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PREFACE

This study was initiated by the Department of Finance at the
request of the Health and Welfare Agency, and was carried out between
February and July of 1977, Its primary purpose is to establish standards
by which courses in vocational education can be evaluated; and to identify
programs which fail to meet those standards.

During the course of the study the Department of Corrections and
the California Youth Authority extended to the authors the finest kind of
cooperation. We are grateful for the help of A. Dal Favero, William A.
Kempf, and Trumbull W. Kelly, who were our primary contacts with the
departments. Many supervisors of education and vocational education
expended several days each, taking us to classes in the seven prisons and
two Youth Authority facilities which were the main focus of the study.
Teachers were most gracious in responding to detailed questions during
interviews which despite our best efforts tended to exceed an hour; and
students were not only cooperative in thoughtfully responding to our
questionnaires, but also volunteering their views and experiences on an
informal basis. The Inmate Education Committee at the California Men's
Colony conducted a <pecial survey for us, and we appreciate that effort.

STEPHEN L. GOULD
PROJECT MANAGER

LINDA F. LAUE
DANA CURRY

BRIAN MILLER
REPORT PREPARED UNDER THE

SUPERVISION OF:

P. RICHARD SEEVERS
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SUMMARY

Vocational training programs in California's correctional insti-
tutions are not highly effective. Immediately after release, 31 percent
of California Department of Corrections (CDC) trainees are working in
their trade of training; and by six months the figures are 22 percent for
CDC and 12 percent for the California Youth Authority (CYA). Considering
these placement rates, wages in the grade, and expected earnings if
students had no training, many CDC classes are not cost beneficial. CYA
classes are more cost beneficial because the classes are very short: this
results in a greater annual throughput of students and relatively more
placements, despite the lower rate of placement. In addition, CYA wards
who do not get training have a lower expected earnings than their CDC
counterparts; so each CYA placement represents a larger benefit.

The underlying reason for the low effectiveness of these vocational
V training systems appears to be the multiple handicaps of the students
themselves. Inmates have problems--economic, academic, social, aftitudina],
and penal--which the best systems of vocational training would have
difficulty overcoming.

The training systems do have shortcomings. There is, however,
no single point where reform could work a dramatic change, We do believe
that some individual courses have an inherently low potential for being

effective. Wages in those trades are quite low compared to what inmates

ix




could earn without training, Perhaps for this reason, students avoid
jobs in those fields. For all courses:

* One-fifth to one-third of students are not serious about
getting jobs in the trade even while they are in training.

* About 40 percent of CDC students drop out of courses before
they get saleable skills. The main reasons for dropping
out--such as parols and reclassification--are not amenable
to reform.

* 0f those who persist in a course and who complete, large
but undetermined numbers never apply for a job in the
trade.

* For those who get a job in their trade of training,
recidivism and drift into other occupations cut the
benefits of the placement. :

These problems (discussed in Chapter I) constitute a "slow leak" of
students away from the theoretically desirable path which begins with
training and ends with long term job stability. For most of these
problems there is no simple solution.

To identify the individual courses which are n@t successful we
conducted a benefit-cost study. Based on the considerations in the
analysis, inciuding the primary factors of wage rate, placement rate,
quotas and length of training, we recommend:

. eliminating CDC courses in building maintenance,
housekeeping, baking, dry cleaning, shoe repair, cosmetology,
drafting, upholstery, and data processing.

ESTIMATED SAVINGS: $608,300.

. eliminating upholstery, printing, and small engine repair
courses in CYA.

ESTIMATED SAVINGS: 894,353,

. an adninistrative review of other courses with low benefit-~cost
ratios, for the purpose of eliminating those which cannot
be improved in a substantial way.

We also recommend that in the future all classes meet at least three of

the following standards:
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. Average enrollment should exceed 15 and should never
be less than 13 (page 30).

. Class quotas and enrollments should be highest in those
courses which take the longest time to complete (page 30).

. Graduates should be able to earn over $4.20 per hour in their
first year of work, and never less than $3.65 per hour. (The
standard is expressed in 1977 dollars, and should be relazed
for CDC women and CYA wards (page 30).

. Placement rates in trades should exceed 20 percent in CDC
courses (page 30).

The application of these standards would improve the effectiveness of all
courses.
Several operational issues are examined in Chapters III, IV and V.
Work crews, inmate pay and job placement are foremost in need of reform.
The training benefits in some classes doing institutional work may be
indistinguishable from the benefits of work crews performing the same
function. . The cost of a work crew is much lower than a class. We
therefore recommend:
. the elimination of culinary arts and one landscaping
elass in CDC.
ESTIMATED SAVINGS: 8283,000.
. the elimination of culinary arts and janitorial classes
in CYA.
ESTIMATED SAVINGS: $80,000.

. a review of other classes, ineluding mill and cabinet
at CIM.

Some classes recommended for elimination on cost-benefit grounds should
also be dropped for these reasons.

Conversely, where work crews exist there is an apparent opportunity
to improve inmates' vocational knowledge and socialization by offering

short vocational courses to workers. We recommend:

Xi




. a pilot program for the instruction of CDC work crew
members.
ESTIMATED COST: Less than $5,000
This program could recruit well motivated workers into vocational classes.
Systems of inmate pay are not well directed to the achievement
of vocational program objectives. The problem is more serious in CDC
where we recommend:
. a substantial bonus for completing a class. ALl or
most of this bonus should be reserved for a trainee's
use after he is released (page 59).
ESTIMATED COST: $167,000
. that students receive periodic bonuses based upon
achievement in class, with the greatest sums coming
toward the completion date. Students should not be
paid prior to 500 hours (page 59).
ESTIMATED COST: $70,000
. that students receive incentive pay for productivity
(page 59).
ESTIMATED COST: $60,000.
. that funds available for pay should be allocated in a
lump sum to each imstitution, where instructors and
program administrators would be responsible for final
allocation based upon systemwide principles (page 59).
Completion pay acts as an incentive to finish a class and will help students
during the critical period when they are seeking a job in a trade. Achieve-
ment pay is also an incentive to complete, will help students with living
expenses, and may increase the efficiency of classes by getting students
through them more quickly. Productivity pay is an efficiency and learning
measure. These recommendations anticipate some re-programming of existing
pay numbers.
For program monitoring purposes, the follow-up of CYA students
is not satisfactory, and for CDC it is now non-existent. Good pre- and

post-data are imperative for program administration.
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CDC does relatively little to place students. However, CYA
placement programs are not highly effective, and the cost-effectiveness
of placement efforts is discouraging. We recommend a low-cost program
which makes use of existing teaching and parole personnel resources:

- CYA and CDC should adopt placement programs similan

to that being tried at the California Rehabilitation
Center. Teachers should have primary responsibility

for:

e Following up on all students at 1, 6, and 12 months
after release.

¢ Placing students whom the teacher certifies to have
skills in the trade.

ESTIMATED COSTS: CDC, $70,000. CYA, $12,000.
The correctional systems should also review the possibility of combining
some of their existing placement resources so as to make a placement
officer available to vocational students in each of several major

metropolitan areas.

In direct placement programs, institutions train students in the

techniques, procedures and standards used by a particular firm; and in
return the firm assists with the operation of the class and will attempt
to employ qualified graduates. In terms of cost effectiveness‘the ARCO
program at CYA's Youth Training School (YTS) is a relative success

compared to other auto mechanics courses. In absolute terms it is

marginally cost beneficial. We recommend the expansion of direct place-

ment programs.

This study makes several other operational recommendations:

. Vocational program management should conduct annual surveys
of wages and job openings for each trade; and should post
the results where they can be seen by students.
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. Where work ie being done for institutional staff,
instructors should specify the amount of work their
class needs to do for training purposes, and on a trial-
and-error basis let prices charged to staff increase until
no more than that amount of work 18 eoming in.

. Institutions should initiate a short formal trtal period
for new students in a class, in an attempt to “identify
students who are unlikely to complete before they take up
extensive training time (page 50).

Some institutions have such trial periods now.

Our review of teaching and equipment leads to the conclusion that

neither element is a major cause of low placement and course effectiveness.

The mix of good and poor teachers, good and poor equipment, is what we
would expect to find in any vocational school in the state.
We believe that many of the foregoing recommendations can be

implemented in the 1978-79 budget year. We also recognize, however, that

CYA and CDC program administrators will need time to consider implementation

strategies. This is particularly true where additional study is recom-
mended. We therefore recommend that:

. CDC and CYA should submit implementation schedules to
the Department of Finance by October 17, 1977.

Preliminary schedules should be discussed at the time of budget hearings.

Summary
The cost effectiveness of correctional vocational training can be

jmproved substantially by eliminating courses which are working poorly or

for which there are less costly training substitutes. There is no
evidence, however, that any combination of reforms will produce systems
which dramatically upgrade student earning power or which will deliver on

the promise of rehabilitation. We have repommended net reductions of
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$493,000 in CDC expenditures, and $163,000 in CYA. The effectiveness
improvements embodied in these changes would provide a base for

successtul future pregramming.

XV




L

o

CHAPTER I
INTRODUCTION

Prison Effectiveness

This inquiry into vocational education is one part of a broad
study of prison effectiveness. Prisons are said to have four goals:
retribution, deterrence, incapacitation, and rehabi]itation.l/ Vocational
training contributes to the fourth goal.

Recent correctional Titerature reflects considerab]g pessimism
about rehabilitation programs. One author concludes a review of several
hundred high quality studies by saying.that they:

...give us very little reason to hope that we have in fact
found a sure way of reducing recidivism through rehabilitation.
This is not to say that we found no instances of success or
partial success; it is only to say that these instances have
been isolated, producing no clear pattern to i?dicate the
efficacy of any particular kind of treatment.2: )

Because of the thoroughness of his study of manpower programs and his

evident sympathy for them, the conclusions of a second researcher, Robert

Taggart, merit careful consideration:

This brief review and assessment of efforts to increase the
employability of offenders leaves 1ittle room for more than
the most restrained optimism. There have been a wide range
of projects to test the effectiveness of various strategies;
and though the evidence which has been gathered is Timited,
very 1ittle of it is positive. There is no proof that any
single manpower service or strategy has had more than a
marginal impact on its recipients, and no proof that any
combination of services can make a substantial contribution.

1/pavid T. Stanley, Prisoners Among Us (Washington, The Brookings Insti-

tution, 1976), p. 7 ff.

g-/Robert Martinson, "What Works? Questions and Answers About Prison

Reform," Public Interest (Spring, 1974), p. 49.
-1-




There have been some glimmerings of success...but overall the
resuits have been disappointing. On the basis of the existing
evidence, it does not seem likely that the employment problems
of offenders can be significantly alleviated by manpower
programs, or that these programs will have a noticeable impact
on the rate of crime.

This is contrary to what we want to believe...There is...a
demonstrated relationship between employment problems and
criminal behavior...We want to believe that something can
be done to alleviate the crime problem and to rehabilitate
the average offender.

Yet there is meager evidence to sustain these beliefs. The

dollars spent to date on manpower services for offenders have

had 1ittle impact on institutions or individuals. Worse

still, they have revealed how intractable the problems are,

casting doubt as to whether, even with redirection and

expansion, manpower services will have more than a very

marginal impact...3/
Taggart's gloom is not unrelieved--he holds out some hope for improvement--
but he has no sure remedy to offer,

In this context it would be very surprising if California's prison
vocational training programs turned out to be extraordinarily successful.

In fact, they are not. Overall, the costs of CYA and CDC vocational

~ programs outweigh their benefits. A happier finding, however, is that

some individual courses of study do work; and that there are others whicn

can be made cost-effective.

Basic Problems and Relationships

Before getting into the details of this study it is worth noting
several underlying prcblems which 1imit the effectiveness of any vocational
program. These are:

1. Process: The slow leak.

2: Behavior: Employment and recidivism.
3. Motijvation: An explanation for success.

3/The Prison of Unemployment: Manpower Programs for Offenders (Baltimore:
Press, 1972)

" 7 John Hopkins ., pp. 96-98.
-2

s e




These will be discussed in turn.

PROCESS: THE SLOW LEAK

Only a fraction of the people who start a vocational program end
up in a job. During both the training and post-reiease periods there is
a slow leakage of “"dropouts" from the theoretically desirable track to
employment.

Forty-six percent of CDC inmates who start a course will complete
it. They account for about 68 percent of training hours. The main
reasons for dropouts are parole, transfer, and inmate réquest. While
not all the time spent in class by dropouts is wasted,btompletions
generally represent a threshold of employability beneath which it is
unlikely that a person would get a skilled job.

What happens to vocational graduates? The most complete snapshot
we have seen comes from a Michigan study (Figure 1). Something 1ike this
is happening in California. A 1971 study by the Department of Corrections
found that 26 percent of graduates were employed in their trade of
training (cf. 14 percent in Michigan); while 37 percent had no plans to
do so (cf. 38 percent in Michigan who were not interested or were not
sufficiently interested to apply for a job.) This attrition, taken
together with normal recidivism, means that the expected job payoff of a
class is low. As the Michigan study concluded, the fact that slow
leakage is occurring at various points and for various reasons makes it

difficult to find a single solution to the problem.




FIGURE 1

ATTRITION AMONG GRADUATES OF A MICHIGAN
CORRECTIONAL VOCATIONAL TRAINING PROGRAM

- NOT INFERESTED 22% MOVEMENLT
-FROM BEGINNNG
DID NOT APPLY AWAY FROM
WA INTERESTED 6% TRE™NING USE
BUT DID NOT APPLY v
TOTAL
ShUME APPLIED
oF BT was
TRANNG HOT HIRED

GRADUATES
WAS HIRED

BUT LEFT

[I / . STRL USS TR3 e 4%

SOURCE: "The Uses of Correctional Trade Training," State of
Michigan, Department of Corrections, 1969, p. 19.

BEHAVIOR: EMPLOYMENT AND RECIDIVISM

One approach to correctional training is to treat it as a
manpower program whose effects are the rate and quality (measured by
wages) of employment. Prisoners unquestionably have had a worse
employment and education profile than most citizens. One national survey

in 1974 found that:-3/

Q/Survgy_gj_lnmates of State Correctional Facilities, 1974 Advance Report
(Washington: U.S. Department of Justice, Law Enforcement Assistance
Administration, National Criminal Justice Information and Statistics
Service, March, 1976). See also Robert Taggart III, The Prison of
Unemployment: Manpower Programs for Offenders (Baltimore: dJohns
Hopkins University Press, 1972), p. 16.
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* 60 percent lacked a high school diploma.

* About 1/3 were unemployed in the month preceding arrest.

* Median income was $4,800, which was less than half the

national madian.

* Their Tast full time job had lasted 8 months.

The speciai argument for providing manpower help to prisoners is that
they are not only a disadvantaged group, but that this assistance should
cut crime. Crime--especially crime against property--has been linked

to both low income and unemployment. However, the fact remains that not
everyone who is unemployed or poor commits a crime; and not all people
who commit crimes are unemployed or pooé. The national study cited above
implies, for example, that 2/3 of all prisoners had a job during the
month prior to their arrest.2/

As for recidivism, a Massachusetts study found that oniy 12
percent of prisoners who were comp]eté]y unemployed during the first
three months after their release were successful on parole; while nearly
55 percent of those Qho were fully employed were successful, and 62 percent
of those with a semi-skilled job or better "made it." On the other hand,
a Minresota study found no significant relationship between parole
adjustment and emp]oyment.éf
. Even disregarding the Minnesota finding, the problem here is that

vocational education is only weakly linked to increased employment.

According to a federal evaluation of MDTA prison training projects,

b/Su‘*ve_y of Inmates of State Correctional Facilities, 1974 Advance Report
(Washington: U.S. Department of Justice, Law Enforcement Assistance
Administration, National Criminal Justice Information and Statistics
Service, March, 1976). See also Robert Taggart III, The Prison of
Unemployment: Manpower Programs for Offenders (Baltimore: Johns
Hopkins University Press, 1972), p. 16.

/These studies are cited in David T. Stanley, Pr1soners Among Us:

The Problem of Parole (Washington: The Brookings Institution, 1976),
pp. 150-151.




employment of vocationally trained inmates was 73 percent three months after
release, compared to 67 percent for control groups; but by six months the
figures had nearly reversed, and were 68 and 72 percent, respective]y.l/
Hence, while the mere fact of being employed may (and, we suspect,
probably does) affect recidivism rates, the fact that a person has had
prison vocational training doesn't increase employment rates in a
dramatic fashion. It may be that trainees get better jobs, but that is a
different question.

In sum, vocational training has a limited effect on employment
rates; and employment rates have a limited effect on recidivism. The
correlational linkages appear to be so weak that programs have an uphill

struggle to justify themselves.

MOTIVATION: AN EXPLANATION FOR SUCCESS

Beyond what can be demonstrated statistically, the most serious
problem of all is the ambiguous variable of motivation. It makes some
sense to believe that prisoners who hgve better than average motivation
will be found in vocational programs; that the best motivatéd of these
will be well represented among course completers; and that the best
motivated among these will at least try to get a job in their trade of
training. This being the case, we should s«pect to find much greater rates
of parole success among vocational graduates than among some othér groups

of prisoners, such as those who were in no program.

1/nbt Associates, Inc., An Evaluation of MDTA Institutional Training in

Correctional Institutions, Voi. 3 (Washington, D.C.: AAI, May, 1971),
cited in Taggart, -ep. cit., p. 47.

L, N S5 G5 A aE o NG G NG e am A BN am NS W O am o




. Py

Our research (which will be presented in detail at a later point)
indicates that recidivism will drop by 0.9 percent for every 100 hours of
training; and that the effect is more significant (2.8 percent) when we
are talking about the range of 500 to 2,000 course hours. The question
is, can this not be explained by a variable which existed even prior to
an inmate's enroiling in a course--motivation?

There is no 1itmus test for motivation, and until a good one is
devised the question is unanswerable in the strictest sense. What we do
conclude is that vocational programs must be more than just slightly
successful in raising the employment rate of trainees in the respective

trades if the programs are to justify themselves.

Program Description

The CDC vocational training program for Fiscal Year 1977-78 is
budgeted at $5.56 million, up 19 percent from 1975-76. The 17 vocational
supervisors and staff of 201 instructors will conduct 120 vocational
classes and 3 skill ceﬁters in 48 trade areas. With an average capacity
of 2506 training slots, the program is serving 3500 students a year eud
providing 2100 certificates of completion.

CYA's total vocational budget for Fiscal Year 1977-78 amounts to
$2,764,646 with the Preston and YTS vocational elements accounting for
62 percent of the program. The Preston and YTS instructors will hold
38 classes, training students in 26 trades. Students served in these
classes will number 610, a 14 percent decline from the previous year,

due to an expected decrease in the institutional population.




Procedures and Methodology

This study is an outgrowth of earlier Department of Finance
research on vocational training.§/ More than anything else, what prompted
this effort was the finding that in CDC only 23 percent of trainees were
working in their trade of training six months after release. The reasons
why were not clear; and the earlier work did not attempt to clarify the
issue of whether this was indeed an effective showing. Among the main
objectives of this study, therefore, were the following:

1. Preparation of standards of effectiveness.

2. A listing of currently offered courses which do not meet these
standards.

3. A proposal for placement and other reforms which would make courses
more effective.

These objectives had some bearing on our approach.

The thrust of our effort has been to develop a comprehensive
standard of effectiveness, a cost-benefit model. Doing this required
extensive discussions with instructors. We concentrated on 14 of the 47
courses offered by CDC; and 13 courses offered by CYA, at the Youth
Training'Schoo1 (YTS) and Preston School of Industry (Preston). In CDC
we talked to 44 instructors who taught 38 different sections. This
enabled us to compare the viewpoints of instructional personnel at
different institutions who were teaching the same course., Our findings
for CDC are generalizable to 25 courses, covering over 80 percent of CDC
enrollment. For Preston and YTS we reviewed courses with 80 percent of
the vocational enroliment. We did not examine CYA's prevocational courses
(ones which are generally taught to people who are too young to be on

the job market).

8/"yocational Education in the California Youth Authority,” and "Vocational
Education in the California Department of Corrections," Staff Reference
Reports, State of California, Department of Finance, 1976.
-8~
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In each class that we visited, questionnaires were distributed
to inmates and wards. There were 520 responses at CDC and 182 in CYA.
A separate questionnaire was administered to CDC inmates who were not
necessarily vocational trainees, but who were within a month or two of
release. This gave us a better jdea of what prisoners were facing upon
their release, and how they were planning to meet the situation
(Appendices A and B).

In order to get a better idea about the relationship between
vocational education and recidivism, 600 case files of 1973 CDC parolees
and releasees were reviewed; and in the 175 where good follow-up data on
employment existed, we attempted to determine the relationship between
the length of training and recidivism {Appendix C).

Other than these projects, our efforts consisted of talks with a
number of administrative personnel, representatives of private industry,
placement officers, union officials, community and prisoner groups; and
of a review of correctional and economic research studies.

