time clients receive assistance.

This may include: educational services, housing assistance, sent to CHALLENGE,
sent to coaching, legal aid or assistance, physical (food, clothing, etc.), PREP
program, medical services, or multiple (more than one). This client contact form -
is referred to the computer specialist, who then adds the 1nf0rmau1on to the program
computer f11e ,

YWhen job deve]opers, who are each responsible for certain geographica1 zones within
the city, develop jobs for clients, they set up the interview. 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 client has been placed, the

i
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‘ninety days. Operation DARE only counts clients once. There‘ore, 1f a clwent ~

JOb coach would conduct a follow-up with the emo1oyer at five, thirty and T

loses a job, the job developer keeps working with the client but won't count - | -
the successive p]acenents Co

Job developers use a master 1ist of Chicago employers in their efforts to develop
jobs. Each job developer has a copy of this 1ist, which is also maintained in
the program's computer files. UWhenever job developers initiate contacts with a

‘new employer, they must fill out an emplover 1nitia112ation form. This notes thre

employer I.D. number (all emplovers are given an I.D. 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. Add1t10na11v -the appropriate D.0.T. code for those

job titles is entered as is the nunber of slots, starting salary, prerequisites, S
the size of the company, the company's best season, average turn-over rate, and S
educational prerequisites. The JOb developer also must enter his or her own 1.D.
number. This initialization form is then referred to the computer specwallst

who codes 1t and enters it in the computerized employer file.

*

- Each time a JOb developer contacts an employer, whether it is an "old" or “new"

employer, he or she must compiete an employer contact form which 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 indexad by individual emplover. In this notebook they
1ist the names of all clients referred to that employer, the date of interviews and
the outcome of interviews.. ihen a client is referred to a job, the job developer
completes a client referral to job form, which notes the client's 1.D. number and
name, the statff member's 1.D. number and name, the employer's 1.D. number and name,
the job D.0.T. code and the jon name. If the client is hired, a placement form is

- completed and referred to the ccmputer specialist.

Not all clients are referred to jebs. Many may need other social services. Clients

in the past were regulariy referred to the Department 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 londer -
referred there. Clients are rarely referred to the local Comprehensive an]oyment

and Training Program because the waiting 1ist is extremely fong. Unless shortcuts -
can be achieved, the wait can be four to five months. Clients in need of educational
services are often referred to vocational educat1on Drcgrams of local community

‘colleges.

These services are usually hand]ed by the proqram s Supportive Service Unit. If a

job deve]oper believes the client needs housing, drug treatment, welfare, or anJ

other services, he or she refers the client to the Supportive Service Unit. These
staff members spend several days each wesk in the, community-developing contacts with
local agenc1es Each time a client is referred tu a local agency, a referral to S
Tocal service agency form is completed and referred to the computer spec1a11st for
1nc1us1on in the client's comouter1zed file. \

G e S if'ﬁ
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After clients are placed on jobs, it is the responsibility of the appropriate-

job coach to maintain a check on the client's status and follow-up on employment
at five, thirty and ninety days. This is done with a specific follow-up form.

It notes the client's name and I.D. number, the staff member's name and I1.D. _
number, the employer's name and I1.D. number, the job D.D.T. code and the job name..
The disposition 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 prison. After it is comp1eted 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]Wy emp]oyed.after'ninetyAdays, they are positively termi-
nated from DARE. The computer automatically drops clients after ninety days or
after the program has had no contact with the person for four months. If a client
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 follow-up form
noting that the client has been laid off, fired, or quit -a job. After the client

is placed again, the job coach will then resume performing follow-ups on the
client. However, for program record-keeping Durposes only one placement is counted
for each client. ;

Although DARE clients are considered successful only if they remain on the job for
ninety days, they must be officially terminated from CETA after placement or a job

for a thirty-day period. If a "successful" client loses a job and is placed again,

this placement does not count for CETA purpgses. Because of the record-keeping
requirements, DARE now reports persons who qult and obtain Detter Jjobs as negat1ve,
termination for CETA purposes.

D. Data Availability

Operation DARE submits monthly and quarterly reports to the State MEP. These aré
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 following pages.

0per§ti9n DARE also submits monthly renorts to the I11irois Law Enforcement
Commission, the I1Tlinois Department of Corrections and the Rovernor's office.

~Supervisors at the probation and parole offices often also receive these reports.
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Operation DARE: July, 1976

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

Emniover Contacts

New ‘Emnloyers

420

01d Employers

654

Total Contacts

1,074

(11.2% of these contacts resulted in placements.)

Coﬁnse]ing
Federal New 35
Federal 01d 25
County MNew ' 72
County 01d 40
State New 125
State 01d 126
Total 393

473 clients came in to DARE.



Referrals to Employment/Training

In duly, 523 di fferent referrals were made to ]obs or training, resu1t1nq
(by system):

§

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

81 were placed in employment
17 ~agency referrals
37 no referrals
109 scheool/training/employment still pending
66 were not hired
/ refused jobs
14 did not report for ‘interview
1 returned to prison
1 never started
3 self placements

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

* 175 (1 referral); 50 (2 referrals); 11 (3 referrals);
7 (4 referrals) ‘

County System - 98 interviews* (81 different ciients)

were placed in empnloyment

were placed in school/training

agency referrals

no referrals

schoo]/tra1n1nc/9mn]ovment still pend1nq

not hired

did not reoort for interview

refysed job

returned to jail

Y 3 U
| ] ] ] < D] =~} ] 1

temporary work

(Of the 39 pending: 24 jobs; 15 school/training)
* 68 (1 referral); 10 (2 referrals), 2 (3 referrals); 1 (&4 referrals)

R s Sk ks AN & R ek L
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Federal System - 89‘interviews* (67 different clients)

2] - were placed -in employment

28 school/training/employment still nending
24 no referrals

5 were not hired

4 did not renort for interview

3 agency referrals

2 self placements

2 refused empioyment

(0f the 28 pending:

26 jobs; 2 school/training)

* 49 (1 referral); 14 (2 referrals); 4 (3 referrals)

Classification of the 120 clients who received employment/téaining

State System

1 out on anpeal

49 on active parole

23 off parole
3 maxed out

17 York Release - Metro/WIND/DART
1 case reversed

Total - 81

Federal System

8 i on active parole
4 i. off parole

3 C1C

- Total - 21

County System

19 { probation _

7 | off probation_
2 work release

ATotalr—‘ls

- Total Placeménts -‘Ju1y - 120

% of Placement

67.5

17.5

15.0

100.0% .

S A
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Retention Rates

After b davs

After 30 days

After 90 days
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Figure 1 : Operation Dare Client Flow from Entry to Job Coaching
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Figure 1 cont. : Operation Dare Client Flow from Job foaching to, Job Development
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Figure 1 cont.: Operation Dare Client Flow from Job Development to Referral Services and Job Development
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Figure 1 cont.: Operation Dare Client Flow—Job Dév;;?wpment
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Figure 1 cont.: Operation Daré Client Flow from Job Development to Job Placement to Follow-up
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COMMUNITY CORRECTIONAL. SERVICES PROJECT
FOR THE SIXTEENTH JUDICIAL CIRCUIT

I. Program Setting

A. Program History

The Community Correctional Services Project (CCSP), Tocated in Geneva,
I1Tinois, 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 added a Model Ex-Offender
Program component March 1, 1976. With this MEP funding, the program

is now able to provide services from the pre-trial stage through the
post-release stage. The CCSP now consists of two service delivery

teams, a manpower screening unit and a manpower services unit. Currently,

pre-trial services are provided only to residents of Kane County, while .

circuit-wide services are provided to probationers and parolees.

B. Objectives and Program Emphasis

During the fiscal year 1977 it is estimated that approx1mate1y 600
alleged offenders will be screened by the Manpower Screening Unit.
Appnmﬂwate1y 240 will be enrolled in the program. Of this number, it
is estimated that there will be approximately 200 terminations -- 140
job placements, 20 other pos1t1ve terminations and 40 non- pos1t1ve ter-

~m1nat10“"

CCSP serves the counties of Kane, DeKalb, Kendall and DuPage and attempts
to eliminate the competition 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: « '

e to provide a successful human services program that
contributes to the positive growth of the individual
and the community; :

® to reduce the rate of recidivism;

e to reduce the extent of arowing rates of prosecutions,
incarcerations, rearrests, welfare, and unemp1oyment
comnensat1ons, and

-® to reduce the extent of duplicated emp]byment services.
- and at the same tjme increase its effectiveness.

. C. C]iente]e

Program activity was not officially bequn unt11 September 1, 1975.

~September, October, and November- of 1975 were utilized to screen, inter-

view, and hire program staff and plan program activities. Therefore,,

. ,ﬂapp11cants were accepted as possab1e cllents beginning December 1s 1975
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Table 1 presents the number of apnTwcants for the first six months of
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operation.
Table 1: Applicants for CCSP by Month of Application
‘Monfh Mumber
December i 17
January ; .23
February g 33
March ~ : 74
April ; 61
May § 30*
TOTAL i 238

* .
Service Unit caseloads. reached capacity, and intake was monitored to
include only pre-trial, pre-sentence, and correctional facility referrals.

0f 238 abplicants, 145 or 60% were accepted, assigned to a services unit
caseload and received some form of service delivery by May 31,
Their backaround status as clients within the criminal 1ust1ce svstem

is presented in Table 2.

Table 2:

Criminal Justice Svstem Bacquound of CCSP C]lents

(December, 1975 - May, 1976)

Category Percent
Pre-trial § 2,49
Pre-sentence ; 2.7% |

| Conditional discharge 1.3 ¢
| Probation i ! 33.1 %
Hork Release 21.3 % |
Jail | | 4.89%
 Parole i 10.3 4
Ex-Offender 137 %
100.0 %

s
¥

TOTAL
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“0ther backqround data on program clients served from December 1975

:'sr.

o
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through May 1976 have been collected and are presented in Tables 3

through 7.

Table 3: Seox

Male 95 %
Female 5%
TOTAL 100 %
Table 4: Age
17-18 years 6.9 %
19-21 years 32.4 %
22-24 years 55.9 %
25-54 years 1.4 %
55-64 years 0.7 %
65 years and older 2.8 %
TOTAL 100.0 %
Table 5: Race
Black 25.0 9
[
Spanish 8.9 %
L White 66.1% |
TOTAL 100.0 % |
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Table 6: Education

rwhp to grade 8 ; 9.7 %
Grade 9-11 50.3 %

~ High School Graduate § - 31.0 %

| Post High School o 9.0 %

% TOTAL : i 100.0 ¢

Table 7: Most Recent Wage

© less than §1.00 P 2.1°%
| $1.00 to $1.99 | 2.8 %
| $2.00 to $2.99 | 26.9
| $3.00 to $3.99 P 34.5 %
$4.00 to $4.99 { 13.1 %

i $5.00 to $5.99 ' 11.0 %
© $6.00 and up 9.7 %
TOTAL 100.0 %

0f the 145 clients served, 14 pertent had been registered with the
I1T1inois State Employment Service; 60 percent were economically dis-

‘advantaged; and 13 percent were receiving some 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 conv1cted 1.1 times during the prior
12 months. :

D. Funding

Fuhd1nq for the CCSP was obtained through CETA 4 percent funds from the
Governor's 0ffice of Manpower and Human Development and from the Tocal
CETA prime sponsor. In fiscal year 1977, the program is also hopeful of

| " securing approximately $30,000 from the four county boards in the area

wh1ch it serves. The funding recewved in fiscal vears 1976 and 1977
1s. presented 1n Tab]e 8.



WU G e R RN Galgn A T 4 A L RS e b ki s S R TN 2 N e
B

e | o - ~63-

Table 8: Funding for CCSP, Fiscal Years 1976 and 1977

’ Time_Period
Source of Funds i Amount Start Date} End Date
’ . ; A
| Governor's 4% Discretionary Funds % $57,599.25 7/1/75 ; 6/30/76 {
f‘Q ) Kane County CETA Services § $39.405.00 7/1/75 6/30/76 i
Governor's 4% Discretionary Funds | - $90,074.00 | 7/1/76  6/30/77
| Kane County CETA Services i $87,924.00  7/1/76  6/30/77 !
4
E. Program Organization
The CCSP 1is organized into two service delivery teams, a manpdwer screen-
. ing unit and a manpower services unit. The manpower screening unit is
@ responsible for screening alleged adult offenders who are ineligible for

or are unable to afford bond release from pre-trial incarceration. The
screening unit team recommends to the presiding jucdge either a release

on recognizance (ROR) or supervised pre-trial release (PTR) with deferred
oresecution and presents an emplovability plan for those defendants who
qualify. Contingent upon judicial agreement, eligible defendants are
then referred to the manpower services unit. The services unit provides .
job development, counseling, coaching and job placement services. hen
necessary, it also prov1des educational -and vocational training, allow-
ances and supportive services such as day care, medical treatment, and
transportation. :

The services unit also recejves direct referrals from other points within
~ the criminal justice system, including adult and juvenile probation,
adult parole, and State~00erated adult corrections facilities.

[
B

-While the program's central office and d1acnost1c center are located in
L Geneva, local intake offices are located in Aurora, Elgin, and DeKalb.
,‘! Most program clients reside in those areas. The program director,
A ' responsible for administering program operations, operates out of the
B Kane County office. He is assisted by an assistant director, an intake
coordinator, and a services unit coordinator. Each program off1ce has
staff members designated to handle intake and career developument. The
- , career developers are responsible both for client counseling and job
. : development and p]acement The CCSP also employs a psychiatric intern,
’ ~ two interviewer interns and a data control clerk. The data contro]
clerk is responsible for supervising data flow into the program's com-.
puterized files. The CCSP employs a typewriter terminal which is tied
B in to the Northern I11inois University computer. The terminal is also
iy ‘ ~ connected to the MEP computer in Chicago. The director of the Kane
e ‘ County Diagnostic Center, where CCSP céntral offices are lecated, pro-
vides technical assistance and performs all necessary programm1ng An
organizational chart of the CCSP is presented in Figure 1. : »

i
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Figure 1: Organizational Chart of the CCSP
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I1I. Client Flow

.

A. Entry

Prison releasees may be referred to the CCSP in a number of ways, including
by MEP representatives in the State correctional facilities. However,
problems have been encountered in this process. Currently, the majority

of prison releasees are contacted not through these MEP representatives,
but throuagh perscnal acquaintances of the program director at the various
institutions. In the future the proara. will be receiving print-outs

from the central MEP 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. Most parolees have been referred
to the program by their parole officers, who usually telephone and make
appointments for applicants. R

Once a prison releasee or the releasee's parole officer makes contact

with the proaram, the applicant is scheduled for a program interview.

This interview usually lasts 30-60 minutes, during which time the program’'s
objectives and procedures are explained. The intake counselor explains
CETA policies and CCSP procedures. Tnese include termination policies
(rearrest means termination) and referral policies (clients with drug
problems must be 1in authorized drug treatment programs for two weeks before
services can be provided). At this point, the applicant completes a CETA
application. This application notes personal information, labor force
status, family information, 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 completes a CETA Applicant Personal Information
Statement (API) and the applicant fills out a work historyv form, which
details the applicant's institutional work history: job assignments,

tasks performed, tools and equipment used, reasons for changing assign-
ments, and self-evaluations of skills learned. A CETA Income Statement

and a second client work hi..ory formare then completed. The latter
concerns jobs performed. outside the institution. This is a required CETA
form, and notes employer names and addresses, length 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 program.

Those applicants who do not meet local prime sponsor eligibility require-

ments related primarily to residency are referred to either the appropriate
CETA prime sponsor or to other local agencies or programs. After the
initial interview, the intake worker attemots to verify much of the
information supolied by the client. Usually the client's high school,

most recent employer or employer of Tongest duration are contacted.
Information requested from the most recent employer typically includes

date hired, Jast day worked, position title, final salary, quality of

work rating, guantity of work rating, attendance record ratina, estimate

of ability to get along with others, and lost time due to industrial

injury. The emn]over is also asked the reason for the app11cant s leav-
ing, whether or not the applicant would be rehired, and, if not, why?
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It takes aoorox1mate1y two weePs For staff to determ1ne whether a c]1ent
will be accepted or vendorized. Usually about 503 of the applicants

are accepted intd 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"s the client is

invited for testing through an acceptance and corqratu]at1ons Tetter;
and the client is mailed an erployment history form to complete and
bring in on the day of the testing.

B. TIntervention

0f 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 encouraged to return. Testing is given in 90-minute sessions,

one each in the morning and evening. Clients are given the revised BETA
and the Yide-Ranae Achievement Test (WRAT). At this time, the emp]oyment
form the client received through the mail is added to the client's file.
This four-page form includes information concerning the client's Tiving
situation, health status, military history, and specific educational
history. The client is asked: which courses he/she took in school,
which courses he/she disliked, why he/she left school, if he/she desires
to return to school, and dates of all education. Specific information

on a client’'s work history is also collected on this form.

When the-testing is completed, the client is given an appointment with a
career developer 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 dupliicate is referred to the assigned
counselor. Before the first counseling session, the career developer .
will review the client's anplication, the last probation or parole report.,
if available, all work history forms, written verification from prévious
employers, and all other pertinent information.

- The first interview between counselor and client is a "get to know"

session. The counselor shares the testing results with the client,
emphasizing that the BETA test results show potential and that the WRAT
results only indicate academic performance to date. The counselor attempts
to persuade the client to decide what he or she personally would 1ike to

do without making any decisions for the client. A sample budget is pre-
pared in order to help the client gain perspect1ve on the f1nanc1a1
resources needed to Tlive on a daily basis.

When the client and counselor agree on a course of action to be taken,
they both sian a program commitment contract.  This contract sets

forth the objectives to be achieved during the client's participation -
in the program and any specific action needed to achieve the objectives.
The client agrees that failure to carry out any of thefagreed ypon steps

‘may result in termination from the orogram. A copy of the contract is

kept in the counselor's file and one copy is sent te the diagnestic
center. Staff may then fill out an applicable CETA Training Plan Form..
However, often these forms are not completed until the client is terminated

i
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After this first interview, client and counselor establish a schedule
of appointments, usually once a week. . During this time 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 job-seeking process They will be taught by
the service unit coordinator, who will no longer carry an active case
load.

Most career developers spend the majority of their time in the community.
The approach they use is not one of "social consciousness," but one of
providing employers with quality services and screened employees. The
career developers emphasize that they will screen applicants, provide
background information about educational Tevel, skills, and verified
work historv. They usually set up interview appointments themselves,

‘but do not accompany clients to the interviews. Township lines are

used to divide job development responsibilities among the career developers.

Yhenever career developers contact a new employer, 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 clients.

A1l this information is channeled to the proqran s master employer file,
an updated emp]oyer book maintained by the servicss unit coordinator,

and the program's computerized file. No career developer can make a
referral 'to a job unless that company is located within his or her
assigned geographical area. If no openings are available in the career
developer's assigned area, he or she conftacts 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 Friday to review current job open1ngs and availability of clients.

Usually, it takes approximately three job referrals for a client to be
placed. However, the program does maintain "favorite" stop-gep employers
who can provide 1mmed1ate employment for clients in dead-end jobs. These
employers are only used when clients need immediate money. In these
cases, clients must be terminated from CETA on 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 (ocld forms are copied and the dates

changed).

Before clients are referred to any job interview, the career developer
must veview a checklist of interview techniques and suggestions. Addi-
tionally, before the interview the client completes two standardized
employment applications. The first one is completed by the client on
his own after the client and counselor have revigwed half of the job
interview checklist. Then the client and counselor complete another
form, and the c]1ent may take this form to the job interview.

When clients are placed, the career deve]oper completes the Client Status
Report Employment Form. This notes the client's name and address, place -
of employrment, starting date, the contact at the company, hours and wages,
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supervisor, and job title. One cnpy is sent to the c]ieﬁt's parole

~officer, one to the program's master file, and the career developer

retains one copy for his or her own 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.’ Follow-up

When employment or training forms reach the main office, the intake unit
establishes follow-up procedures. The intake unit tracks follow-up
schedules for clients and sends a netification of "foliow-ups due"

to the appropriate career developers.. Follow-up is performed at five,
30, 90, and 180 days with both clients and emplovers.

D. Data Availability

The CCSP maintains four data storage aroups for all persons who are
screened and serviced. These groups, totaling 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, ovr offender status. The, '
director conducts these checks in order to make sure that the program

is not over- or under-representing certain sub-populations. The com-
puterized files are also utilized as a manaqemeﬂt tool to assess the
performance of program staff.

A six-month in-house evaluation of the program was conducted covering the
months December, 1975 through Jdune, 1976. The service delivery analysis
showed that of the 145 clients who were assigned to the services unit,
59% were placed in competitive employment. Of these, 85% were stil]
emploved as of the end of June. Twenty-six percent of all clients
participated in training or work experience, as shown in Table 9.

RN ke et S e a o)
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| Table 9: Number of Clients Participating in
Training, Work Experience. and Counseling

I
j Project ‘ Number of Clients
- % BED 8
‘ Work Experience 3 7
Public Service Employment 2
e , Vocational School 5 |
’ Employment Guidance ‘ 17
: Ihte11igence, Academic and A ! ?
i  Vocational Testing - 145 |
., ; | Counseling/Supervision 145 ‘

H
i
T

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 program participation. Table 10 illustrates client program status
as of the end of May.

o

Table 10: Program Status of Services Unit Clients

3
o Status Number of Clients |
i' % Successful/Positive Terminations, | 86 g
& E Unsuccessful Terminations | 13 |
1 T -
! Currently in Services Unit | 46
: | Vendorized at Intake to Other ‘z ‘ S
“! - "t Agencies | 7 ;
I R
“The program also tracked the average hourly wages of successfully placed
i e : applicants by month of placement. The average wage at placement at the
@ ; time of the study was $3.69, a gain of .08 per hour over the clients'
30 previous wages. Table 11 presents the average hourly wages by month of

placement.

v @
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Table 11: Average Hourly ‘lage by Month of Placement ST

Month ; . Hage l

December Lo $3.00 i

January , ? $3.75 i
‘ February ; : $3.70 |
March | s3.81

ApriT | $3.52 '

May - $4.09 | ‘

The program also attempted a public benefits/public costs analysis. Recog-
nizing that two years of client service and follow-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 jobh retention rates,
rearrests, convictions ‘and welfare consumption to compare clients'
carears before and after program service de11ver/ In December of 1976, a
random drawn control group of non-program offenders will be studied and
contrasted with the clients served up to that time.

The model and the appropriate program 1nformat10n are presented in Table 12
an the following page.
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Table 12: Cost/Benefit Analysis

Type of Costs Amount
- — i
Direct costs through 11 months l $62,203
. : : % ;
] , ; Indirect costs (rent, utilities, phones) ! $ 5,350 |
Agency costs for vendored referrrals i $ 4,200 |
; i
Total Costs | $71,753
® ' : ¥ " Type of Benefits : '
I. To Commuhity; '
a) Jail time saved for 13 pre-trial and . §
° ROR clients (30 days @ $10/day) $ 3,900 !
L b) Arrests saved after first year of o
service delivery (58 arrests X $210.) $12,180
c) Convictions saved after first year of f
° . service delivery (40 convictions X $180.) $ 7,200 :
‘ d) Jail time saved for 58 arrests and 40 :
convictions with 3 month jail time average ° $41,690
| e) Direct crime costs for 40 property j o
@ crimes with $250 average 1oss ,  $10,000 °
Sy ] —
o f) Tax dollars generated by increased client . :
o wages, see Part II 528,090
v"  g) Unemployment Benef{ts and oﬁher.we1fare . 5
. consumption saved S $82,200 .
3 .
Total $185,260 |
’ Cost-benefit ratio: 2.58
‘® e I1. To Clients:
) N - |
foo Increase in average wage (.08) X increase in |
Job retention rate of 50% = yearly dollar i '
, income increase of: ‘ ' o8 2,313
{‘i el - Times { :
T ‘€Q~f : fE1qhtv -six clients nlaced to date: . $198,918

**1nc7udes three months of one-time planning Der1od costs.
1nc1udes D1agnost1c Cenfer and three outer offices
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Figure 2 cont.: CCSP Client Flow from Testing to Career Development
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THE VOCATIONAL ALTERNATIVES PROGRAM

1. Program Setting

A. Program History

The Vocational Alternatives Program (V.A.P.) of Decatur, 111inois was started
by two men, the Executive Director of the Macon County Rehabil1t tion Center
and a cl1n1ca1 psychologist at the county mental health center. "Recognizing
the need for employability services for prison releasees and probetioners
residing in Macon County, they began in 1973 to review available literature
and visited existing ex-offender emoloyment 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 level, so
ex-offenders (usually accepted under the behavior disorder category), were
still considered a high priority group by vocational rehabilitation staff.
Initially, the program received $110,000 and was under the authority of the
Macon County Community Mental Healtnh Board, an arm of the county government.

The Vocational Alternatives Program 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 I11inois Model Ex-Offender Program. As a result of these djis-
cussions, a proposal was written and the Vocational Alternatives Program became
a component of the MEP in March, 1976. Under this contract, the program places
parolees in full-time employment. If parolees are not job-ready, they are
channeled through the regular V.A.P., rece1V1ng job read1ness training and work
orieritation evaluation.

B. Objectives and Program Emphasis

The goal of the Vocational Alternatives Program is +g 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 well as to determine vocational
areas where a high probability of success exists. The second phase of the pro-
gram is devoted to work adjustment training. The goal of this phase is two-

fold: to provide an opportunity to strenathen and receive feedback on working

behavior through p]acement on a part-time job-and continuous evaluation, and to
expand on the client's emp1oyab111ty skills. The third phase of the program,
aftar a client is hopefully placed in full-time comDeL1t1ve employment is
devoted to follow-up activities. The aobjectives of follow-up-are to identify
and assist the client in resolving any problems which may be a h1ndrance in
maintaining full-time emn]oymcdt :
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During fiscal year 1977, it is estimated that approximately 270 individuals
will be enrolled in the Vocational Alternatives 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 terminations.

Annroximately 30 individuals will be enrolled in this program at the end of
the fiscal year.

C. Clientele

To be eligible *s# the V.A.P., applicants must meet the three Department of
Vocational Rehabilitstion criteria. They must have a physical or mental
disability, which wust he a substantial vocational handicap, and they must
possess the potential tn weturn to gainful, competitive employment as a result
of Vocational Rehabilitation Services. Usually, clients® disabilities are -
classified as mental disabilities of a personality disorder nature.

The great majority of V.A.P. clients are young, white males. Most of the
clients served thus far have been on probation. The demographic characteristics:

~of clients are summarized in Tables 1 through 4.

Tab]e T1: Age - ‘]

18-24 years | ey
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: Race

White : 55%
“Black - 45%
Cﬁicano~ - 0%
Total | 100%

| Table 4: Length of Last Incarceration

Less than 6 months 10%
6 months to 2 years : 50%
Longer than 2 yeérs a40%

Total | 100%

Most of the program's clients are referred by Tocal probation officers.
Referral scurces for the month of August, 1976, are presented in Table 5.

