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Correctional Training, Industries and Education 

About this Publication 
In 1984, the Johnson Foundation and The Brookings Institution sponsored a series of meetings on prison industries 

at the Wingspread Center in Racine, Wisconsin and in Washington, D.C. The attendees included leaders in the field of 
corrections, business, law, labor, media, and academics. These meetings led to the formation of the National Task Force on 
Prison Industries. With the encouragement of Chief Justice Warren Burger and The Brookings Institu te a list of principles and 
recommendations were published. The goal of the Task Force was to focus attention on prison industries and to start a 
national dialogue for improvement of the "factories within fences." 

The first national conference on the concept of Training, Industries, and Education was held in Chicago, Illinois the 
following year, under the combined sponsorship of the National Institute of Corrections and the Illinois Correctional 
Association. Participants came from all sectors of the correctional, business, and legal communities for the first time to discuss 
the future of education and industry in the American prison systems. The dialogue had begun. 

The second conference on Training, Industry and Education was held in November, 1988 at Cincinnati, Ohio. The 
presentations and workshops gave methods and examples of creating and fostering the partnerships between industry and 
education within the walls of correctional institutions around the United States and Canada. 

This monograph includes 7 articles selected from manuscripts/presentations that were delivered at the Second 
Training, Industries and Education conference which was held in Cincinnati, Ohio in November, 1988. The conference was 
a ttended by over 350 Correctional professionals from the United Sta tes and Canada and was co-sponsored by the Correctional 
Education Association and the Correctional Industries Association. 

This monograph and the two preceeding conferences have attempted to focus the attention of correctional 
professionals on the importance of and benefits that can be derived from cooperative efforts among correctional education, 
industries and training programs. The articles included in this publication represent an overview of cooperative efforts 
among correctional training, industries and education programs. 

If corrections ever is to achieve its goal of creating productive prisons that provide a positive atmosphere for change 
then there will need to be a cooperative TIE developed. We hope this publication provides correctional professionals with 
a useful tool to begin to establish a new TIE in corrections. 

The overriding assumption of the integration and diversification of Training, Industries, and Education (TIE) within 
prison walls is best expressed by Chief Justice Warren Burger: "To put people behind walls and bars and do little or nothing 
to change them is to win a battle but lose a war. It is wrong. It is expensive. It is stupid." 

T. 

I. 

E. 

Translating T.I.E. 

The Editors 
John F. Littlefield 
Sharon Crook West 

Training includes vocational education, apprenticeship programs, on-the-job training, mentoring, inservice 
education and other employment skill enhancement efforts. 

Industries includes correctional manufacturing and production and all institutional inmate work assignments, 
such as, maintenance, food, safety and sanitation services, agricultural and other support services. 

Education include literacy, social/life skills, adult basic education, technical and post-secondary programs, as 
well as pre-employment education for inmates. 



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

Correctional Industries Association 

Dear Reader: 

It is with great pleasure that I am able to endorese the T.LE. concept. I am equally pleased to join our 
distinguished colleagues from the Correctional Education Association in supporting the integration of 
two extremely important correctional programs. The combined advantages of training, industries, and 
education provide invaluable benefits to not only program staff, correctional managers and taxpayers, 
but most importantly to the incarcerated offender. 

I encourage you to thoughtfully read these manuscripts and presentations presented here in order to 
grasp the true scope and total possibilities of implementing the T.LE. concept. 

I am sure you will join me in expressing our appreciation for both these comprehensive and informative 
articles and for the excellent production work that went into this publication. I want also to encourage 
your own comments as they relate to T.LE. and urge you to attend the upcoming 1990 T.LE. Conference 
in San Francisco in November, 1990. 

Melvin L. Johnson, President 
Correctional Industries Association 

Correctional Education Association 

Dear Reader: 

The Correctional Education Association is pleased to join with the Correctional Industries AssociaHon in 
bringing you this collection of readings on T.LE., the integration of training, industries, and education in 
correctional programming. T.LE. symbolizes the cooperative efforts necessary to maximize both re
sources and the positive impact of programs on the offender. 

As you read through the thought-provoking and informative articles included in this publication, we 
hope they will help you better understand and apply the principles of T.LE. 

Again, CEA is pleased to join with CIA in promoting greater cooperation and the T.LE. concept. 
Thank you. 

Gayle Gassner, President 
Correctional Education Association 
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The T.LE. (Training, Industries, Education) concept is based upon the principles of cooperation, integration and 
coordination. The T.I.E. approach provides opportunities for incarcerated offenders to work and to improve their 
academic, social, and vocational skills. Cooperative ventures which integrate educational programming with work and 
industry assignments require coordinated efforts with additional components of the correctional operation including 
classification, security, mental health and housing. 

