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FINDINGS AND RECOMMENDATIONS 

The evaluation of T.E.O.P. was conducted by the Statistical Analy

sis and Evaluation Center of the Criminal Justice Department. 

This report describes from the available data the program's accom

plishments in terms of its goals. 

The primary research design was a one group only type. The rea

sons for using this design are explained in the text. A compari

son with prog .. arns in other states was used in the recidivism study 

to place T.E.O.P. 's performance in a context for review. The 

findings and recommendations that are contained in the text are 

listed below. 

FINDINGS ARE: 

Recidivism: Evidence indicates a low recidivism rate among partic
ipants and the program achieved a consider&bly lower recidivism 
rate than other reintegration programs reviewed on the recidivism 
measure (pp. 30-41). 

Client Characteristics: Correlational study of 21 variables 
showed no significant differences between program completers and 
non-completers. It appears that these variables would not be 
helpful as a screening device for program participation. Fre
quency analysis, however, showed that non-completers were younger 
at first offense and were likely to have a higher prior offense 
rating (p. 7S, Appendix C, Phase I Report) 

Client participation: T.E.O.P. experienced a relatively high 
non-completion rate (62%), however, not all of these non-com
platers dropped out ~or program related reasons (p. 64, Appendix 
C, Phase I Report). 

Employer Assessment: Employers thought highly of T.E.O.P. 
clients. They felt the program to be a good means to help of
fenders become contributing members of their communities and learn 
basic job skills with some modifications. Most employers indi
cated they would train more T.E.O.P. clients (pp. 12-16). 

Parole Officers' Client Assessment: Parole Officers indicated 
that the majority of clients improved their attitudes about v1ork, 
learned basic job skills and were generally helped by their place
ment in T.E.O.P. (pp.23-26). 
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Parole Officers' Program Assessment: Parole officers rated the 
program useful in providing basic job skills and suggested the pro
gram be expanded to others (pp. 23-26), 

Employment Effectiveness: Data to . -:asure the effect of the pro
gram on client employability was generally not available (pp. 27 -29) . 

RECOMMENDATIONS ARE: 

Continue the program but additional data on employment variables 
should be collected and arrangement should be made with S.A.E.C. 
for a more rigorous evaluation design to determine the program's 
effectiveness in improving post release success in obtaining 
employment. This additional data need is sited througrout the 
report. 

Consider making funds available for a position in which the 
primary designated responsibility would be T.E.O.P. coordina
tion (pp. 45-46). 

Provide a short pre-training orientation which would include 
testing of aptitude and interest (pp. 42-44). 

Increase the training period for skilled jobs (pp. 44-45). 

Increase contact with the parole officer during the training 
program through regular meetings between parole officer, 
employer and client to discuss progress, problems and achieve
ments related to the training (p. 46). 

Give periodic "seminars" about the program to staff at the 
institutions (p. 44). 

Review other manpower training programs offered through the 
Department of Education to better determine the appropriate 
length of placement for various skilled jobs, and to possibly 
improve work/training plans for clients (p. 29 and pp" 44-4S). 

Utilize the T.E.O.P. contract not only as a fiscal management 
tool but also as a work training plan governing participation 
(p. 24). 
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INTRODUCTION 

Program Theory 

Offenders, particularly those who have been incarcerated, have a 

difficult time readjusting to life in their communities. One 

problem faced by some offenders is idle time because they are not 

employed or otherwise engaged in activities that lead to legiti

mate forms of self-sufficiency. Many of these offenders do not 

possess marketable job skills and do not meet the criteria for 

placement in existing manpower training programs. This problem is 

exacerbated by the fact that employers are oftentimes reluctant to 

hire ex-offenders. Unemployment is considered a major factor in 

poor parole or probation adjustment and criminal behavior. l Pre

vious research suggests that young offenders, property rather than 

personal offenders, parolees with many prior convictions and those 

individuals with histories of drug and alcohol abuse are poor pa

role risks. These individuals have a more difficult time obtain

ing legitimate employment and are more likely to commit crime as a 

source of income. 2 In statistics recently released by the Justice 

IDaniel Glaser and Kent Rice, "Crime, Age and Unemployment ll
, Amer

ican Sociclogical Revie~, (October, 1975), p. 679-686; George H. 
Cox and Timothy S. Carr, Unemployment and Prison Population, 
Trends in Georgia: 1967-1974, (Atlanta, March, 1975); George A. 
Pownall, Employment Problems ~~ Released Prisoners, (Washington, 
D. C.: 1976), p. 2; Jack L. Stephens and Lois W. Sanders, Tran
si~ional Aid for Ex-Offenders: An Experimental Study in GeorgIa, 
(Atlanta, July, 1978), p. 98; Barbara Becnell, liThe Crime-Unem
ployment Cycle", Congressional Record, (February 9, 1979), p. 
D1598-S1500. 

2M• R. Gottfredson, M. G. Neithercutt, P. S. Venesia and E. A. 
Wenk, ~ National Uniform Parole Reporting System, (Davis, Cali
fornia, 1979), p. 88-89. 
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Department, 45 percent of the nation's offenders were unemployed 

and 80 percent earned below the poverty level at the time of their 

arrest. 3 

Because of the lack of job skills, education, good work habits, 

and employer resistance to the hiring of ex-offenders and other 

personal and environmental factors, unemployment is particularly 

high among juveniles and young adults. A one percent increase in 

a state's unemployment rate can ~ause 266 more serious crimes per 

100,000 population. 4 A Rand Study on habitual criminals indicated 

that those offenders who reported better employment performance 

after prison committed fewer and less serious crimes. This study 

recommended vocational training as a possible mechanism to reduce 

recidivism among habitual off~nders.5 

Recognizing the distressed economic conditions of ex-offenders and 

the link among employment, econom~c conditions and crime, the Cor

rections Division developed the Transitional Employment Opportun

ity Program (T.E.O.P.) to meet the needs of the so-called "bottom 

of the line ll offenders - those with little or no history of employ

ment or job stability. T.E.O.P. offers paid on-the-job vocational 

training in the participant's community. Having this training 

3D. Osa D. Coffey, IIInmates Receive Employment Training", Cor
rections Digest, p. 3. 

4Professor Jack Nagel, University of Pennsylvania, Testimony 
Before House Judiciary Subcommittee on Crime, Corrections Digest, 
(October 28, 1977), Vol. 8, No. 22. 

5 , IICriminal Careers of Habitual Felons", Rand 
Corporation Study, Corrections Digest, (September 14, 1977), Vol. 
8, No. 19. 
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take place in the participant's community better ensures that the 

job skills learned will be relevant to the jobs available and pro

vides to the participant a chance to assume a positive role in the 

community. It is by providing this oppor'tunity to learn basic job 

skills that T.E.O.P. aims to increase the ability of a partic

ipant to obtain or continue employment after release and to reduce 

the participant's chances of recidivism. 

\ P~ogram History 

Or.: .July 1, 1975, LEAA and the Con:ections Division of the Criminal 

Justice Department (formerly the Corrections Department) began 

funding the Transitional Employment Opportunity Program to pro

vide vocational on-the-job training for juvenile parolees. In 

October, 1976, the program was revised to include young adult pa

rolees between the ages of 18-25 and finally, in April, 1977, 

young adult probationers were added to the program; it was at this 

timi: that the program established itself as it exists today. To 

reach the clients with the greatest needs, placement criteria have 

changed since the inception of the program. Currently, partici

pants are selected on the basis of the following criteria: age 

(16-26), low job skill level and the desire to learn a trade. The 

program accepts approximately 30 clients per year on a first-corne, 

firnt-serve basis. 

Pro9ram Process 

T.E,O.P. itself does not offer the vocational trainingj instead, 

parole officers recruit employers to train clients in basic job 

skills. The Criminal Justice Department pays the salary of the 

client during the training period and if required by the employer 

will pay a monthly training stipend to the employer. The employer 

is not required to hire the client after the training program. 

3 
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Referral 

Original client referral to the program can be initiated either by 

institutional or field personnel. If the poteptial placement 

meets the selection criteria, the parole officer seeks job 

training in one of the areas requested by the client. Upon lo

cating a possible job, the potential placement accompanied by 

his/her parole officer has an interview with the empJ.oyer. If the 

placement and the employer reach a satisfactory agreement, the 

parole officer sends supporting background documentation regarding 

the client and job training program to the T.E.O.P. Coordinator 

for review. If the client meets the criteria and the program is 

accepting placements, the coordinator sends a training contract to 

the client's parole officer who obtains the signature of the 

employer (Appendix A). The training period can last a maximum of 

four months. A two-month extension will be granted with proper 

justification. Neither the employer nor employee is bound by the 

contract to remain in the program and participation in the program 

is not a condition of parole or probation. galfway through and at 

termination from the program, the parole officer submits to the 

T.E,O.P. Coordinator a report summarizing the client's activities. 

4 
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EVALUATION PLAN 

The goal of the evaluation study is to provide the Corrections 

Division of the Criminal Justice Department with information on 

T.E.O.P. 's effectiveness in meeting the following program goals: 

1. T.E.O.P. participants will have fundamental job skills 
upon leaving the custody of the Criminal J'Jstice Depart
ment (fundamental job skills are defined as a knowledge 
of good work habits and procedures and the job skills 
necessary to obtain an entry level position). 

2. T.E.O.P. participants will have improved post-release success 
in obtaining employment through on-the-job training. 

3. Participation in T.E.O.P. will result in a reduction in 
recidivism and adjustment problems associated with parole 
or probation (recidivism is defined as return to the 
criminal justice system through commission of a new 
offense or parole or probation revocation; adjustment 
problems are defined as violations of the conditions of 
parole or probation). 

The Correr.tions Division views these goals as consecutive steps on 

the individual client level: accornplishm-ent of goal 1 leads to 

goal 2, accomplishment of goals 1 and 2 leads to goal 3. 

The original intent of the evaluation was to measure T.E.O.P. 's 

effects on three levels: 

I. Program completicn as a function of participant character
istics: Participants are studied to determine whether there 
are certain characteristics that predispose a participant to 
success in the program (goals 1, 2 and 3). 

II. Survey of parole officers and employers: Parole officer and 
employer assessment of both the program and individual par
ticipants are analyzed to determine how the program has af
fe~ted the participant's behavior, attitude toward work 
responsibilities and e~~uisition of basic job skills, and 
how the program itself might be improved (goals 1 and 2). 

III. Post Program Analysis: The program's impact on participant 
post program employment and involvement with the criminal 
justice system is studied (goals 2 and 3). 

5 
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Evaluation Plan Modifications 

In collecting data to assess T.E.O.P. 's success in meeting client 

training needs and program goals, a not uncommon problem in evalua

tion studies arose. Insufficient data on post program employment 

patterns prevented the analysis of T.E.O.P. 's ability to improve 

client success in obtaining post release employment. This, in 

turn, prevented the evaluation staff from converting program 

effectiveness variables - income levels, amounts of welfare pay

ments and advancement opportuniti8s, etc. - to cost figures for a \ 

cost-effectiveness analysis. Likewise, an analysis of post 

release performance and training characteristics was not possible 

because of this information paucity. 

Research Design Limitations 

Programs which have been operational for some time place con

straints on the type of research design which may be applied in an 

evaluation. Because a methodologically acceptable comparison 

group was not available for T.E.O.P. evaluation, it was necessary 

to use a retrospective one-group-only design which means that data 

analysis involved only those clients who participated in the pro

gram. The inherent weakness in this design is that it fails to 

control for rival explanations (that obsenTed outcomes were caused 

by something other than the program, for instance, motivation of a 

client, general employment and training opportunities at the time 

of participation could be interpreted as primarily responsible for 

outcomes and not the program). This is not to say that a one

group-only design is useless for it can provide enormous detail on 

program activities and clients, and rich imagery and insight into 

programming. 6 In order to place T.E.O.P. in perspective, at least 

6Carol A. Weiss, Evaluation Research: Methods of Assessing Pro
gram Effectiveness, Englewood Cliffs, New Jersey, 1972, p. 60-91. 
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on the recidivism variable, a standard was sought through compari

son to other reintegration programs. Restrictions on the use of 

this methodology are discussed in the recidivism section. 

Methodology 

The first phase of the evaluation of T.E.O.P. required three se

quential steps and dealt with Level I of the EvaluatJ.on Plan. 

First, a description of the T.E.O.P. participant was obtained to 

define the type of person placed in the program. Second, a com

parison of program completer with program non-completer was made 

to identify differences between the two groups ir, demogrc.\phic 

characteristics. Third, using a computer-based multiple regres

sion analysis, a number of characteristics were analyzed to see 

how they were related to program outcome. In the second an0 final 

phase of the evaluation, information that was not available .n the 

Central Records file was sought through the use of survey ins~ru

ments for further goal analysis. The data so obtained was used in 

conjunction with that derived in the first phase of the evaluation 

to address Levels II and III of the evaluation plan. Parole of

ficers and employers were surveyed about clients they either 

trained or placed in the program and, in addition, all parole 

officers were surveyed regarding program operation and thrust. 

This information was correlated with participant characteristics 

to identify relationships and trends and frequencies of occur

rence were tabulated. Finally, other transitional and reinte

gration programs operating in the United States were used as a 

comparison to see wh~re T.E.O.P. stood in relation to affecting 

recidivisim. 

Date Collection 

Data collection was carried out by the evaluation staff and 

consisted of manual data retrieval from central files. The 

7 
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surveys were administered through a mailed questionnaire and 

completed by the appropriate parole officer or employer. All 

codifiable information was entered in a computer to aid in data 

analysis. 

Survey Instruments 

Survey research is used to obtain an accurate assessment of the 

characteristics of a group, in this instance employer and parole 

officer assessments of T.E.O.P. and T.E.O.P. participants. The 

information acquired enabled the evaluation staff to determine the 

incidence, distribution and interrelationships among variables 

important in the T.E.O.P. analysis. Copies of the survey instru

ments can be found in Appendix G. 

EMPLOYER: Rather than randomly sampling employers from the very 

inception of the program, all employers who trained participants 

entering the program after March 31, 1977, and completing or other

wise terminating the program by December 31, 1978 were surveyed. 

The reasoning behind this sampling procedure was two-fold: ~irst, 

memory decay over a three-year period is great; second, the pro

gram underwent changes in thrust and operation and it was not 

until April, 1977 that the program established itself as it exists 

today. The proportion of the number of completers has remained 

relatively constant over this period. Questionnaires were mailed 

to the 42 employers who trained 56 participants. Thirty-seven 

employers (88%) responded at the time of analysis. 

PAROLE OFFICERS: Two separate surveys of parole officers were 

conducted. Neither survey of parole officers was made on a sample 

basis. One survey included all those parole officers who placed 

clients into T.E.O.P. from October, 1975 to termination by Decem

ber 31, 1978. This survey dealt with an assessment of clients 

placed. The other survey was sent to all parole officers emplo7ed 

8 
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by the Field Services~Bureau to assess program operations. 

Participant Profile 

The participant analysis consists of all 100 T.E.O.P. participants 

who completed or otherwise terminated the program between October 

12, 1975 (the date of the first T.E.O.P. placement) and December 

31, 1978. To describe the clientele served by T.E.O.P., twenty

one variables were derived from Departmental files maintained on 

eact T.E.O.P. participant, additional variables were obtained from 

parole officers and employers. A listing of the major variables 

can be found in Appendix B. 

For purposes of this study, persons who complete the program are 

referred to as "program completers" and th.)se who terminated the 

program are referred to as "program non-completers". Program com

pletion means remaining in the program until the training contract 

expires. Program non-completion means one of the follo~ing; 

fired, job dissatisfaction, employment elsewhere, moved, parole/ 

probation revoked or other. Program termination, therefore, does 

not necessarily indicate unsatisfactory adjustment to the program 

but could indicate other causal factors impinging on the client 

which resulted in program non-completion and, therefore, should 

not be considered indicative of program failure in all cases. 

When appropriate, the research findings will specify reasons for 

non-completion. 
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DESCRIPTION OF T.E.O.P. CLIENTELE7 

Program Outcome 

One-hundred (100) clients participated in T.E.O.P. spending from 

one week to 24 weeks in the program. Of these 100 participants, 

38 were "program completers". Of the remaining 62 who did not 

complete the program: 28 were fired, 15 left for non-program 

related reasons (another job, school, etc.): 9 left because of job 

dissatisfaction. 8 The reasons for termination of 10 clients are 

not known. No participant was terminated because of parole or pro

bation revocation. 

Typical T.E.O.P. Participan~ 

The characteristics of a typical participant are described below. 

The profile was derived by selecting the category having the great

est frequency of occurrence, unless indicated otherwise, among the 

one-hundred participants and is not necessarily representative of 

any specific participant in the program. 

7Por a complete analysis of participants as they existed in the 
program, see Appendix B, T.E.O.P. Evaluation Report, Phase I. 

8In the Phase I T.E.O.P. Report, the number of program completers 
was found to be 36, however, in the parole officer assessment 2 
additional clients were identified as program completers. Dis
cussions with these parole officers indicated that these clients' 
parole had terminated and, therefore, the officers considered them 
successful T.E.O.P. completers. It is the feeling of SAEC that 
under the circumstances of their termination, they should be con
sidered program completers. 
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The typical participant: 

1. Is 17 years old 

2. Is male 

3. Is single 

4. Lives with one (26%) or both parents (41%) 
S. Resides in an urban area 

6. Has no dependents 

7. Has some high school education 

8. Has not had vocational training in the area of 
his T. E. O. P. job 

9. Has some history of drug or alcohol abuse 

10. Has a present offense rating of 8 

11. Committed his first offense at 15 or 16 

12. Has no prior criminal record (this is the most 
frequently occurring case, however, many clients 
have at least a minimal criminal history) 

13. Was a juvenile parolee 

14. VIas on parole 25.2 weeks prior to employment in 
T.E.O.P. (mean average) 

15. Received training in a skilled area 

16. Stayed in the program 10.8 weeks (mean average) 

17. Did not complete the program 

Differentiating this typical client into "program completer" and 

"program non-completer" shows differences in only two variables. 