Tﬂb]e 5: V.A.P. Referrals, August,qEQYG
| Referral Source ‘ No. Referred:
Federal Parole ; .0
State Parole 4
Probation . R 8
Servé—outs, Federal Prisons _O
jai]s : . : 2
OtherWCOmﬁuniiy,Agencies : 7
Walk-irs : - 1 0
QOther (describe) S .0
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Of the 21 persons referred to the program, 15 were'enrolied, a~typica1

percentaqe

During the initial twe]ve months of operat1on the V.A.P. served the fo]]ow1nq
clients: :

Individuals enrolled 94

Individuals terminated 65
- Job Placements 65

Other Positive Terminations O
Non-Positive Terminations 0

 Indjviduals still enrolled 29

D. Funding

In 1974, V.A.P. received $94,349.89 from the I11inois Division of Vocational
Rehabilitation and $5,390.63 in contract income from 0.J.E. employers.

Currently, its budget is divided with 48% representing CETA 4% funds from the
Governor's 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 VYocational Rehabilitation legislation is now being implemented
at the State and local Tevels, the I71linois Division of Vocational Rehab111tat1on
is considering cutting back on or term1nat1ng fund1ng for the Vocational
Alternatives Program. The program is currently in the process of securing
support and ietters of recommendation from community and State officials within
the criminal justice system in order to persuade the I1linois D1v1s1on of
Vocational Rehabilitation to cont1nue 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 12 weeks of follow-up to assist job retention.
As stated previously, the ten-week program is divided into three phases.

Phase one is a four-week evaluation designed to assess clients' employability
potentia]. Following the evaluation segment:of the program, a vocational
plan is established with each participant. This plan becomes the basis for
either d1rect placement or continued work adjustment training.

Phase two, six weeks of work adjustment training, provides an opportunity for
the client to strengthen and receive feedback on work1ng behavior and expand
employability skills. An 1ntegra? part of this phase is intensive community
intervention by program staff.

Phase three consists of placement and fol]ow-un At the end of the ten-week °
program, it is expected that each program art1c1pant will be placed into

;‘qu11 time compet1t1ve employment, with follow-up services provided regularly
by the V A.P. staff for 42 weeks after the participant's graduation. The

program's overall goal is that 60% of the oart1c1nants nawnta1n employment
fbr a per1od of one year. : . ‘
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“No longer under the authority of the Macon County Community Hea]th Board
‘the V.A.P. has its own Board of Directorswhich the Execut1ve Director reports

to on a monthly basis. Currently, the staff consists of: the executive
director, two job developers, two orientation and evaluation group workers,

a job class group worker, a manpower screening specialist, a community worker,
one executive secretary, a secretary-receptionist, and a ma1ntenance/trans—
portation worker. _ 5

The executive director is primarily responsible for daily program administration
and decision making. His responsibilities include fiscal management, coordina-. -
tion of public relations efforts and providing a liaison with state and local
agencies. He also maintains an active case Toad of "problem clients." The

two 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 potential
participants for the ten-week job class program, for the placement of indivi-
duals in the MEP, and for establishing work release projects from the Macon
County Jail. He also serves in a Tliaison capacity between the V.A.P. and the
probation office of Macon County, the State's attorney, the Circuit Court, the
Macon County Jail and the Adult Parole Services of the I11inois Department of
Corrections. Like other staff members, he also maintains an active client
case Joad.

The community worker is primarily responsible for contacting clients in the
community when they have not appeared for class or for their jobs. .She also
follows up on all program graduates. The secretary and secretary/receptionist
maintain all program files, including the program's computerized file tied
into the main MEP computer in Chicago, and handle all program correspondence.
The maintenance/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 counselors serve as liaisons to V.A.P. They are responsible
for supervising the process by which clients are determined ‘2 be eligible or
ineligible for vocational rehabilitation services. -

II. Client Flow

A. Entrv

Referrals to V.A.P. come from a variety of sources. These include prdbat1on‘
officers, courts, parole officers, the county jail, local service agenc1es, and
adult correct1ona1 institutions. The manpower screening snecialist is responsible

- for introducing the program to new participants. He nerforms an initial evalu-

ation of the clients' potential eligibility for the program. If c11ent5\apnear -
not:-to meet CETA and Vocational Rehabilitation cr1ter1a he will refer them to
other appropriate social service agencies.

He 1is a]so respons1b1e for screening and perfo rming background searches on .
individuals in the Model Ex-offender Program who are in a position for direct .
placement in full-time competitive employment. Additionally, he identifies S
sentenced residents in the Macor County Jail who may qualify for work release,.. .
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In these cases, he estahlishes work release projects, which are facilitated
by background searches with the Macon County probation office, approval
through the State's attorney's office, the preparation of relevant documents
for submrission to the circuit court, and consultation with the prospective

participant's legal representative conc
obtain court approval.

erning court hearings necessary to

If the manpower screening specialist determines that the client may bg o

eligible for the program and the client expresses an interest in_pqrt1c1pat1ng,
an appointment is scheduled with the vocational rehabilitation 1iaison counselor
Prior to entry the individual then meets with the

to determine eligibility.
Director of V.A.P.

payment policy.

This sum is reduced if the clients

After the first paycheck, the client must pay for rides to V.A.P. at the rate
of 75¢ each. In the final week of the program, clients receive a check for

their work on the 0.J.E. slot.
to-all clients on their completion of the protram.

This is a small honorarium and is passed out
A starting date is agreed

upon with entry scheduled in groups of five clients every other Mondgy. Thus,
a starting date is never more than two weeks from the initial interview.

B. Intervention

Each new V.A.P. group starts the nroaram on Monday, which is considered to be

week one. At this time, the secretary-receptionist obtains a Tist of new aroun
members from the manpower screening specialist.

address and phone number of each client.
client, a name label typed on the file, and the files are placed in 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.

This T1ist includes the name,
A new file is then made up for each

The log is a combination of qroups who have entered the program. Each aroup
is listed on a log sheet, with the group numbers and the group entry date
listed below. On the log, across the page, are listed several items which
should be in the client's file in the course of participation in the program.

t

When one of these items is ready to be put in the client's file,

the secretary

checks it off on the Tog and enters it in the file. "The team Teader sheet

Tists the names of all program staff members.

When a new group starts in V.A.P.

each client is assigned a staff member to serve as his ar her team Teader. The
identity of the last team leader to be assigned a client from the nrevious week
determines which team leader will be assigned the next new client from the

following new group.

Weeks one through four are designed to assess the potential of each individual.
Many community resources are utilized during the evaluation process. Input is
received from a consulting psycholegist and graduate students and area nrofes-
sionals in the areas of medicine, personnel and business management. During ;
weeks one and two participants complete a battery of tests to determine interest,

e lide Range Achievement Test (WRAT) -

arithmetic and reading;

ability, aptitudes and psychological profiles. These include:

achievement in spelling,

e Mooney Problem Checklist - selféréporting persona1ity‘ihventory;

e SRA Mon-Verbal Test - intelligence;

who elaborates upon program procedures, including the V.A.P.

Students are paid up to $20 per week while enrcolled in V.A.P.
have an unexcused absence or are late to :
¢lass. The $20 is an incentive check to take care of lunches and transportation.
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-@ General AptitudeUTest Batteries'(GATB) - measure’of
- vocational aptitude;

e Minnesota Multiphasic Personality Inventory (ﬁMPI) -
self-reporting personality inventory;

e Quick Test - measure of verbal aptitude; and

e Jesness Inventony - self-reporting personality inventory.

After a new file is established, an entry.card for each member of the new
group is made up which 1ists the client's 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.D: number assigned to each client.

During the first several weeks devoted to evaluation, a complete package of
information is developed concerning new clients. An emergency medical authori-
zation form is comnleted by the end of the first day of class participation.

It is the respons1b111ty of the orientation evaluation group worker to complete
each form on a new client. This form notes if the client is under the age of.
18, 1in which case it must be signed by the client's parent or guardian.

Applicable CETA forms are comp1eted by the fourth day of the first week. It is
the responsibility of the manpower screening specialist to complete most of
these forms and have them signed by each particinant. The CETA Forms consist
of a client initialization form, which is accessed to the program's computer
for inclusion in the c]ient'S'computer1zed file and transmitted to the Central
MEP Office in Chicago, a CETA income statement and a work history form.. The
-work history form notes the type of work 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 app1icati0n must be completed by the DVR/VAP -
counselor by the end of the Monday of the second week. 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 which contains
a variety of personal information on the client, the DVR Authority for Release
of Informatwon a DVR Client Financial Analysis form.and a DVR App11cat1on

for Rehab111tat1on Services and Release Puthor1ty. ;

Physical examinations are comp1eted by Friday of the second week. 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 Fr1day of the third week. These are the joint '
responsibility of the program's executive director and ‘the consulting psychologist.
The written evaluations include personal information concerning the client and
identifying data, a brief summary of the client's background and current
psychological status. They are based on the series of tests administered to

the clients by staff members. The evaluation includes an "integrated clinical
1nteroretat1on,” which is a summary of the tests taken and all information
collected concerning the client's personality. One copy of the psychological
evaluation is made afteracompletion and reviewed by the executive director.

The original is filed in the clients' file and a copy is kept by the execut1ve
director, wh1ch is in turn sent to the DVR 1iaison counseTor
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The first two weeks of the program are utilized to introduce the concepts

and language of transactional analysis as a way of looking at behavior and
making decisions about future goals. Beginning on Monday of.the third week,
each client is placed on an on-the-job evaluation (0JE) site where the cllent
works for half a day, five days a week. During the other half of the day

the client is in job classes at the program's offices.

The OJE is designed to assess the client's ability to accept and discharge
responsibility, to provide a step toward assuming the routine of full-time
employment and to establish references for the client when seeking full-time
employment. Job classes provide the opportunity to work through problems
experienced on 0JE and also provide many of the skills necessary to look for
a job and retain a job once secured. OJE descriptions are completed by the

end of the first day of the third week. These descriptions describe 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 worker to compnlete such evaluations on

each participant every two weeks, utilizing typical DVR progress training reports.
These evaluations are reviewed with the clients and signed by the clients prior
to being placed in the clients' files. They note the client's attendance,

the rate of vrogress, quality of work, health status, attitude and difficulties
in the course or other psychological or social difficulties. Activities coverad
during the period are described and recommendat1ons for improving performance
included.

"Staffings"” on each client are also completed by Friday of the second week.
Thereafter clients are staffed at least every other week while active in the
program. Every Thursday a memo is circulated to the staff regarding staffings
for the following Wednesday'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, surmary of client performance in
0JE, information regarding client's home Tife and interpersonal relationships
which affect his or her program part1c1jat1on, recommendations for behavior
change and long range goa]s

During the staff meeting, these client staffing surmaries are read by the team
leader and then discussed by the entire staff. The summaries are then given
te the executive director, who reviews them, submits them for typing and ‘
channels them to the DVR counselor. A copy of the staffing summary js also
maintained in each client's file and a copy is returned to the team leader who
prepared the summary.

- Hhile clients perform on 0JE's, they are reau1ar]y evaluated by their employer.

The first OJE evaluation is completed by Friday of. the third week.  Thereafter,
one evaluation is due each week if the participant is still working on the OJE.
It is the responsibility of the job developer to prepare this evaluation in
conjunction with the 0JE employer and return it to V.A.P. for inclusion in the
client's file. The OJE eva]uat1on asks the emplover to rate the cl]ent as

T T
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“superior, above average, average, bn1ow averaqe or 1nfer1or in the -
following areas:

° 1earn1ng and comprehension

- follows written instructions
- follows verbal instructions
- retains instructions

e 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 emnloyer 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 she would
recommend the client for other employment and to explain what duties the person -
~can handle effectively. v ,

Individual written rehabilitation plans (IYRP) are prepared for each client in
a team effort between the client and team Tleader. They are completed by Fr1day
of the fourth week. The IURP includes the client's vocational goal and inter-
mediate objectives. It details the services 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 community 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 1iaison counselor and one copy 1s
kept in the c11ent s file. :

Yhile c11ents are participating in the OJE and the Job class, the program 's

job developers attempt to secure full-time employment for program participants.
Each time a job develoner contacts a new empIOJer he completes an employer
initialization form, a cooy of which he keeps in his files and another which is :
channeled to the orogram's computer. Each tima contact is made with any emn]oyer,
an employer contact form is comp1eted and the same procedure is folTowed.

Job developbers, after observing clients on their DJE's at least once per week,
begin setting up job interviews during the sixth week of program participation.
Usually these are arranged during the time the client would be in job class.
Often the job developers accompany program participants to job interviews.
Usually the job developer and the client's team Teader meet during the sixth
week and discuss the client's progress and goals. This s written out in the
form of a staffing, given to the client and discussed with him or her. To .
~assist the job developer, resumes are completed by the eighth week on each
program participant. These are done by the job class group worker and are

i = rEnes TR R
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utilized by job developers to acquaint potential employers with prospective
clients. Clients also take these resumes to all job 1nterviews, .

Job developers also work with clients who have lost their OJE slot or who are

~gnemployed. Those who have lost their OJE slot complete a job search

contract, signed by 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 day. Clients are given job identification forms,
which they must return with from all 1nterv1ews 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 ]Ob developers, the program director, the DVR 11=1son counselor and
the programs’ community worker.

C. FoTllow-Up

The third phase of the program consists of job placement and follow-up. At the
end of the ten-week program it is expected that all participants will 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 work with the
client in these efforts. After placement, the follow-up procedures begin.

Regular visits by the program community worker are made with 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 emplover. During the remainder of

_the one year period, contact with the participant, 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 follow-up form, a copy of which is p]acéd

in the client's file and a copy of which is accessed to the proaram's computer.

After clients have maintained steady employment for 60 days, the DVR case 1s
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 member, together with the executive director, determine appropriate objec-
tives for that staff pos1t1on based on established program objectives. For
example, mairtaining class attendance levels and deve10p1ng class schedules are
two goals which provide a basis for rating the performance of the job class
group workers. A1l individual staff goals are rated as: most favorable outcome
possible, moré than expected success, exnected 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 review performance relative

to staff abjectives -every two weeks.

A
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Dur1ng fiscal. year 1976 a management audit and organ1zat1ona1 0perat1ons review
of the Vocational A1ternat1ves Program, was _conducted by the Macon County Merital
Health Board. Recommendations were developed concerning V.A.P.'s qoals,
organizational structure, operations mapagement of services, administration,
personnel and policy making, financial and services planning and implementation
of the recommendations. Additionally, an evaluation of the program was completed
by the I11inois Department of Vocational Rehabilitation's Program Evaluation -

Unit in May, 1975. Conclusions reached concerning evaluation included:

-@ Data collection is'adaquate in a1l phases of service delivery
at V.A.P. However, data is not requ]dr1y compiled and. adequate
reporting procedures have not been developed. :

e A comparison might be made with a control group of
offenders in Decatur or elsewhere to determine if V.A.P.!
- employment goals are realistic.

e 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 graduat1on in order to provide a comparison w1th test
results from phase one.
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Figure 1 cont.: VAP Client Flow From Job Development to Job Placement and Follow-up
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HELPING INDUSTRY RECRUIT EX-OFFFMDERS (H.I.R.E.)

',I. Program Setting

A. Program History

Project HIRE began as an in-house program of the Honeywell Corporation

ot M1nneapo11s, Minnesota in 1968. At that time, Honeywell was 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 Stillwater State Prison were participating in a Federal

New Careers Program. The local office in Minneapolis permitted them
to attempt to start an employment program for ex-offenders. This group
joined with 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. With 1970 came the beginning of the recession, and many large
corporations stopped hiring "disadvantaged" 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 private con~
tributions, but none were forthcoming and the program temporarily disbanded.

In 1971, it began again as a pre-release employment program at three State |
institutions, 1imited to inmates with a reasonablie chance for parole.

HIRE staff developed a two-week program for inmates witich concentrated on
several areas:

e -communications,

e family relationships,

e financial maﬁagement,

° education, and

e employment.
In June, 1972, the pre-release program was for the first time made avail-
able at the Minnesota Correctional Institution for lomen. However, in

Ju1y 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 operat1ons for security. reasons and could not permit sufficient .
“time for the in-prison aspect of HIRE's program to function. Additionally,

HIRE staff were hampered by Tack of classroom space in the institutions
and there existed increasing coordination difficulties between HIRE and

, 1nst1tut10na1 staff.

The HIRE pre-release program was followed by a post-release component,
established in 1973. Currently, HIRE operates post-release employment ‘
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programs for two local CETA pr1me sponsors, Ramsey County and the Urban-

vLomprehens1ve Employment Training Consortium (Hennepin, Scott, Carver,

Anoka @nd Washington counties).  In 1975, HIRE was approached by the
Minneosta Department of Corrections and asked to resume pre-release
programming at a designated pre-release center of a minimum security
institution. Since that time, HIRE staff at the pre-release center,
cogether with pre-release center staff, have been offering a trad1t1ona1

‘ course in "work orientation".

Beginning in October, 1976, HIRE will become an intake and assessment
center for the Minneapolis Comprehensive Employment and Training Program
(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 Disabilities). '

B. Objectives and Program Emghasis

Since its inception, HIRE'S primary goals have been to reduce recidivism
and increase employment success for persons released from Minnesota adult
correctional institutions. However, HIRE has also established a set of
primary objectives by which program and staff performance is measured.
These gbjectives. are presented in Table 1 on the next page.

A management information system is used to measure the program's success

in achieving each of these objectives. Data is obtained from clients, -
employers, and other sources by program staff, given appropriate weights,
and compared to minimum, goal, and optimal program expectations. This
process is further described in the section on data availability.

e
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O N R R R AT e e

HIRE Obje;tives

PRIMARY OBJECTIVES

1. Obtain stable employment

1

2. Obtain job placement

3. Obtain ofher'employment2

. 3 . .
Obtain manpower™ and other services

Obtain other appropriate4‘community services

Obtain reasonable earnings

Minimize positive5 program ‘length

| ~Nloal o] &

Minimize other6 program length

DEFINITION OF TERMS:

1. Stable Employment: Employed on the 90th day following ‘job entry on
= a full-time (30 hours or more per week), non-

seasonal or temporary, unsubsidized job paying

at least the minimum wage.

2. Other Emp]oymentf Employed in part-time (1ess than 30 hours per week)

temporary or seasonal employment.

3. Manpower: Full-time part1c1pat1on in CETA or non-CETA +ra'lmng or
: - employment programs or in the Armed Forces.

4. Appropriate. Based on special 11st of approved types of commun1tv

seryice p

‘5. Positive Program Length:

6. Other Program'Length:

rograms.

Any terminee who obta1ns benef1ts 1

2, 3, or 4;1

Terminees in any terminated cateqory other than

benefits 1,

2,

3, or -4,
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C. C1iente1e o .

" HIRE services are offered to people who meet eligibility requirements
for either Ramsey County or the Urban Comprehensive Employment Train-
ing Consortium CETA proarams. In the latter case, clients must reside

within the consortium area (Hennepin, Scott, Carver, Anoka, ard
Washington counties) and be unemployed ex-offenders. .

Table 2 indicates the number and sources of all referrals for the
clients 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 were under the legal supervisory jurisdiction

of Hennepin County District Court, 46. per cent under the Minnesota:

Department of Corrections parole or work-release

_cent were from other jurisdictions.

Table 2: PReferrals to HIRE,
Urban Comprenensive Employment

unit, and five per

Training Consortium (April 1975-February 1976)

Rgferra] Source Number
Federal parole 0
State parole 165
Probation 402
Serve-outs, Federal prisons 0

Serve-outs, State prisons 0
Jails. 0
Other community agencies.. 165
Walk-ins 66
Othéf (Describg) 13

TOTAL 81

Ramsey County program come from State or county
paro]e agents. .

Clients served by the Ramsey County HIRE program must reside within
Ramsey County and be unemployed ex-offenders.

Most referrals to the
probation and State .
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Hire ¢lients' demoaraphic characteristics are summarized in the tahles

° below.
Table 3: Age
® : | 18-24 years . 75 %
25-30 years ' 20 %
31-40 years 5%
e Older than 40 years 0% l]
TOTAL 100 % !
® I Table 4: Sex
| Male | 95 % |
. f t
e 't Female 5%
L TOTAL 100 %
.i ‘ Table 5: Race
| Unite : 60 %
LA | Black N 30 %
) Chicano 0% !
Other? |
‘) S Mative American - f - 10%
TOTAL | 100 %
@
3
!a
@
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'D._ Funding

Project HIRE receives the majority of its money from 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 :
Table 6. : ‘

Table 6: HIRE Funding for Past Two Fiscal Years

1
1

: ) Time Period i

g Source of Funds C o 1 Amount ;Starting Date  End Date'i

L

| Mn. Urban CETA Consortium , 1267,000;  7/1/75 9/30/76 !

| Ramsey County 44,534 | 11/1/76 - | 12/31/76 |

i Governor's CETA (pre-release program) 43,852 { 10/1/75 9/30/76 |
Dept. of Corrections, State of Mn. 6,266 7/1/75 . - 6/30/76

| Mn. Urban CETA Consortium 116,500 | v/ | 630775

" Hennepin County - 130,000 7/1/74 | 12/31/74
State of Minnesota © | 40,000 7/1/74 12/31/74
Ramsey County | | - | 36,500 | /1775 12/31/75
Contributions (est. 22K for yr. before)l 9,190 | 7/1/75 6/30/76
Fees {est. 7K for yr. before) { 7,944 | 7/1/75 ' 6/30/76

E. Program Qrganization

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

e employment and/or vocational training planning,
e Jjob and/or vocational p]acemeht; and
e employment>reténtion
Intake technicians at both programs perform employability assessment, general
counselors continue this process and in cases where clients are not job-

ready, help them prepare for enrollment in a. publi¢ or private vocational
training program, and counselors at eauh site present a one- dav course on



- job- seek1nq 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 traininc program,
HIRE emphasizes-follow-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 upgrading 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 Minneosta minimum security institution, a placement
coordinator, an accountant, a program coordinator, and the execut1ve
director. ;

+ The executive director serves as the chief executive officer for the

corporation. His responsibilities include 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-
ductinq research and evaluation of program effectiveness, and develop-
ing and implementing program personnel policies. The director also is
responsible for ma1nta1n1ng effective communications with appropriate
gevernment agencies and deve]op1ng proaram relationships w1th public
and Dr1vate employvers. -

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 Flow

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 under supervision are given services when "space is available."

Intake is performed by intake technicians at both the Minneapolis and
Ramsey HIRE offices. Currently, 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 referrwng

agency. The intake technicians will screen in persons residing in the
appropriate geographical area, those on county probation, all persons

over 13 years of age, State work-release. candidates, State parolees and
probat1oners, and, 1f staff 15 ava11ab1e serve-outs from State pr1son.
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The intake technicians will also contact non-eligible HIRE applicants

and refer them to other apropriate public agencies. These may include .

the Department of Vocational Rehabilitation, the State Employment-
Agency, or the County Yelfare Department. Ineligible app11cants may
also be referred to one of a number of private agencies listed in '

~directories available to the intake technicians. Regular CETA intake

forms, which differ from Ramsey County and the Consortium, are com-
pleted during the initial telephone conversation between the referring

agency and HIRE intake staff. After the intake technician screens in

an applicant and establishes a client file, an assessment interview

~1is scheduled, the time of which 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 ass1gnments are

made based on the size of the counselor's 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 intera.ts,

- education, health status, m111tary history, employment history, special

skills and aptitudes, conviction record, and references

The application includes an information re]ease by which the client
grants HIRE permission to secure and release employment-related infor-
mation which may be needed for purposes of assisting the client in
obtaining employment. It alsc allows. HIRE to release the information
for research purposes and permits employment-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 ma1nta1ned by HIRE which contain information
about the client. 4

After the HIRE anp11cet1on is completed, the counselars and clients
will consider: educat1ona1/tra1n1ng factors, previous employment
physical prob]ews, Job seeking issues, work expectatvons, previous

- vocational exper1ences, client att1tudes, and client needs. Counselors

then schedule another interview with the c11ent in order to pursue
career and vocational goa]s

Persons who appear at HIRE for initial assessment are not necessarily
considered official CETA clients. According to counselor estimates,

~one of three persons dppearing 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 c11ents who- have appeared for assessment but

~have not yet been formally enrolled in CETA are considered "pending"

. clients. Although GETA applications are initially filled out for

these clients by the intake technicians, these applications are held

“in a pend1ng file and not sent to the CETA administrative offices.

HIRE counse]ors often wait until after a client has appeared for several
‘counsel1ng appo1ntments before off1c1a1]y comp]et1ng and send1nd in CETA

i3
=
¢

.
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intake forms. Counselors believe that a client's appearance for several
appointments evidences sincerity and motivation. Vhen counselors decide
to enroll clients in CETA, they complete the application and refer it to

the program coordinator. One copy remains in the HIRE active file 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. Tepics
covered include how to interview, how to develop and verbalize employable

assets and explain possible Tiabilitiés and how to best use an employment appli-

cation or resume. A typical schedule for the one~-day class 1is.presented

~in Table 7.

Table 7: Job-Seeking Skills Schedule

. Time Activity

9:00-9:10 © OPENING
Explanation of day's activities

9:45-11:00 | MINUS/PLUS TAPE .
| View Minus/Plus .interviews
| Discuss Minus/Plus interviews ,
o 11:00—11:45} REVIEW FIRST SIMULATED JOB INTERVIEW = o 5

9:10-9:45 | FIRST TAPED SIMULATED J0B INTERVIEW -

11:45-12:00 ; DISCUSS WHAT EMPLOYERS LNOK FOR IN APPLICANTS §

12:00-1:00 LUNCH BREAK

1:15-2:00 - | ASSET REVIEW
‘ : Discussion of client assets

2:00-3:15 FILLING OUT APPLICATION FORMS

3:15-3:45 | 15 INTERVIEW SITUATIONS TAPE

3:45-4:10 'SECOND TAPED SIMULATED JOB INTERVIEH

i e e g St
e i ok ks i 8 m

4:10-4:30 REVIEYW SECOND TAPED INTERVIEY

- CLOSE

- 4:30-4:40 .

it .
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Some HIRE counselors may not officially enroll clients in CETA until they
have completed the Job-Seeking 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 also consult with the agencies from which

the clients were referred and together the c¢lients 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 establ1sh1nq and na1nta1n1ng contacts with area employers 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 openings. These -
openings are then listed and distributed to all HIRE counselors. Uhen
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 seeking individual openings for HIRE clients, the job
developers attempt to establish contact with new companies. Whenever a
new company is contacted, job developers complete a Correctional Job Pool

(CIP) Employer Characteristics Profile form. This form lists the employer's

name and address, descriptions of company products, tvpes of jobs normally
available and suitable for ex-offenders, and persona1 contact information.
Additionally, the contact person at the company is interviewed regarding
company policies and exper1ences with ex-offenders. Subjects 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.0.T. occupational areas form for each
emp1oyer contacted. This form categorizes emp]oyment opportunities by
nine occupat1ona1 areas: :
@ Professional, technical, managerial
e Clerical and sales occupations -
‘@ Service occupations
‘® Farm1nq, fishery, forestry and related

e Processing occupatlons

‘e Machine trade occupat1ons
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e Benchwork occupations
o Structura] work occupat1ons
] M1sce11aneous occupational areas.

These occupat1ona] areas are then classified by job developers according

to skill Tevel, experience required, education required, and hourly wage.
General comments are also included on the form. Both the Correctional

Job Pool form and the-occupational areas form are used by all 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 cliént and counselor consider
the employer 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 enrolled in CETA achieve job place-
ment (or change jobs, change vocational training 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 chanoes in the HIRE cljent 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 counse1or then
establish follow-up procedures

C. Follow-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 which the client has been referred.
Specific follow-up forms are utilized for contacts with 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 th1rd
month.