The goal of T.I.E. progranuning is to increase the skills and productivity of the inmate work force and to enhance 
the offenders employability. The provision of comprehensive education and work programs should help to facilitate the 
offender's successful transition to the community. 

This definition was originally developed for the National Academy of Corrections, Prison Industry, Education 
and Work Seminar (July, 1988). 
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The Tie Concept-Moving From 
Theory to Practice 

Robert C. Grieser 

Abstract 

This article presents Innovative programs In the United 
States, specifically within UN/COR. Current state pro
grams wlJl be addressed and state funded examples of 
TIE program Integration will be given. The evaluation of 
TIE within the Federal system will also be discussed. 

I am pleased to have the opportunity to share with you 
some of the innovative programs taking place across the 
nation, and more specifically within UNICOR. My presenta
tion today will be given in two parts. First, I will draw on some 
of my past experience working with the states to discuss a few 
of the state programs; and second, I will elaborate on the 
evolution of TIE within the Federal system. Let me begin with 
a brief background on the TIE concept for those of you who 
may be new to this area. 

I. History of the TIE Concept 

Since the late-1970's, correctional industries has reemer
ged as a critical aspect of corrections. More recently, increas
ing emphasiS has been placed on the importance of inmate 
education programs (as evidenced by Sen. Specter monies 
for education and Gov. Baliles "no read-no release" program 
in VA). With limited funds available for programs, a movement 
began to coordinate education and work programs ratherthan 
having them compete with one another as was often the case 
in the past. Competition among programs is both short
sighted and costly. Crowding, scnJtiny by ihe courts, limited 
resources, and other realities of modern corrections have all 
contributed to the development of the TIE concept-the 
integration of training, industries, and education. Two years 
ago tile first national TI E conference was held in Chicago; with 
its program devoted exclusively to the application of this 
concept. 

II. State-Funded Examples of TiE Program Integration 

There are a number of examples of TI E program integra
tion in the states. Several of these programs are grant-funded; 
but many are not. They vary in degree from formalized joint 
ventures to the most common type of interaction between 
industries and correctional education programs, i.e. the infor
mal coordination of efforts. In nearly all cases, the principal 
"TIE", or linkage with industries, involves vocational educa
tion. 

In several states, including California and South Dakota, 
joint ventures function in some institutions. These joi~t efforts 
involve industries providing raw materials for use by Inmates 
in vocational education classes. The finished products pro-
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duced in those classes are then either sold by industries or 
used in prodUCing other products. Industry retains the profits 
from the venture; the instructor's salary may be paid for by 
eithe.r the vocational education program or by industries. New 
York State has experimented with a variation on this ap
proach, whereby industries actually subcontracts with a voca
tional shop to take on production work on an overflow or as 
needed basis. 

North Carolina has a cooperative arrangement between 
the women's prison and a local technical college that trains 
inmates in reupholstery; inmates spend a minimum of 3 
months in training priorto placement in the industry-run shop. 
The state of Nebraska runs a comprehensive pre-employ
ment training program for industry workers. Nebraska's 
training course includes orientation, industrial mathematics, 
measurement, reading blueprints, and safety considerations. 
Th.e program is described in detail in an article published in the 
Winter '87 newsletter of the Correctional Industries Associa
tion. 

In Michigan and Maryland, inmates employed in indus
tries can enter apprenticeship programs to qualify as skilled 
workers and for union membership. Maryland has the largest 
program of this kind, with more than 150 inmates involved. 
The Michigan program includes additional training after work
ing hours. 

Job qualifications for Maine and a numberof other states' 
prison industries include vocational training. In Washington 
State all job classifications have academic and vocational 
requirements. These are established in accordance with the 
Dictionary of Occupational Titles published by the U.S. Bu
reau of Labor Statistics. 

Finally, some states like Ohio and New York, have moved 
toward the Federal model of integrating the management and 
financing of vocational and industry programs under one 
umbrella. While the particular model that is appropriate for 
your state may vary, the integration between education and 
industries is a workab!e concept that has grown rapidly and 
merits serious attention. 

III. UNICOR's Implementation of the TIE Concept 

With this overview of the various programs operational in 
the states, I would like to turn my attention toward the TIE 
concept that has evolved in UNICOR. 

The Bureau of Prisons believes that a productive inmate 
is much less likely to be a problem inmate, a philosophy that 
has a direct impact on UNICOR's approach to the TIE con-
cept. . 