Chapter II of this report contains our main findings on costs and
benefits. These benefit-cost calculations are tedious, lengthy, and
complicated. (Detaiied methodology is presented in Appendix D.) Most of
the background work is not published in this paper, but is on file for
review by those who are interested. Chapter II thus deals with the
principal findings and most serious methodological issues. Subsequent
chapters address the major questions of pay numbers, placement progriuis,

and class size; and a number of minor issues.
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CHAPTER II
BENEFITS AND COSTS

A Standard of Effectiveness

Because it attempts to measure and weigh all costs and benefits

of a program, benefit-cost analysis is the best single standard of

overall program effectiveness.

The major drawback of this approach is its difficulty. Some

relevant data are hard to get. In other cases the practitioner must

make delicate judgments about the relationship of data and the appropriate

method of their manipulation.

The social sciences are not so far advanced

that these judgments are beyond question.

Despite these problems we believe that the results portrayed

in this chapter are a fair and accurate picture of vocational training

in the state's correctional institutions. We would not insizt that a

class that has a benefit-cost ratio of, say, 0.90, is necessarily cost

ineffective. Our measurements are not that scientific: the true ratio

might be 0.80 or 1.00. We do believe, however, that:

1.

The relative ranking of classes, from the most to the least effective,
is quite accurate. A common methodology assures this.

In absolute terms the benefit-cost ratios presented are a reasonable
guide to prudent decision-making. For example, when a class has a
benefit-cost ratio of 0.50 or less, no change in assumptions however
strained toward optimism would result in a reasonable conclusion
that the class is cost beneficial.

=11~




While the technical quality of the results is high, their implementation
nevertheless requires reasonable administrative judgment.

Because of its compiexity, benefit-cost analysis cannot be
performed on an annual basis without incurring substantial analytical
costs. Its utility as an everyday tool is thus somewhat limited,
especially as conditions change and the analysis becomes dated. For
this reason the final section of this chapter distills some everyday
administrative rules of thumb from the more complicated benefit-cost
study. As standards of effectiveness they are an incomplete but useful

substitute for benefit-cost analysis.

BASIC ASSUMPTIONS AND DATA

The primary objective of vocational training is to increase the
rate of employment and the wages of trainees. In the case of correctional
programs it is hoped that improving these intervening variables will also
affect recidivism.

It should be noted that in the strictest sense benefit-cost
studies are indifferent to who benefits from a program. In this case,
a dollar of institutional benefits (which redounds ultimately to the
taxpayer) is equal to a dollar of employment benefits to the trainee.
This is a key point. In some CDC programs, training benefits are low and
institutional benefits are high; but because performance of an activity
(such as food preparation) in a classroom structure entails some very
high costs, it can be argued that such activities should be run as work

crews rather than classes. This point will be developed in the following

chapter.
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In this chapter we will discuss the main features of the
analysis, key issues, and conclusions. A more detailed discussion of
our procedures appears in Appendix D to this paper. Some data (such as
short essays on the institutional benefits of each class) are not being

published, but are available to interested persons.

The Model: Costs

On the cost side of the ledger the data are fairly straightforward.
Teaching costs (including fringe benefits) are known precisely. They
represent 70 percent of total CDC costs, and for this reason the total
cost estimate is reasonably impervious to change. Supervisorial
costs are similarly clear, but other administrative costs (for support
personnel) are probably underestimated. This is not a serious problem,
because such costs are presumed to be small.

We derived our material costs from estimates by the instructor
and from institutional (usually accounting) personnel. They are 7 per-
cent of CDC costs.

Equipment was & more difficult problem. We relied both on
instructors' estimates and upon a more refined analysis which is now
being done by CDC. Because of conflicting opinions as to the amortiza-
tion period for equipment, we used a standard 20-year figure which will
not be accurate for some classes. In general, equipment costs have
probably been underestimated; but since they represent less than 3 percent
of total costs we could be off by a very wide margin without seriously

affecting overall results.

/
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TABLE 1

COMPONENTS OF THE BENEFIT-COST CALCULATIONS

COSTS

1. Personnel costs
--Instructors
--Supervisors
--Administrative
Material cost
Equipment cost
Facilities cost

WM
- . L]

w N

BENEFITS

Benefits to individual
trainee: expected
increase in earnings due
to training.
Institutional benefits.
Benefits not calculated
--Recidivism reduction
--Change in welfare payments
--Labor displacement
-~Prior experience, random
placement

We have estimated the cost of facilities at 20¢ per square foot.

This is within the range suggested by General Services (15¢ for warehouses,

49¢ for offices) and is also comparable to the experience of community

colleges which have leased vocational training areas (9¢ to 35¢). Areas

used for necessary prison production, such as baking shops, were not

included in the calculation; but a suppiementary classrocm for a baking

shop was.

While the resulting facility cost estimates should be reasonably

accurate, there is one interpretative issue which pertains to facilities

and supervisorial costs. If a single class were eliminated, neither of

these costs would completely disappear.

would be prorated over a diminished number of classes. The facility would

The constant supervisorial costs

not necessarily be used, but would still need upkeep and suffer from

deterioration. By including these cost factors our analysis portrays

-14-
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the full economic ceat of classes, which is the most accurate approach.
We also believe that if a class is closed some economic substitution
will occur: a shop area would be taken over by another ciass or by
correctional industries, and a supervisor would find new activities such

as Jjob placement to fill his time. Each would, of course, have to be

evaluated on its own merits.

The Model: Benefits

Calculating the benefits to trainees requires the following

knowledge:

1. What would a person have earned without training?
What would his employment chances and hourly wage have been?

2. What is the rate of placement for trainees (a) in their trade, and
(b) overall?

3. What are a trainees' expected earnings (a) in the trade, and
(b) overall?

4. For what period of time do we attribute benefits to the class?

None of these issues is simple.

EARNINGS WITHOUT TRAINING

Fortunately, we were able to arrive at a solid estimate of earnings
without training from two independent sources. The Bregman report sampled
CDC trainees to determine their earnings prior to training.] / Using a

wage inflation factor to update the findings we concluded that 1976

J/Ra]ph Bregman, Verna Frey, et. al., "Report of Study on Vocational
Programs in Selected California Correctional Institutions for Male
Felons," State of California, Department of Corrections, June 30, 1975,
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earnings would be $160 per week without training. Responses to our own
questionnaire (N=437 inmates) indicated a figure of $165 per week.

One implication of this, incidentally, is that unless a trade
pays more than $160 per week (that is, $4.00 per hour) it is difficult
to justify offering it. Inmates could make as much without the training.
Training could boost the tota1kemployment rate, which means that more
people would be getting $4.00 per hour than otherwise; but unless the
employment rate is boosted sharply (which, as we note below, it is not)
the costs of training will probably outweigh benefits. Where wages are
substantially less than $4.00, negative benefit-cost ratios are possible
and do, in fact, appear.

Based on questionnaires given to CYA wards (N=179 wards) we
estimate that those who did work averaged $3.90 per hour. This is
surprisingly close to the CDC total. The best explanation for this is that
the wards and inmates appear to have held the same type of jobs which,
especially if they were unionized, would pay at the same rate regardiess
of age. In addition, the wards in the vocational classes were old
enough so that when they left CYA they would be in an age bracket which is
comparable to at least the younger CDC trainees; and one would thus

expect them to have similar hourly earnings.

PLACEMENT RATES
Tables 2 and 3 show the placement rates for each class studied.
Table 2 was published in an earlier Finance study and is based
on 1971-1973 CDC foliow-up data. Some questions about its reliability

have been raised. Our review of the statistical sampling probabilities
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TABLE 2

EMPLOYMENT STATUS OF CDC VOCATIONAL TRAINEES,
AFTER ONE AND SIX MONTHS, BY COURSE, 1971-1973

One Month Six Months
Related Total Related Total
Course Employment Employment Employment  Employment

Nursing 48% 60% 48% 70%
Business Education 46 62 42 54
Auto Mechanics 42 83 31 69
Welding 39 83 41 67
Culinary Arts 39 83 21 61
Painting 38 82 26 54
Mil1l and Cabinet 38 87 30 67
Printing (Offset) 37 74 20 64
Shoe Repair 37 82 20 48
Machinist 37 81 33 63
Auto Body and Fender 35 79 26 60
Refrigeration Mechanics 33 94 21 67
Sheet Metal 32 87 30 71
Masonry 28 75 22 58
Electrician 24 80 17 6]
Dry Cleaning 23 83 13 50
Building Maintenance 23 55 18 36
Upholstery 22 80 10 58
Landscape Gardening 22 81 16 59
Data Processing 19 76 19 62
Drafting 18 76 12 53
Bakery 18 70 11 42
Laundry Operator 17 82 7 57
Meatcutting 14 80 12 63
Others 26 73 23 63

SOURCE: CaTifornia Department of Corrections, Yocational Education
and Correctional Industries Report of Trainees Released to Parole, 1971,

1972, 1973.
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TABLE 3
EMPLOYMENT STATUS OF CYA VOCATIONAL TRAINEESY/

Related Employment Total Employment
Welding 28 51
General and Machine Shop 22 58
Mill/Cabinet 18 50
Masonry 17 52
Upholstery 17 33
Carpentry 14 52
Janitorial/Building Maintenance 12 47
Landscaping 8 : 49
Auto Mechanics 8 48
Culinary Arts 7 48
Plastering 6 47
Printing 0 59
Small Engine Repair 0 50

SOURCE: "Jobs Related to Training: Final Report," Educational
Research Series Report No. 12, State of California, California Youth
Authority, May, 1973; and current (1977) CYA parole reports on 1975
releasees. The two sources of data were averaged to make the estimates
of trade related training more reliable.

8/Three to four months after release.
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indicates that with 95 percent confidence the figures for each class

are within 5 to 11 percent of the true figure, depending upon the class.
We also believe that the follow-up data overstate placement rates, if any
bias exists, because parole officers would have an easier time finding
and reporting on people who had the most stable employment rate and who
had not absconded. It is thus rather unlikely that the figures in

Table 2 understate placement to an extent that would invalidate the
analysis; though it is possible to give some benefit of doubt to a

final benefit-cost figure which is sTightly Tess than 1.0.

A second problem with the data is that they are dated. We strongly
recommend that CDC rein:stitute a follow-up procedure to replace the
process which was dropped in 1973. However, the characteristics of CDC
vocational instructors, course equipment, class content, as well as job
markets for the various trades, do not seem to have changed too markedly
to render the old data invalid. Where placement for a class was very
Tow, there is every reason to believe that it would still be below average
today, though the placement rates may have changed somewhat.

The quality of CYA's data is better. It is derived from two
sources: a 1973 report entitled "Jobs Related to Training," and current
(1977) follow-up data on 1975 releasees.

TRAINEES' EXPECTED EARNINGS

This was a very complicated step in the calculations.

Basic wage data for trades of training came from EDD reports
on each trade, modified somewhat by instructors' comments. We also

constructed an index of salary increases which a person who stayed in the
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trade could expect. The basis for this was a study of North Carolina
prisoners, but we believe that the progression would be fairly typical
for California releasees or, for that matter, any cross section of
vocational trainees entering the labor market. Again, the comments of
instructors about the progression of salary increases their successful
students could expect were useful. The data were modified for inflation
factors and were then discounted at a conservative rate of 5 percent per
annum.

From the Bregman report we knew that 48 percent of course
completers had been unemployed prior to their prison term. This meant

that, ceteris paribus, we could expect 52 percent of releasees to find

employment at a wage rate of $165/week, their wage rate without training.
This ameunt was then subtracted from the sum of:

--The rate of placement in a trade times the wage rate for
the trade, and

--The difference between the placement rate in the trade
and the total employment rate, multiplied by the wage
rate for individuals without training.
The actun] calculations were done on an adjusted basis to account for
class dropouts and for recidivism. Where classes were offered for women,

somewhat different figures were used to account more carefully for

expected earnings without training. They increased the estimated benefit

of these classes. Details are in the appendix.

A similar procedure was followed for CYA.

LENGTH OF THE BENEFIT PERIOD

One of the more difficult issues in the analysis was %0 determine

the appropriate length of the benefit period--that is, for how Tong a
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time can we attribute increased earnings to vocational training? We

settied upon a period of three years. The reason for this is that:_gf

3k

In a typical year, nine percent of ail Americans change
occupations.

*

One-third of 18 and 19-year olds; one-fourth in the 20-24 year
old bracket; and one-eighth of 25-34 year old men change
occupations in a year.

Prisoners are known to have somewhat greater mobility between
jobs than others in their age bracket.

Furthermore, as a person spends a longer and longer time on the job, an
increasing portion of his pay can be attributed to what he learned on
the job, rather than in class. This is most true for persons who entered
a job with marginal skills; and most CYA and CDC instructors told us
that early dropouts from their classes and (depending upon the trade)
some completers would be considered as marginal in their respective
professions. For these people, institutional training will get them in
the door; it will enhance their chances to get an entry level slot; but
Tearning on the job will be required if they are to retain the position.
A case could be made for a 4- or at the outside a 5-year benefit
period. The argument would be more persuasive for CDC than for CYA
because trainees would be expected (due to the age factor) to change
occupations less frequently. On the other hand, the discounted present
value technique means that benefits are more strongly discounted in

later years than immediately after training has taken place.

£/see James J. Byrﬁe, "Occupational Mobility of Workers," Monthly Labor
Review (February, 1975), pp. 53-59.
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INSTITUTIONAL BENEFITS

Many CDC courses are oriented toward creating institutional
benefits. For the classes visited we did calculate these benefits; and
essays of varying length are available in each instance. Where we did
not have the opportunity to visit a class and where there are potential
institutional benefits, we show benefit-cost results as ">x" to indicate
that the ratio is incomplete on the benefit side. )

Some classes create benefits for institutional personnel.
Examples are dry cleaning, shoe repair, and upholstering. We have not
counted these as institutional benefits (insofar as work for personnel
was concerned) because we believe that the fees paid for work are small
and should be equal to the value of the work. This is not to say that
fees should be set at outside commercial rates: personnel who have work
done for them suffer some inconvenience and risks inherent in the
relatively unskilled nature of the inmate Tabor. Prices should be com-
mensurately lower. This is to say that we know of no reason why prison
personnel should be special beneficiaries of the work of prison labor.
Such benefits are not to our knowledge part of any formal compensation
package. For this reason the benefits produced in work for staff should
balance fees paid; which means that both can be ignored in benefit cost
analysis, especially since the amounts are small. The possibility that
fees are, in fact, too low will be discussed in a later chapter.

Td calculate institutional benefits we relied in part upon the
estimates of the instructor, which were usually backed by appropriate
work orders and other documentation. Another technique was to calculate

the number of free staff persons needed to do necessary work if there
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were no class. In this case we assumed that free staff would often be
supervising a prisoner work crew; and for many classes this is the
practice at institutions where a course is not offered.

It is important to note that in some classes the practice of
having work done by a class is very expensive. Uhile benefits can be
significant, the salaries of teachers exceed those of skilled tradesmen
by $8,000 or more. A high institutional benefit figure should not,
therefore, be equated with cost effectiveness.

In two classes we discounted institutional benefits rather sharply.
One, the landscaping class at Duel Vocational Institution (DVI), had every
appearance of being a work crew; and we were not convinced that necessary °
work was being done. Secondly, for shoemaking classes as a whole, we felt
that the necessary work in CDC could probably be done even if several
classes were eliminated; and if work in institutions left without classes
were done by full-time shoemakers, prisoner apprentices, or on contract

with local professionals.

RECIDIVISM, WELFARE, LABOR DISPLACE-
MENT, AND PRIOR EXPERIENCE

These final items on the benefit side were not calculated, but
are shown because they are theoretically appropriate to a complete analysis.
Correctional literature that we have reviewed indicates that the
recidivism benefits of training cannot be proven due to the complication
of the motivational variable, among other things. (See our discussion
in Chapter I.) Since recidivism can be very costly (the full cost of a

single incident exceeds $13,000) and because there is some tendency for
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those who take lengthy vocational training courses to recidivate less,
we do suggest in a later chapter that pay incentives be structured so as
to encourage course completion. However, the data are too weak and
inconclusive to recommend both the inclusion of a standard recidivism
benefit far each class and a pay incentive.
We also have been unable to ca]éu]ate negative benefits due to
displacement of workers. They are probably substantial. At a rate of
9.2 percent, unemployment in California today is high.§/ The trades in
which correctional institutions train people share in this unemployment.
Moreover, many public institutions (community colleges, Regional Occupa-
tional Centers and Programs, skill centers, adult schools) and proprietary
schools are training even more people for these trades. Whén an individual
from any one of these schools is placed, the net addition to emplioyment
is less than 1.0. In a simple case, person X gets a job and person Y does
not; and society is no better off. Labor markets are more complicated
than this, however. Adding to the supply of any commodity--in this case
labor--drops its resource scarcity and prices; and allows more of that
commodity to be used. Thus, vocational training should result in some net
increases in employment; but this is done at the cost of holding down or
reducing wages. Cosmetology is a good example of this. We have been told
by vocational teachers and others that it is easy to get a job in this
field; but as long as demand is limited (at a given price) the number of
customers will remain the same, and each worker has a proportionately
diminished share of the available market.
Calculating displacement wrates for each trade would reguire

sophisticated knowledge about demand curves and labor market restrictions,

3/The unemployment rate of 9.2 percent is the average, seasonally
adjusted, rate for 1976.
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and this is beyond the scope of the present study.ﬂj To the extent

that displacement occurs, the effect of correctional trade training
programs is to shift benefits from one group (unemployed persons who are
qualified to hold a job in a trade) to another (prisoners). This is not
an unreasonable social choice, since both groups undoubtedly share
similar disadvantaged characteristics. However, this does not mean that
each placement represents a net benefit to society, Benefits should be
discounted to some extent. For this reason we believe that correctional
training programs should have benefit-cost ratios which are somewhat in
excess of 1.0 before they are considered to be clearly justified.

The next question that we were not able to resolve is that of
welfare benefits of training. There are too many unknown factors to
enable us to arrive at a satisfactory estimate. The following is a
summary of some of the problems:

1. In a simple sense, reducing the welfare rolls requires putting
someone to work who would not otherwise have been employed.

a.. Some studies have concluded that prison training does not
result in a net increase in Jjobs. 5

b. In CDC we found an increase in total employment of .386 for every
person placed in a trade of training. This translates into a
net increase of 307 jobs for prisoners in one year and 537
man-years of work over three years. (This latter figure is
speculative. 307 + 1/2 (307) + 1/4 (307) = 537). A similar
calculation for YTS and Preston indicates, because of a low
rate of placement in trades, a possible net increase of 40
jobs in one year and 70 over three years.

c. These net increases in jobs for ex-prisoners should be offset for
society as a whole by a displacement factor which cannot be
gquantified.

4/The correctional vocational programs are too smali a factor in labor
supplies to imagine that they are a prime cause of overproduction.

§/Taggart, op. cit., p. 47, citing a study by Abt Associates.
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2. Net increases in jobs for prisoners do not automatically translate
into equal reductions of people on welfare.

a. One CYA source indicates that 20 percent of released wards
receive welfare. CDC doesn't know the figure, but a study
of Baltimore prisoners found a figure of about 10 percent.

b. It is the people who do not get jobs who are 1ikely to end up on
welfare. There are no data for the percent of unemployed
ex-prisoners who are on welfare.

c. Even if an ex-prisoner is unemployed, his spouse or parents could be
taking care of him; and they may or may not be welfare recipients.

3. The net increase in welfare payments per recipient is unclear.

a. This will depend upon a person's family situation, assets,
part-time earnings, health, etc.

b. As an example, consider a hypothetical case where a prisoner
returns to an AFDC spouse. Under AFDC-U the family budget
unit's payments will increase by $127 per month. Assuming that
there is earned income of $1,800 per year, the net increase in
food stamp bonus values would be $37 per month. Health benefits
are less clear, though the younger age of releasees would tend to
hold down these costs.

This information forms the basis for only a speculative calculation,
namely:

If one-fourth of the net increase in jobs represents

a reduction in welfare, and if each welfare case costs

$175/month (%2, 100/year) CDC savings are $281,000

and CYA welfare savings are $37,000 per year; or less

than $2,000 per class in each instance. ‘

The one-fourth figure assumes that half of the net increase in jobs would
not have been welfare cases, and that one-fourth of the net increase will
be offset by displacement of other workers who will be going on to the
welfare rolls.

For a typical class this would add about 0.04 to a benefit-cost
ratio (e.g., it would change a ratio of 0.96 to 1.00). We have not
included such a figure 1in our calculations because it is highly specu-
lative; but it may be worth remembering for administrative decision-

making purposes.
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The Tlast of the four questions which we were unable to resolve
was that of benefit reductions for prior experience in & trade or random
post-release employment. According to our questionnaires, 9 percent of
CDC students listed as their "main" job prior to their current prison
term a position in the trade for which they were training.gj We met one
person who had a very large upholstering business (a fact which was
confirmed by the instructor); another who was a landscaping contractor;
and a woman who haa worked for many years as a secretary, but who was
taking the multi-clerical course. There is nothing wrong with this. In
fact, it may be very cost effective to give people a chance to refresh
their skills before reentering the labor market. But if these peopie are
placed the credit should not redound entirely to the vocational class.