The typical program completer was 17 years old when he committed 

his first offense; the non-completer was 15 years old when he com

mitted his fir~t offense. A prograJIl non-completer stayed in the 

program an average of 6.5 weeks before terminating as opposed to 

the program completer who was in the program 18.4 weeks. 
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EMPLOYER ASSESSMENT 

A survey of employers was undertaken to ascertain: (1) a rating 

of employee job performance, attitude and abilities; and (2) an 

employer assessment of the T.E.O.P. program in general. The 

survey instrument was a questionnaire which was mailed to the 42 

employers of the 56 T.E.O.P. participants who entered the program 

after March 31, 1977 and completed or otherwise terminated the 

program by December 31, 1978. Thirty-five (35) employers respond

ed about 37 placements. Nineteen (19) of these placements were 

program completers and 18 were non-completers. In extrapolating 

these findings to the entire group of 100 participants, a caution 

is in order. The entire group had 38 program completers and 62 

non-completers, not the almost balanced grouping of program com

pleters and non-completers that resulted from the questionnaire 

response. This equalizing of cases may depict a more positive 

picture than would have been obtained had the responses more 

nearly represented the actual proportions of completers and non

completers. 

The results from these questionnaires are summarized in Table 1 

and Figure 1. Examination of these responses reveals that the 

employers thought quite highly of the T.E.O.P. program and employ-

ees giving generally favorable ratings in all categories. Per-

centages were derived from the' total number of responses for each 

question. 

Regardless of whether a client completed the program or not, 

employers felt that most T.E.O.P. employees seemed to like the 

work they were doing and had adequate educational training to 

handle the responsibilities of their jobs. This seems to indicate 

from the employer's perspective good matching of the client with 

his job. Further, most employers felt T.E.O.P. placements to be 

generally good employees - dependable, trustworthy and cooperative 
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Responses of 35 Employers 
for 37 Clients 

~lestions on Job Pl'rfonnance, 
Attitude and Abilities 

Did your T.E.O.P. employee seem to 
his/her ,,"ork? 
27 YES 4N'J 6 DON'T Kl\'OW 

TAIlLE 1 

like 

Was your T.E.O.P. employee dependable? 
'WI' 12 ALWAYS 17 USUo\LLY 7 NEVER 1 APPLICABLE 

Do you feel your T.E.O.P. employee \~as trost1~orthy? 

18 ALI\j\YS 9 USUALLY 9 XEVER :-om 
1 APPLICABLE 

, 

Did your T.E.O.P. employee \~luntarily assume responsibility? 
7 ALI'IAYS 15 USUALLY 11~ :om 

4 APPLICABLE 

Did your T.E.O.P. employee cooperate with co-workers? 
13 ALI'IAYS 17 USUALLY 2 :"'EVER 5 :-lOT 

APPLICABLE 

On the whole, do you feel your T.E.O.P. employee was accepted 
by co-workers? 
15 ALWAYS 14 USUALLY 3~ NOT 

5 APPLICABLE 

Did your T.E.O.P. employee relate well to customers? 
11 ALI'IAYS 8 USUALLY 3~ 

NOT . 
15 APPLICABLE 

Did your T.E.O.P. employee try to avoid mistakes in her/her 
1>Ork "'hen they were pointed out? 
16 ALI'IAYS 14 USUALLY 3 NEVER WI' 

3 APPLICABLE 1 UNl<NOI'iN 

Did your T.E.O.P. employee begin \~ork inmediately upon arrival 
and continue until it was time to stop? 
18 ALl'IAYS 14 USUALLY 2 NEVER NOT 

2 APPLICABLE 1 UNKNOI'iN 

Overall, to what extent did your T.E.O.P. employee's work 
performance improve I,hile in the program? 
6 GREATLY 

n·1PROVED 
14 SCNEhHA. T 

I~1PROVED 
10 INPROVED 6 NO 

DIPROV'E1.~IT 
1 UNKNOl'iN 

How did your T.E.O.P. employee's work performance 
eompare with non-T.E.O.P. employees you have hired? 

1lJ0! 7 BETTER 16 &\/-IE i WORSE 1 :iUQI 4 UliKNOl'iN 2 BETTER IIORSE 

How well did your T.E.O.P. employee learn the basic 
job skills necessarl to assume the duties of an entry 
leve 1 position? 
6 mRS TIlA.'1 

ADB<UATE 20 ADEQUATE 10 LESS nWI 
ADEQ1ATE 1 UNOOl'iN 

Do you feel your T.E.O.P. emp1o"ee had an adequate 
educational background for the training he/she 
received? 
2 mRE TIL".'! 

ADEl{UATE 25 ADEGUATE 10 LESS TIlAN 
ADEl{UATE 

Do you feel your T.F..O.P. emp10yce had adequate 
vocational preparation for '.::,e training he/she 
received? 
13 YES 9 NO 15 DON'T K}K}.~ 

13 

T.E.O.P. Employer 
Assessment 

~ Favorable Response 
(t-!ot ,\{1[1 licahlc :U\u '", " . . ...... ., . 

deleted) 

87% 

81% 

7St 

67% 

94% 

91% 

86% 

91\ 

94% 

83% 
... -.---

75% 

72% 

73% 

59\ 
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with fellow employees and customers. Over three quarters of the 

T.E.O.P. employees' work performance was judged the same or better 

than non-T.E.O.P. employees; 30 (81%) of the T.E.O.P. employees in 

this survey always or usually avoided mistakes when they were 

pointed out which shows the development of a sense of commitment 

and responsibility; and 32 (94%) employees began work immediately 

upon arrival and continued until it was time to stop. These re

sponses suggest that T.E.O.P. participants are acquiring accept

able work habits and if they complete the program, should have a 

good knowledge of work habits and procedures. Further, the em

ployers felt that most T.E.O.P. employees had learned or were 

learning the basic job skills which would enable these placements 

to assume the duties of an entry level position. 

In assessing the program in general, as indicated in Figure 1, 29 

(83%) of the employers viewed the program as a somewhat adequate 

or more than adequate mechanism to provide useful job skills to 

clients; however, in terms of the actual transmission of good work 

habits and basic job skills to clients through the program, almost 

two-thirds of the employers felt the length of the training was at 

best somewhat less than adequate. This response was particularly 

prevalent among those employers who were training T.E.O.P. 

participants in skilled areas. Thirty-two (91%) felt that 

T.E.O.P. helped these Field Services Bureau clients succeed in 

their respective communities. The Bureau was viewed by most 

employers as somewhat adequate or more than adequate in helping 

them work with the T.E.O.P. employee. Seventeen (50%) of these 

employers, however, responded in the somewhat adequate category 

indicating that greater intervention on the part of the parole 

officer might be warranted. 

In assessing how the Department could have better prepared 

T.E.O.P. placements, three themes became apparent: first, better 

mental preparedness for taking on a job, second, better skill 
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FIGU~E 1 

Employer Responses to Adequacies of t~e T.E.D.P. Progra~ 
As Judged in Four Areas 

8 

21 
.... 
J.I 17 

Cate~ories: Four Areas 
1. Lenoth of Trainina Period 
2. Providinr- Useful Job Skills to T.E.D.P. Employee 
3. Helpin~ T.E.D.P. Employee Succeed in Co~unity 
4. Helping EMployer ~'Jork with T.E.O.P. Employee 

KEY: 
More Than Adequate!ZZ Z d 
Somewhat Adequate ! I 
Some~lhat Less Than Adequate k?;l "'\ _ <n 
Not At All Aden,uate g~!: 1'1: < :' :_,5j 
tlot Ap'p', i cab 1 e rs: S S 1 
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evaluation of the client, and third, preodemployment training (see 

Appendix D for complete listing of responses). 

The strengths of the program were overwhelmingly its ability to 

provide clients - ex-offenders - a second chance at life through 

an opportunity to learn job skills and to assume responsibility 

and purpose in society. (See Appendix D for a complete listing of 

responses. ) 

Weaknesses of the program revolve around both perceived client 

deficiencies and program deficiencies. Motivational proble~5 and 

mental preparedness were the primary client weaknesses. Better 

screening for skills in specific job placements and a longer 

training program were the areas most commented on as program 

weaknesses. (See Appendix D for a complete listing of responses.) 

Overall, T.E.O.P. appears to be focused in the proper direction to 

accomplish its first two goals and the findings suggest that 

T.E.O.P. has had and would continue to have a positive effect on 

T.E.O.P. emloyees and employers alike. Thirty or more than three

quarters of the employers said they would probably or definitely 

train another T.E.O.P. participant. 
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PAROLE OFFICER ASSESSMENT 

OF T.E.C.P. CLIENTS 

To ascertain the effects of T.E.O.P. on clients placed in the pro

gram, a questionnaire was mailed to all parole officers who had 

placed clients in T.E.O.P. since the beginning of the program. 

This included all one-hundred clients and thirty-six parole of

ficers. Ninety-five of the questionnaires were returned, although 

four of these were not completed. Five others were not returned. 

Follow-up requests revealed that some of the parole officers were 

no longer employed with the Department. This information was 

available for ninety-one (91) clients from thirty-two (32) of

ficers. The questionnaire was designed to gather information on 

how the various parole officers felt about the program, as well as 

their judgment of client performance. A detailed tabulation of 

question responses and a summary of the comments made by these 

respondents is included in Appendix E. 

'llhe analysis of t.his data indicates that a majority of the parole 

officers felt the program was beneficial for most clients and that 

indiviaual clients performed well during the program. The clients 

who completed the program were rated higher than the ones not com

pleting the program. The following analysis will discuss some of 

the more significant findings based on the responses to the ques

tionnaire . 

In terms of being of assistance in the supervision of clients, the 

parole officers rated the program fairly high. As can be seen in 

Table 2, fifteen clients required more supervision due to the 

program and twenty-four required less. The parole officers indica

ted when there was a difference in supervision, the program was 

more likely than the client to be the cause, but usually this 

resulted in less supervision being required. When more super

vision was required, the client was usually cited as the reason. 
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The parole officers felt completers, generally, required less 

supervision than non-completers. 

TABLE 2 

Level of Supervision Required 

Due to Client or Program 

DUE TO 
PROGRAl'1/ 

LEVEL OF SUPERVISION CLIENT PROGRAM CLIENT 

MORE/MUCH MORE 

Completer 3 5 0 
Non-Completer 20 10 0 
Total 23 15 0 

NOT/ 
APPLICABLE 

0 
2 
2 

, 

---~--------------------------------------------------------------

LESS/MUCH LESS 

Completer 
Non-Completer 
Total 

NO DIFFERENCE 

Completer 
Non-Completer 
Total 

3 
2 
5 

1 
2 
3 

15 
9 
24 

1 
o 
1 

3 
2 
5 

o 
o 
o 

o 
1 
1 

4 
8 
12 

When asked to rate their clients' attitudes toward work before, 

during and after the program, the parole officers indicated that 

most clients' attitudes improved significantly during the program 

but after the program there was a decline. A comparison of the 

before program attitudes to post program attitudes towards work 

showed some improvement. 
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The completers were rated higher than non-completers before, 

during and after the program on work attitude. It is important to 

note, however, that although the non-completers attitude toward 

work did decline somewhat after the program, their attitude as a 

group showed an 11.4% improvement over the rating given prior to 

entering the ptogram. This response indicates some positive pro

gram related benefits on the T.E.O.P. clients. 

Seventy-two (72) of the ninety-one clients had learned basic job 

skills according to the survey. Over 97% of the completers and 

74% of the non-completers were felt to have learned basic job 

skills. 

When asked to rRte their clients' overall performance in T.E.O.P., 

it appears the parole officers felt that all completers performed 

at an average or above level. Of the non-completers, over half 

were rated as average or above in overall performance. 

The high rating for client~ actually learning basic job skills of 

87% and an overall performance rating of 72% suggests that the 

clients are being benefited by T.E.O.P. The overall performance 

rating of 100% for completers doing average or better in the pro

gJ..:arn and 53% for non-completers suggests that program completion 

is considered to be an important success criterion by most respond

ents. 

When asked whether participation in the program improved their 

clients self-c0~cept, the respondents indicated that 60% of the 

clients showed improvement. Thirty-one (31) completers or 84% 

were rated as improving in self-concept while less than half of 

the non-cornpleters (43%) showed any improvement. Similar ratings 

for "success in his community" revealed a 49% overall rating with 

less than a third of the non-completers and over 70% of the com

pIeters showing improvement related to success in the community. 
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The lowest rating of 41% was obtained for improved family rela

tionships, where fourteen of the non-completers and twenty-three 

of the completers were rated as improved or much improved. Thus, 

it appears that the program is generally more effective in 

improving self-concept than success in the community or family 

interrelationships, but the program did have some impact on all 

three variables. 

It is interesting to note that forty-one of the clients used his/ 

her income to suppo~t his/her family. These clients are compos~d 

of nineteen (40%) non-completers and twenty-two (76%) comple

terse Of the forty-one clients supporting their families, twenty

four did so with one-half or more of their income. 

When asked if T.E.O.P. helped their clients or not, the parole 

officers indicated that T.E.O.P. was helpful for thirty-two (94%) 

of the thirty-seven completers and twenty-four (47%) of the non

completers. Overall, the program was considered of some help to 

fifty-six (66%) of the eighty-five clients for which a response 

was available. It is important to note that almost half of the 

non-completers were helped by the progra.m. The respondents indi

cated that when the client received "no help" from the program 

this was usually attributed to the client rather than the program. 

(See Appendix E for a complete list of responses.) 

Although information on a client's employment history was reques

ted: only about twenty-five of the responses were adequate. This 

was due in part to many of the clients being discharged prior to 

the mailing of this questionnaire. Where possible, this infor

mation was combined with employment data from client files and has 

been analyzed on pages 24 through 30 of this report. 

The parole officers indicated by their responses that the employer 

commitment to the program was quite high with an overall rating of 
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96% for medium to high commitment. Only four (4) employers were 

rated as having a low commitment to the program. This suggests a 

serious commitment on the part of employers to transfer job skills 

to the T.E.O.P. clients. 

The parole officers indicated that over three-fourths of their 

clients' type of job training offered the opportunity to advance. 

It is interesting to note that there is little difference betwee~ 

non-completers and completers in terms of job opportunity, 76% e.nd 

82%, respectively. Thus, it would seem from the available informa

tion that future job opportunity has little relation to whether a 

client is likely to finish the program. Unfortunately, no compari

son could be made between opportunity to advance and post.-program 

employment which would be a significantly stronger indication of 

the relationship between advancement opportunities and employee 

job commitment. 

General comments regarding the program and clients were obtained 

from about half of the parole officers. Some comments are worth 

noting here. The parole officers generally viewed the program as 

favorable, although two expressed concern over timely payments to 

clients. These concerns are discussed in more detail in the sec

tion analyzing the "Parole Officer Assessment of T.E.O.P". One 

parole officer noted that due to the generally healthy local econ

omy, a client could earn more by getting a job on his own than 

through the program. Since T.E.O.P. is designed to provide assist

ance to clients who need help during transition and who lack basic 

job skills, it is not for all clients and may not be of use in all 

areas of the State. (For a complete listing of these comments, 

see Appendix E.) 

The Department of HUman Services, Employment Division provides 

data on present employment by county and statewide for major em

ployers, as well as projections on future employment possibilities 
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by trade area. This data is available in the following pUblica

tions and current copies are available in the S.A.E.C.: (1) Ne~ 

Mexico Labor Market Review (this is a monthly publication), (2) 

Large Employers by County in New Mexico (March, 1979 data), (3) 

Large Employers in the Albuquerque Area, (4) Annual Occupational 

Analysis of Labor Supply and Demand, (5) New Mexico Occupational 

Manpower Needs to 1985, (May, 1977) and New Mexico Business, 

Bureau of Business and Economic Research, University of New 

Mexico. All of these materials could be of use to program 

managers and parole officers in determining the areas and occupa

tions where T.E.O.P. placements are likely to be needed and of the 

most benefit to the client. 

In summary, over half of the clients were thought to have exper

ienced an improvement in self-concept, while almost half showed 

improved success in their community and in family interrelation

ships. As a group, the clients were rated fairly high on overall 

performance. Client attitude toward work responsibilities im

proved sixteen percent overall, from entry to post-program, and 

twenty-five percent during the program. The T.E.O.P. employers 

were rated very high on commitment to the program (96%). Over 

half of the clients helped support their families with at least 

one-quarter of their program earnings. The program helped over 

sixty-five percent of the clients in some way, according to the 

survey responses. 
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PAROLE OFFICER ASSESSMENT OF T.E.O.P. 

A questionnaire was mailed to all fifty-six parole officers in the 

Field Services Bureau to obtain their perceptions of program opera

tions. Forty (40) or about 71% of the questionnaires were re

turned. Twenty-four or two-thirds of those responding had placed 

clients in the T.E.O.P. program. The complete results are listed 

in Appendix F. 

Seventeen of the respondents indicated that for a client to be con

sidered a T.E.O.P. "success", the person must have matured, im

proved in attitude, gained experience or become more responsible, 

learned job skills or become more employable, without necessarily 

completing the program. Thirteen parole officers felt program com

pletion was necessary for success. Of these, eight felt that con

tinued employment was also a necessary criteria. See Appendix F 

for a complete listing of responses. 

Most of the parole officers felt that T.E.O.P. was beneficial, 

both for clients and employers. The most commonly reported 

strength of the program was that the program "provides training 

and jobs for clients with poor work records and few skills." The 

most commonly cited weaknesses of the program were "too much paper

work" and "late checks". The evaluation staff after analyzing the 

data feels that many of the parole officers who cited the lack of 

timely paychecks as a problem may not have had clients in the pro

gram recently. Many comments were also directed at the length of 

the contract, and the time it takes to obtain approval for client 

placement. In discussions with the T.E.O.P. coordinator, it was 

indicated that a ten-day lead time is usually required for all 

clients, and those contracts which involve payments to employers 

require more extensive review than those not involving employer 

payments. Since no funds can be paid to clients or employers 

until the contract is approved, this seems to be the cause of much 
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of the delay. In addition, employee time sheets and evaluation 

forms may be partially responsible for the delays in payments once 

the program begins. 