After ninety days, clients are supposed to be terminated from CETA active
status. However, they can remain as HIRE clients indefinitely. When
clients are terminated, counselors complete a CETA termination report
which:they give to the program coordinator, who then refers the appro-
pr1ate nunber of copies to CETA and keeps a copy for the HIRE files.

After clients are terminated, their files are moved to the HIRE inactive
status f11e Successful clients are sent’ a HIRE graduation certificate.

Ex- offenders desiring job upgrading or new jobs can reestab]1 4l contact
with HIRE. At this time, they are considered new-clients for purposes
of HIRE and CETA recordkeep1nq At such t1mes, clients are usually
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

deve]opment un1t to f1nd a new ]ob
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- D. Data Availabilitv

Each HIRE program has established specific performance objectives.
These objectives, outlined previgusly 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 {s 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 'per cent of program operating efficiency." Staff
scores in this evaluation system are used by the executive d1rector in
salary compensation decisions.

- Staff are evaluated according to the following compensation policy:

e Accountability ~- 70%
o Professional Relationships -- 20%
@ Skill Dévelopment -- 10%

In addition to establishing an overall plan for evaluating staff and
program efficiency, HIRE has established an ongoing research and evalua-
tion program 1in 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
Way Agency. The basic objectives of these evaluations have been to test
HIRE's effectiveness in reducing recidivism rates and in increasing
employment success of offenders released from State adult correctional
institutions.

The most recent repcrt prepared by CSM was released in July, 1976. It
reports the results of a three-month follow-up of clients served by HIRE
under the Urban Comprehensive Employment Training Consortium contract.

Follow-up interviews were completed with 457 of the 475 clients positively
terminated by HIRE in the period between 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 wages of the clients in the follow-up
aroup increased sixteen cents on the average during the 90-day period. .
Eighty-six per cent of the clients interviewed felt that the HIRE sery-
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 1ts

clients.

A A






DEFINITION OF TERAMS: . .
1., Stable Employrment: Em,nloied on the 90th day following job entry on a full-time (30 hours or more per week), non

2.

Table 8: Performance Objectives

PRIMARY QGJECTIVES HEASULRES APPLIED 1O

1. Obtain stable empxoymntl ‘ % of terminees7 who maintain AV terminees

empleyment for 90 days

All terminees

N

. Obtafn job placement - % of terminees who only cbtain
: a job

3; -Obtain other enploymntz % of terminees who only obtain A1l terminees
part-time, seasonal or temporary

’ employment.

4. Obtain |:|.anpnmer3 and other services, % of terninces who are accepted A1V terminees
for other manpover services and

the Armed Forces

»
5. Obtain other approprlace‘ comunity services % of all neqauve8 terminees ATl negative
who are accepted for community terminees
sirvices
6. Obtain ressonable earnfngs. Hourly wage WAL terminees
obtaining
Objective Qne
7. Winimize posittves progran lerigth Averaqe # of program days®{fron A1l positive

enro}lment to termination or terminees

acceptance for training)

4

8. MNinimize other® progran Yenqth- A1l other terminees

seasonal or temoorary, unsubsidizad job paying at Teast the minimum wane.

Terninated fn part-tire (less than 30 haurs per week) terporary or scasonal employment.

¥appsaer: Full-tire participation.in CETA or non-CETA {.rainlnq ar enployment oroarams or in the Armed Forces.
Fopropeiate: Based on special 1ist of aporoved types of cormunity Service arograms.,

Positive proaran lenqth: Anv terminee who obtains benefits 1, 2, 3, or 4,

Other proqram lenqth: Terminees in any other terminated cateaory other tham benefits 1, 25 3, or 4. .
Terminges: An enrolinn who has efther achiuved the hinhest leval of bennfits falt possible {benefits 1,.2, 3, or 4)
or an enrollce who has teen In the pronram gver 90 days but has not entered a benefit category or who has
been otherwise terminated from services provided by the program. = Enrollees in individual slotting

: supervised by H.{.R.E. are not cdnsidered terminees.

Xegative Terminees! Thase clients who did not obtain a major pronram benefit at termination (benefits 1,2, 3, or 4)
Program: Days:  Humber of calendar days from enrollment to termination with the exception of benefit 1 which {s
measured at Job placement rather than after 90 davs of employment.

Othar Employrent:

.

TIME OF MEASURE

Following CETA
termination and at
H.L.R, E. terminatfon

At H.1.R.E. and CETA~
termination

At H,1.R.E. and CETA
termination

At. H.1.R.E,

DATA SOURCE

Employers, terminees,
Parole Agent or Proba-
tion officer

kmplo_vers. teminees,
Parole agent or Proba-

tion officer -

Employers,
Parole Agent or Proba-

terminees,

tion officer

termination

At i 1.R.E,
termination

On the 90th day of

From that proaram source

Terminees on
copmunity resource

Employers ar

employment terminees

At H.I.R.E. Program record
termination

At H,1.R.Es Program record
termination

.

CLIENT CHARACTERISTICS:

1.
2,
3.

1

NmPOODNRN S

i et

Prior work history
Occupational Skill Level
Prior Educational History
Ethnic Backqround

Legal Jurisdiction

Type of Conviction
Lenqth of Time Served

Number of Times Institutfonalized

Types of Offenses

Humber of Offenses

Length of Sentence

Existence of 4 duvenile Record

pripe

Tt

o gire

EXPECTANCIES

OBTAINED BY Hintoun Goal optiral WEIGHY
Counselors 455 55% o5 0
Caunselors 15% 10% 5¢ 5
Counselors 8% 5% 2% s
Counselors . 2% 52 i 4 ‘ le
Counselors 308 50% 65% . 5
Coqns;:hrs $2.95 s;.ag, $3.60 4 15
Counselars 80 70 60 10
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SUPPLEMENTALS: *
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2.
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2.

Cost/90 job completors {Benefit number one)
Cost/program benefit (Pronram benefit: terminees who
obtain any benefit catesnry one throush four)
Graduate rate of enrollees supervised by H.I.R.E.
Tratning related employment

Hages for terminees {n benefits 2 and 3.

Yearly recidivism rate

Loss rate botween placefment and termination In stable employment
% of PFO%]!‘am capacity used

Program. Jenqth by various classes of benefits (one through four}
% of refarrals accepted by H.1.R.E.

% of referrals rejected by other CETA proarams

Number of enro)lees entering individual slotting programs
supervised by H.1.R.E.
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The researth survey also measured (ne 'extent of recidivism on the part

of the clients following their participation in the HIRE program. A

10% sample 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 six-month period followina the clients' invelvement 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 with no convictions or with convictions or admissions only of traffic

offenses or petty misdemeanors is regarded as a success. Clients in any
of the other circumstances are regarded as failures on the recidivism

“scale. If a client has muliiple offenses, he or she is placed on the

scale accord1ng to the most serious offense. The scale used is presented
below in Table 9.

1

Table 9: Recidivism Scale

e 1w.--Ne~new convictions or revocetions,

2. Conviction for, or admission of , a traffic offense or a netty mis-
demeanor only.

3. Awaiting trial on a misdemeanor charge.

4. Copviction for, or admission of, & misdemeanor.

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

-—

6. Reimprisoned in workhouse or State institution for new misdemeanor‘

7. Conviction for or adm1ss1on of, a new qross misdemeanor or fe]ony

‘8. Reimprisoned in workhouse or State 1nst1tut1on 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
én clients' previous.criminal records: juvenile offenses, prior misde-
meanor charges or prior felony charges. Thus, the value of the recidivism
measure was qualified. Nevertheless, from the information that was obtained, -

- vesearchers concluded that those HIRE clients who were placed in a job upon

termination from the program were, for the six months at least, less 11ke]y

~to be involved in criminal activity than those who were not. pos1t1ve1y

terminated from the program.
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PROJECT NEWGATE -

I. Program Setting

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, Mew Mexico, Ohio, Colorado, and Minnesota. These were Yoward

~ Bound projects structured to provide educational services in correctional
institutions and at Tocal colleges. The Minnesota program began in 1969.
Three years later, funding was appropriated by the State Corrections
Department and the Law Enforcement Assistance Administration.

The Minnesota Program, called Newgate, began at the St. Paul Reformatory.
On August 1, 1969, the University of Minnesota classes were begun in
Minnesota correctional institutions, taught by St. Cloud state instructors.
In 1970, Newgate began providing services to persons being released from
Minnesota correctional institutions and desiring educational. services at
the University of Minnesota. At that time, Newgate students lived in
dormitories at the university. 1In September, 1971, Newgate opened its
first community residence on the University of Minnesota 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, 1974, Newgate started both a vocational program for men and a women's

residential program in Minneapolis and St. Paul. Since that time, Newgate
has also established a program specifically 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 path planning;
. ® positive peer culture; and
e positive program support.

Each Newgate resident is required to construct both short range and Tong -
range career plans, which usually include educational, vocational or
technical, or on-the-job training desires. The Newaate 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 proqram

The most important aspect of the Newoate Proqram is pos1t1ve peer cu1ture

Each residential facility, and the Newgate component operating in the

1nst1tut1ons, uses a group model to deve]on 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 estab11shed pr1mar11y
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through 1% hour group sessions which meet four times weekly.

Newgate staff, including house managers and group leaders; serve primarily
to direct ‘groun sessions and to provide continuing sunport to partici-
pants while they reside in the Newgate houses. However, staff tries as
much as possible to let the residents themselves operate the program.

C. Clientele

17
T

- Newgate clients are referred from a variety of facilities and agencies.

Most clients are on either county probation or State parole. The program

. referrals for the month of July, 1976, are summarized in the table below:

Table 1: Mawgate Referrals for July, 1976 f

¥y

+

Referral Source No. Referred

- Federal parole

State parole

Prpbat?on‘

Serve-outs, Federal Prisons

Serve-outs, State prisons

Jails

‘Other community acencies

Walk-ins

Other {Describe)

] o [ o pa (o] Q| WO (o)) (]

Total

—

7he demographic characteristics of Newgate clients vary from program to

- program. . For example, the average age of participants in the Mewgate
~cpllege 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% of program clients are American Indians. Minnesota has
an extensive native American population, and this is reflected in the
State-prisons and correctional facilities. As a result, many Newgate
Glients possess Indian backgrounds. ,
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Newgate does not utilize any rigid criteria for acceptance into the various
program components. tHowever, each program maintains general criteria for .
possible acceptance. For example, the vocational program has the following
criteria: ' . .

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

e Male - 18 to 27 years, but somewhat‘flexible.

e 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
thereby create a financial or social hardship on
their families.

-® Potential clients should not have had an extensive
history of running or escape behavior within the past
- three years.

® Potential candidates must express a desire to attend
-7 and they must have a tested ability to undertake
technical-vocational training.

. 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 two fiscal years in the amounts and from the agencies
Dec1f1ed below.

Table 2: Newgate Funding for Past Two Fiscal Years
Time Period

Source of Funds Amount Start Date End Date
Hennepin County 100,000 January January
Ramsey County 165,000 “July July
“LEAA 124,000 May 26 May 26
Federal Bureau of Prisons 90,000 July July
Department of Corrections. 204,000 JuTy - Jduly
Other Counties 50,000 July July

ARSI

[P
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The University of Minnesuta Mewgate Programs; including the institutional
programs at the State Reformatory for Men and the Minnesota Metropolitan
Training Center and the Newgate Community Program on the University of
Minnesota campus are administered through the 0ffice of Delinquency Control -
and Continuing Education and Extension, the University of Minnesota. Tui-~
tion and fees are covered by an agreement with the State of Minnesota.

Agenc1es referring clients to Newgate pay the program on a per d1em basis.

These costs are partially reflected in Tab]e 2 on the previous page.

-

£.  Program Organization

i

There are seven components of PrOJect Newgate, each of wh1ch is summarized
below.

Phase 1. ’"‘ﬂate, Minnesota Metropolitan Tra1n1nq Center

Th1s comoonent sponsored by the Unwvers1ty of Minnesota, offers a treatment
model with h1gher education as its primary objective. The proaram is designed
for offenders placed on a minimum security status from the State Reformatory,
the Minnesota State Prison and the Minnesota State Womén's 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. Individuals
who complete. Phase I of the program may be eligible for transfer to the e
community phase of Mewgate 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, Minnesota State Reformatory -

This component, jocated 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 program's positive peer culture method, meet in 1% 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.
university 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 potent1al for college

education.

Newdgate Field Services .

The'Newgate ?ield Services Unit»offers a variety of servfces to clients and
program staff. These include: ,

® Program referral supervision - Field Services repre-
sentatives keep in continuing contact with area court
services personnel, Federal correctional institutions,
and county workhouse personnel to maintain on- going
,cliant referral sources for the nroqram

-
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e Arranging and updating contracts - the Field Services
Unit is directly responsible for negotiatinag and
writing new contracts, or maintaining existing ones
with current referral sources.

e Educational and vocational counseling referral -
Field Services, through its vocational counselor,
is responsible for aiding clients in the orien-
tation and enrolling processes at public and

- private educational resources and the University
of Minnesota. It also attempis to refer clients
to 2-ea vocational schools and GED instructional
programs. As time passes, the unit hones to
become more heavily involved in individualized
job development and placement.

® 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 housing 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 Newgate and disseminates
information about Mewgate to various community,
State and Federal agencies.

‘Men's Vocational Newgate

"This component offers a six to seven month residential treatment program with

vocational education and on-the-job training emg. "<ized. It is designed for

felons and gross misdemeanants who have the potential to pursue a Tong range

career plan. Like other MNewgate components, the program operates with the
Newgate positive peer culture method. Clients meet in 1% hour sessions four
times weekly to discuss common and individual problems and concerns. Addi-
tionally, 24 hour-per-day supervision is provided by Newgate staff. Counsel-
ing assistance with program selection is provided by 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 allowances when necessary, expenses for related
medical problems, and assistance with housing and employment plans upon
program completion. The cost-per-day- per—c]1ent is $23.31, which does not
reflect tuition and book costs of $4.95 per day. - ,

Project Newgate

This program component operates in essent1a11y the same manner as. the voca-
tional men's program. However, the emphasis is not on vocational Opoortun1t1es,
but rather on higher education. While participating in the program, students'
tuition and fees are covered by an agreement with the University of Minnesota

-130- - {
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followed by tuition assistance based on individual need upon program 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 M1nnesota

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 schocl education and GED instruction is
available to participants. The program, located on the University of
Minnesota campus, is aimed at 16 to 18 year 0ld male offenders. Character-
istics of the program are similar to those described above for other Newgate
components. Additionally, Tree tuition is provided by the State of Minnesota
for all youths under the age of 21 in vocational schools. ATl residents are
allotted a $50 per week stipend and access to recreational facilities at the
Univiiesity of Minnesota. The cost per day is $26.18.

Homen's Newgate

Women's Newgate is a <ix to nine month residential treatment program for
women, and children if any, who are interested in higher educational, voca-
tional or fschnical training or on-the-job training. It again operates on
the Newgaté group model of positive peer culture with a structured Tiving
situation. Tuition and fees are coyered by the University of Minnesota and
educational counseling is available. An arrangement has been made with
Centrol Data Corporation for an on-the-job training program for some women
involved in the Newgate program. A unique aspect of this 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 Flow

The process by which people are referred to Newgate, enter the program and
particip~’. is basically the same for all components. The flow chart pre-
sented below depicts this process in the men's vocational program. High-

lights of the client flow are summarized below. :

A. Entry

Foripersons being féiéégea‘from prison, contact with Newgate,usually'begins,

sometime prior to release. The contact may be with the Newgate Field Services
- Unit or the Newgate institutional components. Field Services staff regularly

visit workhouses, prisons, jails and courts to interview prospective residents.
The person is interviewed, background data is collected, and a program appli-
cation is completed. The material is then placed i a fi]evatithe Field
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Services Unit and reviewed by the group leader of the program in which 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 houses 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
is entered into the program's computerized file located at the University
of Minnesota Computer Center by .the Newgate Research and Evaluation Unit.
Letters of accentance are sent to all interested third parties, such as a
judge, probation officer or narole officer, as well as to the applicant.

The Field Services Unit's vocational counselor visits still-incarcerated,
prospective residents to arrange post-release vocational training, on-the-
job training, or educational instruction. This early intervention often
helps avoid Tong waiting periods after a person is released from nrison

or jail. The vocational counselor attenpts to coordinate people's expected
release dates with the starting date of available 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 21-day planning period. This is divided
into.three one-week segments. The first week is largely devoted to the

“participant's getting familiar with the Newgate house and with new group

members. 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 ”f1rst week" and proceeding into "second week
status. I During the second week of the planning period, the resident may
becorie eligible for furlough with the recommendation of the group and the
group leader. During the final week of this period, group members can go
anywhere on their own, but must be back at the Mewgate House by midnight.

In order to be removed from the 21-day nlanning period, each group member
must get the recommendation from other group members as well as the group
leader, but final approval is again made by the house manager.

The focus of activity at the house is the four times weekly aroup meeting.
Each meeting lasts for aoprox1mate1v 135 hours, &t the conclusion of which
the group leader surmarizes what has occurred for members of the group.

~ Groups are usually composed of e1ght or nine members, and most houses
‘ operate two groups s1nu1taneous]y :

A representative from the Field Serv1ces Unit works on a cont1nu1ng basis
with all Newgate residents in order to expedite their referral to vocational

- training, on-the-job training, vocational schools, or other educational pro-
‘arams. She relies primarily on the local CcTA program and Vocat10na1-

Techn1ca1 Instruction (VTI) schoo]s

I
e



Monthly progress reports are prepared 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 which referred the client to Newgate, any agencies or programs
in which the client is particinating, and the Field Services Unit. Monthly
evaluation forms are also sent by the house manager to supervisors at 0JT,
VTI, or educational programs in which residents are participating. Super-
visors are asked to rate the pverson's performances in terms of attendance,
attitude, performance, and present 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 correctional
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, a 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 will be devoted to seeking sat1s-
factory 11v1nq arrangements.

When residents are about to complete their stay at Newgate, letters of
successful completion are sent both to the Field Services Unit and the agency

or person that referred the person to the program. On a resident's "graduation”

date, client termination and release reports are prepared and sent by the
House Manager to the Field Services Unit. Conies are placed in the person's
file and the computerized file is appropriately updated.

C. Follow-Up

The Newgate 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 probation or parole officers, family, 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, schooling and education, employment and correctional status.

. Data Availability

Project Newgate operates the previously mentioned Research and Evaluation
Unit through the Un1vers1ty of Minnesota. Newgate researchers have access
to computers located in the university's computer training center. Special
Newgate research offices are also 1ocated there. o :

Informat1on is. ro11ected on-Newgate clients at the- t1me~of intake, acceptance
into the program, during program participation, and upon termination. At .

intake, 23 socjodemoaraphic items describing the client are fed into the ,
.computer C11ents def1n1te1y accented into the program. are asked to fill out
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a release form which enables Mewgate researchers tc collect a broad ranae
of information concerning each client's background and characteristics.

This information consists of approximately 165 separate items of infor-

~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 Tiving arrangements,

Occupational classification of client's parents,

Client siblings, ‘

Client relatives in penal institutiosns or arrested (ever),
Cusrent 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 orimarily to compile
quarterly program reports, monthly reports for various 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.

v 4~
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PAROLE REHABILITATION AND EMPLOYMENT PROJECT (PREP)

Columbus, Ohio



PAROLE REHABILITATION AND EMPLOYMENT PROJECT (PREP)

I. Proqram.Settinq

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 these agencies perceived a need for a work
orientation training for parolees and 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 prevocational 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 approximately 500 emplioyers in Columbus to secure job commit-
ments for program graduates. The program proved successful, eventually
expanding to eight other cities throughout the State of Ohio.
Currently, programs are operating in Columbus, Cincinnmati, Dayton,
Toledo, Lima and Akron. Programs in Cleveland, Youngstown and Canton.
have ceased operations due to poor inter-agency relationships.

B.- Objectives and Program Emphasis

PREP programs in each city have similar goals, although variatians
exist in program operations. Each unit operates a five-week program
consisting of approximately two weeks of classroom training and three
weeks devoted to job search and placement. The emphasis is on personal
adjustment, motivation and job-seeking skills, such as taking employ-
ment interviews, completing job applications and jdentifying 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 following graduation from
the classroom sessions. Program staff encourage clients to find jobs
on their own, although they prnv1de necessary assistance and in certain
cases Derforn job development.

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

C. C]1ente1e

Since the start of the PREP program, approximately 5,000 clients have
been served by the various city units. Each site operates approximately
ten classes per vear 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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paroTe officers after they have been- releaéed on parole. BecCause PREP

is funded by the Bureau of Vocational Rehabilitation, all PREP parti-

cipants must meet BVR eligibility requirements. They nust have a
physical or psychological disability, must be eighteen years of age,
and must be employable. All prospective apn]1cants must therefore
undergo medical and psycholggical testing.

Over the past vear approximately 846 clients were served by PREP.
Their demographic characterigtics are summarized in Table 1.

Table 1: Demographic Characteristics of PREP Clients

‘ pr ‘Percent
18-24 years 45%

- 25-30 years. 36%
31-40 vears : 13%
O0lder than 40 vears 6%

Sex | Percent

__Male ' 88%
Female ‘ ' 12%

Race Pergenf
White * gpr | -
Black 64y
Chicano S ) 2%

' ApprokﬁmateTy 67% of PREP. clients have been incarcerated from six

months to two years; 27% have served longer than. two years, and sik
percent have been incarcerated for less than six months.

D. _ 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. BVYR 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 p]acement of a spec1f1ed number of PREP graduates is
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the primary performante measure: placement rates: are the basié on.
which reimbursements are made and. subsequent contracts are funded.’
If a local PREP program does not fulfill dits specified number of

~placements, its contract for the following fiscal year may be adjusted
~ downward.

Goodwill Industriés was selected by BVR as the local training agent
because of its demonstrated ability to attract, train and retain
qualified:staff, its experience and past performance in cor"ectxona]
and employment programs and its financial ab111ty to support both the

ment by BVR.

~ operating costs of the program and clients' stipends until reimburse-

The BVR agreed‘to fund the program because at that time the Federai-
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,
emphasis shift back to
"the most severely disabled" individuals. 1In most cases this is inter-
preted to mean physically disabled persons. As a result, State
Vocational Rehabilitation Agencies have been providing fewer services
to ex-offenders, who have usually been classified as exhibjting
"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 w111 agree to

level that Vocational Rehabilitation Agencies'

fund the program.

The amount allocated by BVR to the PREP projects varies from city to
city. Most of-each unit's budget covers staff salaries. Additionaily,
each unit provides clients with a stipend for the five-week period of
program participation. The amount for stipends is not included in
program budgets, but is reimbursed by BVR to the Goodwill Industries

on a city-by-city basis. Each PREP client typically receives $40 a.
week in maintenance money and $5 for tvansportation

The 1976 budget

- for the individual PREP programs are presented in Table 2.

Tab]e 2: PREP Program Budgets for Fiscal Year 1976

(excluding client stipends)

Budget

PREP Program

Akron $4o,nﬁg,'
Cincinnati ‘$39,Gdg
Columbus $59,000
Dayton . - $42,229
Lina . $28,000
.Toledo

$52.,000
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E.  Program Otganization

Three State departments cooperate in the ‘administration of the PREP
program: the Adult Parole Authority (APA), the Bureau of Vocational
Rehabilitation (BVR) and the Bureau of Employment Services (BES).
Goodwill Industries, as previously stated, is responsibie for running
each project at the local level. High-Tevel officials of each of’
these three agencies have shared responsibilities for the State-level
administration of the program; all are located in Columbus. The APA
renpresentative is considered PREP's State Coordinator, but all three
persons 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 BVR coordinator and

an APA coordinator, while the Employment Service representat1ve S
role is more informal. .

The specific relationship of the PREP program with BVR will vary from
city to city. The local Research, Planning, and Development Depart-
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 fisca?
year and once each quarter thereafter. Informally, the Tocal BVR
coordinator maintains contact with PREP on a continuing basis. This
Tocal BVR coordinator handles all billing for the PREP program,
establishes 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 individual clients,
attends graduation ceremonies, and is resnons1b1e for placement
recordkeeping on a month]y basis.

The local Adult Parole Author1ty 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 investigate parolees' absence from the program
and follow up with 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 Dapartment also
varies. While Columbus arid Akron have good relationships with the
OBES, Cincinnati reportedly has a weak re1at1onsh1p, and Dayton and
To]edo have 1ittle contact with the OBES.

PREP‘projectslusua11y have three staff members; a progect director,
JOb placement counselor, and a secretary. The Project Director, who

~ is hired by the local Goodwill Industries, is responsible for the daily

operations of the program, for classroom instruction, for coordinating

~.supportive agencies and for supervising the job p]acement‘cpordinator

PPy
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and the secretarial staff. The director is also-responsible for desiga-
ing a program curriculum and for engaging in any work related to PREP

as reflected in the proaram guidelines. The job 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 cormittees 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 with PREP. The Advisory Committees meet on a quarterly

basis and may convene more freguently if necessary.

’

11 Client Flow

The paths clients pursue to enter and complete PREP vary somewhat from
city to city. With 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 units; its emphasis is on psychological therapy through
group encounter techniques. The director and job development counselor.
serve as therapists during an intensive program usually lasting 12 days.
During this period Gestalt therapy is utilized to "get the clients to
be in touch with and 1ike 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 dep1ct1ng tliis process
is included at the conclusion of this sect1oﬁ

A. Entry

PREP representatives or institutional social service counselors inter-
view inmates at Jocal institutions, explain the PREP program, and

complete signed agreements of part1c1pat1ou The inmate-applicant's -
name is then referred to the local APA-RYR PREP coordinator where the

~.- applicant plans to reside for f1na] sp?ect1on, in consultation with the

PREP Director. Prior to a person's release from prison, information
packets are made available to the Tocal APA and BVR officers. These
consist of social, medical, psychological and criminal history. The
following considerations help determipe candidate selection:

® educationally inferior;

e unskilled, or limited skiTis;

gvunstab1e WOrk history;
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® history of insignificant incomé;
@ history of family welfare; and
™ capabJe 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, Jocal APA officers 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 tases pending or whom they believe
would not benefit from 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 orientation day
is then 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 physical 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 usual]y 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, if selected, they will appear for PREP. After testing is completed,
those persons found eligible are notified by their parole officer. Of

_the 18-20 persons initially selected, 13-15 usually appear on the first

Monday of the program. Several may simply not appear, some may find jobs
on their own in the interim, and several of the ortginal group may not
have been found eligible for vocational rehabilitation services.

B. Program Intervention

On the first Monday, the PREP project d1rector reviews program rules and
regulations and explains the PREP schedule to clients. The BVR coordi-
nator also makes a presentation and is available for individual consulta-~ .
tion if necessary. A1l baSic information concerning maintenance funds,
goals and responsibilities are explained and the group is taken on a

tour of the Goodwill Industries facility.