Similarly, there are some professions where a significant number
of people will land jobs after leaving prison, simply on a random basis.
About 3 percent of men (and 12 percent of women) in the labor force are
general food service workers. Our benefit-cost calculations do not
adjust for such expected placements; but, rather, credit all placements
to the vocational class. This over-crediting is most serious where a
profession is (a) numerically large and (b) fairly easy to enter. In
this latter respect we would not expect many people to find random entry
into cosmetology (which requires licensure) or meatcutting (where a high
Tevel of skill is required for most jobs).

A problem which is retated to random entry is the issue of

placement of vocational trainees with Tittle or no skills. A person

6/A study of 1968 CIV trainees found that 20 percent of students had
trained in a field where they had previously been employed. Five
percent of all students (and 30 percent of those employed in their
training trade) had prior experience in the trade. See Carol Spencer
and John E. Berecochea, "Vocational Training at the California

Institution for lomen: An Evaluation," State of California, Depart-
ment of Corrections, Research Report No. 41.
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with a mild interest in auto mechanics may take a few hours of a class
and, later, get a job as a gas station attendant. Such a job is only
tenuously related to his actual training; yet vocational classes get

full credit for it.

We have not been able to find satisfactory methods of adjusting

benefits for prior experience, random or low-skill nlacement.

Results of the Benefit-Cost Study

Tables 4 and 5 represent the results of the benefit-cost study.
The reader will note that where a class is offered to both men and
women, we have calculated separate figures. The expected earnings of
untrained women are relatively lower than for men. Benefit-cost ratios
for womens' classes tend to be higher because the net difference in
earnings level for a trained woman is large compared to the wages she
could expect to make without training.

The results are grouped into four categories. The highest
benefit-cost ratios are undoubtedly effective classes; and the lowest
are, we think, hopelessly ineffective. In neither case would any
reasonable reconsideration of the figures or any program change have
much chance of changing the conclusion that the program either is or is not
effective. We reconmend that courses with less than a 0.5 benefit-cost
ratio be eliminated, for a direct budgetary savings of $602,300 in CDC
and $26,787 in cya. L

We recommend that program administrators attempt to improve, or
consider eliminating, programs with benefit-cost ratios of 0.50 to 1.20.

These courses are marginal.

T/These and subsequent budget figures are based on 1976-77 data.
_28-
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TABLE 4
CDC BENEFIT-COST RATIOS

Benefit-Cost Individual Benefit-
Class Ratio Cost Ratio
Refrigeration & Air Cond. > 3.21 3.21
Masonry > 1.87 1.87
Welding > 1.81 1.81
Meatcutting 1.79 1.28
Auto Mechanics 1.66 1.64
Business Education/Clerical 1.56 1.31
Painting > 1.35 1.35
Auto Body and Fender 1.16 1.16
Sheet Metal > 1.10 1.10
Culinary Arts (women) 1.09 .57
Electricity 1.01 .92
Mi1l and Cabinet > .94 .94
Culinary Arts (men) .88 .35
Licensed Vocational Nurse (men) .86 J1
Electronic Technology (women) .83 .79
Offset Printing > .73 .73
Landscaping .72 .52
Machinist > 55 .55
Electronic Technology (men) 51 .48
Data Processing > .39 .39
Upholstery .35 .31
Drafting 24 21
Cosmetology (women) 15 13
Shoe Repair .01 -.53
Dry Cleaning > -.42 -.42
Housekeeping (women) -.47 -0.82
Baking -.58 -1.07
Building Maintenance (men) -2.12 -2.46

NOTE: ">" indicates a course where institutional benefits have not
been calculated. .
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TABLE 5
CYA BENEFIT-COST RATIOS

Benefit-Cost Individual Benefit-
Class Ratio Cost Ratio
Carpentry 2.11 1.92
Printing/Graphic Arts 1.94 1.65
Masonry 1.89 1.74
Welding 1.73 1.65
Culinary Arts 1.51 0.75
Plastering 1.36 0.94
General Shop/Machine Shop 1.18 1.16
Janitorial/Building Maintenance 1.16 0.69
Landscaping 1.16 0.61
Auto Mechanics (ARCO) 1.12 1.12
Small Engine Repair 1.01 1.00
Mill and Cabinet 0.92 0.74
Auto Mechanics 0.70 0.70
Upholstery -1.36 -1.36

In Tables 4 and 5, the individual benefit-cost ratio is
calculated by excluding institutional benefits and focusing on benefit
to clients. The selection of marginal courses for improvement should be
considered in terms of the benefits to the client group. By straining
the assumptions and data in this study toward optimism, by gathering
improved placement data, or by implementing reforms, these programs

could potentially be justified.

Additional Standards of Effectiveness

There are four main factors which undercut courses' benefit-

cost ratios: class size, the length of a class, wages in the trade, and
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placement rates. Based upon our study we recommend the following
standards for future program administration: |
1. Average enrollment should exceed 15 and should never be less than 13.

2. Class quotas and enrollments should be highest in those courses
which take the longest time to complete.

3. Graduates should be able to earm over $4.20 per hour in their
first year of work, and never less_than $3.65 (standards for CDC
women and CYA wards may be lower).S/

4. Placement rates in trades should exceed 20 percent in CDC courses.

When classes fail to meet one of these standards an individual justifi-

cation should be prepared and filed; and when they fail to meet two of

these standards, the class should be eliminated.

ENROLLMENT AND COURSE LENGTH

CDC teachers meet periodically to determine the standard length
of courses. The number of training hours selected is geared to a desired
standard of job readiness. In almost all cases, teachers have told us
that students can get a job in a trade without completing a course; but
this comes at some sacrifice in initial earnings, rapidity of promotions,
and probabilities of placement. There is, thus, no one "scientific"
standard for course length, Instead, there is an infinite series of
tradeoffs. At CRC and in CYA, where inmate terms are comparatively
short, courses are necessarily brief. The skill center concept used at
Susanville and for CRC and CIW culinary arts courses emphasizes short
courses on the theory that it is better to give a person minimal skills in

four or five areas than more extensive training in just one field.

S/These earnings rates are for 1977 and should be increased for future
years' wage levels.




The length of a course and the size of a class determine the

number of people who, ceteris paribus, will leave during the year with

skills. If only a few people are leaving a class each year, the placement
and wage rates must be very high in order for the class to be cost
beneficial. One reason why CYA courses are technically successful,
despite their Tow placement rates, is that CYA's short courses have a
substantial volume of student throughput. So many wards pass through
a 600-hour course in a given year that an adequate number of placements
can be achieved even if the placement rate is low.

By contrast, courses at DVI and the Correctional Training Facility
(CTF) are both Tong. (Class quotas at DVI are generally 10 or 12 persons,
with a standard Tength of 1,200 hours. At CTF, classes run for 2,000
hours and have quotas of 12 (which usually means an enrollment of 11).
How many people could matriculate from a CTF class in a year?

* Classes which run for 48 weeks at 35 hours per week, and

with 90 percent enrollment and attendance, will give a

student 1,512 training hours per year.

* If all students completed, about 9 students would graduate
each year,

* In reality, some students drop out early; and some of these

have saleable skills short of the completion standard.

Students who drop out make places for others, increasing

net throughput.
Such a class could reasonably produce 4-5 completers and 5-10 terminations
with 500 hours of training (but short of completion) each year. Placement
rates would have to be between 60 and 90 percent for the class to be
successful, unless wages, institutional benefits, or other factors were

unusually high.
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The reason why DVI and CTF have such small classes is for the
protection of the teacher. We are in no position to challenge this
custodial judgment. Nor do we suggest that classes must be shortened,
because adult offenders may need opportunities for a job placement
which is more than just a Tow-paid, entry level job. We do contend that
under the present circumstances classes such as these are not effective,

and unless something can be done to increase throughput they should be

dropped.

WAGES

Several classes have negative benefit-cost ratios, something
which is unusual in this type of analysis. The reason is that the
expected earnings of a trainee are lower than what an average ex-prisoner
could make with no training. The argument on behalf of retaining such
classes is, as one teacher put it, that the students in such a class are
"the bottom of the barrel" in terms of job skills, and for them such
training is a relative step forward.

What is important is that the trades with the lowest pay and
skills do not have a high placement rate, and are thus of 1imited value
to the people "at the bottom of the barrel" who are presumably taking
them. CDC placement rates six months after release average about 23 per-
cent. The ten lowest paying trades (and placement rates) are shown in
Table 6. Four of the five Towest paying trades, and seven of the ten
Towest paying trades, have less than average placement.

Two other things about the trades in Table 6 are worth noting.

First, most of them (especially the ones with Tow placement) are strongly
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TABLE 6

THE TEN LOWEST PAYING CDC TRADES,
ENTRY-LEVEL WAGES, AND RELATED EMPLOYMENT RATES

Trade Entry-Level Wage Related Employment
Data Processing $ 3.02 19%
Upholstery Ii.n 10
Building Maintenance 3.36 18
Dry Cleaning 3.37 13
Business Education* 3.50* 42%
Sheet Metal 3.59 30
Shoe Repair 3.60 20
Landscaping 3.75 16
Culinary Arts 3.83 21
Mi1l and Cabinet 3.85 30

*This course is offered to women, and the wages are relatively
attractive for women.

oriented toward institutional maintenance. Functions could be, and in
some institutions are, run by work crews rather than classes. Second,
some of these trades offer employment to low-skilled persons who have no
training, such as dishwashing or lawn maintenance jobs. Considering the
fact that performing an institutional maintenance function through a
class is relatively expensive (because of a teacher's high salary), it
appears that for at least some low-wage trades inmates could be receiving
comparable training and placement benefits in a work crew setting.l This

point will be discussed further in a later chapter.
PLACEMENT RATES

One of CDC's seven highest benefit-cost ratio courses and seven

of the eight lowest courses had placement rates of below 20 percent.

-34-

ER
i ks

L



l

(The other low benefit-cost course had a placement rate of exactly 20
percent.) Under these circumstances there is a very strong presumption
that a course which can't place 20 percent of the students who terminate
from it will be unsuccessful, and should be dropped.

We are unable to suggest a similar guideline for CYA, though a
rate of 10 percent might be a useful rule of thumb. The range of CYA
placement rates in a trade is so narrow (from zero to twenty-seven percent;
or, eliminating the extreme figures, from seven to eighteen percent) that

it is difficult to find a consistent correlate of course success.

TWO SPECIAL CASES

The benefit-cost calculations represent the relative ranking of the
courses in terms of their dollar benefit and cost, all dollars being equal.
From these ratios, we developed several standards as administrative
guidelines to gauge course success. Special circumstances surround two
CYA courses; Printing and Small Engine Repair classes exhibit related
placement rates of zero.

On the basis of "equal" dollars, these courses compare favorably to
others. Printing, in fact, ranks among the highest for CYA courses. The
benefits for these two classes, however, have accrued primarily from the
high overal] employment rates with no benefits at all attributable to
employment in the trade. ATthough the activities in these classes have
value, their value as vocational classes providing entry level skills to
the respective trades is minimal. The benefits from these classes can be
gained other than from a ciassroom setting. For these reasons, we recommend

that printing be performed in a work crew setting and that Small Engine
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Repair classes be dropped. RAs we had observed at Preston, Small Engine
Repair was recreational in nature and does not merit retention as a

vocational course.

Summar

We have reviewed courses which represent 83 percent of CDC and
80 percent of YTS and Preston training slots. The overall benefit to
cost ratio is 0.88 percent in CDC and 1.29 percent for the two CYA
institutions.

Within these aggregates there is a wide range of successful and
unsuccessful courses. While the effectiveness of most courses (even the
successful ones) could be improved, we have recommended that some should
be dropped because it is unreasonable to assume that they could achieve
a positive benefit-cost ratio. Others should be subject to careful
administrative review and possible termination. Guidelines relating to
class size, length, wages and placement rates in the trades have been

proposed for the purpose of assisting these administrative reviews.
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CHAPTER III
OPERATIONAL ISSUES

This chapter addresses several major and minor issues which

came up during the study.

Work Crews

For most classes, 60 percent or more of the full cost is the
instructor's salary. Where institutional production is occurring, the
same production could be achieved at a saving of $5-10 thousand per year
per class if journeyman workers vere supervising work crews. This is a
significant issue because in our review it was not clear that students
vere learning anything more in a class setting than they would %; a

work crew, or that their placement chances were being improved.

The worst single case we encountered was the DVI landscaping

class where:

* There was no recuired reading.

* There were no tests.

* Books were kept in the Tavatory.

* Activities focused on manual Tabor, rather than develonment
of technical skills such as plant pronacation.

1/In their study of CIY tra1nees, Spencer and Berecochea, op. cit., are
critical of classes whose main justification aopeared to be
institutional benefits, and which "taught" skills in the same trades
where women had work experience.
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At least one inmate told us he had enrolled to build up his body prior
to release. Also:

* The class quota was 8.

* The crew did general labor jobs, such as laying concrete.

* The work being done seemed superfluous in view of an

already adequate ground crew.
One thing the "class" does is to maintain 300 palm trees around the
perimeter of the prison farm.

Another instance brought to our attention (but which we did
not observe) was a Mill and Cabinet class located at the reception center
at CIM. The "class" produces products used by prison industry. Since
inmates spend only a short time at the reception center it is doubtful
whether they can learn any trade there. Moreover, a generally recognized
standard of correctional training is that skills should be taught
toward the end of a prisoner's term if he is to retain and use them.
While this "class" may be laudably productive, the same function could
be performed by a work crew or through prison industries at considerably
less expense,

Building maintenance and housekeeping are also matters of
concern. The courses do teach some skills. However, at most prisons
work crews do the same things that the students in these classes do.

How do the work crews learn those skills? Is there something really
different in the process and quality of education in a class?

These programs are of small concern compared to food preparation
classes. Almost one in five CDC training slots is in food preparation--

270 in culinary arts, 115 in baking, and 85 in meatcutting. There are

60 culinary arts slots in CYA.
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BAKING

Baking is not a promising trade. Labor officials in Los
Angeles and Sacramento report identical idle rates for their membersﬁip—-
6.7 percent. EDD manpower projections indicate a growth of 466 positions
between 1975 and 1980 in California, which with turnover will mean that

484 positions per year will open; but the EDD Manpower Guide projects

declining per capita consumption of baked goods and increasing mechani-
zation, which will cut labor needs. Mechanization also means that an
increasing proportion of the labor force will be working in machine

rather than hand shops. As more tasks are performed by machines, less
skill will be required of the workers. Baking (because of placement rates

and wages) has one of the very lowest benefit-cost ratios in our study.

CULINARY ARTS

CDC's culinary arts program has run for several years at
Susanville. In the skill center format used there, students are exposed
to baking, meatcutting, and other food service skills. (These other
skills take up the bulk of course time).

In our benefit-cost analysis, culinary arts was marginal:
slightly beneficial for women, and slightly cost-ineffective for men.
Susanville (which is to be commended for this) did a separate follow-up
study for its students and found that 36 percent of those tracked were

working in the trade. Unfortunately, the figure is next to use]ess.a/

g-/Orﬂy 22 students were sampled, and these appeared to be course completers.

One would expect about 180 terminations from the class each year. The
sampling handbook we use doesn't even give values for a sample of 22,
but the nearest thing to it is that at a 90 percent confidence level
and with + 7 percent error one needs a sample of about 75.
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Despite the fact that the Culinary Arts concept (as well as the
skill center concept) is unproven, CDC has opened up classes at CIW
and CRC. Generally, the same people who last year were cooks are now
teachers; and the maximum salary and fringe benefits for a teacher
are $10,000 per year more than they are for a Supervising Cook I. There
are‘now 13 culinary arts teachers at CRC; 5 at CIW; and 9 at Susanville.

Again, the question is: what are these people doing now that
they weren't doing last year? The answer seems to be that they now give
one hour of classroom instruction each day, and there are texts, tests,
and so forth. In addition, Susanville has recently eliminated scullery
on the grounds that it may be responsible for the large number of early
dropouts from the course; and because it is not a high Tevel skill.
Instructors from each of the institutions said that they would Tike to
do some special things in the course:

*Susanville now lets students do cake decorating in their

spare time. (According to industry sources, this skill

is in demand.)

*CIW would Tike to have a model kitchen to demonstrate
the preparation of noninstitutional food.

*In small ways (such as salad preparation contests) teachers
do, apparently, try to orient the ongoing process of
institutional food production toward enriching experiences.

*There is more vocational and job placement encouragement.

These differences do not, on balance, seem very great. It appears to
us that what was being taught at the work bench last year is now being
taught both in the classroom and at the work bench.

The final point worth making about culinary arts is that our

benefit-cost analysis did not deduct from benefits any figure to approxi-

mate the number of people who were trained and placed but who (a) had
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prior experience in the field or (b) would have gone into the field on a
random basis. Three percent of the male labor force and 12 percent of
the female Tabor force work in this field, compared to a 21 percent
estimated placement rate for culinary arts trainees. If we Tooked at a
cross-section of workers who had the same socio-economic characteristics

as CYA/CDC inmates, an even larger portion would be found working in

culinary arts.

JOB SOCIALIZATION

Vocational classes teach three things: specific trade skills,
general work habits, and an occupational orientation. In trades where
Tow skill levels mean that access to a job is easy, the most important
product of a class may be its socializing effect.

A recent study of the labor market information of young men
indicates that for people in lower socio-economic classes, simple labor

market information has a high payoff:

A literal interpretation of the regression coefficients
suggests that an increase in occupational knowledge
equivalent to a five-point rise in the test score--less
than one standard deviation--would yield a gain in annual
income of about $140 for a steadily employed white youth
and $290 for a black.3/

In addition to the effect of information, attitudinal change is qimportant.
Getting a person to think he is a cook, welder, etc., may be all that is

needed to give him the mental fortitude to persist in seeking a job in

a trade,

§-/Herbert S. Parnes and Andrew I. Kohen, "Occupational Information and
Labor Market Status: The Case of Young Men," Journal of Human
Resources, X (Winter, 1974), pp. 44-55.
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RECOMMENDATIONS

Where work crews exist, correctional institutions may be missing
an opportunity for job placement payoff by not emphasizing job sociali-
zation. What are the trade placement rates for work crews? What would
they be if work crews were given (a) short, perhaps two-week, courses
in their trade, (b) vocational orientation and socialization, and
(c) placement encouragement and services?

These services could be quite inexpensive. For example, people
who are currently teaching a trade could visit other prisons where the
work is being done by a crew and put on short, annual courses. They
could leave some reading materials; and they could work with crew
supervisors on techniques to encourage crew members to continue in the
trade. The cost of this would be about $300 per week-long course
(that is, travel and per diem for the instructor plus some incidental
expenses). Also, the teacher's regular classroom time would be foregone.,
In addition to better placement potential, a subtle benefit of this
would be recruitment for the teacher's own class. Prisoners who are
really interested in the trade are 1ikely to be found in the appropriate
work crew; so this would in effect be a way of recruiting the best pros-
pects for placement, assuming that they can transfer to an institution
where the trade is taught. We recommend that CDC institute a small trial
program to explore this opportunity.

On the other hand, we recommend that at least culinary arts,
baking, housekeeping and building maintenance classes be reverted to a
work crew status; and that the CIM Mill and Cabinet class be revieved

for this purpose. On the basis of benefit-cost ratios alone we have
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already recommended elimination of three of these classes. Additional
savings would be: Culinary Arts (CDC), $233,000; landscaping (DVI only),
$30,000; Culinary Arts (CYA), $26,000; and Janitorial (CYA), $54,000. 1In
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the instance of the CDC Culinary Arts classes we note that the potential
savings in future years are considerably higher, because CRC and
CIW teachers have not yet reached the top steps of the teaching scale.
It is worth emphasizing that many classes have work crew
characteristics, including ones (e.g., dry cleaning) which we did not
visit. Program administrators should review all such classes for
posstible reversion to work crew status. In some cases where classes
produce significant institutional-benefits it may be possible to make
arrangements short of complete abolition of a class. For example,
although we have recommended (on a benefit-cost basis) eliminating shoe
repair classes, it might be desirable to keep one within the CDC system.
By screening potential trainees to get the most qualified people,
placements could be improved; and graduates who have not been paroled
could be sent to institutions where classes have been dropped. They
would pick up some of the institutional work load which would otherwise

have to be contracted or done by a full-time free staff person.

Teaching and Equipment

Reviews of vocational training frequently center on teaching
and equipment problems. Our concern in this study has been to ascertain
those factors which are so unusually deficient that they would explain
the very low placement rates of students. Finding no evidence that
teaching and equipment are unusually bad, we did not pursue these topics

in depth.
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Any school experiences a mix of good and bad teachers. Correc-
tional institutions are no exception. Our questionnaires to students
indicated that they held teachers in surprisingly high esteem. The only
éxception to this pattern was brought to the attention of the teacher's
supervisor. Beyond this, our discussions with vocational supervisors
and with the teachers themselves gave us no reason to believe that
correctional institutions have any greater teaching problem than other
schools.