The present contract has been reviewed and is considered to be of 

appropriate content (see Appendix A for a copy of the contract).9 

One suggestion which might be of help to the program coordinator, 

clients and employers is to include a time frame for payment of 

funds in the SCOPE OF THE WORK portion of the contract. This 

action would enable the employee, the employer and the coordinator 

to know specifically when an employee is to receive his first pay

check and all subsequent wages. This would require the Department 

to insure that payment is, in fact as agreed, contingent upon 

employer and employee performance. 

The contract is required for fiscal management purposes, but it 

should be stressed that it is also designed to assist in program 

management. The parole officers' comments indicate that the con

tract is often viewed as red tape or as bureaucratic paperwork. 

However, if field officers are urged to develop the work plan part 

of the contract to set up clear training goals with specific 

skills to be acquired, this could go far to improve both the 

utility and acceptability of the contract procedures. This action 

might also assist the client by letting him/her know what is to be 

learned in a specific time. 

9The contract was reviewed by Howard Everidge of the Administra
tive Services Division and the comments and recommendations made 
here are based mainly on his suggestions. 
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The bi-weekly employer evaluation of client per~ormance (submitted 

with client time sheets) may be useful but a more direct on-site 

meeting between the parole officer, client and employer might be 

of more benefit to all concerned. The employer evaluations might 

be simplified to merely providing a space where specific problems 

could be stated. The combination of specifying when payments are 

to be made, a more detailed work plan, on-site visits by parole 

officers and a shortened client evaluation may be more useful in 

identifying potential problems, improving training, reducing some 

of the paperwor~ and insuring that clients are paid in a ti~ely 

manner. 

Despite the noted weaknesses, most parole officers feel the pro

gram should be expanded to allow for more placements. Four 

officers felt the program was not long enough for placement in 

some jobs. (For specific comments, see Appendix F.) 

Thirty-three parole officers felt the criteria for client place

ment, as established by the Department, were clear and under

standable. One officer felt the criteria were not clear. When 

asked about the appropriateness of the current selection criteria, 

again thirty-three responded that these were adequate, three 

thought the criteria were "too restictive" and one felt they were 

"too lenient". The remaining six did not respond. 

Only sixteen of the forty parole officers responding made sug

gestions as to other selection criteria which should be applied. 

The comments varied widely but mostly related to opening up the 

program to all probationers and parolees, regardless of age or 

whether in- or out-of-state clients. Several parole officers com

mented on the need to screen clients for willingness and ability 

to work. This may indicate a need for some pre-testing of clients 

on their ability to perform in certain fields as a guide in job 

placement. Willingness to work, however, is a fairly subjective 
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judgment, and if a client expresses a desire to work, it would be 

difficult, though not impossible, to test for motivation (for 

complete responses, see Appendix F.) 

The parole officers generally indicated that a client should be 

placed in the program as soon as possible after release or even 

before leaving the institution or when placed on probation. Other 

responses varied from "there is no best time" to "anytime the 

client needs money. II 

In summary, the forty respondents indicated that the program was 

useful f that it provides clients with an opportunity to improve 

their work skills and that the program shouli be expanded in terms 

of increasing the number of placements. Although many comments 

were made about administrative paperwork, the present procedures 

seem necessary for both fiscal control and program management. 

More emphasis could be placed on :nforming clients and employers 

about the need for the contract. Parole officers and program 

managers may need to emphasize the use of the work plan as a 

training and progress assessment tool. 
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POST TRAINING EMPLOYMENT 

Available information on the employment history of participants in 

the program is insufficient to perform an impact analysis of the 

program on. future employment potential. The information that was 

available is summarized in the narrative and figures to provide a 

general albeit rough indication of employability. 

Irrnnediately after terminating or completing the program, 23 par

ticipants either continued to work with thefr employer or worked 

in a job similar to the one they had been trained in, and another 

27 participants were employed but in jobs different from their 

training. 

Job - San!! Type 
IS T.E.O.P. Tra'.;ing 

'19 

Fl~\!RE 2 

[r.plo)'l'lent of 100 T.E.O.P. Par'ticipants 
I~diataly After Pro~ran 

PROGPA'i 

COMPLETER 

Anot.~!r Type School llnefll10yed Relncarcer
ated of Job 

5 

o 2 

PROGv..'1 

HOlt CC"'.PLETER 

27 

UnknOlm 

11 
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Thirty-four participants are currently employed and five partici
pants are unemployed. The current employment status of 57 par

ticipants, however, is unknown. 

Program 
Com~leter 

Program 
Non
Completer 

EMPLOYED 

14 

~
j ~i 
! I 
I I 

:~ ~ 
I 20 I 
j"" ~I 
I~ I , 

~'" I 

FI3URS 3 

Curren: E.::m1oynent Sta'cus 
of 100 7.E.O.P. Participants 

SCHOOL 
~ 

PROGRAfI. 

COMPLEiERS 

UNEMPLOYED 
,-_____ REINCARCERATED 

I 2 I 1 

PROGRAM 

NON COMPlEiERS 

28 

UNKNOWN 

~, ,-
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The ability of the program to transfer skills to participants, 

therefore, cannot be judged on the hard information of actual 

employment patterns; however, the comments of parole officers and 

employers concerning the adequacy of the length of the training 

program raise questions on post-training employability. One of 

the program goals is to provide clients with "fundamental job 

skills upon completion of the program" by offering the opportunity 

to acquire basic skills through on-the-job training. Given this 

goal one must ask how much training is needed to bring a client's 

job skills to a level sufficient to perform the duties of an entry· 

level position. 

To answer this question staff researched entry level job specifi

cations for State Government employment. Generally the minimum 

requirements were \VeIl beyond the four month training period pro

vided in the T.E.O.P. program. Staff discussed the appropriate 

levels of training with Mr. Douglas Richardson of the Department 

of Education's Trades, Industrial and Technical Office. His com

ments indicated that the amount of training required in their pro

grams may vary but the minimum requirement is 900 hours. Of 

course, this level is a standard that is established to meet 

specific skill/knowledge criteria that would bring a client to the 

entry level for a skilled position, such as, automobile mechanic 

or welder. The skill level may not be as high for less skilled 

jobs. This information does not resolve the definitional problem 

of what job skills are needed; it does, however, support the con

tention that the present training period may be inadequate for 

skilled jobs. The T.E.O.P. coordinator should explore this issue 

and discuss the length and content of training for various job 

skills with the Trades, Industrial and Technical Education Office 

of the Department of Education. 
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PAROLE/PROBATION ADJUSTMENT ru~D RECIDIVISM 

A review of the literature shows recidivism, the tendency to 

relapse into a former pattern of behavior, in this case criminal 

behavior, to be a concept difficult to operationalize for meas

urement purposes. Many different standards and criteria can be 

used to measure success or failure. Generally, if a person does 

not return to the criminal justice system, he is considered a 

system success; if he does recidivate, he is considered a rehabili

tation failure. Glaser points out, however, that it is more 

realistic in assessing programs and individuals to look at recid

ivism outcomes on different levels according to the offender's 

degree of legitimate or illegitimate activities. 10 Analyzing of

fenders in this manner has its problems too because offenders 

often maintain a precarious position between the criminal and 

non-criminal world, contact with the criminal justice system often 

resting on environmental factors operating at the time. His

torically, most ex-offenders have been unable to provide for their 

basic needs - housing, food, jobs, etc. - and support mechanisms 

from family and friends have been likewise absent. Consequently, 

even those with every intention of staying straight may feel that 

the only means for survival is a return to crime. Despite these 

problems in developing a recidivism measure, however, corrections 

research requires the classification of offenders as either 

successes or failures, recidivists oc non-recidivists. 

I lODaniel Glaser, The Effectiveness of a Prison and Parole System -
~bridged Edition (New York, 1969) p. 31-32. 
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Because the typical rehabilitation process for offenders is grad

ual, T.E.O.P. success and failure criteria for recidivism have 

been defined ac~ording to the degree of contact with the criminal 

justice system over given periods of time, and according to tech

nical violations of parole or probation, and conviction for new 

offenses. Technical violations are any activities which result in 

the filing of a technical violation report by the client's parole/ 

probation officer. For the purposes of this study, technical vio

lations are indicative of adjustment problems. New offenses are 

defined as convictions for offenses delineated in the New Mexico 

Criminal Code. It is hoped that this means to establish the recid

ivism pattern will dissipate some of the controversy generally 

associated with recidivism measures. 

TECHNICAL VIOLATION CATEGORY 

Technical offenses can be violations of the conditions of parole 

or probation and/or an alleged commission of an offense against 

the criminal code. (In only one case did a technical violation 

later become coded as a new offense.) 

In Program 

While in the program, six participants committed a total of ten 

technical violations of parole/probation (all having been charged 

with misdemeanors or violations of the conditions of parole). 

Three of these participants completed the program and only one of 

the six went on to commit a new offense. This individual did not 

complete the program. 

Three (8%) of the 38 clients who eventually completed the program 

committed a total of five technical violations, 1.7 violations per 

technical offender. Three (4%) of the 62 program non-completers 

committed a total of seven technical violations, 2.3 violations 
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per technical offender. 

Juvenile 
Parolee 

Adult 
Parolee 

Adult 
Proba tioner 

TOTAL 

Post Program 

TABLE 3 

Technical Offenses in Program 

Parole 
Violation 

2 

2 

Misdemeanor 

1 

2 

1 

4 

Total 

3 

2 

1 

6 

One program completer out of 38 completers (3% program completers) 

committed a technical offense post program. This participant com

mitted two technical violations. Of the 62 program non-com

pIeters, 18 participants (29%) committed a total of 40 technical 

violations, a rate of 2.22 violations per participant committing 

violations. 
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TABLE 4 

Technical Offenses - Post Prosram 

Parole Condi- Non-Violent 
tion Violation Misdemeanor l'"1elony Total 

JuveniJ.e 
Parolee 5 2 7 

Adult 
Parolee 6 4 1 11 

Adult 
Probationer 1 1 

TOTAL 11 7 1 19 

NEW OFFENSE RECIDIVISM 

A total of 29 new offenses were committed by 19 clients during and 

after the program. Seventeen or fifty-nine percent (59%) of these 

offenses were felony crimes with property crimes composing over 

three-quarters of these felony offenses. 

In Prosram 

Only one individual committed a new offense during the time he was 

in T.E.O.P. This individual was convicted of possession of mari

juana and was sentenced to 15 days of community service. Since 

that time he completed the program, received a satisfactory dis

charge from parole and has been out of the program for 20 months 

with no further contact with the criminal justice system. 
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TABLE 5 

Occurrences of Recidivism by Offense: 
In and After Program 

(Can represent individuals committing more than one offense) 

Status 
Offense 

Petty 
Misde
meanor 

Misde
meanor 

Non
Violent 

Felony 
Violent 

Felony Total 

, 
Juvenile 
Parolee 2 2 3 7 1 15 

Adult 
Parolee 5 5 3 13 

Adult 
Probation 1 1 

TOTAL 2 2 8 13 4 29 

Post Program 

After leaving the program, 18 individuals committed a total of 28 

offenses. Only one program completer committed a new offense. 

This was a violent felony resulting in a co~~itment to PNM for 

15 - 50 years. Thirteen (13) of these participants recidivated 

within one year. It should be noted that of the 81 non-recid

ivists, 58 or 72% have been out of the program for more than one 

year, 13 for longer than two years. 

34 



I 
I 

N 

I 
U 
M 
B 
E 
R 

0 
F I 
R 
E 
C 
I 
D 
I I 
V 
1 
S 
T 
S I 

I 
I 
I 
il 
I 
I 
I 
I 
I 
I 
I 
I 
I 

8 

7 

6 

5 

4 

3 

-c-

--
-f-

- -
-t-

-- ,-- ~ 

FIGURE 4 

RECIDIVISM: ALL PARTICIPANTS 
COMMITTING HEW OFFENSES 

~-

2 -f- - ..- r-

1 -r-

0 

KEY: 

-

A8CDEF 

JUVENILE PAROLE 

A 

r-n I 
B CI 0 E'F' 

ADULT PAROLE 

~ 

I I I I I 

'A II C' D' E' F' A 8 

ADULT PROBATION 

Character Months Character Months 

:

25I 
B 20 
E 
R 

o 
F 

N 
o 
N 

R 

15 

E 10 
C 
I 
D 
I 
V 
I 
S 
T 
S 

5 

o 

1. 

+ 
-i-

f-
+ 

--

, -
-,-

A 
B 
C 

KEY: 

o • 4 
5 • B 
9 - 12 

-

r-

-
r-

-r-

, ABCDEF 

JUVENILE PAROLE 

Character Months 

A 0 • 4 
B 5 - 8 
C 9 .' 12 

D 
E 
F 

13 - 18 
19 • 24 
25 + 

FIGURE 5 

HON-RECIDIVISTS: TIME OUT OF PROGRAM 
(Represents Completers and Non Completers) 

..-

0-

r-

r--
f-

h 
ABCDEF 

ADULT PAROLE 

Character Months 

1 

, 0 13 • 18 
E 19 • 24 
F 25 + 

,--

nl n, 
, 1.1 ,I ,I ABCDEF 

AOUL T PROBATION 

r- ,--

~ 

-

C D E F 

TOTAL 

r--
r--

-

r-

r-r-

ABC 0 E F 

TOTAL 



I 
I 
I 
I 

II 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 

Some offenses committed by participants did not affect a change in 

the parolee's or probationer's status in the Department. Thirteen 

of the 19 offenders committed new offenses which resulted in a 

change in their status~ incarcerated while under supervision/new 

offense; extended parole/probation supervision for new offense; 

incarcerated after discharge for a new offense. Ten (10) of these 

participants' offenses resulted in their incarceration in a state 

institution. Figures 6 through 8 break this recidivism pattern 

down into the f~llowing categories: months before recidivating, 

job training classification, parole/probation classification and 

non-completion. 

The five (5) skilled recidivists represent 17% of the non-com

pIeters in this job category; the four semi-skilled job trainees 

represent 16% of all non-completers in this category; and the 

three unskilled recidivists make up 33% of the non--completers in 

the unskilled category (see Appendix B, Phase I Report, p. 65). 

This seems to indicate that those in the semi-skilled and skilled 

a~eas are less likely to recidivate than those placed in a train

ing program for an unskilled job; however, this finding may be the 

result of other intervening factors such as intellectual capabil

ity or prior work experience and not a result of the program place

ment. The number of clients in these categories is too small to 

provide direct evidence for this relationship. 

To find out why these placements in semi-skilled and skilled areas 

are less likely to recidivate, it would be necessary for the Field 

Services Bureau to collect additional data, particularly in the 

area of employment: income, job stability, length of employment, 

etc. If the Bureau maintained a list of clients recommended to 

the program but not placed because of the unavailability of space, 

these clients could serve as a reasonable comparison group which 

would provide more definitive information on the program's impact. 
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Given the type of client in T.E.O.P., the Field Services Bureau 

felt that if a person committed no more than one technical viola·

tion of parole from enrollment in the program to one year after 

the program, the client can be considered to have adjusted well to 

parole or probation. A 10 percent or less recidivism rate occur

ring within one year of the program among all T.E.O.P. partici

pants would indicate program success. Using these figures as the 

parameters of program success, T.E.O.P. can be said to have played 

a part in alleviating the adjustment problems of most participants 

and carne close with a 13 percent one-year recldivism rate to 

meeting its maximum 10 percent rate. For the 38 program com

pleters, whom one would expect to be most influenced by the pro

gram, the recidivism rate was a low 3 percent. 

Simple and multiple correlational analysis with recidivism as the 

outcome measure, however, showed ~o significant relationships that 

would identify those most likely to recidivate. It appears that 

these variables would not be helpful to use as a screening proce

dure. 

Comparison to Other Programs on Recidivism 

The philosophy of space available open access to the program to 

those meeting the criteria, and the operation/management pattern 

were among the factors precluding the use of a more rigorous ran

dom allocation research design. It was felt, however, that the 

mere reporting of the amount and type of recidivism encountered 

would not be sufficient and T.E.O.P. 's effects must be placed in 

some comparison context for review. Other corrections' programs 

operating in the United States were studied for this purpose. The 

evaluation staff was unable to locate other programs similar to 

T.E.O.P. in thrust and operation~ The programs abstracted offer 

generally more comprehensive services than are provided by 

T.E.O.P.; therefore, several methodological limitations to asses-
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sing the comparisons as definitive or "hard" are present. Among 
these limitations are the unique cultural character of New Mexico, 

the generally rural nature of New Mexico, the age groupings in the 

program, and the inherent differences that can range from adminis

trative and supervision practices to the setting and services 

offered. Individually and together these factors can profoundly 

influence an outcome. Table 6 describes the target group, ser

vices and recidivism rates for the various programs used as com

parisons. 

The Table indicates that T.E.C.P., given the limited services 

provijed, compared favorably to the other programs, and can be 

considered to be within the range of expected outcome performance, 

i.e., recidivism rate. In fact, compared to the majority of the 

programs listed in the Table, T.E.C.P. achieved a considerably 

lower recidivism rate with a small amount of input. 