The rest of the first week of classes is devoted to various phases of'
prevocationa? skills and personal adjustment. Subjects reviewed through
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~ Each qraduat1on ceremony 1nc1udes a keynote address by the prOJeCt d1rector, | f’“
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lectures, films and rap sessions include: Ry
e the app]ication blank;
o estab1ishin§ credit;
e what ;ociety;expects'of the ex-con;
e why work;
e who am'I?;
e job readinesskand self-evaluation;
[ frustration--anger——matur{ﬁy; and
‘o planned parenthood.
During the first week of classes, clients also fill out application
forms for registration with the OBES, so that its offender specialist

can begin try1ng 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

® where to look and getting ready to look;
.'completing a job plan;
e grooming and first impression;

o characteristics of a good employee--the personne1 officer's
viewpoint;

e conducting the interview: .do's and don't’'s;
e the call back
. @ changing jobs; and

¢ stress questions and explaining arrest.

The final ThUrsday of the program serves as an overall rev1ew-—of individ-

ual subjects previously covered and of the PREP program's objectives.

- Clients are asked to complete a brief evaluation form requesting their

opinion of the varjous aspects of PREP. These forms are reviewed by PREP
staff on a continuing basis to assure that the program is meet1ng c11ents
needs and are also submitted to BVR. ,

On the Friday following> two weeks' of classroom training,ka forma1 
graduation ceremony is held. The PREP project director notifies appro-
priate agency representatives of the date and requests them to attend.
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remarks by one or more graduates, and. the d1str1but1on of qraduat1on
certificates to clients on an individual basis. ;

On the following Monday, clients appear for scheduled appointments,

. termed "staffing." 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 1ist 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 to develop jobs for-individual PREP clients through
contacts with 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 wh1ch clients
will look for employment.

During the three weeks following graduation, the program maintains daily
telephone contact with the graduates. The clients are required to
contact ten employers per week during that period and to visit the
program for personal "progress" reports on Monday, Wednesday and Friday.
The job-seeking 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 will 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-coordinator is convinced that the client is not trying
to obtain a job, assistance may be terminated. However, such terminations
rarely occur.

PREP encourages graduates to return if they desire to discuss employment
or pevrsonal problems. Although they may not be considered official
cliéents on such occasions, the PREP staff will attempt to help them
rasolve their problems through referral -to an appropriate communlty
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 do find jobs retain their
position for the required sixty days.

C. Follow-Up

Akron, 1like the other PREP programs, reports its job placement rates
through Geodwill Industries to BVR on a monthly basis. Follow-up:
procedures on program graduates vary. Usually follow-up is conducted
through telephone contacts and periodic communication with parole officers.
The Akron program, in addition to following up on graduates to see if

%
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| they retain jobs for 60 days and cén thus be classified as closed cases
for BVR recordkeeping purposes, performs follow-up for one year after
all case closures.

D. Data Availability

Though no comprehensive eva]uat1ve stud1e< have yet been performed on
the PREP proaram, 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 program, and hav& three specific objectives:

@ the determwnation ﬁi nrocrammat1ca11y effective
ways of structuring an employment program; .

e identification of principal programmatic components
for the purpose of replication of PREP as an active
program; and ‘

. @ determination 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 dés1gned to determine the effect1véness of the PREP
program and to identify those programmatic factors that contributed
significantly to program success.

The outcomes of PREP part1c1pants 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 identify 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 of each aroun of PREP participants would contain
two components: - an in-procram comnonent and a nine-month follow-up.

A number of standard and attitudinal measures would be administered.to
PREP clients upon entry into the program, at graduation 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 compariscn grouo at the beginning of their period of parole
supervision and at the end of the nine-month follow-up per1od - The
~design attempts to control for differences in parole supervision through
the inclusion of the PREP participant and the matched paro]ee in the
same parole officer's caseload.
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The proposed nine-month follow-up component would ut1112e a follow-up -

“instrument comoosed of a social adaustment index and.an employment

adjustment index. The latter would examine successful job ‘placement,
1ikelihood for job mobilityv, quality of job placement and aagregate -
earnings. During the nine-month follow-up period, the supervising parole
officer would be requested to complete a monthly follow-up instrument on
the social 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 measure 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 contributing 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 suoposed 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 standard1zed
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.’

~ Now, a Goodwill office submits one report with summary data for all the-

programs it operates without separating clients by program. However,
individual information on clients is also presented, with clients' names
accompanied by the names of the programs in which they are participbating.
This report includes information concern1ng placement rates, hour]y 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.
However, some programs may summarize their 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, which included, for each PREP
class during the fiscal year, the following information:

® number served;

e number graduated;

e number placed;

& number h%fed but did not report;
e number refused interview referra1§
e number unable to work;

® numbek jobs held;




" @ number incarcerated;
@ number feturned to the inseitution;
6 OBES)referra]s;
e number 60¥day placements;
e number working but not yet closed: and
e number able to work but not yet placed.

This data is presented in Table 3 on the following page. This reoort

- contains no follow-up data concerning PREP qraduates who have achieved

case closure. Although the BVR Central Office is considering perform-
ing follow-up on clients who have been closed out (60 days on one job),
such an effort has not yet been undertaken.

PREP does not have any data available to reflect the snec1f1c tynes of
jobs the majority of its graduates find an! rctain. 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 follow-up reports cou]d reveal some patterns of employ-
ment for PREP qraduates



Table 3: Akron PREP Report, July 1974-dune 1975

CATEGORY July |Aua. |Sept.| Oct. |Nov. |Dec. | Jan. |Feb. Mar. :Apr. |May | June ] 'TOTALS‘ =
No. served g |1 {13 [ 10 (1071310 {1210 0 (9 {14 ¢ 13 | ;
No. graduated 3 1 112 9 7 413 |10 |12 8 110 |9 130 122 '
No. placed 7 |10 i 9 7031 3] a7 5 615 | 5 71 !
No. hired but did o | 1] o | ololo]lo]o.0{o0old | o 1 §
- not report ' ; | ; !
No. refused inter- 1 0 4] 2 0 0 0 0 : O 0 Q- 0 3 :
view referral | ‘§
No. unable to work 2 2 | 2 | 1 o | 210 oo | o 18, L
. Lo
No. jobs held 9 |1 |1 | 8| 3 s | 7] 5 |6 |5 | 5 ER
‘No. incarcerated 0 o | 1 1 1 0| o | 2] 0] o io 0 5. |
No. returned to the 0 0 4 0 0 2 0 ol o 0 {o 0 6
: institution
No. OBES referrals 0 0| 0 0|0 | 0 1 0| 0 11 1 4
No. 60 day placements 0 7 | 5 6 { 3 | 6 | 1 ol 3 |2 |2 | s a2
NG. working but not 0 0 0 0 0 |"0 0 0 3 3 |3 5 14
yet closed I . C ‘
No. able to work but | . -- R I AR N R IR R SO O O R
not placed*
*ynavailable on‘mbnth—by—month basis




Figure 1 : Parole Rehabilitation and Employment Praject (PREP) Client Flow—Entry
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~Figure 1 cont.: PREP Client Flow from Entry to Job Prep Class
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Figure 1 cont.: PREP Client Flow from Class Graduation to Job Development : ' ; S g
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Figure 1 cont.: PREP Client Flow - Job Development and Tenhiﬁation
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LOUISVILLE, KENTUCKY, CLEARINGHOUSE FOR EX-OFFENDERS

Louisville, Kentucky
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LOUISVILLE, KEMTUCKY CLEARINGHOUSE FOR EX-OFFENDERS

I. Program Setting

A. Program History

The Louisville, Kentucky Clearinghouse for Ex-offenders began operations

in October of 1972. The Community Services Director from the Bureau of
Prisons for Kentucky and Tennessee, who was then responsible for finding

Jjobs 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
great duplication of services, and this alienated many Tocal employers.

The Bureau of Prisons Community Services Director and the offender specialist
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 LEARA 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 where there are current]y 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 purpose 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 not

work directly with them, but will refer them to the Tocal Comprehens1ve

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 C]earinghouse has a direct relationship with each State probation- -
parole officer serving the Louisville and Jefferson County area. ~Additionally.
specific State Vocational Rehabilitation and State Emp1oyment Service staff
members are assigned to the Clearinghouse on a part-time bas1s in order to
provide needed services to Clearinghouse clients. ‘

Because the programmat1c emphds1s in the C]ear1nghouse is on JOb placement,
and because there is only a finite amount of resources available to Clearing--
house staff, 1ittle 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 fa11ure of the Ciear1nahouse are often neglected. . f?
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C._ Clientele

~The Louisvi11é 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.

Two-thirds of C]ear1nghouse 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
institutions rather than Federal institutions.

The Clearinghouse's monthly client load does not substantially vary. In

June, 1976, there were 104 new applicants. Of these, 51 were on State pro-
bation and parole, 5 were 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 referved to jobs, those referred to other community agencies, or people
on the job a short time. This caseload represents clients who are served by
the Clear1nghouse and by Project Prove, a CETA-funded program for ex- offenders
that works in conjunction with the C]ear1nghouse

D. Funding

For fiscal year 1976, the Clearinghouse is receiving $81,000. Fifty percent
of these funds flow from the Law 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 Bureau of Corrections. The majority of the Clearinghouse's budget
is allocated for personnel expenses, including the salaries 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 Serv1ce is not
1nc1uded in the. C]ear1nghouse budget.

E "Program Organization

:The Ex—offender C]ear1nghouse is part of the Kentucky State Burnau of Correct1ons,
‘Division of Community Services,; within the Kentucky Department of Justice.

The director of the Clearinghouse reports to the Deputy:Commissioner for

- Community Support Services but works closely with the Assistant eruty for
 Probation and Parole. Although the Clearinghouse has re]ationsﬁ1ps with a
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number of community organizations, the internal staff structure is fairly

. simple. The staff consists of the Project Director, secretary/recept1on1st;
.and a staff of full-time and part-time counselors. Currently there are

three full-time counselors who perform job development and placement of
Clearinghouse clients and one case aide. As of July 1, the Clearinghouse
lost two public service employment counselors who had been handling full

c11ent ca:e]oads

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, with clients 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 Serv1ce for
Clearinghouse clients rererred to those organizations.

I1. C]ient Flow

A.k 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 of Kentucky are generally inadequate
and because there is 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 L
send applications to the Clearinghouse for clients who 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 applications a month
from people still in the institutions. Other persons are referred by insti-
tutional staff after they are released from pr1son

Kentucky has a requirement that parolees must have jobs in order to be released.

There is no formal work release program in the State, but there is a furlough
program in which inmates can be released for three days in order to solicit

" jobs. Pre-release 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 with employment ‘assistance and
information. Although inmates cannot be paroled to the Clearinghouse, their
papers can be forwarded to the Clearxnghouse so that Clear1nqhouse staff can
attempt to find Jobs for them and thus help them make paro]e :

Clients are also referred to the C]ear1nghouse by State paroTe officers.
Generally, these are parolees who have 1ost on quit their jobs after release
or who want better jobs. The Federal probation and parole office also refers

ex-offenders to the Clearinghouse. These. 1nc1ude "serve outs" in the Federa] (//

e

e
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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, jirisoners let out
on "mandatory release", pendirg 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 soon as it identifies a client as an ex-
offender, refers him or her to the Clearinghouse. Other agencies that have
referred ex-offenders to the Clearinghouse include: VYolunteers in Corrections,

the Metrepolitan Social Service Department, .the Urban League, the River Region

Mental Health Program, the Salvation Army, the Community Drug Abuse Center,
and area halfway houses. Two Clearinghcuse staff members visit Dismas House,
a local halfway house, each week to interview all new residents. A group
interview is conducted, after which each new resident is seen individually.
The two Clearinghouse counselors work specifically with one staff person at
Dismas House. They will call him each time they find a job which seems
appropriate for Dismas 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 has 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 will 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" which
will serve 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
counselor may get acquainted with a client.

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 app1icat10n, 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
client at least twice before the first job referral. This gives the tounselor
time to see Af the client is sincerely interested in employment and to verify.
the client's employment record if the counselor believes it is necessary.
AL the second counseling session, the counselor will usually try to deal with
ahy additional problems or learn what the client has done about prob]ems that
were initially identified.
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If a client does not return after the initial interview, the Clearinghouse ,

staff member will ‘try to contact the appropriate supervisory .officer. immediately.
If the client is unsupervised, the counselor will try to make ‘contact by

phone. If this proves unsuccessful, the counselor will send otz 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 dur1ng

this early period. .

After a client becomes a part of a counseler's caseload, it is generally up to
that individual counselor to decide how to develop a job and/or where to refer
a client for services. If it is determined that an ex-offender needs services .
other than job placement, he or she is referred to an appropriate community
agency. Those ex-offenders who need aid from the Vocational Rehabilitation
Agency are asked to return to the Clearinghouse for an appointment with the
Vocational Rehabilitation staff member who visits the Clearinghouse.every
Thursday. Services available through Vocational Rehabilitation include
p?ovision of work fools or special work clothes or equipment, training, medical
screening and agsistance, psychological evaluation and counseling, and tuition
assistance for ex-offenders who wish to enroll in institutions of’h1oher education
or in local vocational schools. Ex-offenders who are interasted in and sujtable
for skills training are referred to Project Prove, which in turn 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 Tocal National Alliance of Businessmen (NAB} chapter, which
provides employment-related services to those people considered least employable.
A1l Clearinghouse referrals to "Jobs Now" are made through Project Prove;
because Project Prove is associated with CETA, it does all CETA paperwork for
ex-offenders. An intake counselor at "Jobs Now" initially fills out a client
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. “Jobs Now" clients
considered job-ready undergo a one week orientation and assessment session

which focuses on orientation to the world 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 1ist and are then dttempted to

be matched with curvent jobs. The "Jobs HNow" program conducts & six month
follow-up counseling program at least once a week on clients. For the first
three months, counse1ing is on a three times a week basis. Staff also follow-
up with clients' employers once or twice a month to check on the progress of
the employees. "Jobs Now" counselors are available to the client or the
employer on a 24-hour.basis. o

"Jobs Now" has an additional advantage over the Clearinghouse. People can be
paroled directly to "Jobs Now" if “"Jobs Now" can guarantee it will 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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Following several sessions between the clients and Clearinghouse counse1ors, 7
clients are told to maintain daily contact. Most contacts;.of this type Lo

‘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 provide 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 10bs 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.

C]earwnghouse counselors. identifying a potential job through the Emp]oyment
Service Job bank, must phone the Employment Service central office and ask if
that job is st111 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

emp]oyment service of the resuits.

Every day the Employment Service sends a computerized print- out to the Clearing-.
house giving the vesults of all referrals reported on that day. C]ear1nghouse
counselors must sign off on all referrals relating to their clients, assur1ng
the director that they are aware of the results.

L. Follow-Up

Once a Clearinghouse client is successfully placed on a job, follow-up procedures
will be instituted by the client's counselor. Follow-up techniques vary from
counselor to ceunselor. Admittedly, the Clearinghouse does not follow-up on
job placements for a long enough period.  The director instructs counselors

to foilow up at ten, fifteen and thirty days. Those ex-offenders placed by the
Emp1oyment Service are followed up for a longer period because the employment

- service requires their counselors to perform 90-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 gquarter. Although 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 appropr1ate probation ovr parcle officer.

Every person interviewed at the C]ear1nghouse admits that fo]]ow—up procedures
are not standardized and are rarely performed in the same way by each counselor.

~ One counselor adm1tted that this is probably the weakest area of the Clearing-

house's services However,'th1s may be due to the size of the caseload handled

- by each counselor Also, because the Clearinghouse is pr1mar11y concerned with
n JOb p]acement, counse]ors devote most of their time to these duties. ‘
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The director admits that one of the most common - 1t1c1sms of the Clearing-
house is that it is not selective enough in the -lwents it serves.  If the
Clearinghcuse were wore seiective, it would propably be able to conduct wore
extensive and efficient follow-ups on those clients who have been successful]y
placed in jobs. .

There is no formal time when the C’wwslnghouse will close out a case, and such
a decision usually depends on the iwiividual counselor. A case may be closed
out when an ex-offender has beart +3ployed on a stable basis for a week or several

weeks, when mail follow-ups by ¢ ear1nghouse staff are not answered for a

period of time, when the ex~g{fender is rearrested or probation or parole is
revoked, or when the ex-offender Teaves the Louisville area. Figure 1 depicts
the flow of clients through the.Clearinghouse. :

v

D. Data Ava11ab111ty

The C]ear1nahouse adm1tted1y has many data prob1ems According to the director,
somz ¢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 de]ivery of services to clients. However,

even that data collection engaged in by Clearinghouse 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 client's 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 Tack of uniformity with which data is collected was referréd to in an
evaluation report prepared by the Bureau of Corrections in 1974. It said,

"It is vital to any on-going evaluation effort that
" recorded information 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 can 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 1ntervals ‘It 1is
also possible to increase the completeness of the
! N follow-up through an intensified effort with a
’ random samp]e of clients. Information gathered
in a1l follow-ups should include. recidivism, ,
outcome of C]ear1ngh0use placement, and present :
employment status.' '
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Almost all the comments and recommendations above are still appropriate.‘i
Currently, some data is collected on each client, but it is not grouped
in categories which would 1ead to effective evaluation. For example, the

. Clearinghouse keeps track of the number of clients referred per month to
““traiming. fqowever,-it does not differentiate among the training programs to
‘which clients' are referred. . Counseling contacts are also tabulated on a

monthly basis. However, the length of counseling sessions and the topics
discussed are not summarized by client.

counseling clients received.

Therefore, it is impossible to note

.-how many counseling contacts each client participated in and the type of

Job placements are summarized according to whether a placement was of an
unemployed individual or was an upgrade.
to note whether a job was received through the job bank or through their own
job deve]opment No information is available on the kinds of jobs c11ent=

rece1ve or on start1ng salaries.

One area of 1nformat1on collected on a monthly basis is "follow-ups". 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 stamps, if the client has managed to
obtain a job on his or her own, or simply to check on whether the client has
any persona] prob1ems that need attention. .

Currently, the Clearinghouse collects the fo110w1na information on a monthly

basis:

@ New Applications -

® Probation and parole officers:

* State
- probation
- parole
- case pending

¢ Federal
- probation
- parole
- case pending

- deferred prosecution

o Jefferson County Jail
e. Not under Supervision

o Dismas House
- @ Renewals

® Counseling Contacts

~ Additionally, counselors are required .
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The Clear1nghouse submits a month]y report to the Bureau of Corrections.

Job Placement

o 4Unemployed
- fiche
-~ other

» Upgrades
~ fiche
- other

Job Referrals
fiche
- other
Training

- referred
- enrolled

~170-

Vocational Rehabilitation Services

- referred
- enrolled

Referred to Other Agency

F0116W—Ups
- phone
mail
visits
Job Development Contacts
Speeches

Agency Visits and Meetings

This report includes the fo110w1ng information:

®

Staff size

Current workload for each. staff member

Whether the workload 1ncreased decreased or remawned stab1e

from the previous month

The number of vo]unteers Current1y working at the program

Which staff members participated in commun1ty or civic act1v1t1es,

dur1ng the. month
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“This report also includes narrative conments congerning the nUHber of any

new community resources that deve]oped during the month and whether any
personnel or volunteers part1c1pated in training during the month. Comments

- are also included on the major .problems encountered, any_foreseen changes in

staff for the next month, any foreseen significant changes in the workload

for the near future, ‘and any probable problems developing during the next

month.

Thus, most of the CTear1nghouse s statistical reports prov1de 1nformat10n

on client status or services provided. No data related to impact on the

target population's behaviors, attitudes, or conditions 1sAreported on a

reqular 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 be 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 peop]e to analyze
and retabulate-all 1nformat1on available. :

,
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Figure 1 cont.: Client Flow from Entry to Counselor Assignment
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Figure ' 1 cont.r Clearinghouse Client Flow from Job Placement to Follow-up
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INSTITUTE OF GENERAL, MECHAMICAL, AND ELECTRICAL SCIENCE

| I. Prdqram Setting

A Program Histqu

The Institute of General, Mechanical, and Electrical Science, one of
several orograms run by the Philadelphia Urban Coalition, began as an
outgrowth of the Urban Coalition's Criminal Justice Task Force. The.

Urban Coalition submitted a proposal for an ex-offender training pro-

gram to the Pennsylvania Governor's office in Movember, 1974. The A
proposal was accepted, and the program became operational in January, 1975.

The Institute began operating with auto mechanics, electricity, and
electronics courses. Many start-up problems were encountered during
the first six months, the most unsettling of which was the turnover in
program directors. Three directors headed the program from January
through May. In the middle of 1975, the new director began restructur—

ing the program.

Twio electronics courses were combined, 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 was restructured to create more flexibility. Three new
staff vositions were created, including two job deve1opers who doubled as
counselors, and an intake worker who specialized in that function. The
program recent]y began a job seeking and job retention course, wh1ch is
mandatory for all orogram participants.

B. Objectives and Program Emphasis

The Institute of General, Mechanical, and Electrical Science exists to
serve ex-offenders interested in skills training in one of four areas:-
automotive mechanics, welding, foundry, and electronics. Its goal is

to make each program participant a productive worker, ready for entrance
into the competitive labor market. The program also aims to equip parti-
cipants with necessary job-seeking and job-keeping skills. Because the
program is part of the Philadelphia Urban Coalition, its objective is to
primarily serve disadvantaged, minority clients.

C. Clientele

.The Institute of General, Mechanical, and Electrical Science serves only
-ex-offenders wfio ‘have been convicted of a crime, are residents of ,
- Pennsylvania, and are older than 18 years of age. Demographic charac-

teristics of proaram c11ents are presented in Tab1es 1, 2 3, and 4 on

the f011ow1nq page.
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Table 1: Age

18-24 years 72 %
25-30 years 20 %
- 31-40 years 7 %
Older than 40 vears 1%
TOTAL 100 %
Table 2: Sex
Male 98 %
Female’ 2 9
TOTAL 100 %
Table 3: Race
White 2%
Black 97 %
Chicano 14
Other 0%
TOTAL 100 %

Table 4: Length of Last 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 program on a monthly basis. During.
the year, an average of 15 new students enter the program each month.
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 Tess than’10.

D. Funding

The Institute received approximately $145,000 in Comprehensive Employment
and Training Act, Title I monies from the Governor's office for the
period November, 1974 through October, 1975. This money was part of the
Governor's 4% discretionary money allocated under the 1973 Comprehensive
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 funding is part of the Governor's 4% discretionary money,

it flows directly from the Governor's office to the Urban Coalition. At
no point does this money flow through the Philadelphia CETA Prime Sponsor.
A11 program reports thus are submitted to the Governor's office rather
than the local Prime Sponsor.

E. Prog}am Organization

The 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-
lapers/counselors, an intake counselor, a counseling assistant, an office
marager, and one secretary. Additionally, seven instructors are employed

~to teach the evening training classes at the Dobbins Technical Vocational

Schaoagl. .

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 respcnsibilities 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-participation in the program. The secretary

-serves as a personal secretary to the Program Director.:

. b o el i ke s e by i S
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Program participation is divided into three distinct areas: dintake, =
_ : probationary per1od and active participation. Because clients are -
) accepted into the program on a monthly basis, some clients applying e
L in the middle of a month may wait several weeks to be notified of their. -
acceptance or rejection. The intake process includes-the filling out -

of appl1catlons, test1nq, and evaluation. The first 30 days of a Do

client's participation in the program constitutes a probationary period. -

S During this time, clients are not allowed more than one unexcused

& ) absence. After the 30-day period, clients are considered active full-.
t1me clients. . _ , .

Classes in auto mechanics, electronics, foundry, and welding are held } 1
four hours each night for four nights a week. Program participation
- may last up to 12 months. Clients who have completed the program or
e these who are unable to complete 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, throuoh telephone calls
or in-person interviews. Additionally, the program's two job developers
: : ' attempt to secure jobs for those trainees who are considered to be JOb—
o 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 wavs: 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 program sends the inmates an application-
and fact sheet. The letter accompanying these materials requests that the

‘ inmate complete the application and return it as soon as possible. The

¢ ‘ . fact sheet notifies the inmates that the program serves persons of at

' Teast 18 years of age with a criminal record. It also contains information
on: courses offered, staff, course length, program features, hours of
attendance, location, and contact persons.

After an application is received from an inmate, the program sends another ,
letter asking the inmate to make arrangements to request a furlough SO : S
that an ‘in-person interview can be conducted. If the inmate is unable
to be fur]ouqhed he or she is urged to contact the program immediately
5o 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
o , and evaluation and to be interviewed by one of the counselors. After
oy C: test results are evaluated, the program informs the inmate with a letter =~ = &
' s - of acceptance or rejection. If. an inmate is accepted his or her appli- R
cation is held in a pending file until the program is notified that the. . i
person has been released from prison and is still willing to enroll in f e
e the program. Those inmates who are reaected are told that they can re- .
e ‘ apo]y after a per1od of 30 davs TR




.~.

@

i TR ek St ek b ik e e s s+ e e

-1

0ften the program receives letters from inmates who request assistance
in finding immediate employment. Because the Institute is primarily a
training program, it does not offer such services to prison releasees.
However, all such letters are answered. Inmates are told that the
program is a job training program and not a placement service.

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

® Applications, test scores, and evaluations are considered
by the entire staff. Acceptance or rejection is based on
this review.

e Once a client has been accepted, he or she is on a 30-day pro-
bationary period. During this t1me the client will be
required to report to the program for personal and job
counseling.

e During the probationary period, the client will be per-
mitted only one unexcused absence. If the client must be
~absent more than once, he or she must cal] the office with
an acceptab]e excuse.

e . 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 a]lowance of $75.

e After the probationary period, c11ent attendance is closely
checked. 1If the client s going to miss any days of train-
ing, counselors must be notified. ‘

e 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 four courses offered. These are:

e 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 eng1ne repair,
and wheel a110nment

e E]ectrwca] w1r1nq -~This course provides clients w1th a
knowledge of how to wire a complete home by sinale point,
‘two point and three point controlled Jighting. Clients =
learn how to prepare schematic diagrams Tor all work and
are also instructed in the theory of electrical energy and
‘necessary safety standards. At the conclusion of the -
course, clients learn how to install and wire major
electrical app]1ances



e Uelding --This course deals with the following phases
- of welding: Oxy-Acetelene, Metal-Arch, Braging and
MIG welding. The course also includes instructions in ,
blue print reading and instructions in following factory
specifications.

e Foundry -—This course teaches clients how to work with
metal, especially molten metal. Clients Tearn 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 Jasts 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. The application includes client information
concerning marital status, education, criminal record, institutional
record, field of interest, and three personal references. Duringd 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
¢lient 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 estab11shed in the
Comprehensive Employment and Training Act.

Students then complete a genera] consent form and job information form.
The client's signature on the former allows the program to disclose
information from the client's record to responsible persons for purposes
of either verifying participation and attendance in the proaram 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 c11ent 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. A1l
testing and evaluation is done during the first week of each month.

The week before, Tetters are sent out notifying clients of the date and
time of their testing apvointment. Testing for all applicants usually lasts
two days and con51sts of a mathematics test, a reading conprehens1on test,
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and a vocabularv 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 mere detailed interview with the
applicant. Information from the original intake interview is reviewed.
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 1is rarely a pro-

blem. Although applicants must score a minimum on each of the tests,
exceptions are made for those with especially high motivation. Appli-
cations are also reviecwed at weekly staff meetings attended by all staff.

Letters of acceptance or rejection are usually mailed the following
Wednesday. Letters are sent to an applicant's referral agency; such as
probation or parole, only if spec1a1 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 "report to
class" sTip. Letters of rejection notify the applicant that he or she
may reapply for admission to the program after a period of 30 days.