In working within this framework, UNICOR plays an in

creasingly important role in the overall operation of the Bureau's 
correctional programs. As of July 1, 1988, the total inmate 
population within the Bureau of Prisons was 44,215. Of that 
number 15,203 were employed by UNICOR. To give you an 
idea of the growth rate of the Federal prison system these 
numbers are expected to increase to 65,000 and 24,000, 
respectively, by FY 1992, an increase of nearly 50 percent 
overthe next five years. UNICOR currently employs nearly 45 
percent of the working population of the Bureau of :risons. 
The working population is defined as the number of Inmates 
available for work assignment of any kind. 



-- - ~~~-~ ---

In recent years there have been marked changes within 
the Bureau of Prisons in the relationship between industries, 
education, and training. Industries operated for many years 
almost independently of other institution programs. Work 
related tra.ining for inmates was mostly in the form of on-the
job-training. Education programs were structured more to 
meet departmental needs and goals. Inmate training was 
usually in the form of vocational training, again seldom relating 
to other programs or inmate work assignments within the 
institution. 

In 1983 with the long-range goal of more closely coordi
nating the efforts of the three areas, the education and inmate 
training programs were placed under the direction of the 
Associate Commissioner of UNICOR. This set the stage for 
a concerted effort to direct education and training programs 
toward a closer alignment with industries. 

UNICOR's goal is to offer a pre-industrial training program 
for each of its 78 operations located in 43 different institutions 
throughout the country. Currently there are such programs in 
35 factory locations-all funded by profits from UNICOR. 
These programs are developed jointly by the UNICOR and 
education department staff and geared to addressing the 
basics of industrial work habits as well as basic educational 
requirements relating to the inmate's future UNICOR assign
ment. The training program is designed to provide basic work 
skills through instruction and hands-an-application. Nearthe 
end of the training "live" work is peliormed by the inmates. 

TI E programs, as with most new ideas or processes within 
the Bureau of Prisons, are first approved as a pilot program 
usually at the institution from which the idea or plans are 
submitted. The results are carefully documented over a 
specified time period, typically several months. If the desired 
results are indicated the program is usually approved for 
systemwide application. 

In May 1983, the 6.0 sat requirements for UNICOR 
workers to progress beyond the entry pay level was imple
mented. 

L'l that same year, a small number of UNICOR job classi
fications were earmarked to require an education level of 
GED. These were the higher paying jobs in UNICOR that 
required a more knowledgeable individual to insure success
ful performance. Some examples might be tool and die maker 
or certain quality assurance inspectors in our electronics op
erations. 

In 1985 a new pay grade was established to compensate 
those inmates enrolled in pre-industrial training programs. 
The rate is 1/2 of the lowest standard pay rate for UNICOR 
workers or about 22 cents per hour. The training is usually for 
a period of two to four weeks after which the inmate is 
assigned to a job in UNICOR. 

In July 1986, the 6.0 sat requirement for advancement in 
pay grade was raised to 8.0, following the successful conclu
sion of a pilot program. Last year this concept was expanded 
further-with one location establishing the attainment of a 
high school diploma or GED as a pre-requisite for an inmate 
promotion to a Grade 1 (which is the highest level) assign
ment. 

Through tying the inmate's ability to move into the better 
paying jobs in UNICOR directly to their educational accom
plishments, an achievable and real incentive has been cre-
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ated. These programs have resulted in higher enrollments 
and a higher completion rate in the Bureau's adult basic 
education courses. 

The most recent enhancement to the TIE program has 
been the establishment of an Associate Warden (Industries 
and Education) at selected institutions. Under this program, 
the position (which was formerly Superintendent of Industries) 
has full responsibility for the industrial and educational pro
grams, including inmate training, at their location. This con
cept, now operating in 18 sites, has made for even more 
closely coordinated integration of these functions. 

These are but a few of the training and incentive programs 
offered to inmates working or planning to work in UNICOR. 
Suggestions for new and innovative programs from both staff 
and inmate workers is encouraged. In order to foster the pro
ductivity and quality standards essential to the continued 
success of UNICOR, it is necessary continue to search out 
avenues that can be successfully integrated into the industrial 
program. 

While UNICOR has come a long way toward integrating 
the training, industries, and education components of its cor
rectional program,it is important to mention a few words about 
the financing of these programs. UNICOR has experienced 
some cashflow difficulty over the past several months. This 
has primarily been due to problems of strained financial 
resources as they attempt to keep pace with the rapid need for 
expansion. In 1987, a total of $7.2 million was allocated to 
fund pre-industrial, vocational, and experimental training 
programs. Presently there is some discussion among Corpo
rate management and the Bureau leadership as to whether 
and to what degree past levels of financing for education 
programs can continue. Whatever the outcome, the benefits 
of coordination of training and industries have been clear, 
insuring that Federal support for the TIE concept will continue 
well into the future. 