TABLE 6 

COMPARISON ON RECIDIVISM OUTCOME 

PROGRAM NAME SERVICES AGE RECIDIVISM MEASURED IN MONTHS DEFINITION 

T.E.O.P. Basic On-The- 16-26 All Participants (100) Completers (38) New Offerse Conviction 
Job Training 7% 6 months 5% 6 months 

13% 12 months No change 12 months 
15% 18 months from 6 mo. 18 months 

Associated Education and 15-18 : 20% 12 months Recoomitment 
Marine Job Training 24% 18 months 
Ins ti tute 

Try Center Education, Juveniles 34% 18 months New Offense Conviction 
Employment 
Placement and 
Counseling 

Florida Education, Juveniles 4ll: 18 months New Offense Conviction 
Halfway Counseling 
House and Basic 

Employment 
Training 

Trans iti 'lOa 1 Job Placement 18-45 40% 12 months First Arrest 
Aid Research and Transition- (58.~% under 
Project a 1 Financi al 25 years. old) 

Aid 

CARVE Program, Reintegration- Adult 18% 12 months Reincarceration 
Massachussetts Volunteer Work 

Mon roe Co un ty Vocational 18-35 7'1. 6 months Probation Revocation or 
Pilot Probation Upgraoing - New Offense Conviction 
Project High Intensity 

Program , 

40 
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Overall, 5 (13.1%) of the 38 program completers had at least some 

contact with the criminal justice system during or after the pro

gram. Of the 62 non-completers, 32 (52%) have had at least some 

contact with the criminal justice system though not necessarily 

for a new offense. Seventeen of these contacts were for new of

fenses and seven of these individuals had more than one contact. 

Using as guidelines Field Services Bureau expectations for the ad

justment and recidivism rate, T.E.O.P. can be considered a factor 

in parole/probation adjustment and reduced recidivism. Compared 

to other reintegration programs, T.E.O.P. can be considered well 

within the range of expected outcome on the recidivism measure. 
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INTERPRETATION AND CONCLUSION 

The purpose of the evaluat.ion study was to assess T.E.O.P.'s 

success in meeting client training needs and program goals. This 

section contains a summary of program achievements and problems 

with recommendations for improving operations and assessing 

impact. 

Employers who responded to the T.E.O.P. employee questionnaire 

thought quite highly of the clients and indicated that these 

clients were acquiring good work habits and learning basic job 

skills - a program goal. The program was praised by these same 

employers as a very effective means to help offenders reintegrate 

into their communities and to giv~ these offenders a second chance 

at success. Many employers felt, however, that T.E.O.P. clients 

should have some testing or other form of skill evaluation and an 

orientation to the world of work prior to job placement. In line 

with this, several parole officers recommended a screening for 

willingness and ability to work. This is a matter that one would 

expect to be dealt with as part of the selection process. Em

ployers suggested that, particularly in the more skilled posi

tions, a four-month training period is inadequate. A discussion 

of appropriate length of training for various jobs with representa

tives of the Trades and Industrial Education Section of the Depart

ment of Education might be of benefit to the T.E.O.P. program. 

The fact that T.E.O.P. has experienced a 62% drop-out rate coupled 

with the employer and parole officer assessments of program weak

nesses indicates a need for closer scrutiny of the placement pro

cedures. Juveniles recommended to the program from an institution 

are given vocational counseling and aptitude testing which aid the 

parole officer in client job placement. For the adult parolee and 

probationer, this pre-employment preparation is not likely to have 

occurred and the parole officer is left without the benefit of 

in-depth knowledge of his client's aptitudes and abilities prior 
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to actual placement. 

Consideration should be given to administering simple job aptitude 

and interest tests, such as The Minnesota Vocational Interest 

Inventory, California Occupational Preference Survey, or Job Dimen

sions, and the General Abilities Test Battery or Differential 

Aptitude Test. ll These tests could be a component of a pre-employ

ment orientation program in job skills, such as filling out appli

cations, interviewing and vocational assessments. These compon

ents could then be brought together to provide a realistic apprais

al of client career interests, ambitions and requisite skills. 

Interest in a particular job does not necessarily indicate a capa

bility to perform a job and so placement in a job that is not 

suited to the client's capabilities could have serious negative 

consequences on his sense of self esteem and behavior. Using the 

findings from the testing and orientation process in combination 

with the judgment the parole officer has acquired from his long 

contact with offenders should result in more successful job 

training placement and the orientation process itself might serve 

as a motivating force for the client as he begins his job training 

He will not only have a better grasp of the requirements of the 

work world but will feel he has actively participated in his 

career planning. This additional knowledge about the client would 

also be helpful to the employer in his curriculum development and 

to the client himself should he need to seek employment at a later 

time. The Singer/Graflex Monroe County Pilot Probation Project 

110scar Krisen Buros, ed., The Seventh Mental Measurements 
Yearbook, Highland Park, New Jersey, 1972, Vol. II, p. 1009-1057; 
John P. Robinson, Robert Athanasiou and Kndra B. Head, Measures of 
Occupational Attitudes and Occupational Characteristics, Ann 
Arbor, M~:higan, 1976, p. 313-333. 
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reported success in job placement through the use of a vocational 

evaluation system. 12 This system revolves around identifying with 

the client his reasons for participating in the program, the impor

tance of cooperating in the orientation, the possible affects of 

the program on the client and his family, the need for the client 

to be exposed to unfamiliar occupations, and the purpose of the 

various tests he will take. This orientation session for voca

tional aptitude and interest assessment is brief. For New Mexico 

Criminal Justice Department clients an appropriate time for much 

of this pre~placement evaluation would seem to be prior to release 

on parole if the client has been incarcerated. Although the 

multiple regression analysis did not indicate a "best time" for 

placement in the program, many parole officers felt that clients 

should begin the program while in an institution or immediately 

upon placement on parole or probation. Placement immediately upon 

release from the juvenile institutions occurs frequently but place

ment directly from the adult institutions is a rather rare occur

rence. The Field Services Bureau should consider giving periodic 

"seminars" about the program at the adult institutions. These 

sessions should be directed at the appropriate institutional 

staff. 

In terms of increasing the length of the training program, the 

Department might attempt, when feasible, in the skilled trades to 

work out a 50-·50 agreement with employers in which the Department 

l2peter S. Venezia and William A. McConnell, The Effect of 
Vocational Upgrading Upon Probationer Recidivism, (National 
Council on Crime and Delinquency, Research Center, 1971). 
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not pay for the services of the T.E .. ,O.P. placement until after he 

has learned appropriate work procedures and become familiar with 

the employer's place of business and operations. By bringing the 

training period in line with other basis job training programs, 

the Department might attempt to make arrangements with the Depart

ment of Education to present certificates to "graduates" which 

could provide more of a sense of importance to program completion 

and give cliAnts a credential to use in seeking employment. 

Research into the length of training programs corroborates the 

employers' and parole officers' assessments of inadequate time 

allowance. According to Mr. Doug Richardson of the Department of 

Education the bare minimum training time for skilled jobs is 900 

hours. 13 In some of the Department's programs, the students 

receive certification. The student's progress in the Cooperative 

Education Program is monitored by the area coordinator through 

on-site visits with the student and employer. In addition, their 

training agreement is much more specific than most of the work 

plans found in the T.E.O.P. contracts of the clients studied in 

this evaluation. 

Earlier in this report the importance of employment to parole 

success and the difficulty ex-offenders often have in obtaining 

employment has been cited and described. Given this importance of 

13Informal discussion of appropriate lengths of training programs 
with Mr. Richardson on April 10, 1979. 
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-- --- ---------------

employment to "straight living" a.mong ex-offenders, particularly 

the "bottom of the line" client in T.E.O.P., its requirement as a 

parole condition, anci the types of acti vi ties which are necessary 

to fully and effecti'.,rely run an ex-offender job training program 

statewide, it is recom.mended that the Criminal Justice Department 

consider mclking funds available for a position within the Field 

Services Bureau in which primary responsibility would be T.E.O.P. 

coordination. Under current T.E.O.P. management conditions, the 

coordinator is limited in the amount of time that he can devote to 

program matters. T.E.O.P. coordination is only one of several 

tasks he is responsible for. A full time coordinator's responsi

bilities would include program administration, liaison with the 

institutions, job market analysis, job development, client 

screening and on-site monitoring of client progress. A person 

having full time responsibility for the program could better 

insure that the program as implemented is meeting its goals and 

client training needs. 

Because of the high risk client in T.E.O.P. and his concornmitant 

tendency to drop out of the program, it is suggested that, if it 

would not be deemed harmful to the client's relationship with 

fellow employees to have his parole officer seen on the job pre

mises, regular meetings take place among the parole officer, 

client and employer to discuss program related progress, problems 

and achievements. Many of these offenders may simply have been 

"down" too long to understand the dynamics around them. These 

meetings can help provide T.E.O.P, clients much needed success 

experiences, engender self-esteen, and alleviate problems which 

might in turn improve attitudes about the benefits to be gained 

from legitimate self-sufficiency. 

The adjustment and recidivism rates for clients who participated 

in the program was impressive, particularly for those who com

pleted the program. Of all 100 participants, 24 co~nitted tech-
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nical violations. A total of 19 participants committed new 

offenses with 13 recidivating within one year. Only two com

pleters committed new offenses. Skilled and semi-skilled workers 

appear less likely to recidivate. On the recidivism measure, 

T.E.O.P. compared very favorably with other programs offered to 

juveniles and young adults. 

Finally, although the design available to use for the evaluation 

does not allow for direct association between the program, recid

ivism, and parole/probation adjustment, the recidivism rates 

coupled with the comments of the parole officers presented earlier 

suggest that generally the program did positively influence 

parole/probation performance and may have provided the environ

mental support necessary to avoid recidivism. 14 However, one 

would expect that a job training program would not only help 

reduce recidivism among unskilled offenders but would also lead to 

employment. The employment history of participants' post program 

is at best sketchy. Because of the unavailability of appropriate 

data, there is no way at this time to show that the program is 

actually impacting on an important goal of T.E.O.P. - the employ

ability of these clients. Despite this limitation in the current 

analysis, this problem can be overcome. It is recommended that the 

T.E.O.P. coordinator maintain a list of qualifying but not placed 

clients and implement data collection procedures on employment and 

related information: opportunity for advancement, length of 

employmen t, income, etc. If data is ga thered a!'.d cons is ten tly 

14A study to predict the effects of environmental deprivation on 
recidivism by W. O. Jenkins at the Draper Correctional Center 
found that occupational issues such as employment, job participa
tion, job status and income, and interpersonal relationships are 
key variables in predicting recidivism. 
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maintained, analysis could be done on how well T.E.O.P. facili

tates and improves the chances for participants to obtain and 

maintain employment, and on employment's relationship to recid

ivism among Field Services clients. The Statistical Analysis & 
Evaluation Center could aid the Bureau in developing a. record 

keeping system for this purpose. 

Although. a cost effectiveness study was not feasible given the 

data limitations, it is generally agreed that a reduction in 

recidivism results in a decreased need for a growth in client 

related services and this can be considered a savings associ~ted 

with the program. 
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STATE OF -NEW ~EXICO 
CRIIHNAL JUSTICE DEPARTI~EN1 

CORRECT! ONS 0 I V IS ION 

TECHNICAL AND PROFESSIONAL 'SERVICES AGREEMENT 

TRANSITIONAL EMPLOYMENT DPPORTU~I~Y PROGRAM 
, " 

com RACT NO-. ----

THIS AGREEMENT is made and entered into on . ._' 19_, __ ' 
by and between the.State of New Mexico, Criminal Justice Department, Corrections' 
DiVision, hereinafter referred to as the "Department", and 

---~-------~-hereinafter referred to as the "Contractor". 

IT IS HEREBY agreed by and between the parties: 

1. Scope of Work 
The Contractor shall~ 
A. provide on .. the~job vocational training to'"",,,", --,.....,........,...,.--,,...,--.-_..,.-------,

at the Contractor's 'business establishment for' a m~imum of 640 hours at 
_____ hours per week, subject to the termination provisions below. 

B. supervise the training of _____________ and certify 

the trainee's time sheets. 

C. keep _________ 's Parole Officer infonned of any problems or 
difficulties encountered with the client. 

D. contri bute to the development of, ____ ----.-.-.,......,,.....,...,..' s strong moral 
character to aid in becoming a benefit to society. 

E. fully cooperate with the Department in evaluating the progress of 
_________ ' _. Contractor's participation in the evaluation 

shall include but not be limited to: 

1) meeting with _______ '_'5 Parole Officer as frequently 
'as requested by the Department; 

2) conducting a bi-monthly evaluation which will be submitted to the 
Coordinator of this program; 

3) participilting in a monthly evaluation of _____ --:-_-'5 

progress; 

4) meeting on the ninth week of training \'lith the Coordinator to 
determine whether the program should be continued. 

F. comply \'lith the work program outline which is attached. The provisions 
of that outline are hereby incorpor.ated by reference and made part of 
this agreement. 

G. Contractor further agrees that no funds hereunder 3hall be used for any 
partisan political activity. 

2. Compensation 
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A: The'Department shall pay to the C.ontractor in full payment for .. 
~ services rendered the sum of $ per month, such compensation 

not to exceed $ in total. 

B. The Department shall pay the Bureau of Revenue directly the New Mexico 
Gross Receipts Tax levied on the amounts payable under this agreement. 

C. Payment shall be made within five to eight wOI'king days from the date 
of receipt and audit by the Department of a Purchase Voucher signed 
by the Contractor. The Purchase Voucher shil1l be submitted by the 
Contractor on the last working day of r,dch month. 

3. Term 

THIS AGREEMENT SHALL NOT BECOME EFFECTlVE UNTIL APPROVED BY THE CRIMINAL 
JUSTICE DEPAATNENT, AND THE DEPARTMENT OF FINANCE AND ADMINISTRATION. This 
agreement shall tenninate on -.-__________ , 19 __ , unless 
tenninated pursuant to paragraph 4, infra. 

4. Termination 

5. 

This agreement may b~ terminated by either of the parties upon written 
notice delivered to the other party. By such termination, neither party may 
nullify obligations already incurred for performance or failure to perform 
prior to the date of termination. Termination of the trainee Qy the Contractor 
does not require Department approval. The Contractor's rights~o suspend or 
discharge employees shall be in accordance with the Contractor's established 
rules and regulations. The Contractol' shall refer all discipl inary problems 
to the client's Parole Officer. 

Status of Contractor 

The Contractor, and his agents and employees, are independent contractors 
perfonning vocational training services for the Department and are not employees 
of the State of New Mexico. The Contractor, and his agents and employees, 
shall n·ot accrue leave, retirement, insurance, bonding, use of state vehicles, 
or any other benefits afforded to employees of the State of New Mexico as 
a result of this agreement. 

6. Assignment 

The Contractor shall not assign or transfer any interest in this agreement 
or assign any claims for money due or to become due under this agreement 
without the prior written approval of the Department. 

7. Subcontracting 

The Contractor shall not subcontract any portion of the services to be 
performed under this agreement without the prior written approval of the 
Department. 
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. 8, Appr'?pri, at1 on~, 

The terms of this agreement are contingent upon sufficient appropriation 
and authorization being m11.de by the Crimin"l Justice Department for the 
performance of this agreement. The Department's decision as to whether 
sufficiant appropriat"ions are available shall ue accepted by the Contractor 
and shall be final. 

9. Release 

The Contractor, upon final payment of the amount due under this agreement. 
releases the Depnrtment, its officers and employees, and the State of i~ew 
Mexico from all liabilities, claims and obligations whatsoever arising 
from or under this agreement. The·Contractor agrees not to purport to bina 
the State of New Mexico to any obligation not assumed herein by the State 
of New Mexico, unless the Contractor· has expressed written authority to do 
so, and then only within the strict limits of that authority. 

10. Conflict of Interest 

The Contractor warrants that he presently has no interest and shall not acquire 
any interest, direct or indirect, which would conflict in any manner or d~gr.ee 
with the performance of services required under this agreement, 

11. Amendment 

This agreement shall not be altered, changed or amended except by instrument 
in writing executed by the ,)rties hereto. 

12. Scope of Agreement 

13. 

This agreement and attached work program outline incorporate all the 
agreements, co~enants, and understandings between the parties hereto concerning 
the subject matter hereof and all such co~enants, agreements and understanding 
have been merged into this written agreement and attached worK program outline. 
No prior agreement or understanding, verbal or othen~ise, of the parties or 
their agents shall be valid or enforceable ~nless embodied in this agreement 
or attached work program outline. 

Workman's COl1ltrensat-ron Insurance 

Workm~n':; Compensation Insurance coveri ng Corrections Di ','; si on employees shall 
also cover within the scope of his/her vocational 
training under this agreement. 

14. Recurds and Audit 

The Contractor shall maintain detailed time records Vlhich indicate the date, 
time and nature of services reJ"1dered. These recol"ds shall be subject to audit 
by the Department of Finance ~~~ Administration, the Criminal Justice Department, 
the State Auditor, the Law Enforcement Assistance Administration, and the 
Comptroller General of the United States. Th~ shall have 
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.. 
the. rl ght. to audit bill ings both ~eforE:! and after payment. Payment 
unde:1" this Ag'reement shall not foreclose the right of the . 

~,c, .......... ,~ 
to recover excessive or illegal payments. 

15. Product of Services: Copyri gilt 

All written materials developed specifical1y for the-- ' by the 
•. j' 

CONTRACTOR under this agl'eement shall become the property of the State of 
New Mexico and shall be delivered to the _____ ·_' .... ..__ .... n.ot. later than the 
termination date of ~his Agreement. No such materials developed, in whole or 
in part. by the CONTRACTO~ under this.Agre~~ent shall be the subject of an 
application for copyright by or on behalf of the CONTRACTO~. . . '. .. 

16. Prohibition Against Dual Compensation 

The charges for services rendered under this contract are reimbursable or 
subject to compensation only to the extent that such services relate exclusively 
and directly to the purpose of this Contract, and supplemental or additional 
payment by the CONTRACTOR from any other source is prohibited •. 

17. Egual Employment Opportunity 
. . 

lhe CONTRACTOR. in the performance of this Agreement, shall not discriminate 
against any employee, client or other person on the basis of race, color, 
religion. national origin, sex or age. 

18. Compliance with General and Special Conditions 

. In the performance of this Agreement, the CONTRACTOR agrees to adhere to any 
appli·cable Law Enforcement Assistance Administration and Criminal Justice 
• Q. . 