A11 new clients are placed on a 30-day probationary status. During the
orientation session, they are introduced to their instructors and the
"Tead student" 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 program
offices during their 30-day probationary period and that if this is not
accomplished, 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 tao be on probationary status during the

first 30 days, they are not officially enrolled in CETA. Any attendance
sheet is maintained for the probationary period on all new clients, but
not included in the regular gpragram attendance book. During the proba-
tionary period, the intake specialist does all counseling and monitors
the attendance of all probationary clients. Training instructors fil1

out attendance forms n1cht1y, which are channeied to the intake specialist.
If she notices that a probationary client has missed more than one class,

. without an excused absence, the client 1s sent a termination letter.
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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
a3 CETA enroliment form is completed, and students are sent a letter
assigning them a personal counselor. ,

After the probationary period, the program's intake speciatist is pri--
marily responsible for tracking student.attendance. She maintains an
attendance book with one page for each active client. After reviewing
daily 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 "warning" Tletter 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 program. The student is, warned that his or her failure
to attend classes could 1ead to dismissal. from the program. If this

- Tetter does not produce action on the part of the student, a 48-hour
warning lTetter 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
pffice in HFarrisburg. 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 transnortat1on allowance,

but that on the particular date, his or her enrolTment was terminated.

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 complete behavior identifica-
tion forms which rate the client as acceptable, strength, no serious
problem, change needed, change possible, 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 clients, a _
student contact form is completed. 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 taken, resolution, and required follow-up. Each student
contact form must be signed by the appropriate staff member.

Al1 staff members are responsible for attending meet1ngs with various
commun1ty organizations and agencies. Usually, these meetings are arranqged
in the course of the counselor's actions for particular clients. Each

~ time a staff member attends a meeting, a meeting report form. is filled

out. This notes the name of the staff member, the organization, the pur-
pose of the meeting, the reau1red follow-up, and the staff member s

- personal eva]uat1on
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These meetinas, along with all other counselor activities, are summarized

on a weekly basis in a report submitted to the program director. This
report summarizes: the number of counseling contacts, the number of
meetings, the number of persconal 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 members are attached to the weekly memo. One copy
of this report is kept in the central file and another is referred to
the Director of the Urban Coalition.

The program's two job developers attempt to develop "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. , o '

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 Tist of students.
Copies of these forms are also filed in the students' individual 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 achievement of all students. Therefore, when potential employers
inquire about students' abilities, job developers have ready access to
such information.

The job developers spend most of their time in the field contacting
employers. They promise each potential employer a background sketch on
potential employees and simultaneously give each student backaround
information on potential employers. Like the other orogram counselors,
the job developers have their own student case loads. They maintain
files on each of their students, including the program apolication, all
completed student contact forms, employment information forms, student
accomplishment forms, and job information forms. Additionally, the job
developers maintain a file on area employers, listing employer name,
contact person, and each individual employer contact. Generally, the
job developer will 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. 1In all cases, the job developer asks
the client to visit the program offices before the interview for an
“interview preparation" session.

C. Follow-Un

. their own efforts.

After job interviews, the job developers usually call the employer or

the student to determine the results. One problem the jcb"developets
have encountered is that many employers do not want to be "bothered
with follow-up. Many specifically request that the program not follow
Up on c]ients'they have hived. However, in cases where follow-up is

permitted, the job developers make one follow-up contact a month for

six months. It is estimated that approximately 70% of.successful program‘
clients secure jobs either throygh the efforts of the job developers or

e
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A171 successful program students are encouraged to return to brush up

on their skills after they have received jobs. However, they are not
censidered new clients. Their temporary participation in the classes
is not reflected in the client record.

N. Data Avai]ab%]ity

In addition to individual client files, and those files maintained by
staff members, the Institute 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-
ance record of clients, the average level of achievement 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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LAW OFFENDER SERVICES DIVISION PROJECT

Boston, Massachusetts




LAW OFFENDER SERVICES DIVISION PROGRAM

1. Program Setting

A. Program History -~

In 1970, the Department of Labor (DOL) held a conference in Washington
concerning section 251 of the Marnipower Development and Training Act, which -
mandated manpower tratning for offenders and ex-offenders. As a result of
that conference, DOL decided to fund a group of Employment Service Models

in several states on a nat1onw1de basis. Massachusetts was chosen as one -

- of the participating states. In February 1971, the Law Offender Services

Division (LOSD) was created %o adiinister the.Massachusetts model program.
At that time, the majorgaspects of the program were:

e Emp]oyab111ty,AssistancevTeams in Department of Economic
Security (DES) offices in major urban areas.

. ® Employment counselors with out-reach ass1gnments to State
and county institutions.

e An employability team out-stationed at the Brook Halfway
House.

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

e Development of continuous data flows relative to services
performed and assessment of program eéffectiveness.

‘Teams of counselors and job developers were out-stationed at the State penal

institutions at Concord, Bridgewater, Framingham, Norfolk, Warwick and Wal-
pole; and at County Houses of Correction in New Bedford, Deer Island,
Plymouth, Springfield, Balerica and Worcester.

Law Offender Services also became an advocate in removing obstacles 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 Educat1on, Parotle,
Probation, the Roxbury Court Clinic, and the Civil Service.

By 1972, Law Offender Services teams were well-established at Brockton, .
Cambridge, Jamaica Plain. Springfield, and Worcester, with teams out- o
stationed at Brook House and Roxbury Crossing. By the end of that year, /
eleven 1aw offender serv1ce teams were operating tnroughout the state. '

The Comprehens1ve Emp1oyment and Tra1nlng Act (CETI) provided the fund1ng _
and focus for the program in 1974. The program continued to be funded on - »

- a State-wide basis, and with CETA fund1ng came the | add1t10n of Public Service
;Emp]oyment slots for ex-offender community workers.! Seven of eleven com-

munlty worker positions were f1]1ed but as these phop1e went on to other o

|
\

i
|
¥
)
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work, the positions were lost. CETA a1sc Jntroduced 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 compliance of goal tc actual performance for the Law Offender
Services Division was’ cons1stent1y above 100%.

Despite the strong showings of most Law Offender Services teams, the
uncertainties of agency support and CETA vunding have caused an atmosphere
of uncertainty at the ¢ ugram. The administrative office, based on advice
given by the 0ffice 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 contracts have been written

- as yet for the next fiscal ygar. Planning for services to offenders -

through a manpower delivery system is awaiting a decision regarding the
funding responsibility for employment-services for offenders.

B. Objectives and Program Emphasis

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 1is
founded on the belief that employment is an integral aspect of ex-offender
rehabilitation and reintegration into the community for both financial and
emctional 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 f011ow~through support and continued availability of services to
facilitate clients' successful read3ustment to community Tife.

C. Clientele

From 1971 through January, 1976, the Law Offender Services program enrolied
9,946 clients. Of these, 3,977 were hired cn jobs and 914 were referred

to tra1n1nq and related programs. During this period, 116 bonds were
written for clients through the Federal Bonding Program, and on]y two of
these were- cancel]ed

The Law Offender Services program focuses on persons‘considered employable.
Clients considered “unemployable" are those who:

- ® are actively involved in drug use and/or abuse;

‘@ are act1ve alcohollcs, espec1a11v if un1nvolved in a treatment
program;
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e are persistently dishonest in 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 counse11ng, clients may be cons1dered "unemp]oyab]e" if
any two of the following character1st1cs remain:

® persistent unrealistic goa]s and/or demands (i.e., for
position or wages);

® persistent 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 LOS 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. However, clients may re-
establish contact with LOS team members at any time 1f 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 "negative terminations". 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 , o
Coolidge House ' 811 289 27 243
~ Metropolitan Area:
~ *CETA Offices in Somerv111e o o : B
and Cambridge = . 56 3 3 - 80

_*Somerville terminated June 1975.
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Referral .~~~ o2
S ' to other Negative - b
L Team Site ' Intake  Hires Programs Term "
. Central Area: |
Worcester City Department of _é
L Employment Security (DES) i
L Qffice , 765 231 63 28 i
‘ ~-Parole Multi-Service Center 1130 480 127 405 .
Northeastern Area: | | i
o ¥
i v ~ Lynn Win DES 0ffice 265 181 22 53 "
e Lowel1l DES, NAB Offices 188 110 26 ST
Southeastern Area:
o Brockton DES Qffice 362 247 . 37 113
@  *Fall River DES Office 94 39 3 - 23
’ Western Area:
DES Offices at:
P _ Northhampton, Pittsfield and ,
o Greenfield 374 157 21 120°
A1T Areas 4045 1737 359 1052
® o ‘Most referrals to LOS teams in 1975 came from 17 different courts in addition
e : 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, probation, or pre-release
staff. Twenty percent were referred by diversion programs, ten percent by
. var1ous treatment programs, and five percent of the applicants were "walk- .
® ins" _
¥ : S :
~ D._ Funding :
‘ o When the Massachusetts Empioyment Service model became operational in 1971,
. - - Department of Labor funding was supposed to follow for five years. However,
Con « - funding was cut back after two years and, according to the program director, o
LOS has encountered difficulties in securing funding each ensuing year. ~ it

For the past several years, the program has been funded with thé Govefnor’s
4% CETA funds. Each year, the State Manpower Council has advised LOS that N
* -~ they would support 50% of the program if the administrative office was able 3

B to persuade local prime sponsors to fund the other 50%. ' However, local

T prime sponsors were slow to react to LOS Tobbying, waiting to see what the

By State would do. As a result, the program was a]ways funded at the last S 3
n minute by the State. However, LOS always managed to have seven to ten staff o+
;ii” pos1t1ons funded by supp]ementary resources. NS o ‘ : -
‘g M

* Activated duly 1975, R T e e



CThe progres has been tralitionalls fuaded at the $450,000-38002,000 Tavsl,
In 1976, the State cut off fundlﬁg for the program as of June 30. As a.
result, L0S had to cut back drastically on staff. Whereas the program
once opetat d with a staff of 45, currently,the staff totals 15.

After extensive Tobbying, the State agreed to fund the LOS program at
a S400,VVQ annual rate.  Currently, administrative staff are Tobbying |
extensively with all Massachusstis iocal prime sponsors in order to
attract additional funding for the program.

et

5 Fal -
E. Program Crosniza

on

et

Albhou“* fundad nrimarily by | CETA funds, the LOS program operates out of -
The Massachuseits Depavtmant of Emoloyment Security (DES). The LOS program
is part of the Speci a1 Replicant Services Department, which in turn, is
part of the employment and operations services division. The LOS local
staff members oserate at the regicnal office level. The Law Offender
Services Division superviser is administratively responsible to the chief
supervisor of fpplicant Services, Although the LOS supervisor technically
has no Jurwsd1ct1on over Ltmployiant Service line people, office managers
the various cities where team members operate relate to her as their

'superv1sor in relationship to LOS services and employees.

The administrative staff of the program, located at the Government Center
in Boston, consists of the Supervisor, a principai employment counselor,

an assistant'empWOJment supervisor, and two clerk—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 15 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 clerk-typists are responsible for all proqram paperwork, including the
tabulation of monthly statistics and the submission 0f program data to the
CETA Management Information System. S '

At the local Tevel, the LOS team has traditionally consisted of'an employ-
ment counselor, an opportunity developer and a community worker. The ‘

vemployment counselor is primarily concerned with ensuring that the ex-

offender is mentally prepared and educated to face the d1sc1p11ne of emp]oy—
ment, regular hours, supervision, accept1ng responsibility, etc. It is the
counselor's responsibility to determine if referral to another agency is
appropriate, assess the c11ent s readiness for employment, assist the client
in realizing educational rand vocat1ona] goals and developing an employability .
plan, and provide necessary perisonal adjustment counse11ng The counselor
on the team holds the highest énv11 service status -and is responswb]e to

the local office manager for reports, supervision, and generai accountab111ty

This person 1is therefore often looked upon by other team members as the team
Teader. . ,
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The opportunity developer is responsibie for finding jobs or training
slots for ex-ofifender clients.. He may perform this task by utilizing

- the -Employment Service job bank, by persuading the client to utilize his
- own resources and personal contacts, by individualized job development

using his own resources, or by contacting organizations with which he has

‘developed a particuldr rapport. The opportunity developer traditionally .

is responsible for constantly contacting local companies, organizations
and associations and evaluating job opportunities for LOS clients. This
person also should be familiar with and utilize various DES manpower
programs such as WIN, on-the-job and institutional training, and the
bonding program. The opportunity developer also is responsible for
developing educational resources for program clients and for supplying
the resources necessary to implement an employability plan. ' :

_ The team's community woﬁker_is usually a'paraproféssiona1 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 mést 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 servicés, and acting as a Tiaison between referral

sources and LOS team members.

The centra1*édministratiVé offiée has traditionally provided technical

-assistance to each Taw offender team. A training program has been developed

for Taw 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 utilization of a community werker. 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.

A
i

1I. Client Flow:
A. _Entry |

- Clients are referred to local LOS offices in a,varﬁety of Ways. vThé&Amay,f

enter the program through a contract between the Massachusetts Parole Board
and LOS as part of the Parole Project. - This project was developed between .

~the Parole Board and LOS in order to assist inmates who have a parole date

but no job. The service is 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

@ waiver of the "must have work" condition of parole and substitution of

a 90-day job counseling and job development program. All members are equal

- participants in the agreement, and each has specific responsibilities.

i
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Not every inmate is eligible for this program, and debisidns are made dn‘
a case by case basis. ‘Because of the success of the project's initial

~efforts, it has expanded and is now utilized for Federal as well as State-
- parolees. However, many parole officers are not aware of the program, and .

it has not been used as much recently as it was in ear11er years:

~ Clients may also be‘referred by 1nst1tut1ona1 counselors upon re]ease,'but

there is no formal contact between prison staff and the LOSD. -LOS relation~
ships with State institutions have declined over the past few years. )
0r1gﬂna11y, teams of counse1ors and job developers were out-stationed at

. six State penal institutions and at county houses of corrections in six

counties. However, the program is no Tonger dealing directly with institutions.
Inter-agency communications and political problems prompted the administrative -
ioffice to abandon these connections. These problems paralleled a change in

-administration at the Massachusetts Department of Corrections. The previous
commissioner of the Department of Corrections worked closely with the LOS

program. However, the incoming commissioner desired an in-house manpower -

-companent, and as a result did not want to work closely 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 examp]e, in Worcester, the LOS team was -out-stationed at the parole multi-
~service center and worked directly with parole officers. In other cities,

parole officers call team members and refer clients. Often the extent of

communication depends-on the time and dedication of the individual parole .
‘officer assigned to an LOS c11ent

TLOS clients may be referred by other community -agencies, such as ue]fare v
-departments, drug treatment programs., or alcchol programs. Often, regular

Emp]oyment Service counselors upon discovering that a prospective applicant
is an ex-offender may refer the client to LOS team ‘members located in that

- office.

The LOS team,members at-the Tocal ]evéi'and.the;administrative staff at the

“State level often receive correspondence Trom institutions across the country.

Letters come from people desiring to return to the Boston area who have heard

- about the program. Staff usually write back, advising the inmates of what
steps to take:and telling them about the potential of a parole contract.

Specific intake procedures are left up to Tocal team members. Therefore,

.each team may perform intake in a slightly different’ manner. For exampie, . =
some teams may use the first interview as a screening device and not ‘process

applicants until they riturn for a second interview. Procedures followed
«during intake, program intervention, and follow-up at the Lowell team site”

are fairly typical and are described below. The chdrt presented at the end
: _of this section dep1cts ‘the c11ent f?cw ‘ ;

Clients are usually referred e1ther by probat101 or paro]e officers or by
other community agenc1eh, over the telephone.  When clients enter the office

- the employment counselor conducts an intake interview. He reviews expectations

and responsibilities of |the program and the participants. A CETA Client
Intake Form, is then comp]eted This form notes client sogiodemographic -

characteristics, emp]oyﬂent hxstory, emplqyment barriers, and CETA eTigibi]ity.,w‘»“v
A copy is-sent to LOSD administrative offices in Boston where it is logged,
- and sent on to the CETA data co]]ect1on offices. One copy is retained in the

counse]or s f1]e. .‘J ) o i S

P
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B. lnterventioh B

If the employment counselor feels the applwcant is e11g1b1e and has a good

‘work history and no personal problems, the applicant may.be referred to the

team opportunity developer. If a client has an unmet social service need,
the employment counselor will make a referral to an appropriate community

agency.  Many clients are referred to local alcohol or drug treatment programs."

They may-also be referred to mental health programs, local chtritable agencies

. ar the welfare department.

The intake interview usua]1y lasts approximately 30 minutes, during which

time the employment counselor takes notes. The counselor also comp1etes a
CETA Client Change Form, almost always noting that clients are in the

- "activity stage" of "initial assessment" and proceeding to the "activity

stage","hold for placement." An Employment History Form, including the
clients' identification number, last places worked, and reasons for 1eav1ng,
is completed ard also sent to the Boston off1ces

Clients are seen by the program counselor an averaqe of four or f1ve t1mes
and are encouraged to visit the office as often as poss1b1e, even after they
obtain a job. Clients may also work with the program's opportunity developer
while they are undergoing counse11ng, the counselor and opportunity.developer
often meet to discuss clients' progress.

Clients who are not considered job-ready are often referred to appropriate -
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-

Jjob-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. Many clients 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 immediate employment.

The opportunity developer spends the majority of her time in the community
personally contacting employers When 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 vho
have prev1ous]y hired LOSD c11ents, to locate openings

. The opportun1t developer personally arranges all 1nterv1ews 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 deve1oper has located and developed,

2 CETA Client Change Form is completed and sent in noting a "d1rect placement". .

If{the client has helped to secure the job, it is considered an "indirect
P1acement " The.hourly wage rate at placement, employer name and address,
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anticipated hours per week, expected employment duration, and the employer
contact person are also noted on the form. - Clients may also be terminated,
"positively" if they enter the m111tary, enter school full-time, or enter

another manpower program. L . 3

Client Change Forms noting "negative 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 Tocated.

Technically, these Client Change Forms are required to be completed and sent
to CETA each time a client "changes" activities during participation in the
program. '"Activities" include testing, orientation, classroom training,
basic education, skill training, on-the-job training, and work experience.

In practice, however, the opportunity developer on]y completes this form at
c11ent 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 LOSD staff contacted

maintained that the CETA paperwork is pr1mar1y a hindrance and that they
?ece;ve no mean1ngfu1 feedback from CETA's Management Informat1on SyStem
MIS

C. Fo]]ow-Ug

~to LOSD offices for employment assistance.

After clients are placed, the program attempts to fo]]ow up at 90- days _
However, when program funds were reduced, follow-up activities were the f1rst
program efforts to be cut back. The current recordkeeping system includes no

“formal follow-up forms; the various teams utilize their own procedures.

The CETA 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.
In these instances, they are
considered to be new c11ents for CETA recordkeep1ng purposes.

D. Data Availability

However, if clients lose their jobs, they are encouraged to return

The LOS administrative office in Boston keeps tfack of client activities at all

team offices on a log noting client names, identification numbers, 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 term1nat1ons Each team also subm1ts month]y reports These include:
number of nz\ 1ntakes, v | |

number of cont1nu1ng clients; -

number of direct placements,

number of indirect piacements,

L
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s @ number of positive terminations; and

q , ‘ o number of negative terminations..
P The information’contained in these reports varies from team to team. Teams
R often include the following information:
?|§  e sources of referrals;
: o number of employer visits;
- @ number of telephone contacts with employers;
e occupations for clients placed;
‘@ i @ starting salaries of clients placed;
! ® reasons for all terminations;
£ ° meetingé held with representatives of local agencies; and
, _ ® number of follow-up contacts made.
e R The data contained on the CETA Client Intake and Client Change Forms is
A suwmarized monthly for all CETA sub-contractors and returned to them in print-
. outs. However, no use is made i this data.
/A
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Figure 1 : Law Offender Services Division (LOSD) Client Flow From Entry to Intake
Referral Persons Referred by Peferred by gggg:rggmgy
Source released from “|Parole Officer reqular Dent. of or famil
: prison Eimt, Sves. prag., tamily
l-nunselnpy or friends
< Yes
| R — | ) ,
, CETA Client - Tient ; 7 Employment
Employment Employment Counselar {Intake Form — eligible? fe. Client Client Chan;;lﬁ1sﬂory for
Counselor conducts intake Completed Lex-offender, referred to form com- completed
: , interview able', etc.) another plefii//’—_;g
: : agency : ;
L . - .
Oppohtunity
- Developer
~
.
Commuaity
Programs™ - o
L.0.5. Copy referred {opy referred
- Admin, to CETA
Offices /-on-client )
I ‘/// log R | )
“Legend: Entry Process

.




Referral
Source

Employment
Counselor

Opportunity
_Developer

#ConmunityA
LPrograms

L.0.S.
Admin,
Office:k

: W‘ ? «+ @ Y L@ «® s ) e A T I '
Figure 1 cont.: LOSD Client Flow from Intake to Counseling '__
VT o~ Taoim | v |
I CETA paper- Tlient™ ; CETA Client
work for eli- job~-ready w/ Ves gz;;sz 2:52232;__ in_need ?f Change Form | Continued
gible clientst— iio evident problems? - bersonal & voca- gcial services? (?2{e38) com- Counseling
-——d//,/—”"‘ ignal counseling ‘ P
. : A R ) e - N L -
Opp. Develope .|Counselor & Opp. | L
interviews ?Dev, discuss cli- [
jclient re: in ent patential -
‘_tE[QStSZSk] lel ) ¢ ) (&8
e - e e L T !
S R . - — — — W - ,
. Client referred to N
comm. prog.—CETA,
Voc. Rehab.; NAB, ‘
10T, GED, etc.
/s Copy referred
Noted
: ; //<g/;rogram to.CETA
Loy s 1/// ~log
Process Document o )

PP g

s s vt £ 5




wu o @ - e @. B .. e o - @ ' 9

Figure 1 cont.: ‘L'OSD Client Flow from Counseling to Placement
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PROJECT MORE .

k};; Program Setting

A. Program History

Project MORE is a community-based program providing a variety of human services
to ex-offenders 1iving in the New Haven, Connecticut area. The project current-
1y operates .out of an office provided by the Hill Neighborhood Cerporation (HNC),
611 Congress Avenue, New Haven, Connecticut.,

The Hi11 Neighborhood Corporation is incorporated under the statutes of the B
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
neighborhood, city and state groups and agencies and implements approved plans

by appropriate programs. A close relationship is maintained with the seven other
neighborhood corporations in New Haven, and issues of city-wide 1mportance 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 jail or 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 Connecticut. The State operates a number of these PREP -
agencies in various regions in order to provide a variety of huwan services to
ex-offenders. .

Project MORE received its initial grant from the State Department of Corrections
in 1974. 1t totalled $22,000. The program began with a staff of one full-time
counselory two-part-time counsélors and one VISTA velunteer. Since that time,
Project MORE has grown to include ten staff members, has-become incorporated,
and is in the process of "spinning off" from the Hill Neighborhocd Corporation.

B. Objectives and Program Emphasis .

The primary objective of project MORE is to decrease rec1d1v1sm 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 these people from returning to the criminal 3ust1ce system
by assisting them with health services, education, employment services, legal
aid, drug or alcohol treatment, housing assistance, and family counse11ng
Project MORE has cont1nua11y tried to identify, develop and maintain working
relationships with those service agencies and organ1zat1ons in the New Haven
area whose responsibility touches upon the needs of the ex-offender population.
Project MORE staff, while prov1d1nq clients with counseling services, attempts
to channel clients to 1oca1 agenc1es where they feel the clients' needs can

be met. S o
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i



.qpm]m”ffv{‘

%‘l"jk :: J."”7h h‘

B T

€. Clientele.

The stated client eligibility réquirements'of'Project MORE are as fol]Ows:v

@ (Clients must be referred from other agencies (e.g., probat1on,'
parole, or other community service agency) or be a recent
ex-offender (within 30 days after release or date of parole).

.9 C15ents must attend 3 out of 4 group cTient*sessfons'per mohth

Q Clients mustrgo to ali ob 1nterv1ews that are arranged for them.
I

) C11ents must contact COUISQIOFS by +e1ephone twice weekly and make
an office visit once a week.

® C(Clients must maintain an act1ve standing in all outside programs
“that are set up for them ' . .

® C11ents must volunteer at 1east 3 hours per month within PrOJect
MORE

' These are not rigid guidelines. Rather, they seem to be informal guidelines

used by staff to guide their relationships with 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
a2 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.

PPOJECt MORE receives clients from a variety of cr1m1na1 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 correct1ona1
centers, parole author1t;es, and walk-ins.

Table 1: Referral Sources to,Project MORE

Name of Source ‘ * _No. of Referrals Percent
Correctional Centers - 118 B 39.4%
Community Agencies i R 2.3
Walk-Ins B 45 15.0
Parole Authorities 89 1 23.0
Probation Offices | i 8 2.7
Halfway Houses -,‘_ f L 13 ,‘4.3.j&
Work Release Program S 16 5.3
“ Somers (prison) - 24 8.0
Enfieﬁd‘(phiSOn) SR 0 0.0
 Niantic (prison) - : o 0 0.0
Letters out of state - e 0 0.0
100.0%

Total Referrals | 300
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Progect 'MORE staff est1mate that. for the past fwscal year approx1mate1y 60%

of all clients were referred from State correctional centers, 30% from. State

prisons, and the remainder were considered walk-ins.

" During the month of May, 1976, Project MORE served a total of 105 clients

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, 6363 follow-up, 191; legal, 13 transporta-

~tion, 20. ‘Staff consider this a typical month's statistics.

Project MORE rarely turns away clients. However, it is supposed to serve thadse
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: Aage ' ' ' -
Age » Percent R
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 1is 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 eintirely by the Law Enforcement Assistance Admini-
stration (LEAA). However, over the past two fiscal years, LEAA funding has
decreased, and State fund1ng has increased. During the last fiscal year, the
State provided $100,000, and this year it is providing $155,000. During the

next fiscal year, the State ant1c1pates supplying the PREP program wwth $250, 000.

Currently, Project MORE receives a poo] of money which 1nc1udes funds from the

Community Development Action Agency, a city department which receives ‘funds

from the State Human Resources Department, the State Division of Adult Probation, .

and the State Department of Corrections. The current level of Project MORE

‘funding is approximately $52,000. Project MORE also receives in-kind contr1—1‘

butions from the local Comprehens1ve EmpTloyment and Training Proqram (CETP) in
the form of two slots for CETA tra1nees -
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- 1I. 'Project Organization

Lo Currently, Project MORE exists as one component of the Hill Neighborhood

* - Corporation. It paraliels the Hill Meighborhood Corporation's social services

' ’ ‘department, which provides human services to non-offender residents of the Hill
MNeighborhood community. Project MORE has its own board of directors, which
consists of approx1mate1y 12 persons interested and involved in criminal justice
and social service concerns in New Haven. Project MORE has one executive .