Biography 

Robert C. Grieser is currently Internal Programs Manager 
with UNICOR Federal Prison Industries. Mr. Grieser has had 
13 years of research and management experience at the 
federal, state, and local levels. As Director of Operations for 
the Institute for Economic and Policy Studies, he directed 
numerous studies on prison industries, jails, and corrections 
education. He was the Project Director on a multi-year NIC 
study to document and evaluate a $4 million Congressional 
funding initiative in corrections education. 

Formerly the National Program Coordinator for the De
partment of Justice TA program on Strategic Planning for 
Industries, he has served as a consultant to the Tennessee 
Dept. of Correction on a court-ordered job evaluation, and 
completed industry marketing studies for the states of New 
York and Maryland. Both the New York and Tennessee work 
involved recommendations for linking educational programs 
with industry. He has published numerous articles on prison 
industries, and has been a member of the Board of Directors 
for the Correctional Industries Association since joining UNI
COR in 1988. 



Proposals for Prison Education 
and Training and Prison 
Industries 

William C. Norris 

Abstract 

This article presents remarks given by WIlliam C. 
NorriS, founder and Chairman Emeritus of Control Data 
Corporation and Chairman of the Board of the WIlliam C. 
Norris Institute at the Training, Industries and Education 
Conference. 

from warehouses to factories with fences. The fact that not 
much progress has been made in reaching his goals should 
only cause us to re-double our efforts in that regard. 

Only one program, called Wheels wasn't successful. It 
had the objective of providing automobiles to released prison
ers. In Minnesota, especially in the wintertime, the availability 
of a dependable automobile increases options for securing 
and keeping a job. Thus, Control Data established Wheels, 
which made available cars from Control Data's finance sub
sidiary, Commercial Credit. Its vehicle leasing division had a 
large number of used cars in good condition which were 
leased at competitive rates to ex-convicts who were obviously 
not credit worthy. 

After about a year, Wheels was progressing nicely in that 
an important need was being served and loan repayments 
were current. Feeling that the program was on track, I took my 
eye off of it. 

Soon thereafter, the manager left for a better jou, and the 
division executive responsible for Wheels replaced him with 
one of the participants in the program. You can surmise the 
next chapter-an opportunity for a fast buck was irresistible 
and a sizeable embezzlement wiped out the funds allocated 
to the program which then had to be cancelled. 

It is a pleasure to partiCipate in your conference and During my tenure as C::=O, I shared in some non-cata-
discuss proposalsforprison education and training and prison strophic, humbling mistakes. Wheels took the prize for that 
industries. I have been concerned with those areas for more category. Even though its demise was painful, out of the ruins 
than 30 years. of that program rose some important lessons. In our rush to 

During 28 of those years, I was chief executive of Control solve the problems which beset those who have been incar
Data and intimately involved with a number of prison pro- cerated, we cannot leave them to their own devices with the 
grams. The largest was Plato Computer-based Education hope that they will do good. Those who have been in such 
and Training which commenced in 1975. The first sale of serious trouble as to land in prison need tight controls on them 
Control Data's Plato program, Fairbreak, was to the Minne- at release, until they can show that they are ready for in
sot a State Prison at Stillwater. Through the years, the late AI creased responsibility and trust. The Wheels program would 
Maresh, who was a pioneer in correctional education, was a have been going today had we not lost sight of that important 
strong proponent of computer-based education and a good lesson, because the basic concept of the program was sound. 
friend to Control Data and its Plato system. Today, some 23 My interest in prison programs was not diminished by the 
states and over 100 institutions are using Plato, and almost experience and has continued as strong as ever after I retired 
every state is using computer-based education in some form and assumed my new role as Chairman of the William C. 
in their education programs. Norris Institute. 

In addition to its Plato Computer-Based Education Pro- Meanwhile, the resources required to make Significant 
gram, Control Data, from its earliest years, has employed progress in prison programs, especially in education and 
released prisoners. Also, at one time, 150 inmates were training and prison industries have grown enormously as a 
building important parts of computer systems for Control Data result of advancing technology, the ever-increasing numberof 
in trle Minnesota State Prison. Control Data was very much people being sent to prison and the continuing stream of func
involved in launching the insight program, which has helped tionally illiterate young people pouring out of our schools. The 
42 inmates receive college degrees while in prison. Funds to latter is happening at a time when the number of unskilled jobs 
do this are earned through a telemarketing business that does is declining, and those available are often unattractive to 
$30-50,OOO/per month in revenue. Another Control Data younger people, and skilled jobs go unfilled because of lack of 
program had inmates teaching programming via a terminal to qualified applicants. 
homebound handicapped employees. You know that litany as well as I do. You and I also know 