Our review of equipment came to the same conclusion. We asked
each teacher to tell us about his equipment deficiencies. Considering
the fact that we came from the Department of Finance, this was a very
open invitation for complaints. What we heard was that equipment was
generally adequate. Most instructors wanted one or two additional
items, but they were minor ones which would not--in our opinion, and
often in theirs--have made a significant difference in placement rates.
Many businesses, 1ike the classes themselves, have a mix of old and new
equipment; and often the old equipment is quite adequate for learning
purposes. CDC is conducting a detailed equipment study whose results

may be valuable.

Job Information: Wages

We did find one systematic and serious problem in virtually
all classes. Students had unrealistic, and sometimes very unrealistic,
ideas of what they would be earning when they were released.
* O0f 14 cosmetology students, 10 expected to make over $7.50
per hour and 4 expected to make $5.00 to $7.50. In fact,

the average full-time cosmetologist makes $4.10 per hour,
and many make less than this.
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* Landscaping students expected to make over $5.00, while
the true average is closer to $3.75.

* Upholstery students thought they would be making $5.70
per hour, compared to a more 1ikely figure of $3.17.

In some classes students' estimates were more realistic.

The reasons for the discrepancies in students' estimates
of what they would be making if they were working in the trade right now
are at least three in number. First, some people do make as much as the
students' estimates. Second, students are Tikely to be optimistic.
Third, teachers may stress an optimistic view of potential earnings as
a motivating device. It is also possible that students know that at
least for the first few months they won't be making the amounts they
say they expect.

Despite these facts, excessive estimates of potential earnings
can lead to lower job placement rates. An interesting Tabor market
theory called "job search" holds that:

People who first begin looking for jobs lack basic infor-

mation about the labor market, and have higher expectations

about pay than can be realized. As a result, workers may

reject the jobs that they first encounter and continue searching.

Gradually, this procedure enables them to make a more realistic

evaluation of available jobs and to adjust their expectations

accordingly. Eventually the search process results in
employment, or in withdrawal from the labor market.4/
People who have highly unrealistic expectations of wages, who have a
Tow tolerance for frustration, and who suspect that for one reason or
another the "low" wages they are being offered may be a result of a

"grudge" society holds against them, may be especially prone to dropping

out. While "job search” is simply a theory, it appears to be supported

fh/Pc-z'cer B. Doeringer and Michael J. Piore, "Unemployment and the 'Dual
Labor Market'," Public Interest (Winter, 1975), p. 70.
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by the finding, cited above, that labor market information alone has a
significant payoff for job seekers.

We recommend that CYA and CDC vocational program management
arrange for annual wage surveys for each program, and post the results

where they can be seen by inmates. Such surveys, which should inelude

data on openings as well, will be useful for ongoing program evaluation.

Theykmight include an estimate of initial wages; wages after the first
year of experience; and maximum wages. They might also distinguish
between different types of employment in the trade (e.g., hand and

machine shops in baking), and provide other useful information.

Skill Centers

The central idea of a skill center--used at Susanville, and for
Culinary Arts at CIW and CRC--is that instead of being ¢iven intensive
training in one trade; a student will be given introductory experience
in several. He may later have an opportunity to specialize, but
regardless of whether he chooses to do so he will have some chance of
getting a job in one of several different trades. If the training
is not adequate to get the kind of job he wants, he at least knows more
about his vocational choice; and is in a better position to get more
training after release.

We did encounter several criticisms of skill centers. A number
of instructors felt that students who had a mere introduction to their
trade would have very little chance of landing a job; and that any
Jjob they would get would be unskilled, the kind that someone could get
by walking in off the street. Some of the students we talked to had
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specific ideas about the one trade in the skill center they intended
to pursue, and thought that the rest were a waste of time.

In theory the skill center idea will work hLast if trades are
related to one another and if skills are interchangeable. CCC's
Fabric Skill Center has a problem in this respect, since it offers
upholstery, shoe repair, dry cleaning and alterations, office machine
repair, masonry, and laundry. The transferability of baking and
meatcutting skills to other elements of Culinary Arts is also questionable.

Despite these probliems, the skill center concept makes sense.
Among the reasons for the low rate of placement for those trained
in only one trade is the fact that economic c¢ircumstances force them
to get a job in the first week or so after release. Finding a common
labor job is relatively easy; but finding an opening in a specific trade
is ndt. By giving trainees skills and socialization into several
trades, the chances that they will capitalize on their training are
improved. For example, in a small town there may not be any openings
in a given trade for several months at a time; so having minimal
credentials (and confidence that comes from socialization) in some
other trade can be very important. Moreover, even major metropolitan
areas share the characteristics of a smail town for a person who has a
limited perception of his "neighborhood" for job-seeking purposes, or
who has simple transportation problems which 1imit his access to jobs.
(We have found that prisoners dc have such problems after release.)

We are not aware of empirical research which defines the
benefit tradeoff between higher rates of placement in Tower-skilled

jobs--presumably the main effect of skill centers--and lower rates of
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placement at a higher initial salary, which occur as a result of more
traditional programs. CCC's own follow-up study shows an overall
placement rate for the three centers of 34 percent, compared to 23
percent placement for CDC as a whole six months after release.5/
Possibly, the program is relatively cost-effective provided that the
wage tradeoff is not too bad. The placement rate must also be under-
stood in the context that, on a random basis, many students would fall
into a job in one of the several trades offered by each skill center.
On the other hand many students do go on to specialize in a trade
while they are in a skill center, so the wage tradeoff may be small.
Wage information is lacking, however.

From a technical standpoint, one factor which favors skill

centers is that in effect they have a significant throughput of students.

In CYA, we have observed, it is this throughput in short courses which

makes programs successful despite low placement rates.

Reimbursements for Services to Staff

Vocational classes provide many services to prison staff,
including dry cleaning, upholstery, shoe repair, automotive repair,
and even special construction jobs (e.g., a metal shop building a
staircase foé a staff home). This "Tive" work is-a valuable part of
training, and lower-than-commercial rates are justifiable because

(a) providing work is sometimes inconvenient for staff, (b) trainees

5The cCC sample size was too small for us to attribute a high degree
of reliability to the result; and, as noted above, successful

course completers appeared to have been significantly over-sampled.
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are not professionals, and work slowly, and (c) trainees make mistakes
for which the prison assumes no liability.

Despite this fact, many instructors told us that prices charged
to staff were too Tow, by a factor of 20-30 percent. This is to say
that prices could be raised without reducing the volume of work brought
in by staff below 2 point where training would suffer.

It is easy to see why this is so. In one institution staff
membei's pay $3.00 to have three pieces of furniture re-upholstered.
They must also pay for materials, but the class is able to get these at
half price. Some furniture arrives in terrible shape, but as a class
exercise it is carefully and finely restored; and if students do make
mistakes, many of them can be rectified by doing the work over again.
(This extra-high quality work, which commeréial shops could not afford,
occurs also in automobile service. At CCC even the simplest job
becomes a thorough check on a car's major functional systems.) The
result is that staff members can get several hundred dollars worth of
net benefits for a small investment.§/

Ve were told that in some prisons (CDC) prices were deliberately
kept below what the market would bear. This practice may be unfair to
inmates. We recommend that instructors specify the amount of work
needed for training purposes, and on a trial-and-error basis let prices
float upward until no more than that amount of work is eoming in.

Vocational program staff should monitor this process.

6/We checked several shops to see whether staff might be buying used
furniture, running it through a vocational class, and reselling
it commercially. This does not appear to be happening.
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Instructors frequently told us that if they could keep the
money they made, for equipment purchase or bonuses for inmates, theijr
classes could be run more effectively. We hesitate to recommend this
because it would create a number of very small special funds with
dedicated uses, and this might be administratively inefficient as well
as inappropriate in some classes. Such funds could provide productivity

incentives, however, and should be considered.

Trial Periods

Introductory trial periods for classes have been instituted at
Preston to minimize the time and costs of familiarizing wards with a
trade. The concept allows for a structured time schedule, usually two
weeks, to acquaint the student with the various skills to be learned
and to allow the instructor and student to evaluate whether the student's
talents and personal traits are suitable for the trade. The system
discourages premature dropping and transferring among classes without
a fair assessment by either the student or instructor. On the other
hand, the system enables the student to gain enough knowledge of the
trade in a short period so that he does not waste excessive instruction
time to learn he is not suited to the trade.

Premature dropping sometimes occurs because students begin their
training by tending to the most menial and boring tasks in the trade,
such as scrubbing pots in culinary arts.?/ A more meaningful intro-

ductory period would foster a trainee's interest.

7/At CCC this problem was alleviated by assigning pot-scrubbing chores
to a work crew.
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A formalized introductory period encourages a student to reach
a go or no-go decision point on a trade at an early time. At CMC
about half of the students who dropped classes after less than 500 hours
because they were not interested had stayed in the class beyond two
weeks. Also, CDC 1974-75 termination statistics indicate that 23 percent
of those inmates who terminated for lack of interest had stayed in the
class beyond 500 hours.

The cost of premature dropouts due to lack of interest and
related factors may exceed $100,000 in CDC, counting only dropouts prior
to 500 hours. Some of this is unavoidable, and some institutions and
teachers do make an effort to weed out potential dropouts before they
have accumulated large amounts of training time. A more systematic
effort would improve cost-effectiveness. We believe, therefore, that
institutions should initiate a short, fermal trial period for new students
in a class, in an attempt to identify students who are unlikely to

complete before they take up extensive training time.

Education Day Furlough

CYA's overall low and declining vocational student population
forbids offering a wide choice of trade training courses and maintaining
a cost-effective program. To satisfy the training needs for minimum
security risk students and to minimize incurring large capital equipment
costs for classes, DeWitt Nelson is sending some vocational students
to local Regional Occupational Center (ROC) classes.

We were not able to evaluate the cost-effectiveness of this

approach to training. Too many extenuating circumstances prevailed to




allow a fair assessment. The number of participants in the program
currently is limited to those wards who reside in the local school
district. We interviewed all three of them. A1l three students had
indicated no desire to work in the trades of training, but they were
delighted to have the opportunity the education program provided to
leave the confines of the institution. Furlough programs generally
tend to serve as a reward for good behavior.

Cost comparisons with Preston and YTS figures indicate that the
direct student quota costs per hour are very close to those figures
provided by the Woodruff ROC in Stockton. The courses we examined in
CYA averaged $1.87 per student/hour, whereas for the ROC/adult student
costs charged are $1.17 and for high school students, $2.59, computed
on an hourly basis. The ROC administrator anticipates, however, that
costs for adult students will be rising to $2.41. Also, these costs
do not include the additional expense of transporting wards to the
local schools. The off-site training costs will amount to at least
30 percent more than costs for training within the institution.

Due to the security risks local schools are uniikely to desire

to serve more than a very select group from the correctional institutions.

The psychological rewards and socialization opportunities afforded by
the program may compensate for some of the higher costs. If this program
continues on a broader basis, a more thorough evaluation considering

job placement and wage rates will be necessary.
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CHAPTER 1V
INMATE PAY

In the 1977-78 fiscal year, half of all CDC inmates will be
receiving pay. In recent months there have been 6,332 inmates paid by
maintenance; 1,770 by correctional industries; 1,041 in forestry; and
143 in work furlough. The 1977-78 budget will add 1,000 maintenance
slots. Wages for maintenance work run from 6 to 35 cents per hour,
and most inmates are paid at the lowest rate.

In CYA, roughly half of the wards in vocational classes at
YTS are paid. They tend to work in areas where institutional Jjobs
are done, and nearly two-thirds of the pay slots are in culinary arts.

A1l vocational students at Susanville are paid, and none are
paid at CMC. In the majority of CDC classes elsewhere there are one or
two pay numbers for people who are working as a clerical or a “Tead
man" assistant to the teacher. Classes in both CDC and CYA which are
strongly oriented toward productive work (culinary skills, maintenance,
upholstery, and shoe repair) have more pay numbers or slots, but it is
unusual for more than half the class to be on pay status. Usually, the
most experienced students are paid.

We believe that a restructured pay system could improve the
effectiveness of vocational classes by offering incentives which are
more sharply focused on the attainment of course objectives. Among

these objectives are:
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Enrolling and retaining the people who need training.
Encouraging rapid achievement and skill acquisition.
Encouraging productivity.

Helping graduates get jobs in their trade.

* o % o

From each of these perspectives a different pay system would be optimal,
and we will recommend an approach which coordinates alternative strate-

gies.

Enrolling and Retaining Inmates
Who Need Training

California Department of Corrections inmates enrolled in voca-
tional courses are generally the ones who can most benefit from training.l/
Despite this successful targeting some people who are jnterested in
training do not enroll because they need a pay number. At CMC (where
there are no pay numbers in vocational education) 28 inmates were on
waiting 1ists in May who had turned down an opportunity to get into a
. class of their choice. Of these, 17 had pay numbers; 8 were in other
school programs; and 3 were in detention, medically unassigned, or
unassigned. One-third of CMC inmates who dropped outzof training prior
to 500 hours did so because they wanted a pay number.

Pay may be particularly important in lengthy classes where
inmates would have difficulty saving up enough money to provide for their

occasional needs for 16 months (the normal time it takes to complete a

2,000 hour course).

l-/Bregman, op. cit., pp. 110-114, compares enrollees with a cross section
of inmates. The enrollees appear to have a higher level of education
and a worse job history than other inmates, which indicates that the
program is successfully targeted on the people who can most profit
from it.

g/This information was provided by the Inmate Education Committee at CMC,
which conducted an excellent survey of dropouts for us. We appreciate
this effort by inmates.
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Helping students to complete such long courses is important because
completion of a long course may have a small recidivism berefit.

Our study of the post-release records of inmates indicates that
there is a 0.9 percent reduction in recidivism for every 100 hours of
vocational training completed; and that in the 500 to 2,000 hour range
the decline is 2.8 percent. (See Appendix C ) This may be because
people who are well-motivated at the time they enter the class are iikely
to stay longer.

We estimate that CDC's full cost per hour of training is $1.32.
At this rate the costs of additional training exceed marginal recidivism
benefits during the first 500 hours. Thereafter the net recidivism
benefit of addﬁtiona] training cog]d be as high as $2.36 per hour if we
ignore the motivational variable.”  Since we do think that motivation
explains prisoner success to some extent, we must regard the $2.36 per
hour figure as a maximum estimate of the benefits of inducing a prisoner
to stay in a course beyond 500 hours. A minimum estimate is, of course,
zero.

Most instructors we intervie&ed feit that inmates should be paid,

though some believe that they should be paid only for productive work.

é‘/The $5.56 mi11ion CDC vocational education budget provides for 2,500

slots which, if filled for 35 hours per week, 48 weeks per year,
yields an average hourly cost of $1.32 per student hour. For 1976
the full cost of an instance of recidivism is about $13,127, based
upon figures provided by John Holahan, "Measuring Benefits from
Prison Reform," in Robert H. Havemen et.al., eds., Benefit-Cost and
Policy Analysis: 1973 (Chicago: Aldine Publishing Co., 1974),

pp. 491-516. A 2.8 percent reduction in recidivism is worth $368
(.028 x $13,127); the cost of an extra 100 hours of training is
$132; and the potential net benefit is $236.




Encouraging Rapid Achievement and
Skill Acquisition

In Chapter II we noted the essential importance of throughput
efficiency in courses. Inmates who find a course to be an enjoyable way
of doing time have no incentive to finish quickly. There is now no such
incentive for teachers other than administrative norms which discourage
keeping a student in a class beyond the formal period for termination.
In fact, students who have acquired a high level of skills (or who enter
with some skills) are an asset in production and as teachers' aids.
Financial bonuses based upon the achievement of skills are one incentive

for getting inmates to learn and to complete as quickly as they can.

Encouraging Productivity

An upholstery instructor commented to us that he could place
every one of his students. On a more thoughtful note, he added that they
would all be fired in a few days because they worked too slowly.

Encouraging speed and quality in work is an important part of the
vocational learning process. Where classes are production oriented this
also benefits the institution. It also creates problems. One critic of
prisons states:

The most basic manpower problem in the prisons is that

they do not effectively utilize their human resources.

With Timited markets for their goods, they can employ

only a minority of their inmates in prison industries.

The rest are applied to maintenance tasks with Tittle

concern for efficiency or output. When labor is a
relatively free good, it is almost always misused.4/

E/Taggart, op. cit., p. 57. The extent to which this applies to
California institutions is not clear.
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He goes on to urge productivity incentives. The problem with greater
productivity, however, is that unless prisons can find more useful things
for inmates to do,efficiency improvements will Tead to a situation where
some people are very productive and others are very idle.

The flip side of this coin is that unless idleness becomes a
problem the incentives for prison officials to find new, meaningful work
will be minimal.

Most vocational teachers told us that their students were
one-fourth to one-third as efficient as journeymen. Some claimed higher
levels of efficiency, but in any event one would not expect learners to
be as efficient as experienced workers. The fact remains that there
appears to be considerable room for improvement in the productivity of
vocational students and that this would benefit both their training and
the institution. Pay, which is the most common and important produc-
tivity incentive used by outside industry, is not used effectively as an
incentive in the vocational classes. Pay tends to go to the most senior
students in a class, and though there are some classes which are suitable

for piecework rate pay we are unaware of any instance where this tech-

nique is used.

Helping Graduates Get Jobs In Their
Trade

Our study of inmates who were nearing release (see Appendix B)
and other studies of parolees indicate that ex-prisoners face severe

financial probiems in the first week or two after leaving an institution.
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Most must get a job in the first week or two‘or find some alternative
means of support--family, friends, welfare, or hust]ing.§/

This pressure leads many prisoners to accept dead-end jobs.
Such jobs are relatively easy to find, while a person who is looking for
a job in a particular trade may have to wait before an appropriate
opening appears. If a vocational trainee is in a position where he cannot
wait, he must accept a job elsewhere. At best, the benefits of his
training are postponed; and at worse, having made a bad start, he will
not be éble to recover.

California has been more sensitive than any other state to the
immediate financial needs of vreleasees. Tts $200 "gate money" ailotment

was unsurpassed, at least in 1975)and the 1976-77 budget gives CDC

parole officers an average of $41 per releasee for cash subsistence grants.

California Youth Authority wards receive financial support primarily from
paroie; in Fiscal Year 1975-76 direct expenditures amounted to an average
of $200 per parolee.

Cash grant programs appear to have large positive effects. One
Maryland program provided experimentals with $60 per week for 13 weeks.
Results indicated that 22 percent of participants were arrested for

properfy crimes in the first year after release, compared to 30 percent

5/%the typical parolee is broke very soon...and has real trouble making
ends meet until his first payday. Even if he starts on a job right
away he will not be paid for a week, maybe two. Meanwhile, he buys
some clothes, pays a fee for a driver's license, makes an advance
payment on rent, buys food supplies or restaurant meals, and spends
something on a celebration of his release. So he is in difficulty
and may borrow...." Stanley, op. cit., pp. 145-146. Despite
California's comparatively generous grants of gate money, halif of
the prisoners we interviewed expected to have less than $200 upon
release and 31 percent anticipated having between $200 and $500.
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of the control group. In the second year (long after the payments had
ended) there was a 6 percent gap in the arrest rates of the two groups.
Employment for those receiving money was higher by six percentage points
at the end of the year (47 versus 41 percent). Although the program had
an unfavorable benefit-cost ratio in a narrowly budgetary sense, the
ratio of total societal benefits (including the reduction in crimes) to
costs was highly favorab1e.g

A 1972-73 experiment in California was similarly favorable. It
provided grants averaging $61 for 12 weeks. After six months, 80 percent
of the grant recipients--but only 71 percent of nonrecipients--remained
successtully on parole status. On a narrow cost-benefit basis (considering
direct budgetary outlays) the project was not successful; but 1ike the
Maryland study, a broader cost-benefit analysis would undoubtedly have
shown positive results. What is more to the point here is that the program
appeared to be particularly beneficial to people who had vocational skills.
Experimentals who had skills (which could have been acquired in prison
or elsewhere) were successful in 86.5 percent of the cases, compared to
74.7 percent for those who had no skills. In the control group the
figures were 73.3 and 69.6 percent, respectively. While the small size
of the samples undercuts the reliability of the findings, they appear to
Tend credence to the belief that in order to make use of their skills

vocational trainees need a longer financial "1ifeline" than others.

Q/"Unlocking the Second Gate: The Role of Financial Assistance in
Reducing Recidivism Among Ex-Prisoners," R&D Monograph 45, U.S.
Department of Labor, Employment and Training Administration, 1977.




Financial assistance gave those with skills a 13.2 percent better
success rate than those without, and if the Maryland data (which had a
Tonger follow-up period than the California study) are to be believed

1/
this gap persists for several years.