« director, an assistant director, a planning officer, a field services coordinator,
‘ o two senior counselors, two reuu]ar counselors, a counse1or tr:nnee, and one.
‘ VISTA volunteer. . '

Project MORE's executive director is primarily concerned with the administration .
of the program and with maintaining efficient relationships with other agencies
: : 7in the community. He is especially involved in the procurement of funding for
® ‘the program and in public relations act1v1t1es aimed at improving community
: support for Project MORE. The program's assistant director maintains day-to-
‘day responsibilities for staff performance. While 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
T submitting monthly program reports to the Hill Neighborhood Corporation's
# ER “board of directors, for submitting a quarterly report to the Connecticut Depart-
- ment of Corrections, and for compiling an annual report reviewing Project MORE's
* experiences during the fiscal year. He also occasionally becomes involved in
individual client cases when counselors experience difficulties in serving their
RN ~clients. In certain instances, the assistant -director may take respons1b111ty
‘® - for handhng eSpemaHy difficult cases. .

The program's planning officer Jo1ned the staff in March 1976 to help facilitate
- the transition from the program's current structure to a proposed halfway house

structure. The State Department of Corrections is paying this planning officer

on a five-month consulting contract basis. In addition to writing proposals,
® ‘ the planning officer performs staff training activities.. ,

Project MORE's field services coordinator tries to keep communication 1lines

open between the program and all referral sources and community agencies. The

program's four counselors provide motivational counseling to clients and are

R responsible for developing pians by which clients can receive needed social

‘® services.  The VISTA volunteer is not utilized as a reqular staff person.

% - . She has a very limited "tiient case Toad," which consists wholly of persons

R who have initiated correspondence with ProJect MORE. These are people still

confined in institutions around the country who are awaiting release and would

“ Tike to reside in the New Haven area. The VISTA volunteer also handles most
correspondence with the program and works ovi individual program projects con-

© cerning fund1ng -and the production of brochures. Her responsibilities are

- spelled out in a contract between Project MORE and the Connecticut Department
of Corrections. Project MORE also has one secretary- recept1on1st who is
shared with the Hill Ne1ghborhood Corporation. .

Tra1n1ng sessions are conducted each Thursday morning for the ent1re PrOJect
- 'MORE staff. In addition, monthly staff meetings are held in which counselors -
~ = review other cases. This serves as a check on counselor-client activities.
Daily meetings are held every morning among the eéxecutive director, assistant
~ director, and all counselors in order to highlight certain daily activities and
to handle any problems that may arise. Every Thursday afterndon, another ‘

PR
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multi-service center which would bring together specialized personnel,

"genera1 staff meeting is held at which staff can raise prob1ems they are -
encountering and plannlng can be done for the next week.

The overall organ1zat1on and structure of Proaect MORE is in a process of
transition. Project MORE is currently attempting to obtain funding for a -

organizations and agencies in one Tocation to provide supportive seérvices .
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;
e minimize the 1eve1 of duplication of effort'in service de1ivery; :

® identify the agency best equ1pped to handle problems in their area
of expertise; and

® provide a centra1 Tocation for the gathering and dissemination of
~ information of importance for offenders and ex-offenders.

The multi-service center would include a transitional 1iving component, which

would provide 24-hour superv1s1on for approximately 20 ex-offenders returning

to the community. It is anficipated that the Project MORE transitional Tiving
component will be staffed to serve male participants who are 18 years of age
or "Tda ‘and fall w1th1n one of the following categories:

® ex-offenders 1nv01ved in work releasée or community re]ease programs ‘ :
within the criminal justice system;. » ; b

® ex-offenders already 1iving in the community but in danger of'parole
or probation violation or revocation, who are referred by their
“probation or paro]e officer;

° ex-offenders who voluntarily express a desire to live at the center
because they are experiencing home or family difficu]ties; and ‘

® ex-offenders referred by other community agencies.

Proposals have been submitted to the Néw Haven'Foundatioh, the Office of Urban

Affairs, and the Office of Adult Probation. The .Connecticut Department of
Corrections is a1so be1ng re11ed upon for part1a1 fund1ng for the multi- serv1ce
center. P , .

II. Client Flow

A Entry

Project MORE clients are referred to the program from a var1ety of sources.

These 1nc1ude

e State Paro]e Officers
~ ® State Probation Officers
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~® Federal Probation Officers

® State Maximum Security>Institutions
e Federal Parole Officers

e State Correctional Centers

® City Jails

‘o,Families

® Other Ex-offenders’

e Other Community Agencies; and
® Community Ha]fWay Houses.

~ The referral process with all these sources is an informal one. Staff at

these other agencies and institutions may bring clients to project MORE, tell
them to call the program, or call project MORE themselves and notify them
O0f the client's name and address _ ,

Project MORE's referra1 re\at1onsh1ps with State prisons focuses on the S
“institutional counselors rather than the prison administrators. The latter
group is contacted only if new procedures are planned.  The director states
that all Connecticut institutions do know about the existence of Project 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 Haveri area. This

is usually done by letter or over the telephone.

Project MORE also has an informal continU1ng relationship with the State Parole

Board. According to the program director, the majority of prison releasees
served by Project MORE have not made parole when they first contact the program.
They desire help in obtaining parole and need an employment commitment to ‘

- achieve it. Although persons cannot be-paroled to Project MORE, the pVOJect‘

does write letters to the parole board stat1ng that it will work with persons
1f they are granted paro]e

Beginning in August 1976, Project MORE's relat1onsh1ps w1th the State pr1sons

- will change. Project MORC will initiate a prison based orientation program

for all inmates expect1ng to return to the New Haven area. Project MORE 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 information
will then be channeled to the assistant director, who will ass1gn each pros-
pective client to a particular Project MORE counselor. These counselars will

.“then use whatever employer contacts they have available to locate & job for.

‘the prospective releasee.  Thus, pr1son releasees with employment awa1t1ng -
them upon release will find it easier to make the transition from prison back.
to the communlty This program is being initiated at Somers, one of the four
Connecticut maximum security institutions. It is hoped that it will gradua11v
be extended to cover the three remaining dinstitutions.

Currently, at lease one Proaect MORE staff member goes to the three c1osest'

“maximum security institutions—Somers, Enfield, and Niantic—on an average of

once every ten days to two weeks. This person would have the names of pros-
pective releasees that were referred to the program in the previous two weeks

oy sg D
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and will interview them about their meloyment interests and prospects.
Institutional counselors also sometimes bring a group ¢f prospective
releasees to Project MORE for group interviews. The nature.and extent

of Project MORE staff contact with probation and parole officers varies
with the commitment and concern of the appropriate officer. For example,
some parole officers may refer a client to Project MORE simply by calling
Project MORE on the telephone With no more 1nformat1on, it may take ;
Project MORE staff two weeks to track down the client in order to provide
some kind of assistance./ Other parole or probation officers may accompany -
their clients to PrOJect MORE and work c1ose1/ 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 interview new referrals. They interview every inmate who requests an -
interview. Project MORE's name is well known within the New Haver Correctional
Center, and the majority of inmates are seen either through self referrals or
referrals by the Correctional Center counselor. Project MORE used to get
written referrals from the Correctional Center and would send staff up to
interview 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 even get out of jail or prison. If a Project MORE staff :
member interviews a prospective releasee in a correctional center or prison, e
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 counse1or 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 X
person, who becomes a Project MORE client for statistical purposes.

A1l persons referred to Project MORE must initially fill out a project intake
form..  The completion of this form may be supervised by anyone on the staff
who is available at the time the client comes into the office. This intake
form vequests personal information relating to the client's status in the
criminal justice system, 1iving arrangements, phy51ca1 condition, marital
status, educational background, employment experience, vocational interests,
and immediate service needs. The intake form also asks the client to list
personal references excluding relatives. It includes space for the interview-

~ing staff member to make notes about the client's character, personality,

ability, and neatness. After the intake form is filled out, the interviewing -
counselor will fil1l out a Project MORE recidivist form. This form notes the

~ ‘client's name, referral, source, previous crimjnal and drug history. and
~includes room for comments by the staff member. The top half of the form;

which includes this descriptive information, is then channeled to the field
services coordinator. He places it in the Project MORE recidivist file. 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 which notes
the date arrested, crime committed, court date, possible crime description,
and penalty, This information is used on a cont1nu1ng basis 1n a study of
recidivism rates of PrOJect MORE clients. ,
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After the intake and recidivism forms are filled out, the information is
channeled to the field services coordinator, who reviews all the informa- =
i tion and assesses client needs. He may consult with the assistant program -
-9 : director in certain cases. The field services coordinator checks a master
o 1ist of client case 1oads for all staff members 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,
Tegal, health, housing, veterans, and employment. If a client has an urgent
P or intense need in one of these areas, it is 1ikely that the field services
oSN 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
i made up and nut in the Project MORE open-client file. The field services

» coordinator will speak to the assigned counselor and acquaint him or her
with the client's background. If a counselor is not present, the field
services coordinator will Teave the intake.form, recidivist form, and client
card in the counselor's in box. The ¢lient 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 client's
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,
the person performing the intake interview will review the urgency of the

. Cclient's need. If an immediate need is found to exist, that counselor will

. start working with the client immediately. :

‘;\_,f.‘ S

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 any one of the following agencies:

o Local Drug Treatment Programs,
® Local Mental Health Agencies,
® Vocational Rehabilitation,
P ® CETA, o
e Q.I.C., |
. A ® Skill Training Center,
® State Emp1oyment Service,
® local Educational Institutions, or
e National Alliance of Businessmen. o L
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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 MORE's relationship with the State Employment Service has varied.
Originally, Project MORE had access to State Employment Service microfiche
which 1isted available jobs on a daily 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 viewed 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 MORE staff were

" required to do all the mandatory Employment Service paperwork. . Because of -

what appears to be political problems, the Employment Service stopped sendlng
Project MORE the microfiche in June of 1976. From that point forward, Project
MORE staff have primarily been developing jobs on their own. However, they -
still refer clients who are job-ready to the Employment Service.

Project MORE has an excellent relationship with the State VYocational Rehabili-
tation 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 counselor at the

Vocational Rehabi]itation Agency. However, 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 ana]ys1s, it may take anywhere
from three weeks to. two months

The relationship between Project MORE and the local Comprehensive Employment

and Training Program varies with the particular CETA component involved.
Vocational training for persons older than 21 years, according to one Project
MORE counselor, is almost impossible to obtain through CETA. Waiting Tists

are always long, and clients often do not have the opportunity to wait until :
their names move to the top of such 1ists. However, CETA training is available
to Project MORE clients who are younger than 21 years. Much of this training

is received at the New Haven Skills Center, which 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 carpentry, masonvy,
plumbing, and other skills. It also has on-the-job training contracts with

local employers. However, the average waiting period for people enrolled in
the Skill Center Training Program is several months. Project MORE clients

who are referred to the Skill Center must undergo regular CETA intake proce-
dures at the CETA Intake Center. Then they are referred directly to the Skill
Center. After skills training, these clients usually receive job-seeking
assistance from both their Progect MORE counselor and from CETA job placement
staff. : .

Project MORE counselors also maintain ongoing contacts with other community
service agencies, such as the County Welfare Department, the Opportunities
Industrialization Center (0IC), and 1ocal drug treatment programs. The specific
nature and extent of the contact between Projegt MORE and other referral agencwes
varies from counselor to counselor. However, Project MORE's director believes
that his program has more success with client referrals than most community -
based programs because Proagct ‘MBRE, as part of the Hill Neighborhood Corpora-.
tion, carries a great deal hf 1nf]uence in the New Haven community. Because

he has contacts with a number of adm1n1strators in the local agencies, Project
MORE's director can, when necessary, take short cuts and go directly to the
admwn1strat1ve 1eve1 in order to correct prob1ems or 1neff1c1enc1es that may

\\
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become evident at local service agencies. " He also believes that the cont1huina-
pressure exerted by Project MORE staff on counselors at these other commun1ty
agencies helps insure that Project MORE clients receive appropriate services.
there. _

The specific manner in which Project MORE counselors make referrais to

community agencies varies. For example, a counselor may have individual contacts .
at each agency and work 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, work
orientation group sessions are held on a monthly basis. Clients are instructed.
in how to apply for jobs and how to take interviews. Area empioyers are brought
to the program to Tecture on this topic.

After clients are referred to the appropriate community agency, their Project
MORE counselor maintains continuing contact with the agency from which they
were referred to Project MORE, the agency to which they were referred, and the
clients themselves. Project MORE counselors attempt to have a.minimum of one
contact with these sources on a weekly basis. However, they try to see all
their ciwents at least twiceé a week. ,

Counselors are requ1red to perform certain Dapurwork activities "in order to
track their contacts with clients and agencaes They must i1l out daily
activity Togs which reflect time spent on various activities each.day. They
must also complete individual c¢lient case sheets, 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 Tists the counselor's name,
destination, phone number, time expected in, and actual return. The counselor
must initial this sheet upon return to the program.

When Project MORE counse]ors refer clients to a job, they must complete the

top half of the employment referral form. This lists the client's name, the
date, the client's address, name, and telepnhone number, the client's socia]
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.

i The ciient mﬁst take the bottom half of the employment referral form to the.job

interview and have the supervisor or interviewing persen fill out the form.

It notes the disposition in terms of whether the client was hired, why the

client may not have been hired, where the client may have been referred, etc.

The supervising officer or interviewer at the company is asked to sign the

bottom of the form, which the client 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 client referrals to all existing community agencies.
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C. Follow-Un

After a client's service needs are fulfilled, the Project MORE counselor
may contact him or her once or twice a week on a bi-weekly basis until
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, assistant director, and the client. ‘At this group
meeting, staff will Tet the client know that they will work with him

- or her again if additional helo is needed.  If the decision is made

that the client no Tonger needs supnort, his or her card will be
removed from the oven file and placed in the closed file. There is

no time Timit 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 will contact the client's probation

or parole officer or the agency from which the client was referred to
Project MORE. 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
client's pattern of nonparticipation and suggest that if the c11ent is .
not interested, he or she be terminated from the progect

Sometimes Project MORE counselors simply cannot locate.clients who have
been exhibiting negative responses. They will usually try to locate a
client for two to three weeks. If this proves unsuccessful, they will
send out one or two letters asking 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 Availability

Project MORE has recognized the need for staff accountability. Because
of a desire to maintain staff quality and to possess the potential for
self-evaluation, the director has instituted nrocedures by which staff -
activity can be assessed or evaluated. . Each staff member must fill

out a daily log, 11st1ng the name and address of each individual con-"
tacted, the time spent in that contact, and general comments about the
nature of the contact. Counselors must also keep a client case 1ist

or sheet, which indicates the name of the client and his or her address,
the place where the client was referred from, each date that the client
was seen 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 begun and the time completed. These two

- forms, along with a daily sign-in and sign-out sheet, are checked each
" week by the field services coordinator and by the-assistant director.

They attemot to make sure that the activities outlined on these forms

-correspond. This kind of check enables the assistant director to dis-

cover orob]em areas, note which counselors are having difficulty in
contacting clients, and discover which referral agenc1es do not seem .

| to be serving Project MORE c11nnts

S
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At the end of each month, each Project‘MORE'counsélor 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 follows:

Background Information
~-Sex

-Age

-Ethnic origin

~ =Current legal status

-Referral source

-Marital status

-First contact with client ]
-Actual time served on most current sentence

- Monthly Data

-Type of contacts
~-Number of contacts with client
-Length of contacts combined

-Purpose of contact

Counseling
-Service provided (in-house, referral, or both)
-l quse
-Manner service provided
-Number of contacts
-Lenath of contacts combined
-Type of counseling
-Nature of counseling
-Sti11 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
-Manner service provided
~Number of contacts
-Length of contacts combined
~-Number of interviews arranged
-Number of interviews kept
-Number of interviews with staff accompaniment
-Referral . :
-How referral made
~Type of referral
-Results -
=Service secured
-Type of nlacement secured
~ =Nature of placement
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Housing

-Service nrOV1ded ‘
-Type of housing assistance needed
-In-house
-Manner service provided
~Mumber of contacts with client
~-Length of contacts combined
-Referral - -
-How referral made
-Type of referral (public or private)
~-Clients showed up for first appointment (yes or no)
-Results .
-Housing secured
-Type of housing

Education
-Service provided ‘ . .
-Mature of need
-In-house
-Manner service provided
-Number of contacts with client
-Lenath of contacts combined
-Referrals
-How was referral made
-Type of referral
-Results ' -
-¥las placement secured : ’
-Level of client involvement
-Financial assistance provided

-Financial assistance generated by agency 1nvo]vement (/es or no)

Treatment

-Type of treatment required
-Mature of treatment

-Successful referral (yes or no)
-Type of referral

-How referral made

-Method 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 -
-Tyve of referral

Volunteers

~ -Manner service provided

-Number of contacts between the volunteers and c11ents
-Length of contacts combined

-Nature of volunteer 1nvo1vement



e Transportation
-Number of times. transportation provided
-Reason for transportat1on
“~Type of assistance provided -

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 will review random copies of PREP reports for each staff member
to make sure that they accurately reflect parallel information on the
daily Jogs and on the individual client sheets. =

Project MOREVa1so 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 and service provision breakdowns.’ D1scuss1on is included concerning
coordination with institutions and correctional centers, coordination with
parole officers, and coordination with other public and private agencies
and programs. The service de11very section also includes narrative dis-
cussion of p]ans for any changes, improvements, or further developments

in client service delivery.

The section of the quarterly report dealing with system change activities
asks the program to summarize overall accomp11shments and problems
relating to citizen participation, fund-raising, legislative reform,
public education, and program expans1on Discussion of the Tatter topic
must- include mention of any expansion of staff, any development of new
program projects, and any development or strengthening of re1at1onsh1ps
with other agencies for the purpose of tapping existing services for ‘
c11ents

Proaect MORE must also submit monthly progress reports to the Hill
Neighborhood Corporation. These reports summarize referral and service
information contained in the PREP Monthly 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 following areas:
RER inter-agency cooperation;
’,.-bemp1byment services;
o hbusing;
e training;
-@ education;

.~ga]coho1;treatment;
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e drug treatment, and
e miscellaneous problems.

Data is also presented concerning visits made during the year to
correctional facilities or clients' homes, and information is presented
concerning the age groupings of clients services, ethnic or1g1ns, and
referral sources to Project MORE.

Past activities of Pfoject MORE are summarized, including specific R
projects undertaken by the director, assistant director, and staff. O
In the past, these have included such activities as an employment -
symposium on the problems of the ex-offender in the job market, Tobby-

ing with the State,1eg1s1ature on bills relating to ex- offenders, and
holding a community corrc¢.tional 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 will summarize monthly PREP reports from the 15 PREP agencies.
Project 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 Project MORE staff. They
will enable evaluators to obtain a clearer understanding of the program
and to assess process activities at Progect MORE. ) .
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Figure 1 cont.: Project MORE Client Flow from Job P]acément to Follow-up
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ALAMEDA COUNTY EX-OQFFENDER SKILLS BANK

Qakland, California.
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ALAMEDA COUNTY EX-OFFENDER ‘SKILLS BANK v

I. Program Setting

A.  Program 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 Skills Bank was founded by the Department of Correc-
tions, the Alameda Adult Probation Department, the National Alliance of
Businessmen, and the California Employment Development Department, as
well as the Human Resources Development Institute of the AFL-CIO.
Initially, volunteers delivered the Skills Bank's services. Non-
financial resources were received from all participating agencies. In
July of 1974, the Skills Bank was provided office space in the West

-Oakland branch of the Employment Development Department. Since that

time, the Skills Bank has expanded w1th the addition of two branch

»off1ces in Berkeley and Hayward.

The California Dffice of Criminal Justice Planning (0CJP) began its
funding of the program in July, 1975. That office continued receiving
favorable reports concerning the Skills Bank through 1975 and early
1976. Although OCJP was supposed to perform an evaluation of the Skills
Bank, no evaluation was performed. In the spring of 1976, an employee
of the Skills Bank informed the Board of Directors of alleged fiscal
irregularities. When QCJP received word of this accusation, its grants.
management unit asked Alameda County to perform an audit of the Skills
Bank. The resulting audit did uncover extensive fiscal mismanagement.
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 0ffice 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 0OCJP
to discontinue the qrant to the Skills Bank. The Office's Planning
Board postponed action a month, while its representat1ve continued to

~work with the Skills Bank's staff.

This continuing work convinced that‘representativé that the Ski]]S'Bank

- staff was indeed delivering necessary services to clients. Additionally,>

people in the community lobbied for the program's extension. At a June
meeting, 0CJP decided to give the grant funding the Skills Bank to

another organization. At this time, the Alameda County Probation Depart-

ment also agreed it could not continue funding the Skills Bank because
of the manaqement prob]ems :

‘A two-month extelision was given to the Skills Bank, while the OCJDV

request for proposal was being written. The request for. proposal out- -

~ 1ines the de51qn of a program very s1m1lar 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 employers by placing appropriate ex-offenders in
available jobs. The Skills Bank works only with job-ready. c11ents,
other applicants-.are referred 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 Sk1lls Bank also emphasizes fo]]ow up

procedures.

No’formal, predetermined objectives or goals have been established hy
the Skills Bank. However, the goal has always been to place as many
ex-offenders as possible in appropriate, "meaningful" jobs. Although
the Skills Bank has encountered many management problems, local proba-
tion and parole officials and area employers seem to be impressed with

.the work the Sk111s Bank has done in placing its clients.

]

C. Clientele

Forty per cent of Skills Bank clients are referred divectly 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 organizational structures, different eligibility requirements
exist. Generallv, 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 c11ents are sum-
marized in Tables 1, 2, and 3.

Tab1e 1: Age
18-24 years | | 40 %
25-30 years | ‘ 40 %
31-40 years | T 19 %
Older than 40 years | 1%
TOTAL . | 1004
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Table 2: Sex_

[

tale e 904
Female | S 10 %
TOTAL . | 100 %

Table 3: Race

White | 24 9 |
Black - ' 74 %
Chicano - : : 2 %
Other (Specify) 0%

~ TOTAL 100 %

Although the majority of clients are referred to the program by probation
or parole officers, clients may be referred by any one of a number of
organizations that make up the Ex-Offenders Skills Bank.. These organiza-
tions include:

The National Alliance of Businessmen,

Human Resources Development Institute, AFL-CIO,

-QOakland Chamber of Commerce,

Alameda County Sheriff's. Department,
Alameda County Probation Department,

California Youth Authority,

- Urban Outreach, City of Oakland,

Local Ha1fwéy Houses,
California Department of Rehabilitation, T ~1'.: 3

Local Drug or A]coho]vTreatmehtkProgramsf“

iCa1if0rnia Department of Correcfions,'and’,

v ThekUrban~League, | I
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<D, Fundihq

The State Office of Criminal Justice P1anhinq, the regional Law Enforce;

ment Assistance Administration agent, began funding the Alameda County -
Ex-0ffender Skills Bank in July, 1975. The LEAA grant totaled $127,000,

‘and was contracted by OCJP with the county of Alameda, which in turn

contracted with:the Alameda County Ex-Offender Skills Bank through the
Alameda County Probation Department. This process was mandated by the
requirement that all programs funded by the O0ffice of Criminal Just1ce.
P]ann1ng rmust 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 1in
- Title I money 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 $61,000 allocated by the Office of
Criminal Justice Planning.  This is the amount on which the request for

perosa] distributed by OCJP is based.

E. Program Qraanization

A11 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'serviées, 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 w1th lTocal CETA prime sponsor

, act1v1t1es

Originally, each Skills Bank office had a director, intake technicians,
general employment counselors, and job developers. At ope time, there
were 26 people on the staff. However, with the cutback in funding and

~management problems, the staff has been reduced to 14. The Office of

Criminal Justice Planning hopes to arrange for the most'qua11f1ed Skills
Bank employees to transfer to the organization which eventua11y is awarded
the proposal to develop the successor program.

Staff functions at the three Skills Bank offices reflect the traditidnal
process by which clients are assessed and referred to jobs. The intake
technicians are responsible for intake and orientation, counselors are .
responsibie for interviewing clients and arranging job plans, and coun-

~selors together with job developers are responsible for match1ng c].ents

caoab1]1t1es and 1nterests to ava11ab1e JObS



@

Sy

«®

e

e

II. Client Flow

~A. Entry

If a prospective Skills Bank client is.on parole or probation, the
client must be referred by the appropriate parole agent or an agent of
an affiliated correctional agency who has assessed that the applicant
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
organizations. V

The process by which clients receive services varies somewhat from
office to office, due primarily to specific requirements of the CETA
prime sponsors wh1ch are funding the offices. The processes followed

.at the Oakland office, although unrelated to CETA, are typical of those

followed elsewhere. The primary difference is that Skills Bank staff
in Hayward and Berkeley must perform all required CETA paperwork,
including intake forms, client change forms, and term1nq+1on forms

Initially, probation or parale agents who referred clients to the Sk111s

Bank would also send an official referral form and a formal note.
However,, this practice has been largely discontinued. Currentiy, 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 orienta-
- tion program. Before a client was enrolied, he or she was required to

attend this mandatory session, which was des1gned to equip clients with
basic job-finding techniques, to acquaint them with the services avail-

able throuqh the Skills Bank, and to inform them of what the Skills Bank

expected in return. ' Currently, this orientation function is handled by

. the counse]or at the 1n1t1a1 meeting w1th the client.

- Because all Skills Bank clients are assumed to be job-ready, counse]ors

begin immediately’ attempt1nq to place .clients in an appropr1ate job.
This is done through two primary means: the Employment Develgpment
Department Job Bank or the 1nd1v1dua11zed job deve]opment contacts of
Skills Bank job deve]opers R o . , e

,//
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~ The Oakland Employment Development Office is the central brder~takfng ’
- office for the East Bay Area.. Employers telephone in their job orders; -

order-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 coming off the teletype. 1If a counselor finds an order deemed
apprepriate for a client, the counselor assembles a packet including the
client's application, the job order, and a form noting the counselor's
name, the client's name, the client!s address, and when the client is
available. The counselor then drops this package in the in-basket of
the Emplovment Development Department placement specialist at the
Oakland office. The EDD representative'then calls central control” to
determine whether the job opening still exists. If the answer is affirma-
tive, the representative calls the emo1oyer and transmits the c11ent S

,name and work history.

After arranging an interview, the EDD 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 client is not already in the office,
the courselor requests that the client come in and receive a job referral
card.  Tne client must give this card to the employer at the beginning

.'of the interview, and 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 call, 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. v

: 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- 1ndex,
determ1ne which clients are appropriate for that JOb

Clients have qenera11y 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 Tabor market books supplied by EDD, Chamber of
Commerce job 1istings, and personal contacts. Whenever possible, job:
developers attempt to meet with employers at their place of business,
explaining the Skills Bank and 501101t1ng openings for Skills Bank
clients. This personal approach, it is believed, works better than the
forma], 1mpersona1 method utilized by the EDD

Normally, Sk111s Bank counselors attempt’ two or three referrals for a
client. If success is-still not achieved, the client is usua]ly_ter-
minated. : : ST e
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C. Follow-Up

For those clients who are successfully placed, counselors perform -
43-hour follow-up to determine if the client is satisfied with the
job and if the emplover is 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 opportun1ty

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
placements are then counted in EDD statistics as successful placements.
However, it is unclear whether Skills Bank counselors do indeed notify -

~ EDD personnel of job placements achieved through individualized job

development efforts. These placements are, however, noted on indivi-
dualized counselor records on a daily and weekly basis. They are then

" summarized on a monthly bas1s for reports submitted to the Skills Bank

funding souvces.
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Figure 1  cont.: Skills Bang Client Flow—Job Development
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Figure 1 cont.: Skills Bank Client Flow from Job Development to Placement or Continued Job Development
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Figure 1 cont.: Skills Bank Client Flow—Job Placement
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ASSISTANCE TO OFFENDERS, INC.

