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Preface 

A causal relationship has long been hypothesized between ex-offender unem
ployment and recidivism. Community-based ex-offender employment programs 
have been developed to address the problems typically faced by ex-offenders 
as they seek employment upon release from correctional institutions. Speci
fically, these programs are designed to help ex-offenders gain necessary 
qualifications, conduct job search activities, obtain jobs that are con
sistent with an overall career plan, and, once employed, increase job tenure 
to prevent further periods of unemployment. 

A wide variety of interventions are used to deliver employment services for 
e:!':-offenders. This document focuses on a critical examination of the pro
grammatic strategies and appl':oaches u'tilized to increase ex-offender emplc.1y
mente In order to determine the current state of program practices, over 75 
employment service programs were surveyed by telephone and nine were visited 
between September 1978 and February 1979. The survey data, on-site observa
tions, expert opinions, and relevant liter-ature were used to identify and 
analyze the basic approaches and strat~gies for ~jdressing the problems of 
ex-offender unemployment and underemployment. !nnovat.ive and promising 
strategies and tech~tiques are noted in the t~j(t and a},opendices of this 
report. 

A number of individuals provided invaluable assistance during the course of 
this study. Acknowledgement is extended to members of the advisory/review 
pan~l: Mr. James Thompson of the Vera Institute of Justice, Dr. Laurel Rans, 
a member of the Pennsylvania Board of Pardons and a partner in Entropy 
Limited, Mr. James Moore of the Colorado Office of Manpower, Dr. Osa Coffey 
of the Arner ican Correctional Association's Coordinated Community Offender 
Employment Programs, Mr. Bruce Boggess McBogg, founder of Employ-Ex in 
Denver, COlorado and currently Executive Director of Research, Evaluation, 
and Development: Corrections and Penology Inc., and William Wilbanks, 
Profe~sor, Florida International University, Miami. The authors would also 
like to thank Ms. Mary Toborg of the Lazar Institute for furnishing research 
materials used in the development of this document. 

iiithin the National Institute of Justice, Mr. Frank Shults, the Project 
Monitor, provided both insightful criticism and steadfast support 7 Mr. 
Lawrence Greenfeld, Mr. Lou Biondi, and Dr. Richard T. Barnes offered helpful 
advice and identified useful resources. 

The numerous practitioners who provided information for use in this report 
deserve a special note of thanks. In particular, the author would like to 
thank: Ms. Sandra Brandt of Human Resources Development Institute (HRDI) and 
former director of Step-Up in Norfolk, Virginia, Mr. Cll!rtis Shoop of the M-2 
Program in Kansas City, Kansas~ Mr. Cal Harvey 02 Employ-Ex in, Denver t 
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Colorado 7 Ms. Karen Bell of Project HOPE in Rockford, Illinois~ Mr. Kenneth 
Klimusko and Ms. Shelly Johnson-Mueller of Collll1'llinity Correctional Services 
in Geneva, Illinois7 Dr. Ruth Harris of the Safer Foundation in Chicago, 
Illinois; Mr. Edward Gallagher of the Massachusetts Department of Correction: 
Ms. Ester Medina-Gonzales of Project Esperanza, San Jose, California: and 
Mr. Tom Wornham of Project JOVE in Sa.1 Diego, California. 

FinallYj the authors would like to thank Ms. Brenda Ward and Ms. Sally Weiss 
for thei;~ assistance in the production of this report. Hopefully, this 
report reflects some of the many insights that were shared with the authors. 
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Chapter 1 
INTRODUCTION AND SUMMARY 

1.1 Purpose of the Report 

Many programs have been designed to promote the habilitation and community 
reintegr,ation of offenders and ex-offenders. A particular emphasis has been 
placed on the offenders' employment status and the problems ex-offenders may 
encounter in seeking and maintaining employment. Based in part on the 
hypothesized causal relationship between unemployment and crime, these 
programs generally provide a variety of services which seek to facilitate the 
job acquisition process and enhance ex-offenders' ability to obtain stable 
employment in established career patterns. 

The purpose of this Program Models document is to describe the strengths and 
weaknesses of existing intervention strategies and to examine the effec.oei'i,.!'~
ness of the services provided. A synthesis of these findings is presented as 
a guide for policymakers, planners, and practitioners to improve the delivery 
of ex-offender employment services. Specifically, this report is designed 
to: 

• identify promising ex-offender employment service 
strategies and techniques which are currently in 
use: 

• contribute to a greater understanding of the approaches 
used to combat ex-offender unemployment and the problems 
associated with the implementation of these approaches~ 
and 

• provide administrators with the capability to make 
informed choices in planning, implementing, and improv
ing ex-offender employment services. 

1.2 Methodology 

Four major information sources were utilized to identify the basic program
matic strategies for providing employnlent services to ex-offenders: a review 
of the literature~ solicited opinions of an advisory group and other experts 

1 
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in the field; a telephone survey of 75 employment intervention programs for 
ex-offenders (see Appendix A for a list of these progr.ams); and site visits 
to nine employment programs. The literature base for this study contained 
several previous National Institute of Justice (NIJ) supported research 
studies, i~cluding an NEP Phase I report on the topic conducted by the Lazar 
Institute, ~ review of empirical evidence on economic factors in crime and 
delinquency, and a Prescr ij>tive Package on job training and placem.ent for 
offenders and ex-offenders. Information was also obtained on more re~cent 

proj ects, incl uding the developmlnt and testing of comprehensi'/e pr ison 
industry programs in seven states and a long-term study .of emPJ,oymen~ ang 
crime which is currently being conducted by the Vera Inst1tute of Just1ce. 

The initial activities of this project resulted in a listing of barriers to 
ex-offender employment: a description of employment services typically 
offered to ex-offenders; and identification of several programs that appeared 
to be particularly innovative. Other initial findings were that: 

lNational Institute of Law Enforcement and Criminal Justice, Law 
Enforcement Assistance Administration, U.S. Department of Justice, "The 
Transition From Prison to Employment: An Assessment of Community-Based 
Assistance Programs--National Evaluation Program Phase I Report," by Mary A. 
'roborg, La'"lrence J. Center, Raymond H. Milkman, and Dennis W. Davis, Washing
ton, D.C., 19~7. 

2National Institute of Law Enforcement and Crimina! Justice, Law 
Enforcement A~sistance Administration, U.s. Department of Justice, "Economic 
Factors in Crime and Delinquency: A Critical Review of the Empirical 
Evidence," by Robert Gillespie (1975), rep;:;Oduced in U.s. Congress, House, 
Unemployment and Crime, Hearings Before the Subcommittee on Crime of the 
Committee on the Judieiary, 95th Congress., 1st and 2nd sess. (Washington, 
D.C.: Government Printing Office, 1978). 

3National Institute of Law Enforcement and Cr iminal Justice, Law 
~nforcement Assistance Administration, U.S. Department of Justice, ?"ob 
Placement and Training for Offenders and :E.'x-Offenders, by Phyllis Groom 
'~reary and John M. McCreary (Washington, D.C.: Government Printing Office, 
1914) • 

4The Pree venture Program was funded by the Law Enforcement AssiG
ta.hC~ ~.dministration's Office of Criminal Justice Programs, Corrections 
Division. See Jack Schaller and George E. Sexton, "The Free Venture Program: 
An Overview," in A Guide to Effective Prison Industries, Volt.D1le 1--Creating 
Free Ventl'fre Prisoo-InduBtries: Program Considerations (Philadelphia: 
The runerican Uoundation, Inc., 1979), pp. 1-12. 

SThe Vera Institute of Justice is presently conducting a long-term 
study of the relationships between employment and crime under funding from 
the NatiQnal Institute of Justice. 
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• the research on ex-offender employment program effec
tiveness is inconclusive: 

• there is Cth appar.ent similarity in the services offered 
by most programs: and 

• there are, however, distinct approaches or program 
types. 

It was clear that the selection of programs for on-site analysis could not be 
based on demonstrated program effectiveness. Furthermore, it was evident 
that the site selection process should be sensitive to subtle differences 
w"ich may exist between programs, and should seek to include the broadest 
possible representation of program types and approaches. 

In light of these findings, it wa~ necessary to identify the major types of 
services provided by ex-offender ':".mployment programs to determine the degree 
to which programs differ in the emphasis and rOe6ources they devote to similar 
~()als and services. A telephone survey instrument based on this model could 
then be designed and administered in an effort to screen the universe of 
sites and select those that would be visited for this study, 

Six broad categories of services for improving the employment status of 
ex-offenders were identified. These six categories of services are presented 
below. 

1. In~~itutional Preparation 
Ex-offe,nder employment programs build upon the training 
anq cOlunseling services providsd to inmates prior to 
their 1:elease. The time required to prepare releasees 
for entry into the labor marKet is reduced when assess
ment, counseling, skill training, and prison industry 
prO',grOit/itB are ptovidw within the institution. Several 
barrit"tra to ertIIl?lo:r.a~nt C~An be addressed, such as inade
;uat~ InatitotlQn~l vocational counseling, drug and 
~laohol depeoo@n,oy I inadequate skill training or pr ison 
:lMU:fi'l:ry exp~dtln9tHj, and inadequate coordination of 
t'fNAin:b"lg or treoli<tlm!ent Idith t.he date ('Ii release. 

~. ~CQ!:llJ1t!tmi ty Readj ustment 
~~1~:HHH~~8 are provided with assistance for housing, food, 
c.1othing, and transportation. It is hypothesized that 
~u.wiBtance of this kind will increase the releasees' 
receptivity to employment services and decrease their 
reliance on criminal activities for support. Ideally, 
community readjustment assistance is planned, or may even 
begin, prior to release~ Barriers typically addressed at 
this stage include inadequate financial resources, poor 
access to social services, and inadequate access to 
p£e-release, work-release, and halfway house facilities. 
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3. Pre-Placement Job Prepara,tion 
For most ex-oHenders, empl()yability must be improve'ti in 
order to facilitate ~ntry into the labor market. A wide 
range of job preparation services are offered to the 
ex-offender, including job readiness workshops, work 
experience, basic education, and akill training. The 
barriers aiidressed during job preparation are typically 
personal or human capital deficiencies such as poor educa
tion level, poor motivation and self image, absence of work 
experience, and lack of marketable skills. 

4. Job Development 
Employers who are willing to hire ex-offenders are identi
fied. Prospective employers are provided with information 
designed to sensitize them to the plight of ex-offenders 
an~ reduce their fears and prejudices toward ex-of~enders. 
The pr imary barr ier addressed by the program dur ing job 
development is employer discrimination and apathy. 

5. iIob Placement 
,Job interviews are arranged after the ex ... offenders' 
employability has been increased and jobs commensurate 
wi,th the skills of the ex-offenders have been identified. 
Barriers resulting from the ex-offenders' poor understand
ing of the job search process and the limited number of 
good jobs in the labor market are a~dressed. 

6. Post-Placement Support 
Both the ex-offender and his employer are· provided with 
assistance to facilitate adjustment on the job and job 
retention. Barriers such as poor coping skills, poor 
understanding of career development paths, poor access to 
further training and education, and poor access to social 
services which enable the ex-offender to continue employ
ment are addressed. 

Two types of b~n~flt1!:i to t.he ex-offender are believed to result from provi
sion of the ~,t:u::Yia@B ,lbtedabove. The Urst is employment related: the 
eX-Qffenai!,r ffh;.i(ltJ;l,d·t~Gei\r~ b~ttt!r wages following preparation and pl.:!ceme~t 
assi~t~~@. ~·~.~x"Q'ff~'f'>'4@r8hculd ali30 retain employment longer and have a 
eonsUtef'ltFl'~tt~tn' \Qf!i\!1JIiliPloyT.!llent, rather than an intermittent pattern alter
nating vitJbU)ifl~ ~~lh of uneJ'lfployment. After the employment benefits are 
~!!hi~v~ t a~~,oo:hd ,hi9her orde:: of benefit can occur: the reduced 1 ikeli
hood thAt1',;h~ @:*-6ft'~rtdef' will recidi.9ate. These benefits may also includ1! 
improv!1O faily t'-elationships, reinforcement of socially acceptable values, 
and ti1e!otmat ion of a nQn-.cr iminal p~er group composed of the ex-offender' s 
co-workers. 

4 

After the six service categories were identified and a final telephone survey 
instrument designed, the telephone' survey process w~ initiated. Programs 
were selected from those listed in two directories' and t;he 250 program'" 
that responded to the mail survey conducted in the NEP Phase I evaluation.' 
The 75 programs selected for the survey ar.e listed in Appendix A. For each 
program, respondents were questioned about their basic program strategy and 
their perception of the relative importance of various barr iers, those that 
are most difficult to overcome, and the services or strategies that appear to 
be most ~ffective. In addition, other descriptive data such as the number of 
clients served, the numbe~ of staff, and duration of treatment were obtained. 

1.3 Findings 

Ba5ed on the analysis of the telephone survey data, six distinct inte~vention 
strategies for ex-off.ender employment programs were identified and nine 
programs representing.?,\ btQad . range or approaches ~re selected for on-si~~ 
observatio-n. 

The sites chosen for intensive study includ~! Heart of America'Job Therapy~ 
M-2 Program, Kansas City, Kansas: Community Correctional Services (CCS), 
Geneva, Illinois: Employ-Ex, Denver, Colorado; Esperanza and the Advancement 
Training Center, San J"ose, California; Step-Up, Norfolk, Virginia; Office of 
Manpower Developm~nt, Massachusetts Department of Correction, Boston, 
Massachusetts~ the Safer Foundation's Operation DARE, Chicago, Illinois~ 

Project JOVE, San Diego, California; and Project HOPE, .Rockford, IllinOis. 

The six basic approaches for de.livering employment services to ex-offende=s 
were: (1) job development and placement~ (2) reSidential services, (3) 
supported work/work experience~ (4) skill training: (!) job readiness~ and 
(6) financial assj,stanee. Each type of program a<tdresses similar target 
populations: however, the proportion of clients with severe employment-relat
ed problems varies from one approach to another. Each approach is based on 
different assumptions about .. the employment barriers and needs which require 
the most attention in an employment program. (Detailed desctiptions of these 
approaches appear in Chapter 3.) 

6Amer ican Bar As sociat ion{," National Offender Services Coordinat.ion 
Program, "Director:'.:' of CETA Funded Offender Programs," About Time 1 (Jan'uary 
1977) , and Contact~ Inc., The National Ex-Offender Assistance Direct:.ory 
(Lincoln, Neb.: Contact, Inc., 1978). . 

7National Institute of Law Enforcement and Cr imina! ,Justice, "'!be 
Transition From Prison to Employment." 
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Insight into the impa~t of ex-offender employment programs was also derived 
from the data analys:d. In general, the results were conflicting. While 
ex-offender employment programs place literally thousands of clients in 
unsubsidized johs and effectively recruit. employers willing to hire ex
offenders, 40 to 60 percent of the clients who apply for help do not receive 
it. Planned re-entry services, drug and alcohol treatment, and po5t~place

ment services (all important to job retention, readjustment, and reintegra
tion) were either totally neglected or received relatively little attention 
by the programs studied. Services generally ended or were minimal after job 
placement.. OVerall, the typical ex-offender employment program appears to 
have a positive impact on initial post-release adjustment and labor market 
entry for ex-offenders, but it is not designed to have a maximum impact on 
ex-offender unemployment, underemployment, and recidivism rates. 

F1.cn'ls in the design of the typical ex-offender employment program serve to 
undermine the apparently effective job preparation, training, and placement 
services many programs offer. The negative effects of these design flaws are 
illustrated by the following ~iscussion of the client flow through a typical 
employment services program. Many programs successfully train ex-offend
ers in a variety of skill areas and teach them appropriate strategies to find 
jobs and appropriate role expectations while on a job. In a typical program, 
more than 80 percent of those clients enrolled in training courses and job 
preparation workshops will graduate. In addition, 70 percent of the ex
offender s served will be placed in unsubsidized jobs. At the end of 12 
months, 46 percent of the ex-offenders served will still be employed. These 
percentages are illustrated in Figure 1.1, under th~ column labeled Method A. 
The pElrcentages of ex-offenqers placed in jobs and those employed after one 
year are computed based on the number of clients who are actually served by 
the program. 

~(hile these figures appear impressive at first glance, closer scrutiny of the 
in~ake and follow-up pr~esses reveals a less successful picture. Method B 
of Figure 1.1 presents a second, and perhaps· more valid method of describing 
client flb~ in the typical program. Percentages are based on t.he total 
number of applic'''lnts who requested program services, rather than the number 
of clients served. These data illustrate that the typical program rejects 50 
percent of all the ex-offenders who request employment services. It places 
only 35 percent of those who apply, and is able to keep only 23 percent 
employed for one }'ear. The clients who were reject.ed at the application 
stage generally have severe drug, alcohol, mental health, and attitude 
problems which are typically not addressed by programs. Those clients who 
fail after placement generally receive no post-placement supportive services. 

Thi.s example illustrates the flaws inherent in many ex-titf~'nder programs. 
They reject clients who are motivated enough to request h~lp, but who are 

8nata used for this example were derived from a synthesis of infor
mation from the programs surveyed for this study. 
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Figure 1.1 
Two Methods of Calculating Client Flow Information for Ex-Offeneer Employment Programs 

Method A 
Percentages Based on Number 

of Clients Served 

Not 
Considered 

100% 

70% 

46% 

Number of Applications 
(1000) 

Number Served 
(500) 

Number Placed 
(350) 

Number 
Employed After 

1 Yr. (230) 

7 

Method B 
Percentages Based on Number 

of Applicants 

100% 

50% 

35% 

23% 
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most likely to recidivate. 9 They fail to plan re-entry services for clients 
being released from prisons or jails and they fail to provide post-placement 
supportive services that may help ex-offenders adjust to life in the commun
ity. 

Some programs have the ability to offer planned re-entry services as well as 
drug, alcohol, and mental health treatment in coordination with employment 
services. A few programs also offer post-placement support in addition to 
good job preparation and placement services. Unfortunately, no program was 
found which offered all of these services. In order to increase the effec
tiveness of existing programs, however, it will be necesary to adjust pro
grams to correct for design and implementation deficiencies. The major 
findings of the present study regarding the strengths and limitations 
of existing programs are summarized below. 

1.3.1 Strengths of Existing Programs 

• Ex-offender ~mployment programs (EEPs) provide services 
to thousands of clients. 

Nine programs were studied to obtain data for this 
Program Models document. The programs ranged in 
size from a 120 client per year volunteer project with 
a budget of $45,000 to a multimillion dollar project 
providing services to over 6,000 clients per year. 
These nine programs alone provided services to over 
14,000 clients during 1978. Existing programs have 
the potential to impact a large percentage of the 
total unemployed ex-offender population. 

• EEPs serve a wide range of clients. 

The ex-offender programs surveyed provided services 
to clients who had: (1) little or no skills, education, 
or experience~ and (2) every possible type of criminal 
history. Programs, in general, were able to place 
clients regardless of skill level or types of cr imes 
committed--without deceiving employers. 

• EEPs effectively place ex-offenders in jobs. 

Program staff members understand how jobs can be 
developed effectively in the private sector. While 
matching clients' interests and income needs to avail
able jobs is very difficult, programs are generally 
capable of identifying employers willing to hire ex
offenders. 

9 . 
Youthful eX-Offenders (17-21) and ex-offenders with drug, alcohol, 

and mental problems are considered high risk groups. 
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1.3.2 

• EEPs teach job search and retention skills. 

Many programs provide ex-offenders with workshops .on 
how to get and keep a job. Employment skills are 
taught in an engaging and apparently effective manner. 

• EEPs respond to the emergency subsistence needs of 
releasees. 

All programs surveyed had some direct or refer ral 
service to help releasees with emergency subsistence 
needs. Vouchers were frequently used to provide 
emergency food, housing, clothing, and transportation 
for clients. Subsidized or unsubsidized "starter" or 
"transition" jobs were often obtained for clients as 
well. Program practitioners appeared to understand 
and respond to the limited support that gate money, 
friends, and family can provide to many new releasees. 

• EEPs interface with other criminal justice and social 
service programs. 

Programs often serve as employment clear inghouses 
for a variety of community-based, correctional, and 
social service agencies. In addition, services provided 
by EEPs may be coordinat~d with probation, parole, 
pre-release, work-release, and pre-trial release and 
diversion operations. 

• Techniques and strategies have been developed which 
can potentially improve the effectiveness of EEPs. 

Some of the techniques and strategies that the average 
program could utilize to improve its effectiveness 
have been developed in a few experienced and innovative 
programs. 

Limitations of Existing Programs 

• EEPs generally fail to achieve consistently the pr imary 
criminal justice goal of significantly reducing the 
recidivism rates of clients served. 

Programs often fail to reduce recidivism, in part 
because they do not achieve a sufficient level of 
employment for clients. In fact, the rate of recidi
vism of clients is not routinely examined to deter
mine whether employment goals and services should be 
modified. Instead, practitioners often focus on job 
placement rates and de-emphasize the goal of reducing 
recidivism. 
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Approximately 40 to (50 percent of the ex-offenders who 
request employment assistance from EEPs are rejected 
at the application stage. 

Based on a comparison between the number of applicants 
and the I?,umber of clients served in several programs, 
40 to 60 percent of the ex-offenders who requested 
assistance were rejected. While very few programs 
collected or published statistics on this group, 
intake staff at the programs visited indicated that 
the following types of cases were rejected: 

a) ex-offenders with active drug problems: 
b) ex-offenders with severe alcohol problems: 
c) ex-offenders with medical Pl'oblems (often drug 

or alcohol related): 
d) ex-offenders with severe mental health problems: 
e) youthful ex-offenders: and 
f) ex-offenders who lh"a in households where income 

exceeds the CETA income eligibility level. 

EEPs do not collect and analyze adequate data on 
their target populations, I. ej ~cted applicants, or 
client employment patterns after placement. , ... ' 

EEPs generally do not specify the number and cr.arac
teristics of their target population in sufficient 
detail to determine the percentage of the unemployed 
ex-offender population that should be affected by 
program services. As noted above, programs also fail 
to analyze the number and character istics of the 
rejected applicants to determine who requested but did 
not receive services. Furthermore, programs rarely 
collect adequate data following client placement to 
determine whether program services have had a positive 
impact on the clifmts' typical pattern of intermittent 
employment. 

EEPs are not designed to address the post-placement 
behavior and adjustment needs of ex-offenders. 

EEPs focus on preparing ex-offenders to enter the 
labor market, developing jobs, and placing clients. 
After preparation and placement, ex-offenders are 
essentially on their own. Post-placement services 
such as adjustment counseling, social service r'eferrals, 
career guidance counseling, and crisis intervention 
assistance are minimal or non-existent in most EEPs. 

EEPs do not generally initiate re-entry services prior 
to release from prison and jail. 
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EEP services are typically available to offenders only 
after they have been released from incarce~ation. 
Very few community-based programs provide serVlces ~o 
inmates who are within six months or less of thelr 
release date. Services such as job preparation work
shops, vocational testing, and career counseling gener
ally are not used to facilitate the re-entry of ~e
leasees into the community or to decrease the tlme 
between release and employment. 

EEPs do not provide career counseling and written 
career action plans. 

Chronically unemployed ex-offenders often leave one 
job to look for a better position and refuse to work 
until the "right" job comes along. Unfortunately, 
programs do not teach clients how to search for a 
bet ter job while maintaining some type of employment. 
Very few programs do more than discu~s a cli7nt's 
vocational interest or, for an occaslonal cllent, 
administer vocational and aptitude tests. Career 
counseling and development require clarification of a 
client's aptitudes, interests, and develo~ent. n7eds. 
An appropriate sequence of jobs can then be ldentlfled-
one that begins with jobs requiring his current level 
of skills and ends with his career goal. 

EEPs are not designed or implemented in a manner 
which will have maximum impact on the recidivism of 
their ex-offender target population. 

Most practitioners emphasize the employment goals of 
their programs. Resources are focu~ed on lah?r mark7t 
entry (i.e., placement) and correct~on of Skll~ ~efl
ciencies (i.e., job preparation serVlces and tralnlng). 
Additional services are not provided to ex-offende,7's 
after job preparation and placement to help them obtaln 
necessary ci: isis intervention or social services, 
increase their job retention and minimize spells of 
unemployment, facilitate their community reintegrat~on 
and social adjustment to the work setting, or asslSt 
them in improving their position in the labor market. 
Without these additional services, many ex-offenders who 
graduate from training or are successfully placed return 
within several months to the ranks of the cnronically 
unemployed and are characterized by a high risk of 
recidivism. 

EEPs place a high percentage of clients in jobs that are 
at the bottom of the labor market. 

These jobs are char acter ized by low rates of pay and 
high tur.nover rates for all employees, not just ex
offenders. 

11 
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EEPs fail to address several imp{J,ri:ant employment 
barriers for ex-offenders. 

E~PS ~o not typically address discriminatory laws, 
l1cens1ng requirements. Or regulations. These programs 
also fail to consider the labor market entry problems 
caused by unions. In addition, EEPs do not attempt to 
augment el ig ibil ity guidelines of welfare, mental 
health, and other social service systems which limit 
or totally prohibit access to necessary treatment and 
emergency subsistence services for ex-offenders. These 
social services are often essential to ameliorate 
problems which serve to limit the ex-offender's ability 
to maintain employment. 

EEPs do not use business and labor organizations effec
tively. 

Many programs have little contact with groups such as 
the Human Resource Development Institute (HRDI) of the 
AFL-CIO, the National Alliance of Business (NAB), or 
unions. These organizations are used primarily for 
employer edUcation and public relations ~ they are not 
used systematically to arrange contacts for job devel
opers as a prelude to placement. Little effort is 
devoted to nurturing relationships that may result 
in •. ~nion affiliated jobs or training. 

~he~e<is virtually no exchange of information among 
1nd1v1dual EEPs to facilitate program developm~nt. 

Conferences, newsletters, eX-Offender employment 
service associations, and other forums for information 
exchan,ge are v~rtually nonexistent. -Pew of the existing 
techn1cal ass1stance materials developed by federal 
agencies have reached the EEPs. Refinement of any 
program's techniques for service delivery and coordina
tion with corrections, parole, and probation is present
ly a slow and parochial process. \Taluable information 
and potential solutions of many common problems are not 
being effectively disseminated among employment pro
grams. 

Ex-offenders have difficulty ga1n1ng access to employ
ment and social services that are not specifically 
targeted for them. 

Every employment or social service program is selective. 
Most programs are equipped to serve only a small 
po~tion of their target population and must, therefore, 
reJect some applicants. Formal intake criteria and 
info~mal staff judgments are used to determine the 
applicants who will or will not receive services. The 
selection process is determined by guidelines from 
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local, state, or federal funding sources and the 
program's need to achieve and maintain a fairly high 
level of client success. Ex-offenders and other 
cli&nts (i .e., youthful offenders and drug and/or 
alcohol dependent clients) are often viewed as less 
likely to succeed or benefit from program services. As 
a result, many intake staff may set conscious or uncon
scious quotas on the number of..- hard-core clients that 
will be accepted--if any. Many eXisting federal, state, 
and local funding agencies focus on clients who are 
economically disadvantaged, minority group members, or 
hard-~ore unemployed. It is possible for programs to 
serve clients with these character istics while simul
taneously excluding ex-offenders. 

• Funds for ex-offender employment programs are shrinking 
and some program planners recommend that cK-offender s 
be served along with the general economically depr ived 
and chronically unemployed population. 

Practitioners are experiencing an overall decrease 
in support for ex-offender employment services at b=th 
the state and local levels. As funds continue to 
shrink, practitioners must increase their reliance on 
"referral" services from agencies which thus far have 
been reluctant to serve ex-offenders. Furthermore, 
the recommendation to serve ex-offenders as part of a 
larger, more general population rather than as a 
special target group appears shortsighted. While 
employment problems of ex-offenders may be due in 
large measure to the fact that they are disproportion
ately unskilled, under-educated, young, and minority 
group members, it does not follow that ex-offenders 
will have equal access to employment services when 
forced to compete with a non-offender population. 

• Health problems of ex-off'enders limit their availability 
to work. 

Many practitioners interviewed for this study identi~ 

fied health problems as a major obstacle to employment 
for a small percent.age of ex-offenders. These clients 
are unable to work because of poor physical or emotional 
health which often deteriorated while they were inmates. 
The poor diets, psychological stress, assaults, and 
availability of contraband alcohol and drugs have 
ser ious detr imental effects on these individuals. 
Pr ison health services are usua~bY inadequate to me~t 
the health care needs of inmates. 

10National Institute of Law Enforcement and Criminal Justice, Law 
Enforcement lI\ssistance Administration, u.s. Department of Justice, Health 
Care in Correctional Institutions (Washington, D.C.: Government Printing 
Office, 1975). 
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1.4 Conclusions 

Ex-o.ffender employment .. n::ograms have several maJ·or fl aws that limit the 
PO~itive ~otential impact of employment services on the readjustment, 
rel.ntegratl.on, and labor market survival of ex-offenders. A large number 
of e~-off:nders may be turned away from these programs at the time of their 
appll.catl.on. P~ograms generally lack an adequate emphasis on planned 
re-entry and adJustment services after placement. These deficiencies 
must be ad~ressed if employment programs are to have a significant and 
favorable l.mpact on the labor market entry and recidivism rates of ex-
offenders. The existing programs must capitalize on their preparation 
deve~opment, and pla?ement services, while adequately addressing employmen~ 
barr l.ers and remedYl.ng the above-mentioned deficiencies. They may then 
evolve from employment programs to ex-offender treatment programs which 
have employment as their cornerstone. 
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Chapter 2 
SYNTHESIS OF ISSUES 

In the 1960s public policy was enacted to assist offenders with their employ
ment problems. The Manpower Development and Training Act (MOTA) of 1962 
cJ;eated special employment assistance for ex-offenders. Resources were made 
available for institutional training and vocational counseling and additional 
counselors were provided in federal and state employment services to assist 
ex-offenders ir obtaining jobs. During the next decade, the Law Enforcement 
Assistance Adm~ .stration (LEAA) provided funds to initiate many new commun
ity-based rehab ... litative programs which had employment services as a major 
component. M:>re "recently, LEAA has emphasized employment through its pre
release, work-release, and pr ison industry initiatives. In addition, the 
Comprehensive Employment and Training Act of 1973 (CETA), as amended in t978, 
gave special attention to offenders. Congressional interest in the

l
relation

ships among employment, unemployment, and crime still remains high. 

2.1 The Relationship Between Employment and Crime 

The rationale for providing employment services as part of offender rehabil
itation efforts has been based on the assumed relationships among employment, 
unemployment, and crime. There is, in fact, a good deal of evidence to 
support the contention that various forms of economic deprivation--poverty, 
unemployment, and unstable employment at low wages--are among the precipi
tating factors in the commission of crimes. While no causal relationship 
between econQmic status Cina crime rateg has been established, many correla
tional studies have shown an association between these two factors. In 
addition, sociological theories of criminal behavior identify unemployment as 
a contr ibuting factor to cr ime and employment as a contI ibuting factor to 
crime prevention and rehabilitation. 

Ecological research on the neighborhood correlates of crime (especially 
juvenile crime) indicates that poverty is hlghly correlated with crime. 
Gordon's cOlTlt;lrehensive review of this research concluded there was a strong 
association between delinquency and socioeconomic status, even when the 

l U•S• Congress, House, Unemployment and Crime, Hearings Before the 
Subcommittee on Crime .:>f the Committee on the Judiciary, 95th Congress, 
1st and 2nd sessa (Washington, D.C.: Government Printing Office, 1978). 
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methodological errors in the various studies were taken into account. 2 
Research on the relationship of crime to labor market cbnditicms and busi
ness cycles also indicates a strong positive correlation between cr ime and 
econorni) indicators such as income and unemployment. Studies conducted by 
Brenner and Robinson, Smith, and Wo1f 4 found significant positive correla
tions between unemp10~ent rates and prison ndmissi~ns over t~e spans of 36 
and 11 year.;, respectlvely. Studies by F'leisher, Weicher, and Danziger 
and Wheeler are among others wh ich have provided support for the hypothe
sized relationship between income level and crime. 

Early studies by Glaser 8 and Powna1l 9 traced the post-r.·elease employment 
recidivism patterns of released pr isoners. These studiLes indicated that 
unemployment may be among the pr incipa1 factors involved in the recidivism 
ra~es of ~dult ex-offenders. In recent research examining 10000 released 
prlsoners l~lTexas and Georgia, Smith, Martinez, and Ha.rrison and Stevens 
and Sanders found that unemployment was one of the pr i.ncipa1 predictors 

2 
Robert A. Gordon, rnlssues in the Ecological Study of Delinquency," 

American Sociological Review 32 (December 1967): 927-944. 

3 
Harvey M. Brenner, Time Series Analysis of the Relationships 

Between Selected Economic and Social Indicators, 2 vo1s. (Spr ingfie1d, Va.: 
National Technical Information Services, March 1971). 

4William H. Robinson, Phyllis Smith, and Jean Wolf, Prison Popula
tion CostS--I11ustrative Projections to 1980, U.S. Library of Congress, 
Congressional Research Service, April 1974. 

5 
Belton M. Fleisher, "The Effect of Income on Delinquency," American 

Economic Review 56 (March 1966): 118-137. 

6 
John C. Weicher, "The Effect of IncClrtte on Delinquency: Comment,," 

American Economic Review 60 (March 1970): 249-256. 

7 Sheldon Danziger and David Wheeler, "Malevolent Interdependence, 
Income, Inequality and Crime," Readings in Correctional EconQmics, American 
Bar Association, Correctional Economics Center, Washington, D.C., 19;5, pp. 
35-66. 

8Dani e1 Glaser, The Effectiveness of a Pr ison and Parole System 
(New York: Bobbs-Merri1l Co., Inc., 1964). 

9M Ad " , anpower mlnlstratlon, U.S. Department of Labor, Employment 
Problems of R~leased Prisoners, by George A. Pownall (Washington, D.C.: 
Government Printing Office, 1969). 

10 
Charles L. Smith, Pablo Martinez, and Daniel Harrison, An Assess-

ment: The Impact of ~roviding Financial Assistance to Ex-Prisoners (Hunts
ville, Tex.: Texas Department of Corrections, 1978). 

11Jack L. Stephens and Lois W. Sanders, Transitional Aid for Ex
Offenders: An Experimental Study in Georgia (Atlanta: Georgia Department of 
Offender Rehabilitation, 1978). 
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of th.e ex~~offenders who would be arrested during the first year after re
lease. 

These research studies provide st.rong but not conclusive support for the 
economic model of crime, which suggests that many people engage in crime 
following a rational weighing of crime's costs and benefit.s, rather than 
solely on the basis of mental pathology ,and s~cffl cond i tio",~q (L,e. ~ 
deviance) • In their research revie\'ls, Glllesple and Glal1er detalleCl 
the extensive methodological problems which limit the explanatory value of 
mos~ studies. Poor specification of the economic variables, ~mch as labor 
force participation rates,and inconsistent use' of age-specific data limita
tions in arrest, conviction, and prison admission~ data may allow for 
spur iously high corre1at.ions between unemployment and crime. 

In spite of the miH~YJimitations in the research, however, both Gillespie and 
Glaser concluded that the validity of the economic model of crime had been 
established. After reviewing 30 studies which examined the corrnection 
between cr ime rates and unemployment rates or income, Gillespie C(l'ncluded 
that ther.e is substantial if not overwhelming suppt)[t to the general validity 
of the economic model of cr ime. Glaser's comprehensive review considered 
stUdies using four different types of data to determine the relationship of 
economic factors and cr ime, human eco10qy, social class, business cycles., and 
circumstances of the offender. He concluded that: 

• even a cursory review reveals that findings from 
each of these four types of iml'estigations, while s'om0-
what inconsistent and controversial, predominantly show 
that extreme poverty (in comparison 70 t.f1f rest of the 
community) is highly correlated with crlme. 