Conclusions and Recommendatijons

We recommend four pay-related reforws at CDC.

1. There should be a substantial bonus for completing a class. ALl or

most of this bonus should be reserved for a trainee's use after he
48 released.

2. CStudents should receive periodic bonuses based upon achievement in
class, with the greatest sums coming toward the completion date.
Students should not be paid prior to 500 hours.

3. Students should receive incentive pay for productivity.

4. Funds available for pay should be allocated in a lump swm to each
institution, where instructors and program administrators would be
responsible for final allocation based upon systemvide principles.

Reforms in CYA are less urgent. |

At YTS and Preston there are already substantial pay numbers

in some classes. Wards do not face similar monetary pressures as CDC

inmates, and there are fewer pay numbers outside of the vocational

classes to attract students away from training. Because CYA classes are

short, there is less need for funds to sustain a student through the
class-taking period; and it may be difficult to fashion realistic achieve-

ment tests in short courses. Finally, CYA casework funds for parolees

Z-/Craig Reinarman and Donald Miller, "Direct Financial Assistance to
Parolees: A Promising Alternative in Correctional Training,"
State of California, Department of Corrections, Research Report
No. 55, May, 1975.
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appear to be more adequate to sustain trainees during their job search
after lzaving the institution. We suggest that CYA use current funds

to reorient its system toward productivity and achievement pay, if
possible; and if the reforms recommended for CDC appear to be successful,
the issue of CYA implementation should be reconsidered.

There are two main arguments against implementing these proposals
in CDC. One asks the question of why the State should pay for what it
now gets at no cost. The answer to this is that the State is getting a
vocational training system which in certain specific ways is not meeting
its objectives as well as it might. A more serious objection is that
the principles upon which our recommendations are based could also be
applied to academic education, leading to significant costs in that pro-
gram. Although there have been several experiments (including a current
and hopefully successful one at DVI) in giving academic students pay,
we believe that the issue of vocational pay should be addressed on its

own merits.

The gross cost of these recommendations should be $297,000,

broken down into:

* Course completion bonuses: $167,000.

* Achievement bonuses: $70,000.

* Productivity bonuses: $60,000.
It is implicit in our second recommendation that students in the first
500 hours of training should not be paid unless for productivity. This
means that some money used to pay students at Susanville could be

diverted to reduce the gross cost. It is also implicit that where

current pay numbers are not geared to meeting class objectives the funds

should be redirected.8/

8/We have not studied the extent to which redirection is possible.
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The reason for the fourth proposal is that individual instructors
will have to taitor pay systems to the conditions in their own classroom.
* In one class achievement tests may be appropriate at the

500th hour; but elsewhere a good testing point may occur
somewhat later.

* Some teachers may be able to establish piecework productivity
standards and others will not.

Because the purpose of these pay incentives is largely educational, we
believe that it is best to leave them in the hands of instructors.

The resulting system should look something 1ike this. 1In a
class where productive work is being done students will begin receiving
productivity pay of some sort at the 500th hour. It would probably be
less than what they are now receiving. However, all students would also
have increasingly larger-achievement bonuses at about the 500th, 800th,
1200th, 1600th, and 2000th hours. (When a student actually reaches these
points depends upon how rapidly he Tearns.) Finally, the completion
bonuses we have suggested are calculated at a rate of 10 cents per hour
and would become available to prisoners when they Teave the institution.

The whole system thus combines:

* A fairly regular paycheck for students in production
classes after the 500th hour.

* Increasingly larger achievement bonuses which should
have very little attraction to early dropouts, but
should increase the staying power of the rest.

* A completion bonus which could double the gate money
of someone finishing a 2,000 hour course.

Most inmates would receive slightly more pay, and policies which are now

inconsistent among institutions (notably CMC and CCC) and individual

courses would become more similar.
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Because they are designed to achieve specific objectives, these
proposals should improve program effectiveness. However, it may be
desirable to test them before complete implementation. California
Men's Colony is the most desirable location for a test because it now
has no vocational pay numbers. The cost of an experiment would be
roughly $40,000 per year plus analytical time. A good follow-up system
would have to be assured, and although some aspects of the récommendau
tions could be proven in a year's time, a complete test should run for

two to three years.

An Alternative to Pay: Good Time

As an incentive for people to work toward class objectives "good
time" is an alternative to pay. Youth Training School now gives nine
days off for every month of participation in vocational education.

AB 476/77 provides for a one-month reduction of sentence for every

eight months spent in work, educational, vocational, therapeutic or
other approved activities. Neither of these provisions is supported by
any known correlation between participation and reduced recidivism.
Furthermore, SB 42 expressly forbids denial of good-time credits for
failure to succeed after demonstration of reasonable effort at an
activity; so current provisions of law would be quite difficult to use as
achievement and productivity incentives. Good time does not speak to
prisoners' needs for some income while they are taking a course, nor does
it help a person financially after release.

Changing the law and YTS practice could allow good-time provisions

to become a more sharply focused took for achieving course objectives.

-63-




* Good time credit might become contingent upon course com-
pletion.

* When instructors set standards of achievemernt for certain
points of time (e.g., & person must be able to perform a
certain operation by the 500th or 1000th hour in a course)
good time credits might stop running for students who fail
tests.
For example, if a student in a 1,200 hour course finishes the course in
1,300 hours, he would get 1,200 hours credit, because good time would
have stopped running between the 1200th and 1300th hours.
It is worth noting that a serious problem with the current system
is that students who finish quickly can be penalized for so doing. If a
person finishes a course in half the prescribed time, but then doesn't
want or can't get into some other activity that gives good time, he loses
an opportunity to cut the time of his sentence. Predictably, some inmates
will want to stay in courses beyond the point where they have any reason-

able education value simply to get good time credit in a manner they find

enjoyabie.
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CHAPTER V
JOB PLACEMENT

CDC devotes few resources to placing prisoners. There are 2.5
positions serving this function. For parole agents and teachers (there
are individual exceptions) placement is a peripheral task.

It can be argued that present placement resources are adequate.
In the first place, there is a wide array of community groups and
agenicies interested in placing disadvantaged persons, and some of
these specialize in ex-offenders. In addition to the Department of
Employment Development, (EDD), there are the Seventh Step Foundation, M-2,
the National Alliance of Businessmen, and various Federal programs. At
least in Sacramento, group representatives have been candid in
discussing duplication--especially when it comes to the problem of
numerous groups trying to work with one employer. While there may be
no shortage of resources, there may be a problem in organizing them
effectively.

Secondly, studies of placement projects indicate that they are
not so highly successful that all doubts about their cost effectiveness
are resolved. Taggart describes one job development and placement

project where:
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...recidivism was apparently not reduced: 78 percent of
those in developed jobs worked full time; compared with 73
percent of those with other jobs; 53 percent had worked
three-fourths of the time since release, compared with only
40 percent of the others; 55 percent were in training-related

jobs, compared with 45 percent of those whose jobs were not
developed.l/

While the results of this project were indifferent--and from a cost-
benefit standpoint, undoubtedly negative--Taggart concluded that there
was reason to consider employment services effective for trained
prisoners.

One reason why special job placement services have not been very
successful may well be the multiplicity of services available to non-
participants in the projects. Also, projects which relied upon general
purpose placement agencies (such as EDD) have been criticized for not
giving substantially greater services to prisoners than to others.

How do releasees find jobs? CDC's 1970 study of vocational

students found that the job sources were:

* Parole agents 16.8%
* Union representatives 2.8
* Trade advisory committees 4.7
* The prisoner himself 46.7
* State employment agency 5.6
* Institutional personnel 5.6
* Family and friends 17.8

In only one out of eighteen cases where a parole agent was responsible

for placement was a prisoner placed in his training trade; and the CDC

l/gg, cit., p. 74. In the Labor Department's "Unlocking the Second
Gate™ study, op. cit., two members of the Baltimore State Employment
Service and occasional members of the project's staff gave job
finding assistance to about 216 prisoners over a period of 13 weeks.
Job services had "no effect" on employment. In the early 1970's
CDC had four MDTA-funded placement officers, but when Federal funds
ran out the project was discontinued, implying that policymakers
were not convinced of its effectiveness.
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authors conclude that parole agents were generally not very active in
job placement and were particularly unresponsive to the needs of
vocational trainees.2/

If the institutional personnel whom prisoners named as job
sources were in fact teachers, only about 13 percent of all job sources
(teachers, union representatives and trade advisory committee members)
had strong links to a trade of training. For the rest--including the
prisoner himself--trade skills may have been one resource for employment,
but the main job search objective was probably to get the prisoner any

kind of a job.

Prisoner Motivation

Another reason for doubting the effectiveness of placement
services is that their potential is limited by prisoner interest.
The Michigan study cited earlier in this paper found that 22 percent of
vocational trainees were never interested in applying for a job in their
trade, and 16 percent were interested but did not apply. Twenty-four
percent of Dickover's CDC sample was also uninterested in working in
their trade, even if given a chance to do so.

These figures contrast with what people say when they are still
enrolled in a class. When asked whether they wanted to work in their

trade, responses in our survey of 508 trainees were:

Yes 63.3%
Probably, yes 22.6
Probably, no 5.6
No 8.7

2/Robert M. Dickover, et. al., "A Study of Vocational Training in the
california Department of Corrections," Report No. 40, State of
California, Department of Corrections, pp. 63, 66-67.
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Between 74 and 80 percent indicated that the primary reason why they
were enrolled was to get a good job; but when we asked what was the
best thing about working in the trade, only 30 percent said that

it was a "good chance of getting a job right after being released."
Sixty-one percent said there was a good or very good chance of getting
employment right after being released, while 39 percent said it was
fair, poor, none, or they didn't know. In another question, we asked
students to estimate how many others in the class were serious about

getiing a job in the trade. They answered:

None 4.8%
A few 34.8
About half 23.4
Most 28.1
Everyone 9.1

The answers are similar to those found by Dickover.

What do these data mean? Some of the evidence is contradictory--

80 percent are taking a course to get a good job, but only 61 percent

think there is a better than fair chance of getting such a job immediately

after release. This may imply that some who would like to get a good

Jjob know that they won't try, or couldn't if they did try; or that the

prisoners are just being realistic. There is also a strong contradiction

between the professed motivation of individuals to take a course and
their opinion of how serious other people are about getting a job in
the trade; this may be a byproduct of a cynical world view, or
simply poor knowledge about what other people intend to do.

Despite these reservations, the data overall indicate that

between 60 and 80 percent of vucational trainees are interested enough

in the trade to be considered serious candidates for placement services.
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This is a theoretically maximum placement rate, compared to which only
31 percent of trainees were involved in their trade one month after

release, according to CDC data.

M.D.T.A. Experience

Undef the Manpower Development and Training Act CDC had four
positions (located within different institutions) for placement. The
positions were not picked up with state funding, which indicates one
Tevel of judgment about its success. More to the point, the data
surviving from the program are of doubtful quality: one agent claims to
have placed 287 out of 287 people in a given year, while others show
rates of roughly 25, 60, and 70 percent placed. The case loads and
placement rates vary too much to be able to say with any certainty what
could be expected from a similar program, though we suspect that an
institutionally-based placement officer might work with about 190
prisoners per year. There are some good surviving data from DVI which
show that for vocational students, the officer placed 29.6 percent in
a trade; 4.6 percent in a related trade; 41.9 percent in an unrelated
job; and the rest, 23.9 percent, got no jobs.

The indicated rate of placement in trades is similar to that for
CDC vocational programs as a whole, one month after release. However,
since some of the 23.9 percent of vocational trainees who did not get
any kind of job through the placement officer might have done so after
leaving prison, the program's record may be better than the formal data
indicate. Based on the formal data, a cost of better than $400 per

trade placement could be expected. Because many (we don't know how many)
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of the peopie placed through the DVI job placement officer might have
a trade placement by some other means, the program's net benefits are

obscure.

CRC's Placement Program

The California Rehabilitation Center at Corona has the most
ambitious placement program within our sample of institutions in the
Department of Corrections. A full-time placement officer is located
there. The heart of the program, however, is teacher responsibility
for placing certificated students. Each month, teachers report on
students who have left their c]asses-with skill certificates and who are
in the job market. They must identify the name and address of any
employer. The placement officer is a resource for them, but the
responsibility for placement is theirs.

The placement officer is also responsible for trade advisory
committees and industry contact. Several firms work closely with
particular vocational programs. The most notable of these is Suzuki,
the motorcycle manufacturer. It has donated substantial equipment to
CRC; participates in trade advisory council meetings; trains instructors;
and employs selected graduates of the small engine repair class.
Apparently, only the most reliable graduates--a minority--are sent to
Suzuki, in order to minimize the chance that the corporation will be
“burned.”

Unfortunately, the results of the CRC program are not definitively
encouraging. Placements in trades of training appear to be running at

under 20 percent, but this is uncertain because the reporting forms are
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ambiguous. They 1ist employers' names and addresses: but company names
don't always cive a clue as to the nature of the business, and even where
they do it is not clear whether a person's job is necessarily related to
his training.§/ CRC's forms also fail to state which individuals are

considered to have left a class with skills.

CYA Placement Proarams

lle looked in some detail at two CYA programs.

The Qakland Job Center offers intensive placement assistance to
CYA wards, renardless of their trade training or lack thereof. Staffed by
four professionals, the center's 197€-77 budget was $192,000. An estimated
174 people were placed through the center in 157G, of whom 73 lasted for
60 days or more, vielding a cost of 51,104 per placement and $2,640 per
loncer-term placement. ilost nlacements are in low-skilled jobs, according
to the center's own evaluation document.é/ By comnaring the recidivism of
those placed by the center to that of YA East Bay Area wards, this document
claims recidivism benefits of $227,500. On the one hand, this seems
excessive because of the motivational variable: the peonle who use the
center are probably the ones vho most want and are most 1ikely to succeed.
On the other hand, the document doesn't attempt to estimate increases in the
quantity and quality of employment stemmina from the center's services.
Treating the two neglected jtems as a wash, the center appears marginally

successful.

3/Ideally, follow-up data should include: employer and address, description
of the trainee's job, wage rate, and the teacher's judgment as to
whether the job is training-related. The job description and wage rate
data can be a check on the teacher's judament, and wage data are
extremely valuable in benefit-cost analysis.

4/"Job Program Evaluation," State of California, California Youth Authority,
1977, mimeo.
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About 20 percent of the people whom the center refers for
additional training get jobs in their trade.

The YTS job development and placement staff consists of three
persons. In the first three months of 1977, the 3-man staff placed
14 of the 20 people who were targeted for service. (Among these 20,
three had been in the work furlough program.) Out of 15 people with
trade training, eight were placed. le estimate a cost per placement in
excess of $1,400. Considering the large number of vocational students
at YTS, and the fact that only those recommended (presumably top-notch
candidates) for these intensive services get them, the rate and number

of placements is not indicative of a high level of program success.

Direct Placements

To enhance the effectiveness of vocational training, some
institutional trade training programs have enlisted the assistance of
favorably inclined employers. The nature of the assistance varies from
donations of equipment or materials to job placements, teacher training,
and other arrangements. A direct placement program contains elements of
assistance from an employer, but the essence of the program features a
mutually beneficial arrangement between the education system and‘én
employer.

This formalized arrangement is shaped by two main, integrally
related components. First, the vocational trade class curriculum is
designed to meet the training needs for a particular employer. Second,
there is a degree of assurance from that employer that trainees will be

hired. Since the class graduates function as a source of specially
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trained employees for that employer, the effectiveness of the hiring
program and the training program is increased. Also important to the
effectiveness of a direct placement program for those institutions
whose wards or inmates will be paroled to all areas of the state is
the selection of an employer with outlets in many communities.

CYA has initiated some programs with employers to assure direct
placements. Among the several existing and proposed programs in CYA
institutions are the ARCO service station management class at YTS, the
Denny's Restaurant culinary training class at DelWitt Nelson and the
fire-fighting training program for the Department of Forestry. Not all
trades are suitable to the direct placement concept. Since the insti-
tutions generally must train students from many localities and not many
trades have firms with a statewide network of shops, the selection
of trades for a direct placement program is very limited. Those trades
characterized by a plethora of small or non-affiliated businesses such
as landscaping and shoe repair trades, must more appropriately rely on a
network of trade advisory committee members to support job placements.

The ARCO program is the only direct referral program in current
operation in CYA. The course curriculum, developed jointly with ARCO,
generally is much more demanding in contrast to the auto repair class at
Preston. The course requires 11 months to complete compared to the Preston
3-month course. The course requires students to have attained a 6.0
academic achievement level, slightly higher than the 4.8 in the regular
auto mechanics trade classes. Also, the class quota is lower; 11 compared
to 156. Qut of the first class of 11 students, 9 completed the course.
Follow-up information on these 9 students indicates that 6 were placed
in related work. ARCO guarantees referrals for all graduates.
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With these initial results, the ARCO training class ranks among
those programs which exhibit relatively high benefit to cost ratios
(1.123). Although the per student investment costs are higher for
this class because of the small quota size, the high placement rate
yields a correspondingly high expected earnings and benefits. Based on
these data, the outlook and expectations for direct placement type
programs are good. Each program, however, will have to be evaluated on
its own merits, including considerations for wage levels, length of

training program, student quota level, and placement rates.

Conclusions and Recommendations

When we began this study we expected to make some strong
recommendations about the need for added placement services. For cbe,
at least, placement stood out as the one element in the vocational
sequence where manifestly little was being done. It thus seemed to be
the most Togical point at which low employment in trades of training
could be explained. In some respects, it still is. However, in the
course of this study we have come to appreciate the dynamic of the
"slow leak" in the training process by which people drop out of courses
early, never apply or apply persistently for jobs, and leave the jobs
they get after a short time. Through our benefit-cost analysis we have
seen how same courses are hobbled by low prevailing wages in the
field, low enrollment and high course length--as well as by placement.
Finally, we have not found evidence that placement programs made a
considerable difference in the rate of placement in trade; or, to make

the point more carefully, they don't promise to make enough of a
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difference to justify both their own cost and the cost of training
programs which are less than marginally cost beneficial.

We do recommend that CYA and CDC adopt placement programs
similar to that being tried at the California Rehabilitation Center.
Teachers should have the primary responsibility for:

a. Following up on all students at 1-, 6~, and 12-months after
release.

b. Placing students whom the teacher certifies to have trade skills.2/
Budgetary costs should not exceed $70,000 per year at CDC, and $12,000
for CYA (Preston and YTS). The main cost elements would be one Qeek of
travel for each teacher, for the purpose of lining up employment contacts,
and telephone calls or post cards to parole agents for the purpose of

follow-up. A non-budgetary cost is one week's absence from a class per

year, which, ceteris paribus, would reduce benefit-cost ratios by about

two percent. Based on our observation of vocational classes, teachers
should be able to do follow-up work without cutting into instructional
time in any significant way. A side-benefit of this approach is that
in visiting employers, teachers will be coming into contact with new
trade developments, and may find recruits for trade advisory committees.
Follow-up of vocational students is badly needed. Even CYA's
system needs improvement, because it does not feed back highly specific
data on a person's trade or wages. CDC has no system. We recommend a
follow-up on all students because‘some will be placed after surprisingly
few training hours, while in other cases teachers insist that the course
should be credited with giving people who are not placed in a trade of

training with generalized job skills. Follow-up data should include

5/0ur recommendation does not include the hiring of full-time placement
officers, which are a part of CRC's program.
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at least:
a. A student's prior occupation or skills.
b. Dates of training, number of hours, and release or parole date,
c. Name and address of employer.
d. A description of the trainee's job.
e. Wages.
Data at 1-, 6=, and 12-months are most desirable.

With an additional week of placement-related travel each year,
we would not expect teachers to go out with each trainee. However, in a
two- or three-year cycle teachers should be able to maintain a few
fresh contacts in each major employment center; and some trips could be
geared to the foreknowledge that a particularly promising student would
soon be released to a certain area of the state. For both placement
and follow-up, teachers will have to depend upon the cooperation of
parole officers; and the personal contact made possible by travel should
facilitate positive relationships. Parole officers, allegedly, do not
work hard to make trade-related placements; but the knowledge that he
will be contacted at Teast three times a year for follow-up data and
placement help may make a difference in an officer's response. It will
also give the parole officer a chance to feed back observations about
training to a place where it will count.§/

By making better use of existing teacher and parole officer
resources, this‘approach to placement and follow-up is much less

expensive than other alternatives.

6/1¢ may be desirable at some point to gather a systematic overview of
parole officers’ perceptions about training. After the follow-up and
placement system proposed here begins operating, a special study of
parole officers participation and perceptions would be useful.
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One alternative which we have considered is a joint
vocational placement system to which CYA and CDC would contribute
resources. Having at least one placement officer to serve vocational
trainees in such places as Los Angeles, the Bay Area, and San Diego
would be a useful backup to teacher and parole officer efforts. The
2.5 CDC placement officers are attached to institutions which are, at
Teast in the case of Susanville and Tracy, far away from the metropolitan
areas where people get jobs. The YTS placement effort does not appear to
be very effective, and there is some doubt about the one in Qakland. By
using these existing resources in whole or in part, the correctional
institutions could form a cooperative placement effort which, if -
successful, could be expanded.