These projects taught us many things about inmates- that the deficiencies of our school system and the relentless 
although they need education and training, coping skills and and rapid pace of technological advances which are eliminat
job skills. Once educated, once socially adept, once trained, ing lower skilled jobs are intertwined with problems you face 
they can be a powerful workforce. In our four years ex peri- in inmate education and training and providing meaningful 
ence, inmates met or exceeded our company's standard for prison jobs. Consequently, those problems cannot be solved 
performance almost every month. There are tens of thou- by individual prisons; and efforts toward solutions, inside and 
sands of men ann women sitting idle in this nation's prisons outside, so to speak, must proceed hand-in-hand. 
who could be dOing the same. Furthermore, special programs are not the answer either, 

Control Data was a strong partner with Chief Justice because making the required improvement in education and 
Burger in his program of trying to change America's prisons training and increasing productive work opportunities in pris-

3 



ons requires resources far beyond what realistically can be 
obtained for them. The staggering federal budget deficit, 
trade deficits and the serious and inadequate attention to the 
problems of other groups, such as those of the handicapped, 
disadvantaged minorities and the aging, makes it unlikely that 
federal legislation could be enacted at this time, to provide 
significant funding specifically aimed at helping prison popu
lations. Hence, these prison problems must be solved in 
conjunction with programs which can command congres
sional support. Currently the eroding competitive position of 
the U.S. in world markets is of common concern because most 
Americans face a lower standard of living without improve
ment in industrial performance, and there is a growing aware
ness of the threat. 

Consequently, this issue has the attention of Congress. 
Some legislation aimed at improvement has already been 
passed, and more will be considered in the next session; 
which leads me to believe that the two major programs I will 
review today addressing competitiveness will be supported by 
legislation. One is for improving education and training, and 
the other is acceleration of the utilization of advanced manu
facturing technology. Both bear directly on prison education 
and training and prison industries, as I will relate to you after 
reviewing the programs. 

weNI 

Before doing so, I should comment further on the William 
C. Norris Institute and on competitiveness of the U.S. in global 
markets. 

In the simplest of terms, the mission of the Norris Institute, 
which is a non-profit corporation is to catalyze public/private 
cooperation to address major unmet or poorly met societal 
needs. The only way these will be adequately met is through 
cooperation to more efficiently utilize our scarce resources. 

However, in American society, we have yet to establish a 
culture of cooperation-we are more prone to compete among 
ourselves than cooperate. This tendency isn't the exclusive 
providence of anyone sector, it applies to industry, state and 
local government, education and communlty organizations. 
As a consequence, it usually takes a catalyst to get organiza
tions to cooperate to the required extent, and that is a major 
function of the Institute and the role it is playing in the programs 
to improve education and speed up the use of advanced 
manufacturing technology. 

u.s. CompetHlveness 

Further, with respect to competitiveness, it is important to 
note that over 70% of our domestic market is exposed to 
foreign competition. Consequently, our standard of living will, 
to a large degree, be determined by how well we do in 
competitive battles. Unfortunately, we are losing them in 
many markets. 

The 1985 report of the preSident's commission on indus
trial competitiveness provided a good perspective of the 
foreign competitive challenge. It warned that our ability to 
compete was eroding, and that we were losing world market 
share in industry after industry, including seven out of ten high 
technology industries. 
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In spite of the warning signals, the trends flagged by the 
president's commission have continued, although during the 
first half of 1988, there has been a decline in the rate of erosion 
in a number of high tech markets, mainly because of the de
valuation of the dollar. However, this favorable trend can be 
wipad out by a rising value of the dollar and/or aggressive 
programsior accelerating adoption of advanced manufactur
ing technology to reduce costs which are being implemented 
by foreign countries, particularly Japan. 

Adverse effects of the loss of market leadership in high 
tech are not restricted solely to reduced trade and loss of jobs 
in high tech companies. They are felt much more widely 
because high tech products, such as microcomputers, are 
used to improve the performance and quality and lower the 
costs of products, services and processes in other industries. 
Hence, these industries, which represent a large segment of 
the economy, are placed at a severe competitive disadvan
tage when they do not have the same access to the most 
advanced high tech products as their foreign competitors. 

Of further concern is the much greater utilization of ad
vanced manufacturing technology in Japan, as compared to 
that inthe U.S. Yet, only three months ago, the U.S. Congress 
Office of Technology Assessment issued a report stating, and 
I quote, "Many U.S. industries have fallen behind foreign 
competitors in manufacturing technology. The weak perform
ance of American manufacturers is one of the most important 
underlying forces behind the large trade deficits of the 1980s. 
The United States has to improve its manufacturing perform
ance if it is to prevent further erosion in living standards." End 
of quote. Of course, this isn't new information-just a replay 
of a myriad of articles published during the past five years 
warning that most American companies are moving too slowly 
in adopting advanced manufacturing technology. 