While these studies provide evidence for .;I.~. association between unemployment 
and cr!me, they do not spec Hy t.he naturI:! of the causal relatioJnsh ip wh ic~ is 
involved. Research has not determined the exact conditions and populatlons 
for Which: (1) an increase in unemployment results in an inclcease in crime 

12Natioiral Institute of Law Enforcement and Cr iminal Justice, Law 
Enforc~'!:!nt Aelsistance Administration, u.S. Department of Justice, "Economic 
Factors in Crime and Delinquency: A Critical Review of the Empirical 
Evidence," by' Robert Gillespie (1975) e reproduced in U.S. Congress, House, 
Unemployment and Crime. 

13Darliel G1aser~ n~!\nomic and Sociocultural Variables Affecting Rates 
of Youth !Jnemplo~r.iient, Delinquency and Crime," January 1978e Prepared 
for the Institute of Industrial Relations, UCLA, Conference on Employment 
Statistics and Youth, and containedl in U.s. Congress, House, Unemployment 
and Crime, pp. 708-740. 

14Ibid ., p. 708. 
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rates; or (2) an increas~ in employment or income results in a decrease in 
crime rates. It is also possible that changes in both employment and crime 
rates are the result of a third factor, such as a decision to "qo straight." 
After a critical review of the relationship betw~erl employment and crime, the 
researchers of the Vera Institute of Justice Employment and Crime Project 
stated: 

Our review quali £les the widely accepted view that 
unemployment directly causes crime and that employment 
is always an effective deterrent to criminal activity. 
While these direct (causal) relation-l;;hips clearly obtain 
for some groups in certain circumstances, they do not 
fully account for other employment and cr ime relat~~on
ships among different sub-populations, nor for diver
gences within the same sub-population over time. Thus 
our review leads us to expand and speci.fy particular 
employment and cr ime relationsh ips and to consider 
instances where the relationship between employment and 
crime is indirect, brou1~t about by other institutional 
and subcultUt:al patterng. 

Ther:~ are processes which underlie the unemployment and crime relationship 
and mediate individual beha""ior. These processes are complex and unclear, 
involving such factors as social conditioning, culture, and individual 
moti.!a~ion. For example, some unemployed individuals may commit crimes only 
when they lack sufficient resources for food, ho\.tsing, clothing and other 
necessi ties. Other unemployed individuals may commit crimes whenever they 
can because they are not willinq to accept low-paying or menial jobs. 
Employed individuals may commit cr imes because of inadequate income, peer 
group pressure, or a drug habit wnich requires more income than even a "qood" 
job can provide. Without an understanding of these processes, practitioners 
and policymakers will find it difficult to identify criminally involved 
individuals who are more susceptible to the benefits of employment interven
tion. Sociologists have attempted to explain these relationships by develop
ing behavioral theor ies which focus on concepts such as deviance, labeling~· 
subcultures, peer groups, social integration and isolation, anomie, and 
differential opportunity. These theories have provided a necessary but not 
sufficient base for developing intervention programs for offenders ana 
ex-offenders. 1.n fact, maj.Qr reviews of PHr.;:=dinmatic attempts to deter cr ime 
by means of employment services indicate that practition~rs and poli,.cymakers 
have experienced limited success in manipulating th{Jl- employment and crime 
linkages. 

The major findings of the NEP Phase X study of employment services conducted 
by the Lazar Institute show that: 

15vera lnsti tute of Justice, "Employment and Cr ime: A Research 
Design" (background paper), January 1 5, 1979, p. 2. 
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• There is great variation across proqrams in the types 
of employ~aent services offered and the ways these 
services ~re delivered, however, little is known about 
the types of services which seem most effective or about 
the best method for providing any given service. 

• Many programs have analyzed whether clients obtain 
jobs, ~nd most have reported that the major.ity of 
clients are successfull~ placed. 

• Available analyses usually iOl''licate that proqram clients 
exper ience lower rates of recidivism than are commonly 
thought to occur for e~-offendeJ:s as a whole. 

• Most outcome studies use quite limited impact measures 8 

such as placement and rearrest rates, and do not con
sider factors such as :lob stabLli tj-';' job quality, or the 
severity of crimes commi'c.ted. 

• Few studies compare the outcomes of program clients with 
those of similar groups of non-clients; consequently, 
t,ne extent to ~,rhich successful client outcomes should 
be attributed to the proqram~6 interventions or to other 
causes cannot be determined. 

Earlier reviews of offend~r and ex-offender employment services reached 
similar conclusions. In a stud~y of MOTA-funded pr ison based training pro
grams, no stronq relationship wa~found between post-release performance and 
training program characteristics. . . 

18 19 h ' 1 h" th Rovner-pieczenik and l>1cCreary and McCreary, w ~ e emp as uang e 
potential success of employment programs for offenders and ex-offenders, 

16National Institute of Law Enforcement and Cr iminal Justice, Law 
Enforcement Assistance Administration, u.s. Department of Justice, "The 
Transition From Pr ison to Employment: An Assessment of Community-Based 
Assistance Programs--N':ltional Evaluation Proqram Phase I Report," by Mary A. 
Toberg, Lawren~e J. Center, Raymond R. Milkman, and Dennis w. Davis, ~ias,h
ington, D.C., 197i,. p. i. 

17Manpower ~lministration, U.S. Department of Labor, An Evaluation of 
the Training Provided in Cor rectional Institutions Under the MOTA, Section 
251,3 vols. (Cambddge, Mass.: Act. Associates Inc., 1971). 

18 ". S·O tIn t f - bAR 'w of Manpower Adm~n~strat~on, U.. epar en 0 La or, ev~e 

It'Janpower R&D Projects in the Conectional Field, 1963-73, by Roberta Rovner
Pieczenik f Manpower Research Monograph No. 28 (Washington, D.C.: U.S. 
Department of Labor, 1973). 

19, nd C ' , 1 J t' L National Inst~tute of Law Enforcement a r ~mlna us ~ce, aw 
Enforcement Assistance Administration, u.S. Department of Justice, Job 
Training and Placement For Offenders and Ex-Offerllders, by ~hyllis Groom 
McCreary and John M. ¥.cCreary (Washington, D.C.: Government Printing Offl.ce, 
1975) • 
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noted the lack of information and consensus regarding which service and 
delivery mechanisms are most effective for specific client populations. In 
a more recent review of research evidence and progr am outcomes', Tropp con
cluded: 

Progr ams that at tempt to reduce cr ime by affectinq 
an offender's employment status--generally do not in 
fact improve h is employment status, and therefore cannot 
plausibly be expected to diminish his propensity toward 
criminal behavior, its frequency, or its seriousness7 
decay steeply in their imnact after several months, at 
an accelerating rate, in laose few instances where there 
is good data indicating transient IX'sitive effect upon 
employment status and post-release recidivism7 and qener
ally decay steeply in their crime reduction impact even in 
those very few instances when the data indicates that the 
employment status gains are not transient. Moreover, most 
progr am evaluations extended over too br ief a follow-up 
period to report whether employment sta~~s or crime reduc
tion qains do or do not decay over time .• 

2.2 Obstacles to Program Success 

The inability of most proqrams to demonstrate significant long-term effects 
on employment success and recidivism reduction should not; be surpr ising 
given: (1) the multiple problems and deficiencies in human capital assets of 
the ex-offender population7 (2) the myr iad of "barriers" to employment for 
ex-offenders 7 and (3) weaknesses in the service delivery systems. These 
factors defy easy solution7 yet they must be overcome if positive outcomes 
for ex-offenders are to be obtained. 

2.2.1 Deficiencies in Human Capital Assets 

HUman capital assets refer to all attributes that make an individual employ
able. The deficiencies in the human capital assets of the ex-offender 
popUlation are extensive 7 they include deficiencies in educational skills, 
we'rk experience, vocational skills, and work habits. In addition, health 
deficiencies of ex-offenders can serve to limit their availability for 
employment. 

20 
Richard A. Tropp, "Suggested Policy Initiatives for Employment and 

Crime Problems,!' in Crime and Employment Issues, Ed. Leon Leiberg (Washing
ton, D.C.: American University, 1978), p. 27. 
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Deficiencies in Educational Skills 

A high level of education is often a prerequisite for good paying jobs and 
the most desirable training programs. The positive correlation between years 
of education and income is well established. Recent census data also indi
cate that on~ 20 percent of all employed men aged 25 to 64 had not completed 
high school. Furthermore, educational requirements and expectations for 
the American work force are increasing rather than decreasing. Because 
inmates and ex-offenders are generally less well-educated than the work force 
as a whole, they require special assistance to avoid falling far ochind in 
the.competition for employment. Regrettably, prisons2~pear to do little to 
correct the educational deficiencies of their inmates. 

Inmates and ex-offenders who are illiterate, retarded, or possess serious 
learning disabilities face a very serious obstacle to employment and partic
ipation in vocational training programs. Only the lowest paying job oppor
tunities are available to educationally handicapped individuals. Many 
ex-offenders w~llturn these jobs down or, if accepted, will quit after only 
a few weeks of work. This behavior, which is often interpreted as "lack of 
middle class work values," may be a response to the barrier imposed by 
educational skills or the desire for better jobs and occupational mobility. 
As Tropp stated: 

Persons 
No. 114 

Parolees and blacks also quit jobs and withdraw from the 
labor force at twice the rate of white adults. 

A high quit rate indicates that they all are using 
voluntary turnover and job search to acquire the labor 
market information which they never received in achoo1, 
in prison, from probation or per ole officers, or from 
fr iends, parents, and relatives. The voluntary t.urnover 
process is. a healthy expression of their desire for 
wage and '::status mobility, and the pfocess does in fact 
sometimrJs result in such mobility. 

As they move in and out of easily acquired but 
unsatisfactory jobs, they learn about their capabilities, 
what they enjoy doing, and what· labor market options are 
available to them. This learning process brings about a 
realistic adjustment of their expectations about them
selves and the market, and presumably induces their 
reservation wage to converge with the market's measure of 
their productivity. 

One unfortunate side effect of this pattern. of 
casual attachment to the labor market is that employers 
know that young, minor1iJ' and ex-offender workers are 
probable quit candidates. 

21U•S • Bureau of the Census, "Money Income in 1976 of Families and 
in the United States," Current Population Reports, Series P-60, 

(Washington, D.C.: Government Printing Office, 1978). 

22U•S • General Accounting Office, Correctional Institutions Can Do 
More to Improve the Employability of Offenders (Washington, D.C.: Government 
Pr inting Office, 1979). 

23Tropp, "Suggested Policy Initiatives," pp. 32-33. 
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Deficiencies Due to Lack of Work Experience 

For many ex-offenders who have had little or no work experience, the world of 
work is a mystery. These ex-offenders are unfamiliar with the basic expec
tations of employers, lack experience in receiving supervision in work 
settings, and lack the references from previous employers which are often 
needed to obtain well paying, desirable :JO~ •. 

Defil:iencies in Vocational Skills 

Many ex-offenders do not have specific vocational skills which enable them to 
canmand decent wages. The American labor market is specialized and demands 
greater and more varied skills than it did in past decades. Automation, the 
increase in the average level of education of the American worker, and the 
generally high unemployment rates have increased compet,ition in the labor 
market to a level where the vocational skill levels of many ex-offenders are 
uncompetitive. 

Because they lack marketable vocational skills, many ex-offenders find 
unskilled laboi and service work to be their only options. Unskilled 
inmates who do not have the opportunity to participate in pr ioon industry 
tr aining will leave pr ison as unskilled as they were when they entered. 
Those who also have ser ious deficiencies in their educational skills may 
find it almost impossible to participate in progr.ams capable of improving 
their vocational skill levels, since traininq courses typically require 
applicants to have specific minimum mathematics and reading levels for 
admission. 

Deficiencies in Work Habits 

Employers seek employees who are able to learn new tasks quickly, work 
efficiently, avoid interpersonal problems with other employees, and attend 
work regularly. Individuals who have little o~ no work experience, or 
who have been away fran a work setting for a considerable period of time, 
must establish (or re-establish) good work habits when given the opportunity· 
for employment. 

with the exception of work release participants and some pr ison industry 
graduates, ex-offenders were not afforded the opportunity as inmates to 
develop good work habits they never h~d or to maintain those that ~hey may 
have possessed prior to incarceration. Institutional work activities gener
ally lack the structure, incentives, and expectations of normal work settings 
and usually consist of maintenance activities which require little self
regulation or learning. Work habit deficiencies will prevent many new 
releasees, especially if they are young with no work experience, from retain
ing good employment opportuii·ities after they are found. 
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Health Deficiencies 

The deficiencies in human capital assets are further exacerbated by physical 
and emotional health problems which afflict some ex-offenders. The physical 
and emotional health of offenders frequently deteriorates during confinement. 
Pr ison health services are woefully inadequate 2ln terms of diagnosing hew 
conditions or treating pre-existing conditions. The poor diets, psycho
logical stress, physical assaults, and availability of contraband alcohol and 
drugs have serious detrimental effects on many inmates. An extensive study 
of inmate deaths in New York City correctional facilities indicated suicide, 
heart disease, bronchial pneumonia, drug overdose, homicide, accidents, 
cirrhosis of the liver, and neoplasms as t~~ most frequent causes of the 128 
deaths over the 50-year period under study. 

2.2.2 Barriers to Employment 

In addition to the deficiencies in human capital assets, ex-offenders 
and employment se~vice practitioners must ~·~bat a formidable array of 
barriers. These barriers include: 

• employer discrimination~ 

• a limited number of job opportunities in the labor 
market and poor access to the primary labor market~ 

• formal legal or licensing restrictions on ex-offender 
employment~ 

• bonding requirements~ 

• absence of adequate financial resources to support 
subsistence needs and job search activities; 

• union membership, civil service tests, and other job 
entrance screening mechanisms~ 

• correctional policies, procedures, and conditions which 
inhibit or prohibit educational, training, or community 
reintegration programs~ and 

24National Institute of Law Enforcement ana Criminal Justice, Law 
Enforcement Assistance Administration, U.S. Department of Justice, Health 
Care in Correctional Institutions (Washington, D.C.: Government Printing 
Office, 1975). 

25L•F• Novic and E. Remmlinger, "A Study of 128 Deaths in New York 
City Correctional Facilities (1971-1976)," Medical Care XVI (September 1978): 
249-265. 
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• blocked or limited access to programs and supportive 
services necessary to address food, clothing, housing, 
child care, medical, educational, and employment needs. 

The manner in which these barriers block access to employment for ex-offend
ers has been described extensively in the literature. This body of litera
ture includes descriptions of inadequate vocational counseling and assess
ment, prlcon industry, and treatment program services in correc~tonal 
systems, inadequate financial resources of released prisone~, in
ability to provide services based on predetermined release date~~ formal 
legal re~arict~ons on ex-offenders' empl~ym~ opportunities, bonding 
problems, lim1ted labor f,frket opportunit1es, and ~iscrimination against 
ex-offenders by employers. 

General Accounting Office, Correctional Institutions Can Do 
More. 

27 Kenneth J. Lenihan, Financial Resources of Released Prisoners 
(Washington, D.C.: Bureau of Social Research, 1974) and Robert Horowitz, 
Back on the Street--From Prison to Poverty--The Financial Resources of 
Ex-Offenders (Washington, D.C.: American Bar Association, 1976). 

28Leon Leiberg and William Parker, The Mutual Agnement Program: A 
Planned Change in Correctional Service Delive~r~y~,~p~a~r~o~l~e~C~o~r~r~e=c~t~io-n~s~~p~r=o~j~e-c-t~, 
Resource Document Number 3 (College Park, Md.: American Correctional Asso
ciation, 1973). 

29 H•S • Miller, Closed Door--The Effect of a Criminal Record on 
Employment With State andIOcal Public Agencies (Washington, D.C.: George
town University Institute for Criminal Law and Proceeure, 1972)J J. Hunt, 
J. Bowers, and N. Miller, Laws, Licenses, and the Offender's Right to 
Work {Washington, D.C.: National Clearinghouse on Offender lmIployment 
Restr ictions, American Bar Association, 1974) 1 and American Bar Associa
tion, Removing Offender Employment Restrictions--A Handbook on Remedial 
Legislation and Other Techniques for Alleviating Formal Employment Restric
tions Confronting Ex-Offenders (Washington, D.C.: American Bar Association, 
1976) • 

30R•R• Smith and W.O. Jenkins, Bonding Assistance--A ~monstration 
Project on Prisoner Training Programs--Final Report (University of Alabama: 
Rehabilitation Research Foundation, 1972). 

31 U.S. Department of Labor, Analysis and Synthesis of DOL Experience 
in Youth Transition to Work Programs, by Regis Walther (Spr ingfield, Va.: 
National Technical Information Service, 1976). 

32 U.S. Department of Labor, "Employer-Barr ier s to the Employment of 
Persons With Records of Arrest or Conviction," by Neal Miller (draft report), 
1979. 
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Several points should be noted with reqard to the concept of "barriers" 
to employment. First, many of the barriers discussed in the literature have 
not been systematically addressed by programs, policy initiatives, or legis
lation. Isolated e:lf:amples can be identified in which pr~!ams have attempted 
to alleviate the effects of some barriers such as encouraging contact between 
individual employers and job development and placement staff to discoul':aqe 
discrimination against ex-offenders. A federal pr~am has also been devel
oped to address bonding problems of ex-offenders. There has also been 
considerable effort through correctional policies and procedures that enhance 
employment opportunities for offenders throuqh vehicles such as work-release, 
pre-release, and prison industry or educational programs. 

The impact of those measures, however, is limited. Programs rarely challenge 
the legal ,,;nd licensing restrictions, union membership rules, civil service 
obstacles, or exclusionary policies of many social service and educational 
agencies. Although these barriers are firmly rooted in laws, administrative 
procedures, and general attitudes about offenders, no gains can be achieved 
in combatting ex-offender unemployment unless many of the barriers are 
dismantled or at least weakened. A few attempts to eliminate these barriers 
have proven successful, especially with regard to union activity. Unions 
typically vote on the acceptance of applicants for union training progams 
(i.e., apprenticeships) and union memberships. Union members often give 
preference to family and friendS in these votes. Furthermore, several 
unions, such as the building trade unions, control access to jobs through a 
union hiring hall or work assignment center. However, the Step-Up program in 
Norfolk, Virginia successfully enlisted the aid of the state AFt-CIO council 
and local affiliates in obtaining employment for female ex-offenders. The 
program utilized the industrial and service unions, which do not directly 
control job access, and capitalized on the greater receptivity of certain 
unions to accepting special populations such as minorities. Wage levels, job 
tenurej4 and adjustment to work settings were improved with the union assis
tance. 

Another point worthy of noting is that many of these barriers apply to other 
groups of unemployed people and do not affect ex-offenders. Specifically, 
the ex-offender population is disproportionately young, under-educated, 
unskilled, and composed of minority group members. These attributes have 
traditionally posed employment problems. There are, however, two additional 
factors faced only by ex-offenders that further frustrate their ability to 

33Many companies are insured against employee theft by commercial 
bonding. The Federal Bonding Program provides fidelity bonding for indi
viduals who qualify for a particular job but would not otherwise be hired 
because commercial bonding is denied to them. 

34See Section 4.3.3 for further discussicn of unions. 
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find and retain employment. First, ex-offenders are generally considered 
high risk clients by social service programs. Formal and informal intake 
criteria frequently limit the number of ex-offenders enrolled in programs in 
order to maximize success rates. Therefore, programs confronted with two 
19-year-old black applicants, one of whom has the label "ex-offender," 
are likely to accept the non-offender. 

Second, ex-offenders are often unable to inform prospective employers of 
their cr iminal history without losing the job opportunities. Many ex-of
fenders feel canpelled to lie about their criminal records and are 'later 
fired, ostensively because of their dishonesty dm: ing the application pro
cess. 

2.2.3 Service Delivery Dilemmas 

In attempting to serve the unemployed ex-offender client, p'ractitioners are 
confronted with many difficult implementation and service delivery dilemmas. 
These problems include: 

• selecting a constellation of services which is appli
cable to the wide range of needs, interests, and 
motivation levels exhibited by the ex-offenders who 
seek employment assistance, 

• implementing a service delivery process which can 
accommodate walk-in clients who may not have sufficient 
financial resources for housing, food, clothing, and 
transportation, 

• implementing a system which can accommodate large 
numbers of ex-offenders seeking employment assistance, 

• selecting the services to be offered in-house rather 
than through referral agencies, 

• maintaining adequate funding levels despite the decreas
ing funds which are available for offender programming, 
and 

• providir.g services to diatressed ex-offenders who 
may not meet income guidelines for admission because 
the earnings of the head of household or from a job 
that was recently lost are above standard minimum 
levels. 
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Improving the effElctiveness of employment services for ex-offend~rs is a 
formidable task for practitioners and policymakers. Proqram evaluatlons have 
not assisted them in weeding out ineffective treatment strategies or identi
fying those worthy of further refinement and funding. Basi~ resear~h has 
established a general relationship between unemployment ~d. crlme, bU7 :t has 
failed to detail the specific causal linkages. In addltlon, practltloners 
have estclblished few theoretical guidelines for matching specific types of 
clients to specific constellations of services or for attacking the myriad of 
barriers which hamper effective program intervention. Add to these dilemmas 
the dLfficulty of implementing a multifaceted program for a difficult treat
ment g.,:oup and it becomes clear that attaining positive outcomes for ex
offende,rs will require time, patience, inqenuity, and extensive resourc~s. 
The following chapter details several successful approaches to overcomlnq 
th iii dilemma ~ 
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Chapter 3 
BASIC APPROACHES 

3.1 Overview of Program Types 

As suggested in the preceding chapter, the employment status of ex-offenders 
is inversely related to the risks of recidivism: those ris~:s increase as 
employment becomes less frequent. Althouqh there is some debate about the 
extent to which the employment of ex-offenders will reduce re1cidivism, 'there 
is clearly a connection between the two, and it is upon this connection that 
ex-offender employment proqrams have been developed. 

Although programs serving ex-offenders have both employment and criminal 
justice goals, the latter goals--those which address recidivism and community 
reintegration-··are attained indirectly through the impact of the employment 
servic~. Interviews with practitioners indicate that program staff view 
their activities primarily as employment services. As such, program resourc
es are focused on market entry problems and skill deficiencies rather than on 
recidivism and community reintegration. 

Despite the var iety of approaches used to assist ex-offender,;, the programs 
share three common objectives: 

• to provide pre-placement adjustment and preparation 
serv i.ces such as job coach ing, career planning, coun
seling, supported work/work experience, skill training, 
and education: 

• to identify and expand the number of employers willinq 
to hire ex-offenders~ and 

• to place ex-offenders in unsubsidized jobs. 

In addition, while, not necessarily specifying them as program objectives 
per se, many programs hope to achieve the following goals: 

• to coordinate program services with the activi ties 
of criminal justice and social service agencies: 

29 Preceding page blank 



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

• to provide plarmed re-entry services for institutional 
releasees, and 

• to provide post-placement assistance to ex-offenders 
and/or employers in order to increase job satisfaction 
and retention. 

By these means, programs hope both to eliminate the intermittent employment 
pattern of ex-offenders and to reduce the rate of participants' recidivism. 

The majority of ex-offender progrqrns have six phases of service delivery: 
(1) intake and assessment: (2) pre-placement job preparation: (3) job deve
lopment: (4) Job placement: (5) post-placement assistance: and (6) follow-up. 
However ,p;cograms often differ in terms of client populations, services 
offer~, emphasis on a particular phase of service delivery, costs, and 
impl~mentation difficulties. On the basis of these differences, ex-offender 
programs can be grouped as follows: 

• job development and placement: 
• residential services: 
• supported work/work experience: 
e skill t~aining: 
• job readiness: and 
• financial assistance. 

Only two types--job development and placement and residp.ntial services-
address all six phases of ex-offender employment service delivery. The other 
four type~l focus on the second phase, pre·-placement job preparation. Each of 
these prclCJram types is described briefly below, and is discussed in more 
detail in subsequent sections of this chapter. 

Job dev~~lopment and plac.ement programs provide assessment, counseling, and 
job development for clients at various skill levels. Clients are matched to 
jobs and intervie~s are arranged by staff. The time period between intake 
and pl:acement usually ranges from two to six weeks. More time is required if 
clients are routed into pre-placement prepar.ation services such as short-term 
skill training 6 adult basic education, or work experience services. 

The residential services program is designed to provide 24-hour support and 
guidance to ex-offenders and releasees who are making the transition from 
pri.son into the community and the labor market. The program pro-vides a 
sheltered residential environment to ex-offenders who have difficulties 
adjusting to the world outside of pr ison. It is differentiated from the 
other types of programs by the inclusion of residential components (e.g. ~ 
halfway houses, work-release, or pre-release facilities). The ex-offender's 
work day and non-work time are supervised, and support and counseling are 
·provided to inSUlate the client from negative influences such as drugs, 
alcohol, and fr iends who are still involved in cr ime. This approach has a 
variable ume frame, depending upon which employment services are used. 
However, clients generally remain in the residential component fot up to six 
months. 
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The supported work/work experience approach is designed to provide peer 
SliPpo'Ct~ graduated stress, and close supervi&:lon to clients with poor work 
habits, substance abuse, and adjustment problems. Participants in programs 
falling into this .. category receive a stipend or taxable minimum wage and 
usually work 30 t6'4() hours per week for 15 to 50 weeks. A small business is 
often developed to serve as the work site and to provide wages. This ap
proach is targeted at high risk, hard-core unemployed ex-offenders, many of 
whom have had little previous work experience. Job tasks are structured and 
performance ratings are used to provide participants with feedback concerning 
their ability to meet the perfor.mance standards for an ur:lsubsidized job. 

The skill training approach addresses the ex-offender's lack of education and 
technical skills by offer ing remedial work and/or new training in the skills 
needed for employment. These services are provided in a variety of settings, 
including colleges, adult education courses at local hiqh schools, vocational 
schools, union apprenticeships, and on-the-job training in companies. 
Training services are usually given within a 20-week period of time. Skill 
training is often found as part of the services included in other types of 
programs as well. 

Programs using the job readiness approach rely on a strategy and set of 
services designed to teach ex-offenders job-finding skills. E':<~-offenders 

frequently do not know how to apply for jobs, what the application procedures 
are, how to conduct themselves in interviews, or what is expected of them in 
work settings. The job readiness programs provide training in areas such as 
the application and interview processes, employer expectations, and client 
work habits. These instructional services are qenerally presented in a 
workshop or classroom format along with films, group discussions, video tape 
feedback ~ and practice activities such as role playing. The amount of time 
allocated to readiness training ranges from three to 60 hours. The strateg
~es and services contained in the job readiness appro~ch are often included 
as a component of other types of programs such as job development and place
ment. 

The financial assistance approach is designed to provide new re!easees from 
correctional institutions with cash as~\istance in order to relieve intl3nse 
financial pressures due to family obligations or subsistence needs. The 
financial assistance provided by s}Jch progr BinS should not be confused with 
the emergency aid that is offered by most ex-offender employment programs. 
While emergency aid to meet subsistence needs is typically provided in 
voucher form, financial assistance proqrams issue weekly or biweekly cash 
payments and offer either referral or direct assistanc~ in job placement. 
Financial assistance is provided for one to three months, based on the 
rationale that the cash will give ex-offenders time to adjust to the commun
ity and stabilize their living arrangements while they s~ek employment. 

Each of these approaches is described in greater detail in the remainder of 
this chapter. These descriptions vary in format, as do the different pro
grams, in terms of the ~mphasis given to one or more phases within a particu-
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lar approach. The chapter concludes with a brief discussion of the relative 
ease and effectiveness associated with the implementation of each type of 
program. 

3.2 The Job Deve!opment and Placement Approach 

The underlying philosophy of the job development and placement (JDP) approach 
is that ex-offenders represent an untapped source of q60d labor. As a group, 
eX-Qffenders possess a wide range of motivational levels, skills, education, 
and work experience-~a.bi1ities and talents frequently underestimated by the 
business community. Because many employers are most concerned with an 
employee's desire to work and ability to attend work reqularly, even ex
offenders wi;th no skills and little education or experience are considered 
to be marketable 1 however, only those who are able to perfoI'lIl at certain 
required skill levels are referred to available jobs. The $electivity with 
which referrals are made incrE:!ases the likelihood that eJttployers will be 
satisfied and will accept additional referrals. 

The JDP approach to acqUlI: l.nq employment for ex-offenders has ~en heavily 
:mfluenced by the techniques and strategies of the fede.f?l employment service 
(ES) established by the Wagner-Peyser Act in 1!}~1.' 'This employment service 
is a system designed to match unemployed workers with available jobs: job 
ord~rs are received from emplQy@rs~ applicants are registered and classified 
according to skills ;;md' interests: clients are referred to available jobs: 
and the emptQ3t'rrlent is verified. Placement is regarded as the end of the 
proc~~th . Supplementary services after placement such as counseling, skill 
training, and follo\,!-up are not routinely em,ployed, although clients are 
sometimes referred to various community agencies. 

Although the employment service develo~ea and maintained relationships with 
potential employers and developed job opportuniti"!!s when none were ava,Hable 
through the listings, the employment servic~ basically accept~ the labor 
market as is. For example, it was only recently that ES staff made an effort 
to improve employer attitudesl1bout hiring' special population groups. 
Formerly, only applicants who fit the expectations (and needs) of employers 
were referred. Special population qroups, such as ex-offenders and minori
ties, were often viewed as unfit for referral. However, following the pas
sage of the Equal Opportunity Act in 1964, therF,l was a tremendous increase 
in pressure on all public and private aqancies to address the needs of 
minorities and other special populations,inc1uding ex-offenders. The ES 
and other employment-related programs have responded with new staff and 
strategies to assist members of special populations. JDP programs are· ~ng 
those re~ponding to these special needs populations. (Appendix B includes 
several forms used by Community Correctional Servicesf a job development and 
placement prbgram in Geneva~ Illinois.) 
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3.2.1 Basic Objectives 

The basic objectives of the JDP approach are to: 

1. identify the skill and experience levels of e.~-o£fender 
clients: 

2 •. provide pre-placement preparation services to ex
offenders in order to ease their entry into the 
labor market ~nd improve their position in that 
market1 

3. identify available jobs: 

4. develop new employment opportunities for ex-offenders 1 

5. match clients with jobs for which they have the 
prerequisite skil1s1 

6. arrange interviews for clients1 and 

7. provide follow-up assistance to employers and clients 
after placement. 

3.2.2 Basic Stratfsgy 

There are two basic elements to the JDP strate{jYi (1) ex-offender intake, 
assessment, and pr epar at ion 1 and (2) job development. Clients are inter
viewed, asses,sed, and then provided with some form of pre-plaanent prepara
tion. Preparation activities may include short-term training, supported 
work, basic education, and counseling. While pre-placement preparation is 
being provided, staff members develop jobs which match the skills, education~ 
experience, and interests of the client. Staff members contact potential 
employers and familiarize them with the goals of the program so that intel-
views can be arranged for the clients. If the client is not hired, ~:he 
reasons for the rejection are determined ar.'~ shared with him. If: the client 
is hired, he is pro~'ided with follow-up services on an as-needed basis. The 
3DP process is usually rapid 1 the time requited from inta~e to placement 
ranges from several hours to 15 or more weeks. (Clients frequently must be 
placed in a job very quickly because the subsistence needs of both the 
clients and their families are not being met:. ~~hen they enter the. program.) 

In Section 3.2.3 the components of bot.h parts of the JDP process are discus
sed in greater detail. Section 3.2.4 provides a discussion of the potential 
impact of the JDP approach. 
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3.2.3 Approach to Ex·Offender Clients 

Target Group. The JDP programs serve a broader range of ex-offenders than do 
the other types of programs presented here. Clients with skills, education, 
and experience ranging from excellent to virtually nonexistent can be served 
by agencies using this approach because JDP agencies have the flexibility to 
provide either immediate placement (under three weeks) or extensive prepara
tion prior to placement (15 weeks or more). However, although JDP programs 
can Qud do serve some highly skilled ex-offenners, they are unlikely to 
improve outcomes significantly for this group as a whole, since a h~~h 
percentage of highly skilled ex-offenders succeed in findinq jobs withou~ the 
aid of an employment program. 

Client Recruitment. Programs usinq the JDP approach generally offer services 
to clients at various stages in the criminal justice process. JDP staff send 
out flyers and letter.s to probation, parole, corrections, and social service 
agencies to inform them of their employment program. Some programs also use 
radio and television advertising to reach elc-offenders who are not under some 
form of supervision (i.e., the walk-in population). These pUblicity methods 
are amplified when programs conduct intake interviews or information sessions 
at correctional facilities. However, intake activities within an institu
tional setting can have both positive and negative effects, since inmates may 
view the program initially as an extension of the law enforcement agencies. 

Intake. Background, eligibility, and career information are obtained from 
clients at intake ~ Background information includes a client's social his
tory, vocational skills, and work-related assets (e.g., desire to work, 
reliability, and so on). Strengths are identified for their po'tential 
usefulness in matching the client to jobs, as are weaknesses which may need 
to be addressed by other services (e.g., adult basic education, skill 
training, and drug or alcohol treatment). Work-related assets are probed 
at intake when clients have few or no obvious skills. 

Eligibility and resource information is obtained to determine whether the 
client has a place to stay or any income that can be used for food, clothing, 
and transportation. Emergency services can be provided if the client is 
unable to meet immediate subsistence needs. Residence and income information 
a.re also used to determine CETA elig ibili ty. 

Career information (desired jobs, hobbies and interests, futUre plans, etc.) 
is used to determine the type of career that may interest the client. 
Attitudes about different types of work, levels of pay, and futUre goals are 
determined to aid the staff in matching a client with a job. When clfents 
possess few or no obvious skills, discussions about hobbies and interests 
often reveal talents the client has never used on a job but which can be usad 
to "sell" the client to an employer. 
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Assessment. Because JDP programs generally prefer to use their resources to 
develop jobs and to prepare clients prior to placement, intake ann assessment 
are usually conducted in the shortest possible time period. Under these 
circumstances, staff take advantage of every contact with the clie?t to learn 
about the client's attitudes, skills, aptitudes, and work hablts. Some 
programs have specifically trained their staff to ~ssess .the c~ient's work
related attitudes, habits, and behaviors during a slngle lntervlew. Appe~r
ance, punctuality, posture, eye contact, interest and enerqy levels, VOlce 
level, clarity, attitude, ability to organize and present personal fact~, and, 
the client's explanation of his criminal record are some of ~he attrlbutes 
which are focused on and rated by these programs. (See Ap~~ndlx B-3 and B-4 
for a sample interview critique form and job readiness checklist developed by 
Community Correctional Services, Geneva, Illinois.) 

Many programs using the JDP approach also utilize testing as a ,part of the 
assessment process. Testing is not used to screen out appllcants but, 
rather, to gain additional information about the client after he ~as b7en 
accepted into the program. Several programs ,use testi~q t<;>: (1) l?entlfy 

interests and talents; (2) provide clients wlth an ob)e,ctlve appr.alsal. of 
their strengths and weaknesses; and (3) provide employers with documentatlon 
of clients' skill levels. 