Finally, we recommend the expansion of direct placement programs.
This concept may be inapplicable in some industries where employment is
in small and unrelated businesses, but for many firms it could be

advantageous.
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APPENDIX A
VOCATIONAL CLASSES QUESTIONNAIRES

A survey of CDC and CYA vocational students was completed in
May, 1977. The summaries of the responses to the vocational classes

questionnaires are shown in Exhibits A and B for CDC and CYA,

respectively. These responses were garnered from 528 CDC students at

seven institutions:

Institutions Responses

California Correctional Center 129
California Institution for Men 44
California Institution for Women 78
California Men's Colony 92
Deuel Vocational Institute 10
San Quentin State Prison 53
California Rehabilitation Center - Men 94

’ California Rehabilitation Center - Yomen 28

Total 528

and 182 CYA students from Preston (97 responses) and YTS (85 responses).

7
»

Some of the highlights from the summaries show many similarities
and differences in the two groups of students. Although about a fourth
of each group indicated that they did not work during the year hefore

their terms, almost twice as many CDC students had worked the whole

12 months prior (23 percent compared to 12 percent). The working history
of CDC trainees also compared favorably to CYA trainees in number of

employers and hours per week worked.
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When students were queried about their motivations, most CDC
and CYA trainees (each 78 percent) asserted that the most important
reason for taking their courses was to prepare for a better job. Simi-
larly, the majority of both groups had optimistically stated "good" or
"very good" as the chances for getting a job in their trade after
release. It was notable, however, that each student had perceived his
classmates to be generally less serious in their work intentions.

The students were asked to rate their teachers and the equipment
in their classes. At each institution visited students most frequently
chose the best category to rate their instructors; a few enthusiastically
wrote in excellent in the margins. Only one CCC class (Baking) markedly
deviated from this general trend. In general, students also were not

critical of the equipment in their classes.
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Institution
Class

EXHIBIT A
CDC_QUESTIONNAIRE

VOCATIONAL CLASSES

The purpose of this questionnaire is to get a better understanding of how
useful vocational classes are. We would appreciate accurate and thoughtful

answers. Do not write your name on this form: answers will be «ept confiden-
tial. .

1. How old are you? (check one answer).

1 Under 18. 284 25-34,
178" 18-24. 65 35 or over.

2. What is the highest grade you have completed in schocl1?

_6 5th or under. _32 8th. 115 11th.
_4 6th. _41 9th. 173 12th.
_3 Tth. _68 10th. _83 13th or over.

3. During the year before you started this prison term, about how m'any mon ths
did you work? .

134 None. 87 7-9 months,
Up to 3 months. 38 10-12 months.
87 3-6 months. 123 MWorked full time (12 months).

4.  During the year before you started this prison term, how many different
employers did you work for?

136 None. (didn't werk) 77 Three, four or five.

181 One. 14 Six or more.
113 Two.

5. What was your job before going to prison? (If there was more than one type
of job, 1ist the one you spent the most time on first.)

Main job
Other job
Other job
6. When you were working, how many hours per week did you usually work?
79 Didn't work. _1017-24. 33340 or more.
30_1-8. _22 25-32,
_9 9-16. _39 33-39.

~

7. When you were working, what was your average pay?

75 Didn't work.
A5 Less than $2.50 per hour. $4.00 to $4.99 per hour.

86
86_ $2.50 to $2.99 per hour. 67 $5.00 to $7.50 per hour.
120 $3.00 to $3.99 per hour. _36 Over $7.50 per hour.
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10.

11.

What else were you doing in the year before starting this prison term?

77__ In school. 124 _ Other.

11 _ Armed Forces, 213 _ Nothing else, just worked.
72_ Jail or prison.

Have you been in jail or prison befpre, other than the current term?

352 Yes.
TeT No.

Have you had any vocational or trade training before this course?

245 Yes.
270 No.

If you have had vocational or trade training other than this course,
answer the questions below for each course. If not, go on to question
#12. You may list trades learned in the Armed Forces, skill centers,
community colleges, high schools, or other programs.

First Vocational Course

a. What trade did you learn?

b. Where ¢id you take the course?

¢. Hcw long were you in the course?

d. Was $he course taken during your present prison term? -
es.
— No.
e. Have you ever been employed in this trade?
_VYes,
____No.
f. How long were you employed in this trade?

Second Vocational Course

a. What trade did you learn?

b. Where did you take the course?

. How Tlong were you in”the course?

c
d. Was the course taken during your present prison term?
Yes.
____ No. . .
e. Have you ever been employed in this trade?
__Yes.
___ No.
¥. How long were you employed in this trade?
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12.

13.

14.

15.

16.

17.

How long have you been in the current training course?

199 Less than 3 months.
156" 3-6 months.

90 7-12 months.

_73 Over 12 months.

How long were you on a waiting 1ist before enrolling in this course?

_37 4-6 months.

_28 7-12 months.
__8 More than a year.

Wasthis course your first choice for vocational training, or would you .
have preferred to learn some other trade?

386 First choice. .
118 Preferred some other trade. Which trade?

0f the following reasons for taking this course, which is the most
important?

67 The course is a good way to do time.
415 It prepares me for a better job when I get out.
28 It helps me get an earlier release date.

Which of the following reasons for taking this class are the most impor-
tant to you? (Check three reasons)

103 I Tike the people in the class.

260 This type of work comes easy to me.

259 The instructor is good.

380 I can get a good job when I get out.

_27 1 can get a good pay number for taking the course.
59 I can get an eariier parole date.

141 It's better than doing nothing.

_33 I get GI Bill money.

During your current prison term, have you ever been in any programs besides
vocational training? Check all the programs you have been in.

58 Correctional Industries.
102 Prison maintenance and other jobs.
78 Academic education.
9
0

—

_69 Athletic programs.
96 Other programs, such as counseling.
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18. To the extent that you can tell, how many students in this c'iass do you feel
are really serious about working in the trade after release?

26 None.
186 A few.

113, About half.
149 Most.
_46 Everyone.

19. How would you rate the teacher in this class?

303 Good.
180 Above average.
__ 6 Below average,
_18 Poor.

20. To the extent that you can teil, how do you rate the equipment used in -
this class?

214 Good. 3
123 Above average. :
iT5_ Below average.

52 _Poor.

Answer the next question by writing in the number of hours which best answers the
question.

21. Some prisoners say there should be pay numbers for every vocational
education class. We would like to know how many hours each week you
spend on prison maintenance work, and how many are spent on instruc-
tional activities.

First, tell us how many hours a week you spend in this class.

NUMBER OF HOURS IN CLASS.

Second, tell us how many hours of class time each week are spent on
prison maintenance and on production of things for prison use. (1f
you can't remember exactly, give us your best estimate.)

NUMBER OF HOURS SPENT ON PRODUCTION.

Third, tell us how many hours of class time each week are
spent on instruction. (Time spent on production and on instruction
should add up to the total number of hours spent in class.)

NUMBER OF HOURS SPENT ON INSTRUCTION.
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22.

23. -

24,

25.

26.

27.

28.

Do you want to work at a job in the trade you are now trairing for?

3 Yes.
116 _ Probably, yes.
29 Probably, no.
43" No.

What do you think of the chances of your getting a job in this trade after
you are released?

163 Very good.
145 Good.
112_ Fair.

22 Poor.

15 Mone.

59 Don't know.

If you were working in this trade, how much would you expect to be making?

Less than $2.50 per hour.
28 $2.50 to $2.99 per hour.
86 $3.00 to $3.99 per hour.
125__ $4.00 te $4.99 per hour.
179_ $5.00 to $7.50 per hour.
90_ More than $7.50 per hour.

3
8

What is the best thing about working in this trade? (Check only one answer.)

58 Good wages.
87 Steady work.

‘159" Good chance of getting a job r1ght after being released.

130 Interesting work.

T4 Chances for promotion.
J3 Good working conditions.
37 Other (specify)

Since starting this class, how many total hours have you spent in this
course (approximately)?

88 _ Under 100. 55 1,000 to 1,499.
128100 to 299. 241,500 to 2,000.
76 300 to 499. 23 Over 2,000.

110_ 500 to 999.

How many more hours do you expect to spend in the class before your are
through?

49 Under 100. 57 1,000 to 1,499,
76 100 to 299. &4 1,500 to 2,000,
89_ 300 to 499. 75 Over 2,000.

98~ 500 to 999.

- When you leave this class, what do you think the most likely reason for

leaving will be? (Check several answers if you need to.)
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' 29.

319 Release or parole.
Not interested in the trade.
23Q_ Completion of the course.
_4 MWaste of time.
27 Forced out to make room for someone else.
10 Bored with the class.
9 learned everything I want to learn.
71 Start some other program.
3__'Get a pay number.

If you weren't enrolled in this class, what would you rather be doing?
284 Tak1ng another vocational class.
125 Taking an acadsmic class.
37 Working in prison industries.
Doing institutional maintenance work.
BU—'Do1ng nothing.
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Class Schedule: Institution

AN EXHIBIT B Class
o CYA QUESTIONNAIRE Phase (circle): A, B, C, D

<

P.M.

VOCATIONAL CLASSES

The. purpose of this questionnaire is to get a better understanding of how
useful vocational classes are. We would appreciate accurate and thoughtfuyl
answers. Do not write your name on this form: answers will be kept confidential.

1. How old are you? mean = 19.§

2. What 1s the highest grade you have completed in school? (Check one answer.)

5th or under. 8 8th. 50 11th.
—_6th. ‘ ~10 9th. 81 _12th.
Z 7th. 26 _10th, 19 13th or over.

——

3. During the year before you started this stay in (Presten/YTS), about how
many months did you work?

21 None--in school. 33_3-6 months. 22 Worked full time
2/ _None--unemployed. 36 _7-9 months. (12 months).
27 _Up to 3 months. 12 _10-12 months.

4. During the year before you started this stay in (Preston/YTS), how many
different employers did you work for?

20 Mone--in school. 51_Two.
None--unempioyed. 32 _Three, four or five.
One. 6 Six or more.

5. What was your main job before coming to (Preston/YTS)?
Main job

6. When you were working, how many hours per week did you usually work?

43 Didn't work. 5 17-24. 81 40 or more.
5 1-8, 12 25-32.
7 9-16. 17_33-39.

7. When you were working, what was your average pay?

41 Didn't work.

ess than $2.50 per hour. 30 _$4.00 to $4.99 per hour.
20 $2.50 to $2.99 per hour. 15 _3$5.00 to $7.50 per hour.
49 $3.00 to $3.99 per hour. 5_0Over $7.50 per hour,
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8.

9.

What else were you doing in the year before starting this stay in (Preston/YTS)?

41 In school. 53_Just worked, nothing else.
Armed Forces. 19_Nothing. )
49 _Jail or CYA institution. _16 Other ?specify)

Have you been in jail or a CYA institution before, other than the current term?

128 Yes. 54 No.

19. Have you had any vocational or trade training before this course?

98 Yes. 83 No.

11. If you have had vocational or trade training other than this course, answer

the questions below for each course. If not, go on to guestion #12. You

_ may 1ist trades learned in the Armed Forces, skill centers, community

colleges, high schools, or other programs.

First Vocational Course

2. What trade did you learn?
b. Where did you take the course?
¢. How long were you in the course?
d. Has ihe course taken during your present stay in {Preston/YTS)?

Yes. No.
e. Fave you ever been employed in this trade?
Yes. No,

f. How long were ycu emplioyed in this trade?

Second Vocational Course

2. What trade did you learn?
" b. Where did vou take the course?
¢. How long were you in the course?
d. Was the course taken during your present stay in (Preston/YTS)?

Yes. No.
e. Have you ever been employed in this trade?
Yes. No.

f. How long were you employed in this trade?,

12. How long have you been in the current>z;5ining course?

60 Less than 3 months.
67 3-6 months.

29 .7-12 months,

14 Over 12 months.

13. How long were you on a waiting 1ist before enrolling in this course?

No wait 3 4-6 months.
month or less. T 7-12 months.
7_2-3 months. 0 More than a year.
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]4.

16.

7.

18.

19.

20,

Was this course your first choice for vocational training, or would Yyou have
preferred to learn some other trade?

141 First choice. |
37 Preferred some other trade. Which trade?

0f the following reasons for taking this course, which is the most
{mportant?

28 The course is a good way to do time.
142 1t prepares me for a better job when I get out.
[1_It helps me get an earlier release date.

Which of the following reasons for taking this c¢lass are the most important
to you? (Check threes reasons)

44 T 1ike the people in the class.
80 This type of work comes easy to me.
7 _The instructor is good.
4 1 can get a good job when I get out.
28_I can get good pay in this class for taking the course.
27 1 can get an earlier parole date.
50 It's better than doing nothing.
2 I get GI Bill money.

During your current prison term, have you ever been in any programs besides
vocational training? Check 2l1 the proarams you have been in.

42 Institutional maintenance and other jobs.
66 Academic education.

49 Athletic programs.
“33 0ther programs, such as counseling.

To the extent that you can tell, how many students in this class do you feel
are really serious about working in the trade after release?

10 None.

52 A few.

36 About haif.
50 Most.

23 Everyone.

How would you rate the teacher in this class?

106 Good.

63 Above average.
4 Below average.
5 Poor.

To the extent that you can tell, how do you rate the equipment used in this
class?

108 Good.
Above average.
15_Below average.

8 Poor.
I, «89-




Do you want to work at a Job in the trade you are now training for?

100 Yes.

_47 Probably, yes.
13 Probably, no.
__20 No.

What do you th1nk of the chances of your getting a job in this trade after
you are released?

48 Very good.
_53 Good.
41 Fair.
10 Poor.
ona.

Pon't know.

If you were working in this trade, how much would you expect to be making?

0 Less than $2.50 per hour.
10_$2.50 to $2.99 per hour.
18__$3.00 to $3.99 per hour.
43 $4.00 to $4.99 per hour.
83 $5.00 to $7.50 per hour.
22 _More than $7.50 per hour.

What is the best thing about working in this trade? '(Check only one answver.)

12 Good wages.
T6__Steady 'work.
52 Good chance of getting a job right after being released.
62 Interesting work.
¥ Chances for promotion.

Good working conditions.
20 Dther (specify)

Since starting this class, how many total hours have you spent in this
course (approximately)? 4

39 Under 100. , 11 1,000 to 1,499,
5100 to 299. 5 1,500 to 2,000.
30 300 to 499. 4 Over 2,000.

34 500 to 999.

How many more hours do you expect to spend in the class before you are
through? .

18 Under 100. 21 1,000 to 1,499.
24100 to 299. 10 1,500 to 2,000.
26 300 to 499. 22 Qver 2,000.

———

5T_500 to 999.
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27.

28.

When you leave this class, what do you think the most 1ikely reason for
leaving will be? (Check several answers if you need to.)

151 Release or parole.

7 Not interested in the trade.

44 Completion of the course.

; Waste of time.
Forced out to make room for someone else.

—_b Bored with the class.

20 Learned everything I want to learn.

23 Start some other program.

2% Get paid work.

If you weren't enrolled in this class, what would you rather be doing?

79 Taking another vocational class (specify)

25 Taking an academic class.
42 Doing institutional maintenance work.
_19_Doing nothing.
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APPENDIX B
PRE-RELEASE QUESTIONNAIRE

A survey of 93 CDC inmates who were within two months of their
release dates was taken in April, 1977. Inmates were questioned about
their work backgrounds, their perceptions of prison programs, and their
plans and anticipated needs upon release.

One-fourth of the respondents stated that they did not work the
year before their prison terms. Among those with work histories about
40 percent indicated average pay scales over $4.00 per hour.

Most inmates did not participate in the work furlough and
temporary community release programs. Maintenance and institutional
jobs, on the other hand, were among the most popularly chosen activities
(63 percent). In rating maintenance work, however, participants thought
their institutional jobs were not very useful in preparing for a suc-
cessful parole (56 percent). Vocational education participants were
among the most optimistic about program utility; "very useful" was
indicated by half of the inmates who had participated.

Among those parole problems queried about, inmates seemed most
satisfied with housing arrangements. Although most inmates had jobs
Tined up (65 percent), only a quarter of those jobs were intended to be
enduring ones. Since 50 out of 93 respondents stated that their

financial resources upon release would be Tless than $200, it was not
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surprising that half of the inmates expected to borrow money scon after
release. -Clothes and other essential items were deemed not very
adequate by those surveyed.

These data confirmed our impression that releasees are under
significant pressure to get a job within a short time after release. Our
analysis of individual questionnaires indicated that about one-fifth of
the parolees will be released into extremely difficult circumstances
where they will lack not only cash but also family support, decent job
prospects, and basic items neéded for everyday living. This is not to
say that the remainder are released into an environment which is appealing
or conducive to rehabilitation, but only that for twenty percent of
releasees there do not appear to be any elements in their environment
vhich would enable them to survive long without working. Those in this
group who have had vocational training are under extreme pressure to take
the first job they can get, regardless of whether it fits with their
occupational training and goals.

See Exhibit C for further information detailing questionnaire

responses.
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Name
Number
Institution

EXHIBIT C
CDC PRE-RELEASE QUESTIONMAIRE

The purpose of this questionnaire is to find out whether you got into the

kind of programs you needed when in prison. Also, we are trying to find out
about the problems ex-prisoners face when they get out. Your answers will be
strictly confidentiai, and will not be shown to prison authorities. An accu-
rate answer will help us to understand prisoners' problems after release.

BACKGROUND QUESTIONS

1.

What is your age? (Check one answer.)

0 Under 18. _45 25-34.
18 18-24. 30 35 or older.

What is the highest grade you have completed in school?
(Check one answer.)

__0 5th or under. _ 8 8th. 13 1ith.

3 6th. _ 4 9th. 36 12th.

_1 7th. _14 10th. _13_13th or over.
1 no answer

During the last year before going to prison, about how many months did
you work? (Check one answer.)

25 None (didn't work}. _15 7-9 months.

13 Less than 3 months. _8 10-12 months.

_18 3-6 ‘months. 13 Worked full time--12 months.
1 no answer

During the last year before going to prison, how many different employers
did you work for? (Check one answer.)

25 None (didn't work). 11 Three, four or five.
.+ _34 One. _3 Six or more.
19 Two.
When you were working, how many hours per week did you usually work?
15 Didn't work, _0_17-24, 59 40 or more.
_5 1-8. _4 25-32. 2 no answer
4 9-16. 4 33-39.

When you were working, what was your average pay?

15 Didn't work.

T2 Less than $2.50 per hour. 16_$4.00 to 34.99 per hour,
T4 $2.50 to $2.99 per hour. —77$5.00 to $7.50 per hour.
19 $3.00 to $3.99 per hour. 8 Over $7.50 per hour.
2 no answer
-95.




10.

11,

What else were you doing in the year before starting this prison term?

_12 In school. _20 Other,
__2 Armed Forces. _35 Nothing else, just worked.
22 Jail or prison. 1 no answer

Have you been in jail or prison before, other than the current term?

_80 Yes,
_13 No.

Thinking about the pay you got and the chances for advancement, how would
you rate the primary job you had in the year before starting this term?

_19 Very good. _10 Bad.

_13 Good. _4 Very bad.

_30 Average. _16_Didn't work.
1 no answer

When you are released or paroled, do you think you will be able to get as
good a job or a better one? (Check one answer.)

_42 Can get a better job.
_28 Will get about the same kind of job.
_16 Won't get as good a job.
6 no answer
During your current term, how much did you participate in the following
activities? (Check one answer for each activity.)

a. Vocational education.

_31 Ho participation. _15 A lot (2-6 months).
_12 Some (up to 2 months). _26 Heavy participation (more than 6 months).
9 no answer
b. Prison industries.
_46No participation. _9 A lot (2-6 months).
11 Some (up to 2 months). _17_Heavy participation (more than 6 months).

10 no answer
¢. Maintenance and other institutional jobs.

26 No participation. 14 A Yot (2-6 months).
13 Some (up to 2 mouths). 32 Heavy participation (more than 6 months).
8 no answer
d. Educational programs.
_33 No participation. 17 A lot (2-6 months).
20 Some (up to 2 months). 18 Heavy participation (more than 6 months).

1 self study
e. Work Furlough.

_77 Did not participate.
__ 6 Participated.
10 no answer
f. Temporary release to look for job.

_71 Did not participate. -96~-
10 Participated.
“TT no answer




piniaininininll

12. How useful were each of the following programs in preparing you for a
successful release and parole?

a.- Vocational education: 30 Very useful. 14 Not very useful.
15 Average. 22_Didn't participate.
_'— TZ no answer

b. Prison industries: 11 Very useful. 22 MNot very useful.
_ 6 Average. 40 Didn't participate.