Improving this dismal situation is a gargantuan task. As 
noted earlier, essential to its accomplishment are cooperative 
p.ngrams which will provide: 
(1) Better K-12 and undergraduate education to assure well 
prepared entrants to the workforce and continuous reskilling 
of the workforce; and 
(2) Access to advanced deSign and manufacturing technol
ogy by small businesses to significantly improve quality, 
reduce cost, increase flexibility and reduce time to get new 
products to market. 

Education & Training 

In education and training, the cooperative program fo
cuses on utilizing a new approach which provides personal
ized learning for each student and the means to achieve full 
individual potential. It is based on the use of computer 
technology as the primary mode of delivery for K-12 and 
undergraduate education. This, as opposed to the way it is 
currently being used, which is add-on or supplementary to 
traditional methods. Experience has shown that just adding 
on to or modifying the present system will not produce the 
desired results. 

In the primary mode of delivery, the computer is used to 
disseminate information and knowledge, serve as a labora
tory device, manage instrUction, conduct tests and generate 
reports. This frees teachers of inefficient, traditional lecturing, 



testing and record keeping; hence, they have more time to 
devote to meeting the needs of individual students. 

At this point, I should give you my definition of a computer 
technology-based education system. Essentially, ij contains 
four elements: 

1. computer-managed instruction 
2. computer-assisted instruction 
3. computer-assisted testing 
4. computer-generated administrative reports 

Further, according to my definition, a computer technology
based system includes audio, television, inl'eractive video, 
graphical displays, simulation, animation and other learning 
technologies and materials, all managed by computer. 

Goals of a computer technology-based system include 
improved learning outcomes and leveling off of the ever-rising 
cost of education. 

K-12: Let me now describe the K-12 part of the education 
program which the Norris Institute is planning for implementa
tion through cooperation involving the institute, K-12 schools, 
businesses, state governments and foundations. At ijs foun
dation and one of the underlying premises is the full implem
entation of an individualized computer technology-based 
approach. This is accomplished in a series of steps. 

The initial one is to establish new schools to avoid resis
tance to change by existing institutions. These can be new 
schools within existing schools, or they can be free standing. 

A primary feature of the new school is the technology 
core, consisting of the computer equipment, software and 
courseware. It will essentially be the same for all participating 
schools in order to achieve the best learning outcomes at the 
lowest cost. 

Further, with respect to planning, each school will incor
porate the following: 

1. a personalized education plan for each enrollee; 
2. local professional staff, trained as diagnosticians, 

prescribers and learning facilitators; 
3. the provision and utilization oj computer-based educa

tion equipment and learning resources to operate both 
computer-managed and computer-assisted instruc
tion; 

4. computer-managed learning environment, including 
programs to diagnose, to prescribe and to evaluate in
dividual students; 

5. incorporation of mastery and standardized testing; 
6. continuous progress monitoring and more frequent re

porting; 
7. computerized administrative and other non-instruc

tional processes and services. 
The education format and program that will be utilized in 

the school is built around individualized education, where 
each learner has a learning plan. The learner follows the 
learning plan at a rate and pace appropriate to individual 
capabilities. 

Teachers using the new format will function as diagnos
ticians and facilitators of learning. With the aid of labor-saving 
computer technology, teachers are freed from the traditional 
group learning restrictions to work with individual learners and 
with small groups. 

Although the K-12 program is planned to be nationwide, 
initial implementation efforts have thus far been mainly cen-
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tered in Minnesota. There is strong interest by 15 schools in 
joinil1{:Vd consortium which will oversee the selection of the 
most effective existing courseware and the development of 
additional courseware, as well as accelerating the transition to 
computer technology as the primary delivery method. Early 
next year, membership of school in other states will be sought. 
A startup date of September '89 has been chosen by a few 
schools: however, the majority have set ij for September 
1990. 

Undergraduate Plan: For undergraduate education, a 
similar plan would be followed, in that segments of four-year 
college curriculum would be selected, such as teachertraining 
and the engineering fields of new materials and advanced 
manufacturing. Four-year schools offering these curricula 
would be established within existing colleges or universijies. 
Of course, free-standing schools would also be set up where 
appropriate. All courses for the entire four years would be 
delivered, to the maximum extent feasible, with computer
based technology. 

There is a considerable amount of computer-based les
son materials, i.e., courseware, available forthe first two years 
of an engineering curriculum. However, most of the course
ware for the last two years has to be developed. This is a large 
undertaking. Cooperation among a number of universijies is 
necessary to assure that the computer-based courseware is 
prepared by the leading professors in each subject. There is 
strong interest in the undergraduate education program, and 
ij is planned that a consortium of 20-25 universities to develop 
courseware will have been formed by December 30th. 