Although many different tests are available, the General Aptitude Test 
Battery (GATB) appears to be the one most frequently used by J~P proqr~s. 
Tests to assess the client's manual dexterity and level of baslc educatlon 
are usually considered by practitioners to be the most useful for th: place
ment process, although the costs involved in condu.ct.ing and scor :tng test 
bat~~ries frequently determine the tests actually admlnlsteren. 

JDP Pre-Placement Preparation. A variety of pre-placement preparation 
services may be offered, although only job coaching or readiness training is 
viewed as a mandatory component of the JDP approac~. O~her pre-place,?ent 
services such as career planning, adult basic educatlon, hlqh school equlva
lency classes, short-term skill training, and supported ~ork are optional and 
are targeted at special groups within the client populatlon. 

The purpose of job coaching or readiness training is to help clients m~ke Q 

favorable impression on a potential employer. Most programs use a ~l.ngle 
workshop (approximately three hours long) in wh ich interviewing technlques, 
job applications, appearance, and work,habits a~e. discuss~d. Some programs 
offer as much as 60 hours of job readlness tralnlng prov~ded over a two or 
three week period. The ability to obtain an interview and to handle it 
properly are stressed. A major question raised by ex-offenders in these 
workshops concerns the manner in \"hich cr iminal backgrounds shoul? be ex
plained. Most workshops are designed to help ex-offenders o~er th~s hurdle 
and to provide them with some insight into how employers wlll Vlew them. 
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Ca~eer !l~nning is an ~Ptional service provided by a few JDP programs. 
Cllents lnterests, aptltudes, experiences, and fantasies about the Ii ideal 
m~~,are di~u~sed at length when developing a career plan. The processes for 
mt:aIClng declslons and setting goals are also explained. Career planning 
usually results in a written career path and action plan which assists 
~lients in distinguishing between a low paying job which is essentially a 

dead end",and one that can be the first rung on their career ladder. 
Ideally, thlS plan should precede any attempts to match the individual with 
a job. (See Appendix B-7 for a sampl~ career plan.) 

Skill Training or refresher courses can facilitate the major objective of 
matching a 7lient with a job. These short~term training and -refresher 
courses are lntended to enhance quickly a client's value in the labor market 
and are provided to the client who needs them to qualify for an entry level 
(or better) position on his career path. 

Longer term cour.ses may also be arranged for some clients. However since 
the ~DP approach is designed to place clients quickly, on-going educ~tional 
serVlces are generally arranged after placement. Exceptions are sometimes 
m~de for special cases. For example, clients who are illiterate or semi
llterate often lack the confidsilce to pursue employment, and applications, 
signs, and instructions become major obstacles for them. Adult basic educa
tion can alleviate th~se ,problems, although the service may not be able to 
correct them to~ally wlthln a short period of time. High school equivalency 
degree preparatlon can also be provided on either a short-term or part-time 
basi,s while: a client is working. In general, educational services are 
provlded qUlckly and do not keep the client out of the labor market for a 
considerable period of time. 

C~ients who have exhibited a poor attitude, an inability to keep appointments 
wlth program counselors, or prc.>blems with application procedures and inter
views are provided with short-term work experience. These services are also 
provided to a client with no recent work history who needs to re-establish 
his ~ork habit;s. These placements, which usually last no more than 15 weeks 
are lllten,ded to provide cl~ents with exper ience in applying, interviewing; 
and ~orklng. Place~ent 31tes are chosen carefully and the supervisors 
prov~de both, the cllent and the program with constant feedback. Social 
serVlce agencles are often used as work sites. 

Job Development and Placement. Unlike the job development process charac
teristic of on-the-job training which requires long-term conditional commit
ments from an employer before the ex-offender becomes a regular full-time 
employee, the job development process for JDP programs is quite straight
forward. The JDP job developer approaches the employer with a candidate for 
immediate full-time regular employment. The employer is asked to make a 
"thum~s uP-tthhumbS d?wn" decision 00 the basis of the skills, education, or 
experlence e candldate already possesses. If the candidate is hired, .the 
el!'Ployer i~ expected to offer him only the training or other proqrams rou
tlnely avallable to other full-time employees. 

36 

"',' t 
~', 

r 
t 
h 
t 
F , 
j, 

f 
~, 
!; 
f' 
t 
I 
r 

\ 
t 
l 

Before a candidate is presented to an employer, however, the JDP job devel
oper actively sets the stage for his client. Usually, an appointment is made 
with the personnel director or employer to .introduce the particular JDP 
program, present information about ex-offenders in the area and their desire 
to turn their lives around, and describe the range of skills and abilities of 
typical program clients. The employer is then asked to describe such things 
as the type of work performed and the types of positions in the company, as 
well as the benefits, working hours, and skill requirements for new employ
ees. The job developer also determines whether there are any types of 
ex-offenders (e.g., those who have committed a certain type of crime) that 
the employer will consider ineligible. After the employer's feelings con
cerning ex-offenders are discussed, he is asked about his willingness to 
interview a qualified ex-offender candidate. 

A typical interview between a job developer and a potential employer takes 
approximately 45 minutes. At its conclusion, the job developer leaves 
his business card and tells the employer that he will be in contact if he 
finds a candidaf:e meeting the needs of the company. The employer is also 
asked to call if any positions become available or if the job developer can 
be of assistance in providing services to a company employee having an 
adjustment problem. 

The job developer will contact the employer again when an appropriate candi
date is identified, even if it is not clear that a specific opening exists. 
The ex-offender's qualifications are described and, if requested, his crimin
al history is given. An interview date and time is then arranged. An 
employer will often want to intervi.ew a client whose gualifications seem 
appropr iate, even if there is not an immediate opening. If the client is 
hired, the job developer calls the employer to verify the hire and offer any 
assistance the employer may need. If the client is not hired, both the 
client and the employer are interviewed to determine the nature of the 
problem. This information is usually recorded so that the next client who is 
referred to the same employer can be better matched to the, company. The 
client is also given feedback on how he was perceived during the interview, 
and suggestions are offered for doittg better in subsequent interview situa
tions. 

Follow-Up. Although JDP programs recognize the importance of client follow
up after placement, little staff time is actually spent on follow-up activi
ties since most of the staff's attention must be devoted to job development 
and placement activities. In the programs surveyed for this study follow-up 
was limited to telephone ch~ck~l at various specified intervals (usually 
dur ing the first week of placement and again several times dur ing the first 
year). If a client quits or is fired, he is placed on another job if he can 
be contacted. Although fewer clients would be lost through this form of 
attrition if previous arrangements were made for either the employer or the 
client to call the JDP program prior to or immediately upon termination, few 
of the programs surveyed had such an arrangement. 
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3.2.4 Potential Impact 

Programs using the job development and placement approach can have a signif
icant impact on large numbers of semi-skilled and unskilled ex-offenders. 
(Although there is nothing in the JDP approach per se which would limit its 
effectiveness with skilled ex-offenders, few persons-rn this group c~me into 
contact with a JDp program since they are usually able to find jobs on their 
own.) JDP programs can assist semi-skilled ex-offenders in recognizing, 
presenting, and building their assets. Unskilled ex-offenders can use the 
various pre-placement preparation services to prepare themselves quickly for 
entry into the labor market. While the JDP approach appears to be effective 
wi th a broad range of ex-offenders, it is not very effectiv,~ with ex-offend
ers who have severe drug, alcohol, or mental health probl~..ms. These prob
lems interfere with the ability of clients to hold onto a job after placement 
and cannot be resolved by multiple job placements alone. The residential 
services and supported work approaches (discussed below) are better designed 
to address the needs of these clients. The positive impact of the job 
preparation, job development, am placement services on clients is greatly 
reduced because many placements are in jobs in the lowest sector of the labor 
market and post-placement supports and services are not routinely provided. 
Employment outcomes such as job retention and adequate wages are not likely 
to occur, given the high turnover and low wages characteristic of these jobs. 
Even when placements are in better quality jobs, job rete~ltion 3.nd actual 
earnings are often poor because of the absence of adequate post-placement 
support. 

3.2.5 Implementation Options 

There are many implementation options for proqrams usina the job development 
and placement approach. First, program pl~nners mu;t select the set of 
pre-placement preparation services which best meet the needs of clients in 
their area. Job readiness workshops are generally offered by all JDP pro
grams. Adult basic education and high school equivalency programs are also 
common. In-house skill training and supported work or work experience 
services are less common because they significantly increase cverall program 
costs. However, these services enable programs to better prepare hard-core 
unemployed ex-offenders for labor market entry. 

JDP program planners must also determine the intenSity of intake and assess
ment interviews to be used by the program. In-depth probes, though more 
costly thana superficial interview, provide better information with which 
clients can be matched to jobs. Similarly, verification of client employment 
and cr iminal history may also be extensive or superficial. While the advan
tage gained by extensive verification of criminal or social history informa
tion is unclear, the advantage of extensive verification of work history may 
be substantial. Staff members are able to identify neqative and positive 
work patterns of clients and thus can bette!: match client~ to preparation 
services. In addition, letters written to previous employers requesting 
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information very often produce jobs. Many programs have ~ound that resu~ts 
like these more than offset the additional staff time requued for extenslve 
work history verification. 

Programs also differ in their preference for individual or group placements. 
Individual placements reguire more time to develop and make follow-up more 
difficult, but this type of placement can lead to a better match between 
clients and jobs. Group placements at large companies can also be very 
valuable in the lonq run. Group placement sites can generally accommodate 
new groups of clients every six or 12 months. In addition, follow-~P ser
vices can be provided easily to qroups of clients on-site. Job retentlon may 
also be enhanced through the use of ex-offender support groups--groups which 
are easy to establish and maintain within a single setting. In spite of 
these advantages, however, program staff must guard against the tendency to 
place clients in available group slots when the jobs are not suited to the 
clients' interests and career goals. 

Another job development option is the use of third parties rather than staff 
members to identify new employment opportunities for ex-offenders. Organiza
tions such as National Alliance of Business (NAB), Human Resources Develop
ment Institute (HRDI) of the AFL-CIO! the local Chamber of Commerce, and 
unions can be used either sinqly or in conjunction with staff develop
ment efforts to identify employers who are willing to hire ex-offenders. 

Programs can also choose to focus on either self-placements of ex-offenders 
or on proqram-facili'tated placements. The former are oiten eml?hasized wh~n 
programs seek to make clients self-sufficient job finders. ThlS process ~s 
often slow, however, and does not enable every client to find a job on h18 
own. On the other hand, while program-facilitated placements are responsive 
to the immediate needs of clients, they do not provide them with an oppor
tunity to learn how to progress from one job to another without staff guid-

ance. 

Finally, follow-up services range from almost nonexistent to extensive 
counseling and supportive services. \~ry few programs using the JDP approach 
offer extensive post-placement services, since the flow of new clients re
quiring placement leaves little time for staff to provide follow-up servic~s. 
Even though extensive follow-up services might increase the degree to, WhlCh 
long-term employment and criminal justice qoals are met, the deslgn of 
services ~nd allocation of staff in existing programs would have to be 
altered considerably to achieve this end. Because all of the options men
tioned above have implications for staffing patterns and costs, it remains 
the task of program planners to select the combination of these options which 
will best meet the needs of the ex-offenders served in their particular 
programs. 

Table 3.1 illustrates some of the major strengths and limitations of many JDP 
programs. 
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Table 3.1 

Strenqths and Limitations Associated with 
Job Development and Placement Proqrams 

Strengths 

• 

• 

• 

• 

• 

• 

S:rvices are ~elivered rapidly (two weeks to four months in dura
t~on) and cl~ents can be placed quickly in "starter" jobs i 
or~er to meet subsistence needs while they are being matched t~ 
su~table permanent jobs. 

A, wide range of ex-offenders can be addressed by matching a client 
~lth any level of skill, education, and experience to a job, accept
~ng cllent,s from ~any sources, and including a plan~ed re-entry 
p~ogram wh~ch prov~des needed transition or adjustment for institu
t~onal releasees. 

Jc:>b, coaching or readiness workshop provides clients with a spe
c~f~c strategy for dealing wi.th questions about ex-offender status. 

The effectiveness of pre-placement services is 1,'udged by h 
a client is placed or not. wether 

The follow-up process responds to a client or employer who requests 
he:p, ~oes not intrude into the work situation of someone who is 
~d~u~t~ng well, and provides an indication of job retention on 
~n~t~al placement. 

~e ,deve,lopment process builds a large and expanding base of 
t~c~patlng employers (up to "12,000 or more companies in 
lar~e urban, pr~rams) and uses local business, labor, and 
mun~ty organ~zat~ons to help develop jobs. 

par
some 
ccm-

Limitations 

• 

• 

• 

• 

Placements are often in jobs at the bottom of the labor market, 
characterized by high turnover rates and low wages. 

Post-placement services are generally not provided, minimizing 
employment outcomes and recidivism impact. 

Drug, alcohol, mental illness, or medical problemR are not addressed. 

Be~ause ~f the speed with which intake and assessment occurs 
cllents w~ th learninq disabilities (who may panic and leave whe~ 
a~ked to fill out forms without staff assistance) are not recoq
?lZed~ ,tools and, equipment used in non-work situations are not 
~dent~f~ed, and, ~n general, employment history is not verified. 
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Limitations 

Table 3.1 (cont'd) 

Strengths and Limitations Associated with 
Job Development and Placement Programs 

• The decision to pl.ace a client in preparation service is often 
,~ased on convenience: the client needs a job fast and is placed 
in a paid work experience slot when qualified to enter the unsub
sidized market. 

• Supported work/work experience does not provide sufficient feedback 
or present clearly articulated goals to clients. 

• A specific career plan is rarely developed. 

• There is a tendency to urge a client into a job simply because it is 
available, while' the job may be well paying but not of real interest 
to the client. This happens most often when no career action 
plan has been developed. 

• There is a tendency to give new jobs to clients who have failed 
previously after 'placement, rather than to address adjustment 
problems prior to the re-placement. 

• The follow-up process allocates limited time for working wi th 
clients who are not adjusting well--contact is usually infrequent 
during critical periods (first week and month)--and no i~"lterper
sonal support system is provided to encourage clients to continue 
to work and do well after placement. 

• Programs offer no systematic assistance to help clients move up a 
predetermined career ladder. 

• There is no systematic accounting of the percentage of time a 
client is employed dur ing t.he first year. Even if there are job 
changes, a client can be employed 90 percent or more of the time 
for the first year. 

• Jobs are sometimes developed on the basis of "doing a favor" or 
"good deed" and are not based on the ex-offender's ability to 
succeed in a job. Similarly, a developer may release an employer 
of responsibility in the hiring decision ("Take my word for it and 
hire him" vs. "I think he can do it. If you agree, then hire 
him.") 

• No systematic effort is made to build long-term, beneficial rela
tionships with unions, which can foster an openness to hiring 
ex-offenders. In addition, programs may fail ·to recognize the 
difference between industrial and service unions. 
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3.3 The Residential Services Approach 

Unlike either the JDP programs or oth~r types of programs to be discussed 
later in this chapter, programs utilizinq the residential services approach 
do not assume that the ex-offender's housing, food, and interpersonal support 
system (Le., family and peer group) can be stabilized quickly. Only emer
gency housing and food services are provided by programs operating under the 
other approaches, and counse.ling is relied upon to help the client handle 
problems stemming from negative family situations, substance abuse, or a 
crime-oriented peer group. Under the residential services approach, however, 
programs provide a supervised and supportive environment dur ing and after 
work or training. Support and supervision are offered 24 hours a day, seven 
days a week, through the use of a residential facility which is usually a 
halfway house. In addition, many of the techniques and services (e.g., job 
readiness workshops and skill training) characteristic,of the other approach
es are also used in residential services programs. 

3.3.1 Basic Objectives 

I 
I. 

I 
i 
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3.3.3 Approach to Ex·Offender Clients 

Target Group. Any ex-offender who needs extensive job ,preparation ~uid~nce 
and 24-hour support and supervision in order to succeed 1n the commun1ty ~s a 
good candidate for programs using the residential services approach. Fo~tu
nately, many ex-offenders do not require this intensive level of serV1ce. 
For example, services of this nature would be inappropria~e for eX"7i5>~fende~s 
who have some marketable skillS and the support of fam1ly and fr1ends 1n 
the community. Instead, residential programs should be directed at clients 
who either are rejected from, drop out of, or consistently fail in programs 
using other approaches. For example, some prime tar:gets for residential 
services programs would be: 

• clients with severe drug or alcohol problems; 

• new releasees with severe readjustment problems; 

• clients who have serious attitude, aggressiveness, 
or self-esteem problems: 

• clients with mental health problems; and 

• clients who are proven failures in other employment 
The basic objectives of programs using the comprehensive residential services programs. 
approAch are to: 

1. provide ex-offenders with a residential community 
''lith a supportive peer .group and adjustment counselors; 

2. provide a wide range of job preparation services 
for ex-offender clients; 

3. provide direct treatment of substance abuse, attitude, 
or readjustment problems which render ex-offenders 
unpresentable to employers; and 

4. carefully phase each client into regular employment 
and unsupervised residences. 

3.3.2 Basic Strategy 

After successfully completing the employment preparation services and obtain
ing a job, clients are taught how to budqet their funds and f~nd unsubsidized 
living quarters. Follow-up support is provided to help clients adjust to 
both independent living and new employment. The entire process is fairly 
long in duration, requiring three months to a year to complete. An indivi
dual client's problems and types of job preparation e,ervices provided deter
mine the amount of time required to implement the approach. 
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(This list is not intended as all-inclusive, and it w~uld not be nec~ss~ry 
or desirable to have only clients with the above-ment10ned character1st1cs 
ina program using the residential services approach.) 

Implementation Process. The residential services approach can be viewed as a 
five phase process. Clients are assessed and stabilized in the first phase 
of the program. During this phase a variety of employment-related problems 
can be identified, such as lack of technical skills, work experience, or 
basic literacy. Clients are also being stabiliZed in the "house" environment 
during this stage. Group sessions and orientation to house rules and expec
tations are provided. The stabilization period may last only several days 
for clients with minimal adjustment problems, while it m~:y be several InI.1nths 
for more serious substance abusers. Regardless of the intensity of a 
client's problems, however, he is immersed in treatment during ,the ~i~st 
three to six weeks. Later in the program, weekend passes and famlly V1S1tS 
are allowed to facilitate the community reintegration process. 

In the second phase of the program a treat.ment plan is developed for each 
client, specifying expected behavioral changes as well as training and 
employment activities. Based on this overall plan, the staff may develop 
additional weekly or daily plans for clients. Joint plans for services are 
developed with the employment services s'taff. 
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Clients are placed in employment services at the third stage of the program. 
Clients with serious problems are placed in closely supervised job prepara
tion services (Le., supported work, work experience, or in-house training 
sessions), while clients with lesser problems may be placed in skill training 
or basic education courses conducted by the program or other community 
agencies. In either case, clients receive constant support and pressure to 
improve. Residential, counseling, and training staff meet frequently to 
discuss each client's progress and to coordinate the 24-hour a day treatment 
environment. These intensive treatment and employment services are generally 
provided for three to six months before job placement. 

After a client has been placed in a job and is earning ~wages, the program 
provides assistance in developing a budget, finding a. suitable living ar
rangement, and lear.ning how to shop for food and clothes. At the end of this 
fourth phase the client moves out of the residence and into an apartment or 
family residence. The amount of time required fo~ clients to progress 
through the residential phases of a residential services program ranges from 
one to nine months. . 

The final stage of a residential. service program is post-placement support. 
This phase is designed to help clients survive in th~ir new residence and 
keep their jobs. Emergency assistance may be provided to clients during the 
first month in their new residence. 

3.3.4 Potential Impact 

Because residential service programs are designed to focus on a small number 
of ex-offenders with serious and multiple problems, their impact is poten
tially very effective. They may also have a somewhat broader impact in terms 
of the labor market entry and job retention of skilled and semi-skilled 
ex-offenders, especially those with substance abuse probiems. Since these 
prograrlls are expensive to operate, however, many programs pr.efer to limit 
their clients to those for whom no other type of service is effective. The 
extensive superv1s10n and support provided during non-working hours may 
increase job retention and earnings while limiting opportunities to commit 
new crimes. Thus, residential service programs may have a greater likelihood 
for reducing recidivism than the other types of programs. 

3.3.5 Implementation Options 

It is common in programs of this kind for project staff to provide any and 
all services needed to enable a client to become self-supporting. Thus, it 
is not possible to describe specific service options typically used by these 
programs. Most of the services found in programs employing less comprehen
sive approaches are also found in residential services programs, and it 

44 

\. 
~ ,. 

remains for program staff members to decide the combination of services that 
will best meet the needs of individual clients. 

Programs may be distinguished, however, by the d~gree to wbich services are 
provided by a network of agencies as opposed to a single large and costly 
operation. An important consideration concerns whether the residential 
services are provided by the program itself or through coordination with 
existing halfway houses, residential substance abuse programs, or. pre
release centers. While programs with their own residential component 
are more costly, they qain greater control over placement in the re~ddence 
and can be used for emergency housing when necessary. 

Another important decision concerns the timing and circumstances under which 
clients are terminated from the residence. Some programs terminate the 
client one month after a steady income is obtained, although employment 
services and follow-up are still provided. Others terminate the client from 
the residence after three months of employment. This policy permits the 
client to save some money for future needs and allows residential support and 
supervision to continue for a considerable period after job placement. 
Several programs have found that terminating clients from the residence at 
the first sign of success on the job often results in failure shortly after 
term ination. 

Table 3.2 provides an overview of the major strengths and limitations asso
ciated with the residential serv ices approach. 

3.4 The Supported WorklWork Experience Approach 

Many ex-offenders have had little or no actual work experience, and may thus 
be unaware of their own capabilities in the work environment or the expecta
tions and needs of employers. Supported work/work experience programs are 
designed to increase ~he employability of these hard-core unemployed or high 
risk offenders by proviqing an \~mployment situation in which clients may 
develop good work habits and gain an understanding of the requirements and 
obligations of employment. 

Waile basically similar in their approach and intent, supported work and work 
experience programs differ slightly in the kind of work environment they 
provide and the specific services they make available to ex-offenders while 
they participate in the program. In the supported work approach, the program 
generally establishes its own small business, devel()ps service contracts with 

. various organizations and agencies, and assigns clients to work crews which 
then provide the contract service. The work experience approach, on the 
other hand, does not establish its own business. Instead, program clients 
are placed in jobs in nonprofit social service agencies. 
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Table 3.2 

Strengths and Limitations Associated with 
Residential Services Programs 

Strengths 

• Clients who are usually rejected, drop Qut, or fail after placement 
under other approaches may be assisted by these proqrams. 

• The residential component counteracts negative peer qroup and 
family influences, eliminates the need for eme~gency food and 
housin~, and provides 24-hour support and supervision for sub
stance abusers. 

• The suspension of employment services due to a drug or alcohol 
dependency does not lead to termination from the program. 

• An (!xcellent opportunity is provided for collaborative efforts 
with community agencies. 

• Some support is provided after job placement. 

Limitations 

• 
• 
• 

• 

Funding sources are difficult to find and maintain. 

Programs with their own residential canpo,nents are very costly. 

It is often difficult to determine whether the residential or 
employment counselor should be designated as the client's primary 
counselor. 

Programs operating with an outside halfwa}' house may have diffi
culty establishing a collaborative relationship and most halfway 
houses are not willing to provide emergency housing for clients. 
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The pr imary service Qrtleatment of these prcqrams is the work experience. 
Although mQst;cHents participate for a period of t,wo to 15 weei\s, sane 
progtams provide long-term placements for periods of up to 12 .1l0nths. 
Clients are then released from the program to find unsubsidized jobs. 

3.4.1 Basic Objective$ 

The supported work/work experience approach is designed to provide: 

1. oppor\:unit-y for clients to learn and master wOlCk 
habits, h~tdle stress, and develop attitudes required 
for unsub~idi~~d employment, 

2. support, supervision, and individualized feedback 
for each ~a~ticipant, 

3. "graduated stress," that is, a gradual decrease in 
supervision and increase in work demands until the 
employment environment is similar to that of a regular 
job, 

4. hourly wages to each participant in addition to other 
financial and non-financial incentives for participa
tion, 

5. ancillary services to address the clients' special 
problems such as substance abuse and mental illness, 
and 

6. an opportunity for clients to demonstrate good work 
habits and skills. 

3.4.2 Basic Strategy 

The basic strategy of the supported work/work experience approach is to 
provide hard-core unemployed or high risk ex-offenders with a carefully 
structured environment in which they can gain the experience necessary 
for employment in unsubsidized jobs. It thus represents an intermediate 
step between institutional programs (which may provide an unrealistic work 
environment) and anployment in unsubsidized jobs (which may present too 
many unfamiliar demands for ex-offenders with little or no previous work 
experience). 

While the key strategy of this approach is the provision of work experience, 
supported work/work experience programs may also provide: (1) close super-
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vision, which includes feedback on performance a.nd work habits~ (2) peer 
support, which may include the employment of ex-offenders as supervisory 
personnel, holding meetings of all participallts, or encouraging healthy 
competition among cli~nt groups~ ~nd ~3} grad~3ted stress. Generally, 
programs using the supported work approach provide these additional treat
ments more often than work experience programs. 

3.4.3 Approach to Ex·Offender Clients 

Target Groups. The following types of clients are the principal targets of 
programs using the supported w'ork/work experience approach: 

• ex-offenders with substance abuse problems~ 

• ex-offenders with no work experience: and 

• ex-offenders who have been unable to establish good 
work habits and attitudes toward work or supervision 
in spite of several work experiences. 

Implementation Process. In order to implement a supported work/ work experi
ence program, it is tirst necessary to develop work sites. This can be done 
by setting up a small business, developing service contracts with local 
companies or government departments, or obtaining public funds to finance 
work for which no revenue is received. 

The work site is designed to offer a highly supportive environment for the 
ex-offender. Clients assigned to the work site are typically those who· 
cannot be placed in the labor market because of serious problems in terms of 
attitude, work experience, or substance abuse. In supported work sites, 
clients are assigned to work crews that are supervised by a skilled craftsman 
or a former client with experience in the program. WOrk experie~ce clients 
are generally assigned to a nonprofit social service agency for no more than 
15 weeks and are supervised by a member of the agency staffo 

Intensive feedback and supervision are provided to clients during work 
periods. Written personnel performance ratings are often provided on 
a weekly or biweekly basis. In addition, support is provided to clients 
in a number of other ways. Supported work programs hold weekly meetings 
with the crew and crew chief to discuss problems, performance, and the 
production schedule for the coming week. Competition among crews serves to 
foster group cohesion and constructive peer pressure. Cash bonuses are 
often awarded to the crew or individuals exhibiting the best attendance or 
production rates. For exa~p1e, a bonus may be provided to every client who 
is not absent more than once or late more than twice during a one-week 
period. Leave time is also provided so that clients can receive supportive 
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services or tr.eatment. In work experience sites, the supervisor and the 
~mp10yment counselor provide one to one support to clients. Peer support 
~s not as much of a factor in work experience programs due to the relatively 
short placement period. 

Supported work and work experience programs enable clients to become gradu
ally acclimated to actual job pressures. Supervision is decreased as produc
tion demands, work habit requirements, and the performance required for 
bonuses increase. Tasks are structured by level of difficulty--as a client 
develops good work habits, more difficult tasks requiring increasing levels 
of reliability are assigned. Clients leaving these programs are expected to 
be reliable and responsible employees. 

Many clients can place themselves in unsubsidized jobs after graduating from 
supported work programs. In the National Supported Work Demonstration, which 
is funded by the Department of Labor and administered by the Manpower Demon
stration Research Corporation, approximately 60 percent of those ex-offenders 
who graduated and were employed were self-placed. Supported work clients 
generally stay for six months before graduating. In work experience pro
grams, placement staff members develop jobs for clients while they are 
involved in the work experience component. Clients are then placed in 
unsubsidized jobs after completing either 15 weeks in the program or two to 
three weeks of work experience without absences, tardiness, or performance 
problems. 

3.4.4 Potential Impact 

Supported work programs can have a signifh:ant impact on clients with no 
skills or prior work experience, and with clients who have se~ious attitude 
and substance abuse problems. The progreAllls are apparently effective in 
preparing ex-offenders for the pressures and expectations of the labor 
market. This is shown, for example, in the National Supported Work Demon
sti:ation, which is testing the effectiveness of supported work on a variety 
of population groups, including ex-offenders. The preliminary results of the 
demonstration are encouraging. The ex-offender sample under st.udy had an 
82.8 percent attenda.nce rate and 26.2 percent of the clients obtained employ
ment during the first year. Of the ex-offenders who departed the program for 
employment, 61.6 percent were self-placed. The average program stay for 
ex-offenders was 6.2 months, the lowest of all the target groups. An 
examination of the ~tatus and history of these clients prior to participation 
in the program indicates that the program had a substantial and positive 
effect: in the 12 months prior to program participation, t.he ex-offender 
clients averaged six weeks of work~ 18,,7 percent of these clients never had a 
job: and 56.4 percent had no earnings. 

1 
U.S. Department of Labor, Second Annual Report on the National 

Supported Work Demonstration, by Manpower Demonstration Research Corpora
tion (New York: Manpower Demonstration Research Corporation, 1978). 
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The potential impact of supported work programs on employment and recidivism 
outcomes is reduced when clients are expected to place themselves after they 
complete the progr~~, since self-placements can often result in low paying, 
unsatiefying jobs. Unfortunately, supported work programs devote few re
sources to developing unsubsidized jobs and improving career development 
skills. 

In comparison with supported work programs, work experience programs can 
affect a broader range of clients. Placement assistance is usually provided, 
and clients are therefore less likely to obtain poor quality jobs. 

3.4.5 Implementation Options 

Supported work/work experience programs use a variety of work sites, super
visors, and treatment time frames to address different ex-offender popula
tions. One option is a. long-term supported work approach process which 
r~quires six to 12 months of client participation. Work sites for long-term 
programs are usually developed through service contracts with local govern
ment and nonprofit agencies as well as private companies. Some supported 
work programs also have their own revenue producing enterprises which serve 
as work sites and these businesses are used to offset part of the programs' 
operating costs and provide a portion of the wages. These efforts are 
typically difficult to implement because of the required capital and the 
prohibition against using government funds to compete with the private 
sector. 

Clients can be assigned to work groups o~ crews, or they may be placed 
individually. The "crew" system provides the advantage of peer support and 
close supervision that is not available in individual placements. Super
vision is provided by either an expelienced craftsman with counseling 
skills or a former client. Placement after graduation may be performed by 
either program staff members or clients who find their own jobs. 

r~ng-term supported work programs are not very common. High costs (approxi
mately $10,000 per client) and the difficulty of obtaining service contracts 
have had an impact on the number of programs that are able to implement this 
approach. 

The other major option is to provide work experience by assigning clients to 
individual placements in nonprofit social service agencies for periods 
ranging from two to 15 weeks. Work is perfor.med indhridually rather than by 
a crew. The nature of the'work and level of supervision are specified in a 
written agreement with the social service agency. Supervision is provided by 
someone who is already at the social service agency and the supervisors may 
or may not possess special technical or counseling skills. Generally, the 
clients most suited to this approach are those who need to improve the-ir work 
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habits or become acclimated to a work envirorunent and schedule. The hard
core unemployed may not benefit from this .approach, as graduated stress, peer 
support, and close supervision are often not provided. 

While participating in the program, clients' wages are paid through CETA work 
exper ience funds. Clients are placed in unsubsidized jobs after they have 
maintained good wnrk habits for two to three weeks. The work experience 
approach does not rely on self-placement after graduation. Staff members 
usually arrange interviews and placements while the client is still involved 
in the work experience activity. 

Table 3.3 summarizes the major str;'engths and weaknesses of the supported 
work/work experience approach. 

3.5 The Skill Training Approach 

While many jobs do not require a high level of technical skills, the majority 
of jobs offering good salaries and career mobility have skill and educational 
prerequisites for entrance. The skill training approach is designed to 
increase the ability of chronically underemployed or unemployed clients to 
acquire and retain well paying jobs with growth potential. 

Skill training courses designed specifically for ex-offenders are si~ilar to 
those for any hard-core underempl.oyed or unemployed individuals in the 
community. Many programs using this approach have curricula developed by 
vocational educators in industry, colleges, schools, and the armed forces, 
some of which are specifically designed for students with poor reading and 
math levels, short attention spans, and various learning disabilities. Skill 
training programs necessarily vary greatly in the number of courses and the 
manner in which they are offered. 

3.5.1 Basic Objectives 

The basic objectives of skill training are to: 

1. 

2. 

3. 

provide training in areas in which jobs are available 
upon graduatlon~ 

provide clients with at least an entry level profi
ciency in the skill area for which training is pro
vided~ 

improve the career mobility of clients1 
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Strengths 

Table 3.3 

Streng~hs and Limitations Associated with 
Supporte~ Work/Work Experience Programs 

• A transition period and immediate wages are provided for institu
tional releasees. 

• It is not necessary to select the best of the applicants, since 
the programs address the hard-core, high risk clients who are 
rejected, drop out, or fail ·after placement in other types of 
programs. Clients who are taking part in other treatment or 
employment programs can also be served. 

• Many social service agencies, many pr ivate companies, and some 
government agencies are willing to accept supported work/work 
experience clients if the costs of training and work are assumed 
by the employment program. 

• When wages are provided by a government agency, clients can perform 
public service work that would not be done otherwise (e.g., reno
vat.ing parks and clear ing vacant. lots). 

• Post-program placement is facilitated by virtue of the good work 
habits, high attendance records, and good attitudes displayed by 
graduates. 

• There is a greater potential for success with hard-core unemployed 
ex-offenders on whom pr ior expenditures did not produce any bene
fits. 

Limitations 

• It is difficult to obtain service contracts with the government or 
private sector. 

e Supervisory staff find it difficult to establish smooth operations, 
since the "best" clients are graduated and the progre.m is always 
working with problem clients. 

• It is difficult to find sites that provide sufficient and meaning
ful work. 

• It is difficult to find supervisors who can provide clients with 
adequate supervision and feedback. 

• It is difficult to create work opportunities without competing 
unfairly with business or labor. 
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Table 3.3 (cont'd) 

Strengths and Limitations Associated with 
Supported Work/Work Experience Programs 

Limitations 

• The types of work available are limited when service contracts 
are used to pay wages (e.g., renovation, weatherizing, clerical, 
and maintenance). Programs cannot usually address the career 
interests of enrollees when finding work sites or creating ser
v ice contr act s. 

• Technical skills or experience in a chosen 
usually increased during supported work. 
in a client's chosen field, he must leave 
habits have been mastered. 

career field are not 
Even if the work is 

as soon as good work 

• Programs place too much emphasis on self-placements, while little or 
no emphasis is given to job-finding skills or career counseling. 

• Cost per client is high and programs need large amounts of initial 
capital to develop service contracts. A large capital outlay is 
required if a program runs its own small business. Furthermore, it 
is difficult to produce self-sustaining income and large amounts of . 
government funding are needed oyer the life" of the program. 

• Graduated stress is o-ften lacking at work experience sites. 
Supervisors often fail to confront clients with realistic working 
conditions and demands. 
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4,. :tmprove the confidence of clients: 

5. improve the work habits of clients: and 

6. facilitate the placement of clients in jobs upon 
graduation. 