Department gem-al and speCial conditions to grant NUMBER 78-F-4-2~5. 

This Agreement shall be governed by the La\~s of the State of New Mexico. 

19. Confidentiality 

Any information given to or developed by the CONTRACTOR in the performance of 
this Agreement shal; be kept confidential and shall not be made available to any 
individual or organization by the CONTRACTOR without the prior written approval 
af the __________ _.__. 

IN HITNESS WHEREOF, the parties hereto have executed this Agreement as of the 
date and year first written above. 

., 
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By: 
~C-on~t~r-a-ct~o-r--------~-----------

THIS AGREmENT HAS BEEN APPROVED BY; 

By: 
----------~--------------

DATE: _________ ---. .................... , 

lly: 

Sl"f'.TE OF NEW l1EXICO 
CORRECTIONS DIVISION 

Director, Corrections Division----

The records ofth~ Bureau of Revenue reflect that the Corrections Division 
has entered into a TS-22 agreement with the Bureau of Revenue and that the 
Correcti ons D'ivi s1 on will pa.y the Gross Rece; pts Tax 1 evi ed on the 'amounts 
payable under this agreement directly to the Bureau of Revenue. 

By: 
-----------------------~--~~. 

Date: ______________ ~--__ ~,...,....,......,.... 

Bureau of Reve-ue 
Returns Processing Division 
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APPENDIX B 

MAJOR VARIABLE LIST* 

Background Variables 

Age 

Sex 

Marital Status (Categories: single, married, separated, divorced, 
widowed) 

Dependents (Categories: yes, no; if yes, number of dependents) 

Living Situation (Categories: both parents, one parent, spouse, 
other relative, self, other) 

Field Office District 

Education (Categories: junior high or less, high school, H.S. 
diploma/GED, post secondary) 

Vocational Training Prior to Placement in T.E.O.P. (Categories: 
yes, no, unknown, for training in area similar to T.E.O.P. 
training) 

Criminal History 

Age First Offense 

Prior Offense Score by Rating Scale 

Total Offense Score by Rating Scale 

Technical Violations during and after Program (Categories: number 
and type) 

Offenses Committed during and after Program (Categories: offense 
and counts) 

Parole Discharge (Categories: no, early discharge, satisfactory, 
unsatisfactory) 

*Additional variables were drawn from the Survey Instruments (See 
Appendix G) 
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Current Status with Criminal Justice Department (Categories: 
still under supervision, incarcerated while under supervision/new 
offense, under supervision for new offense, incarcerated after 
discharge/new offense, not in custody of the Department) 

T.E.O.P. Program Variables 

Referral Source (Categories: juvenile institution, juvenile 
parole, adult institution, adult parole, adult probation) 

Parole Date 

Employment Date in T.E.O.P. 

Number of Weeks Between Parole and Employment Dates 

occupational Classification (Categories: skilled, semi-skilled, 
unskilled) 

Length of Time in Program 

Program Completion/Termination (Categories: yes, no) 

Reason for Termination (Categories: fired, job dissatisfaction, 
another job, moved, parole/probationrevocation, other) 

Post Program Employment Variables 

Employment History 

Current Employment Status (Categories: employed, student, 
unemployed, reincarcerated) 
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A REPORT FROM 
STATISTICAL ANALYSIS & EVALUATION CENTER 

T.E.O.P. 
EVALUATION REPORT 

PHASE I 

Dr. Charles E. Becknell, Secretary 
Criminal Justice Department 

Administrative Services Division 

Joe R. Romero 
Division Director 

Sheila A. Cooper 
Center Supervisor 

Jane C. Cohen 
Richard w~ Tuttle 
Robert A. Gallegos 
Paul E. Shoemaker 
Carolyn Flemins 
Hazel N. Romero 
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PROBLEM STATEMENT 

Offenders, particularly those who have been incarcerated, have a 

difficult time readjusting to life back in their communities. One 

problem faced by some offenders is idle time because they are not 

employed or otherwise engaged in activities that lead to legiti

mate forms of self-sufficiency. This problem is exacerbated by 

the fact that many do not possess marketable job skills and do not 

meet the criteria for placement in existing manpower training pro

grams. Unemplo: ment is considered a major factor in poor parole 

or probation ad~ustment and criminal behavior. Unemployment is 

particularly high among juveniles and young adults. 

The Corrections Division developed the Transitional Employment 

Opportunity Program (T.E.O.P.) to meet the needs of the so called 

"bottOIll of the line" offenders - those with little or no history 

of employment or job stability. T.E.O.P. offers paid on-the-job 

vocational training in the participant's community. Having this 

training take place in the community better ensures that the job 

skills learned will be relevant to the jobs available and provides 

to the participant a chance to take a positive role in the com

munity. It is by providing this opportunity to learn basic lob 

skills that T.E.O.P. aims to increase the ability of a participant 

to obtain or continue employment after release and to reduce the 

participant's chances of recidivism. 
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EVALUATION PLAN 

The goal of the evaluation study is to provide the Corrections 

Division of the Criminal Justice Department with information on 

T.E.O.P.'s effectiveness in meeting the following program goals: 

1. T.EoO.P. participants will have fundamental job skills 
upon leaving the custody of the Criminal Justice Depart
ment (fundamental job skills are defined as good work 
habits and the job skills necessary to obtain an entry 
level posit.ion). 

2. T.E.O.P. participants will have improved post-release 
success in obtaining employment through on-the-job 
training. 

3. Participation in T.E.O.P. will result in a reduction in 
recidivism and adjustment problems associated with parole 
or probation (recidivism is defined as return to the 
criminal justice system through commission of a new 
offense or parole or probation revocation; adjustment 
problems are defined as violati-~s of the conditions of 
parole or probation). 

The Corrections Division views these goals as consecutive steps on 

the individual client level: accomplishment of goal 1 leads to 

goal 2, accomplishment of goals 1 and 2 leads to goal 3. 

The evaluation entails measuring T.E.O.P.'s effects on three 
levels: 

I. Program completion as a function of participant charac
teristics: Participants are studied to determine 
whether there are certain characteristics that 
predispose a participant to success in the program. 

II. Survey of parole officers and employers: Parole officer 
and employer assessments of both the program and individ
ual participants are analyzed to determine how the pro
gram has affected the participant's behavior, attitude 
toward work responsibilities and acquisition of basic 
job skills, and how the program itself might be 
improved. 

III. Post Program Analysis: The program's impact on partici
pant post program employment and involvement with the 
criminal justice system is studied. 
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RESEARCH METHODOLOGY FOR PHASE I 

The data presented in this preliminary report represents the first 

phase of the evaluation and is meant only to describe the T.E.O.P. 

participant as he existed in the Program. The information learned 

from Parts II and III of the evaluation will be incorporated with 

Part I and presented in a later report. 

The research procedure for this phase of the evaluation required 

three sequential steps. First, a desciption of the T.E.O.P. par

ticipant was obtained to define the type of person placed in the 

program. Second, a comparison of program completer with program 

non-completer was made to identify differences between the two 

groups in demographic characteristics. Third, using a computer

based multiple regression analysis, a number of characteristics 

were analyzed to see how they were related to program outcome. 

The characteristics correlated to program outcome considered to be 

important were those indicated from previous research, from dis

cussions with staff of the Criminal Justice Department and from 

the best judgment of the evaluators. 

It should be noted chat this phase of the evaluation used program 

completion as the only measure of program outcome. 

PARTICIPANT PROFILE 

The participant profile consists of all 100 T.E.O.P. participants 

who completed or otherwise terminated the program between October 

12, 1975 (the date of the first T.E.O.P. placement) and December 

21, 1978. To describe the clientele served by T.E.O.P., twenty

one variables were derived from Departmental files maintained on 

each T.E.O.P. participant. A listing of these variables can be 

found in Appendix A. 
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For purposes of this study, persons who complete the program will 

be referred to as "program completers" and those who terminated 

the program will be referred to as "program non-completers." Pro

gram completion means remaining in the program until the training 

contract expires. Program non-completion means one of the fol

lowing: fired, job dissatisfaction, employment elsewhere, moved, 

parole/probation revoked or other. Program termination, there

fore, does not necessarily indicate unsatisfactory adjustment to 

the program but could indicate other causal factors impinging on 

the client which resulted in program non-completion and, there

fore, should not be considered indicative of program failure in 

all cases. When appropriate, the research findings will specify 

reasons for non-completion. 

OFFENSE RATING SCALE 

To make distinctions of degree of criminal history between 

clients a rating scale of criminal history which assigns a single 

score to each client was developed to compare individuals along a 

common scale. Fifteen distinct hypothetical offender histories 

were identified. Seriousness weights were established for four 

categories of "offenses": 

Seriousness Weights 

Status Offense ••••.••••••••.••••••••••.•.• 

Misdemeanor ••••••••••• '-' •••••••••.•...•.••• 

Property Crime-Felony .................... . 

Violent Crime-Felony ••••••••••••••••••.••• 

• 5 

2.0 

8.0 

32.0 

Using the scale, this means that one property crime-felony is 

interpreted as four times worse than a misdemeanor. 
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Without knowledge of the seriousness weights associated with the 

criminal histories, 13 people within the Department were each 

asked to rank these hypothetical offender histories specifically 

in relation to one another, indicating 15 as the most serious 

criminal history and 1 the least serious history. The ratings 

indicate the individual's relative position in the offender pop

ulation. At the time of analysis, eleven rankings were analyzed 

against the rankings established through the seriousness weighting 

system. An unusually high correlation coefficient of .98 was 

derived. This rating scale correlation coefficient is statis

tically significant and considered valid as a reasonable approxi

mation of offender history for purposes of the study. 
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DESCRIPTION OF T.E.O.P. CLIENTELE FINDINGS 

PROGRAM OUTCOME 

One-hundred (100) clients participated in T.E.O.P. spending from 

one week to 24 weeks in the program. Of these 100 participants, 

36 were "program completers." Of the remaining'64 who did not 

complete the program, 28 were fired, 16 left for non-program 

related reasons (another job, school, etc.), 9 left because of job 

dissatisfaction. The reasons for termination of 11 clients are 

not known. No participant was terminated because of parole or pro

bation revocation. 

PROGRAM OUTCOME BY JUVENILE AND ADULT CATEGORIES* 

TABLE I 

Program Program 
Variable Completers Non-Completers 

N % N % 

Juvenile 
Parolee 15 (41.7%) 33 (51. 6%) 

Adult Parolee 15 (41.7%) 28 (43.7%) 

Adult 
Probationer 6 (16.6%) 3 ( 4.7%) 

64 

'rotal 

N % 

48 (48%) 

43 (43%) 

9 (9%) 
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PROGRAM OUTCOME BY JOB CLASSIFICATION* 

TABLE II 

Program Program 
Variable. Completers Non-Completers 

N % N % 

Skilled 15 (41.7%) 30 (46.9%) 

Semi-
Skilled 14 (38.9%) 25 (39.0%) 

Unskilled 7 (19.4%) 9 (14.1%) 

Total 36 (100.0%) 64 (100.0%) 

*N = Number of participants in each category 

% = Percent "Nil represents in each column 

6S 

Total 

N % 

45 (45%) 

39 (39%) 

16 (16 %) 

100 (100%) 
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TYPICAL T.E.O.P. PARTICIPANT 

The characteristics of a typical participant are described below. 

The profile was derived by selecting the category having the great

est frequency of occurrence, unless indicated otherwise, among the 

one-hundred participants and is not necessarily representative of 

any specifLc participant in the program. 

The typical participant: 

1. Is 17 years old 

2. Is male 

3. Is single 

4. Lives with one (26%) or both parents (41% ) 

5. Resides in an urban area 

6. Has no dependents 

7. Has some high school education 

8. Has not had vocational training in the area of his 
T. E. O. P. job 

9. Has some history of drug or alcohol abuse 

10. Has a present offense rating of 8 

11. Committed his first offense at 15 or 16 

12. Has no prior criminal record (this is the most frequently 
oc~urring case, however, many clients have at least a 
minimal criminal history) 

13. Was a juvenile parolee 

14. Was on parole 25.2 weeks prior to employment in T.E.O.P. 
(mean average) 

15. Received training in a skilled area 

16. Stayed in the program 10.8 weeks (mean average) 

17. Did not complete the program 
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Differentiating this typical client into "program completer" and 

"program non-completer" shows differences in only two variables. 

The typical program completer was 17 years old when he committed 

his first offense; the non-completer was 15 years old whe he 

committed his first offense. A program non-completer stayed in 

the program an average of 6.5 weeks before terminating as opposed 

to the program completer who was in the program 18.4 weeks. 

DEMOGRAPHIC CHARACTERISTICS 

Sex 

Males account for 92% of T.E.O.P. participants. Thirty-seven per

cent (37%) of these participants completed the program. 

Of the remaining 8% female clients, 25% completed the program. 

Ethnicity 

The ethnic background of many clients was not available and so 

this variable was deleted from the study. 

District 

There are 12 District Field Offices in New Mexico. Of the 12 

districts, the three more urban areas of Santa Fe, Albuquerque and 

Las Cruces accounted for 53% (53 clients) of the placements and 

over half of the program completers. Client participation by 

district can be seen in the table below. 
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DISTRICT PARTICIPATION 

TABLE III 

District 1 2 3 4 5 6 7 8 9 10 11 12 TOTALS 

Prograrl1 
Completers 3 11 5 0 2 0 5 0 0 7 2 1 36 

Program 
Non-Com-
pIeters 7 19 7 0 7 1 4 1 5 9 4 0 64 

Total 
Partici-
pants 10 30 12 0 9 1 9 1 5 16 6 1 100 

Education 

The average educational level attained is between 9 and 11 years. 

Approximately 29% of the participants, however, achieved an educa

tional level of 12 years or more. Forty-five percent (13) of 

these completed the program. Seven percent (7) of the partici

pants had a junior high school education or less. Fourteen per

cent completed the program. This represents one client in this 

category. 
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PROGRAM OUTCOME BY EDUCATION 

TABLE IV 

Program Program 
Variable Completers Non-Completers Total 

N % N % N % 

8 or less 1 1% ) 6 6%) 7 7%) 

9 - 11 18 (18%) 35 (35%) 53 (53%) 

HS Dip./ 
G.E.D. 10 (10%) 11 (11%) 21 (21%) 

Post 
Secondary 3 3%) 6 6%) 9 ( 9%) 

Unknown 4 4%) 6 6%) 10 (10 %) 

Total 36 (36%) 64 (64%) 100 (100%) 

It should be noted that actual achievement level as defined by 

standardized tests was not available in most cases. However, of 

the 19 juveniles with this information available, the average 

client was functioning 5.4 years below his grade level as defined 

by WRAT (Wide Range Achievement Test). Of 25 juveniles whose 

T.E.O.P. files had IQ information, the mean avE. 'age ful.l-scale IQ 

was 86.7 as defined by WISC-R. The full-scale IA range of the 

juveniles was from 65 to 112. 

CRIMINAL HISTORY 

Information regarding the "typical criminal history" of the 

clients' previously described indicated that the present offense 

rating scale score from the offense in which the participant was 

in the custody of the Department and placed in T.E.O.P. was "8 11
• 

'l'he "typical" score is the one single score that occurred most 
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frequently. Half the scores, however, were above or below "8". 

The distribution of T.E.O.P. participant scores ranges from "0" to 

"104". The high end of the range was the exception, responsible 

for giving the spread of the scores a distorted appearance. 

The same interpretation applies to the prior criminal record. 

These criminal hsitories, as depicted by the rating scale, had 

half the score above and below "6.25". Those above "6.25" range 

up to a scale value of "106.5" the scores at the upper end being a 

minority. 

Neither present offense nor prior criminal record appears to have 

an impact on program completion except in the 0 to 7 point cate

gory of the prior offense history. It is in this prior history 

point range that the largest percentage (23%) of participants 

completes the program (see Tables V and VI). It should be noted 

that the criminal histories are composed only of the offense 

information contained in the participant files and is considered 

inclusive for purposes of this study. 
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Scale o - 7* 

Program 
Completion 9 ( 9%) 

Program 
Non-Com-
pletion 21 (21%) 

T,.tal 30 (30%; 

PRESENT OFFENSE HISTORY* 

TABLE V 

8 - 32** 32 - 65*** 66 - 88 

17 (17%) 8 (8%) 1 ( 1%) 

32 (32%) 11 (11%) o 0%) 

49 (49%) 19 (19%) 1 ( 1%) 

PRIOR OFFENSE HISTORY 

TABLE VI 

Scale 0 - 7**** 8 - 31** 
~--------~--~----~--~~---

32 - 65*** 66 - 88 

Program 

89 - 120 

1 (1%) 

o 0%) 

1 (1%) 

89 - 120 

Completion 23 (23%) 9 (5%) 2 ( 2%) o (0%) 2 (2%) 

Program 
Non-Com-
pletion 30 (30%) 

Total 53 (53%) 

23 (23 %) 6 

32 (32%) 8 

6%) 3 3%) 2 2%) 

8%) 3 3%) 4 4%) 

*Can represent a combination of status offenses and 
misdemeanors 

**Can represent status offenses, misdemeanors and/or felony 
property crimes 

***Thirty-two points :;'l1d higher can represent status offenses, 
misdemeanors, felony property crimes and violent felonies 

**'i:dCan rep:::-esent no prior criminal record or a combination of 
status and/or misdemeanor 
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ANALYSIS OF CLIENT CHARACTERISTICS 

A multiple regression analysis of the entire T.E.O.P. population 

was carried out to see whether there were any specific character

istics that might account for differences between the program 

completers and program non-completers. The analysis covered back

ground variables and criminal history variables including but not 

limited to age, age at first offense, education, living situation, 

drug history and criminal history. 