Let me pass on comments made by faculty members of 
several universities as to why they want to join this type of 
effort. These comments are also relevant to K-12 education. 
They include: 

• flexibility of individual, sen-paced learning providing 
more effective educational experience for the student; 

• the capacity of new technology to take the student 
beyond the expeiience of what can be brought into the 
classroom or laboratory physically or cost-effectively; 

• the interactive experience forthe student with new tech
nology; 

• the ability of the instructor to monitor each student's 
leaming, to manage the course more effectively, to 
provide for a variety of learning modes; 

• the creative challenge of discovering what can be ac
complished with new technology; 

• developing the courseware individually is prohibitive, 
but given the cost of courseware and hardware, faculty 
are interested in working with a group of professionals 
to speed up their learning curve about TBE; 

• concern about attracting effective faculty members for 
expanding teaching positions. 

Finally, with respect to the computer technology-based edu
cation system, let me emphasize that in addition to assuring 
better prepared entrants to the workforce, it will be able to 
provide continuous res killing of the existing workforce. 

AIMSC 

This cooperative program for providing access to ad
vanced design and manufacturing technology by small busi-



nesses is called the Advanced Integrated Manufacturing 
Services Center (AIMSC) partnership. It is a nationwide 
cooperative program for accelerating the widespread utiliza
tion of computer-aided design and computer-integrated, flex
ible manufacturing systems. 

The major impetus for the program is simply, as noted 
before, that U.S. industry is not getting advanced manufactur
ing technology in use soon enough by either large or small 
companies. This is particularly serious for small business 
because of its important role in manufacturing and advancing 
technological innovation. 

There are many reasons for this condition. They include 
the reluctance of many manufacturing companies to accept 
the gravity of the threat from overseas; the lack of common 
standards to guide the compatibility of enabling technologies 
and their assembly into coherent integrated systems; the low 
level of relevant technical capabilities in most manufacturing 
companies; the high cost of equipment, computer software 
and training; difficulty in determining the risk and quantifying 
return on investment, which must take into account factors 
other than the traditional reduction in direct labor. These 
factors include increases in efficiency, effectiveness and 
overall competitiveness. Aside from risk and return, most 
medium-sized and small companies simply can't afford the 
necessary capital outlay. 

The only practical approach for adequately coping with 
these formidable barriers to get advanced manufacturing 
technology in widespread use soon enough is to place in 
operation a nationwide network of six regional computer
aided design and computer-integrated flexible manufacturing 
centers. Regional centers would serve local centers in a 
number of states. A tentative regional grouping of centers is 
shown by the slide. They would perform design and manufac
turing on a service basis where companies pay for the service 
as it is used with no investment required in the regional facility. 
Each company would utilize the center through a workstation 
on its own premises cOili,ected by a telephone channel. 

An advanced integrated manufacturing service center 
(AIMSC) would have the capability to manufacture a wide 
range 01 products of the highest quality, lowest cost in the 
shortest possible time and in small quantities. Given access 
to that kind of facility, U.S. companies, even small companies, 
could compete over a wide range of products with the largest 
companies worldwide. Without it, however, small manufac
turing companies will find it increasingly difficult to compete, 
because foreign competition is not standing still. 

The initial cost of a regional center network, including six 
local centers, is estimated to be $70 million. Additional local 
centers will ultimately be required. The cost of local centers 
will vary, being determined by the parts and products to be 
manufactured. A local center, focused on machining parts, 
can be established for $3-5 million dollars; whereas, a center 
for electro-mechanical assembly would require an investment 
of $10-12 million. 

It is appropriate that the initial cost be shared by federal, 
state and local governments and companies. Because of cost 
savings and other benefits, such as surge capacity in case of 
a national emergency for our armed forces, it is proposed that 
the federal government underwrite 75% of the cost. Legisla
tion will be required to provide this level of funding. There is 
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a precedent for such action. Earlier this year, the Department 
of Defense committed $500 million to Sematech, a joint gov
ernment-industry program to help improve U.S. competitive
ness in computer memory chips. 

Finally, there is substantial and growing interest in AIMS 
centers. I believe that at least four will commence operation 
next year. 

Prison Industries 

Having described the nationwide programs in education 
and advanced manufacturing, I will now relate them to the 
needs of prisons. 

With respect to prison industries, it is proposed that part 
of their program in the future include the operation of local 
AIMS centers. They would be established in prisons through 
a cooperative approach between prisons and their local com
munities. 

The centers would provide computer-aided design and 
advanced manufacturing services and training to small busi
nesses on a fee basis. The centers would be staffed with 
inmates and representatives from small businesses-the 
latter being there primarily to receive hands-on training and 
are not permanent employees. 