3.5.2 Basic S'trategy 

The basic strategy of skill training programs is to delay the client's 
re-entry intc) the labor market until skill levels have been im!?roved ~y. mea?s 
of short-term instruction in a carefully selected area. Skl.ll tral.nl.ng 1S 

generally a rapid process. Courses usually require 200 to 800 hours of 
instruction. The success of this strategy is primarily dependent on: (1) 
careful labor market analysis to determine which industr ies ;;;\(4 seeking new 
skilled emPloyeis: and (2) the ability of the program to tram:mit the skills 
to the clients. 

There are many alternative strategies for transmitting skills and facili
tating placem4mt. These strategies vary with regard to location of training 
site (e.g., classroan, simulated shop, or real shop) and guarantee of place
ment (e.g., no guarantee or a contract to hire). One particularly interest
ing and effect:ive strategy requires joint development of the training curri
culum with specific canpanies, training on canpany equipment in a company 
setting, and evaluation of trainees by company supervisors. Another effec
tive strategy is to provide remedial ,education and pre-vocational training to 
clients before they enter traditional tr.aining courses. In addition, clients 
who seek emplclyment upon graduation from pre-vocational training are viewed 
by employers as semi-skilled or partially trainE!d. This status gives grad
uates from the pre-vocational center a distinclt advantage over many other 
applicants for entry level positions. This s,trategy eliminates the mid
course crises c:ommon to many vocational programs when it is discovered that 
some participants do not have the requisite reading or math skills. 

3.5.3 Approach tit) Ex·Offender Clients 

Target Group. Skill training is most appropriate for semi-skilled and 
unskilled ex-offenders. Some skilled ex-offenders who need a refresher 
course or training in a new field can also benefit from ~kill training 
programs. The clients admitted to skill training courses must meet minimum 

2Attendance and the quality of training equipment, curricula, 
and instructors all contribute to the program's ability to tra.nsmit skills. 
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level reading and math requirements. In addition, manual oexter tty and 
good physical condition are usually required .• 

Implementation Process. The first step in the skill training process is an 
analysis of the labor market. Planners will determine work force needs in 
the geographical area where graduates of the training program will be ~eeking 
employment, noting areas in which entry level and trained personnel are being 
sought. The planning staff must then determine the size of the available 
pool of applicants for these jobs and the increases that can be expected in 
the size of the pool during the next six to 12 months. Existing enrollments 
in similar training courses should also be determined. Then, jobs which will 
be available in the next three to 12 months and require only short-term 
courses of instruction are tentatively selected as skill training areas. 
Potential employers are contacted in order to verify the present and future 
availability of jobs for which training will be provided. 

After the need for training in particular skill areas has been verified, the 
course design and curriculum may be developed jointly with potential employ
ers. The major objective of this collaborative effort is to ensure that the 
course of instruction provides the exact skills required for employment. 
Shop conditions and procedures are simulated to the extent possible so 
graduates will be able to assume full production responsibilities soon after 
hir ing. 

Minimum education and interest levels a~e set during the next phase to enable 
the screening of applicants. In addition, the proficiency levels that must 
be attained by each trainee pr ior to graduation are determined before the 
course is started. Applicants are then rated and screened on the degree to 
which their present educational skills and career interests match the pre
requisite levels. Once the course is initiated, it generally focuses on 
exposing clients to increasingly difficult tasks in simulated shop condi
tions. 

The last stage of implementation is the testing and placement phase. Pro
ficiency tests are administered to determine whether trainees are ready 
to graduate. Testing is usually conducted in phases throughout the course 
before a final comprehensive examination is administerep under shop condi
tions pr ior to graduation. Interviews, testin'£l, and placements are also 
arranged pr ior to graduation at companies collcJborating with the training 
program. 

3.5.4 Potential Impact 

Skill training can have a significant impact on unskilled and semi-skilled 
ex-offenders. Skill training is limited, however, in terms of the number of 
ex-offenderl3 it can address. These courses are generally small: the labor 
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market could not accommodate large numbers of graduates each year in most 
skill areas. In addition, skill training will have little impact on the 
hard-core unemployed ex-offenders who have few educational skills and are 
often plagued by problems such as drug abuse. These clients are often unable 
to complete the training courses. 

Skill training programs provide extensive supportive services and the oppor
tunity for clients to become acclimated to the co-workers and social climate 
of their eventual jobs thrQugh on-the-job training arrangements. This 
program is designed to assist clients in attaining more stable and better 
paying jobs in the labor market. As a result of better job retention and 
earnings, it is hypothesized that recidivism rates will be reduced. 

3.5.5 Implementation Options 

As stated above, skill training programs differ with regard to prerequisite 
education and interest levels, selected skill areas, number, duration, and 
types of training courses offered, and training site location--classroom 
simulated shop, or on-the-job training. ~urricula may be developed b; 
program staff either alone or in conjunction with potential employers, or 
programs may use existing curricula of schools, the armed forces or other 
voc~tional pr~rams. T~e training courses themselves can take ad~antage of 
varIous teachIng technIques and periodic client testinJ or interviews to 
monitor progress. Finally, the level of program involvement in job place
ments after graduation from skill training must be deterimined. 

Table 3.4 lists some of the major strengths and limitations which may be 
present in many skill training programs. 

3.6 The Job Readiness Approach 

The job readiness approach appears to have developed as a response to job 
search problems experienced by many ex-offenders who do not understand the 
world of ,work or who ~o not, possess the good work habits needed to keep a 
job. 'I!'llS approach IS" desIgned to enhance the client' s abil ity to find 
suitable em~loyme~t opportuni~ies and to make a positive presentation during 
employment IntervIews. It IS not a comprehensive remedy for ex-offender 
employment problems. Job readiness workshops do not provide sufficient 
preparation, placement assistance, or Post-placement services to help the 
average ~x-of£ender get and keep a job. Although some programs offer only 
job reachness coaching, job readiness services are usually components of 
other approaches. 
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Strenqths 

Table 3.4 

Strengths ann Limitations Associated with 
Skill Training Proqrams 

• Ex-offenders' skills, labor market positions, and earninqs can 
be enhanced quickly. 

• A wide range of unskilled and semi-skilled ex-offenders can be 
addressed and ex-offender clients can be accepted from many sources. 

• Ex-offenders' confidence, motivation, and self-imaqes are often 
improved. 

• 

• 

• 

• 

A classroom setting provides fewer distractions than real work 
settings and permits greater control of supervisor responses 
to ex-offenders. 

An on-the-job training component give"s clients the opportunity to 
learn social as well as performance skills. 

Programs are able to utilize the latest teaching techniques (e.g., 
programmed instruction, audiovisuals, and computer-aided systems) 
and may borrow curricula from other vocational programs instead 
of developing their own. 

Actual work experienco can be incorporated with academic components 
--skill training can mesh well with adult basic education and 
pre-vocational programs. 

• Ex-offenders are provided with an opportunity to implement career 
plans. 

• Joint cur r iculum development with employers gives them a vested 
interest in the program and thus increases the opportunity to 
provide trainees with the skills employers value most. 

• Jobs can be pre-arranged or guaranteed before training begins, 
particularly when an on-the-job training component is involved. 

Limitations ...... .o. -J.,- '.' .~:. . : .- ~ .' 

• Skill training necessarily delays entrance into the unsubsidized 
market. 

57 



~ __ -~~ -------~--___._--- --r--------..,......~~-~--

Table 3.4 (contld) 

Strengths and Limitations Associated with 
Skill Traininq Proqrams 

Limitations 

• The education prerequisites associated with these programs can 
serve to: (1) decrease the pool of eligible ex·-offenders· (2) deny 
acceptance tr> clients who have poor educational skills and neen 
training the most: (3) grant acceptance to clients with much more 
than minimum education requirements (e.g., clients with 10th or 11th 
grade levels) to the detriment of clients who barely meet require
ments (e.g., sixth grade level)· and (4) grant acceptance to clients 
who are not particularly interested in the area in which skill 
training is being provided. 

• Remedial education is often attempted during, rather than before, 
the training course. Clients who cannot keep pace with the curric
ulum may drop out or graduate with less than the skill level 
required for entry level positions. 

• Poor curriculum development, which may occur if the employing 
company is not clear about its future needs, can result in graduates 
performing below industry standards. 

• 

• 

• 

Programs are often unable to place clients in jobs upon graduation. 
Poor labor maket analysis and unpredictable fluctuations in the work 
force needs of local companies can leave new graduates unemployed 
and even more frustrated than when they were unskilled and un
employed. 

Job placement is often a secondary concern of staff. Supple
mentary placement and preparation services may not be provided until 
after a placement is made and in some programs staff members stop 
trying to place a client after only a few weeks have elapsed. 

Inadequate support services may lead to excessive absenteeism, 
dro~~uts, and recidivism prior to the completion of training. 
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3.6.1 Basic Objectives 

The basic objectives of the job readiness approach are to: 

1. teach the client procedures to identify available 
jobs, complete applications, and respond effectively 
during int~rviews7 

2. teach ex-offenders how to overcome barriers which 
block their access to jobs: 

3. provide guidance on how to respond to questions about 
ex-offender status or felony convictions on applica= 
tions and in interviews 7 

4. provide opportunities for clients to rehearse their 
job seeking skills in a workshop setting prior to 
placement attempts; and 

5. motivate clients and instill in them a greater sense 
of confidence about their ability to find and keep 
jobs. 

3.6.2 Basic Strategy 

The basic strategy of this approach is to: (1) offer instruction on how to 
find a job and how to overcome employment barri~rs; and (2) provide exposure 
to the work habits which must be established in order to keep a job. The 
readiness approach is a relatively short process which requires no more 
than three,weeks to implement. The basic strategy does not involve intensive 
practice and is generally provided in a one-day workshop (three to six 
hours). An alternate strategy \~uld include an intensified practice phase. 
This practice strategy generally requires more time to implement (six to 60 
hours) and provi~es wages for clients during their participation. 

3.6.3 Approach to Ex·Offender Clients 

Target Group. Job readiness workshops can be useful for all ex-offenders. 
The services offered by this approach, however,o are sufficient to remedy the 
employment problems of only a small portion of the total unemployed ex-of
fender population, i.e., the skilled, experienced ex-offenders who need a 
brief exposure to the principles of finding and obtaining employment. In 
spite of this, evefY ex-offender should be exposed to the techniques used 
to overcome the job search problems common to ex-offenders. The job readi
ness workshop is appropriate for planned re-entry activities in institutions, 
halfway houses, and pre-release and work-release facilities. 
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Impl~mentaticn Process. The job readiness approach is impl~m~nte~ in,three 
phases. In the first phase, the proper procedures f~r cbta~n~ng Job ~~t~r
views are presented. Techniques to identify job open~ngs through class~f~ed 
advertising in newspapers or through employment agencies are presented and 
practiced. More importantly, an attempt is made to show the ex-offenders h~w 
they will appear to potential employers. Clients ~re taugh~ the, ways ~n 
which they may inadvertently eliminate themselves 1:Com cons~,deratl~n when 
applying or interviewing for jobs. This p~ase of ,the pr?cess ~s des~gned,to 
provide ex-offend,ers who have failed prev~ousl~ ~n. theu attempts to f~nd 
jobs with some i~sights into the reasons for the~r fallures. 

In the second phase, ex-offenders are instructed about the expectat~ons they 
will face after they get jobs. Attendance, lateness, sick calls, response to 
superv~s~on, relationships with co-workers, and other behaviors and habits 
important to job retention are discussed. 

The activities in the third phase are desi,gned to reinf.o.rce concepts, and 
procedures which were introduced during the first two phase~. Role pla~~ng, 
mock interviews, filling out practice applications, and rat~ng other cl~ents 
on appearance are some of the practice activities in which ex-offenders 
participate. 

An alt~rnative strategy requires clients to participate in more intensive 
practice activities. The additional practice is, provided~because ma~y 
clients understand what should be done but need gu~dance to t:.ranslate th~s 
knowledge into practice. In order to compensate for the delayed ~ntrance 
into the labor market and the delay in receiving wages, each cl~ent may 
receive the minimum hourly wage for participating, with deductions taken for 
lateness and absences. Cl~ents may be sent out on preLctice interviews in 
real qet~ings with volunteer employers or be given access to a telephone so 
they can set up actual interviews. "Standard lines" are practiced unt~l they 
are pCl:::sented smoothly and feedback is provided on the clients' clanty and 
effpc.civeness on the telephone. 

3.6.4 Potential Impact 

Programs utilizing the job readiness approach can have a significant positi~e 
impact on the labor market entry of skilled and educated ex-offenders. Th~s 

group may need assistance only in locating jobs and responding effect~velY to 
"the" question on employment applications: "Have you ever b~e~ conv~cted of 
a felony?" Job readiness workshops alone can have only a m~n~mal effect on 
ex-offenders who have little or no educational skills or "lOrk experienc~. 
This group needs far more service than a workshop can provide to remedy the~r 
problems with labor market entry and job retention. 
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3.6.5 Implementation Options 

Programs utilizing this approach stress different topics, use various in
st~uctional techniques, and devote varying amounts of time to reinforcement 
and practice activities. Programs can offer either a one-time workshop which 
car, be presented in three hours or a comprehensive course in job-finding, 
employment barriers, and work habits. The longer cour~e provides oppor
tunities for clients to practice the principles and techniques which are 
taught. Wages mayor may not be provided for participants in the longer 
version of the workshop. Programs using the job readiness approach may also 
use combinations of various presentation methods, such as videq tape tech
niques, role playing, guest speakers, and films, to supplement the lectures 
and group discussions. 

Some of the major strengths and limitations of the job readiness approach are 
shown in Table 3.5. 

3.7 The Financial Aid Approach 

Over the past several years, the U.S. Department of Labor (DOL) has 
a series of experimental programs which provided financial aid to 
immedi.ately after their release. These programs grew out of the 
set of observations: 

• prisoners receive meager amounts of gate money, enough 
to last only a few days: 

• it often takes weeks and even months before released 
prisoners find their first jobs: and 

• in the meantime, r1eleasees have pressing needs for 
money to pay for clfothes, food, housing~ and transpor
tation (especially to conduct a job search). 

supported 
prisoners 
following 

The goals of these DOL programs were to: (1) develop and test procedures 
for: providing financial assistance to new releasees7 and (2) determine if 
the assistance reduced recidivism and eased the transition from prison 
to employment. 

The first program was established in 1971 and worked with 432 Maryland state 
releasees who were returning to live in the Baltimore area. The program was 
conducted on an experimental basis: half the releasees were randomly assign
ed \:0 receive financial aid3 and half were not. Financial aid consisted 

3some releasees included in ~he experimental group did not want 
financial assistance and did not attend the program. 'Itle performance of 
these "no-shows" was included when the recidivism rate of the experimental 
group was calculated. 
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Table 3.5 

Strengths and Limitations Associated with 
Job Readiness Programs 

Strengths 

• The programs are fast (usually a one-day workshop or a series of 
three workshops spread over a three-week period), hold clients' 
attention, and enable clients to share and learn from each others' 
experiences. 

• The programs often provide ex-offenders with their first expla
nat ion about what will be expected of them on the job. 

• The services can be provided to any type of ex-offender, in or 
out of the prison setting. 

• Telephone, applicationl and int'erviewing skills can be reinforced 
in role playing and practice sessions. 

• Very few staff are required and implementation is not costly. 

Limitations 

• The length of participation is too short to allow mastery of 
job-finding skills. 

• 

• 

• 

Z,lost clients need more than a workshop to remedy their employment 
problems because the opportunity for development of clients' work 
habits is very limited and must be learned in a classroom setting. 

There is no systematic re-teaching of pr inciples to clients who 
are un~ble to find or keep jobs. 

Most jo·bs are found through personal contacts, yet most job readi
ness sessions do not stress the development and maintenance of 
such contacts and the program staff members are not represaiitEd 
as part of the clients' network of contacts. 

62 

---__ ....... "O(_~ __ • 

of 13 weeks of payments at $60 per week, or a total of $780. If a releasee 
receiving financial aid got a job during that period, his weekly payment was 
reduced by a certain amount based on his earnings, but the payments were 
extended beyond the 13 weeks until he exhausted his total allotment of $780. 
The disincentive to work created by the financial aid was minimized under 
these conditions, and it was always in the releasee's economic self interest 
to take a job if he had the opportunity to do so. In addition, clients had 
sufficient funds to pay for initial job-related expenses (e.g., clothing, 
transportation, and lunch). Consequently, the exper imental releasees had 
higher employment rates, better jobs, and higher incomes during the first 
year. Thus it appears that the clients in the experimental group were more 
selective in their job search b'E!cause they were not under pressure to take 
the first job that came along. 

One reason for the experimental group's higher rate of employment was t.he 
decreased likelihood that they would be in trouble with the law. In fac:t, 
the most important outcome of the study was that the experimental group had a 
lower rearrest rate for PjC\perty crimes (p = .06). The results of 'the 
experiment were as follows: 

Experimental Group 
Control Group 

Difference 

Rearrested for Property Crimes 

First Year 
22% 
30% 

8% 

Base 
(216) 
(216) 

Based on the results in Baltimore, the Department of Labor decided to support 
two more experiments, one in Texas and one in Georgia, with roughly 2,000 
persons in each state. It was anticipated that these larger experiments 
would have implications for national legislation. Therefore, it was neces
sary to anticipate how such a national policy would be executed, who would 
be responsible for administering such a program, an~ how it would be imple
mented. Accordingly, it was determined that the best vehicle for the dis
tribution of financial aid to released prisoners would be the state employ
ment services and that financial aid should be issued under the unemployment 
insurance rules and regulations. This decision represents a departure from 
the Baltimore experiment, which was administered by social researchers and 
was not bound by unemployment insurance considerations. In Texas clients in 
the experimental group were entitled to receive $64 per week, in Georgia they 
were entitled to receive $70 * In both states some experimental ,clients 
received the weekly amount for 26 weeks, while others received it for only 
13. The money was distr ibuted by the regular employment service personnel 
under unemployment insurance rules which stipulated that an experimental 
releasee who found a job would no longer receive any benefits. All clients 
participating in the study were followed for a period of one year after 
release. At the end of this time no difference was found in rearrest rates 
for property crimes between the experimental and the control groups. 

4 u.S. Department of Labor, Unlocking the Second 'Gate--The Role of 
Financial Assistance in Reducing Recidivism Among Ex-Prisoners (Washington, 
D.C.: U.S. Department of Labor, 1977), p. 15. 
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What went wrong? Procedures in the Texas and Georgia programs, unlike those 
in the Baltimore program, apparently suffered from serious design flaws. 
Financial aid was provided in a manner which discouraged job seeking beha
vior: released prisoners were being asked to choo~ between working at low 
wages or remaining idle and receiving financial aid. 

The results of these experiments have many implications for the design of 
programs utilizing the financial aid approach. First and most important, the 
Baltimore experiment indicates that reducing post-relep.\se :«:j,~ancial pressure 
can have a desirable impact on recidivism, employment ratea, and total 
earnings for releasees. Second, both experiments indicate that design 
problems can reduce or totally counteract the positive impact of the aid on 
clients. Therefore, financial aid programs must provide: (1) assistance in 
a manner which facilitates job-seeking behavior: and (2) adequate placement 
and post-placement assistance. The following overview of the financial aid 
approach is based on the goals and procedures of the Baltimore program. 

3.7.1 Basic Objectives 

The basic objectives of the financial assistance approach are to: 

1. provide financial assistance d,uring the initial 
months following release from prison: 

2. reduce financial pressure on clients due to family 
obligations or food, clothing, hc)using, and transpor
tation needs: 

3. disburse funds to participating clients who report 
to the program in person each week~ and 

4. provide job placement services to clients. 

3.7.2 Basic Strategy 

The basic strategy of the financial assistance approach i.s to provide cash 
assistance to clients reeently released from prison ·and to provide placement 
assistance while they are receiving financial aid. Financial aid is not 

5 
A more complete analysis of the financial aid programs in Texas 

and Georgia can be found in Peter H. Rossi, Richard A. Berk, and Kenneth J. 
Lenihan, Money, WOrk and Crime: A Field Experiment in Reducing Recidivism 
Through Post-Release Financial Aid to Prisoners (Social and Demographic 
Research Institute, University of Massachusetts, forthcoming). 
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terminated when a client does find a job. Payments are reduced but continue 
until the allotment is exhausted, thereby minimizing the disincentive to 
seek a job. In this way, clients have sufficient funds dur ing the initial 
weeks of work for transportation, food, and clothing. Allotments can range 
from $500 to $1,000. Placement services and financial aid are provided 
for a period ranging from approximately 10 to 30 weeks. 

3.7.3 Approach to Ex·Offender Clients 

Target Group. Any releasee who does not have a job or other legitimate means 
of support available upon release from prison 'could be provided with finan
cial aid. However, in the Baltimore experiment releasees who committed 
Reconomic R or Rsurvival" crimes responded more positively to financial 
assistance than other releasees. Ex-offenders convicted of property and 
economic crimes recidivated less than a comparable group of ex-offenders in 
the experiment. It should be recognized that it is difficult to select a 
specific target group for this type of pro3ram. Providing assistance selec
tively to clients scheduled for release requires program and correctional 
staff to have information about the specific resources that will be available 
to each inmate upon release. Even those releasees with a prearranged job or 
an adequate family support structure should not necessarily be excluded 
because the job and support may fall through at release or shortly there
aft-er. 

Implementation Process. Implementation of the financial aid programs re
viewed for this study-have been guided as much by research considerations as 
by client needs. Random assignment of clients, lack of follow-up services i 

and the utilization of existing delivery systems such as the state employ
ment services have contributed littl~ to the efforts to refine the service 
·delivery process. Therefore, the implementation process described below does 
not have any of the sophisticated ass~ssment, job preparation, or placement 
services characteristic of the other apProaches. 

Programs using the financial assistance approach begin by interviewing 
inmates who are scheduled for release. The interviews are designed to 
determine when the inmate will be released and where he will be going, 
in addition to family, school, and employment histories, and the extent of 
financial needs upon release. 

Clients are then enrolled in the program and instructed to arrive at the 
program's office upon release. Identification is issued for check cashing 
and the first checks are provided at the first visit. The client is then 
provided with placement assistance, which can best be described as a "shot
gun" approacn--any method will be tried if the staff views it as potentially 
effective. The client's weekly allotments are reduced after placement in a 
job accordj,ng to how much he earns per week, although the client's allotments 
are not reduced during the first week of employment. 
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3.7.4 Potential Impact 

The impact of financial assistance programs can be substantial for new 
releasees who have no legitimate means of support upon release. The positive 
impact of financial aid can be diminished when the financial aid competes 
with job search activities. Programs such as those in Texas and Georgia had 
little opportunity to reduce recidivism because clients received aid only if 
they failed or chose not to find employment. 

The Baltimore program, on the other hand, had a positive impact on client 
recidivism, in spite of the limited follow-up services provided to clients. 
These positive outcomes have been attributed to the fact that the program 
effectively minimized the disincentive to work created by the financial 
aid. 

3.7.5 Implementation Options 

Due to the straightforward nature of the financial assistance concept, 
alternative approaches to those described above are quite limited and re
semble other service-or iented approaches. For exa.mple, some so-called 
financial assistanoe programs provide work experience, placement, and wages 
immediately upon release from pr.ison. The client receives immediate wages 
while alzo developing his work habits and skills. This process may be 
superior to simple cash assistance, since work skills and habits are improved 
while financial aid is being provided. 

One such program is a "day lI.ibor" program that provides services to anyone 
over 18 years of age who is released from a correctional institution. 
The client mu~t have applied for services within 30 days of release. Once 
enrolled, each client is allowed to work three days per week for up to six 
months (75 days) at a wage of $3.50 pe~ hour. Wages are paid at the end of 
each day. Supportive services are provided to a client on his days off to 
assist him in finding a privatl-e sector job or a skill training program. 

Table 3.6 provides an overvie·~ of the major strengths and limitations asso
ciated with financial aid programming. 

3.8 Summary Comparison of the Six Basic Approaches 

3.8.1 Program Implementation 

Employment programs for ex-offenders are not easy to initiate, implement, or 
maintain. It is frequently very difficult to choose an effective service 
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Strengths 

Table 3.6 

Strengths and Limitations Associated with 
Financial Assistance Programs 

• Clients receive immediate relief from financial pressures. 

• 

• 

Ex-offenders previously convicted of "economic" crimes (e •. g. , 
robbery as opposed to assault) can be positively affected. 

Clients have more time to find and select a good job which interests 
them. 

Limitations 

• Clients may misuse the program if it is improperly structured--aid 
can be a disincentive to finding a job and clients may delay job 
search activities until financial aid has been exhausted. 

• Placement services are generally less sophisticated than those 
provided by other approaches. 

• Follow-up services have not typically been a part of the design 
of these programs. 
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delivery approach, target the right clients, obtain an adequate budget, hire 
qualified staff, manage the operation to ensure efficiency and effectiveness, 
and maintain the program's funding from one year to the next. However, the 
six approaches presented in this chapter vary widely with respect to the 
degree of implementation difficulty they present. The six appCfJaches are 
ranked in Table 3.7 from least to most difficult based on the type of clients 
served~ length and difficulty of treatment services; number, specialization, 
and coordination of staff; size and complexity of the budget; and average 
start-up time. 

As Table 3.7 indicates, the job readiness approach is the easiest to imple
ment. Financial "ssistance and skill training approaches are approximately 
equal in terms of implementation ease. The difficulty associated with the 
job development and placement approach depends upon the number, type, and 
complexity of pre-placement preparation servi<,es which are offered. The 
residential services and supported work approaches are far more difficult 
than any of the others to implement. These agproaches also cost eight to ten 
times as much as the other types of programs. 

3.8.2 Program Impact 

It is difficult to cornp~e the relative effectiveness of the basic approaches 
because they address different but overlapping types of ex-offienders. Until 
more comparative research, including cost-effectiveness studies, is per
formed, only the potential impact of these programs on the problem of 
ex-offender unemployment can be discussed. These approaches should also be 
addressed in terms of their potential to reduce the recidivism rates of 
program participants, yet the research evidence is not sufficient to permit 
identification of the approaches with a greater potential for reducing 
recidivism. Nonetheless,,, potential impaot can be considered in terms of: 
(1) the probability of increasing positive employment outcomes for high risk, 
hard-core unemployed ex-offenders; (2) the capacity to serve large numbers 0; 
ex-offenders; and (3) the capacity to serve a wide range of client types. 

A subjective application of these criteria on the six approaches is presented 
in Table 3.8. According to this assessment, the job development and place
ment approach is most likely to have a desirable impact on the employment 
problems of a broad range of ex-offenders. Supported work and residential 
services programs are limited in terms of the number of clients who can be 
served because of their high costs, although these approaches are necessary 

6 Supported work programs cost approximately $8,000 to $10,000 per 
client· per year. The cost of residential services programs ranges from 
$5,000 to $9,000 per client per year. 

7Client types range from those who are skilled, 
relatively free of adjustment problems to those who are 
perienced, and burdened with multiple adjustment problems. 
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elq)er ienced, and 
unskilled, inex-
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Least 
DIfficult 

, , 
Most 
Difficult 

1. Job 
Readiness 
Approach 

2. Financial 
Assistance 
Approach 

3. Skill 
Training 
Approach 

4. Job 
Development 
and 
Hacement 
Approach 

5. ReSidential 
Services 
Approach 

6. Supported 
Work 
Approach 

Table 3.7 
Implementation Difficulty Associated with the Six 

Basic Approaches of Ex·Offender Employment Programs 

Type of Client. Length end Difficulty 
Number, Specllllzitlon, 

Budget Mlnlgement end Coordlnetlon of 
Served of Treltment Stiff Ind Mllntenlnr.:e 

Difficult: Easy: Easy: Easy: 
Mixture of all types; Usually three to six I nstructor and perhaps Very low cost per 
no screening hours In duration; assistants to help with client b6cause of 

workshop format, practice activities limiled number of 
advice and practice; needed staff and 
minimal supervision materials 

Difficult: Easy: Easy: Easy: 
Mixture of all types; Under three months Small number of place· Reasonable cost per 
no screening In duration, cash ment staff and staff '" client and simple 

disbursement and needed to mail checks budget 
placement only; and arrange cashing 
minimal supervision privileges 

Mild: Difficult: Easy: Easy: 
Mixture of all Under 20 weeks in Small number of spe· Reasonable cost 
types, but screened duration; difficulty ciallzed staff; coordina· per client; can 
on motivation and dependent on skill tion between training be maintained on 
prerequisite skills areas selected, staff and company is DOUCETA, Voc. 

training site loca· most difficult phase Rehab., and other 
tion (classroom or funds 
OJr), and degree 
of client screening 

Difficult: DIfficult: Difficult: Difficult: 
Mixture of all types Ranges from two large number of spe· Reasonable cost per 
of Clients, some weeks to four cialized staff; great Client; can be main· 
hard·core months In duration; coordination required talned on DOUCETA, 

difficulty dependent batween intake, job Voc. Rehab., and other 
on which pre·place· preparation, develop· funds 
ment preparation ment, and placement 
services are staff 
offered 

Very Difficult: Very Difficult: Difficult: Very Difficult: 
large percentage Six·12 months In Large number of spe· Residential services 
hard-core duration; 24 hours clalized staff; great very costiy; difficult 

to maintain pur· unamployed, a day; close super· coordination required chase of servies 
substance abusers, vision between reSidential, reimbursement con· 
mental health prob· employment, and tracts; no DOUCETA 
lems, major attitude clinical/substance funding of resi· 
problems abuse staff dential treatment 

centers -
Very DIfficult: Very Difficult: DIfficult: Very Difficult: 
Hard-core Slx·12 months In large number of High cost per client 
unemployed, sub· duration; close specialized staff; ($10,000) and very 
stance abusers, supervision great coordination large annual budgets; 
mental health required between cown· risky small business 
problems, major selors, skilled crafts· ventures, large govern· 
attitude problems men/work site super· ment service 

visors, placement staff, contracts for wages, 
business/budget sophisticated payroll 
managers, legal staff, r-ystem needed for 
etc. client wages and 

bonuses; difficult to 
maintain on local fun· 
ding 
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Stlrt·Up 
Time 

Under two months 
(to hire staff, 
develop presenta· 
tions, and publicize 
workshop) 

One to four months 
(to establish intake 
procedures with 
corrections dept. 
and disbursement 
process) 

One to four months 
(depending on 
availability of staff 
and equipment 
delivery time) 

One to four 
months (to hire 
staff, establish 
business contacts, 
and set up 
preparation 
services) 

Nine to 12 months 
or more (to locate 
and staff a resi· 
dential facility) 

Nine to 12 months 
or more (contracts, 
staff, work sites, 
and large amount 
of up front money 
must be obtained) 
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Approaches 

1. Job Development 
and Placement 

2. Residential Services 

3. Supported Work 

4. Skill Training 

5. Job Readiness 

6. Financial Assistance 

Table 3.8 
Indicators of Program Impact 

Impact Impact 
High Rlsk/Hard·Core Large Numbers 

Ex·Offenders? of Ex·Offenders? 

Yes, some Yes 

Yes No 

Yes No 
Noa No 

Noa Yes 
Noa Yes 

Impact a 
Wide Range of 
Client Types? 

Yes 

Yes 

Yes 

Noa 

Noa 

Noa 

aThis is a qualified "No." The approach could have a substantial impact if used in conjunction with other services. 
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in order to work successfully with high risk and hard-core unemployed ex
offenders. Job readiness, financial assistance, and skill training programs 
are less likely to have a significant impact on the employment problems of 
ex-offenders without the provision of counseling, job development, placement, 
and post-placement follow-up services. 
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Chapter 4 
AN INTERVENTION SYSTEM AND SUGGESTED APPROACH 

FOR THE DESIGN AND IMPLEMENTATION OF EX·OFFENDER 
EMPLOYMENT PROGRAMS 

4.1 Introduction 

The effectiveness of many existing ex-offender employment programs is lessen
ed by the numerous design defects or implementation gaps characterized within 
the six basic approaches described in Chapter 3. While our research .indi
cates that some techniques do exist to help fill these gaps and correct the 
defects, practitioners in one program are frequently unaware of the effective 
strategies and techniques used in othe'r programs. This chapter presents a 
general intervention strategy and provides examples of implementation tech
niques ~at may correct the most common defects and gaps found in these 
programs. The chapter was designed to enhance the problem-solving activi
ties of practitioners, planners, and' policymakers as they refine or redesign 
segments of their programs. Practitioners in existing programs and those 
interested in starting new services must determine the particular combination 
of techniques that best suits their locality and client population. For the 
former, the suggested approach can be used as a point of comparison against 
which their present structure and strategies can be re-examined. For the 
latter, it offers a guideline that will enable them to avoid many of the 
pitfalls encountered by existing programs. 

Among the major defects common to existing programs are; 

• a high rejection rate for high risk clients~ 

• a lack of planned re-entry programs and limited 
methods of outreach to high risk clientsJ 

1Technical assistance guides are also a valuable source of informa
tion for practitioners and prime sponsors who are establishing or redesigning 
employment services. See, for example, Coordinat'ed Coa::munity Offender 
Employment Programs (CCOEP), CCOEP Pre-Employment Training Curriculum, 
by Osa D. Coffey (College Park, Md. ~ American Correctional Association, 
1979) J and Employment and Training Administration, u.S. Department of Labor, 
"The Employment and Training Program for Offenders: A Guide for Prime 
Sponsors," by Planning and Human Systems, Inc., Washington, D.C., July 
1977. 
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• poor linkages with other social service agencies or 
organizations~ 

• little post-placement support to increase job retention 
and no recycling mechanisms to aid clients who become 
unemployed at a later date: and 

• restriction to short-term goals for clients ending 
in job placement, coupled with a lack of adequate 
instruction in long-term goal development and pursuit. 

These defects erode the positive impact of employment services on the employ
ment and recidivism outcomes for clients. For example, existing programs 
typically reject 40 to 60 percent of the ex-offenders who apply for employ
ment services. The rejected clients may be considered too young to benefit 
from program services or they may have drug, alcohol, mental health, or 
serious adjustment problems. Even when these high risk clients are referred 
to other programs such as substance abuse programs or mental health clinics, 
few ex-offender employment programs have made provisions to accept or recon
side.[ these clients at a later date when they are better able to benefit from 
employment services. Furthermore, many ex-offenders never reach the applica·
tion stage because most programs have no mechanism for informing or working 
with clients while they are incarcerated. In addition, few programs pursue 
an active outreach campaign to attract high risk ex-offenders who have 
already been released. Thus, a program's potential impact for reducing 
recidivism is limited at the outset in terms of the number of ex-offenders 
who apply or are actually served. 

In addition to the limitation on the number of ex-offenders served, most 
programs also limit their focus to that of immediate job placement. Little 
staff time is devoted to the development of long-term career goals,' follow
up, or recycling clients through additional preparation and placement ser
vices on an as-needed basis. Clients are not often instructed in job main
tenance techniques. Few programs provide post-employment services. Hence, 
many clients are lost to the program when they quit or are fired from their 
initial job placement. This short-term focus necessarily limits th~ poten
tial impact of programs on both client employment and recidivism rates. 