The purpose for running such tests was to determine whether pro

gram outcome might be predicted by clients with certain character

istics. Ideally, this results in predictive characteristics of 

success that would aid in the decision making process regarding 

T.E.O.P. placements. However, no significant difference was foun~ 

with any of these variables. 
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INTERPRETATION AND SUMMARY 

The purpose of this phase of the evaluation study is to provide a 

descriptive analysis of the T.E.O.P. participant, a comparative 

analys is of program cpmpleters and non·-completers, and a predic

tive analysis of characteristics that might distinguish for the 

decision makers program completers from non-completers prior to 

their placement in T.E.O.P. Data was developed on all variables 

listed in Appendix A. 

Using categories that occurred most frequently or were most repre

sentative of the group as a whole, the data describes the typical 

participant as a seventeen-year-old single male living with one or 

both parents in an urban area. The typical participant has some 

high school education but no prior vocational training in the area 

of his job placement. He has a history of some drug or alcohol 

abuse and has not committed a prior offense. The typical partici

pant was a juvenile parolee who had been on parole for twenty-five 

weeks when employed under T.E.O.P. This participant remained in 

the program for 10.8 weeks receiving training in a skilled area 

but he did not complete the program. 

Differentiating this typical participant into "program completer" 

and program non-completer groups found differences in only two 

variables: age at first offense and prior offense score by rating 

scale. The typical participant who completed the program was 

seventeen years old when he committed his first offense, while the 

typical participant not completing the program was 15 years old. 

The typical completer had a prior offense rating of zero (0), indi

cating no prior criminal record, while the typical non-completer 

had a rating of eight (8). Compared to the program completers, 

the data indicates that the non-completers are younger at first 

offense and are likely to have a higher prior offense rating. 
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The multiple regression analysis to determine whether certain vari

ables predisposed a participant to success in the program found no 

significant differences. It appears, therefore, that these vari

ables (found in Appendix A) do not have an impact on program out

come and would not be helpful to use as selection criteria for 

placement in T.E.O.P. 

This report was limited to looking at participants in relation to 

only one potential program resul t, completion or' non-completion. 

The reader is cautioned about judging the program solely on this 

dichotomous basis. Non-completion should not be equated with pro

gram or participant failure. As stated earlier, not all of the 

terminations were for program related reasons and even in program 

related cases this may not necessarily indicate a weakness in the 

theory behind T.E.O.P. but rather an operational or individual 

participant deficiency. 

Parts II and III of the evaluation will incorporate the data pre

sented here and consider other post program outcomes, such as 

employfHent, parole violations, reincarcera tion and program opera

tions. 
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Background Variables 

Age 

Sex 

APPENDIX A 

VARIABLE LIST 
(Preliminary Analysis) 

Marital Status (Categories: single, married, separated, divorced, 
widowed) 

Dependents (Categories: yes, no; if yes, number of dependents) 

Living Situation (Categories: both parents, one parent, spouse, 
other relative, self, other) 

Field Office District 

Education (Categories: junior high or less, high school, H.S. 
diploma/GED, post secondary) 

Vocational Training Prior to Placement in T.E.O.P. (Categories: 
yes, no, unknown, for training in area similar to T.E.O.P. 
training) 

Drug/Alcohol Abuse History (Categories: yes, no, unknown) 

Criminal History 

~;c ~t First Offense 

Prior Offense Score by Rating Scale 

Present Offense Score by Rating Scale 

Total Offense 3core by Rating Scale 

I T.E.O.P. Program Variables 

I 
I 
I 

Referral Source (Categories: juvenile institution, juvenile 
parole, adult institution, adult parole, adult probation) 
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Parole Date 

Employment Date in T.E.O.P. 

Number of Weeks Between Parole and Employment Dates 

occupational Classification (Categories: skilled, simi-skilled, 
unskilled) 

Length of Time in Program 

Program Completion/,rermination (Categori.es: yes, no) 

Reason for Termination (Categories: fired, job dissatisfaction, 
another job, moved, parole/probation revocation, other) 
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APPENDIX D 

RESPONSES TO OPEN-ENDED QUESTIONS 

FROM EMPLOYER QUESTIONNAIRE 
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18. HOW COULD THE DEPARTMENT HAVE BETTER PREPARED THE T.E.O.P. 
EMPLOYEE FOR THE JOB TRAINING HE RECEIVED? 

No, can't make person honest 

Begin training while in the institution 

Screen for cooperative attitude 

Get them mentally prepared for the training and find them a 
job after training 

Don't know 

Evaluate client for ability \ 

Basic test in reasoning and skills 

Could not have, employee was dishonest and untrainable 

Placement performed well. We were very pleased with him, 
provided a much needed opportunity. He is now at E.N.M.U. 

It was better that he knew nothing that way we were able to 
teach him the right way to do things 

He needed more emotional support, he was scared to co~tt 
himself to work and to communicate 

Nothing unless there is a magic something you could use to 
motivate people 

Don't know 

Counseling or something should be going on with the prog~am 
so the client can have help understanding where he is going 

Tell clients that to get ahead in world they must think 
positive and to work harder for themselves 

Prepare them mentally, client's mental attitude could have 
been better 

They need to know more about world of work before job 
training 

Skill evaluation 

Could have used basic secretarial training 

Teach need for honesty 
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Never made clear to him that this was a job - to him it was 
just continuation of penalty he was paying 

Stress length of time required to learn a trade adequately 

Some basic job orientation. Employer ~~10uld be told about 
employee drug problems. It does no one any gooo to learn 
these things after placement 

Good program, but I think client was confused as to where he 
wanted to go, what he wanted to do in life. The Department 
should do more to help these types of guys understand 
themselves 

More exposure to people who are dedicated to their work 

Some jobs require a longer training period and should start 
when guy is in prison 

Do pre training testing 

Skill and evaluation testing and do something to motivate 
clients. Working does not seem to be too exciting 

Have some sort of work orientation while they are in the pen 
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The training 

Good program, helps the guys to be busy and learn a skill. 
Some of the guys havenOt the know how to get work, here 
they're given a chance 

Good beginning for clients 

Gives second chance to criminals 

For once, a good way to spend tax payer money 

Helps clients learn basic job skills 

Fairly good program 

Provides opportunity for client to do something useful 

Help offender assume responsiblity in society 

Provides training to an offender in need 

Provides motivation and second chance 

Provides basic job skills 

Helps ex-offenders get started on something in life 

Helps person better himself 

Provides a genuine opportunity by giving ex-offender a chance 
to ri3e above the welfare system 

Provides jobs for these people 

Helps the individual get a job and gain some skills 

A good sound program and is beneficial to getting your people 
into society again 

A very good "new" beginning 

Very good program in helping young men in trouble 

Helps men get on their feet 

Cooperation from parole officer and fact that employer has 
free hand in dealing with T.E.O.P. employees 

80 



II 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 

Gives employee chance to work and learn job skills with a 
cooperative employer before entering mainstream; and to be 
candid also cheap labor 

Provides much needed activity Lo client. The parole officer 
was quite good and we appreciated her assistance 

Provides needed training to client 

Gives employer chance to train employee from ground up 
without outlay of salary 

Opportunity to become productive citizen 

Cooperation from Parole Officers and full authority given to 
employer 

Desire to establish oneself in a worthwhile job 

Helping this young man have a purpose in life through his 
work 

An opprotunity to associate and work with professionals 

With the right job can provide excellent on-the-job training 
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21. WHAT DO YOU SEE AS THE WEAKNESS OF THE PROGRAM? 

Evaluation of employee honesty should take place before 
placement 

Length of training program not always commensurate with skill 
to be acquired 

More information on skill and ability level 

Employer needs to know more about the person's vocational 
ability 

None 

Need to find way to motivate employee and way for him to 
realize the potential opportunities from working. I should 
have helped him more on this 

Skill level of some clients not known beforehand 

Not tested before placement 

Evaluation of employee honesty 

None 

Need longer duration 

I should have visited with this employee more at the time his 
program was finished 

None 

Duration of program not long enough to really train an 
individual 

Skill evaluation, this individual had to much brain damage to 
~etain what was taught 

No program weaknesses, the client had personal problems 

Risk involved in hiring an ex-offender and poor mental 
attitude 

Evaluation of employee honesty 

Person feels no responsibility to job, T.E.O.P. pays his 
salary, not the job or because of his job performance 

Need to do something to teach them ~o stick with the job 
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Client had more personal type problems rather than program 
problems 

Longer training period for some types of job skills 

None 

Training period too short 

Need to teach clients about the world of work before he 
starts job training 

Men do training as an alternative to some other form of 
punishment 

Need to know more about the client's ability 

Need better communication with everyone involved about what 
is happening during training program 

Placing clients in menial jobs do not help self-esteen, might 
be better to enroll clients in T-VI, U.N.M. or some other 
established certified program 
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APPENDIX E 

RESPONSES TO PAROLE OFFICER'S 

CLIENT QUESTIONNAIRE 
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APPENDIX E 

ADDITIONAL COMMENTS: 

No Comment 58 

Client's problem is alcohol abuse. He w~s unable to control 
problem when in the program 

The large majority of clients who are involved in this type of 
program could care less about training. They simply want 
money and this is a good way to earn more than minimum wage 

Client was a model parolee. Employer was to have trained him 
as a para-legal but was utilizing him as receptionist and 
"gopher" in office. Client worked only a few days 

Program initially provided counseling, income and activity. 
Associating with alcoholics and junkies undermined any pro
gress he made 

Although (client) appeared sincere about his involvement in 
T.E.O.P., it later became obvious that his intentions were 
anything but 

Client had good attitude, T.E.O.P. was a tool to use to assist 
him during the time he needed a job 

This client was hired by the employer after completing 
training, then assisted the client in getting a job with the 
city 

Some of these questions were difficult to answer as this 
client did excellently for the first couple of months in 
T.E.O.P. I really thought he was in excellent opportunity, 
however, when he Degan having problems at home he quit the 
program 

This client was committed to PNM shortly after being 
discharged from juvenile parole 

Client had littl~ job experience prior to T.E.O.P and did 
learn valuable job experience skills; encountered some 
problems with absenteeism 

Client was at state h~spital for almost onu year 

Committed to PNM for I to 5 for burglary 

T.E.O.P did not work here because of client's attitude 
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ADDITIONAL COMMENTS Continued 

Unable to evaluate because client died shortly after com
pleting the program 

One of the best placements this officer has ever made 

The client was unmotivat~d to better himself in any way and 
did not have the desire to work steadily. The T.E.O.P. was a 
means for him to avoid further confrontation about his unem
ployed status with this officer 

The above client wasn't to impressed with the program as he 
felt his paychecks were always late. It is felt that late 
checks and the red tape of paperwork cause people to lose 
interest in T.E.O.P. (This placement was made in 1976.) 

This client moved away with relatives once he was discharged 

Client had been known to be a habitual offender for many 
years. T.E.O.P. or any other program would not benefit this 
man. He is too set in his ways and does not respond well to 
programs 

This particular client simply lacks motivation as evidenced by 
his poor employment record. He is unable to maintain gainful 
employment except for short periods of time 

Client was well suited for work and got high praise from his 
employers. T00 bad he was a jerk in other respects 

Client was able to get into (another program) where his 
friends were worklng at; this was the reason he left T.E.O.P. 

When the client dropped out of T.E.O.P. he realized what he 
had lost. But he returned to high sci ~ol which is what he 
wanted 

Client was very appreciative of the program and enjoyed good 
rapport with employer. The program was popular with the 
employer and he's willing to accept our clients in his 
business 

Client was placed in solvent abuse group horne - reports 
received indicated he did very well and returned to complete 
school 
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ADDITIONAL COMrmNTS Continued 

Very good progress seen until her personal life and desire to 
be with her friends rather than work undermined her loyalty to 
her job 

Client responded quite well under this program. Additional 
funding and slots needed 

Feel this program was highly valuable for this client 

Any work with this client to move him toward in '.Jependence or 
towa~d self-sufficiency is goin; to have 'to be ~xtensive. 
T.E.O.P., in this case, not enough 

We thought maybe placing this client on the program would help 
him change his thinking but he did not seem to care one way or 
another 

Client's personal life, i.e., husband's alcohol and drug use, 
discouragement, her own medical problems, undermined progress 
or steady employment 

When discharged, this client moved (away) with his parents. 
All I have heard is that he is doing same type of work he 
learned under T.E.O.P. 

Client was caught stealing from a customer and was fired after 
one week's work 
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COMMENTS ON QUESTION 15: DID 'II.E.O.P. HELP YOUR CLIENT AND WHY? 

Yes - provided some basic mechanics skills 

No, he did not want to use the training to his benefit 

Learned some carpentry 

No, he quit 

N/A 

Yes, he learned Job skills and developed work habits 

Taught him basic skills 

No, client did not give program a chance. No effort on 
client's part 

Yes, it gave her a sense of commitment or obI i (~.J.tion as 
well as a role 

Yes, gave him the first real job with some guarantees he 
ever had 

No, didn't stay long enough 

Provided him with a means to support his family 

None 

No, employer was interested in own personal gains only 

The only way T.E.O.P. helped the client was by giving him 
a job for a few weeks 

Due to his placement he worked very closely with alcoholic 
counselors who tried to help him in every way 

For this particular client, no. He did not allow himself 
to benefit from the positive aspects of the Program 

Yes, gave him the opportunity to work so that he could 
complete school and enter Army which was what he INanted to 
do 

As indicated, his attitude and sense of responsibility 
were much improved 

Yes, he learned a good trade. But important he acquired a 
lot of self-pride 
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Q. 15. Continued 

Yes, he knew then that we were trying to help him and not 
just a lot of talk 

Client was able to stay off drugs for a short period of 
time, client had never held a meaningful job 

Yes, provided him with job skills, financial assistance, 
responsibility 

Client had few employable skills, e.g., getting up in the 
morning, being at work on time, etc. 

None 

This would have been of great help to the cliEmt l but he 
was having other problems at the time and did not complete 
the program. He has since returned to PNM 

Probably not. T.E.O.P. was just anot;'.: entertaining 
interlude to (client) 

Yes, it helped stabilize him 

No, but client did not want to settle down and we got no 
help from the family, they could have cared less 

Yes, basic job skills were learned; i.e., reporting for 
work regularly and on time 

No, client failed to keep his job 

It gave her steady financial support she did not have 
before 

T.E.O.P. did not held client because (he) did not want the 
job even though he said he did when he was first placed in 
the program 

Kept him out of trouble for sixteen weeks 

Made him a little more stable, tauqht him to be on time 
and to be present even though he dId (not) complete the 
program 

It taught him to work to have money rather than asking his 
parents for it. It made a better man out of him 
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Q. 15. Continued 

Yes, client did learn important job skills duri~g initial 
part of placement 

During initial part of placement, client did quite well, 
but he lost interest. This program helped him minimally. 

No, but it was because of this client's attitude 

Client had few skills, was very proud of what he learned 

Yes, client was surrounded by people who encouraged him to 
continue his education 

Yes, it taught him a very good trade 

It gave him an opportunity to advance himself in life 

None 

Yes, he learned to be a mechanic which is what he really 
wanted to do 

No, his work habits did not change after he was b~rminated 
from the program 

No, his job was terminated due to the business being sold 

Beneficial because it helped him gain a more positive 
attitude about life in general 

No 

She learned some job skills and job responsibilities 

No, he quit after one week as he needed money to eat on 

Needed work to earn extra money. T.E.O.P. provided that 
opportunity and also taught him skills and work habits he 
could use later on 

Client absconded from parole and his present whereabouts 
are unknown 

In the long run, very little was gained from T.E.O.P. 
Soon after completion of the T.E.O.P. client's hours were 
cut and then he was terminated from employment. Note: 
the client was never given a raise or extra work hours by 
employer 
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Q. 15. Continued 

Client started reporting very regularly and his attitude 
and responsibility improved 

Self concept and attitude changed for the better 

Gave experience in the field - also a sense of respon
sibility 

No, the client was offered a job with this T.E.O.P. 
employer which he refused. He did not work after T.E.O.P. 

It helped him support his wife and child and allowed his 
keeping busy 

Yes, it taught him the value of work. It taught him work 
habits 

Yes, it gave him a sense of professionalism and satis
faction with the work 

Gave client emotional support from others he had never had 
enough of before. Learned a valuable skill - mechanics 

Provided her with a meaningful job skill 

Basic skills obtained 

Did not seem to because he was terminated from program 

Gave exposure to a trade area - he seemed to enjoy the 
experience but he has not followed through 

No, but this was due to this client's thinking and 
attitude 

Yes, because it gave client entry level job skills 

Yes, built confidence - secretarial skills 

It gave him the opportunity to work and stay busy since he 
was not in school. More important it helped him develop 
job habi ts 

Yes, it gave client the opportunity to take advantage of 
employment 
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Q. 15. Continued 

Did not supervise the entire time so can't give a definite 
answer to question 

Even though he quit program, he learned skills in 
landscaping also he became more acceptable of others 

Yes, client has had great difficulty maintaining employ
ment. While his attendance was poor in T.E.O.P., he did 
complete program giving him some job success 

It provided him with an opportunity to become a productive 
member vf his community , 

Yes, cllent did well in T.E.O.P. and was employed perman
ently after program completion 

Not to any noticeable extent. T.E.O.P. was just another 
job to (client) 

No, client never gave it a chance 

No, because this client was later convicted of a new crime 

Yes, he is presently employed doing similar work to that 
provided in T.E.O.P. training 

No - terminated 

Her self-confidence markedly improved and the responsibil
ity helped her in her maturing. Also, family tensions 
were lessened 

None 

Tremellduusly. Client had dropped out of high school. 
Following program client returned full-time with definite, 
positive change of attitude 

Helped him earn an income at a time he was having much 
difficulty finding a job. Helped him encounter excellent 
possibility for good paying job but he chose not to com
plete program 

Yes, gave client job skills and improved his self concept 

Yes, although he did not complete program, he was in it 
for 5-1/2 months, and this is the longest he ever held a 
job 
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Q. 15. Continued 

Yes, almost completed prog11m. This is longest period 
ever employed 

It would have if he stayed in program 

It did allow him to earn some money without having to 
resort to illegal activity 
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Q. 1. HAVE YOU EVER PLACED A CLIENT IN T.E.O.P.? 