. 14 no answer
¢. Maintenance and other

institutional jobs: 16 Very useful. 25 Not very useful.
14 Average. 23 Didn't participate.
15 no answer
d. Educational programs: 29 Very useful. 11 Not very useful.
17 Average. 75 Didn't participate.
TT no answer
e. Work furlough: _§_Very useful. _7_Not very useful.
_0 Average. 60 Didn't participate.

20 no answer
f. Temporary community

release to look for job:

_1 Very useful. 5 Not very useful.
_2_ Average. 6T Didn't participate.
18 no answer
13. Do you have a job lined up right now?
33 Yes. 3 Probably, no.
JKL Probably, yes. 29 No.
2 no answer

14. If you do have a job 1ined up, through what aqenc or person did you obtain
the job? ?If you don't have a job, leave blank {

__2 Parole officer
Union
_1 TAC (trade advisory committee)
11 Yourself ( througn ads, etq)
2 State employment agency (Employment Development Depariment)
_ 3 Institutional personnel
29 Family and friends.
__3 Other (private employmeni agencies, M2, 7th Step, etc.)

15. If you do have a job lined up, how long do you expect to stay with this
particular employer? (If you don't have a job, ieave blank.)

_43 A short time, until something better comes along.
_16 A long time, because this is a job I really want.

16. If you don't have a job lined up, do you expect to:

_18 Go to school.
_40 Look for a job.

__2 Stay at home and do nothing for a while.
—_4 Other. Please specify.
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OTHER 'EX-QFFENDER PROBLEMS

Housing
17. Do you have a place to live when you get out?

75 Yes.
11 Maybe, not certain.
_7 No.

18. Where will you be living?

_17 With spouse.

“44 With parents or other family.

10 With friends.

_4 Alone.

9 In a halfway house or some other group housing.
8

__8 Don't know.

19. If you do have housing arranged, how satisfactory is the housing?
7 no answer
43 Very satisfactory--would be happy to stay there for a long time.
Fairly satisfactory.
_i_'Not very satisfactory--would like to move cut as soon as I can get
mgth1ng better.

t kndw yet.
Transgortat1on
20. What kind of transportation will you have available when you get out?
23 I own a car.
_ & 1 can afford to buy a car.
11 Most of the time, I can borrow a car when I need it.
7 T can borrow a car some of the time.
38 I will use public transportation--buses.
__4 Other,
2 no answer
Mone-
21. How much money will you have when you get out?
50 $199 or less. 3 $1,000 to $1,999.
3] $200 to $499. — 5 $2,000 or more.
1 $500 to $999. “3 no answer
22. Do you expect to get financial help from family or friends?
17 VYes. 14 Probably, no.
“21 Probably, yes. — A1 No.

23. Do you expect to have to borrow money during the first six months after release?

. _25 Yes, _21 Probably, no.
_21 Probably, yes. _26 to.
-93~
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24.

25.

Clothes
How adequate is your supply of clothing?

14 Very adequate. I have most or all of the clothes 1 will need.
Fairly adequate. I may have to buy a few jtems, but not more than
$50 worth.

64 Not very adequate. I will have to spend quite a lot of money just
to get a basic wardrobe.

2 no answer

Other Items

Other than clothes and a car, people need a great many incidental things
for Tiving--like furniture, pots and pans, a TV, work tools, and so forth.
Which of the following best describes how well equipped vou will be with
these types of essential things?

10_Very well equipped. I won't have to spend much for these things during
the first six months I am out.
15_ Fairly well equipped.
15 Not well equipped.
50 Very poorly equipped. I don't own a lot of essential items, and won't
be able to get them unless I can pay to buy new ones.
3 no answer

QUESTIONS ABOUT PRISON PROGRAMS

26.

27.

28.

29,

Do you feel confident that your parole or release will be a success?

58 Very confident.

28 Fairily confident.

_4 Not very confident.
3 no answer

Which of the following will contribute the most to your success after release?
(Check only one answer.)

65 I have a better attitude toward life.
_4 1 have a good job lined up.
5 I have enough money to survive until a good job comes along.
1T I have good support from family and friends.
7 no answer
Which of the following will contribute the least to your success after
release? (Check only one answer.) '

18 I have a better attitude toward 1ife.

12 1 have a good job lined up.

30 1 have enough money to survive until a good job comes along.
16 I have good support from family and friends.

“16 no answer

When you entered prison, did you feel that you needed some kind of Jjob
training?

_47 Yes. 4 Probably, no.
_ 9 Probably, yes. 32 No.
1 no answer 09




30.

31.

32.

34.

Did you get the kind of job training you wanted? (If you answered "no"
to the last question, don't answer this one.)

o

7 Yes, definitely.
Maybe.
No.

N =
W

Did you participate in a job training program which you feel that you did
not need?

15_Yes. If so, which program?

20 No
8 no answer
Do you plan to get more education or job training after you leave prison?
49 Yes, _5 Probably, no.
22 Probably, yes. 10 No.
7 noc answer

If you had a choice during this prison term, would you have preferred to:
(Check only one answer,)

33 Earn more money at prison jobs.
23 Take more academic education courses.
25 Take more vocational courses.
__7 None of the above.
4 no answsv
This is an open-ended question. Tell us, if you can, what kinds of things
the prison does well in preparing you for a successful parole; and what kinds

of things you would change. (Write on the back side of the page, if necessary.)
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APPENDIX C
VOCATIONAL PARTICIPATION AND RECIDIVISM

Correctional research thus far has failed to find any relation-
ship between vocational participation and recidivism. One area of
investigation usually overlooked is the attainment of skill and its
effect on recidivism. Using Yeﬁgth of vocational training as a measure
of skill level, we found that the chance of parole success is 0.9 per-
cent greater with each additional 100 hours of training; |

A sample of 245 vocational participants who had been paroled to
Alameda, Contra Costa, San Francisco, and Santa Clara counties during
1973 was selected from CDC files. These files were examined to extract
data on vocational hours, age, race, crime, alcohol or other drug prob-
Tems, and institution and Tlength of confinement. Rec{divism, defined
as revocation of parole or reincarceration in jail or prison, was traced
for an 18 month post-reiease period.

The relationship between hours of vocational participation and
recidivism shows that as the length of participation increases, a
smaller percentage of parolees fail during 18 months on parole. Approxi-
mately 50 percent of those inmates who completed less than 1,000 hours
recidivated. Participants who logged between 1,000 and 1,499 hours
failed at a slightly Tower rate. The recidivism rate for those who

completed more than 1,500 hours was 20 percent.
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TABLE C-1

RECIDIVISM RATE DROPS 33 POINTS
FROM LOW TO HIGH VOCATIONAL

PARTICIPATION
Hours 0-499 500-999 1,000-1,499 Above 1,500
Number of Participants 34 33 15 a0
Recidivism Rate 52.9% 48.5% 46.7% 20.0%

To establish the independence of vocational training from other
explanatory variabies, ordinary Teast squares multiple regression
equations were obtained. The addition of age and length of incarceration
had very Tittie impact on the significance of the vocational hours
variable (equaticns 1 and 2 below).

(1) R = .446 - .0000878 V
SE  (.J661) (.0000406)
SIG (.000) (.033)

F=4.68 Multiple R = .209 R® = .044 R%= .035
(2) R = .443 - ,0000875 V + .000612 A - .000905 I

SE  (.297) (.0000441) (.0440) (.017)

S1G (.140) (.050) (.989) (.996)

F=1.53 Multiple R = .209 R = .044 R2 = .015
where,

R = Recidivism

V = Vocational hours

A = Age at release

I = Length of incarceration
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Other equations show that institution of training did not
influence parole success. Alcohol and drug use, however, exhibited
significant coefficients; both were associated with parole failure.

From a subsequent regression equation formulated with only those
trainees who had secured between 500 and 2,000 hours of training, the
coefficient for vocational hours was augmented. For this group of
inmates, each additional 100 hours of training are associated with
2.8 percent less recidivism.

These results can be explained by the possibility that prisoners
who are well-motivated prior to entering a class are more Tlikely to com-
plete and would be Tess likely to recidivate regardless of their insti-
tutional program participation. On the other hand, the fact that
recidivism does decline as vocational hours increase opens up the
possibility that vocational training programs do have an independent

effect. We conclude that modest efforts to encourage c¢lass completion

are justified.—/

_/For details of this study, see Brian L. Miller, "The Impact of
Vocational Participation on the Post-Release Behavior of Correctional
Inmate," Master's Thesis, University of California, Berkeley,
Graduate School of Public Policy, 1977.
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APPENDIX D
COST~-BENEFIT ANALYSIS

This section supplements Chapter II, "Benefits and Costs," and
provides the detailed technical backup to support the major discussions
in the text. The assumptions for each calculation as presented 1in
Table D are reviewed and sources for these data are cited. Calculations
for institutional benefits were estimated after many interviews with
instructors, CDC and CYA administrators, industry surveys and other
sources. The files for institutional benefit derivations are in our
office and are available by contacting Steve Gouid. A sample computation

for the CYA welding course js offered to illustrate the details of the

benefit-cost ratio calculation.

CDC Benefit-Cost Assumptions

1. The relevant cost and benefit in the analysis are the cost and
benefit associated with the training of an inmate up to
"termination" (see "6" below) and obtaining some entry level skills.

2. A1l personnel costs are adjusted to include fringe benefits of

27.5 percent. Vocational supervisor costs and administrative costs
are estimated by prorating the program total supervisor and admin-
istrative costs by the number of classes offered in the specific
trade. CDC was offering a total of 150 classes in October 1976.
Based on this, we computed total supervisor and administrative costs
to be $4,657 ($4,279 + $378) per vocational class. Depending on the
total number of classes offered in any trade throughout CDC insti-

tutions, each trade may have different costs for supervisor and
administrative personnel.

3. Except for culinary arts skill centers, where support personnel can
be readily identified as part of the vocational program operation,
support personnel such as clerical positions, custodial positions,
and counsellors have not been included in the computations.

~105-




TABLE D1
CDC BENEFIT-COST CALCULATIONS

Totsl Expacled Expected Institutiona}
Tote} Total Cost Por Erpla,~ent Rotes Expected Earnings  Differencd {n  Institutional  Benefits Per  Total Renefit
Instructor Personnel Direct Student Aelated and Entry Level Over ) Years Larnings Cue Benefity Student Per Student tenefit.Lost

Yocaticral Courss Quota Lests _Covts Costy Jermtnstion Totp} (Prrcent) ¥age {tourly) Mith Teaining  To Traleing Per Year Terniration Jerriretion Ritio
suto Dody 3 Fender 1o 320,226 $223,168 3278,844 $3,076 263/60% $5.21 316,064 $3,867 KE .14 $1,567 51,18
Jute MWechanics 2 459,74 551,282 170,925 3,439 N1/69% 5,00 18,162 5,665 § 5,607 s % 5,095 1.6¢
laking 90 120,348 143,230 162,960 2,018 1137428 4.50 10,34 «2,16) $ 80,830 898 -1,1¢% -0.58

tuilding Yalntenance 10 82,023 $5,994 103,872 1.888 183/35% Lu (Szig;? ’F‘ (.:;ﬁ? ;' 37,500 850 iaé;:? ); (-624;§ );
tusfness £d, 0 17,893 22,650 32,897 1,904 421/54% 3.50 10.353 2,604 7,9%0 482 3,086 1.56
Casmetology 30 48,20 52,899 70,753 2,062 143/46% 4.10 8,113 364 1,800 n 437 0.1%

Culinary Arts 230 702,009 917,114 963,074 5,082 201/61% . 3,8 14,299 M 1,802 H 504,938 2,663 4,465 0 0.83 W

(10,647} F (2,858} {5.561) (1.05) F
Cata Processing 20 25,092 29,149 49,528 3,005 191/62% 3.02 13,682 1.18% HE 3 1.18% »0.3%
Crafting 74 99,30 118,018 144,851 2,376 123/53¢ 4.50 12,999 502 4,765 8 580 .24

try Cleaning 98 149,049 176,991 211,575 2,620 131/50% 3.30 1,392 «1,108 NE NE «1,10% »-0.42 .

) Electricity 1” 27,98 3,998 41,591 4,206 171/61% 5.26 16,31 3,874 3,680 m 4, 1.0

Clectrontc Tech, 90 158,194 186,136 284,704 3.4 23%/63% 3. 14,129 8 1,632 K 9,340 126 1,748 K 9.5' M

. . {10,476) F (2,727) F {2,883) F {0.83) F
.l_l tandscaping 80 126,544 150,239 167,654 2,544 161/59% .18 13,830 1,30 24,000 92 1.82% 0,72
8 tew - 5¢ 12 43,284 2,5 56,695 5,734 483/70% 4.03 18,580 4,08) 8,200 Mm R 0.86
U pachinise 9 187,303 25,265 32,1 4,30 38/638 w00 14,900 2,403 ne Xt 240 »0,85
rasenry Hi 2,722 9¢,994 11,220 2,847 2217808 s.e8 17,445 4,928 e 4 [T . .80
veatoutting 97 136,706 152,99 170,20 2,130 ’ \Fefdx2 6.24 15,224 kA ri 80,630 1.01 31,814 1.1%
¥ii/Cabinet 9 160,834 188,776 59.012 3,334 3087073 3.85 15,822 3,128 L3 KE 3,125 20,94
Fainting (Offset) 25 54,682 61,996 84,282 4,091 261/54% 7.48 18,014 5,517 NE L3 §,517 ».35
Printing 11 126,623 154,565 215,813 4,439 205/643 4,43 15,736 3,239 NE L4 3,19 " en
safrig./Alr Cond, 60 £9,634 83,605 120,655 2,440 211/673 1.59 20,341 7.844 HE KE 7.848 »Nn
Sreet Meta! 76 135,252 158,537 206,532 3,298 308718 3,50 16,128 3,60 NE "3 2,60 .10
S~oe Repair 76 109,103 132,388 184,783 2,951 207/48% ' 3.60 10,924 -1,5873 100,300 1,614 4 0.01
Ushalstery 78 103,008 121,633 171,003 2,785 10¢/58% L 13,48 851 6,523 107 958 0.3
welding s 9,192 281,19 386,497 3,148 N3/e7% 5.0 18,192 5,695 NE N 5,695 »1.81

NOTE: Institutfonal benefits were calculated for those courses which we visited. NE desfgnates no estimate avaflable for {nstitutional
bene{zﬂts; Benefit-Cost ratios with > signs indicate that the ratio is a low estimate since no benefits for the institution were
estimated.
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Yocations! Courte

Auts KecMatces
AnCo
Carpentry
Cullrary Arts
Cerrra) Shas

{and “achine Shop)
Jealtor1al/R1¢y, Mnt,
Lanlscaning
rascary
FEI1/Cad net
r!;nzr!nq
Printing'jrapnic Ares
Se4i] irgine depair
Urhclstery

Nelding

NOTE: Institutional benefits were calculated for those courses which we visited.
1s a Tow estimate since no benefits for the institutian were estimated.

Quata

Instructor
Costs

$ 54,682

27,341

53,848

126,167

54,673

103,520

a,n2

27,41

27,341

7,141

54,632

34,632

20,737

104,266

Total

Perydrned

Costs

$ 84,012

31,939

63,936

140,285

64,19

ce.n8

87,505

31,839

3,933

N.59

64,202

64,172

25,335

114,956

Total
Rirect
Costs
$ M54
46,814
92,976
149,873
86,529
116,150
114,105
60,434
52,839
48,347
96,202
73,132
3,78

109,163

Total

Cout Per
Stuient
Tercination

$ 2400
2,362
2,084
1,653
1o
1,283
2,521
2,673
2,01

2,182

TABLE D2

CYA BENEFIT-COST CALCULATIONS

Cxpected
{on, Pates
Pelateq and

Total (percent)

at/eat
551/561
1427528
71/488
223/58n
1287478
82/493
1737523
182/50%
637478
0%/57%
crsen
173/33%

a3/51%

Entry Leveld
?;2:r1y)
$ 5.0
5.00
6.42
J.83
2.8%
3.36

2,75

5.00

Capected Earnings
Cver ) Years
Nith Tratning
$ 940
13,108
11,687
8,939
9,952
8,620
9.202
12,393
9,485
§.781
11,24
9,509
§,708

n,116

Expected

Difference in

Cermings Due
To Training

$ 1,697
5,364
3,946
1,48
2,211

7]

s

L4852
1724
2,640
3,500
1,768

L2,0

3.425.

Institutional
Banefity
Per Year

14,549

12,076

2,240

€3.8%%

61,211

9,000

s,

20,000

27,40

566

4

13,9%

Institutions) Total Cenefit

Benefits Per Per Student
B,
$ 0 31,697

0 $,364

326
1,254 2,502
80 2.2
603 1,482
1,370 2.9
[L3] 5,055
ANz é.!}G

T 2,908

613 4113
. 13 1,7
0 2,033
157 3,592

Benefit-Lost
Ratto

04

1.1

1.51¢
1.182
1156
1.15%
Len

98

1.048

Benefit-Cost ratfos with > signs indicate that the ratfo




Equipment costs are estimated from information provided by vocational
instructors. Some estimates are obtained from an ongoing CDC
inventory study of vocational shop equipment., The study as yet

is not complete, so that only preliminary data are available. In
our computations, total equipment replacement costs are used, and

an annual cost is estimated by depreciating the total replacement
cost over 20 years.

Facilities are provided by the institutions, which also lease out
space for use by correctional industries. It is assumed that
training shops, if closed, will be converted for other use. A rate
of 20 cents per square foot per month is used to impute the cost of
facilities for vocational classes. We referred to several community
colleges which have Teased facilities for similar vocational shops.
The rates range from $0.09 (not including utilities which run
several hundred dollars per month) to $0.35 per square foot per
month. A 20 cents rate is more in line with the rates charged by
General Services (15 cents per square foot for warehouse space, and
49 cents per square foot for office space). Using the 20 cents rate
also will account in part for other operating incidental costs such
as utilities, which are otherwise not included in the calculations.

"Termination" is defined as those students who have had more than
500 hours of training, and those who have completed classes which
require less than 500 hours of training. Most CDC vocational courses
have Tong, 2000 hour completion requirements. Since vocational
education staff has defined entry level skills as 500 hours of
training for most trades, it is assumed that training of less than
500 hours confers no employability advantage to the individual and
that trainees in this group will get no benefit out of this slight
amount of training. This assumption, however, does not apply to
those courses which require a relatively short time to complete. In

1975/75, of all those inmates leaving vocational training 12 percen

had completed such short courses. This approach builds into the
model a factor adjusting for any wastage of resources on trainees
who do not acquire entry level skills. For CDC, 1975/76 data show
only 61 percent termination according to our definition. The actual
cost of training an inmate to termination with skills is therefore
scaled upward by a factor of 1/0.61 or 1.64.

ct

For 1975/76, all CDC terminations had a weighted average of 1,121
hours of trade training. Assuming training to be conducted on a
1,680 hours per year basis (at 35 hours per week for 48 weeks), and
allowing for an average of 90 percent attendance rate, average
training hours equate to approximately 0.75 years. Thus, the cost
of training an average trainee up to termination would be less than
the average student cost per year. In fact, it only would be 0.74
of the average student cost per year.

The cost of vocational training of an inmate in CDC up till termi-
nation with skills is:

total cost per student quota per year x 1.64 x 0.74
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10.

11.

12.

"Related employment" which is used as a measure of the effectiveness
of vocational training is rather nebulous in definition. For
instance, it is conceivable that a trainee in baking is considered
as "relatedly employed" when he is actually employed as a baker's
aide, or at a task of loading and unloading baked goods. Without
better employment and placement data, it is assumed that "related
employment" refers to employment requiring explicit usage of
acquired skills. To the extent that there are cases similar to the

example above, the estimate is an overstatement of the effect of
vocational training.

To compute the expected change in earnings of vocational trainees,
it is assumed that the primary objective of vocational training is
the raising of the wage earnings and employability of the trainees
after training. It is expected that the earnings after training
would be higher than that prior to training. Implicit in this is
the assumption that all trainees are homogeneous in the degree of

lack of skill, and in the motivation for obtaining training--to work
in the trade.

Estimation of expected change in earnings due to vocational training
requires estimates of prior earnings, and earnings after training,
as well as some estimation of the probability of employment--with
training versus without. These probabilities vary with the state of
the economy. In applying data of a certain year in our estimation,
such structural changes are not accounted for.

The Bregman Report of Study on Vocational Programs in Selected
California Correctional Institutions for Male Fejons, June 30,

1975, p. 113, reports the various median income per week for the

last year the individual sample trainees worked full time. The

median interval for salary earned by dropouts (with less than 500 e
hours) was $101-125, and for completers (with more than 500 hours

of training) $126-145.

For the group as a whole, including dropouts and completers, the

weighted average weekly salary amcunts to $132,([(55 x 112) + (409
x 135)]/462).

The estimated annual salary would then be $6,864 in 1972, which
is the appropriate year of reference assuming that at the time of
the interviews, the sample group have served 16 months of an
average 32 month term.

Adjusting for cost of 1iving increases at 5 percent per year,
the same type of job would pay an adjusted annual salary of $8,343
in 1976 (approximately $160 per week).