Programs utilizing the suggested approach would serve a large percentage of 
high risk ex-offenders. This approach would provide outreach and planned 
re-entry services targeted at a wide range of clients. An extensive network 
of service agencies would be developed. Intens~ve career counseling, post
placement support services, and additional preparation services for clients 
who fail after job placement would be crucial components of this approach. 
Programs using the suggested approach would facilitate the development of 
positive interpersonal support mechanisms to assist clients with their 
social adjustment and to inform them about better opportunities in the labor 
market. These features, which are generally lacking from present approaches, 
would increase the effectiveness of the employment services, thereby increas
ing the impact of the program on the duration and quality of employment as 
well as client recidivism. 
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4.2 Intervention Strategy 

It should be recalled that six broad categories of services were identified 
in Chapter 1 to provide a basis for site selection in the present stUdy: 
institutional preparation' community readjustment: pre-placement job prepara
tion' job development: job placement: and post-placement support. The 
intervention system proposed in this section, and set forth in Table 4.1, 
consists of a series of six steps or components that should be included in 
ex-offender employment prog~ams. These six steps parallel the service 
categories in Chapter 1 with two exceptions: first. the institutional 
preparation and community readjustment categories described in Chapter 1 are 
both encompassed by a planned re-entry step in the intervention system. 'l'his 
departure is due to the assumption that community readjustment ideally 
occurs during planned re-entry, before inmates are released into the commun
ity and faced with a number of readjustement problems that could prevent them 
from obtaining employment and contribute to recidivism. Second, in addition 
to the service categories in Chapter 1, the intervention system contains 
a non-service component: program evaluation. Through program evaluation 
efforts, knowledge and awareness of effective program practices and the 
conditions of success can be increased, providing the basis for i.'1formed 
policy decisions and program modifications. 

The intervention strategy thus consists of six components, each of which 
follows sequentially from the preceding stage: (1) planned re-entry services' 
(2) pre-placement job preparation services~ (3) job development services: 
(4) job placement services: (5) post-placement supportive services· and 
(6) evaluation of proqram services. For each of the six steps in the inter
vention system, Table 4.1 pr·esents: 

• examples of the types of program element.s that might be 
included (such as specific services. activities, and 
staff positions) ~ 

• the intended changes that the program elements may 
produce (ifl client assets or behavior. job charcter is
tics, attitudes or behavior of employers, subsequent 
program operations, etc.): and 

• basic assumptions concerning the effect that program 
elements and the changes they produce will have on 
ex-offender unemployment (e.g., facilitate community 
reinteqration, increase employability, minimize employ
ers' resistance to hiring ex-offenders). These assump
tions provide the framework for development of the 
program elements. 

The intervention system is intended to provide examples of spec1£1c elements 
that program policymakers may choose to incorporate, not to set forth a 
comprehensive list of services or prescribe the best methods and techniques 
for carrying out these program elements. While the intervention system 
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Table 4.1 
Suggested Intervention System for Ex-offender Employment Programs 

Program Elements 

• Intake and gathering of 
basic client informa
tion (e.g., social 
security number~ 
employment and criminal 
histories) 

• Client assessment 
• Anticipation of housing and 

subsistence needs upon 
release and determination 
of possible sources of 
assistance 

• Prison industries 
• Drug and alcohol treatment 
• Medical screening and 

treatment 
• Family and community re

integra.tion counseling 
• Career ,md vocat,ional coun-

seling 
• Job readiness workshops 
• WOrk release 
• Seminars on community re

adjustment, available 
community services, etc. 

• Volunteer sponsors 

Step 1: Planned Re-Entry Services 

Intended Changes Produced by 
Program Elements 

• Incre~sed coping skills 
• Minimi~ed health problems 
• Greater knowledge of services 

available upon release 
• Greater knowledge of client 

background and skills to 
permit appropriate targeting 
to services and jobs 

• Improved job skills and work 
habits 

~ Increased receptivity to 
employment and employment 
services 

• ~asier reintegration into 
family and community 

• Greater options and resources 
for housing, food, clothes, 
and transportation 

• Earlier readiness for post
release employment serVLces 
a~ld job plaQement 

Assumptions Upon Which 
Program Elements are Based 

• Addiction, subsistence, 
medical, family, and other 
proble:ms can interfere 
with employment and use of 
employment services~ when 
the 'effects of these prob
lems are minimized, employ
abi,lity increases 

• Ex··offenders will be better 
equipped to readjust to non-· 
institutional living, obtain 
& job, and resist further 
involvement in crime if both 
their current problems and 
those anticipated upon 
release are addressed while 
they are still institution
alized 

• Initiation of employment 
program services prior to 
release will improve the 
quality and speed of job 
placement 

~ , 
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Table 4.1 (cont'd) 
Suggested Intervention System for Ex-offender Employment Programs 

Program Elements 

• Client assessment 
• Job readiness workshops 
• Skill training 
• Adult basic education or 

general equivalency degree 
preparation 

• Supported work/work 
experier.ce 

o Career oounseling 

Step 2: Pre-Placement Job Preparation 

Intended Changes Produced by 
Program Elements 

• Greater knowledge of client 
background, skills, and career 
aspirations to permit appro
priate targeting to services 
and jobs 

• Increased education, technical 
skills, and job retention 
skills (i.e., employability) 

• Increased receptivity and 
adjustment to employment 

't! 

Assumptions Upon Which 
Program Elements are Based 

• Increased education, technical 
skills, and job retention 
skills (i.e., employability) 
will increase client access to 
jobs characterized by high 
wages, career growth poten
tial, and minimal turnover 

• Intermittent employment, 
long periods of unemployment, 
and high risk of recidivism 
are less likely when ex
offenders are able to obtain 
good jobs targeted to their 
backgrounds, skills, and 
career aspirations 
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Table 4.1 (cont'd) 
Suggested Intervention System for Ex-offender Employment Programs 

Program Elements 

• Education of employers con
cerning ex-offender employ
ment opportunities 

• Maintenance of on-going 
contact with actual 
and potential employers 

• Utilization of unions to 
identify new job oppor
tunities 

• Coordina~ion with business 
organizations (e.g., 
Chamber of Commerce and 
National Association of 
Business) 

• On-the-job training 

Step 3: Job Development 

Intended Changes Produced by 
Program Elements 

e Increased receptivity of 
employers to hiring ex
offenders 

• Greater number of jobs 
available to ex-offenders 

• tncreased likelihood that 
clients will be placed in 
"good" jobs consistent 
with their backgrounds, 
skills, and career 
aspirations 

Assumptions Upon Which 
Program Elements are Based 

• Employer and union fears and 
reservations about hiring ex
offenders can be minimized by 
information delivered in 
person by job developers 

• Increased employer aware
ness of ex-offenders' 
employability will increase 
the number and quality of 
jobs available to them 

• Many jobs are found 
through "contacts" rather 
than want ads or other f6rmal 
listings~ by developing 
contacts for ex-offenders, 
more offenders can obtain 
appropriate employment 
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Table 4.1 (cont'd) 
Suggested Intervention System for Ex-Offender Employment Programs 

Program Elements 

• Familiarization of ex
offender clients with the 
job search and hiring 
process 

• Staff-arranged job 
interviews 

• Organization of files 
containing information 
on employers (e.g., 
benefits, salari~s, 
hiring preferences) and 
the outcome of each 
placement attempt 

• On-the-job training 
placements 

Step 4: Job Placement 

Intended Changes Produced by 
Program Elements 

• Greater awareness of indivi
dual employer needs, actions, 
and opportunities 

• Increased number of job 
placements 

• Increased number of place
ments in ngood" jobs con
sistent with client back
grounds, skills, and 
career aspirations 

• Decreased time period between 
initiation of the job 
search and acquisition of 
a job 

Assumptions Upon Which 
Program Elements are Based 

• Employable ex-offender 
clients may remain un
employed due to lack of 
knowledge and experience 
in effective job search 
techniques 

• Greater knowledge of indivi
dual employer needs, actions, 
and opportunities increases 
the likelihood of success 
in subsequent placement 
attempts with the same 
employer 

'. 
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Table 4.1 (cont'd) 
Suggested Intervention System for Ex-Offender Employment Programs 

Program Elements 

• On-going counseling 
and support (e.g. , 
in groups, on-site) 

• Hotlines 

• Volunteer sponsors 

• Additional placement 
assistance to facilitate 
movement up the career 
ladder 

• Referral to additional 
services as needed (e.g. , 
drug or alcohol treatment, 
evening education) 

.. 

Step 5: Post-Placement Supportive Services 

Intended Changes Produced by 
Program Elements 

• 

e 

• 

• 

Increa~ed adjustment to 
employmentr co-workers, 
and work settings 
Decreased rate of post
placement failures (i.e., 
voluntary or involuntary 
terminations that do not 
represent calculated 
career moves) 
Increased utilization of 
available training and 
social services on an 
as-needed basis 
Increased likelihood that 
clients will reach 
ultimate career goals 

.~ .. 

Assumptions Upon Which 
Program Elements are Based 

• Post-placement sup~ort will 
increase ex-offenders' job 
retention and length of 
job tenure 

• Post-'placement support will 
enhance clients' ability 
to advance in their career 
paths 
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Table 4.1 (cont'd) 
Suggested Intervention System for Ex-Offender Employment Programs 

Program Elements 

• Program monitoring, 
including program records 
analysis, observations 
and checklists, and 
surveys of clients, 
program staff, staff 
of referral agencies, 
and employers 

• Impact evaluation, 
including specification 
of target population, 
program intervention 
strategies, research 
design, and outcome 
measures 

Step 6: Program Evaluationa 

Intended Changes Produced by 
Program Elements 

• Increased knowledge of 
effective program practices 

• More efficient allocation 
of staff and resources 

aSee Chapter 5 for a discussion of program evaluation procedures. 

Assumptions Upon Which 
Progr,M\ Elements are Based 

• Program success can be 
maximized where know
ledge is gained on the 
effectiveness of existing 
practices and techniques 
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itself- has broac! applicability to most jurisdictions and provides a general 
organizing principle for a comprehensive ex-offender employment program, the 
specific methods and techniques used to implement this 2strategy must be 
tailo~ed by practitioners to local needs and conditions. Thus, each set 
of services or program elements presented in' the intervention strategy can be 
provided in a variety of ways. 

Figure 4.1 provides an overview of the sequence of steps contained in the 
intervention~ system and their intended L~pacts on ex-offender clients and 
employment and reGidivism outcomes. unf'ortunately, typical ex-offender 
employment pr.ograms omit several key program elements or servic~Q set forth 
in the intervention system outlined here. Programs often fail to achieve the 
intended clDllulat.ive impacts because: (1) there is no systematic linkage 
between community--based ex-offender employment ·pI'Qgrams and correctional 
training and re-entry programs: !2) few joint treatment efforts are attempt
ed with other programs: (3) post-placement supportive services are not 
provided: and (4) program services are not evaluated. 

Two gene£'al delivery system characteristics which are needed to implement the 
intervention system--an interagency network and linkages with inst.i,tutional 
programs--are discussed in the following section. 

4.2.1 Delivery System Characteristics 

The implementation of the intervention system requires an interagency 
network that can provide a "'ide range of services to ex-offender clients on 
an as-needed basis. Residlent:i,al drug and alcohol services, out-patient 
mental health services, falmily counseling, medical services, and legal 
services are those which are most often needed by ex-offender clients. 
Because ex-offender employment< programs typically do not have sufficient 
funds or staff expertise to provide quality services in all of these areas, 
they most often reject the clients who. are actually in greatest need of 
receiving employment services. ,A network ",of agencies that provides joint 
treatment services is necessary to prevent the exclusion of ex-offenders with 

. drug,,;-r.!lcohol, medical, mental health, and legal problems. The network 
'should be capable of providing specializ(~d services and subsequent job 
preparation~ job development, and placement tser.vices. This process should be 
differentiated from the general practice of referring ex-offenders with 
$pecial ,:problems to another agency when they are rejected fran employment 
services:. programs. 

'X:be implementaltion of the ir ervention system also requires direct and formal 
U.nkages betwe\en institutional programs and the community-based interagency 
network. Prison industry, work-release, and pre-release programs by their 

2Sound intervention strategies are sometimes rejected as failures 
because the methods and techniques used to implement the strategies were not 
transferable from one locality to another. 
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StllP 1 

PlaMed 
Ae·Entry 
Services 

St.p4 

Job 
Placement 
Services 

Figure 4.1 

Intended Impacts of the Intervention System 
on Ex·Offender Clients and Employment and Recidivism Outcomes 

Increases: 

• degree of 
community 
reintegration 

• receptivity 
to employment 
services and 
employment 

Increases: 
.. speed of entry 

Into jobs 

... 

• access to "goad" Jobs 
• match between 

clients' career goals 
and placement 

Stap 2 

Pre·Placement 
Preparation 
Services 

St.p 5 

Post·Placement 
Supportive 
Services and 
Follow·Up 

Cumulative 
Impacts of 
St.pI1·& 

Increases: 

• employability 
• placement options 
• access to "good" jobs 
• ease of job develop· 

ment and placement 

St.p 3 

Job 
Development 
Services 

&t.p& 

Increases: 

• access to "good" jobs 
• ease of placement 
• match between 

clients' career goals 
and placements 

-------~ r_--------..., 
Increases: 

• job retention 
• Job satisfaction 
• percent time worked 
• total annualized 

earnings 

• acces.s to noncriminal 
support grouplsystem 

• utilization of 
additional training 
and social services 

• Increased Job 
retention 

• Increased earnings 
• Increased career 

mobility 

• decreased risk of 
recidivism (reduced 
rates of recidivism) 

Program 
Evaluation 

Increases: 

• knowledge and 
aWareness of 
eifel tlve practices 
and the conditions 
of success 
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nature do not generally provide the support necessary for successful reinte
gration and employment after the inmate has been releClsed from confinement. 
The community-based ex-offender employment program ,should be equipped to 
provi~e the necessary additional supportive serviCE~s and coordinate the 
delivery of these services with the network o'f community-based correctional 
agencies. 

4.3 A Syggested Approach 

The approach presented here incorporates a number of potenti,ally effective 
program methods or techniques. A modified job development and placement 
approach is included, containing three main components: (1) an outreach, 
intake, and assessment unit1 (2) a preparation services unit; and (3) a job 
development and placement unit. Table 4.2 details the responsibilities 
assigned to staff members in each of the three units. 

This approach requires linkages between the ex-offender employment program 
and a network of cr iminal justice inl3titutions, legal anc'i social service 
agencies, educational and training programs, and business, community, and 
IQbor organizations. 

Each component of the suggested approach is descr ibed in the remainder of 
this section. In the discussion which follows and in Appendix C, examples 
are provided from existing programs·' that have devised strategies for the 
successful implementation of pa~ticular elements of this approach. 

4.3.1 Outreach, lritake, and Assessment 

Planned Re-Entry. Most existing programs do not provide a pl~nned re-entry 
process for inmates who are about to be rele.l'lsed from correctional facili
ties. As a result, many releasees who are not psychologically prepared to 
face the world outside prison or who are without any anticipated means of 
support are not brought to the attention of these programs. Certain initial 
obstacles must be overcome when establishing a planned re-entry program-
difficulties cau~ed by lack of cooperation from corrections officials, inmate 
apathy and suspi'Cion, or inmates who do not understand ,the voluntary nature 
of the employment program or the importance of their active participation. 
The potential gains from addressing these obstacles certainly merit the extra 
staff effort involved--the program is brought to the attention of those 
inmates who are most likely to need its services and the time period between 
a client's enrollment in the program and plac~ment on a job can be consider
ably shortened, since many intake and preparation tasks can be accomplished 
prior to ,release. For example, a ,problem such as the absence of ti social 
security nmnber (which could delay employment for up to two months) could be 
solved prior to the date of release. In addition, time consuming but impor
tant activities such as career and vocational counselin91 verification of 
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Table 4.2 

Responsibilities Associated With Three Main 
Components of the Suggested Approach 

outreach, In~a~e. and Assessment Unit 
'{ .. 

Staff members are responsible for developing or co~aucting: 

• introduction of program to local criminal justice and social service 
agencies to fa~ilitate referrals1 

• outreach campaigns through the media1 

• planned re-entrY1 

• client profiles containing information on education, skills, and 
employment and criminal histories1 

• in-depth client interviews 1 

• client testing; and 

• written career action plans. 

2. Preparation Services Unit 

3taff members are responsible for provflding or arranging: 

• job teadiness Workshops, 

• adult basic education or general equivalel~cy degree training7 

• pre-vocational and skill training7 

• supported work/work experience7 and 

• referrals to other programs providing needed training, counseling, 
or treatment services. 

3. Job Development and Placement Unit 

Staff members are responsible for: 

• arranging interviews for clients7 

• conducting follow-up on interviews that lead to rejection: 

• maintaining written information on each employer and attempted 
placement 7 

85 



Table 4e2 (cont'd) 

Responsibilities Associated With Three Main 
Components of the Suggested Approach 

• coordinatinq job development with business and labor organizations~ 

• arranging job marts~ 

• developing union placement mechanisms~ 

• developing on-the-job training sites: 

• training clients f?r employment at a specific company~ and 

• providng post-placement support services including follow-up investi
gation and additional placement and social services assistance. 
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previous employment, and identification of previous employment patterns could 
be initiated before release. (See Appendix C-1 for a discussion of the 
planned Ie-entry services provided by the Heart of America Job Therapy M-2 
Program in ,Kansas City, Kansas.) 

Ata minimum r the programs using the suggested approach would offer inmates 
the foliowing services pr ior to release: 

1. an introduction and orientation to the ex-offender 
employment program~ 

2. 

3. 

4. 

5. 

6. 

an opportunity to complete work and criminal history 
forms~ 

a f'eview of available community resourkes and addi
tional supports that may be neieded1 

assessment services to identify individual capabili
ties~ 

career and vocational counseling servic~~ to determine 
general interest areas for employment~ atld 

job readiness workshops. 

The degree to which services such as skill training and remedial education 
courses can also be offered will, of course, vary according to local circum
stances. However, services shOUld be coordinated with existing prison 
programs. Placement assistance, if unavailable through the pr ison industry 
program, should also be provi4ed. 

Community-Based Intake and Assessment. It is essential that the program be 
properly introduced to local criminal justice and social service agencies to 
avoid duplication of services that are already available and to facilitate 
referrals between these agencies and the employment program. Techniques for 
introducing an ex-offender program into the network of existing agencies are 
discussed below in Se~tion 4.4. (Appendix C-2 provides a discussion of the 
intake and assessment processes of Community Correctional Services, in Geneva, 
Illinois.) 

Recruitment is fairly straightforward after the program has been properly 
introduoed. The type of clients, range of services, and average time needed 
for service delivery should be reiterated constantly, to referral sources. 
The program should guard against coer,cing clients into enrolling: the 
program is voluntary and pl~ces responsibility on the ,clients for help
ing themselves. 

In addition to reliance on other agencies forreferrala, media advertising 
should be used both to educate the community and to notify ex-offenders about 
the services provided by the program. The media message should discuss 
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fo~me~ ~lients,who h~ve received services and succeeded in finding and 
malntalnlng deslr~ble Jobs. The role of the business community should also 
be noted for helplng ex-offenders to succeed in this respect. 

Information on work history, education, criminal history, vocational skills, 
and other relevant character istics should 'be collected after a client has 
enter~~ the program. Work history information should be verified with former 
~r:;plo~~r~ and prior work patterns (both positive and negative) should be 
lde~t~fle~. Criminal history should also be verified thoroughly. The 
verlflcatlon of other types of information should be conducted on the 
basis of funding requirements. 

The decision of whether to accept or reject applicants should also be made in 
acco~dance with funding guidelines. No ex-offender should be denied any 
serVlces. Therefore, those who do not qualify for participation in the 
program should be referred to a network agency. 

The assessment process begins when the client and staff meet for the first 
~ime. ~r7ss, behavior,' attitude, language, posture, eye contact, punctual
lty, ~blilty ,to, organlZe and present personal information, and any other 
behavlor ~xhlblte~ b~ the client should be at least subjectively--and, 
wh~n p?sslble, obJectlvely--rated. An in-depth interview addressing the 
cllent s hopes, goals~ and "ideal self" should be conducted before any 
att~mp,ts, are made, to lnvolve the client in job preparation or placement 
actlvltles. ~~tltude, vocational interest, and manual dexterity tests 
should be admlnlstered to permit the identification of educational skills 
a~d vocational interests. Because many ex-offenders may be unable to pro
vlde an accurate estimat,ion of their strengths and weaknesses, the testing 
proce,s~ ~an often provl.de a more realistic perspective on the client's 
capabl~ltles. Th~ assessment data may allow the career development counselor 
and cllent to declde upon the services needed. 

A wr itten career action, plan is an essential component of the suggested 
a~proach. The pl?n details the specific training needs and job sequence that 
Wlll, lead, the cl~ent ~O,his ~areer ,90al. In many programs career planning 
~onslsts of a, fl~e-mlnute d~Scusslon of training or ~ediate placement 
lnterests. ThlS 1S clearly lnadequate. Substantial effort is required to 
explo~e sho,rt- and long-range career goals and to determine the client's 
startlng polnt. After the goals and starting point have been determined, the 
prog~am mus~ a~d~ess.a strategy for meeting the client's survival needs while 
seeklng an lnltlal.J~b and subsequent jobs as outlined in the career plan. 
~e plan also speclfles the job preparation services to be provided, either 
dlrectly or by referral to a network agency. The purpose of each element of 
the plan should be discussed thoroughly, along with the type of job sought 
a~d the degree of effor,t that wiil be required on the part of the client. 
Flnally, the career action plan should be Signed by both the client and the 
counselor. 
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At this st.age in the process, most employment progri.lmS would reject high risk 
clients with problems that render them "unpresentable" to employers. Clients 
with severe drug, alcohol, mental health, or attitude problems would be the 
primary candidates for rejection. Under the sugg(l\sted approach, however, 
these clients would not be rejected. While the services and budget of the 
pxogram would not be expanded to meet the needs of these clients, linkages 
with agencies which specialize in the provision of drug, alcohol, and mental 
health services would be utilized. Cl.ients who apply t.o the program would be 
provided with a career action plan that specifies the types of intensive 
treatment they will receive. In addition, the prereqluisite conditions for 
further employment services would be stipulated. 'An e.ctensive problem-free 
period is not necessary before employment services can' continue. Clients 
should be moved into job preparation activities as soon as it is feasible. 

4.3.2 Preparation Services 

The pre-placement services offered within the suggested approach are similar 
to those preparation services offered by job development and placement (JDP) 
programs~ Job readiness workshops (see Appendix C-3 for ,a discussion of 
Employ-Ex's workshop in Denver, Colorado), adult basic educationl high 
school or general equivalency degree preparation, short-term skill training 
and refresher c:ourses, and short-term supported work/work experience are the 
major options fcor assisting clients who are not yet ready for placement.. It 
is during this phase that the agent::y network is utilized most fully ~ 'll 
program using the suggested approach coordinates the preparation services it 
offers with those available through other sources¥ thus avoiding costly 
duplication. It is important, however, for the preparation services staff to 
maintain on-going supervision of those clients who were referred to other 
programs to obtain a particular vocational or educational service. 

Long-term supported work is the major addition the suggested approach will 
make to the usual, constellation of JDP preparation services. The program 
would provide six to 12 months of support, graduated stress, and close 
supervision. These services are ess,ential for many high risk clients who 
have been referred to other agencies for intensive treatment. 

This suggested approach would also offer at least one in-house skill training 
course and one in-house supported work/work experience site. 'f~h~Sf.i services 
provide the necessary direct supervision and support for particuldrly diffi
cult cases, since they permit more direct control of treatment and training 
staff. The Esperanza program in San Jose, Californl.a (see Appendix C-6) , for 
example, operates an in-house cleri.cal training class and a print shop that 
provides pr inting ser\?ices for nonptofitagencies. Both sites allow counsel
ing staff and trainers to w(.)rk with the clients in a coordinated fal9hion. 
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4.3.3 Job Development and Placement 

Again~ the process use~ within this suggested approach resembles that of job 
development and placement programs. Job developers explain the program and 
special needs of ex-offenders to personnel directors and prospective employ
ers. The placement process and the availability of support services ~.re 
discussed. At the same time, the developers can learn about the company's 
policies and procedures, skill requirements, pay scaile, and other fea~Qres 
relevant to the employment of ex-offenders. The job developer will CQ,.ntact 
the employer when a qualified client is available, even if it is not clear 
that a job opening exists. This type of on-going contact serves to remind 
companies about the employment program's existence and may result in a 
job placement, since employers frequently choose to interview a client after 
hearing about his qualifications. In addition to air ranging interviews for 
clients, the job developer contacts the employer when clients are interviewed 
but not hired to determine why the rejection occurred. FailUres are then 
diagnosed and the information is shared with the clie:nt. This information is 
also used to benefit other clients, who can be better: matched to the needs of 
the particular employer involved. A profile should t~ kept on each employer, 
along with a record of ~~ outcome of each attempted placement. 

Hiring ex-offenders should be presented as a wise bu~iness decision to 
potential employers. The job development and placement process ,does not 
require the employer to do a favor for the ex-offender. Although 1t can be 
argued that an employer has a civic responsibility to help another human 
being and to contr ibute to the reduction of recidivism, t~,\e~e points. should 
not be overemphasi.~ed. Instead, the employer should be a.if'nsed to hue the 
ex-offender if he feels he is qualified for the job and can perform in the 
company's work environment. 

Additional development and placement strategies can also effectively increa~ __ 
the number of successful placements. These strat~ies include: (1) coordi
nat.ion with business and labor organizations~ (2) development of union 
placenent mechanisms~ (3) individualized on-the-job training placements~ and 
(4) training clients for employment at a specific company. 

Coordinated Job Development with Business and Labor Organizations. Programs 
operating under the suggested approach would coordinate their efforts with 
labor and business organizations such as the HlUIIan Resource Development 
Institute (HRDI) of the AFL-CIO, the National Alliance of Business (NAB), and 
local Jaycees and Chambers of Commerce. The strength of the various o~gani
zations and their interest and previous success in wo~king with ex-offenders 
vary greatly f~am one locality to another. However, many of these organiza
tions participate in employer education and public relations activities and 
are frequently strong advocates of ex-offender employment. While these 
groups are often involved in)ob development and referral processes, they 
usually lack a thorough intake, assessment, and screening capability. 
Therefore, programs should attempt to coordinate their assessment and screen
ing activities with the employer contacts in these organizations. 
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The ex-offender job mart, designed to br ing area employers and ex-offender s 
together to facilit&te job development and placement, is another activity 
which should be undertaken periodica.lly. Company representatives typically 
stc.,ff individual booths to pr.ovide information to ex-offenders concerning 
potential employment QPporturaities. Hopefully, the company representatives 
at the job mart wili schedule follo'w-up interviews and make a number of 
on-the-spot hires. (See Appendix C-4 for a discussion 0.£ the Massachusetts 
Department of Correction's job mart activities.) 

The j1,.')b mart is an important tEchnique that C3.n: (1) educate employers who 
have not worked with either the program or 'i,:.,x-offenders7 and (2) solidify 
relationships with employers who are already experienced in hiring ex-offend
ers. Furthermore, the mart can be of immense public relations value and can 
provide a forum for the exchange of ideas among members of the business and 
criminal justice communities. For example, the job marts held by the Massa
chusetts Department of Correction have successfully brought together several 
hundred employers with thousands of ex-offenders and produced a significant 
number of on-the-spot hires. Pllblicity for the job marts was provided by 
public service announcements ce.rried on a variety of local radio stations. 
Media coverage of the marts w~s also extensive. Major local newspapers 
.p'~ovided nearly a full page of coverage, which included inter.views with both 
~~-offenders and employers. Local television stations ran film clips of 
the mart on their nightly news programs. (See Appendix D for sample news 
releases and the brochure distributed to participants by the Massachusetts 
Department of Correction •. ) Third-party organizations playt;'t.! a significant 
role in' both the recru.itment of empl:oyers and the publicity for these job 
marts. Their valuable resources and potential assistance should fiot be 
overlooked. 

Finally, coordination with labor organizations should be achieved to strength
en program efforts to modify discriminatory laws, regulations, and social 
service guidelines that serve as barriers to ex-offender employment. Recent 
efforts. to counteract discriminatory laws and practices have slowed signifi
cant~~ and, unfortunately, the social climate is ripe for additional restric
tiO'tfs. Groups such as business and labor organizations can be invaluable as 
allies and advocates. Many of these organizations are already familiar with 
and c~~itted to the cause of ex-offender employment, and their political and 
social clout extends far beyond that of most ex-offender employment programs. 

Developnient of Union Placement Mechanisms. PrOgram staff should develop a 
long-.range strate~y to improve ex-offenders' access to union membership and 
placf"mtent activities. The assumption that unions are always barriers to 

. ex-offender employment must be re-evaluated in light of the recruitment and 
placement efforts of unions in several localities where women, ex-offenders, 
a.'ld minorities receive special assistance from many local, state, and na
tional union organizations. (See Appendix C-S for a discussion of the 
successful union placement mechanisms of the Step-Up program in Norfolk, 
Virginia.) -
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Several important aspects of the~ prior and current involvement of unions with 
special populations should be Iconsidered' in any str ategy to develop union 
placement mechanisms in a part.icular locality. First, many building trade 
unions actively recruit members from special population groups in order to 
maintain control of the work assignments on government funded construction 
sites. Contractors can recruit workers from a non-union pool if there is not 
a sufficient number of minority and women union members, thereby breaking up 
the strength of the union hiring hall. 

Second, some unions have historically been more receptive than other;s to 
granting membership to speci~l population groups. In various studies of 
blacks and the labor unions, the relative degrees of difficulty encount
ered when approaching three major groupings of unions are as follows: 

• Easiest access: The trowel trades--br icklaying, 
plastering, cement finishing, etc. Familiarity with 
skills can b,e gained by working as hod carriers anCi 
tenders. 

• More diff icult access: Carpentry, painting, and 
operating engineer trades. With hard work, signifi-
cant gai.ns have been made in increasing minor i ty 
membership. 

• Most difficult access: Electrical, plumbing, and 
mechanical trades. Electricali' plumbing, pipefitting, 
sheet metal, and iron work unions have histocically 
been the most exclusionary. Admission to unions and 
'training opportunities is limited and state and muni.
cipal licensing requirements are used to enforce 
exclusionary policies. 

Third, the establishment of. working relationships with uni-oh~f is a process 
that is best developed from the top downG National and state councils are 
generally more receptive than local chapters eo special population recruit
ment. 

Fil'lally, the most important aspect of union memberahip is that many indus
ttial and service unions offer memberships to individuals after a company has 
hired them. If an individual posseses the necessary skills and is hired, the 
union will automatically offer membership after a probationary period. 
Unlike the bqilding trade unions with hiring halls, industrial and service 
Unions must .allo\01 employers to control hir ing decisions. In states with 
"o~n shop" laws, unions are very anxious to have every new employee join the 
union to increase its membership and strengthen its ·bargaining position. 

3Ray Marshall, The Negro and Organized Labor (New York: John Wiley 
and Sons, 1965); and Richard.L. Rowan and Lester Rubin, Opening the Skilled 
Construction .Trade to Blacks: A Study of the Washington and Indianapolis 
PJ.--!!1s. for Minority EmplOYment (Philadelphia: University of Pennsylvania 
Press, 1972). . 
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Indivir)ualized On-the-Job Training Development. The two strategies outlined 
above are broad yet potentially effective approaches to.the general problem 
of employing ex-offenders. Several existing programs have also experienced 
great success with individualized on-the~job t.raining (OJT) and training 
targeted for employment at a specific companYa 

Programs operating under the suggested approach would be capable of develop
ing on-the-job training sites for their clients. Many CETA-funded OJT 
efforts use large companies or training sites in which CETA applicants 
(ha~d-core unemployed, displaced homemak~rs, youth, the handicapped, and 
ex-offenders) must compete with each other for available job elats. By 
developing an OJT site or sites clf its 01m, the program can establish OJT 
practices that conform to the career goals of its ex-offender clients and 
eliminate some of the competition with other CETA client g~oups. Although 
there should be an option for l'Dng-term employment, these OJT sites should 
be viewed primarily as training sites. It is not necessary fgr employers 
to be contractual.ly obligated to hire the ex-offender. after the training 
has been completed. Th~s~pPtotwh'wi11·enable the program to offer spe.cial
ized trainina taex,,;,:offEmde:cs. These OJT efforts would be similar to work 
experience siots, but they would offer a higher level of skill. training. 

Training for Employment at a Specific Company. Under the sugg&sted approach, 
a program would develop or contract for tr&ining courses designed to provide 
a specific company with ex-offenders who can begin proouction level (as 
opposed to training level) work immediately upon their being hired. This 
type of training would eliminate the usual two- to three-month training 
prl:)cess which most new employees undergo •. '!'he curriculum of the program/Is 
training course would be developed jointly with the company staff and should 
include both off-site and on-site tra.ihing at the company plant, as well as 
adjustment to the work setting, co-workers, supervisor·s, specific equipmen':~ 
and the company schedule. One training contractor using this approach is so 
pleased with the results of this process and the response from business that 
he has signed a "guarant.eed placement" contract: the ex-offender program 
pays for the 'training services only after each trainee has been placed. (See 
Appendix C-6 fe:c a discussion of this ·type of guaranteed placement contract 
developed by Esperanza in San Jose, California.) 

Post-Placement Support Services" Under the suggested <~pproach, the respon
sibility of the program's job development and placement staff does not end 
when a client has been successfully placed on a job. Instead, a significant 
portion of staff time is devoted to J?,;eviding post-placement assistance to 
both employers and clients. At pr:~~ent, such follow-up assistance is ,,·ir·~ 
tually non-existent in mog1; ex-offender employment programs. Follow-up is 
usually limited to periodic telephone contacts with the employer to determine 
if the client is still employed. Although job developers offer assistance if 
either the employer or client reports problems, little 'time is devoted to 
"troubl.e shooting" or adjustment counseling. 
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In contrast, a program operating under the suggested approach would have a 
sufficient number of lob developers to allow each one to spend 20 to 40 
percent of his time providing post-placement assistance. Prog~ams might 
also train volunteers to provide fr iendship, support, and guidance for as 
long as the client desirE:;s such help. Follow-up activities, which will 
vary somewhat with the type of program and its target population, might 
include: (1) group counseling and support sessions held regularly during 
the early months of ero.ployment; (2) on-site counseling with groups of 
clients and their supenTisors: (3) hotline services1 (4) additional place
ment assistance when clients are ready for another step forward in accord
ance with their career action plans~ and (5) arranging for additional 
services such as evening education or training classes, family or marriage 
counseling, drug or alcohol treatment, and other social service assistance. 

During the post-placement phase, programs should provide ex-offender clients 
with an on-going interpersonal support syst,em. Program counselors, volun
teers, or other employed clients should be available to provide social 
support. The program staff members should also view themselves as employ
ment "contacts." Ex-offenders often lack an extensive network of friends, 
family, and past employers who can provide them with employment leads. 
Clients should be encouraged to call staff members for information on new 
jobs and recommendations fl)r better positions. 

The few programs that regularly provide some of the post-placement services 
listed albove have found them to be effective in imprOVlk1g thei: clients' job 
tenure. For example, the Esperanza program in San Jose, California attri
butes much of its long-term client success rate at a group placement site to 
group counseling sessions held at the plant. Another program, Project HOLD 
in Brighton, Maine, notes that its hotline has handled many late night crises 
th$it could have prevented employed clients from attending or kf.!eping their 
jobs~ 

4.4 Implementing ih~ Suggested Approach 

Identification of the target group,s) to be served is the initial task to be 
undertaken by the program planners; The suggested approach is res~nsive to 
the needs of a broad array of clients~nd is flexible enough to shift its 
emphasis from one approach to another as local conditions change. Program 
planners must determine at the outset: (1) the client groups most likely to 
require program ass~stance in finding and keeping jobs7 and (2) the combina
tion of services that will best meet their needs. Planners must also iden
tify: (1) the number of releasees and parolees returning to the program's 
catchment area1 and (2) the percentage of uc~mploYed ex-offenders that could 
feasibly be served by the program. Corrections and parole staff should be 
interviewed to construct educational, employment, cr imina! history, and 
SUbstance abuse ptofiles on the local ex-offender population. These inter
views will also help planners to select target groups and determine those 
that should be given priority. 
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Analysis of the local labor market is also an imp'<>r.tant comp<?ne?tof program 
impJ,ementation and a necessary and integral actlvlty of eXlstl.ng programs. 
Loc,'al labor market conditions are subject to change and program planners 
sholuld monitor local trends closely to ensure that their services do not 
train client$ for jobs in a glutted area of the market. CETA prime sponsor 
analyses, state employment data, market reports, and interviews with person
nel directors of selected companies are among the sources planners can use to 
assess the employment opportunities, skills required to penetrate the 100a1 
l,abo:: market, and segments of the market where growth is occur ring. 