YES 24 NO 16 

If no, why not: 

Placement did not materialize 

Either lack of clients to qualify at particular time or 
lack of businesses to participate or lack of slots in pro
gram. Also very rural environment 

I have attempted to use program but due to client's poor 
motivation it has never seen fruition 

No clients in need who fit criteria 

Am not familiar with T.E.O.P. 

Am not in direct supervision 

Not totally familiar with program 

No Comment 

i.Jo Comment 

No Comment 

Due to limited number of slots available 

New Officer - opportunity has not presented itself 

No Comment 

r~Iost of my clients have full-time employment, also, some of 
our clients obtain employment by means of the CETA program 

Unwillingness of employers to cooperate - They seem to feel 
they are satisfied with hiring as they normally do 

I have only been employed with probation and parole for 6 
months. Also, the right candidate for the program has not 
come up 
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HOW WOULD YOU DESCRIBE A SUCCESSFUL T.E.O.P. CLIENT? 

A good attitude towards work and others 

One who is placed and is able to obtain full time work 
after his period 

My first placements have been on the job less than a month, 
so I really can't tell until one of my clients completes 
the program 

No Comment 

He should at the very least stay on the job 

One who tries to learn the job skills in the training he 
has chosen himself 

One who has learned the skills for the job and one that is 
employed 

An individual who has made the decision to straighten out 
and join the world 

One who completes a given job, has gained new knowledge and 
work experience and is better qualified or experinced for 
the job market 

No Comment 

No Comment 

One who learns a useful trade and continues his employment 
with employer 

A client who learns enough/is taught enough to be 
competitive in the area of training by the completion of 
the training period 

N/A 

One who has gained employable skills and a stable job 

An individual who has the desire to make something out of 
themselves and have the will to succeed in life on their 
own 

One who i3 motivated to gain vocational skills 

One who has followed through and made a sincere effort to 
learn from his T.E.O.P. employer 
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Continued 

If the client completes the program in a satisfactory 
manner he will learn a job skill 

One who has improved or learned new vocational skills and 
is therefore more employable: thus increasing the prob
ability of successful rehabilitation 

One who receives satisfactory evaluation upon completion 

Unable to answer 

No Comment 

N/A 

One who completes the program and is able to broaden his 
job skills 

Willing to work (client seeks employment) 

Client is more responsible and mature; has a better sense 
of SELF 

Mature and responsible individual seeking and completing 
training 

A cleint who successfully completes the employment period 
with little or no abscenses 

Successful completion of program followed by employment in 
field which he trained for 

1) Completes program; 2) learned basic job skills; 3) used 
earnings wisely 

One who is interested in and responsible to his training 

Willing to learn, responsible 

One who uses the skills he learns to work in the future 

One who will stay in the program until the training period 
expires and will be hired by the sponsor 

One who will accept his responsibility as an employee 

I have never had any of my clients in the program 
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Q. 2. Continued 

Responsible, ambitious 1 intelligent, common sense, appre
ciative 

Do not know as have never had a client complete the 
T.E.O.P. program 

Q. 3. WHAT DO YOU SEE AS THE STRENGTHS OF T.E.O.P.? 

Provides a tool that we can use to assist a client in 
learning a trade so that he might be able to make a better 
living 

Initial transition towards learning a skill 

Motivation towards self support and acceptance of responsi
bility 

Motivates person to work and earn and learn basic job 
skills 

Provides a job fer otherwise unemployable client 

It gives our clients chance to prove themselves to 
employer, it provides an opportunity to learn job skills 
and work habi ts 

Training for clients that have poor backgrounds in working 
skills 

Being a means of employment and job training 

Training for a person who otherwise may not be able to get 
a job. Is certainly geared for young people 

No Comment 

Sounds like a good program 

Getting people into jobs when they lack entry level skills 

Very excellent opportunity to expose unskilled youth to 
v0cational interests 

Unknown 
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Q. 3. Continued 

Employer incentive to hire "ex-offenders" and employee 
acceptabili ty 

No Comment 

Am not familiar enough with program to say 

If both client and employer are sincere, benefits to both 
are positive. Primarily the T.E.O.P. client has the oppor
tunity to learn from work experience. Most clients either 
quit their T.E.O.P. employer or are discharged shortly 
after completion of the T"~.O.P. contract 

The program gives an opportunity to a person who is 
interested and would not otherwise have the opportunity to 
receive job training 

Improving the client's occupational skills, while enabling 
him/her to earn wages 

Provides full-time income and CQuld lead to permanent job 
for hard-to-place client 

unable to answer 

No Comment 

N/A 

It provides clients with an opportunity to learn new job 
skills and provides employers with employees 

On-the-job training helps client enter job market 

Provides job training; promotes better understanding of 
self; gives some sense of stability and responsiblitYi 
teaches job etiquette 

Provides training for clients, prepares them for the 
working worldi and life 

Provides clients who often cannot obtain employment, with a 
steady job providng a paycheck. Occupies time, gives 
feeling of accomplishment, sometimes provides training 

Provides opportunities for client and helps them become 
self reliant 
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Q. 3. 

-- ---------------

Continued 

T.E.O.P. can provide chance for previously unemployable to 
prove themselves. Also, trainee can learn valuable skills. 
Also, restitution and/or fines can be paid 

Provides skills to those without and the possibility of 
experiencing success 

Good wages 

Paying a wage to a client while he learns to do a job and 
which costs the sponsor no monitary investment ' 

Offers some alternative to qualified people who might not 
have a job otherwise 

Unknown, however, it appears that a unified program and 
financial backing should make a strong program 

Gives a client the opportunity to get their foot in tr·
door regarding vocational or employment opportunities 

Pays a client while he learns a skill 

A client is able to obtain valuable training for a possible 
Cdreer in the future. Also, it will help the client become 
independent and more responsible 

Q. 4. WHAT DO YOU SEE AS THE WEAKNESSES OF T.E.O.P.? 

Not long enough in some occupations that take longer to 
learn 

Too much administrative work 

Too early to tell at this time 

The client does not have to sacrifice anything other than 
his idle time 

I think the employer gets too much by state 

Duration too short to place in certain job areas 

In my experience it has taken a long period of time to make 
a placement even after the employer and employee are o.k. 
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Q. 4. Continued 

Low pay - Low incentive 

possible slownes3 in getting a person enrolled, approved, 
etc., in reality in our area; is limited to a select group 
of people 

No Comment 

No Comnent 

The mechanics of getting time sheets from employers and pay 
checks to clients - pay checks not being on time 

1. Is not really long term enough to include complex 
vocational skills. 2. Poorly administered in terms of 
assuring regular pay on time to clients and employers 

Unknown 

Lack of coordination of paying participants on a regular 
timely basis. Participants paychecks were late on many 
occasions 

Lack of coordination of paperwork. Clients receiving 
paychecks on time 

I understnad receiving paychecks is sometimes a problem 

Clients who have shown interest in T.E.O.P. have done so 
only as a last resort. All have grumbled about the 
bureaucracy of the program as have many employers 

Too nuch paperwork in setting up program. Too much 
accounting. Also, a long waiting period 

Employers using the program to provide free, non-skilled 
labor is giving client no training - using client for 
menial labor 

Red tape 

unable to answer 

No Comment 

N/A 
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Q. 4. Continued 

Paychecks were sometimes late to clients, the waiting 
period between organizing and implementing the T.E.O.P. was 
rather long 

Tax payers pay for the program 

'rhe delay or time factor involved for a client to receive a 
paycheck 

N/A 

Gives client a false sense of job security. Active intense 
counseling should take place alongside job experience. 
Should include employer in session so he is aware of 
clienteles special problems 

Not enough.funding or slots 

1) Late checks; 2) Short 4-month duration; 3) Time limita
tions of PPO 

Lack of adequate employer pools in this location 

uninterested prospective employers 

Often clients who are given a job on a "silver platter" 
don't take it seriously 

The paperwork involved in the contract which scares the 
normal, average, small businessman 

Too much responsibility is placed on PPO. We are not 
employment counselors per se 

Of what I heard from other officers who had T.E.O.P. 
clients, the late checks, paperwork and time limit causes 
the client to lose interest in the program 

Too much paperwork - its discouraging to the employer -
also many clients will not complete the program - Probation 
cfficers do not have the time do devote to this program due 
to other responsibilities 

Clients become very discouraged when they don't get their 
checks on time. In addition, many of the clients have 
trouble with steady work patterns 
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Q. 4. 

Q. ~. 

Continued 

Once you get a client enrolled in T.E.O.P. you have no 
guarantee he wlll stay in 

WOULD EXPANSION OF T.E.O.P. TO ALLOW FOR MORE PLACEMENTS 
AID IN PROVIDING TRANSITIONAL HELP TO YOUR CLIENTELE? 

YES 24 NO 7 UNKNOWN 5 OTHER 4 EXPLAIN: 

The comments on this question were: provide farm and rural 
training and client should pay back program if hired at 
same job skill - expansion in terms of length of program 
would do more than raising age limit - older clients show 
more interest, so expansion of age range a possibility -
PPO's need more time to make placements 

Q. 6. DO YOU FEEL THAT THE DEPARTMENT HAS ESTABLISHED CLEAR AND 
UNDERSTANDABLE CRITERIA FOR CLIENT PLACEMENT INTO THE 
PROGRAM? 

YES 33 NO I NO RESPONSE 5 OTHER I EXPLAIN: 

One PPO noted the criteria was clear but disagreed with the 
policy that there must be an expectation that the employer 
will hire client following T.E.O.P. 

Q. 7. DO YOU FEEL THAT THE CURRENT CRITERIA FOR SELECTING A 
CANDIDATE FOR T.E.O.P. IS TOO LENIENT, ADEQUATE OR TOO 
RESTRICTIVE? 

TOO LENIENT I ADEQUATE 30 TOO RESTRICTIVE 3 
NO RESPONSE 6 

One PPO felt criteria was adequate but that there should be 
some consequences if a client failed to meet obligations. 
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------------~----------~ 

Q. 8. WHAT OTHER CRITERIA SHOULD BE APPLIED IN SELECTING A 
CANDIDATE FOR T.E.O.P.? 

No Comment: 34 

Extend the age requirement to 30 years of age 

If client completes program and company does need employee 
he should be required to hire him, at least for same period 
of time as time of training 

The reasons for selecting an individual vary with each 
selection. The criteria now being used is adequate because 
it is flexible 

Criteria should be flexible enough so that all T.E.O.P. 
slots are being used 

No specific comment on this matter. However, in an area 
with a fairly good economy like here, T.E.O.P. placements 
will be quite limited, aa most young people who want to 
work will be employed on their own, if properly motivated 

Attitude as determined by the PO and a sincere desire to 
work 

Some indication of stability in the client such that he can 
e.t least be relied upon to show up 

Age criteria should be expanded 

Possible group of local T.E.O.P. placements could be formed 
to meet on regular basis (weekly) to discuss special 
problems 

Increase the age limit and lift the restriction on in-state 
probationers or parolees 

Closer scrutiny of a client's desire to work 

Involvement of ~arent to select type of training and whera 
rather than placing on basis of available sponsors 

Vocational training, age, responsibility 

The present criteria at the present time is a good one 

Probability that the person is capable and willing to 
complete the program 

No age limit be set and any probationer may qualify 
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Q. 9. IN YOUR OPINION, "WHEN IS THE "BEST TIME" TO PLACE A CLIENT 
IN A TRANSITIONAL PROGRAM IN TERMS OF HAVING THE GREATEST 
IMP~CT ON THE CLIENT AND rNHY? 

No comment: 15 

After release from an institution because it gives him less 
time to get back to old habits 

While still institutionalized. It's at this time that th~ 
degree of motivation for pursuing employment and a law 
abiding life is strongest, simply because inmate has 
transitional employment and the possibility of permanent 
employment to look forward to after the program 

Anytime that he is needing money 

There is really no "best time". I t varies wi th each 
individual 

As soon as possible after the client and employer have met 
and have found each other to be acceptable 

Immediately after adjudication or sentencing has taken 
place, so that there is an immediate break with the past 

As soon as possible, once the PO and client agree he will 
need specialized help in finding a job 

Jmmediately after release or placement on probation because 
this is the period of greatest adjustment and a job and 
steady employment and income help to stablize the client 

As soon as knowledge of client's unemployment is known. If 
incarcerated program should be formulated prior to release 

Prior to parole. Because it gives the client something 
positive and productive to look forward to upon release 

It is my opinion that there is no best time to place a 
client in T.E.O.P. It has been my experience that pro
spective clients participate in T.E.O.P. as a last resort 
because there is no immediate employment opportunities. 
Furthermore, mnay clients participate in order to fulfill 
the obligation of their probation or parole contracts. A 
successful T.E.O.P. depends on the sincerity of both the 
client and prospective employer. Acheiving this objective 
is often difficult 

At the youngest age possible or immediately after 
sentencing 
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As a condition of granting probation or condition of 
release on parole. Ease of administration, willingness to 
cooperate on part of client 

Immediately after sentencing 

After paroled for a few months if he is doing well, incen
tive for good work and also reward if done well in past 

Shortly after being placed on parole and/or probation 

Upon release from parole or right after adjudication in 
District Court 

When client is initially placed on probation or parole. 
Placement becomes part of the entire program and plan of 
probation or parole 

Upon release from an institution or initial placement on 
probation.· This would provide the client with little 
opportunity to return to prior criminal behavior patterns 

Directly after being placed on probation or after being 
released from an institution 

Before release from institutions 

When we cannot find suitable employment elsewhere. This 
prevents idle time 

Upon being placed on probation - as the requirement while 
on probation requires that the client be employed at all 
times, also this would allow the client to become a respon
sible person, and give him the will to better himself 

Immediately upon return from PNM, NMBS or NMGS, in order to 
establish new and constructive habits upon parole 

The best time to place a client in the T.E.O.P. program is 
after a long period of unemployment as he makes a stronger 
effort to hold on to his job and perform all duties in a 
satisfactory manner 
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ADDITIONAL COMMENTS 

No comment: 31 

I feel the program is beneficial, but only to a certain percentage 
of our clients. If a person is trying to improve himself and 
better his life and is willing to work hard then he will probably 
be a good candidate for T.E.O.P. However, if a person is only 
looking for a job to get by on, he will probably not complete his 
program. 

The municipal and county governments have been receptive to 
T.E.O.P. in this area and the prospects of more T.E.O.P. place
ments is good. 

It appears to be a very good program, however, there is too much 
paperwork involved and it is too easy for the contract to get lost 
or misplaced. The T.E.O.P. program should be able to be handled 
by the PO in the field and the T.E.O.P. coordinator without any 
outside interference. 

A good program, but as I mentioned in No.8, has limited applica
tion in an area where there is a good economy. 

Since I am not in direct supervision, I have not had opportunity 
to use this program, although it sounds excellent. 

A meaningful and beneficial program as it provides monetary incen
tive to employment. Care should be taken to place sincere clients 
only in the program as failure discourages employer's future accep
tance of clients as employees. 

This program is of grebt importance in isolated areas where 
industry or jobs simply do not exist. 

If the amount of paperwork could be cut down and once the client 
is in the program if he could be paid on time instead of waiting 
weeks for his pay, officers would probably use the program more 
and the client would benefit also. 

It would be preferrable, in our district, if a separate individual 
(other than the PO's) be hired in the community to recruit em
ployers who are willing to participate, as our workload is such 
that we are unable to devote sufficient time toward this program 
in ord~r to assure that it will be a success. 
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APPENDIX G 

DATA E'ORMS USED IN EVALUATION: 

(1) Survey Instruments 
(2) Coded Data Sheets 
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QUESTIO~~IRE FOR T.E.O.P. ~!AL~SIS 

Retum by: January 19, 1979 
Probation/Parole Officer Series 

District: 

I~STRUC!IONS: Listed below are a number of general questions related to the Transitional 
Ecploj~ent Opportunity Prograa (T.E.O.P.). Candidates for a T.E.O.P. slot must eeet these 
criteria: age (16 - 26), low job skill level, and desire to learn basic skills. There 
are no righe or vrong answers. Your responS0S yill help us determine ho~ the prograc 
can be' improved. The questions require a yes or no type answer, or a short statement. 
All inforrJation shall remain confidential; no one will be identified. 

For office 
~-------------------------------------- ~eo~v 
1. Have you ever placed a client in T.E.O.P.? Circle answer. 

If no, why: 

2. Hov would you describe a successful T.E.O.P. client? 

3. What do you see as the strengths of T.E.O.P.? 

4. h~at do you see as the weaknesses of T.E.O.P.? 

YU 
1 

5. Would expansion of T.E.O.P. to allow for more placements aid you in 
providing transitional help to your clientele? }~rk (X) boy.. 

/I~ 
1 
u~ 

o 
I I Other, please e~plain: 

2 

NO 
o 

6. Do you feel thar. :he Deparement has e$tablished clear and 
criterip. tor client placement into the Prcgr~? Mark (X) 

u~ 
o 

I / Other, please explain: 
2 

understandable! 
box. ! 

\ 

7. Do you feel that the current criteria for selecting a c~ndidate for 
T.E.O.P. is too lenient, adequate. or too restrictive? ~Iark (X) box. 

/ / Too lenient 
3 

/ 1 Adequace 
2 

I. / Too Restrictive 
1 

8. ~~at other criteria should be applied in selecting a candidate for 
T.E.O.P.? 

106 
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Page 2 

~.E.O.P. Evaiuation 

9. In your opinion, ~~en is the "best tice" to place a client in a trans-
itional progruc in teres of having the greatest impact O~ the client; 
anrl Yhy? 

Us") this space to add any additional co=ents you have regarding T.E.O.F. 

nL~'K YOU 

Return to: Jane C. Cohen 
Statistical Analysis & Evaluation Center 
Ne~ Mexico Criminal Justice Department 
113 ~~ashington Avenue 
Santa Fe, New Mexico 87501 
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P. P .0. Serie~ 

'I.E.O.? C['IE~l E'IALU,\TION QUESTIO~~.\IaE 

P.P.c. 