In our survey, 437 inmates responded to the question regarding
their wage rate before the current prison term. The average for
the sample is $150 per week. Assuming this group has been in prison
for an average of two years, and adjusting for cost of living

increases, the same type of jobs would pay $165 per week, or $8,580
a year in 1976.
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13.

14,

15.

16.

17.

The expected earnings without vocational training depends not only
on the salary earnings of a typical job not requiring any training
but also on the probability of securing a job. According to the
Bregman report, 48 percent of the completers were unemployed prior
to the prison term, Thus, this group can expect a 52 percent chance
of obtaining employment if they did not have vocational training.

Using Bregman's data on prior employment of completers, employment
probabilities are adjusted accordingly for probabilities of
recidivating. Using data from CDC, the average rates of return to
prison after release on parole or by discharge from prison for male
and female felons together are estimated to be:

year after release (average 6 months) 4.9%
1st year after release (6-12 months) 15.4%
2nd year after release (13-24 months) 11.6%
3rd year after release (25-36 months) 6.0%

After adjusting for the probabitity of recidivism, the expected
employment rate of an inmate if he had no vocational training is:

up to 6 months 52.0%

6-12 months 44.0% (0.52 x 0.846)
13-24 months 38.9% (0.44 x 0.884
25-36 months 36.6% (0.389 x 0.94)

Based on the estimated employment probabilities, and the estimated
annual salary, the expected annual salary for a trainee had he
not had vocational training will be projected for three years, and
the present value of the amount is estimated by discounting at

5 percent.

1st year = (0.5 x 8,580 x 1.1 x 0.52) + (0.5 x 8,580 x 1.18 x 0.52
x 0.846) = 2,454 + 2,227 = $4,68]

2nd year = 8,580 x 1.26 x 0.52 x 0.846 x 0.884 = $4,204

3rd year = 8,580 x 1.34 x 0.52 x 0.846 x 0.884 x 0.94 = $4,203

Present Value = 4,681 + 4,204/(1.05) + 4,204/(1.05)% = $12,497

Therefore, if a trainee did not have the vocational training, and
worked for three years upon release from prison in the same type of
job he had prior to his prison term, the present value of his total
earnings is $12,497.

According to the U.S. Bureau of Labor Statistics, female workers

from 1970-1975 had average median incomes which were approximately

62 percent of those of male workers. Since the Bregman report

applies to male inmates only, the estimated earnings for female

%;mates if they had no training (projected for three years) would be
»749,
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18.

19.

20.

The expected earnings for a trainee after vocational training in
1976 can be estimated in a similar fashion.

The average hourly earnings for various trades is estimated using
data from the Bureau of Labor Statistics and the California
Employment Development Department (EDD). In our survey, instructors
have been asked to estimate the hourly wage for their trades, and
this information is used to validate and update data supplied by the
EDD. By applying a statewide average, it is assumed that ex-offenders
with vocational training are equally productive and therefore are
able to command the same wage rate as the average worker in that
occupational area.

In our computations, the beginning wage rate is used for individual

‘trades. Wages are then adjusted upward over time according to

A.D. Witte's wage index.

According to A.D. Witte's "Earnings and Jobs of Exeffenders: a

Case Study," Monthly Labor Review, December 1976, pp. 31-39,
ex-offenders have the most difficult time in the job market in the
first year after release but find improved wages and jobs as time
goes on. Measuring the improvement in wage earnings over time for

a sample of ex-offenders, the wage index ( = wage at number of months
after release/wage at release) is as follows:

at release 1.00
less than 6 months 1.10
6-12 months 1.18
12-18 months 1.24
18~24 months 1.28
24-36 months 1.27 (1.34)

The actual decrease in the wage index for 24-36 months after
release seems unlikely. In our computations of expected income,
this index has been modified to adjust for a 5 percent cost of
Tiving increase over the 18-24 months index. Thus, the 24-36 months
index used is 1.28 x 1.05 = 1.34.

The Witte wage index (with adjustment) will be used as an escalator
in the estimation of earnings after release.

The expected employment rates for vocational education trainees are
taken from CDC, Vocational Education and Correctional Industries
Report of Trainees Released to Parole, 1971, 1972, 1973.

The rates at six months after release are used since they are likely
to be a better reflectjon of the longer term effects of vocational
training on job retention. The employment rates for 12 months

after release, and for later periods are therefore computed by using
employment rates at six months after release with adjustment for
recidivism rates during those periods.
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21.

22.

23.

24.

In "Earnings and Jobs of Ex-offenders," A.D. Witte also found that

for the ex-offenders, "wages rise rapidly during the first year,
continue to rise but a slower rate during the second year, taper off
during the third year, and then commence a further rapid rise."”

(p. 34.) 1In this analysis, it is assumed that the effect of voca-
1ional training in the form of rapid wage rises lasts for only three
years, such that wage increases in subsequent years are not considered
to be a direct result of vocational training, but rather a result of
experience gained during the first three years on the job.

Benefits which accrue to trainees would be in the form of net income,
that is gross income after taxes. The amount of taxes paid due to

the positive effect of vocational training appears as a component

of the total external benefits which accrue to the government as an
increase in tax receipts. For computational purposes, therefore,

the expected increase in gross earnings due to vocational training

is used. However, it should be kept in mind that part of the expected
increase in gross income earnings accrue to the government.

In taking vocational training, the trainees do not have time to
participate in other paid programs, for instance, jobs in prison
industries and prison maintenance. Thus, there may be a negative
benefit associated with taking vocational training.

In our inmate questionnaire survey, trainees were asked what
they would rather be doing if they were not enrolied in the current
(vocational) class (question 29). Of the total responses, only
17 percent would rather be working in prison industries or doing
institutional maintenance work. The remaining 83 percent would
rather take another vocational or academic class or do nothing.
Thus, the foregone income for an inmate to be in a vocational class
is not significant.

In our cost-benefit analysis, the possible negative benefit
in the form of foregone income is assumed to be offset by the
possible positive benefit of vocational training facilitating the
obtaining of work in correctional industries or maintenance in
subsequent periods.

Another external benefit which accrues to society, but not reflected
in the earnings of the trainees is the expected decrease in welfare
payments to the trainees. To the extent that an ex-offender getting
employment in the trained trade may be directly displacing someone
seeking that job, there may be an offsetting incrzase in welfare
payments. The expected decrease in welfare payments due to voca-
tional training can be estimated to be:

expected decrease in welfare payment =

expected net change in unemployment rate due to vocational
training x welfare payment rate x time period eligible for
welfare
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Though someone else may be added on to the welfare recipient
Tist due to displacement, this does not mean that the welfare
payment decrease to one individual will be totally offset by the
increase in payment to another. There will most 1ikely be some
payment differential.

However, no data are available for the estimation of this item,
therefore, it has not been included in our computations.

Another external benetit which may result from vocational training
is a reduction in the rate of recidivism. The assumption is that
most crimes, especially property crimes, are economic related.

In 1972, 48.9 percent of all male felons and 35.7 percent of all
female felons in California were committed for property crime
offenses--robbery, burglary, theft including auto, and forgery.
Training ex-offenders to be more capable of obtaining a job therefore
would lower the need for criminal behavior to supplement their
income. In "Measuring Benefits from Prison Reform," (in P.H. Haveman,
et. al. (ed.) Benefit-Cost and Policy Analysis 1973 (Aldine; Chicago,
1974) pp. 491-516), John Holahan used 1969 (and some 1968) data for
the Washington D.C. area to estimate the benefit from a program
which reduces recidivism by one person who would have been, had he
recidivated, arrested for one of the crimes of robbery, burglary,
larceny, or auto theft.

Using Holahan's estimates, and weighting these estimates by
their respective probabilities of such crimes being committed, the
reduction of one (composite) crime in 1976 is estimated to have a
cost savings of $13,127.

To estimate the benefit of reduction of recidivism due to vocational
training, it is necessary to know whether vocational trainees upon
release do recidivate less than other groups of inmates. Research

in the area does not support conclusively the hypothesis that increased
employment results in a corresponding decrease in recidivism. (See
Robert Evans, Jr. "The Labor Market and Parole Success," Journal of
Human Resources, Vol. 3, Spring 1968; and McRae and others, A Study

of Community Parole Orientation.) On this basis, the initial
assumption made in this model 1is that there is no reduction in
recidivism directly attributable to vocational training.

As mentioned in the text, we have found some positive correlation
between the length of training and recidivism. This may bear on the
optimal length of training which would maximize the reduction in
recidivism.

Corresponding to an increase in earnings due to an increase in
employability of trainees is the loss of earnings of individuals
displaced in the process. Most evaluation of manpower training
programs assume that the enhanced employment and income status of
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the trainees have not been at the expense of someone else. This
would be true only during periods of high employment, or labor
shortages. In times of economic slack, it is expected that displace-
ment within certain job markets is not trivial.

Little has been done to quantify and estimate the extent of
displacement as an effect of any manpower training programs. Due to
the lack of any reliable estimates, this factor has not been
included 1in our computations.

Vocational training also generates benefits which accrue to the
institutions. These activities include the production of goods and
services necessary for the operation of the institutions. A number
of training courses, including culinary arts, baking, meatcutting,
welding, upholstery, shoemaking/repair, drycleaning, printing, etc.
produce goods and services as a byproduct of the training process.
The institutional benefit of such courses is the least cost
alternative of obtaining equivalent services to facilitate the
operation of the institutions.

CYA Benefit-Cost Assumptions

1.

The computations for CYA vocational courses follow the same basic
assumptions as the computations for CDC vocational courses. Minor
modifications are adopted wherever necessary to take into account

the difference in characteristics and operations of the two programs.

Courses in the vocational training program in CYA institutions are
offered primarily only in Preston and YTS. While some trade courses
are offered in other CYA institutions, they are more of a prevoca-
tional nature than vocational; that is courses are offered mainly

as an introduction to various type of trades so that wards become
aware of the variety of trades and gain some idea of what each
trade involves, rather than concentrating on the acquisition of
trade skills. Thus, the cost-benefits analysis for CYA institutions
is confined to an analysis of the cost-benefit of vocational

courses offered in Preston and YTS.

On the average, the length of stay of wards in CYA institutions is
shorter than of dinmates in CDC institutions. 1In 1972, the median
length of time served in CDC prisons was 32 months. In 1975, the
mean length of stay in Preston was 18.1 months, and that in YTS
was 15.2 months. Given the shorter mean length of stay in CYA
institutions, the vocational courses in both Preston and YTS are,
in general, shorter than those in CDC institutions.

To accommodate for shorter stays, most courses are taught in
phases. The basic phase usually runs from 200 to 300 hours. If a
ward stays longer in the institution, then he can participate in
the advanced phase of the course.

114-

)
\



In the basic phase, tool identification and usage are taught
along with some basic manipulative skills. After finishing the
basic phase of any course, a ward theoretically is able to qualify
for an entry level job in that trade, or becomes a first year
apprentice in that trade.

In our computations, therefore, it is assumed that below 300
hours of training, a ward would not have learned enough to qualify
for such entry level jobs, and with that minimal amount of training,
he would have no advantage over those who have had no training at
all. The cost spent on training a ward for less than 300 hours is
considered to be wastage,

This assumption relaxes the CDC vocational assumption, where
500 hours is the critical level for cost wastage consideration.
Implicit in the difference is the assumption that since CYA
parolees are generally younger than the average CDC parolee, it is
easier for them to get entry level jobs than the CDC parolees.

The percentage of students completing at least 300 hours in CYA
vocational course is estimated to be 70 percent. This figure is
estimated based on instructors' responses, as well as wards'
responses to questionnaires. The actual cost of training a ward
for a minimum of 300 hours is:

cost per student quota x 1/0.70
or
cost per student quota x 1.41

For a sample of 127 YTS releasees in 1975, with over 300 hours of
vocational training, the average length of training was 726 hours.
Assuming training to be conducted on a 30 hour/week basis (e.g.

YTS vocational classes meet for 6 hours a day, 5 days a week),

this is equivalent to a period of approximately 24.2 weeks, or

0.47 year. Thus, the cost of training a student up till termination
would be Tess than the average student cost per year. In fact, it
only would be 0.47 of the average student cost per year.

The cost of vocational training of a CYA ward up till termination
is therefore

total cost per student quota per year x 1.41 x 0.47

From the questionnaire survey of CYA wards in vocational training,
out of 182 wards, 41 did not work prior to their current CYA term,
For the 138 who worked, the average pay was $3,90/hour. Based on a
40 hour work week, and 52 weeks per year, the full time annual wage
equivalent is $8,112. Assuming an average of six to nine months
served by the students, this estimate for annual income would be
reasonable for our 1976 based benefit-cost calculations without
adjustments, A comparison with the average annual income of $8,580
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for a CDC inmate (adjusted to 1976 terms) shows the two groups to
be closely aligned. It appears that both groups had similar types
of jobs prior to their respective CYA and CDC terms. Occupations
range from farm laborer, to truck driver, to construction worker,
to waiters, etc.

To estimate the probability of getting employment upon release
from CYA without training, a sample of releasees from Preston and
from YTS were examined. The sample is divided into two groups:

one with vocational training, and another without vocational
training. Out of a sample of 54 wards, 22 were employed, amounting
to a 40.7 percent employment rate for the group with no training.

For the group with some vocational training, out of a sample of
294 wards, 137 were employed (both full time and part time
included), so the employment rate for those with some vocational
training is 46.6 percent.

Employment probabilities are adjusted accordingly for probabilities
of recidivating. Using data from 1975 CYA Annual Report (Table 24)
the adjusted rate of removal of wards from parole due to violations
(wards released in 1973) are estimated to be:

0 - 6 months after parole 11.17%
7 - 12 months after parole 18.76%
13 - 24 months after parole 25.79%
24 - 36 months after parole 17.96% (data for 1971 releasees)

Based on the estimated employment probabilities, and the estimated
annual salary, the expected annual salary for a trainee with no
vocational training while in a CYA institution will be projected
for three years, and the present value of that sum is estimated by
discounting at 5 percent.

The Witte wage index (with adjustment) is again used as an
escalator in the estimation of earnings after release.

1st year = (0.5 x 8,112 x 1.1 x 0.407) + (0.5 x 8,112 x 1.18 x 0.407
x 0.81) = 1,816 + 1,578 = 3,394

2nd year = 8,112 x 1.26 x 0.407 x 0.81 x 0.74 = 2,494

3rd year = 8,112 x 1.34 x 0.407 x 0.81 x 0.74 x 0.82 = 2,174

3,394 + 2,494/(1.05) + 2,174(1.05)2
3,394 + 2,375 + 1,972 = $7,74]

Present Value

Therefore, if a trainee did not have vocational training, and
worked for three years upon release from a CYA institution in the
same type of job he had prior to his CYA term, the present value
of his total earnings over that perijod is $7,741.
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The employment rates for vocational trainees have been estimated to
be 46.6 percent.

Estimates of employment rates in related jobs are obtained by
using a weighted average of employment rates in different trades
as given in CYA, Educational Research Series, Report No. 12,
"Jobs Related to Training--Final Report" (May 1973), and rates
obtained from a sample of parolees from YTS and Preston who have
had training in different trades.

Since the average employment rate in related trade jobs are computed
for three to four months after release, the rates are adjusted by
the probabilities of recidivating in subsequent periods to obtain
employment rates estimates for up to three years after release.

CYA parolees with vocational training are assumed to be able to

earn entry level wages equal to those obtained by CDC parolees with
vocational training. Implicitly, this assumes that vocational
training allows a trainee entry into a trade, and the length of
vocational training in the institution does not significantly affect
the level of entry wages. To the extent that employers may prefer
people that are more trained (i.e., with longer vocational training
period), this preference is reflected in the differential in employ-
ment rates in jobs in a trade area. Though employers may prefer
people with longer and more training, it is at the same time
probable that employers hiring at the entry level would prefer
younger emnioyees to be trained on the job rather than older people.
The extent of these employers' preferences is not known, and the
effect of such preferences can only be conjectured upon.

Compared to CDC, CYA institutions are more academic and vocational
oriented. At CYA there are few positions for wards in maintenance
or work crews and no parallel to correctional industries. With the
possible exception of culinary arts classes, the vocational classes
in both YTS and Preston are not highly involved in doing work for
the institution. Thus, institutional benefits generated by the
various vocational classes in CYA institutions are substantially
less than the institutional benefits generated by similar courses
in CDC dinstitutions.

Benefit~Cost Calculations

A sample course calculation will serve to explain the details for

the benefit-cost estimation.
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The welding classes at YTS and Preston yield an overall benefit-
cost ratio of 1.729, The costs for this figure are estimated by summing
personnel costs and other direct costs. Personnel costs consist of
instructor costs (column 3), which for four classes (three at YTS and
one at Preston) amounts to $82,248 plus 27.5 percent fringe benefits
equals $104,866. The supervisor and administrative costs also were con-

sidered by prorating salaries for these positions over the number of

courses offered at each institution.

Personnel Costs
Instructors $104,866
YTS supervisors 4,028
Preston supervisors 5,169
Administrative 893
Total $114,956 (column 4)

Other direct costs includes material and operating costs, equip-

ment costs, and facilities costs.

Operating/Materials Cost
YTS $28,000
Preston 4,500

Total $32,500

Replacement Annual Depreciation

Equipment Cost Cost (20 years)
YTS $ 65,000 $3,250
Preston 35,000 1,750

Total $100,000 $5,000
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Area Cost

Facilities (square feet) (@ 20¢/sq.ft./month)
YTS 6,480 $15,552
Preston 8,400 20,160
Total 14,880 $35,712

Total direct cost is the sum of these personnel and other direct

costs:
Source Cost
Personnel $114,956 (column 4)
Operating/Materials 32,500 '
Equipment 5,000
Facilities 35,712
Total $188,168 (column 5)

Column 6 is derived by first, calculating the annual cost per
full-time quota trainee. For welding the quota amounts to 60 students
(column 2). The cost per quota is $188,168 divided by 60, or $3,136.
Using the factors developed in assumptions 5, 6, and 7 (for CYA)
mentioned in the previous section, the cost per student termination is
calculated as follows:

$3,136 x 1.41 x 0.47 = $2,078 (column 6)

The benefits side of the ratio is the sum of benefits gained by
the individual as a result of training plus institutional benefits.
Assumptions 8, 9, 10, and 11 form the basis for estimating the expected
employment earnings a ward could accumulate over three years had he not
participated in a training program. That present value figure of $7,741
weights several factors including: prior working wage levels, employment

rates, recidivism rates, a wage index accelerator, present value rate,
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and term for extending benefits, The same type of factors are associated
with the calculation for benefits wards could expect to gain as a result
of training. There is an additional factor to account for employment
benefits gained in related employment as opposed to other employment.

Each year is calculated separately, then summed as follows:

1st Year Subtotals
(0.5 x 1.1 x 10,400 x 0.275 $1,573
+ 0.5 x 1.18 x 10,400 x 0.275 x 0.81) 1,367
(0.5 x 1.1 x 8,112 x 0.235 1,048
+ 0.5 x1.18 x 8,112 x 0.235 x 0.81) 911
2nd Year
(1.26 x 10,400 x 0.275 x 0.81 x 0.74) 2,160
+ (1.26 x 8,112 x 0.235 x 0.81 x 0.74) 1,440
3rd Year Q
(1.34 x 10,400 x 0.275 x 0.81 x 0.74 x 0.82) 1,884
+ (1.34 x 8,112 x 0.235 x 0.81 x 0.74 x 0.82) 1,256
Year Totals Present Value
1st $4,899 $ 4,899
2nd . 3,600 3,429
3rd 3,140 2,848
Total $11,176
(column 9)

The factors for each period above are explained as follows:

Wage Non-Recidivism
Period Index Rate
Tst 6 months 1.1 0
2nd 6 months 1.18 .81
2nd Year 1.26 74
3rd Year 1.34 .82
-120:
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Entry level wage rates and empioyment rates are constant in each period:

Entry wage with training (welding) = $10.400

Entry wage with no training = 8,112

Employment rate for welding = 27 .5%
= 23.5%

Employment rate for nonwelders
The individual's benefits from training are the net difference
obtained by subtracting $7,741 from $11,176 or $3,435 (column 10).

THe main source for estimating institutional benefits from the
welding classes was the interviews with the welding instructors at both
institutions. A1l the tasks performed by the classes were fidentified
and estimates for hours of labor obtained. The labor was valued according
to the alternative resources available at each institution. In one case
the lowest cost alternative was a staff maintenance welder, in the other,
contracted services seemed most economical. We valued YTS institutional
benefits at $11,052 and Preston's at $2,944, totalling $13,996 (column 11).
On an individual student basis:

$13,996/(0.70 x 60) x 0.47 = $157 (cotumn 12)

The sum of all benefits for welding is $3,435 plus $157, or $3,592
(column 13).

The resulting benefit to cost ratio is simply derived by dividing

total benefits by total costs, or $3,592 divided by $2,078, equals 1.729.
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