To prevent the duplication of services that are already available e1sewhe~e, 
the identification of existing services should begin with a comprehenslve 
review of relevant local service providers. These agencies may include: 

• 

• 

• 

• 

• 

halfwa~' houses and drug and alcohol treatment houses, 
to which program clients can be referred when they 
demonstrate a need for resider.ltial support and super
vision, and from which clients in need of employment 
services can be referred7 

social service agencies providing emergency food, 
housing, clothing, and child care; 

mental health clinics providing short- and long-term 
out-patient services for mental illness, individual 
psychiatr ic care, and family and marriage counseling~ 

legal services to handle a variety of problems (e.g., 
alimony, child support, and outstanding warrants) 
that may be serious enough to interrupt employment~ 

and 

business and labor organizations that advocate ex
offender employment, such as the local chapters of 
Human Resource Development Institute of the AFL-CIO 
and the National Alliance of Business. While not 
service agencies in the traditional sense, such organi
zations can be extremely valuable for job development 
assistance and employer educ~tion. Unions and Chambers 
of Commerce should also bejtnvolved to the greatest 
extent possible ~ Relationshipe must be cultivated and 
maintained in order to fully utHize these organiza
tions. Lack of attention to acd ~ollaboration with 
these organizations would be a maf~~ deficiency in 
program operations. 
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An intetag').!ncy network, composed of service providers such a~ those li-sted 
above, should be established before the program is initiated. The network 
should be a "closed" or self-contained system that provides specialized 
services to ex-offenders on an as-needed basis, both before and -after job 
placement. For example, clients with substance abuse and serious social 
ad~ustment problems can be referred to appropriate centers or halfway houses 
pr lor to placement in jobs. Similarly, a wide variety of services may be 
needed after placement to enable clients to become regular and productive 
employees. The program itself need not provide these support services 
direc::tly and.' indeed, it would be both unnecessary and costly to dupl:i~cate 
serVlces avallable elsewhere in the community. However, program staff should 
retain PI imary responsibility for seeing that their clients receive the 
support services they need and career development plans should include 
referrals to other agencies whenever possible. This is particularly impor
tant for those clients who are referred to other agencies as part of their 
pr.'e-placement services. It is also important that supplemental services be 
provided for an extended period to help the clients maintain and expand their 
progress. 

The selection of direct service offerings should be based on: (1) the needs 
of the client population 1 (2) the characteristics of the local labor market1 
(3) existing employment-related services for ex-offenders1 and (4) the 
requirements of funding agencies. As stated above, both the needs of the 
client population and local labor market characteristics tend to be fluid. 
Changes will also occur in the service capabilities of networ.k agencies. 
Therefore, program planners and practitioners alike should be cautioned to 
examine and re-evaluate these variables at regular intervals to ensure the 
best fit between the services they provide, services available from other 
agen'cies in the community, and client needs. 

Identification of funding sources and their criteria for funding is essential 
to the program's success. Multiple sources rnust be identified to enable the 
program to serve ex-offenders with a wide range of needs and income levels. 
The mandate of a single funding'source is generally not wide enough to 
accommodate all phases of the suggested approach described in this chapter. 
However, a creative approach to multiple sources can result in the funding of 
all phases of a given program and, in addition, may produce "experimental" or 
"research and development" monies that can be used to expand the services 
offered. Taken singly, these "extra" funds may seem insignificant and 
unworthy of the extra time and effort required to obtain them. For example, 
a $500 grant fran a business organization for outreach advertising and a 
$2,000 appropriation for experimental job development strategies may not 

. We that comprehensive systems or networks can provide ex-offend
ers with specialized services and easier access to other systems such as 
mental health or vocational rehabili tatioo agencies. They also enable the 
ex-offender employment program to provide clients with the help they need 
wi thout drastically increasing staff and budget size. However, networks 
do not guarantee appropr iate or quality treatment services. The net.work 
is the framework for providing good services, not the services themselves. 
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appear on the sur face to mer it the staff time involved in procur ing the 
funds. However, the impact of these funds can be immense when they are 
obtained by program planners as part of a carefully considered strategy. 

The use of multiple sources can also minimize the impact of one source's 
specific funding guidelines on various target groups. For example" CETA 
income requirements frequently affect the program's acce,ptance of cllen~s: 
ex-offender applicants are rejected if their pr ior earnlngs make th~m, In
elig ible to participate in CETA-funded training. yet, ~rom a ~r,lmlnal 
justice treatment orientation, the frustration, and desperatl0n exhlblted by 
ex-offenders ar,e far more important than past lncome leve,ls,: an ex-offender 
fired from a high paying job may be more likely to recldlvate than an ex
offender who is not accustomed to success in the employment world. Programs 
drawing solely from CETA funds could not se,rve such a c~ient, while programs 
with multiple funding sources might very llkely meet hlS needs successfully 

and at a minimal cost. 

Staffing needs will, of course, be determined by both the particular serv~ces 
offered by the program and the number of clients to be served. :he requlred 
number of staff m~mbers will also be determined by the allocatl0n of s~aff 
time between the immediate goal of job placement and the longer term obJec
tives of job tenure and career success. The degree to which the progr~m 
coordinates with network agencies and the number o.f volunteers, u~ed to ald 
clients will also affect the number of staff requued. The hUlng of ex
offenders as staff members is essential in all programs. They demon~trate a 
rapport, sensitivity, and tolerance with clients that serve to lncrease 
client co.mmunication and improve the attitudes of other staf~ members and 
potential employers. Planned re-entry services, job prepara~10n works~ops, 
and post-placement contact in the community may be better recelved by cllents 
if ex-offenders are involved in performing these tasks. Furthermore E employ
ers who are hesitant about interviewing ex-offenders, or have stereotyped 
views about the conduct and capabilities of ex-offenders as a who~e, may be 
convinced to re-evaluate their attitudes by a job developer who lS also an 

ex-offender. 

Program evaluation is essential within the suggested approach. Like other 
social service org~nizations, ex-offender employment programs have a respon
sibility to their clients, the public, and their funding ~ources to asse~s 
continually and improve upon the efficiency and effect.lvenes,s o~ theu 
services. When performed properly, evaluation can provlde obJectlve and 
reliable information on program performance. Unfortunately, ho'itlever, the 
evaluation of ex-offender employment programs is a difficult task. It 
requires pre-planning, trained personnel, extensive staff time for. data 
collection, cooperation from many different organizatio~s, and a .co~ltm7nt 
from program staff that they will participate. ~he merlts and,dlfflcultles 
inherent in program evaluation are discussed ln the followlng chapter. 
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5.1 Introduction 

Chapter 5 
PROGRAM EVALUATION 

In the previous chapter program evaluation was included as an essential 
component of the recommended intervention system. Information gained through 
program evaluation is needed in order to refine operations, redesign inter
vention strategies, and, when necessary, terminate ineffective approaches 
and adopt new strat~ies. Program evaluation can provide practitioners, 
planners, and policymakers with information on: (1) the strengths and 
weaknesses of current implementation effortsJ (2) the types of clients who 
benefit most fran the programJ (3) the types of clients who drop out or 
otherwise fail to benefit fran the programJ and (~) overall program effec
tiveness or other outcane measures which can be used to justify continued 
funding for services. 

Currently, practitioners and funding agencies devote a considerable amount of 
time and resources to various forms and levels of evaluation. Federal agency 
funding requirements have resulted in the collection of a large amount of 
client data by most programs. Demographic information and criminal and 
employment histories are typically maintained on each client participating in 
these programs. Programs also generally record the number of clients served 
and the number placed on jobs. In addition, they may record the length of 
time spent on the job and whether clients are: rearrested or reincarcerated. 

Unfortunately, relatively few programs have been evaluated thoroughly or 
properly. Although the time and resources invested in data collection 
are substantial, program data are generally under-utilized for evaluation 
purposes. The under-utilization appears to be the result of: (1) confusion 
and lack of research experience amonq practitioners~' (2) the infrequent use 
of external sources of expertiseJ and (3) limitei financial resources for 
evaluation. The confusion of practitioners is amplified when their priori
ties are unclear: they may be advised to emphasize one set of concerns by '" 
criminal justice agencies and another set of concerns by manpo~er agencies. 

The criminal justice agencies and evaluators are -typically concerned with the, 
impact of employment and employment services on the rearrest and reincarcera
tion rates (i.e., some form of recidivism) of clients. The critical question 
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they seek to answer is: "As a result of employment services, did ex-offend
ers who received these services exhibit lower rearrest or reincarceration 
rates than a comparable group who did not receive services?" If it is 
established that rearrest and reincarceration rates are indeed lower for 
those who received services, the cr iminal justice cr iter ion of success is 
satisfied. The limitation of this, however, is that a client who participates 
in employment services and is placed in job after job without' retainina a 
single one for more than several weeks will be considered a success if he has 
not been rearrested or reincarcerated in 12 months. 

In c01ntrast, the manpower agencies and evaluators are concerned pr imarily 
wi th t.he labor market entry and job retention of ex-offenders. For them, 
the primary evaluation question is: "Have the employment services improved 
the labor market entry and retention rates of ex-offender clients?" From the 
,perspective of the manpower evaluator, a client who finds and holds a single 
job for 12 months and then is rearrested or reincarcerated may be conside~ed 
a success because the labor market entry and job retention goals were achiev
ed. The measures preferred by criminal justice agencies and manpower agen
cierz- for determining program success both have their merits, and thus it 
appears that evaluations should not focus on one set of concerns to the 
exclusion of the other. 

In general, evaluations may be conducted on two different levels. The first, 
termed a monitoring assessment, investigates the relationship between program 
inputs, outputs, and short-term effects. Often, this involves examination of 
the program process--the number of ex-offenders served, the length of time 
~hey r7m~in in the program, or other characteristics of the way the program 
1S adm1n1ster ed and oper ated. Moni tor ing assessments may also examine some 
of the short-term effects of the program, such as its effectiveness in 
maintaining offenders' employment or reducing their involvement in cr ime 
while they are participating in the program. 

Most often the monitoring assessment will not involve additional data collec
tion efforts, as it uses the types of data normally collected by the ex
offender program. This level of evaluation is generally inexpensive to 
conduct, and may be carried out by the program staff themselves. Issues 
involved in monitoring assessments are examined in Section 5.2. 

The second level of e1Jaluation, the impact assessment, addresses more long
term effects of the program, Le. whether the program has had its intended 
impact and the degree to which the program is responsible for the imoacts 
achieved. Although program staff may conduct th.ese evaluations, it is ~ften 
more practical to employ trained evaluation experts to develop the evaluation 
plan. The evaluators will develop an overall research plan, including 
selection of the research designs, evaluation criteria, and standards. I~ 
addi tion, they will. establilllh procedures for analyses, sampling, data collec
tion, and general management. It is important, however, that the program 
practitioners collaborate with researchers in the development of the research 
plan, data collection, and analyses. For example, the practitioner must be 
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familiar with the research plan because it determines how and when program 
staff, clients, and researchers will interact during the course of the 
research. Practitioners may also provide insight into the. feasibility of 
certain research activities and the disruption they may potentially cause. 
Collaboration will also allow practitioners to expand upon their research 
skills and understand the evaluation process so they can increase their 
programs' self-sufficiency in future evaluation efforts. Impact evaluations 
are discussed in Section 5.3. 

Although monitor ing assessments and impact evaluations are often conducted 
separately, the short-term program outcomes and long-term impacts which they 
examine may be causally related. Figure 5.1 illu~trates the causal sequence 
of typical program inputs, short-term outputs, program outcomes, and impact 
outcomes. In general, practitioners should involve all programs in monitor
ing assessments, while subjecting onl~· a few programs to impact evaluations. 
Because monitoring activities are far less costly than impact evaluations, 
all ex-offender employment programs can benefit from this type of assessment. 
By conducting impact evaluations in only a few carefully chosen programs, the 
efficiency of common program intervention strategies can be tested. 

The following sections will discuss the purpose, common methods, and outcome 
measures for monitoring assessments (Section 5.2) and impact evaluations 
(Section 5.3). Three questions frequently posed by practitioners will be 
addressed: 

1. Why aren't data such as the number of job placements 
and graduates from my traininq course capable of 
proving program effectiveness? 

2. When is my program ready for an evaluation? 

3. How can I make effective use of trained evaluation 
experts who are not part of my staff? 

The sections provide a discussion of the general issues invo!ved in monitor
ing and impact evaluations of ex-offender employment programs. Tbey are not 
intended as step-by-step guides for practitioners, who 1hoUld consult addi
tional sources if such comprehensive guidance is desired. 

1 Peter H.Rossi, Howard E. Freeman, and Sonia R. Wright, Evalua-. 
tion: A Systematic Approach (Beverly Hills: Sage Publications, 1979) is a 
very comprehensive and readable evaluation and monitoring text with excellent 
step-by-step illustrations.' A clearly wr itten synthesis of evaluation theory 
is provided in Carol H. weiss, Evaluation Research: Methods of Assessing 
Program Effectiveness (Englewood Cliffs, N.J.: Prentice-Hall, 1972). For a 
step-by-step guide that uses a work release program to illustrate important 
concepts and data analysis techniques, see Center for Human Services, Manage
ment-Oriented Corrections Evaluation Guidelines, by Jack Reynolds, 1977, 
reissued by the National Institute of Law Enforcement and Criminal Justice, 
Law Enforcement Assistance Administration, u.S. Department of Justice (Wash
ington, D.C.: Government Printing Office, 1979). 
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worked with the 
prog'ram and ex-offenders 

Figure 5.1 
Causal Sequence of Ex-Offender Employment Program Variables 

• client assessments 
• career counseling 

sessions 
II employer contacts 
• hours of training 

provided 

Short-Term 
Program 
Effects 

• number of placements 
• number of skill 

training graduates 
• number of employers 

recruited to hire 
ex-offenders 

• "c:.. 

• degree of job retention 
• earned income 
• recidivism rates 
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5.2 Program Monitoring 

In conducting monitoring assessments, the practitioner should address 
at least three basic questions: 

1. Is the program reaching the appropriate target popula
tion? (e.g., are high risk or minority applicants being 
excluded?) 

2. Are the services being delivered in accordance with 
the intervention strategy or design of the program? 
(e.g., do clients receive the required career counsel
ing or job readiness training and assessment before 
they are referred to a jub?) 

3. A~e program inputs and outputs adequate to produce 
the-desirfad effects? (e.g., are there enough staff 
members involVed in job development so that no client 
requir,es more than three weeks for placement?) 

A program cannot be considered effective or worthy of impact evaluation if 
some of the intended services are never provided to clients ot if the ser
vices are not being provided to the intended population. Monitoring activi
ties address these types of concerns. Implementation problems or gaps, staff 
training, supervl.sJ.on needs, and intake procedures must be evaluated to 
ensure the acceptance of targeted clients~ 

Monitoring can be performed by ei.ther in-house staff or independent research
ers. While program staff are capable of collecting the data for monitor ing 
their prograr,iS, independent researchers may be helpful in designing data 
collection instruments, organizing projectte~brds to facilitate evaluation, 
performing analyses, and providing perioaic guidance. 

Practitioners must specify: (1) , the program's intervention strategy and 
process outcomes; (2) the characteristics of the intended target population; 
(3) the variables to be studied~ (4) the standards or ,objectives against 
which to compare actual performance; and (5) a research plan which specifies 
both the data collection schedules and analyses to be performed. 

The standards or objectives used for comparison are ge~erally either: 
(1) data from previous years on similar clients under similar conditions; or 
(2) quantitative objectives set arbitrarily or based on previous data. For 
example, one performance standard might be to reduce unemployment during 1981 
among local prison releasees from 60 percent (based on 1980 parole data) to 
20 percent; or a program may set a goal of identifying 100 new employers 
willing to hire ex-offenders. When data on clients from previous years are 
used for c!ornparison or to set standards, there is g4:merall,y an implicit 
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assumption that the character istics of the clients and the labor market 
condi Hons are comparable for the two different time periods. However, if 
1981 releasees are younger and less educated than 1980 releasees and the 
number of jobs in the labor market has decreased, the 198D data do not 
provide a fair standard for comparison or goal setting. Therefore, it will 
sometimes be necessar.y to anticipate labor market changes or releasee charac
teristics based on economic forecasts or characteristics of the inmate 
population. Researchers in local universities or funding agencies can often 
provide valuable assistance in this te~ard. 

The typical methods used by practitioners in conQucting program monitoring 
inolude: 

• records anal~sis: 

• observations and checklists~ and 

• surveys of clients, program staff, staff from referral 
agencies, andem-ployers. 

Project records are a key source of evaluation data and care should be 
taken to maintain t:he qU2t1ity and accuracy of: (1) data obtained from the 
client at intake: amd (2) data entered in client files by staff during and 
after' treatment. 

The following data are frequently collected and used by' ex-offender employ
ment programs for evaluation purposes: 

Client Demographic Data 

• Race 
• Sex 
• Age 
• Education level 
• Family information 
• Crimin31 history 
• Work histCJ,:ty 
• Drug/alcohol involvement ,~ 
• Means of support (i.e., family, welfare) 

For each c]'ient 
determining the: 
last two ut- -three 
wage ever earned~ 

and BPplicant, particular attehtion should b~.~t~en to 
(1) current durat.ion of unemployroentJ (2) dUration of 

jobs, if any-~ and (3) lastnourly wage earned and highest 

Caseflow Data (Monthly) 

• Number of applicants 
• Number of clients acq~pted for ser~ices 
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• Number of referrals to other service agencies 

• Number of dropouts 

• Number of additional non-positive terminations 

• Number of graduates from skill training 

• Number of placements 

Follow-Up Data 

• Number of weeks employed after placement '. Number of weeks employed on toe original placement 

• Number of absences from work 

• Income earned (monthly) 

• Number of rearrests 
& Nilmber of reincarcerations 

Practitioners sbould exercise caution in seled1i!; data to 'bE! collected. 
Some data are very difficult and tune consuming to collect, and the informa
tion may not be worth the effort. Practitioners should also use cross 
tabulations to gain insights about operations. Cross tabulation or breakdown 

. Nfef"s tu. BtabUlation of the number of cases that occur jointly in two ox: 
more categories (e.g.t the number of dropouts who were poorly educated and 
had an extensive criminal history) • De.veloping data on more than one item 
can answer questi~ns such as: 

1. Of the clients who dr~p out, ho~ many had other means 
of support such as welfare? 

2. Of the applicants rejected, how many had drug or 
alcohol abuse problems? 

3. Of the clients who completed skill training, how 
many were still employed after six months? 

,4. Of the clients placed in high paying jobs, what 
portion were members of minority groups? 

The use of a computer and a~ analysis package such as the Statistical Package 
for Social Sciences (BE/SS) may be .:::equired to answer these types of ques
tions,. (See Appendix C-7 tor a discussion of operations research in Commun
ity Correctional Services in Geneva, Illinois, which used a sophisticated 
statistical analysis to identify client characteristics associated with 
pr'ograrn failure.) Practitioners can often obtain free assistance and com
puter time by allowing graduate stUdents in computer co.urses to analyze the 
data as part of their (~mputer training. 

2See Norman H. Nie, C. Hadlai Hull, Jean G. Jenkins, Karin Stein
brenner, and Dale H,. Bent, Statistical Package for the Social Sciences (New 
York: l.tcGraw-Hi1I, Inc~, 1975). 
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As a final note on monitoring assessments, it Should be stated that they do 
not provide nproofn that a program has produced the desired impacts. 
For example, practitioners often view the number of clients placed in jobs, 
the number of months in continuous employment, or the percentage of clients 
employed as proof of proqram success. This type of information, which is 
usually obtained in monitoring efforts, does not prove that the program 
actua].lyproduced or caused the observed effects. Other plausible expla
nations of the effects weaken the practitioners' claim of success. For 
example, increased employment rates in 1980 for the targeted releasees may 
have occurred because the 1980 releaspe population is different from that of 
1979. The 1980 program clients may have been older or may have possessed 
mere education or work experience. An increase in employment outcomes may 
also be due to an influx of new jobs to the area. 

without the sp8)ial controls characte:: istic of impact evaluations, interpr:e
tations of program performance are difficult at best. An impact evaluation.: 
must be conducted to: (1) determine whether there is a causal link between 
program inputs, outputs, process outcomes, and intended impacts, and (2) 
determine what portion or component of the desired change is due to the 
program, since other factors will undoubtedly contribute to employment and 
recidivism outcomes. 

5.3 Impact Evalu~tions 

The objective of an impact evaluation is to determine whether or not an 
intervention is producing its intended effects. Impact assessment is appro
priate only after it has been determined that a program is being implemented 
properly and appears to be producing its short-term effects. 

Impact evaluations require: 

1. a clear definition of the target popu1ation~ 

2. clear specification of the program design or inter
vention strategy~ 

3. a research design~ and 

,4. a set of valid outcome measures to determine program 
impacts. 

Each of these requirements will be discussed in t.~e following sections. 
However, it should be emphasized here that even if these requirements are 
adequately satisfied a successful evaluation will not automatically follow. 
Many unanticipated problems or complications can interfere with the evalua
tion, depending on the particular program and the setting in which it is 
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carried out. The best safeguard for a program is to employ research person
nel who are skilled in evaluation methods and are able to trouble-shoot 
problems as they arise. 

5.3.1 Defining a Target Population 

It is important in any evaluation to provide a clear definition of the target 
population. Such a definition enables one to make critical judgments con
cernin~g the generalizability of the results or findings of the evaluation. 
For example, an impact evaluation of a particular type of service or program 
may not reveal success with a target population that had an extensive crimin
al history, little education, and no work experience. However, the apparent 
lack of program success should not discourage practitioners in other programs 
providing similar services to a target population consisting of well~educated 
first offenders with considerable work experie~ce. 

In defining a population, the type of recruitment and source of clients 
should be considered. Recruitment and referral to the program usually occur 
at some point in the criminal justice system. For example, client sources 
might be one or more prisons, a parole or probation department, or a court 
diversion project. Programs need not be confined to one source and may use 
multiple sources if there is a great deal of cooperation with the criminal 
justice agencies. In addition to the recruitment source, the time period 
during which clients are recruited should be stated~ for example, persons 
released from Elmira State Prison from January 1980 to the present, or 
persons placed on parole in Harr is County from January 1980 to February 
1981. 

Some programs may introduce as criteria the kind or severity of the charge 
against the person, such as felony, misdemeanor t or minor offense. For 
example, a project might exclude persons whose charges are rape or other 
crimes against persons. Altern~tive:ly, the program may define its clients 
according to the length of time spent in pc ison or jail, such as more than 
six months or more than one year. Evaluators must also consider the location 
of the program--wherethe client resides or will be working. Obviously, a 
progr&~ cannot provide services everywhere and usually must restrict itself 
to one or two cities or counties. In addition, there are a host of personal 
characteristics that may be used to define a client population: age, sex, 
education, ~rk experience, alcohol and other drug use, and so on. 

The following list is a hypothetical definition of a client population. 

• Recruitment Sour0e: Chino State Prison, Harris County Jail 
• Time Period: Released from January 1980 to December 1980 
• Legal Status: Parolees only, no first offenders 
o Charges: No crimes against persons, felonies only 
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• Incarceration: Served at least six months 
• Location: Returning to live and work in Harris County 
• Age: 18 to 30 years old 
• Sex: Both male and female 
• EdUcation: Less than high school diploma, no illiterates 
• Marital Status: Single only 
• Work Exper ience: Less than two years~ ::·jif.t'::"Dro~essional or 

.~...." " -,'. : -. - ~ . 
skilled workers, 

5.3.2 The Research Design 

The research design must be tailored to the type of data to be analyzed, the 
degree of certainty required, and the funds available for the ·evaluation. 
Practitioners and trained research personnel should collaborate to construct 
the research design that best meets the information needs of the program and 
the requirement for good evaluative research. 

There are three types of basic designs from which to choose: pre-experi
mental, "true" experimental, and quasi-exper imental desiyns. Each type has 
several variations and only a few will be discussed here. 

Pre-experimental Designs 

Pre-experimental designs are so termed because they lack built-in controls. 
They involve observations of the behavior of only one group of individuals: 
those who receive program services. For example, the employment and recidi
vism rates of an identified group of clients might be observed both before 
and after program ser.vices (known as a one group pretest-posttestdesign). 
The data are then examined for differences between pre-service and post
service outcomes. In some designs (such as the after-only or ex-post-facto 
design), no direct observations can be made pr iQr to the administration of 
program services. In these cases, researchers use previous records or 
information gained through retrospective interviews along with post-service 
observations. Data are not obtained on another group of individuals with 
which results can be compared, and thus, the possibility that factors other 
than program services caused any of the observed changes cannot be ruled out. 
Even if significant changes are evident in a group's behavior after service, 

3For more information see, for example, Donald T. Campbell and 
Jul ian C. Stanley, Exper imental and Quasi-Exper imental Designs for Research 
(Chicago: Rand McNally College Publishing Company, 1966) and Stuart Adams, 
Evaluative Research in Corrections: A Practical Guide {Washington, D.C.: 
Government Printing Office, 1975). 
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one cannot assume that they were caused by factors related to service deli
very and not by pre-existing conditions. Due to these limitations, pre
experimental designs are not recommended to evaluate the effectiveness of 
employment service programs for ex-offenders. However, these designs are 
frequently used because they are inexpensive and can be quickly implemented 
and operationalized. 

Experimental Designs 

A true experimental design has the advantage of offering a reasonable cer
tainty that observed differences in client data are attributable to program 
services. The random assignment of clients to treatment and control groups 
is a critical feature of true experimental designs. Groups formed by random 
assignment are likely to be nearly equal to each other on all pre-existing 
var iables. Changes observed in the exper imental group can, therefore, be 
reasonably attributed to the program intervention. 

In the pretest-posttest control group design, individuals are randomly 
assigned to two groups before observations or measurements are made. One 
group, the exper imental group, receives program sert,ices while the other one, 
the control group, does not. The two groups are observed once again after 
their participation in the proqram. If the employment patterns and recidi
vism rates of the experimental group have improved significantly dur ing the 
time period between the two sets of observations while the rates of the 
control group did not (or improved to a significantly lesser extent), the 
differences between the two groups can be attr ibuted to the effects of the 
program intervention. Because the groups were formed randomly and were thus 
assumed to be equal to each other in all respects, any significant differ
ences between them are presumably the result of the different conditions to 
which they were exposed. 

True exper imental designs provide eval uators with the most control over 
confounding or extraneous variables and enable them to infer a cause-and
effect relationship between progr am services and observed outcomes. Unfor
tunately, these designs are the most difficult to implement in field settings 
due to the sophistication in research design they require to be operation
alized, the expense of conducting true experiments for extended time periods, 
and the unr~solved ethical questions concerning the denial of services to 
control group clients. 

Quasi-Experimental Designs 

Quasi-experimental desiqns occupy an intermediate position between pre-exper
imental and true experimental designs. In one type of quasi-experimental 
design, the group receiving treatment is compared to a similar group which 
does not receive treatment. However, unlike experimental designs, these 
groups are not formed by random assignment. Instead, a matching method may 
be used to select a group that is similar in major characteristics to the 
experimental group of program recipients. Such characteristics might include 
the previous number of jobs held, highest wage earned, years of E¥iucation, 
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and years incarcerated. To determine the proqram's impact, data are then 
obtained on the two groups before and after program services are administer
ed. Because the individuals in the two groups are similar only with respect 
to the matched characteristics, it is possible that they differ markedly on 
some other characteristics, these differences, rather than program services, 
may lead to the changes observed. 

Quasi-experimental designs are not merely "careless" experimental designs. 
These designs control for specific factors or sources of error, and the 
researcher knows i'n advance which of these are controlled. Accurate inter
pretations of the findings can therefore be made. Quasi-experimental 
designs are very useful when conditions prevent the use of a true experimen
tal design. 

After the tentative selection of a research design, the practitioner should: 

• determine the types of er~ors or contamination con
trolled for by the design, 

• determine the types of errors or contaminat ion not 
controlled for by the design, and 

• obtain second and third opinions on the appropr iate
ness of the design for the evaluation objectives. 

With this information, the advantages and disadvantages of the chosen 
design can be clearly identified before staff time, energy, and resources 
are expended in the impleme..ntation of the evaluation. 

5.3.3 Measuring the Gaals of an Ex·Offender Employment 
Program: Valid Outcome Measures 

Empl~yment programs for ex-offenders have two principal goals: (1) to 
improve the employment experience of ex-offenders, and (2) to decrease their 
involvement in cr ime • These two goals are hypothes ized 'to be causally 
related: employment services increase successful employment, which, in turn, 
reduces criminal involvement. There are, however, other situations which 
might occur. For example, an employment program could increase employment 
with no subsequent reduction in crime. Alternatively, a job service might 
fail in its effort to increase employment, yet it could reduce crime simply 
as a result of the attention that cli~nts are given. To determine which of 
these processes are operating, the ~ariables of employment and crime must be 
measured accurately using available indicators and data sources. The analyt
ic work at a later stage is facilitated by the collection of appropriate 
data' at the outset of the evaluation. 
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Dimensions of Employment 

Ex-offender clients generally fall into three b~oad classes: (1) some will 
not find a job at all and will be unemployed Qur ing the entire follow-up 
period, (2) others will work steadily at the same job for the entire period, 
ana (3) others will have several different jobs--intermittent employment 
alternating with stretches of unemployment. The third category poses the 
most difficult questions for data collection purposes, as the same informa
tion must be obtained on each job that a client holds during the prescribed 
follow-up period. The items listed below should be recorded for each job 
that an individual holds: 

• length of time between entry in program and fir st 
job, 

• source of job: 

• job description (sufficient information should be 
obt ai ned so that the s tanda rd U. S • Cens us Bur e,au 
classification can be used), 

• hourly wage, 

• weekly earnings before taxes, 

• social security deductions, and 

• number of days absent (including reasons, such as 
illness, court appearances, detention, etc.) 

The same information must be obtained from all clients--in both exper imental 
and control groups--at regular intervals throughout the follow-up per iod. 
Assuming a follow-up period of one year, the st~ff should conduct follow-up 
interviews with clients each month if possible. Because monthly interviews 
are costly and sometimes require an increase in staff, they may not be 
practical for some programs. If there is an extensive time period between 
interviews, however, clients are far more likely to forget critical informa
tion such as actual previous wages, number of hours worked, and so on, and 
staff members may lose track of clients. Quarterly interviews may represent 
a reasonable compromise in such cases. Program staff may be able to verify 
information provided by clients or obtain additional information by inter
viewing employers or obtaining access to company payroll or personnel files. 
These activities should not be attempted if the employer is unaware of the 
client's ex-offender status. 

A'fter the data have been collected, the information can be summar ized in 
various forms ~overing d'ifferent time periods g such as total hours worked per 
month, quarter, year, and so on. For clients who have held several jobs, it 
is important to examine the changes that occurred with each new position, as 
well as the number of jobs held. Do their wages increase? Does the skill 
level of the job go up? Frequent job changes may be an indicator of either 
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problems or success. If an individual simply cannot maintain a job for an 
adequate length of time, it is an indication of problems and job instability. 
In contrast, it is an indicator of success if an individual appears to be 
improving himself with each new job and increasinq wages or skill level. 

Measuring Criminal Involvement 

In general, the level of clients' criminal involvement is measured using one 
of three kinds of data: arrests, convictions, or pr ison sentences. It is 
important to note that all three of these measures are indicators of actions 
by official agencies rather than the actions of the client himself. It is 
the client's actions, however, which should be the chief concern of proqram 
evaluation. Therefore, arrests, convictions, and sentences are indirect 
measures of criminal involvement, but they are used because direct measures 
are impossible or impractical to obtain. Direct measurement would require 
24-hour observation or personal interviews with the clients to obtain valid 
and comprehensive data. Most clients would be unwilling to reveal their 
criminal actions in an interview. Even if they were willing, some people do 
not recognize many of their actions as illegal even though they are offi
cially classified as such (e.g., assault, buying and selling stolen goods or 
drugs) • 

4 Of the three indirect measures listed above, arrests are preferable, not 
because ar rests are a perfect indicator, but because the other two--con
v ict ions and sen tences--are woef ully inadequate. Conv ict ions and sen tences 
are several steps removed from the cr ime itself and are subject to various 
kinds of official manipulation which do not bear on the question of whether 
a crime actually took place. If convictions are used, arrests that result 
in state cases, nolle pros, diversion, or dropped charqes (due to uncoop
erative witnesses or faulty police practices) are ignored. If sentences 
are used, convictions that result.in fines, suspended sentences, and proba
tion are ignored. All of these actions are based on the judgmen'c of the 
courts as to whether a case can be adjudicated and what is in the best 
interest of all parties involved--not on whether the cr ime actually took 
place. (It is estimated that only 40 percent of ar rests result in convic
tions.) 

A further problem in using convictions or sentences is the amount of missing 
data. Courts do not report their actions to other ag~ncies. Consequently, 
police or sheriff. records, the state crim~nal identification systems, and FBI 
files are seriously incomplete on dispositions. (It is estimated that the 
FBI receives dispositions on only 45 percent of its cases, and only one-third 
of the files in local agencies show dispositions.) 

If arrests are used as the indicator of criminal activity, it is important to 
recognize that' the amount of crime may be incor rectly stated. On the one 
hand, i t ~'dll be understated because: (1) many people will not be ar rested 

4warrants have also been recommended by researchers in the field 
as indicators of criminq.l activity. 
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for all the cr imes t:hey have committed 1 (2) only about half of the cr imes 
that take place are repo.t'ted to the police 1 and (3) the police clear only 
about one in four of the complain'i.d that come to their attention. On the 
other hand, use of ar rest rates may overstate cr iminal involvement due to 
false arrests which contribute to official figures. Ethical concerns 
can be raised regarding the use of arrest rates to measure program effective
ness, since defendants are not guilty until conviction. It is not acceptable 
to regard an individual as "criminally involved" merely because he was 
arrested. However, this argument may be tempered by the fact that figures 
on the number of arrests are used only in aggregate form for program evalua
tion purposes. They describe groups of clients rather than the behavior of 
specific individuals. 

The best sources of arrest information are the local agencies that create 
them--the city police and the sheriff's office. Many states now have crimi
nal identification systems, but the compl~teness of these files depends on 
the cooperation of the local jurisdictions. The extent of coverage varies 
with the state1 in New York it has been estimated that the state system 
contains about 75 percent of the arrests that occur, while in California the 
estimate is 60 percent and in New Jersey it is 50 percent. FBI files contain 
only about 40 percent of the arrests that occur in jurisdictions across the 
country. 