D.O. Return by: January 1 1979. 

I~STaUCTIO~S: The Transitional Ecploycant Opportunity Prograa (T.E.O.P.) is eurredtly 
being evalua~ed. Listed belo~ are a nueber of questions regarding a client you plac~d 
in T.E.O.P. and the Prog:~~ itself. Host questions you will be able to answer ~~ci
ately, a fe~ will require a little cheekin;. There are ne right or '~ong ~ns~ers. 
Your responses are ~ iCDortant in detercining the effeeti~enes5 of the Progra~ and 
how it might be ieproved. Your responS95 ~ill be either a mark in a box eX) or a shorr 
anstler. 

.Cont::ol 
l:u::b~r 

Status while in Prograc: Juvenile Parole~ 

Adult Parolee 

Adult Probationer 

Client: Co:tlpleted Progra:::l 

Teroinated Prograw 

1- How helpful was T.E.O.P. in assi3ting you in the supervision of 
your client? 

- VERY I I liEt.PFUL II A LITTLE - NOT AT 
LI HC:LPFUL - iiEL?FL'L LI ALL HELPFUL 

4 3 2 1 

-
z. Din your client requi:e less or more supervision "\Jhile in the Frograt!l 

than others on your caseload? 

i7 :-rnCR LESS I I LESS 
-'W 

LI ~IFFER~;CE I I ::tORE - }rJCH 
LI 'fORE 

5 4 3 2 .. 

3. If your T.E.O.P. client required t:lore or less supervision ',:ould you 
say this "\Jas pricarily because of T.E.O.P. or this particular client? 

I I T.E.O.P. I i CLIENT -NOT (No difference 
LI APPLICABLE in supervision) 

2 1 0 

! The following questions concern your ~lientrs 3ttitude and ~ork I 
situation. 

4. 110 •• ,uld you rate y,ur elien t " a "leude "u"d ~rk r .. ,an,ibili " .. ? I 
("X" appropriate category) 

VE?.Y POOR 
VERY ~:OT 

Categories EXCnLE~l GOOD GOOD POOR APPLICABLE 
5 4 3 2 1 0 

a. Frio:- to Entry I into t:-'l! Progl:":l~ 

b. Dcl."" ing P::o;:;ra.::t i I I I 

I I I ". r.-" 
I c. Ai":,,:: P~ogr.l::l 

, J 
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T.E.C.P. Evaluation 

I 5. Did Yol.Or cllent con~icer the job ::'raining challenging? 

I I YES I I SO LI DO~'1' K..':OIl 
1 0 2 

6. Do you feel your client yas realis~ic in his expectations of ho~ 
I 

challen8in~ the job ~ould be? 

I I YES LI NO l I DON'T KNOt: 
1 0 2 I 

I 7. Did clieQ~ actually learn basic job skills? 

I / Y:ES I I NO 1:7 DO!i' T KNOW 
1 0 2 

,. 

8. Ho~ uould you rate your. client's overall performance in the T.E.O.P. 
I 

Progt"ilIll? 

17 VERY I I GOOD I I AVERAGE LI POOR - VERY 
- GOOD LI POOR I. 

5 4 3 2 1 

1
9

• 
~ere there opportunities for your client: to advance in the t}-pe of 
job he I.as pJ.a~ed'Z 

I 
I I YES LJ NO I / DON"'!' KNOll 

1 a 2 I 
10. Ho\.1 ,"ould you ra~e. t~e e;;:l'loyer's c::o=it:::Iear: to the Prograc.? 

I I HIGH i7 XEDIL'}{ I I LOW I I DON'T KNO~ I 
3 2 1 0 

I ~e f~llo~i=& quasr:io~s !ocus on soce of the posaible eff~.cts of ToE.aoF.1 

I 11. In your opinion, to ~h~t degree ha~ participation 
your client's: (':X" appropriate category) 

1.n T.E.O.P. ieproved 

CAT EC03.Y 
}nICH I IXPROVED NO 
I~.PROVED CW:GE I 

a.. Self CCltlcept 

b. Succ ••• in his Co=n1" t--
~. F=ily Interrelationships 

I 
I 12. Did Client: he.'.p support: his/her faal1y ~ich his/h~r earnings? 

I 
I I YES I I ~jl) LJ ~OT AFf'LICABLE 

1 i) 2 

:-!otJ r:.uc::h or ~is earni~gs vent co support? 13. 
I 

I I ALL I I 3/4 I I 1/2 I I 1/4 
- LESS -:-:OT 

L/I TlIA:1 1//, LI O~PLIC.\BU: ;; 4 3 2 I 
I 
I 109 
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Page 3 
'I.E.O.P. Eval~tlon 

14. Do you fed t.h~ u ... g,e that your c11o:l1e received ~as suffieienc to 
support hic/her.self? 

.I l YES / I ~:O I / DO~'1' K:{QW 
1 0 2 

Comcencs. if ally: 

15. Did T.E.C.l'. help your client and ~hy? 

16. Pleas~ list your client's ecplo~ent history from 'I.E.O.P. cO present. 
(List cose recent ecploycent first.) 

. Job Title Ch~dc. here 1f 
(for e~ac?lc, Date employed in 

Employer cechanic) From-To same line of 
vork as T.E.a.p 
Training 

1-

2. 

. 3. 

4. 

5: 
-6. 

17. Please o.ack (X) client's educational ac.tivities sinc.e cocpleting 
T.E.O.P. 

i7 NO~'"E i7 HS/Clill i7 POST SECO~llARY I I VOC. 'IRAININC; 
-::..n -2 -3 4 
I I NO! APPLICABLE 
-1 

18. ~'hat is t.he client's present status \lith the Department~ Explain 
briefly. 

. 
---------------------------------------------
!'lease use this space to add any comcents you may have about the client or the T.E.O.P. 
Program. 

'rH. .. vrr. YOU 

The Statistical Analysis and Evaluation Center of the ~:e\J Nexico Depart:lt!at of CrioJ.n ... l Jus
tice takes responsibility for custody of all inforcation provided herein. All info~-3tio~ 
sh.:lll re=in conEid~nr.ial as required by !;~e Privacy <!nd Security Act and th~ Arrest Records 
Inforoa~ion Act. There ~ill be no disclosure of nam~es or addresseo. 

R'::i:L':lS 'IO: June Coh~tI 
Statistical ~~alysis & Evaluation Center 
~e".l Me:<ico Departl:l2nt of Cricinal Justice 
113 ~3shington Avenue 
Sam::!. Fe. Ne\.l !iel':ico 87501 
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t:cployer: 

EMPLQ~~ QUESTIO~IRE 

FOR 

TP~IS1TIONAL E:-!PtO'lliE~it' OPPORnmrrr PROCRA..'1 

Client: 

Cont't'ol Number: 

njSTRUC:IO~S: Listed belo~ are a number of questions dealing with you't' experiences vita 
the Tr~nsitional t:cplo~ent Opportunity Prograa (T.E.O.P.). There are no righ~ or ~~ong 
answers. Your responses to the questioQ3 vill help us detercine how vell the progr~ is 
functioning and ho~ it might be ieproved. The first 17 questions focus on the employee 
you trained through T.E.O.f.; the remaining questions focus on the progr~'s operatiaa. 

Please read each que:!lticn carefully. Yom: responses vill be either a check mark (X) or 
a shore answer. Spa~e is provided at the end of the questionnaire for you to add any com
ments. 

- - - - - - - - - - - - ----- ~- - - - - - - -- - - - - - - - - - - -- - - - - - --
For office 

1. Did your T.E.O.P. egployee complete the ProgTam1 use oaly 

/ / us - 1 

/ / NO - 0 

2. Did your T.E.O.P. ecployee continue to vo~k for you after the Prograc: 

I I YES- 1 For hov long: 
/ I NO - 0 Reason for termination: ____ ~ ____________________ __ 

I / ~OT APPLICABLE - 2 

3. Did your T.E.O.P. eaployee advance in his/her job after completing the 
Progr<lm? 

I I YES 

1 

/ / no 
o 

- NO OPPOR11JNIl'Y 
L/ FOR ).DVA..~CEm:N! 

2 

I I NOT APPLICABLE 

3 

r----------------------------------------------------~ 

4. 

S. 

6. 

The follo~ing questions deal ~th your eQP1oyee's job perforoancc, 
attitude and abilities. 

Did your T.E.O.P. employe~ seem to like his/her york? 

II YES 
-1 

/ I NO 
o 

/1 lJO~'T ~tJ\.l 
-2 

\.las your T.E.O.P. employee dependab 1-:? 

II AL~;A.lS II USUALLY F7 NEVER -3 -2 -1 

'1)0 you feel your 'I.E.O.P. c .• ·lo:r'-'~ vas 

I I AU;,\'{S / / USUALLY I / NEVE:t 
3 2 1 

/ / NOT AI'PLICABLE 
0 

trustvor.thy? 

I I NOT APPLICABLE 
0 
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Page 2 
T.E.O.P. EvalU4tion 

7. Did your!. E.O.P. el:lployee voluncarily aSSU!;le responsibilit.y? 

II AWAYS 
-3 

LI USUALLY 
2 

/~ NO! .~PLICABLE 
-0 

Did your 't.E.O.P. employee cooperaee vith co-yo=ksrs? 

II ALWAYS 
-3 

II USU.:\LI.Y 
-2 

II NEVER 
-1 

II NOT Al'PLIC.IJ..BE: 
-0 

9. On the yhole. do you feel your T.E.O.P. employee Yas accepted by 
c:~'"Or!c.ers? 

10. 

11 •. 

II ALWAYS 
-3 

i7 USUALLY 
-2 

II NEVE":t 
-1 

Did your 't.E.O.P. employee relate ~ell to customers? 

I I ALWAYS 
3 

II USUALLY 
-2 

I I clEVER 
1 

LI NOT Al'PLICABLE 
o 

Did your '1'. E.O.? ~t:l.ployee eT:l to avoid mistakes :J.n his/her york vh= 
they Yere pointed out? 

II ALl-:AYS 
-3 

II USUALLY 
-2 

II NEVER 
-1 

I~ ~OT APPLICAB~E 
-0 

12. Did your T.E.O.P. employee begin ~ork immediately upon arrival a~d· 
continue llneil it yas t~ce to stop? 

13. 

II ALWAYS 
-3 

II USUALLY 
-2 

II NE.VER 
-1 

I~ NOT APPLICABLE 
-0 

Overall, to ~~at ~~tent did your T.E.O.? am?layee's york performance 
icprove Yhi1e in ehe Progr~? 

-, GREATLY 
L, IMPROVED 

5 

I~ \010RSENED 
-1 

II SOME1.r.-lAT 
- IHl?ROVED 

4 

- '10 
LI IHPRO\f8!E~rr 

2 

14. Ro~ did your T.E.O.P. employee's york performance co~are yith 
non T.E.O.F. em~loyees you have hired? 

15. 

r-r ~!UC!l 
L, BETTER 

5 

I I BEU:::R 

4 

I I S,u[E 

3 

- ~!Uca 
LI \JORSE 

1 

Ho:.; veIL did your T.E.C.P. employee learn the b3:,d-: job skills 
necessary to assuce the duties of an entry level position? 

(7 HOr.:: TIL\.'t 
- ADEQUATE 

3 

I / ADEQUATE 

2 

/
, LESS TII.\.:'l 
-' ADEQU.\TS 

1 L-______________________________________________________ ~ _________ I 
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T.E~O.P. Evaluation 

I -

16. Do you feel your T.E.O.P. ~=~loyee had ~Q adequace educaciooal back-
ground for the craioins he/she received? 
:7 NORE THAN / /ADEQUATE 17 LESS 'IR.-\.tl 
- ADEQUATE - ADEQUATE 

3 2 1 I 
Co=ents. if aoy: 

I 
17. Do you feel your T.E.D.P. ~ployee had adequate vocatiooal 

prepar~tioQ fo~ the training he/she rece:l.ved? 

I I YES I / NO I / DON'T ia;ml 
1 0 2 

Co=ents. if any: 

I .. 
18. How could the Depar:cent have better prepared the T.E.O.? 

I 
~loyee for the job training he received? 

I THE FOLLO>lWG Gt:ESTIO~;S REL~TE TO T"nE T.E.O.P. PRDGW! IN GE~ERAL'I 
AND NOT TO TItE SPECIFIC CLIE~;r LISTED ABOVE. I 

I 19. Do you feel T.E.O.P. is acequate in: ("X" the appropriace response) 

, 
MORE TIL\!I SO~:::'.rr'.A r SO~mAT LESS NOT ,1.1: ALll 

- '. ADEQUATE ADEQUATE TH.~ ... ,; ADEQUATE ADEQUATE - 4 3 2 1 

a. Length of tr~ining I I period 

lb. Providing useful job 
skills to T.E.O.P. 

I 
I 

employee 

c. Helping T.E.O.P. I 
e~ployee succeed in 
co=unity 

d. Hel?ing employer ~orkJ i I uith T.E.O.P. employe 
. I 

I 
I 20. wnat do you see as t~le streng~hs of the Program? 

I 21. wnat do you see as the ~eaknesses of the Progr=~ 

I I 

22. Would you. tr.lin another T.E.O.P. e::lp loyee? 

I / I DEFI~IITELY I / PR03AllLY II PROarlBLY I I DEFHiIT£LY 

J 2 - l KO'! ONOT 

I 
I 113 
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':r.E.O.P. Evaluation 

Name of Person Completing Form: 
(Please print or type) 

!he Statistical Analysis and Evaluation Canter of the New ~exico Criminal Justice Depart
ment takes responsibility for custody of all info~~tion provided herein. All infor-~tion 
vil1 remain confidential as required by the Privacy and Security Act and the Arrest 
Records Info~tion Act. n1ere will be no Gisc10sure of na~es or acaresses. 

RETUR.."1 TO: Jane C. Cohen 
Statistical Analysis & Evaluation Center 
New ~cxico Criminal Justice Department 
113 Washington '\venul: 
SanCa Fa, New ~exico 87501 
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1. CLIENT NA!-1E CONTROL NO. 

-------l------Control 
2. DATE _-:.'_:...'_ By ______ CONTROL NO. -------f----'--:-

3. DISTRICT OFFICE _______________________________ _ 

4. P.P.O. NANE 

5. DATE PLACED O~ PAROLE OR PROBATION _____________________ _ 

6. DATE OF REFERRAL 

7. h~ER OF MONTH/WEEKS BETWEEN 5 & 6 

8. DOB , I 

9. SEX 1. Male 2. Female 

10. ETHNIC 1. Anglo 2. Spanish 3. Inc'1ian 4. Black s. Other 

11. MARITAL STATUS 1. S 2. M 3. Sep. 4. D 

12. DEPEND!u"iTS SUPPORTED 1. Yes O. No If Yes, number ___ _ 

13. LIVINC S;TUATION 

15. 

1. Both Parents 

4. Spouse 

2. One Parent 

5. Self 

EDUCATION'- No. of Yea;s ___ _ 

liS/CED 1. Yes 

Vocational ~raining 

DRUG/ALCOHO~ ABUSE HISrORY 1. Yes 

o. 

1. 

16. PRESENT OFFENSES COUNTS DISP. 

1. 

2. 

3. 

4. 

11 •. Rating Scale 

18. AGE AT FIRST OFFENSE ______ _ 

3. Other Relative 

6. Other 

Unknown 

2. No 

Yes O. no 

o. No 2. Unknown 

NO. MO. INeAR. 

19. PRIOR OFFENSES COUNi':':; DISPOSITIm: NO. NO. INCAR~ 

20. Ratine Scnle 
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5. 
/ I 

6. 
I / 

7. , / 
8. 

9. 

o. 

2. 

3. 
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21. REFEIDU\L SOURCE 

22. 

1. Juvenile I~st!tutional Parole 

2. Juvenile Parole 

3. Adult Institutional Parole 

4. Field Services Adult Parolc 

S. Adult Probation 

6. Other (7) 

TYPE OF J08 PLACEMENT 

1. Unskilled 2. Sew.-skilled 3. Skilled 

23. LENCTIt OF TRAINING PROGRAM No. of Weeks 

24. COMPLETED PROGR&~ O. No 1. Yes No. or; Weeks 

If No, Reason _____ ' _______ _ 

1. Fired 

2. Job, Dissatisfaction 

3. Another Job 

4. Moved 

5. Parole Violation 

6. Other ______ . ______________ _ 

25. EHPLOYHEN"t HISTORY POST_TRAINING 

1. With Training Employer 

2·, Si;nilar Job, Different Employer 

3. Diff~rent Type of Job 

4. Uncmployed 

. 5. Student/School 

6. Relncarcerated 

26. CURRENT EI,[PLOYMEN1" STATUS 

1. Working 2. Student. 3. Unemployed 

27. Parole Violations in Program 

TECHNICAL OFFENSES 

NEW OFFEIISES 

28. PAROLE nOLATIONS AFTER i'ROGRA~{ 

T.r:CH:/[CM. 

116 

LENGTH HO. 

4. Reincarcerated 

TOTAL TECHNICAL 

TOTAL tim 

TOTAL TEClI:nCAI. 

'1'OTAL W:l1 

Reason 

25 • 

105. 

?6. 

7. 
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29. CLlENT STATUS 1-.'ITH CRDIINI\L JUSTICE DEPARTHEN! 

1. Scill under Supervision 

2. Incarcerated ~hile under Supervision/New Offense 

3. Under Supervision for Ne~ Offense 

4. Incarcerated after Discharge/New Offense 

5. Not in Custody of the Department 

30. PAROLE DISCHARGE 

1. Early Dischar~e 

O. No 

2. Satisfactory 3. Unsatisfactory 

-----------~-~--------------------------

E}IPLOYER N.".HE & ADDRESS 
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29. 

30. 