I. Proaram Setting

A. Program History

- Assistance to Offenders, Inc. is a non- profitvorgan1zat1on which was

incorporated in 1972. It grew from the efforts of an ex-offender who
operated his own business. He began hiring many prwson releasees, 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 oprogram.
However, the State could not support a program because no money had been
appropriated for ex-offender empioyment 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 procur1ng jobs for ex-

offenders.

In June, 1973, the program received a pr{vate 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
Administration to implement an Intensive Employment Program (IEP) as part of
LEAA's High-Impact Cities Program. However, this program was discontinued in:

1976.

In early 1976 A.T.0. established a Supported-Work Program (SWP). This program
developed as a result of several factors: ‘ o

e Because of the depressed state of the economy, A, T 0. staff -
were finding it very difficult to find jobs for c11ents

'if 5 Many clients released from prison needed money immediately.

’:Most clients had poor work histories and had not deve]oned
good work habits. °

®

In ch1s program, contracts are solicited from 1nd1v1dua1 employers for the
emp1oyment of A.T.0. clients.

ln Ju1y, 1975, A.T.0. was selected to serve as the administrative aqent of the
Atlanta Treatment Alternatives to Street Crime (TASC) Program. This program
diverts drug-involved offenders into treatment as an alternative to incarcer-
ation. Although TASC employees are thus paid by A.T.0., the TASC program
continues to operate in a separate location from the main A.T.0. offices.
Because TASC serves persons who are on'probation or {p pre-trial status and
not prison releasees, this case study will focus on the A.T. O Supported Work

Program.

8. 0b3ect1ves -

The A.T.0. Supported Work Program's goal is to reduce rec1d1v1sm in the At]anta .

«conmun1ty Its spec1f1c objectives are to:
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® create Job opportunities. for skills tra1n1ng and the f*ach1ng B
of acceptable work habvts to c11ents,

© provide conditions to evaluate clients' abilities and progress -
prior to their placement inpfu]l-time jobs; and

e provide the foundation for a tuition program to financially

support the program and foster financial responsibility on the
part of the clients.

C. -Clienteie

" Most A.T.0. clients are parolees who'have been released from Georgia insti-

tutions. Their average age is 27. WNinety-eight percent of A.T.0. clients
are males. The average length of clients' last incarceration is-2% years.

Approximately 10 new applicants appear at the program's offices each day.
‘However, two-thirds do not return for the, required job skills class that

- precedes entrance into the Supported Work Program. Usually 20 clients each

month rema1n active.

Fund{ng

The majority of A.T.0. funding now comes from th» Law Enforcement Assistance
Administration for adm1n1strat1on of the TASC program However, this money
is used solely for that program S operat1ons “None is diverted to A.T.0.'s
Supported Work Program (SWP). '

The funding for the SWP is received from employers who contract with A.T.0. for

specific services. Currently, the great majority of SWP fund1nq is in the form
of a contract for $250,000 with the Omni Coliseum.

E. Organization

The A.T.0. program is organ1zed by staff functions. The Board of Directors,
which is required to meet a minimum of once a year, is respons1bme for corporate
{#rcision- making. The Board's Executive Committee meets a minimum-of once a
month to make decisions about program operations. ‘Usually the Executive
(ommittee follows the recommendations of the program director, who is a member

| ~“of the Committee..

The A.T.0. Executive Director is responsib]e for funding, public re]ations, and
administration of daily program operations. He is supported by an administra-

- tive assistant, a secretary, and a part-time bookkeeper. The A.T.0. Assistant

Director is currently serving as marager of the TASC program until A.T.0. hires
someone to fill that position. Because of the termination of the Intensive
Employment Program, A.T.0. 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.
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-The Supported Hork Proqram‘operated by A.T.O. is composed'1arge1y of one
1arge contract with the Omni Co11seum The structure of this "component"
is presented in F1gure 1. :

i
i

Figure 1. A.T.0. Supported Wocrk Program Organization
(Omni Contrast)

Director

- Operations Manager

Assistant Operations Manager
|

I 1
Supervisor Supervisor
_ n C . .
Asst. Asst. Asst. - Asst.
Supervisar Supervisor Supervisor Supervisor
Service ~ Service Service Service
Crew Crew Crew ‘ Crew

The Director administers the SHP, and his decisions are implemented by the
Operations Manager. Currently, the Assistant Operat1ons Manager position is
unfilled,-and 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.7.0.'s Omni 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 c1ients,~assist'in‘overseeing‘all operational
and on-the-job training -activities. They train and assist in the supervision
of all people assigned to them for~training; assist in payroll, -evaluation and

- ~inventory work, and are responsible for all work performed under the Omni Contract

and for daily inspections. - The Assistant Supervxsors dre primarily responsible
for assisting in the 1nspect1on of all areas sérviced, making arrangements for
the acquisition of supp11es and: equipment needed for the1r 1ob ass1anments,and S

performing supervisors’ work in-their absence.
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Other than work under the Omni contract, work engaged in by SWP trainees
~ingludes landscaping and janitorial service.
institute a city-wide car wash system based on contracts with garage operators
~and car owners in which cars will be washed weekly while parked in city garages.

Client Flow

-

A. Entry
Most A.T.0

c1ients
be released from the Department of Corrert1ons
“A.T.0. staff interview the inmates
inmates are then told to come in to the Drogram when they are released.
the interim, these applications are placed in an “Incarcerated F11e”

A1 persons appearing at the program sign a client 1og Tlisting their names,
addresses, types of assistance needed and their counselors.
. whether they are old or new clients.
tion to comp]eue which includes information concernwng

After the supported work program is exp1a1ned the applicants, if still 1nter-
ested, sign a program contract.

The program alsc hopes to

0. 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.

staff visit four Georgia prisons twice each’ month to 1nterv1ew DrOspectwve.
Prior to these visits, A.T.0. receives a 1ist of inmates who will soon

At these prison visits, the

in comp1et1ng an A.T.0. application.

They also note
New clients are given a program app]1ca—
personal characteristics;

criminal record;

educational history; anc

-employment history..

In s1gn1ng, clients agree to:

attend job skills c1asses, two classroom hours a day for
10 days or four classroom hours a day for five days;

attend job seeking and keeping classes for two hours;

attend one-to-one counse11ng sessions one hour p
for four weeks;

i
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) attend rap sessions one-and-z-half hours a week for
four weeks while in traxnxng and one-and-a-half hours
a week after the securing of permanent emp]oyment for
four weeks; and

e pay to A.T.0. a 10% tuition fee, based on a11 monies
earned as a worker in the Supported dork Program-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: '

e It nrovides interested clients with information on how to
approach the world of work and to look for a job; and

e It serves as a screening mechanism, indicating which
clients are sincerely interested in participating in the
program. It is 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 ski]]s ciass include:

e making use of available resources to 1ocate prospective
jobs;

Py comp]eting a job épp]ication; and
e making a good, lasting impression in a job interview.

After this session, clients are assianed counselors and interviewed again
for the Supported Work Program. At this point clients complete an apnlication
for the SWP, which repeats some of the information contained in the initial
program application and includes additional data on time available for work.
If work is available, clients then begin in the Supported York Program. At
this or any other po1nt 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 Salvation Army, the uelfare Department and the Department of Vocat10na1
Rehabilitation.

Participation in the SHP lasts two to eight weeks, deDend1ng upon the client’ s'

qgualifications 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. Tonics evaluated

' inc]ude-

e ounctua11ty,
e ab111ty to fo]low d1rect1ons,

o understand1ng of job duties;

BN
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e willingness to seek guidance; -
e extent of cooperation;
® wi]]fngness to assist Otﬁers;
e ability to work well with others;
~ @ assumption of responsipi]fty foeruaiity of work performed;
e attitude; and
e degree of readiness for regular full-time employment. -

These daily evaluations are summarized on a weekly basis by the supervisors,
again reviewed by the operations manager, and referred to the clients’

regular counselors

.The operations manager also performs weekly evaluations of the supervisors.
They are evaluated in these areas: ,

e punctuality in submitting reports and forms;
o completion of eva1uation forms;

e seeing that all work performed by his/her unit is performed
sat1sfactor11y, .

e alerting the proper authorities if.problems are anccuntered;
e handling work situations effectively;

e following A.T.0. policy guidelines in handling pérsonne]
: re1ations with trainees;

e seeking assistance and gquidance from immediate superv1sors
when necessary;

' seeking additional responsibility when appropriate; and

e setting an example for his/her employees.

Client status in the SWP is tracked on a personnel change form. Whenever an

employee-trainee is hired, promoted, transferred, or terminated, the supervisor

or staff person 1n1t1at1ng the change completes th1s form. The form, 1ike all
other client forms, is prepared in triplicate, signed by the person comp]et1no
it and submitted to the Operations Manager for his signature. One copy is

transferred to the program payroll file, another to the SWP file, and the th1rdv

to the clients' counselors' file. The operations manager must approve all
promotions. If he feels a change, usually a vromotion, is not justified, he

will meet with the supervisor and the client. If the client is dissatisfied .
with a decision, he can appeal to an arbitration committee. The arbitration
committee cannot fully reinstate a client who has been term1nated but it can

,make a recomnendat1on to the operat1ons manager. e
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The two program counselors attempt to develop jdbs for their c1ients~whi1é>:'

they participate in the SWP. Job development is begun for clients only
after the Operations Manager has informed the counselors that the clients -
are evaluated to be fully job-ready. Most job develooment is 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 the 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 own application. As an aid
to job development, counselors maintain an index card file noting client

‘name, address, telephone number and work experience.

C. Follow-Up

Clients are rarely formally terminated from the program; they usually terminate
themselves, either voluntarily or involuntarily. A1l files are maintained
indefinitely; however, clients who have not contacted the program in some

time are classified as "inactive".

D. . Data Availability

As a means of tracking progrém~c11ent demdgraphics, the A.T.0. program maintains
a statistical log for all clients noting:

e date entered;

e name;

e status (probation, haro1e, free);
® sex;

e race;

e age;

e number in family;

e marital status;

e cducational level;

e year convicted;

» ‘céunty where convicteds; . . -
e charge;\ = |

ps édurce of referral;

e wages upon p]écement; and

o telephorne.

i,



«@

“gmfii

The program also. attempts to chart re-arrests of program participants.
However, this data only reflects information contained in weekly reports
received from the county and city jail. .
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OFFENDER AID AND RESTORATION OF FAIRFAX COUNTY

I. Program Setting

A. Program History

Offender Aid and Restoration (0AR) of Fairfax County, Inc., is a private
non-profit organization supported by Law Enforcement Assistance Admin-
istration funds, county monies and private donaticns. OAR began as a
Virginia organization in 1968 following a strike at the State Peniten--
tiary in Richmond. It was initially a volunteer project operated by
several church groups :

Since 0AR's inception, the program 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 0AR chapters in Virginia. Due to this expansion,

OAR has established a national headquarters in Charlottesville, Virginia.

B. Objectives and Program Emphasis

A1l OAR units were initially established as volunteer programs focusing
on one-to-one relationships between volunteers and offenders. The vol-

unteers’: primary aim was to meet with the offenders prior to their release
and offer counse11nq services and friendship dur;1q the offenders’' transi-

tions from prison back to the community.

Originally the Fairfax NAR program worked only with misdemeanants being -

released from the Fairfax County Jail. Over the years, the program has
expanded its facilities to provide more releasees with a wider range of

services. O0AR now directs its services to all offenders or ex-offenders

who have had contact ww’ "-the Fairfax County criminal»justice system.

OAR‘s orimary qoal is “to reduce the criminality of the offender." The
‘program attempts to affect the recidivism rate by providing per;ona]
attention and counseling for clients through its one-to-one volunteer
program, audmented 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

ﬂwgzzgnt1on and services toward the individual during this period.

SRS G

0AR's second ohjective is to “provide a contact point where ex—offenderS’g~ -

and/or their families can receive advice or assistance." Although OAR's
orimary responsibility is to aid ex-offenders, the program recognizes

~that a major toncern of incarcerated persons is for the welfare of their

“families. Consequent]y, 0AR has included the fam111es of offenders 1n
“the program's target population. :
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‘0AR's third objective is “to provide the c1t1zens of Fa1rfax County
“insight and know1edqe about rehabilitation needs of offenders and
ex-offenders". Th1s is accomn]1shed throuqh

- @ Expansion of the volunteer program --Th1s effort is
designed.to create greater opportunity for citizens
to participate 1in many aspects of the piogram.

@ Public speaking engagements by the 0AR 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 prob]ems

e Expansion of the 0AR News]etter --The OAR newsletter
. is directed to appropriate members of the community,
including representatives of the criminal Just1ce

system and community agencies. '

C. Clientele

In 1975, 0AR provided serv1ces to 661 clients. Approx1mate1y one th1rd
were referred to the program by probation and parole officials, the
courts, jail officials or other ex-offenders. Another one-third of the
clients “were referred to 0AR by social service agencies, such as CETA

and the Division of Vocational Rehabilitation. 'The remaining one-third

became aware of the proqram as a result-of OAR's outreach efforts.

A1T 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:

e . They must be residents of Fairfax County;

° They must be released from a correctional facility
in Fairfax County, or . .

@ They must have been processed throuqh the Fairfax
kCounty criminal justice system.

The demoqraoh1r character1st1cs of the 661 c11ents served in 1975 are
summarized be]ow s i

: Tab]e 1}' Age -

)

18-24 years . L 70{%
25-30kyears G o 25 %
31-40 years R B %
' 01der than 4Q\years‘ SR o 2’%‘..
TOTAL R 100 % ,
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Table 2: Sex
Male 94 %
Female -6 %
TOTAL 100 %
Table 3: Race
White 53 %
Black 47 %
TOTAL 100 %

D. Fundinq

DAR receives the majority of its funding from the Law Enforcement Assist-

“ance Administration. The remaining funds come from. the State of Virginia, . '

Fairfax County and private donations. For the past f1sca1 year, OAR has

been operating on a budget of $42,000.

0AR recently learned that its budget for fiscal vear 1977 has been sub-
stantially reduced. It is in the process of appeallng this decision,

[

oue

but because of the cutback has had to reduce its staff by approximately 50%. -;j*

Besides paying staff salaries, funds are available for special services,
such as emergency 1oans for housing and transportation money for job

1ntervuews

E. Proqram Organjzation

DAR of. Fa1rfax County 1is a chapter of the larger 0rqan12at1on, 0AR- USA
While the national organization takes respons1b111t1es for providing
general assistance and guidelines in.establishing and operating the local
_unit, the Fairfax chapter has the freedom to administer its own program

and provide its own service package.

Fairfax OAR has trad1t1ona1]y been organ1zed into five structural com-

ponents These are
s Outreach'Un1t (Jai]"Contact),
Y ) Econ0m1c Deve]opment Unit,

o Trans1t1ona1 Serv1ces Un1t
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e Volunteer Support Unit, and

® Program Development Unit.

~ Although eéch unit within the 0AR framework has its separate responsi-

bilities and goals, built-in program flexibilitv allows overlanping of
services. Staff responsibilities also overlap, since there are currently
only five active staff members. A descripcion of each of the 0AR com-
ponents is presented below. ' :

1. OQutreach Unit

The Qutreach Unit‘makes most of the referrals to 0AR's ﬁaih office. It

also works with institutional staff in assessing needs within the jail.

Because the Qutreach Unit has consistent contact with the county jail
and its staff, it can assess the programs within the jail and determine

-the gaps not filled by the various in-house programs. The Outreach

Unit also serves as a liaison between correctional fac111t1e< and
components ’ or 0AR.

2. Economic Development Unit

The Economic Development Unit of 0AR is directly involved in securing
employment for OAR clients. OAR emphasizes the importance of clients’
securing meaningful emp]oyment as soon after release as possible, since

v releasees need immediate f1nanc1a] assistance.

The goa]s of the Economic Development Unit are to:

e develop an on-going job bank of employers in the
mgtropo1itan area committed to hiring ex-offenders;

e provide continuing job-related services with emphasis
on individual goal-setting, job placement, and instruc-
tion for ex-offenders;

® assessvocational or educatibna]/training opportunities
: available in the community which may be pre-requisites
for clients desiring full-time employment;

o function as a clearinghouse for information, promoting -
. the coordination and utilization of existing community
resources, and;

- @ provide- information to the community at large about
emp]oyment restrictions and training opportunities
concerning the ex-offender. :

3. Trans1t1ona] SerV1ces Un1t

ﬁThe Trans1t10na] Services” Un1t focusas on the problems clients face in

the transition from incarceration to the community. Services offered-
include referral to drugand alcohol treatment, transportation, financial

_ assistance, leqal aid, food.and c]othlnq, housing, medical and dental care,
,'psychwatr1c he]p and counse11nq : S o




-

w ©® - ®

-270-

Services are directed to clients shortly before or immediately following
their release. Family members of the ex-offender are assisted whenever
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 within 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

assistance in their work with offenders.

Volunteers are recruited largely through public speaking efforts by
program staff and referrals by active volunteers. A1l volunteer appli=
cants complete volunteer registration forms and review the 0AR 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 sessijon, which includes:

e an overview of corrections provided by a career
corrections specialist;

e 2 review of the Virginia criminal justice system;
o 1 tour of the Fairfax County Jail;
@ a visit to a State road camp, and;

e lectures concerning decisidna1 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 work in any of the various units of the OAR
progranm. They may participate 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

'fac111txes

5.  Program Development Unit

This unit is primarily resoonsvb]e for the overa]] operat1on and coord1n-
ation of the 0AR program. It‘prov1des technical support to the other
units whenever necessary, and :is respons1b1e for preparing all required

reports and publications. The unit is also deve]op1nq a 1library for use -

by OAR staff and clients. \
| A

%
X
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1L Client Flow

A, Entry

The 0AR OQutreach Unit (jail contact staff member) visits inmates at the
local correctional facilities and exnlains the services available through
DAR. Meetinas continue until a decision is made whether OAR will be of
benefit to the inmates. If the decision is affirmative, an 0AR Regis-
tration Form is completed and returned to the 0AR off1ce for dinclusion”

in a cljent file. ,

B.  Intervention

After the Outreach Unit has established a ré1ationship and assessed an
inmate's. needs, the appropriate staff member(s) from the other program
components 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 Qutreach Unit maintains contact with the
client to determine whether initial needs are beina met and whethor
additional services are warranted.

The OAR Economic Deve]opment 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 counse11ng sessions, clients in the county jail can
begin attending job- seeking skill classes conducted within the jail by CAR.

{iThese classes meet weekly in two-hour sessions. Topics covered include

"comp1et1nq application forms, writing business letters, preparing

resumes, and performing dur1ng a job interview. In addition to 1ectures
and discussions, time is spent in mock interviews and role-playing.

Yhen clients walk into the program after release from prison, the OAR
staff member on intake duty will interview the releasee and complete a
program Registration Form. The client is screened for e]igibi]ity, 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 details client work skills, job preferences, previous emp1oyment
experience, and other related information. Thereafter, the client is

‘referred to the volunteer coordinator for matching with an available
- volunteer. .

 Additjonally, the client is usuallyAintérvieWed by the Econbmit Develop-
‘ment Unit's job counselor. She assesses the client's employment-related

needs and provides vocational counseling'assistance. -If the client
needs supportive services, he or she-is referred to the Transitional
Services Un1t whlch will attempt referral to an appropriate commun1ty
agency o : : v



@

@

272~

The proqram relies nr1mar11v on Northern V1rq1n1a Commun1ty College
(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 working toward a GED.

When clients enroll in college classes, the 0AR 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. v

- For cTients interested in part-time or full-time employment, the
Economic Development Unit begins a job search immediately after, and

sometimes before, release. If 0AR 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's Registration Form and the
Client Job Deve]opment Form in his efforts to find anpropr1ate Job

openings..

;f/Job deve]oment is nerformed in several 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 notes the company name and address, the attitude toward hiring ex-
offenders, any special consideration given minority or disadvantaged
groups, whether the company desires OAR to individually screen all -

- applicants, whether any job openings exist, what job and/or union qua]i—

fications exist, and whether the company can be contacted on an ongoing
basis by O0AR. These forms are placed in an employer file by the JOb
developer and used in his efforts to- match clients with jobs.

The 0AR program has a]so conducted a mass mailing to 1,400 1oca1 emp]oyers;

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 thisvsurvey in his efforts to place 0AR clients.

Each time a c11ent is referred to a job, the job developer riotes the
date and company on the client's Reo1strét1on form. Referral forms are
also completed, noting the client's name, the date, place referred, and’

p outcome. Clients are encouraged to motify the program of the resu]ts
- of all interviews, but often neglect to do so.. When the job developer

Tearns that a client has secured employment, he completes a Job Placement
Form, which notes the p]acement _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.

When a client has achieved his or her immediate ob3ect1ves, such as.

emp]oyment or placement in school or training, ongoing contact with the

' 0AR in-house staff is usually terminated. However, client contact with

the OAR volunteer may cont1nue 1ndef1n1te1y and thus 1nd1rect contact

» with the staff 1s cont1nued
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C. Fo]]ow—Up‘

“ The OAR program states that it does not have the necessary resources

for conducting follow-up on clients. Although employers are encouraged
to contact the program should any problems occur concerning employed
clients, few seldom do so. Usually 0DAR does not learn of a client's
employment oroblems until the client has quit or been fired and con-
tacts the program seeking new employment.
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Figure 1 cont.: OAR Client Flow from Service Referral to Job Development
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Figure 1 cont.: OAR Client Flow from Job Development to Job Placement
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IMPACT MAMPOWER SERVICES

1. Program Setting

A, Progrém Histqu

'B. Objectives and Program Emphasis

The Baltimore Impact Manpower Services Project is speeifica11y desigﬁed
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 Law. Enforcement Assistance Admini-
stration, and became operationaT in- Jdune of that year. Since that time,

the program has changed 1ittle in structure. The focus is a job preparation
workshap, lasting one week, which provides clients with an orientation to
the worWd of viork and sk1115 for job seeking and job retention. ‘

One change in the program's orientation invalves the target population.

The origindl intent of the grant was to serve community corrections residents.
Due to a small case Toad in the community corrections facilities and problems
in the referral process, program slots were made available to inmates on
parole and in work release status at the Maryland Camp Center. Additional
slots were made available to the High Impact Drug Unit, Maryland House of
Correction and to inmates from the Patuxent Institution. Clients also were
accepted if referred by a drug treatment program or probation officers.

As stéted, the overall objective of the program is to provide job search skills.
and world of work ovrientation. The one week job preparation workshops are L
also designed to help ex-offenders in overcoming barriers to employment.

The second objective of the program is to-pravide referral and placement
services for clients who are unable to secure their own employment. The -
program attempts to prov1de clients access to a wide range of services includ-
ing subsidized work experignce, skill tra1n1ng, on-the~job: tra1n1ng, public
servxce employment ‘and job u]acement , ,

An additional objective is to prov1de assistance to clients to enable them
to retain jobs. Toward this goal, follow up is performed on a 30-, 90- and -
180-day basis. If clients Tlose the1r jobs, they are asked to return to the
program for job placement assistance. »

. Clientele

The Ba1t1more Impact, Manpower Services Proaect serves only ex-offenders between
the ages of 18.and 26 who are ‘Baltimore C1ty residents and who have committed

= an impact offense. Because the program is partially funded by local Compre-v -

hensive Employment and Training Act (CETA) money, it only serves persons
defined as ex-offenders under Department of Labor guidelines. These include

.-any persons who are currently under the supervision of the criminal justice

system. As a result, persons who have finished serving their maximum- sentences .
or those who have been released from prison for several years and walk in to

the Erogram off the street cannot be served. Demographic characteristics of -
program clients are nresented on the.next page in Tables 4 through 4 :

i ‘,4
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Table 1:  Age

18-24 years _69%
1 25-30 years 31%
31-40 years 0%
Q0lder than 40 vears ‘ 0%
TOTAL 100%
Table 2: Sex
Male 96%
Female 4%
TOTAL - - 100%
Tab]e 3: Race
- White 2%
Black 98%:
TOTAL 100%

Table 4: Length of Last Incarceration -

10%

Less than six months

‘Six months to two years 40%

*Loﬁqer than two years 50%
| 100%

TOTAL
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A report ana1yzwng other characteristics of program <lients was prepared

- “by the Mayor's 0ffice of Manpower at the end of 1975. This data is repre-
-sentative of those persons currently being served by the Impact Manpower

Services program. The analysis showed that 84.7 percent of program clients

-were single, 11.3 percent were married, and 4 percent were divorced or . . f ‘:;f
~separated. Additionally, an analysis of educational histary showed that o
44,2 percent had completed less than the 10th grade,27.5 percent had

«completed the 10th or 11th grades and 28.3 percent -had- comp1eted the 12th

| grade or h1gher Tevels of instruction.

~An analysis of clzent: employment histories revealed the fo11ow1ng inform-

-ation:

Table 5: Employment History

No ‘previous employment N 1 39.5%

‘Sporadic employment (less than )
:one year on any one job) | 36.3%

-Fairly regular employment {one
~vear or more on a job) 1 23.4%

-Good -employment (one year or
- more on any jobs semi-skilled .
or skilled position) , 8% .

TOTAL | - 100,03 R ,

- 4

The criminal histories of program clients were also analyzed. Data was

~xcollected on the current convictions of the population at the time of referral o
.to the Impact Manpower Services Project. IF there was:more than one conviction,
~-only the most serious crime was counted. This data is presented in Table 6.

- -Jable 6: -Current Convictions

Homicide ' 1 5.6%
‘|~ Robbery and Burglary ' | 2337 , R
{__Assault , , 6.5% ; el

Larceny N 1 5.6% . A =

‘Breaking and EnLry - 1.6%

Marcotics Vialation ] 6.5%

Fraud 1 4.0%

Probation Violation (Escape) 2.4%

Sex Offense ' 4.8%

Deadly Weapon (Possess1on or Pobbery 36.3%

Other ~ 3.2%

 TOTAL {100.0%
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recently served time for a first offense and those who were praviously
cconvicted one ormore times. This data is presented in Table 7.

Table 7: Prior Convictions
0 " 53.2%
1 21. BA*'
2 11.35

3 B , - 5.6%
4 . B8.1%
TOTAL 100.0%

D. Funding

In its first year of operation, the Impact Manpower Services Project received
$81,000 from the Law Enforcement Assistance Administration: In the second

“year of the two-year grant, it received $178,000 with a 10% match provided
-by Baltimore City. The LEAA money flows from the Law Enforcement Assistance

Administration through the Maryland State Planning Agency, the Governor's
Justice Commission, through the Mayor's Office of Manpower Resources.
‘Although -program- emp1oyees are paid with Federa] funds, they are considered

ity employees.

’iThrough,September 1976, the program received its own LEAA funds for on-the-job
draining. 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 assumption of all proaram fund1ng by Ba1t1morejj

“City, program clients will have to rely on CETA for fraining.

€. Program Organization

Structurally, Impact Manpower Services is conswdered one component of the

“Battimore City CETA system, and information on program clients is contained

in the computerized CETA Management Information System. Program information
is reported to the Mayor's representative in charge of coordinating the

Metropolitan Area Criminal Justice Program. This includes three juvenile

‘programs in addition to the Impact Manpower Services Project. Coordination
between the Mayor's Manpower Office and the State Crimipal Justice Planning
‘Agency- is based upon: a memorandum of agreement, local representation on

State task forces and adv1sory counc11s, ad hoc consu]tat1on and cont1nu1ng

~informal relationships.