To carry out a thorough check on arrests, the researchers should first obtain 
the following information on each client: 

• name 1 
• aliases1 
• date of birth~ 
• social security number~ 
• FBI number1 
• state identification numbeo' 
• local jurisdiction number~ and 
• prison number (changes with each incarceration-

use the most recent) 

Some clients may not be able to recall their social security numbers, while 
others may never have obtained one. Programs should verify all social 
security numbers and, if necessary, obtain numbers for those clients who do 
not have one as soon as they enter the program. It is important that all 
social security numbers and dates of birth be listed accurately because they 
will become the critical client identifiers as the research proceeds. 

Information about arrests should be obtained in as much detail as possible, 
including: (1) the specific charge or charges (frequently there will be more 
than one charge for an arrest)~ (2) the date that the crime took place~ and 
(3) the date of the arrest. AdditiQnal information is needed on whether the 
person was held in detention and, it so, the period of detention. The court 
of jurisdiction should also be noted so that dispositions can be obtained 
directly from the courts when they occur. 
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Some clients may have more than one arrest dur ing the follow-up period and 
each one should be :recorded. If a pr ison record shows t.hat a warrant has 
been issued but does not provide the reason, court records may contain the 
missing inf()rmation. ~ Similarly, parole violations may be indicated on the 
arrest record, these should be investigated to determine the reason for the 
violation. 

Continuing evaluation is of critical importance to the success of any employ
ment service program for ex-offenders. A sound evaluatiC)~ approach with 
adequate monitoring and data gathering capabilities enables staff to detect 
operational problems early enough to develop remedies. An alert staff can 
thus identify ways to improve program opera.tions and develop alternative 
service delivery strategies. 
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Chapter 6 
Recommendations 

6.1 Future Research Needs 

Our interviews and observations indicated that the formal and informal intake 
cr iteria _of employment and other social service programs may exclude or 
reject ex-offenders at a high rate. While programs may justifiably reject 
ex-offenders when the services are not designed to meet their specific needs~ 
the end result may be that ex-offenders who are motivated enough to apply for 
assistance are ~urned away. Research is needed to identify: (1) ~he charac
teristics of ex-offenders who request but are denied employment services, and 
(2) the circumstances under which rejection occurs. Data reviewed for the 
present study indicate that the rejection rate may be ~rom 40 to 60 percent. 
Thus, it appears that limited access to employment and social services is one 
of the most important ex-offender employment barriers which needs to be 
addressed by policy planners and practitioners. Research on the access 
ex-offenders have to services may elucidate the effectiveness of existing 
fUllding and client intake guidelines in targeting services for ex-offenders 
and facilitating access to services~ An analysis of the application records 
of ex-offende~s who requested but were denied CETA services mig~t be a 
feasible starting point. 

An assessment of the impact of planned re-entry services and post-placement 
supportive services on the employment problems of releasees is needed. The 
addi tion of planned re-entry and post-placement supportive services to the 
traditional services offered by ex-offender employment programs may have 
substantial effects on job retention, a~nual earnings, duration of spells of 
unemployment, and re~idivism rates. 

Further research is needed on employer discrimination against ex-offenders. 
The reasons and methods for discriminating against ex-offenders should be 
detailed. Variatl~n in the degree of discrimination or exclusionary hiring 
policies in various levels or segments of the labor markets should be identi
fied. Programs appear to place ex-offenders in minimum wage or low paying 
jobs without great difficulty, it is not clear whether employers want ex
offenders to have the jo~s or whether employers are more likely to block 
their access to better jobs. More effective civil rights safeguards and 
programs for employer education and could possibly result from research in 
these areas. 
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A comparative study of the costs associated with the six existinc, at/proaches 
for providing ex-offender employment services should be initiated. Such a 
study would provide practitioners and (Jrogram planners with cost information 
with which to design or select new pr~rams and services. 

6.2 Coordination and Technical Assistance Needs 

In addition to the need for specific research, there is a need for additional 
federal, state, and local funding for ex-offender employment services which 
can encourage: (1) interagency service delivery networks1 and (2) technical 
assistance for correctional agencies, CETA prime sponsors, and practitioners. 

Intera9~ncy service, delivery networks are needed because most ex-offender 
emplq;tttlent programs do not have sufficient fUnds or staff to provide all of 
t~~ specialized services that the client population may need. In addition, 
th~ delivery of the necessary residential, drug, alcohol, mental health, and 
'Vocational rehabilitation services are often the pr irnary mission of other 
agencies. 

Furthermore, halfway houses and residential druq and alcohol programs often 
attempt to provide employment services, rather than utilizinq the established 
services and staff expertise of a centralized employment program. The 
employment components or employment counselors in halfway houses and drug and 
alcohol treatment pr;oqrams often compete for access to the same employers and 
jobs. The overall quality of the employment services in these settings is 
generally po.or because employment assistance is a secondary funct ion and 
receives a small allocation of the available resources. In ordE!r to remedy 
this situat.ion and encourage thedeveloprnent of interagency service delivery 
networks, ftunding agencies at the federal level should coordinate their 
funding guldelines and undertake joint initiatives. 

The need fOl' quality technical assistance should be addressed by these 
agencies. Corrections staff and CETAprime sponsors need assistance in 
establh~hing and redesigning employment services for new releasees and 
other e1.(-offenders.. There appears to be a pressing need to assist pc ime 
sponsors, some of which are hesitant to fund ex-offender programs because 
they fear high failure rates. 

On anc,)ther level, technical assistance to existinq programs could be enhanced 
throu1gh the exchange of information between programs and practitioners. 
Pract:itioners rarely possess the resources or opportunities to learn about; 
the.best methods and techniques employed in other programs. In all of· the 
prOfframs studied for this report, practitioners expressed great interest in 
le~rning about the apparently effective techniques that had been observed in 
other programs. In one jurisdiction, a proqram with efj:ective training 
m~thods sought information on intake procedures. In anoth~~ jur isdiction 
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only 30 miles away, a proqram with an exceptional intake ~tocess was s~ekinq 
new training ideas. Although each program knew thc!St I:he other eXl.sted, 
neither was aware that particular--and in this case camplementary--strengths 
could be shared. Practitioner to practitioner technical assistance can be 
effective and inexpensive'~however, forums for ir!formation exchanqe must be 
financed, developed, and publicized by funding agencies. 
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APPENDIX A 

TELEPHONE SURVEY LIST I 
Employment Services for Ex-Offenders 
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Telephone Survey List 

Achievement Training Opportunities 
Atlanta, Georgia 
(out of business) 

Aiken Youth Correctional Ctr. 
Program 

Columbia, South, carolina 
(803) 758-5806 

American Indian Center 
Ex~Offender Program 

Qnaha, Nebraska 
(402) 344-0111 

Arizona Ex-Offender Program 
Coolidge, Arizona 
(602) 723-5351 

catholic Family Ser.vice 
Hartford, Connecticut 
(203) 522-82.:a1 

Community Acceptance Program 
Birmingham, Alabama 
(205) 324-4625/251-9534 

Community Correctional Asst.,Inc. 
Youngstown, Ohio 
(216) 744-5143 

Community Correctional Services 
Geneva, Illinois 
(312) 232-2400, ext. 219 

Community Resource Development 
Indianapolis, Indiana 
(317) 633-4153 

Community Services Center 
New Orleans, Louisiana 
(502) 897-6277 

Comprehensive Employment 
Training Service 

Toledo, Ohio 
(No number) 

Correctional Employment Service 
Champaign, Illinois 
( 2 17 ) 351-9175 

COSOAP 
Cincinnati, Ohio 
(513) 597-9300 

East St. ~uis ~Ddel Ex-Offender 
Program 

East St. Louis, Illinois 
(618) 857-9300 

Employ Ex-Offender 
Denver, Colorado 
(303) 837-8842/572-8616 

Esperanza 
New Hope for Women 
San Jose, california 
(408) 287-5230 

Frankfort Habilitation, Inc. 
Frankfort, Kentucky 
(502) 227-9529 

Friends Outside 
San Francisco, California 
(415) 863-5100 

Gay Community Service Center 
Los Angeles, California 
(213) 464-7400 ext. 246 / 
(464-7466) 

Heart of American Job Therapy 
Kansas City, Kansas 
(913) 281-4432 

Help Industry Resolve Employment 
Disability, H.I.R~E.D. 
Minneapolis, Minnesota 
(612) 348-8560 

Help Offenders Procure Employment 
Rockford, Illinois 
(815) 981-5647 
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Illinois COMP Program 
IDOC Corr. Manpower Ser. 
Project 

Chicago, Illinois 
(217) 522-3799 

Indian Halfway House of 
Sacramento, Inc. 

Sacramento, California 
(916) 452-4600 

Institute for the Development 
of Human Resources 

Newark, Delaware 
(302) 737-7488 

Job ThfJ\rapy Inc. 
Seattle, Washington 
(206 ) ,624-3406 

Kenosha Partners, Inc. 
Kenosha, Wisconsin 
(414) 657-3142 

Lincoln CETA 
Lincoln, Nebraska 
(402) 474-1328 

Lutherans Involved in Ex
Offenders Employ. Opp. 

Washington, D.C. 
(202) 937-4859 

Mahoning County 
Corr. Assoc., Inc. 

Youngstown, Ohio 
(216) 744-5143 

Manpower Corrections Program 
Rochester, New York 
(716) 428-5196 

Manpower Training Division 
Augusta, Maine 
(207) 289-3375 

Maryland Ex-Offender Program 
Baltimore, Maryland 
(301) 383-5508 
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Massachusetts Dept. of Corrections 
Office ·of Manpower Affairs 
Boston, Massachusetts 
(No number) 

Metropolitan United Citizens 
for Prison Reform (MUCPR) 

Kansas City, Missouri 
(186) 924-6900 ext., 57 

Minnesota Dept. of Employment 
Services 

Duluth, Minnesota 
(218) 723-4730 

Model Ex-Offender Program (MEP) 
Jolie~, Illinois 
(815[; 723-8998 

Morrow Projects 
sanford Bates House 
New Brunswick, New Jersey 
(201) 247-2770 

Native American Correctional 
Treatment Program 

Lincoln, Nebraska 
(402) 477-5231 

New Start Inc. 
Springfield, Illinois 
(217) 522-4048/2810 

New Way In-JOB Assistance 
Lansing, Michigan 
(517) 484-8473 

Offenders Aid and Restoration 
of New York State 

Ithaca, New York 
(607) 273-5500 

Offender Re-Entry Program 
Bridgton, Maine 
(207) 647-5231 

Orange County Halfway House 
Anaheim , California 
(No number) 

Parole Rehabilitation and 
Employment Project (PREP) 

Columbus, Ohio 
(6 i4) 466-2794 

Philadelphia Urban Coalition 
Institute 

Philadelphia, Pennsylvania 
(225) 732-9222 

Prison Apostolate of New York 
Catholic Charities 

New York, New York 
(212) 317-1000 ext. 221 

Project DARE 
The Safer Foundation 
Chicago, Illinois 
(312) 322-4729 

Project Detour II 
1017 North Main Avenue 
San Antonio, Texas 
(512) 226-6321 

Project FIRE 
Hartford, Connecticut 

Project J.C.V.E. 
San Diego, California 
(714) 233-5285 

Project MORE 
New Haven, Connecticut 
(203) 865-5700 

Project Resource 
Newark, New Jersey 
(201) 624-3933 

Public Action in Correctional 
Effort, Inc. (PACE) 

Indianapolis, Indiana 
(317) 639-2545 

Public Service Employment 
Program 

Jacksonville, Florida 
(904) 633-6435 
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Quincy Vocational Center 
Dept. of Offender Rehab. 
Tallahassee, Florida 
(904) 488-5021 

Salvation Az-I'iiY 
Dallas, Texas 
(214) 742-9131 

San Francisco Sheriff's 
Comm. Re-Entry Center 

San Francisco, California 
(415) 558-3126 

Self Development and Release 
SUpport Program 

Boston, Massachusetts 
(No number) 

SER 
Fresno, California 
(209) 237-5555 

Seventh Step Fbundation 
Northwestern Ohio Chapter 
Toledo, Ohio 
(419) 246-3663 

Seventh Step Fbundation 
Phoenix, Arizona 
(602) 254-6218 

Sojourner Center 
Phoeni)c, Arizorta 
(602) 258-5344 

Step-Up Program 
Norfolk, Virginia 
(804) 461-4555 

T.A.E. & T.C. Offender 
Program 

CETA Services 
Toledo, Ohio 
(419) 246-3663 

Today Not Tomorrow Workshop 
Boston, Massachusetts 
(No number) 

I. 
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Turning Point 
Bakersfield, California 
(805) 323-7475 

Turning Point 
Fresno, California 
(209) 442-8075 

Urban League-Female Ofender 
_Project' 
Little Roek, Arkansas 
(501) 372-3037 

Voc. Mass. Employment Program 
Boston, Massachusett$ 
(617) 727-3950 

walnut House Ex-Offender 
Employment Program 

Jacksonville, Florida 
(904) 633-4059 

Wider Opportuuitues for "k:Imen 
Washington, D.C. 
(No number) 

Wildcat Service Corp. 
New York, New York 
(212) 949-8600/8768 & 
8769 

Wisconsin Correctional Service 
Milwaukee, Wisconsin 
(414) 271-2512 

Women Offenders Resource Center 
Oklahoma City, Oklahoma 
(405) 528-7613 

Women Offenders Resource Center 
Tampa, Flor ida 
(813) 223-4997 

WOmen Offenders Resource Cente~ 
'l'Ulaa, Oklahoma 
(918) 932-467~f ~--
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APPENDIX B 

COMMUNITY CORRECTIONAL SERVICES, 
GENEVA, ILLINOIS 

1. Policy Form 

2. Client/Counselor Contract Agreement 
3. Interview Critique 
4. Job Readiness Checklist 
5. Er.'iployability Development Plan 
6. Sompie Budget: 
7. Career Plan of Action 

8. Form Letter to Previous Employers 
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COMMUNiTY CORRECTIONAL SERVICES 
ADMINISTRATn'E OFFICE, 409 CAMPBELL STREET, GENEVA, IL. 60134 
TEI.EPHONE: (312)232-2400 

ccs POLICY 

CCS IS A VOLu~TARY PROGRM1: You may voluntarily 
apply to CCS for servjces,and :CS m~y voluntarily 
accept you for program services. 

2. CCS may refer you for additional services to other 
agencies in order to offer you the most appropriate 
career development opportunities. 

3. If you are rearrested after you complete this ap
plication, CCS may suspend or terminate service 
delivery. 

I have read this policy and agree to it. 

signature date 

witness 

Preceding page blank 
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COMMUNITY CORRECTIONAL SERVICES 
ADMINISTRATIVE OFFICE, 409 CAMPBELL STREET, GENEVA, IL. 60134 
TELEPHONE: (312) 232-2400 

CLIENT/COUNSELOR CONTRACT AGREEMENT 

I understand that the Community Correctional Services Program will 
help me choose and develop a personally satisfying career. I understand 
that the first part of the program will help me to know myself and the 
possible career choices available to me and that Community Correctional 
Services may be able to provide training and educational opportunities 
once that choice is made. 

I agree to cooperate fully in the Community Correctional Services 
Program and will accept responsibility for: 

1. punctuality for all meetings and appointments 
2. phone calls to my counselor if any appointments cannot be met 
3. regular attendance at training or treatment programs 
4. working with my counselor 
5. working toward the goals that I will set for myself during 

the program 
6. aggressively seeking employment after counseling is completed 
7. notifying my counselor of any changes that will effect my 

program participation. 

(For individualized contracting) 

I understand that when I complete the counseling/planning/training phase 
of the program, and if I have lived up to this agreement, I will be eligible 
for receiving placement assistance directed toward my career choice. 

KJK/sw 
1-' /7~ 
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CLIENT 

CAREER DEVELOPER 

~ATE 

I 

f 
l 
[. 

A. 

1 • 
2. 
3. 
4. 
5. 
6. 

A. 

1 • 
2. 
3. 
4. 
5. 
6. 

COMMUNITY CORRECTIONAL SERVICES 

INTERVIEW CRITIQUE 

1. APPEARANCE - The physical aspects of the interview 

What does he lo()k like? B. Does he use attending behavior? 

Cleanliness , 2 3 4 5 1 • Posture 1 2 3 4 5 
Hair 1 2 3 4 5 2. Eye contact 1 2 3 4 5 
Shave 1 2 3 4 5 3. Interest level 1 2 3 4 5 

->0- •• ... 
Clothing Style 2 3 4 5 4. Energy level 1 2 3 4 5 
Clothing cleanliness 2 3 4 5 5. No distracting motions 2 3 4 5 
Other 6. Other 

C. How does he sound? 

1 • Voice level 1 2 3 4 5 
Clarity 1 

.., 
3 4 5 2. r. 

3. Interesting 1 2 3 4 5 
4. No st.reet talk 1 2 3 4 5 
5. Speech speed 1 2 3 4 5 
6. Other 

2. CONTENT - The message part of the interview 

Does he sell himself? B. Is he prepared? 

Sincerity 1 2 3 4 5 1 • Organized 1 2 3 4 5 
Positive atti.tude 1 2 3 4 5 2. Documentation 1 2 3 4 5 
Responding 1 2 3 4 5 3. Dates and facts 1 2 3 4 5 
Performance indicators 1 2 3 4 5 4. Other 
Aqgressiveness 1 2 3 4 5 
Other 

C. What's my line? 

1 • Explanation of status 1 2 3 4 5 
2. Explanation of offense 1 2 3 4 5 
3. Where he's at now 1 2 3 4 5 
4. Other 

"'-
OVERALL RATING 1 2 3 4 5 .~ 

; 

WOULD YOU HIRE HIM? NO YES 
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Name: ______________ _ 

JOB READINESS CHECKLIST 

1. Examine the Form 
A. Reading Directions 
B. No Blanks 

2. Complete & Accurate Data 
A Dates are Important 
B. Addresses are too 

Application 

3. Saying the most in a few words 

4. Final Application 

Wh"t to Bring 
1. Social Security Card 
2. Driver's License 
3. Final Applic~tion 
4. Ce~tificates, Commendations & Awards 
5. Transcripts from Training 
6. No Friends 1 ! 
7. Work Samples 
8. Resume or Listing of Skills 

Interviewing 
1. Apearance - Discussion on physical aspects of interview 

A. Dress 
B. Groaning 
C. Attending 
D. Eye Contact 

2. How You Sound - Discussion on spoken aspects of. interview 
A. Street talk 
B. Sincerity 
C. Aggressiveness 
D. Performance indicators 
E. Positive attitude 

3. Where You've Been - Discussion on offense 
A. Talking straight 
B. Turn it around 

4. Role Playing Interview Poor Great 
1 2 3 4 5 

Critique 

5. Role Playing Interview Poor Great 
1 2 3 4 5 

Critique 
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COMMUNITY CORRECTIONAL SERVICES 

Employability Development Plan 

*Required 
**Required when applicable 

*A. Participant's Name: 

Counselor: ~ ____________________ __ Date: __________ _ 

II ( ) III ( ) VI ( ) VIII ( 

*B. Participant's Vocational Objective: 

Short Term (to be accomplished during participation in CCS) 

long Term 

**C. Plan For Skill Development 

C ompo n t en 

Assessment Testing 

Adult Basic Education (ABE) 

General Education Development 
(GED) 

English as a Second Language 
(ESL) 

Adult Performance Level (APL) 

High School Diploma 

Developmental Studies 

Pre-Vocational Exposure 
Industry/Business 

Vocational Training Program 

Other 

Classes 

Dates 
(Begin/End) Hours 

Responsible 
Person or Agency 

i 
,:{ 
" 
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Employability Development Plan 
Page 2 

**D. Component 

Work Experience 

On-The-Job Training (OJT) 

PSE (Title II or VI Sustaining) 

PSE (Title VI Project) 

Job Readiness 

Placement 

Title III 

Other 

Dates 
(Beg in/End) 

\ 

Hours 

-

*E. Strategies to Overcome Other Barriers to Employment 

Barrier Objective Time Frame 

*F. Final Placement Goals 

Short Term (accomplished at conclusion of CCS) 

Long Term 
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Responsible 
Person or Agency 

Responsible 
Person or J\gency 

l-
I 

!. 

~ 
~ 
~ 
I) 
b 
Ie :J 

i 
I ,. 

I 
I 
I 

Career Development: 

SAMPLE BUDGET 

Estimated weekly income: 
Gr09s ..••.••••.. ________________ __ 
Net •••••••••••.• ________________ __ 

Estimated weekly expenditures: 

Rent. 5 •••••••••••••••••••••••••••••••••• --------
Food •••••••••••••••••••••••••••••••••••• 

---.--~--

Car Payments •••••••••••••••••••••••••••• --------
Insurance ••••••••.•••..••••••••• o ••••••• --------
Gas/service .••••••••.••••••••••••••••••• -------
Utilities .•••• o ••••••••••••••••••••••••• 

-------------
Medical .• ...•.••••••..•...•••.••••.•.•... -----------
Clothes and daily expenses •••••••••••••• --------
Savings .••.. : •.•••••.••..••••••••••••••• -------------

Total expendi blres : .•.....................•.....•..... G ••••• eo ••••• 

-----------------
Tota11ncome .•...•.••....•......••... 

------------------

Total income: •••••••• --------
Total expenditures ••• ----------------

Balance ••••••••••••• __________________ __ 
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COMMUNITY CORRECTIOUAL SERVICES 

Plan of Action 

Name: ____________________________ ___ 
Counselor: 

Career Interest Area: 
Job Gbal: 
Alternative Job Goal: 
Alternative Job Goal: 

Problem Areas: 

Strengths: 

Career Plan· . 
, 

3 

2 

1 

3 

2 

1 
... 

3 

2 

1 

-3 

2 

1 

Client 
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Counselor 

Dear 

,',-- ";--'" 

COMMUNITY CORRECTIONAL SERVICES 
ADMINISTRATIVE OFFICE, 409 CAMPBELL STREET, GENEVA, IL. 60134 
TEl.EPHONE: (312) 232-2400 

, social security i , 
~h-a-s--a--p-p-l~i-e~d~t~o~o~u~r-=p~r~o~gr·am for employm7nt. We would appreciate 
receiving the applicant's employment hlstory with your company. 

Date Hired Last Day Worked --------------- --------------------
Position Title -------------------- Final Salary ____________ _ 

Quality of Work Rating ____________________________________ __ 
Quantity of Work Rating 
Attendance Record Rating~~.---------------------------------
Ability To Get Along With Others ____________ ----------------
Lost Time Due To Industrial Injury 

Reason For Leaving -----------------
Would You Rehire ____________ __ If No, Why? 

Remarks ______________________________________________________________ __ 

Thank you in advance for your prompt attention to this matter. If 
~e may reciprocate, do not hesitate to contact us. 

143 

Sincerely, 

~~j?1!lu£a'v--
Shelley ~-Mueller 
S6reening Unit Coordinato~ 

~I------------~----~ . ________________________ ___ 
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APPENDIX C 

SPECIAL FEATURES 

1. Planned Re-Entry Services: Heart of America Job Therapy 
2. Client Intake and Assessment: Community Correctional Services 
3. Job Preparation Workshop: Employ-Ex 
4. Job Mart for Ex-Offenders: Massachusetts Department of Correction 
5. Job Placement Via Unions: Step-Up 
6. Guaranteed Placement Contract: Esperanza 
7. Operations Research on High Risk Clients: Community Correctional Services 
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1. Planned Re-Entry Services: Heart of America Job Therapy 
M-2 Program, Kansas City, Kansas 

The Heart of America Job Therapy M-2 (Matching Two People~ Man to Man) 
Program in Kansas City, Kansas is a low cost v()lunteer program that pro
vides: (1) pre-parole seminars to discuss community adjustment problems~ and 
(2) private citizen sponsors who can relate on a one to one basis with 
inmates. M-2's primary goal is to provide inmatea.~ith friendship and 
assistance to facilitate post-pr ison readjustment so that fewer releasees 
return to pr ison. M-2 also provides a vehicle for community education, 
planned re-entry for offenders, and a potentially unlimited follow-up for 
M-2 clients •. 

Volunteer sponsors are "matched" to inmates. These sponsors typically have 
no previous expertise in counseling or correction, and are recruited from 
local churches and social clubs such as the Christian Businessmen's Associa
tion. There is personal contact between inmates and sponsors. The typical 
sponsor sees his "friend" for 90 minutes once or twice ~ month for a one year 
period. 

M-2 has a budget of $48,000. Of this amount, $15,000 in United Way funds and 
$10,000 in Vista positions are permanent. The remaining $23,000 is obtained 
from private and church donations. 

Interviews with staff of the Kansas State Penitentiary (KSP) reflected 
favorably on the M-2 program and on the strategy of providing a positive 
interpersonal support system and planned re-entry for each releasee. 

M-2 Clients and Acceptance Criteria 

The Kansas M-2 program will accept any inmate at participating institutions 
who is at least six months away from his release date. M-2 established this 
minimum time requirement to allow sufficient time for matching the client and 
sponsor-client interaction. There is no maximum limit on the time period 
until the inmates' expected release date. 

. -

M-2 screening consl~a'~'p~"ati>&i'r~~~'a'tion'"":~~:'a'~-i~'n~-io~;i~:~~~ who are moti
vated to participate in a program of self help. The program will not urae 
.the parole board to release anyone, nor will they apply pressure to prison 
authorities because of confinement conditions or practices. 

Interviews with M-2 sponsors and clients indicated four primary reasons for 
inmate participation in the program: 

Preceding page blank 
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1. Many inmates experience intense loneliness, as they 
receive few or no visi ts from fr iends and family 
while incarcerated. These "forgotten men" often ask 
to participate in M-2 because of the visits and corre
spondence they will receive. 

2. The M-2 program has gained a ~ood reputation in the 
pr isons, at least partially based on the involvement 
of ex-offenders in the proqram. 

3. The inma;,:es seek information about changes that have 
occur red in the community since th~ir incarceration. 

4. The inmates want to obtain assistance to enhance 
their likelihood of success on parole. 

Mr. Curtis Shoop, the M-2 director and an ex-offender himself, identified the 
inmates' loneliness, need for "believeable" information about the outside 
world, and fear of returning to the community as motivators. He pointed out 
that an inmate who receives no visits from family and friends has only three 
groups of people from whom he can obtain information: (1) fellow inmates who 
have been incarcerated as long as or longer than he and, therefore, are 
equally uninformed~ (2) inmates who have just arrived and are bitter about 
the outside community which incarcerated them; and (3) pr ison staff members, 
who are not ger~rally trusted or believed by inmates. Based on the perspec
tives of these groups, inmates are often somewhat ignorant and fearful of the 
world to which they are returning. M-2 provideS' a "friend" to combat the 
loneliness, provide current information on the community, and allay some of 
the fears. 

It should be noted that M~2 does not impose selectivity criteria. M-2 
clients cannot be categorized as either hard-core or model inmates. M-2 
clients are a heterogeneous group composed of individuals who often cause or 
are involved in problems in the institution. 

Sponsors and M-2 Screening 

M-2 sponsors are generally white, middle class, white collar workers re
cruited from local churches and social clubs. The project director and, 
occasionally, M-2 board members speak at various church meetings about the 
M-2 Program and the need to assist inmates returning to the community. A 
slide presentation on prison life is shown at the meeting and the program 
dir,ector stresses the importance of obtaining a firm commitment from volun
teers. No one is pressured into joining as a sponsor and the drop out rate 
has been very low. (Of the last 20G sponsors, only 4 have dropped out and 
those were due to job transfers out of the area.) 

148 

f 

I 
h 
f 

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

M-2 sponsors are provided with guidelines for maintaining a friendship with 
the inmates, rather than a counseling or social work type of relationship. 
Sr-onsors are not allowed to give gifts to the clients or act in tmy manner 
which will place the inmates in their debt. 

The only scheduling constraint imposed on M-2 is that the Kansas State 
Penitentiary requires a minimum seven day per iod between M-2 visi ts to a 
particular inmate. As a result of the good working relationship between the 
Kansas Department of Corrections and M--2, M-2 visits are not counted against 
the allotted visits for each inmate. 

The Matching Process 

Since M-2 cannot recruit enough volunteers to match sponsors with all the 
inmates who would like to participate in the program, training sessions are 
initiated when 10 to 12 new sponsors are recruited. Once the sponsors are 
recruited and have completed the application, the director matches inmates 
with sponsors. There are no standardized criteria for matching: however, it 
is important to note that older sponsors matched with younger inmates, and 
white sponsors matched with black or hispanic inmates appear to be consis
tently successful. Rematching is done in those few cases (one in 20) where 
the match between sponspr and inmate is not suitable. 

Seminars 

The program has six seminars, which are held once a month and begin promptly 
at 7:00 P.M. and end at 8:30 P.M. Inmates who are at least six months away 
from release have sufficient time to part.icipate in all of the seminars. 

The first joint session between inmates and spc~nsors begins with a seminar on 
M-2 guidelines. The guidelines seminar is a re-view of the mater ial presented 
in the inmate or ientation and public recruitment meetings. The seminar 
consists of an informal talk by the director or sponsors followed by an open 
group discussion. The seminar is used as a catalyst for the sponsor-inmate 
"raps" which follow the group discussion. 

The other five seminars in M-2's series are presented in the following 
order: 

• goals and achievementsJ 
• job success: 
~ money matters: 
• family affairsJ and 
• facing reality. 
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planned Re-Entry 

M-2 staff and sponsors identify potential employers for the inmate and 
arrange job interviews. M-2 \to'Orks with a special ex-offender employment 
counselor at the Kansas Employment Service to arranqe job placements. 
Counselors there can take inmates out of the prison for scheduled job 
interviews. 

An M-2 sponsor may also locate housinq for the inmate if he is not returnin9 
to his family or going to a halfway house. Therefore, when an inmate is 
paroled he can get assistance in finding a job and a place to live and can 
maintain a close tie with the community through his sponsor. 

After the inmate's re-entry has been planned, the sponsor picks up the inmate 
on the day of his release and transports him home or to his new residence. 
The sponsor usually spends the entire first day out with his newly released 
rifr iend." 

Follow-Up 

Dur ing the first three months after release, the sponsor and paro1lee contact 
each other periodically by telephone. After three months the parolee 
chooses whether or not to continue the relationship. The sponsor-parolee 
relationships typically extend for six months, although some continue for 
many years. Follow-up may be an inappropriate term to describe M-2's post
release work because the "treatment" is not term~nated by the program. 
Sponsors are not forced to stop working with a client so that another client 
can be helped. The client is encouraged to maintain the supportive relation
ship for as long as he desires. 

Community Education 

The M-2 Program also. provides a velhicle for community education. Sponsors 
learn about the correctional system and the need for more resources to 
improve prison conditions and vocational and counseling programs. The 
sponsors .1so learn about the problems releasees must face when they return 
to the community. Sponsors often become informed advocates for the proqrams 
and resources needed to improve the criminal justice system and aid clients. 
Since many of the M-2 sponsors are business and community leaders, M-2 
educates many influential people. 

Female Offender Services 

Heart of America Job Therapy also operates a W-2 (Woman to Woman) program at 
the Kansas State Penitentiary for "'"'Omen. The process used for delivering 
services is the same as M-2's. At the time of our site visit for this study, 
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W-2 had matched 58 of the 100 women at Kansas State Penitent iary for Women 
with Isponsors. 

Contact: Mr. Curtis Shoop 
Heart of America Job Therapy 
M-2 Program 
907-1/2 N. 7th Street 
Kansas City, Kansas 66101 
(913) 281-4432 
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2. Client Intake and Assessment: Cemmunity Cerrectienal Services, 
Geneva, Illineis 

New applicants are interviewed at ene of the three Cemmunity Cerrectienal 
Services (CCS) field statiens, local correctienal facilities, er the work 
release center. The applicatien and assessment process is explained by the 
staff to' each applicant. Then the client completes an applicatien, previding 
infermatien en werk and cr iminal hister ies. An inceme statement, policy 
agreement, and release forms are signed. (Appendix B centains ~amples ef 
many ef the ferms used by CCS.) 

At this point, the CCS intake precess becomes mere cemprehensive than these 
ef the ether programs that were ebserved or survey\?d fer this report. CCS 
screeners cenduct a "behavieral interview~' wiU. each applicant. This inter
view is designed to' assess the applicant's appearance, attentiveness, verbal 
skills, general attitude abeut himself and ethers, and ability to' erganize 
and present his secial, criminal, and werk histeries. Each centact with the 
applicant is designed to' permit an assessment ef his ability to' handle a jeb 
int~rview and werk responsibility. SCleeners must fermally rate applicants 
on these dimensiens and indicate whether they weuld hire the applicants given 
their behavier dur ing intake. These ratings aid the career develepment 
ceunselor in develeping an individualized career and treatment plan fer each 
client. 

Next, the screener uses the behavieral interview to' gather infermatien en 
each applicant's residential situatien, physical disabilities, and histery ef 
mental illness and drug er alcehel abuse. The screener aveids posing "why" 
er "whether" questiens on these sensitive tepics. Fer example, the screener 
will ask, "Hew eften de yeu use drugs?" "What kinds?" "With whem?" This 
minimizes the potential fer dishonest responses to' questipns such as "Do you 
use drugs?" Screeners feel that a high. level ef henesty and epenness is 
achieved dur ing the interview, allewing them to' address real rather than 
assumed preblems. 

Third, the screener cenducts a thereugh investigatien ef the applicant's 
educational, criminal justice, empleyment, and secial service histeries. 
Letters are sent to' fermer employers, fermer pregrams, and scheels attended. 
Pre-sentence investigatien, receptien, and classificatien reports are ebtain
ed on prebatieners and parelees. The informatien ebtained frem scheels and 
empleyers is valuable. Negati,ve behavicr er response patterns exhibited at 
varieus work and school sites enable CCS members to' determine the degree ef 
preparatien a client will require prier to' placement in an unsubsidized jeb. 
The letters to' fermer empleyers alsO' identify these whO' are willinq to' accept 
the client back en the jeb. Many ex-effenders never censider asking if they 
might be able to' return to' fermer jebs. Several immediate CCS placements 
each year can be attributed to' the thereughness of the intake precess. 
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Feurth, the screener arranges an appointment with ·the CCS career develepment 
ceunseler if the client is eligible fer CETA and nc ·serieus drug, alcohel, 
physical, medical, er mental health preblems exist that weuld prehibit 
placement en the jeb. 

Fifth, the screening process centinues after acceptance intO' the program. If 
required, aptitude and vecatienal testing is perfermed after acceptanc~. 
These tests previde additienal infermatien to' assist in training and place
ment and are not used to' screen clients eut ef the program. 

Sixth, the CCS staff develeps a career plan fer each client en the "Plan of 
Actien" ferm. The client is asked to' discuss his "ideal self" and hew he 
might develep himself intO' that ideal persen. Career interests and geal/s, 
alternative geals, preblem ar\~as, and strengths are neted cn the "Plan ef 
Actien" ferm. This ferm alsO' charts the steps the client must take aleng his 
career path. Staff members alsO' assist each client in develeping a budget 
that reflects SUbsistence needs, family ebligatiens, and werlt-related ex
penses. Based en individual income needs, the career actien plan includes.an 
immediate er delayed full- er part-time job, in additien to' jeb preparatlen 
services. At this staqe, alIef the intake infermatien is utilized to' 
determine whether the client will be placed in unsubsidized employment, 
educatienal services, vecatienal training, or werk experience activities. 

As a result ef this precess, every centact between staff and client and all 
available hister ical infermatien abeut the client are utilized to' determine 
the client's needs and wants. A decisien to' place the client in a jeb is 
based en actual werk history and work habits revealed to' CCS (i.e., lateness, 
absenteeism, attitude) 'dur ing the intake process. A decisien to' place the 
cli.ent in edu~atienal er vecatienal training activities is based en a ther
euqh assessment O'f his aptitudes and weaknesses. Fi~alIY, during the. inta~e 
and assessment precess each client has the epportunlty to': (1) clar.lfy hlS 
values, geals, and expectatiens~ and (2) develep a career plan wlth the 
assistance ef the CCS career develepment ceunseler. 

Centact: MI. Kenneth J. Klimuske, Directer 
409 Campbell Street 
Geneva, Illineis 60134 
(312) 232-2400 
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3. Job Preparation Workshop: Employ-Ex, Denver, Colorado 

Employ-Ex, an established program refined over the past six years, has the 
most rapid placement process of any program surveyed or visited dur ing the 
present study. Almost all clients are placed within two weeks. The success 
of this rapid delivery system is a result of the progr~"Il 's philosophy, staff 
coordination, and superb job preparation workshop. , 

Job Preparation Workshop 

The Job Preparation Workshop is a thr'<!e and one-half hour session using a 
lecture and group participation format. Tbe workshop is offered on Monday, 
Wednesday, and Friday of each week. Up to 12 ex-offenders attend each 
session. This workshop motivates and entertains the ex-offenders, in 
addition to teaching them important job finding and job retention skills. 
Highlights of the workshop curriculum follow: 

1. 

2. 

The first part of the workshop is designed to teach the ex-offender 
how to remain in consideration during the hiring process. The perspec
tive of the employer when hiring is discussed at 1enqth: 

• Employers don't like to hi:re, have too many applications to read, 
and too much of their time!. is devoted to getting someone who may 
quit anyway. 

• Employers usually don't know how to get the critical information 
from the applicant that they need to make the hire. 

• Don't believe the qualifications in the newspapers. Those qualifi
cations are there to get you to eliminate yourself. Employers 
want to minimi~e the number of applicants. Get information about the 
job from the employer. 

The correct procedures for calling an employer focus on how to prevent 
oneself from being eliminated: 

• Don't give anyone too much information on the phone. The interview 
is the place for a detailed discussion. You won't get the job over 
the phone, although you can get an interview. Be brief and to the 
point: "My name is I'm callin~ about the job of ~ __ -,
advertised in ----T have months of experience in 
related work. When can I see you today?" 

• Don't forget to get the time, place, and name of the person you are 
going to see. 
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The interview is discussed next, including presentation of information 
on the application, when to arrive, and what to wear. Again, methods to 
remain in consideration are discussed: 

• Show up 30 lllinutes before the interview. Be prepared to fill out 
the application. Have dates and names already written on a piece of 
paper. Don't take more than 15 minutes to fill out the application. 
Five minutes is too fast and sloppy and 30 minutes proves you're 
slow--you might not get hired. 

• Read 
fits 
like 

• Don't 
She's 
death 

literature on the company history, growth potential, and bene
while you are waiting. Be prepared to explain why you would 
a job at this particular company. 

sleep, slouch in the chair, or flirt with the receptionist. 
the one who takes your application and can give you the kiss of 
before the employer even reads your application. 

The application is a major concern of ex-offenders, especially "the" 
question: FJHave you ever been convicted of a felony?" The workshop 
addresses this question extremely well. 

• If you answer that question with a "no," it will usually catch up 
with you. You will always be looking over your shoulder. Write 
"Yes, will explain in t.he interview." Be honest, but don'~- put any 
details on paper that might follow you around. Criminal history 
information should be gi'ilen face to face. Answering, "Yes, will 
explain," will get you some interviews just because the employer will 
be cur ious. 

The interview itself is presented as an opportunity to present the 
information you want to present: 

• Control the interview, talk about your interests in the company 
and its goals, but start by bringing up the felony conviction first. 

• Tell the employer, "I do have a felony conviction, but I don't want 
that to be the reason I don't get the job ••• " 

• Accomplish four things: 

a. Start by being honest--something ex-offenders are not supposed to 
be. 

b. Tell the employer you want the job. 
c~ In a tactful way, tell the employer, "Don't discriminate 

against me because of my conviction." 
d. Take control of the interview. 
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6. 

7. 

8. 

• Interviews usually last 20 to 30 minutes. Use up some of that time 
on yOU! own terms. Tell the interviewer what he needs to know. 

The instructor then discusses the most beneficial manner of presenting 
experience and how to weave institutional work experience and skills 
into the application and interview. The instructor destroys the myth 
about not being able to get a job if you only made license plates in 
pr iaon. (In order to make license plates, several sophisticated 
machines must be used.) 

The employer's decision process is presented (intellectual process vs. 
situational needs vs. gut level decision) in preparation for discussion 
of how to close the interview. 

• 
Closing the interview is then discussed at length: 

• You want to know: (1) if you got the job~ and (2) when you can 
start. Don't ask iE you got the job. Ask the second question 
first: "I want this job, when can I start?" This is a secondary 
close. 

• If the employer does not want to make the decision, then use the 
"puppy dog close." You know when you are trying to get rid of 
puppies, you don't come out and ask, "Do you want one?" You talk 
to your neighbor about something else while petting the cute little 
th ing • Then you let him hold it and pet it. Now, you ask,. "How 
would you like to keep it?" It's hard to turn you down. Do the 
same thing with that job .. 

• Tell the employer to let you work for one week and then, if he 
decidea to hire someone else, he'll have a week's work and you'll 
have a week's pay. If the employer gives you a chance, it is diffi
cult to turn you down aft.er one '~eek if you take care of business. 

9. Ex-offenders are also taught when to stop selling themselves and start 
buying the job: 

• Sell until you are offfired the job, then buy. Don't keep talking 
about how much you want the job or your qualifications after that 
point. Don't talk yourself out of the offer you just got! Now it 
is appropriate to ask about salary, hours, and benefits. 

10. Another part of the workshop explains the dynamics of the job search: 

• If you leave 100 applications for jobs, you may get one or two 
interviews! 
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• If you get eight to 10 interviews, you'll get a job! 

• Focus on getting the interviews! 

11. The workshop also has an interesting approach to skill levels and 
experience. The instruc.tor asks the ex-offenders to list what they 
could offer an employer if they had no skills, education, or experience. 
The following list of assets is developed with some coaching at first: 

• willingness to wo~k 
• ability to learn 
• good attitude 
• good appearance 
• loyalty 
• ambition 
• reliability 
• stability 
• honesty 
• ability to get along with people 

12. Later in the session, when the employer's process for making a decision 
is discussed, tha participants are asked: "What else is the employer 
looking for besides skills?" The same list is generated. These same 
assets are listed a third time _ when the group discusses how to keep 
the job. The ex-offender with few skills is given some confidence 
about other assets he can offer. The workshop also addresses goal 
setting, career planning, lear,ning from past mistakes, and a multitude 
of other relevant issues. 

Contact: Mr. Cal Harvey, Director 
1600 Pennsylvania 
Denver, Colorado 80204 
(303) 837-8842 
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4. Job Marts for Ex-Offenders: Massachusetts Department of Correc
tion, Office of Manpower Development 

The job mart, sponsored by the Office of Manpower Development (OMD) at the 
Massachusetts Department of Correction, is a conceptually simple, creative, 
and apparently effect ive technique for job development and employer educa
tion. The job mart technique demonstrates the high level of involvement that 
can be developed between ex-offenders and the business community. In addi
tion, the mart enables projects to strengthen their relationships with 
employers who are already accepting ex-offender referrals. 

The basic strategy of the mart is to gather a large group of employers 
together with a large group of unemployed ex-offenders in a setting where 
the employer is not distracted by other responsibilities and the ex-offenders 
are not competing with applicants who are not stigmatized by the label 
"ex-offender." Employers who have besn working with the ex-offender employ
ment program are recruited to set up booths and conduct interviews for a 
large number of ex-offenders who are seeking jobs. The first day of the 
two-day mart is devoted to employer education and discussions and the second 
day is devoted to interviewing ex-offenders. Guest speakers from the busi
ness, criminal justice, and political communities are invited to increase the 
visibility of the mart and media coverage. 

The OMD completed its seventh job mart in Worcester, Massachusetts on Feb
ruary 22, 1979. Approximately 80 area employers attended, including Digital 
Equipment Corporation, the Norton Company, Holy Cross College, General 
Electr ic, and the H. P. Hood Corporation. The mart resulted in 39 on-the.-spot 
hires and 70 follow-up interviews for the ex-offenders who attended. The 
previous mart, held in Boston on October 11, 1978, attracted approximately 
100 companies and approximately 800 offenders and ex-offenders. The Boston 
job mart resulted in 80 on-the-spot hires. 

Participants and staff members were interviewed at the Worcester job mart to 
obtain first hand knowledge of the mart's operations. The following descrip
tion of the job mart process is based on those interviews. 

Planning the Job Mart 

e Develop a list of the employers, companies, and training institutions 
to which your program has referred ex-offender clients. This is the 
pool fram which participants are recruited. 

• Do not plan a job mart if you do not have working relationships with 
business representatives in your area. Do not expect a large number 
of employers who do not know about your program to attend the mart. 

• Next, set up ii steer ing commi ttee composed of individuals who ar e 
knowledgeable concerning ex-offender employment problems, such as: 
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1. jail/corrections representatives~ 
2. parole representatives~ 
3. rLobation representatives~ 
4. members of the business community who have hired 

or worked with ex-offenders~ 
5. CETA representatives~ 
6. local criminal justice planning agency representatives 

(LEAA)~ and 
7. ex-offender representatives. 

The purpose of the steering committee is to select seminar topics 
and speakers. The committef:! is also responsible for publicizing 
the job mart to probation, parole, and corrections departments as 
well as their clients. 

Seminars 

.. 

• 

• 

• 

The steering committee should select the topics for the seminars, 
develop a list of potential speakers, approach candidates in order 
of preference, and obtain firm commitments from the speakers. 

Speakers should be selected from the business, law enforcement, 
ex-offender, and political communities. 

At a minimum, seminars should present information on: 

1. the reintegration problems faced by ex-offenders~ 
2. ex-offenders as a labor pool with something to offer 

employers~ 

3. retention and performance of ex-offenders after they 
are hired (based on program and employer experience) ~ 

and 
4. techniques for improving ex-offender job performance 

and retention. 

The seminar sessions should conclude with a review of job 
mart procedures (i.e., booth activity and interviews). 

Selecting and Reserving the Conf:erence Site 

• A list of potential conference sites (usually hotels) should be 
compiled on the basis of~ 

1. availability~ 
2. costJ 
3. available space for company booths~ 
4. proximity to good pubHc transportation~ and 
5. proximity to cities or towns to which the largest 

number of prison or jail releasees return. 
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• Reserving a conference site requires, at a minimum, six months 
advance planning and it is not uncommon for hotels to book conference 
space 12 months in advance. Availability of reduced conference 
rates for nonprofit agencies should be explored. 

Recruiting Companies 

• Program staff should set up appointments with personnel directors 
or, in select cases, presidents or vice presidents oZ companies six 
to eight months pr ior to the mart. Information about the program, 
hir ing ex-offenders, other companies that are participating, and the 
mechanics of the mart should be discussed. 

• Follow up initial commitments to attend with correspondence. Request 
advance payment of registration fees and require that hotel reserva
tions be made by a specific date. Encourge employers to bring written 
material describing their company to the mart for distribution at the 
booths. 

• Participating companies should be encouraged to hav~ positions 
available at the time of the mart so that they may 'make job offers 
to qualified ex-offenders. The number of employers who attend the 
mart with available jobs may be affected by the 'season of the year. 

Publicity 

• As soon as the conference site schedule, seminars, and speakers are 
confirmed, pr int a brochure for distr ibution. (See Appendix D for a 
sample brochure.) 

• Send letters and brochures to parole, probation, and pre-release 
centers, and work-release and halfway house programs. Request 
that these agencies inform their clients about the mart. 

• Prepare and distribute press releases and community service announce
ments about the mart. (See Appendix D for sample press. releases.) 

Costs 

• The cost of the mart can be minimized by requiring a fee from partici
pating companies who set up booths and a registration fee f.:om each 
company representative who attends. (The OMD job marts charge $75 
for booth set-ups and a $25 registration fee for each company repre
sentatiye.) 
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One-Day vs. Two-Day Job Marts 

• A two-day mart is recommended until the mart becomes an established 
event. The two-day mart should devote the entire first day to 
employer education and orientation. This will allow sufficient 
time for open discussion and sharinq of concerns. The second day 
should be devoted to establishing contact between employers and 
ex-offenders. 

• A one-day mart is advisable when the majority of employers attending 
have participated previously in more than one mart, and express 
more interest in interviewing ex-offenders than in seminar participa
tion. The one-day mart can begin with a two-hour breakfast seminar 
and devote the remainder of the day to booth activities and inter
views. 

Contact: Edward Gallagher 
Director, OMD 

or 

Jacqueline M. Habib 
Massachusetts Department 
of Correction 

100 Cambridge Street 
Boston, Massachusetts 02108 
(617) 727-3950 
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5. Job Placement Via Unions: Step-Up, Norfolk, Virginia 

Very few ex-offender employment program::; around the country have any signi
ficant relationships with local unions. Rarer still are programs that 
are oriented to female ex-offenders and have the full active support of local 
unions in placing clients in non-traditional jobs. The Step-Up program in 
Virginia provides this unusual blend. 

Want ads and employment service listings, company contacts, and union person
nel are used by Step-Up staff to identify potential jobs. However, the most 
interesting and effective mechanism for job placement is the union network. 
Attendance at local union council meetings and telephone inquiries directed 
at union representatives in local companies provide Step-Up counselors with 
current information on training opportunities, planned work force expansion, 
and turnover rates. Step-Up counselors are then prepared to approach the 
companies with new job openings. The union representatives have gone so far 
as to intercede when Step-Up staff have been given the "run-around" by 
certain employers. 

An important part of Step-Up's job placement activities is centered on the 
industrial and service unions. While these unions do not control hiring 
directly, they do notify Step-Up of job openings. Large companies, such as 
the shipyards in Norfolk, hire new employees through their personnel office. 
Union representatives are aware of openings and notify Step-Up so that 
clients can be referred for the opening. This is unlike the "hiring hall" 
process of the building tr.ade unions, in which union officials assign 
workers to sites and thereby control access to jobs. 

The unions also fulfill a support role for new employees. A Step-Up client 
placed on a union affiliated job is usually assigned a union "buddy" who 
helps the client adjust to the work environment and co-workers~ The union 
hopes that this support mechanism will encourage the new employee to join the 
union after the 90-day probation period on the job. The client does not feel 
that this is a drawback. The client has a "buddy" and advocate from the 
first day of employment, an element that is especially important for women 
placed in non-traditional jobs. 

As a result of Step-Up's affiliation with the State AFL-CIO Council and the 
active participation of Step-Up in union meetings and activities, the 
local unions view Step-Up and its clients as their own. Step-Up has attained 
a high rate of placing clients in high paying jobs ($4.25 to $7.00 per hour 
to start). Approximately 40 percent of Step-Up clients are placed in union 
affiliated jobs. 

Contact: Sandra Brandt, HRDI 
Janaf Executive Building 
Janaf Shopping Center, Suite 203 
Norfolk, Virginia 23502 
(804) 461-4557 
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6. The Guaranteed Placement Contract: Esperanza, San Jose, California 

Esperanza offers services to a wide variety of female offenders. The client 
population is approximately 40 percent Hispanic, 12 percent Black, and 48 
percent Caucasian. These women have been involved in many types of offenses, 
ranging from welfare fraud td crimes of violence. 

Esperanza offers residential services, a variety of skill traininq courses, 
in-house work experience sites, placement, and post-placement services. For 
female ex-offenders with the most seriou.s adjustment and treatment problems, 
Esperanza can offer a well coordinated, 24-hour a day rehabilitative environ
ment. 

The Guaranteed Placement Contract 

One of many apparently effective techniques in use at Esperanza is the 
guaranteed placement contract. Esperanza developed such a contract with 
the Advancement and Training Center (ATC), which stipulates that ATe receives 
no payment for training services unless Esperanza graduates are placed after 
training in the fields for which the clients were trained. As a result of 
the quality of the ATC training process, Esperanza' s supportive system for 
clients, and the contract, the ATC placement rate for Esperanza graduates is 
100 percent. 

First, ATC provides extensive support for Esperanza clients who are enrolled 
in their training courses. Although clients are screened to ensure that they 
have requisite educational, skill, a~d motivation levels, no attempt is made 
to select only those clients exblbiting the highest levels. ATC requires 
that clients referred to ATC by Esperanza be at least 18 years old and have a 
seventh, eighth, or ninth grade mathematics level, depending on the particu
lar course of study that is planned. ATC provides a counselor to assist 
Esperanza trainees and a crisis counselor is available to assist any of the 
ATC students. ATC does not expect to receive clients who have no problems. 
In fact, the clients gen~rally have many problems. Attitude, motivation, 
academic, attendance, and child care problems occur frequently~ however, ATC 
and Esperanza counselors coordinate their efforts in order to keep these 
problems in check and minimize terminations. ATC believes in confronting 
trainees about poor attitudes and attendance problems. The staff members 
feel that too many progr ams expect ex-offenders to "mess up" a.">\:!. therefore 
their failure is tolerated. ATe, like Esperanza, rejects this approach. 
Although attendance is a serious problem for some clients dur ing the first 
half of the training period, the last four to six weeks of training is well 
attended. 

Second, ATC uses a sophisticated process for choosing traininq areas, 
developing curricula, and developing relationships with the business commu
nity. The basic ATe process is as follows: 
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• Labor Market Analysis 

ATC obtains labor market and population information from the Santa 
Clara County pr ime sponsor. ATC then conducts its own survey of 
30 to 40 local firms to determine their labor and training needs. 

• Selecting Training Areas 

ATC targets those training areas that requirp. ninth grade math and 
reading levels or less. 

ATC chooses training areas that require relatively short-term 
training periods (24Q hours to 780 hours) • 

ATC offers training in areas with a f&ir amount of repetitiousness so 
tasks can be mastered fairly easily. 

ATC also offers training in areas with clear career growth potential, 
such as: 

1. electronic assembly: 
2. sheet metal work: 
3. machine operation: 
4. drafting: 
5. electronic inspection: 
6. inventory control: 
7. electro-mechanical assembly: and 
8. semiconductor processing. 

ATC develops curricul~ in conjunction with individual companies. The 
goal is to produce trainees who can move into production immediately 
after ATC training. Eac~ participating company assists ATC in 
developing a curriculum which will address each company's specific 
equipment, routine, and products. 

ATC assists companies in meeting training and staffing needs and 
does not ask for guaranteed jobs from the companies after training. 
If the companies feel that the trainees are qualified, they have the 
option to hire them. This approach alleviates the pressure charac
ter istic of OJT contracts to hire the trainee regardless of their 
demonstrated interest or capability. 

• Training Proces~ 

The location of training is an important aspect of the training 
process. Trainees are given two ~leeks of instruction at the ATe 
training center. They usually receive the remainder of their train
ing (eight weeks) on site at the participating company. 

Trainees become acclimated to company schedules, rules, equipment, 
supervisors, and co-workers. Although the trainees work in a spe
cific training area, they are encouraged to question other employees 
about their work and rules. Trainees also eat lunch with the other 
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employees and attend company parties and functions. At the end of 
the training session, trainee,s know the company and the company knows 
them. 

• Placement 

At the end of training, 95 percent of the trainees at each company 
remain with that company. It is common for training to end on Friday 
and regular employment to begin the following Monday. Supervisors 
and co-workers often encourage the personnel department to hire 
trainees because they have developed respect for the trainees' skills 
and attitudes, and because friendships have developed. Trainees who 
leave the company training site after training do so because they 
were not offered a job, or because they would prefer to work at 
another company that offers more benefits or easier access by public 
transportation. ATe has a 100 percent placement record for Esperanza 
graduates. 

Contact: Medina Gonzalez 
1460 Knoll Circle 
San Jose, California 95112 
(408) 287-5230. 
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7. Operations Research on High Risk Clients: Community Correctional 
Services, Geneva,·I11inois 

Community Correctional Services (CCS) has a very sophisticated in-house 
research capability. The CCS research is designed to provide information on 
program performance and information about the types of CCS clients mos,t 
likely to be terminated from the proqram pr ior to placement or fail after 

'l?lacement. Research on the "high risk" client is the most interesting aspect 
()f the research unit's activity. 

The client characteristics associated with CCS failure were identified using 
a sophisticated statistical analysis. These characteristics we~e then used 
to identify new clients with the same characteristics who were likely to 
terminate or fail (i.e., a high risk group). CCS then chose additional 
intensive services designed to decrease the number of clients who terminate 
pr ior to placement or fail after placement. The services were provided to 
new clients selected at random from both the high risk and non-high risk 
groups. Staff were not informed as to whether the clients receivb1q inten-
3ive services were high risk. Staff provided these clients with mor~ weekly 
contact 1 a mandatory third party to aid CCS (i.e., a volunteer on another 
program or a family member), and greater emphasis on socialization and living 
skills. CCS wants to determine whether the intensive services are effective 
with the high risk clients. This is the only program encountered durinq the 
course of preparing this ~eport that utilized an intensive in-house research 
effort to modify its serv,;,ce delivery to meet the needs of the cHents that 
the program was failing. 

Contact: Mr. Kenneth J. Klimusko, Director 
409 Campbell Street 
Geneva, Illinois 60134 
(312) 232-2400 
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APPENDIX D 

MASSACHUSETTS DEPARTMENT OF CORRECTION 
JOB MART FOR EX·OFFENDERS 

1. Press Releases 
2. Brochure Distributed to Participants 
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News Release 
For R.lease: __ JM4ED ....... =~~TEL=y __ _ 

Contad: _...!;LARRY~~~P.ARNE~~LLiW-_ 

Date: JANUARY 24! 1979 

Tel. Number: 727·3321 
727·3300 

Edward Gallagher, Director of Manpower Development for the Department of Cor
rection today announced that the First Central Massachusetts Job Mart for Ex-Offen
ders, scheduled for February 22, 1979, is expected to involve approximately 100 area 
employers and agencies to participate in the effort to assist ex-offenders in secur
ing employment. 

The Job Mart, held fram 10:00 a.m. to 4:00 p.m. on February 22nd at the 
Sheraten-Lincoln Inn in Worcester, will bring together ex-offenders and employers 
frem all over central Massachuset'ts. Personnel representatives will staff individual 
booths to inform applicants of possible employment opportunities with their companies. 
Individuals eligible to participate in the program include men and women currently 
incarcerated and on the work-release program, those on probation or parole, and ex
offenders experiencing difficulty securing meaningful employment. 

The Department of Correction Job Marts are the only ones of their kind in the 
country. The 1.1pcoming ,Mart is modeled after the previous five held in Boston on an 
annual basis, and a recent Mart in Springfield for western Massachusetts held in 
April, 1978. As such, these functions have attracted much national attention from 
Corrections officials and employers. Since the inception of the Department of Cor
rection Office of Manpower Development in 1974, approximately 800 employers and 
agencies have attended JOD ~l3.rts throughout the state. Such employers include 
Honeywell, Digital Equipment Corporation, General Electric, I~1, Polaroid, and Proc
ter & Gamble Mfg. Co. It continues to be endorsed by such state and national associ
ations as the National Alliance of Businessmen, the Associated Industries of Massachu
setts, regional Olambers of Conmerce, and personnel associations. 

"It is increasingly clear that manageable solutions 
to so many of our social and political efforts are 
dependent upon the extent to which we have a viable 
economy. 

This is especially true for the ex-offender popula
tion and the reality of the rehabilitative process 
itself. 

The Job Mart is designed to establish and develop 
those necessary linkages between the job and the 
person upon which so many other hopes and expenditures, 
both public and private, rely. 

The Associated Industries of Massachusetts supports 
this vi tal linkage proj ect and those leading com
panies which. are seeking practical ways to refine 
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News Release 
For R.elease: Th'MEDIATELY Date: JANUARY 24 z 1979 

Tel. Number: 727-3321 
727-3300 

Contad: LARID:- P ARNE!.L 

-2-

our techniques so that we may sustain and in
crease greater individual, social and produc
ti ve equilibrium in Massachusetts." 

Wal ther P. MIlther 
President and General Counsel 
Associated Industries of Massachusetts 

Preceeding the Mart, a seminar and reception'will be held at the Sheraton
Lincoln en February 21st for company representatives. Thi5 portion of the program 
is designed to familiarize the participating businesses wi~~ the history and dev
elopment of the Job Mart, concept and the '..fays in which it can be applied. at the 
local level. Featured speakers during the seminar are H. Roger Erickson, President 
of the Personnel Management Association of Worcester, Thomas J. Hourihan, Director 
of Human Resources for the Norton Company, and Jo1m J. Conte, Dist!-ict Attorney of 
Worcester County. 

A dinner, hosted by Edward Gallagher, will include guest speaker Samuel E. 
Zoll, Chief Justice, District Courts of the Commonwealth of Massachusetts, and 
closing ren~rks by Sheriff Frances Deignan. 

AIr( individuals or businesses who would like additional infonnation on the 
Job Mart should'contact Jacqueline M. Habib at (617)727-3950. 
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News Release 
For Release: AT WILL 

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

Contad: Lawrence J. Parnell 

FIRST WORCESTER JOB MART CALLED A SUCCESS 

Date: ' February 27,i 1979 

Tel. Number: 727-3321 6327 
727-3300 

Correction Commissioner Larry R. Meachum and Manpower Director Edward 

Gallagher today termed the First Worcester Job Mart for Ex-Offenders a "successful 

first effort, that should serve to pave the way for continued success at future 

efforts in the Worcester Area." 

According to Gallagher, in excess of 80 area employers were represented at 

the Mart, h~ld at the Sheraton-Lincoln Inn, including such notables as the 

Digital Equipment Corporation, the Norton Company, Holy Cross College, General 

'Electric and the H.P. Hood Corporation. 

.Manpower off~ce records indicate that there were 39 on-the-spot hires of 

Current and ex-offenders, and 70 more scheduled for follow-up interviews with 

employers represented at the Mart. 

The Department of Correction Industries Division, was also represented at the 

Mart, and reportedly made several sales of office supplies and equipment manufactured 

in the various institutions to area State agencies and colleges. 

Commissioner Meachum and Gallagher also stressed the community awareness of the 

ex-offender that developed as a result of the seminar held beforehand for local 

business and civic leaders. 

The next Job Mart for Ex-Offenders is scheduled to be held in Boston, Monday, 

flovember 2c, 1979 at the Copley Plaza Hotel. 

For additional information on employment for ex-offenders, contact the Manpower 

Office, (617) "[,27-3950 171 



FIRST CENTRAL MASSACHUSETTS 
JOB MART FOR EX-OFFEND~RS 

FEBRUARY 21-22, 1979 

SHERATON·LINCOLN INN 
WORCESTER, MASS 

MICHAEL s. OIJKAK;S 
GOVERNOR 

THE COMMONWEAL TH OF MASSACHUSETTS 

EXECUTIVE DEPARTMENT 

STATE HOUSE • BOSTON 02133 

On July 10, 1978, a meeting of the Manpower Steering Committee 
was held to formalize plaris for the Worcester Job Mart for Ex·Offend· 
ers tl) be held at the Sheraton· Lincoln Inn on February 22, 1979. 

This Job Mart is designed specifically to meet the employment needs 
of the ex-offenders. For many decades researchers have consistently 
hel? .t~at employment i~ a/major contributing factor toward reducing 
recidivism. That assumption has been proven in practice. The recidivism 
rute of ex-offenders who are graduates of one of the pre·release centers 
or are work-releasees from an institution has been greatly reduced in 
comparison with the average rate in the Commonwealth. 

I strongly endorse this Job Mart and sincerely believe that it will 
continue to have a great impact on both ex-offenders and employers. 
Statistics have demonstrated for the past few years that ex-o.ffenders, 
when placed in an appropriate situation, prove to be excellent em
ployees. 

I urge all employers in the Commonwealth to participate in this 
worthwhile venture. 

Michael S. Dukakis 

INTRODUCTION 

The Department of Correction in conjunction with other state and 
county agencies brings to the Sheraton-Lincoln Inn on February 22 
1979 the first Worcester County Job Mart for ex-offenders. This Mart: 
for men and women still incarcerated and on the work release program 
and those on probation and parole, will be the first of its kind in 
Worcester County. This effort is again considered to be the most pro· 
gressive step taken by the Commonwealth in its endeavor to seek mean
ingful employment for those men and women to whom it has the 
responsibility of rehabilitating. There will be, with the cooperation of 
business and industry, approximately 150 companies represented in 
individual booths with personnel to interview and inform applicants of 
the opportunities and advantages of being an employee in their 
particular_ company. 

THE SEMINAR 

The Seminar being held on February 21, the day preceding the Job 
Mart, is a major part of the over-all prospectus of the Job Mart. We 
hope that you will find the program complete and effective, and that 
all of your questions can and will be answered in detail. 
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Program for February 21, 1979 
for Ex- Offenders Seminar 

Louis A. Munay 

Isaiah Thoma; and Bancroft Rooms 
Sherawn-Lincoln Inn . 

'1:orcesi!!:'. ~;:lC:~. 

Seminar 1 :30 - 5:00 
Moderator: Jacqueline M_ Habib 

Director, Governor's Office of Community Services 
(Greetings trom the Governor) 

Jack Newcomb 
Assistant Director, Center for Advanced Engineering Study 
Massachusetts Institute of Technology 

Anne Garberg 
Regional Executive, National Alliance of Businessmen 

L'Chester Garron 
Corporate Project Manager for Ex -Offender Programs and Employer 
Relations Digital Equipment Corporation 

Linda Lerner 
Director of Personn"l. Tufts University 

Arthur Frederick 
Department of Labor Industries, Division of Apprentice Training 

Coffee Break 

H. Roger Erickson 
Director of Personnel, Worcester County Institution for Savings 
Presiden t, Personnel Management Association of Worcester 

TI)omas J. Hourihan 
Director of Human Resources, Norton Company 

Robert Thomas 
Director of Industries, Department of Correction 

John J. Conte 
District A ttorney of Worcester County 

Martin Feeney 
Department of Correction, Office of Manpower Development 

Marvin E. Watts 
Employment Service Manager, Procter & Gamble Co. 

Job Mart Procedures. Ouestion and Answer Period 

Evening Program 
FEBRUARY 21 

5:00·6:00 Cocktails 

6:00 Dinner, Chartley Room 
Hosted by Edward Gallagher, Director, Commonwealth 
of MassachusettS Department of Correction, Office of 
Manpower Developme'1! 

Keynote Speaker - Frank A. Hall, Commissioner, Com
monwealth of Massachusetts Department of Correction 

Guest Speaker - Samuel E. Zoll, Chief Justice, District 
Courts of Commonwealth of Massachusetts 
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Guest Speaker - Robert Palmer, Director of Community 
Relations, Polaroid Corp. Chairman of Governor's 
Advisory Commitee 

Closing remarks - Francis Deignan, Sheriff of Worcester 
County 
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PURPOSE OF THE JOB MART 

I t is clear that meaningful employment plays an important role in the 
successful reintegratio:, and rehabilitation of ex-offenders. The Job 
Mart is the mechanism through which both employers and ex·offenders 
in the Commonwealth can attack the problem of matching available 
manpow~r with avail~ble jobs. The Mart will serve as the forum in 
whi~h employers will be informed of the existence of and advantages 
attached to the manpower resource defined by the clients of the crimi
nal justice system. Ex·offenders will be afforded the opportunity to 
plug into a centrally located source of jobs in a way which will ~Iso 
initiate needed coordination and cooperation within the system. 



The Business Community in Massachusetts is sensitive to the serious 
social problems' confronting all of us today. We in the private sector are 
conscious of our responsibilities and recognize that we have a role to 
play in contributing to the solution to those compelling social issues. 
Employing the Ex·offender is one such contribution. 

The Ndtional Alliance of Businessmen highly.emJorses the concept 
of annwll Job Marts for Ex ·Offenders. 

Anne GarbcrH 
Regional Executive 

The National Allianc!! of Businessmen 

I t is increasingly clear that manageable solutions (0 so many of our 
social and political efforts are dependent upon the extent to which we 
have a viable economy. 

This is especially true for the ex·offender population and the reality 
of the rehabilitative process itself. 

The Job Mart is designed to establish and develop those necessary 
linkages between the job and the person upon which so many other 
hopes and expenditures, both public and private rely. 

The Associated Industries of Massachusetts supports this vital 
linkage project and those leading companies which are seeking prac· 
tical ways to refine our techniques so that we may sustain and increase 
greater individual, social and productive equilibrium in Massachusetts. 

Walter P. Muther 
President and General Counsel 

Associated Industries of Massachusetts 

INFORMATION FOR 
PARTICIPATING COMPANIES 

IN THE 
JOB MART for EX-OFFENDERS 

SHERATON-LINCOLN INN 
FEBRUARY 22, 1979 

A participating Company in the Job Mart will receive a fur~jshed 
booth B' x 5', complete with sign, for $75. This will include a table, 
chairs, and accessories; a telephone can be furnished upon request. You 
may bring in any display material, literature or other material for your 
booth which you feel is r,ecessary. 

The Person (1) drsignated by your Company to occupy the booth 
wili be able to attend all program activities pertaining to the Seminar 
and the Job Mart on the 21st and 22nd. (However, any additional per· 
sonnel may attend the Job Mart to assist in the booth on the 22nd). 
The time of the Job Mart will be from 10 A.M. to 4 P.M, 

Any Company who wishes to register any additional personnel for 
the Seminar on February 21st will be charged an additional $25 per 
person (this includes the Cocktail Hour and the Dinner). 

This program will be coordinated bV the Oifice of Manpower Devel· 
opment, Department of Correction, Leverett Saltonstall Building, Gov· 
l'rnment Center, 100 Cambridge Street, Boston, Mass. 02202. Attn: 
Mr. Edward Gallagher or Jacqueline Habib. 

Jlny further information can be obtained by contacting this office: 
Tel. 727·3950·3951 ·3952. 

REGISTRATION FORM for February 21·22, 1979 

" 
Name of Company participating in Job Mart 

Street 

City _______ State and Zip ___________ _ 

Telephone No. Ex'· .• , __________ _ 

Contact Person ____________________ _ 

Specify copy for sign __________________ _ 

Your check should be made payable to the Manpower Development 
Steering Committee and mailed to: The Office of Manpower, Depart· 
ment of Correction, Leverett Saltonstall Building, Government Center, 
100 Cambridge Street, Boston, Mass. 02202. Attn: Mr. Edward 
Gallagher. 

You will be notified of your booth location upon receipt of this 
form. 

Please list on the reverse side of this form the name of those attend· 
ing the Job Mart at the Sheraton· Lincoln Inn on February 22nd. 

Registration form should be returned in the enclosed envelope 
before January 1 :!th. 

Indicate: Check Enclosed 0 Please Invoice 0 

Personnel attending the Job Mart on February 22nd 

._-------------_._---

SPONSORS: 

Department of Community Affairs Manpower Steering Committee 

Division of Employment Security Department of Correction 

Division of Civil Service Massachusetts Parole Board 

Executive Office of Manpower Affairs Department of Probation 

National Alliance of Businessmen Chambers of Commerce 

Associated Industries of Massachusetts Vp.teran's Administration 

Massachusetts Rehabilitation Commission 

Massachusetts Committee on Criminal Justice 
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