- The Impact Manpower Services Project staff consists of six professfonaTs and

one secretary. The Director is. responsible for administration of the daily ,
operations of the program 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 respons1b111t1es enablinag them to gain a compre-
- hensive understanding of tha program/~ One week a counselor will direct the

job preparation workshop, the next week assist in the teaching of the workshop‘ :

Rl the following week perform fol]ow-up on nrogran c11ents
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II._Client Flow | - TR

A. Entry-

Originally, Impact Manpower Services was set up to serve res1dents of
'commun1ty correctional facilities. However, because there was difficulty
in serving this population, the program began serving persons released

from State institutions. These include: jails, the Maryland House of
~ Correction, Patuxent Institution and Maryland Correctional camps. Clients
'5 ' : also have been referred from local drug treatment programs. Since January
1976, persons on probation and parole have also been referred tc the program.
The referra1 sources for Impact Manpower clients from June 1975 through
October, 1975, representatwve of current sources of referral, are presented
fbelow in Table 8.

Table 8: Referral Sources
Maryland Correctional Camp Centers 49
: Maryland House of Correction - .23
o Dismas House (halfway house) ' 4
@ 0'Brien House (halfway house) 13
3 Patuxent Institution , 16
City Jdail Community Corrections -5
Baltimore City Jail 8
: St. Ambrose ’ B 4
L CVRCC . : 13
® ~ParoTle and Probatwn ik X 12
3 TOTAL _ = 147 -
i -“The Tmpact program is usually contacted by an institutional counselor at a
L ~State institution or a representative of probation or parole concerning
@ -prospective applicants. When clients are referred to the program, they bring
-3 -a referral form, which notes: the referring agency, the contact person and
B -demographic client data. Additionally, it describes an applicant's employment
s history, including dates of employment, employers, pos1t1ons, salaries and
: lengths of employment. - The form also notes any previous skills training the
L applicant has recejved, including the name of the agency, tvpe of training,
@ . Tength of training and DOT Code. Information on an applicant's criminal
3 record includes: presrnt offense, sentence, sentence exo1rat1on date and
o -previous convictions. ,
S At intake, the client signs an intake 10g and a client reg1strat1on form is
L completed.  This is a regular CETA form, one copy of which is sent to the Mayor's
;t; - Office of Manpower and another which is referred to a client file. If the
ST ';app11cant is found el1g1b1e for the program, he or she signs a client permis-
sion form. Signature gives the program peymission to recard on v1deo tape
the client's part1c1pat1on in the JOb preparation workshop.
'%; . ’ ‘B. Intervention

- Usually 10 to 15 r11ents are enrol]ed for each one-week workshop -The -program
- attempts to persuade the referral agency to contact the clients one week
before the workshop is to begin as a reminder. The workshop, superv1sed by
two counselors, covers areas such as: ‘ .
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e resources to be uti]iied in Tooking for a job;7J”&d
»Q procedures for,jdb hunting; N
| @ assessment of realistic br unrea]istiéfjob expectations;
..g primary reasons why applicants do not get Jjobs;
.e techniques in job retention; |
@ how to perform dur1ng a job interview; and
’;;i>. how to sell oneself to an emp]oyer

During the workshop, those clients who. need educational or read1ng 1nstruc- '
t1on are prov1ded it on an individualized basis.

Thursday mornings, a counselor interviews each participant in the workshop

and completes a vocational evaluation form. The form notes: . demographic

scharacteristics, the date the client entered the workshop, educat1ona1 status,

military status and criminal record. Additionally, it details-the client's

- previous employment record, previous skill training record and vocational . .

agoals. From this interview, the counselor gains a better understanding of the
client 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 meeting the staff makes recommendations to the client about appropriate
yocational goals and receives input from the client concerning the value of
the workshop and the client's own interests and objectives. At this time,
the staff inquires whether the client desires additional training and if the
£lient expresses such an interest, the ‘program attempts to refer the person

“to tra1n1ng

It has proven difficult to access program clients to‘CETA train1ng The

-extent of slots available and the time when they will be ava11ab1e is 1mposs*b1e
“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 p]acemenu The goal
-of the workshop is to enable clients to find jobs on their own, with program
- staff serving to assist them in the1r JDb search .

- Those people who finish the job preparat1on workshop receive a certificate

of completion. This certificate is signed by the Impact Manpowe. Services
counselor, the program director and the director of the Mayor's Office of -
Manpower Resources. Clients are formally terminated from the program when

they are placed in jobs, in training, -in school, or into the military. However, :

they can return for placement services 1f necessary. In these c1rcumstances,
‘they must complete new reg1strat1on forms for the CETA program

%,
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Program staff perform follow-up on workshep completers at 60, 90 and 180"

~days. Usually this is done through telephone contact with the person
who originally referred the client to the program. If this proves

unsuccessful, however, staff attempt to contact the clients themselves.
The six month follow-up is usually coordinated 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 client. This follow-up is primarily foy program
. evaluation purposes. o ‘ :

A11 folilow-up 1nformat1on is recorded on a program follow-up form. This

notes: the client's registration number, counselor or paro]e agent, source -

of information on the client and date of the follow-up. It also includes the -

¢lient's workshop completion date, or the reason why the client did not

complete the workshop (employed, illness, refused to attend or 1ncarcerated)

The client's status is indicated; it may be:

¢

@ employed;
@ 1in school;
« in job training;
¢ pending job; ' | o
o ending job training: |
- -g-military;
w,vnot'ihterested;
oY incerceration;
- Other; or

'GO'referredvto placement actfvity.

If the client is empToyed the person performing the follow-up notes the .
~name of the employer, the client's position, the date the client was employed,
starting hourly wage, whether it is a public serv1ce emp]oyment pos1t1on
«and how the job was obta1ned This, may be:

;¢ through CETA referral;

® through a newspaper advertis1ng,

e through an.em01oyment agency, ‘~, }
'o through persona] contacts or

e through the client's superv1s1ng agency.. S

g
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The follow-up form notes whether the c11ent 1s in co]]ege a h1qh schoo1
program or a vocational school or whether the client has partwcwpated 1n
a training program.

X

" 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 Manpower Services encourages persons Hav1ng nroblems on the job to

call the program oyr the referral source, client! s often do not do this until
1t is too late.

The path clients pursue in rece1v1ng serv1ces from the Impact Manpower Services
Project is 11]ustrated in Figure 1 on the fo11ow1ng pages.

D. Data Availability

The Impact Manpower Services Project receives daily printouts from the Mayor's
0ffice of Manpower Resaurces concerning the status of program clients. To

add client information to the Management Information System, -the program
completes Impact Manpower client record forms on each participant. These
include the client's registration number, name, workshop week, workshop date
and whether the client completed the workshop. PReferrals and placements,

- whenever made, are also included. These may be to: a CETA public employment
~job, CETA placement on a direct job, or placement by the Impact Manpower

Services job specialist on a job. Results of each job interview are also
catalogued as no,shbw,‘p1aced, rejected by employer -or declined. These forms .
-are sent to the Mayor's Office of Manpower Resources; the information is ‘

~summarized on a regular basis and then sent to the State Criminal Justice T
~Planning Agency. This 1s usually done in monthly census reports. [

~ The Mayor'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 emphasis on _
hard outcome data such as placements -and training D1acementsk ‘The Governor's
LCommission on Justice's evaluation .concerns focus -on .recidivism.. .However, the

~evaluators believe that recidivism is not a true measure of the success.or. . = ..

failure of a program like Impact Manpower Services. Because the program is

" primarily a supportive service and not a -total service package, the evaTuators

believe a large impact on recidivism -cannot be expected.
The Governor s Commission on Justice requests periodic progress reports
concerning placement rates for program clients broken down by work history,
age, race and educational level. However, the evaluators are not required
to correlate the demogvaphic data with any other significant variable.
Qutcome déta collected &ygfﬁe evaluators on program completions has included:
e services received by the clients (workshop onlys workshop and - R
Jjob referral; workshop and training referral; or workshop, job ST
and training referral); D L
° post-Wdrkshop recidivism;

. ¢ attitudinal changesrof clients during the_workshop;

A
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.@ resources which placed clients in jobs; .
@ kinds of jobs cTients'receiVed;
@ starting salaries of placed clients; ’
@ type of training in which clients were placed;
& type of job and starting salaries for workshop completers
- -who found tﬁe1r own jobs; and
e changes 1in status of clients one month after comp]et1on of :
the Impact Manpower workshop. g . Coe
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Figure 1 Imbact Manpower Servjées Client Fiow.?fom Entry to Intake

Referral
Source

Institutional counselor | Person released ST : ‘ o o
or prob. or parole from correctional Yo '
officer contacts progran facility ) he ‘ .

LS

Y I . [}
Persons . 1 Applicant
referved | signs
Intake ‘ Lo | bring referral | intake lo
To. . ; - : _form «

Referred
to Mayor's
Office
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- client re-
gistration
f|

i a3 B o

Job
Preparation
Workshop

€6z

Placement.  * , S L - o O : - o
Specialist _ , o ‘ .
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Follow-Up

~ Legend: L entry
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Figure 1‘ cont'd.: Impact Manpower Services Clfent Flow from Intake to Job Preparation ;Work's'hop
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§§$?f261 agency told of workshop
applicant start date
dccepted
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f " —1
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: Applicant another Cl;;?25§22"5
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Figure 1 cont'd.: Impact Manpower Services Client Flow from Job Preparation Workshop to Foiiow-up

~ Referral. )
Source
!
Intake S
Complete - " — - | Recei Client
: 4th day—Counse- 5th day~-meeting between client| | Clients eceive lent
: gagparation ' | 1?f 12terv1ews Zeg?ﬁzg?g; ?nd entire staff; goals and i complete 8$rt1f1cate gg;ggthErms igferred
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Horkehop form lntere madg ewed; recommend workshop completion CETA-
P]acement» :
Specialist
Follow-up at ~ .
Follow-Up 60,90 & 180 ‘ -
days. ~ :
Legend: o ~ { Entry >, ) Decision Process " | Document
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Figure 1  cont'd.: Impact Manpover Services Client'F1ow from Follow-up to Termination- o
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 APPENDIX A

SITE VISIT MATERIALS

Introduction

" Director's Interview

Staffing Data
Client Data
Funding Data
Staff Intefview

“Director or Staff of Other
Community Manpower Program

Local Parole Offi¢ials
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INTRODUCTION. ¢

Fifteen empToyment=serv1Ces proghaMﬁvwere'selected for fie]d,investféy
gation. Information gathered from the proaram director concerned the
objectives and overall onerations of the program, its relationshipry. -

with other community organizations, the data collected and/or anaTyzed,{y

by the proaram for remorting or evaluation purposes, and potential
methods of evaluating empToyment service Droorams serv1ng nr1son
releasees.

Other staff members supnlied explanations of the functions of program
components and client flow procedures. Representatives of the criminal
Jjustice system, officials of employment:services systems with which
programs interface, and representatives .of the business community dis-
cussed their perspectives of the employment services program and
apnropriate evaluation measures for emp]oyment service programs
assisting prison releasees. _ .

In the following pages the interviéwfguides used on site are presented. -

In all cases, the questions and spaces to record responses have been

condensed: the result is.a listing of questions useful as a qu1de for

understanding program operations.

.
i
i
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P fute s conduct1ng a studv &f proqrams which prov1de emplo'ment

T pr?%on releasees. The major goal of our study is to assess the .
;‘.g : ufjknmﬂedqe regarding the trans1t1on from prison to employment ‘ SR
e _maJor areas we are interested in understand1ng f*rst the way

1 ,grgan1zed and the specific services it provides; second the

~??$' A‘*through the program from time of initial entry through program

W sa fo110w up act1v1ty, and third, your ideas about ways to eval-

ifgram undergone any significant structural chanqu or changes in
it began? If so, please describe these changes and why they

Tens Qdescr1be the process by which the fb]10w1ng kinds of c11ents are
‘&ﬁ&ed toayour program. : =

el

i
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-10.

11.

12.

13.
14,
15,
16.

17.
18.
19.

20.

21.

22,

Intervention

decision po1nts, administrative records or forms ut111zed etc.)

. Serve-guts from State‘pri$6ﬁs :

. Probationers

.zPersonSVfrom other communityisocial.sérv{ce agehcies
. Releasees from Tocal jails |

. "Walk-ins" | |

. Others

Do you have any contact‘with~p%ison staff before a prisoner is released?

If so, what is the na+ure»of that'contact?

Do you have any contact with prisoners before they are released? ' If so,

what is the nature of -that contact?

Do you have any contact with parole. officers before a pr1soner is released |

~on parole? If so, what is the nature of that contact?

2

What is the average time between the granting of a paro1e and actual release?
Do any activities occur during that t1me to assist the pr1sonor in become
job ready?

~Do you have any spec1f1c lntake procedures’ for new program clients?

At what point is semeone considered to.be a client?

~ Are there ever waiting lists of people desiring entrance in your program?

1 so, how often do waiting Tists exist?

‘What is the usual time for someone on such a 1ist?
.What‘are the eligibility requirements for-participation in youf program?

What percentage of people Who app1yﬂt0”the-program aréraccepted7‘?é?‘

R

‘Nhat percentage of pr1son releasees who apply to the program are accepted?

What are the maJon\reasons pr1son re1easees are not accepted7

What forms are used or data 15 co11ected during the 1ntake or entry phase

, of the proqram7

We would Tike to understand in detail the services provided to'c11ents by

-~ your program. Considering all services; including those provided directly
. and by referral, please describe the various paths a client might take after :

entering the program? ({e.g., order of services, client-counselor contacts,

|30

Q ’,u‘ { Uk

Q
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24,

25.

26.
27.

- 28.

b. Vocationé1*counse1ing

CeB02- e e
Ghecklist of Potential Services
e Voéaﬁibhal tosting , gL Transitional employmonL Or
| ‘ ' ~ supported work

, - ~h. Job development
c. York adjustment training or o

work. orientation . i. Job placement ‘ o
d. Education " ) j. Follow-up counseling after employment
. Skills training " k. Other follow-up assistance

1. Other {e.g., housing, st1pends,

i :Pn-thEOJOb training transportat1on, tools, clothes, etc. )

Are any fees charged for these services?

Are there any differences in the services provided to prison releasees and

those provided to other people you serve? If-so, what are these differences?

Dd’you have any contact with prison staff after a,prisoh're1easee enters‘
your program? 1f so, what is the nature of that contact?

Do you have any contact with probation or parole officers while their c11ents
are participating in your program? 1If so, what is the nature of that contact?

On the average, how long does a client remain in the program?

‘Proqham Completion and Follow-Up

29,
30,

-31.

32.
33,

34.

3.

36,
37.

el

. Are there any forms or daua sheets ut111zed to record fo]]ow up 1nformat1on7 5

38,

‘What are the "graduation" or “completion" requirements.of your.progeem?
‘MWhat .percentage of clients "comp1ete the program’ |

rwhat'petcentage of clients drop ouit?

Yhen do most drop-puts occur? What are the.reasehs for most of fhe-drop¥outS?
. o ‘
What pe~centaqe of prison releasees drop out’ At what processing stage do

-most of- ‘these drop-outs occur?

Is thern a diffe;enco in the drop-out patterns for those prison releasees
under soue form of supervision and those no longer under supervision?

What procedures do staff use in f0110u1nq up on clientk who have been p1aced
in 30bs° ’

Are. there requ1red or suggested t1me per1ods when such fb]]ow—ups are done? _

o

- At wnat Do1nt are cl1ents, e1ther "successes" or "fa1]ures," c\osed out?

G
Does the proqram have any contact w1th c]1ents after they have been c1osed out?:
a : , . :
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_3035
40. »Can'foimé} clients re- ~enter your pxogkam’ Under what cond1t1ons? Abouf:
: .what percent of c]wents re- enter tho proqram7‘ -
JInformation

}1; What forms are used by the prograw to track a c]went from entry thvough
=7 close-out? May we ‘have cop1es of these forms? :

42, hat ipformat1on do you have available on c11entS’ criminal histories before
theirlast incarceration {e.g., number of arrests)? :

43. hat information do you have avialable on 'clients' employment histories B
- before their last incarceration (e. g-» longest time on same job)? o o

44,  Yhat 1nformat1on s ava11ab1e to your proqram from the probation and parole
departments concern1ng your clients who are under superv1s1on7

- 45, Do you use any other sources of information 1o analyze client needs, progress
or outcomes? If so, please describe this 1nformat1on

Relat1onsh1ps w1th Other Organ1zat1ons

_46. Please characterize the nature and qua11ty of your program' s re]at1onsh1ps \W :
with the following organizations: ; ST

. Federa].garole

. State P;roie‘

.~Probation’

. locai Ha}fway Houses ’ |

. Prisons from which Clients‘are-Referred (note differences, if ény)
. CETA. |

_'State Emplqyment Service

. State Vocationa]bRehabilitatioh

; Local Emp]oyers (NAB, Chamber of Commerce Individual Employers)

47. What other orqan17at1ons do you have Lont1nu1nq contact with and how wou]d -
you characterlze your re]at10nsh1ps with them7 ' _ Hv

L - . . B . . 1

Evaluation

| 48. How do you be11eve program effect1veness can best be measured7 '

. pricess activities?
. client outcomes?

.ocomparison group? .. Lo hoe T
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-~ 49, Do certain factors which are beyond Ehe program's control hamper your
- effectiveness? If so, what are theso factors {e.q., local ucunnmy)?
How could an evaluation study.tnkc these factnrs into considevation?

_!%w, | ¢« 50, How does your program define a "succes qul" client? a?
o 51.. If there is no‘Standard def1nlt10n what do you consider the most important b
L aspects of "success" for a client (e g., job placement, job retent1on for ¥
S -one month, no recidivist behav1or for one year, etc.)? . s

D AR 52. What percentage of all c];ents>are "successful?"
:v53. What percentage of prison releasee clients are successful?

Lt - 54, Have any evaluations of your program been performed? If so, what were the
® v findings? May we have copies of these studies? : S .

55. Are any evaluations planneH? 1f so, who will be performing the eva1uations?‘

56. How would you define "recidivism?"- Is data available to measure the recidivism
T rates o7 program clients? - If so, please describe this data. 1f not, couid
'@ ~such data be obtained? Co e

57.  How would you define "successful employment"? Is data available td measure
‘the employment -of program clients? If so, please describe this data.
If not, could such data be obtained? :

§|y;k 58. Do certain -‘types of prison releasees appear to be most succestu1 in your
~program? If so, what are these typeq? :

i

59. Do certain types of employment services appear to be most effectxve for

T b prison re]easees7 1f s0, what are these services?
Flg 60. Do you feel there are major gaps 1n,the-services-avai]ab]e to prison
G - releasees seeking employment assistance? If so, what.are these gaps?
R 10 Do releasee clients receive any training or othér employment;re1ated ,
£ services while they are 1in prison which affect your program's ability or
0 B ~inability to help them become emp] oyed in the community‘? Please exp].ain.
; % 62, What prison-based activities would ass1st your program in servwng re]easee
— P c11ents more effectwvely?
St Staff 1 I<sues
";‘k"“‘ N ma]or dssue raised in the ]1teratu\e on cmplnyanL sorvices prnqxamq
R 1nvo1ves proqram staff. .
S 83, .Hhat do ‘you con51dew the advantages and d1sadvantages of using ex- offenders
P on the staff of a program 1ike yours? . :
:€;~' 64, uhat prohlems, if any, “have you exper1enced in f1nd1ng and tra1n1nq _ R
. = ,adequate staffz ; SR S e T e
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' 65;_ Is there anything e]se we shou1d Pv oW about your program or’about the

general problem of assisting prison re]easees in making a trans1t1on to
,emp10yment? : R , - . N

66. What prob]ems, if any, havelyou eXperiéhced in obtaining adequate‘funds?
67.  Are there other types of prob1ems whwch affect your proqram? Please |

exp]a1n

We would Tike to obtain selected information on your program's funding,
staffing and clients before we leave. We have prepared three short forms for
recording this information and would 1ike your adyice on how they could most °

easily be completed. (Explain forms and determine a way to get them c0mp1eted.)

~Check on items to bbtain:

S A

. Organization Chart(s)
. Coﬁie§ of Forms

. Funding Chart
;iStaffing:Chart »

. Client Chart |
,.Eva1uation Reports

. Other He]pfu]‘lnformation on Program?

Program Name b e : | o Dirégtor
Address SRR T v".v Telephone
“Interviewer(s) sl T - Date of Interview.
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STAFFING
Program Names:
P]ease prnvxde the fo1]ow1ng 1nf0rmat1on concerning all program staff,
including those who provide services to clients but whose salaries are
paid by other agencies. : )
: _ ‘ Status | ~Type
JOb . v ' . 1 ' ) ‘Pa\"a",
N Tit] ‘ ’ Salary , Full- | Part | Profes-| Profes-|{Volun-
ame 1Lie ._source Time’ Time | sional | sional | teer
7

~;90€fH 

T




‘ CLIENTS
"' Program Name:

3

- , » - 1 No. Referred
o Referral Source S Last Month*
. Federal parcle
7 - State parole '

® Probation
- ’

' Serve-outs, Federal prisons , 1

‘Serve-outs, State prisons

L | dails ‘

5 Other community agencies

Walk-ins

?‘%v - « -] Other (Describe)
ffr 5 - *Information for month of
Ty . “MWas this a typical month? Yes No. Please explain

] v _ . . L . )
% . What is the active client caseload? _clients.

About what percentage of the active,cIient case]oad'ére;éx-offenders? ' %

. -
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FUNDING

~Program Name:

4 ‘ >P1easé provide the,fo]lowing'fundidg informatiqn for the past 2 fiSca1 years.i'

' ' b ‘ Time Period ‘ ’
‘ Source of Funds , E Amount ] Start Date | End Date -
‘!.
o ? . hd -

" )

®
i,
[

.0
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“STAFF INTERVIEW

'lclfent Flow

Please describe your responswb111t1es at the program.

: 1 L
2. Could you describe your act1v1t1es from the time you first have bontact )
with a c11ent until that contact terminates? ‘
3. What forms do you utilize during your work with a client? Could we
-please have copies of these forms? R
4. How many c11ents are on your act1ve caseload? How many prisoh fé]easee
' clients? = ‘ , i S ‘
'.Ji.;‘How 1ong do you usually maintain contact with cilents?
6. 5Do you stay in touch with clients after they have comp]eted fhe program?-
"7. VWhat follow-up. procedures do you use, 1f1any, to check on cl1ents after
they have secured employment? What use is made of existing follow-up
information? | ‘ . L :
8. How would you define “successful” completion of this‘program?
9. Vhat percentage of your clients “successfu11y"rcomp]ete'the program?
10. What percent of your clients drop-out,of*thefprdgram?
1. »When do most of these drop-outs occur? »Whataare the -major reasons?
Relationships
12. Please decribe the extent and nature of your relat1onsh1ps w1th the v
' -following organizations:
& -« Federal parole

. State parole

«Probation

. Jails
: "Prisohs‘
. Halfway houses

~» State Employment Service
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. Vocational Rehabilitation R L ‘ Fll RN

« Local Emp]oyér Groups (e.g., National Alliance of Businessmen)

13.. Are there any other local organizations with which you have continuing
- contact? Please explain.
14. What information on clients is available to you from these various
organizations? Could we have copies of any avai]ab]e‘forms?,
15. What re1at1onsh1ps 'do you have with area employers? '
16. Do clients receive any employment -related services wh11e in: pr1son that" :
affects or 1mproves their chances for employment? ; L R
7. “What services could the pr1sons~prov1de inmates prior to their release
~ that would improve their chances of fﬁndingvsuccesgfui employment?
Evaﬁuation |
18. What do you believe are the best measures of a c11ent S successfu] 'f | i
: ~re1ntegrat10n 1nto the community? - o
L]
19. What are the best ways to measure this. program s effectiveness in
serving clients? }

Other | -
What gaps exist in the provision of. emp10yment-re1ated services to 3
:pr1son re]easees7

21. Is there anything else about your activities at the program we shou1d

- know in order to better understand its operat1ons?

SO ,
Person Intéerviewed:  * - - Interviewer(s): 8

Title:r_ | SN ~ Date:

 Program:




cDirector’ornStaff of Other Community'Mangower,Program A

. 1o.

1.
12,

13

- Person Interviewed: = * Title:
; 0rgan1zat1on - [7 | i o - City:
'Intervwewer(s) : H’ ‘ Date:

Please descrxbe the nature of your program s contact wwth the ex- offender
‘Program {i.e., frequency and method). ,

What 1nf0rmat1on is. -exchanged between this program 3 staff and staff of
the ex-offender program? .

'?Have any prob1ems arisen concerning this flow of information?.

How do clients from the ex- offender program enter your program and/or hou

cdo you refer clients to the ex-offender program?

How many‘c11ents are current]y being served in your program (as of most

“recent date)? How many have been referred from the ex-offender program?

Do you serve other ex-offenders who are not referred from the ex-offender

-program? How many? How do they compare with the ex-offender program's
~clients? How do the ex-offeader program's c]ients compare with regular
clients? o ~ ' ‘

‘What services are usually provxded to the ex-offender program s clients

by your program?

‘Does- your program have any spec1a1 staff to serve ex- offender>?

Is there any other difference in serv1ces prov1ded to-ex-offenders clients

of your program7

Do ex-offender program clients seem- to exper1ence any special probTems

Ae. g , transportat1on)?

'How were ex-offenders served before the ex- offender program was estab11shed7‘

How do you think the ex—offender program s effectiveness should,be measured?

What do you consider important measures of success, both for the ex-offender
“program and for individual clients?'rHowﬂcouldwdata be collected for any
-proposed success measures? : K '

Is there anyth1ng else we should know 1n order to understand your: relatxon-
sh1p with the ex—offender program7 : : ,
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b RN LRI TR ﬁ‘m&iﬁm’“ﬂ:—a”w‘ RTINS

G" ) . :‘- . -312-

1. Did you or your department play any roIe in ‘the- estab11shment of the
. ex- offender program7
2. What do you believe the program is trying to accomp11sh7
3. Has the program been successfu]’ How do you think success can best be :
- measured (e.g., recidivism rates, emp]oyment rates, others) ’
4. Please describe the nature of your contact w1th the program (freqdency
and method) .
5. What emp]oyment services were. ava11ab1e to paro]ees before the estab]1sh—
ment of the program? :
6. awhat .data flows between th1s department and the program and at wh1ch -
- 'stages of a client's participation in the program? ' :
7. HWhat'criteria do you use in referr1ng paro]ees to the program?
8. What percentage of paro]ees are at one t1me or another referred toﬂthe
program? ;
9. Of those referred, what percentage are referred as soon as they are “ik
- released? What percentage are referred after one or more unsuccessful
Jjob- experiences? |
'10. How do the employment experiences of those referred to the program‘ :
- .compare with those of paro]ees who are never referred to the program? ‘
11.  Hhat data are ava1]ab1e through the paro]e department'wh1ch m1ght EL
~used in assessing phe program 's impact? . oA
12. 1Is there anything L15e we 'should know in order to understand your
re]at1onsh*p with the ex-offender program7 L Sapey \ k
o e
;*Person Interviewed: : L - Title:
1'0rganization; - ‘ ':> = _ City:
~Interviewer(s):~ o };5' : : : hDate;
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