Selection of the type of AIMS center, i.e., materials 
forming, electronic circuit assembly or electro-mechanical 
assembly, would be made after a survey of the needs of small 
companies in the surrounding area. 

Cooperation in establishing and operating a center be
tween prisons and their local communities is highly desirable 
in helping to assure that the center is most responsive to 
business needs. A non-profit corporation should be set up as 
the organizational vehicle. Initial funding would be shared by 
federal and state government and the local community. Once 
the center is in full operation, it can become self sustaining 
through charges for its services. 

Improved Prisoner Education & TrainIng 

The approach for improving inmate education and train
ing is similar to that proposed for prison industries, in that it 
would draw extensively on the corresponding nationwide 
program. More specifically, prisons would utilize the person
alized computer technology based delivery specified for the 
national program including a personalized education plan for 
each enrollee and the technology core for the delivery. 

In addition to helping assure the best learning outcomes 
at the lowest cost for participants while in prison, this plan has 
other advantages. One is the much greater diversification in 
the courses offered which can be achieved by simply acquir
ing courseware which is utilized by the national program. 
There is also the opportunity to participate in courses offered 
by universities via computer terminals in prisons. 

Another, and very great, advantage is that of providing the 
means for the efficient continuation of progress by an inmate 
toward the goals of his learning plan which were not com
pleted before release from prison. The learning plan of an in
dividual can easily transferred from the prison computer to 
another one outside. Thus, there is no ambiguity over the 
status of student performance vs his or her plan. 



There is also the potential for a much more productive 
relationship with the business sector, which will find it increas
ingly difficult to obtain employees with the required skills. 
Small companies will be particularly hard pressed and handi
capped-rnore so than large companies. Small companies 
can't afford employee training; whereas, large companies can 
and do provide a considerable amount of in-house training. 

Thus, it is feasible for prison education and training to 
become much more closely linked with small businesses to 
meet their skill needs. Inmates would be selected with the 
interest and aptitude who, if provided with the necessary skills, 
would be employed by identified small companies upon re
lease. After employment the ex-prisoner would be able to 
complete any unfinished courses and/or get additional train
ing from the prison system which would enhance his value to 
the small company employing him. 

It is clear that a prisoner who has the assurance of a job 
upon release, providing the necessary qualifying skills have 
been acquired, will have greater motivation to obtain them 
than would be true without that assurance. Furthermore, the 
small company is much more likely to get a productive and 
permanent employee, especially where that employee has 
access to further education and iraining. 

Conclusion 

In concluding, let me note today that if I had my druthers, 
I would have proposed significant programs for improving 
prison education and training and expanding prison indus
tries, which could be implemented in a relatively short time and 
require a modest investment. Unfortunately, we are living in 
an era where our society has neglected urgent social needs, 
which are uecoming massive in size, and necessary long-term 
investments are not being made to improve industrial com
petitiveness. Consequently, there are no Significant, modesT 
short-term alternatives which will make a significant differ
ence. 

Therefore, the improvement so urgently needed is, forthe 
most part, only available through nationwide large scale long
term cooperative programs. At first glance, it might appear 
that it would be difficult for prison education and industries' 
executives to become involved in the planning and implemen
tation of a large scale cooperative effort. However, that is not 
the case. Furthermore, your help is needed in planning and 
developing grassroots support for these large scale nation
wide programs. 

For those who are interested in participation in the AIMS 
center program, my institute can furnish information on how to 
work with your local community to plan and implement an 
AIMS center. 

With respect to education and training, information on the 
technology core for K-12 can be furnished early next year. 
This information will be sufficient to commence planning an 
individualized technology-based prison school in cooperation 
with a local public school, which could become operational in 
1990. 

Let me end my talk with another reminder of the serious 
challenge of foreign competition. We need to improve our pro
ductivity in evert conceivable way, if we are to avoid further 
erosion in our standard of living. The hundreds of thousands 
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of people in prisons are not only lost as contributors to a more 
productive society, but worse, OUI' prisons are a burdensome 
cost. For the sake 01 the incarcerated and the rest of us, we 
must do better in bringing those people into productive roles 
in society. 

A better education system is sorely needed to help reduce 
the number who fail to acquire the skills necessary to make a 
decent living without resorting to crime and, of course to 
upgrade skills throughout our society. 

The education program I've proposed is a giant step 
toward that goal; which, in turn, along with the advanced 
manufacturing program, will significantly boost competitive
ness. Both programs are loog term, difficult and require an 
unprecedented degree of cooperation. Yet they are afford
able and doable. I hope that we can all dedicate ourselves to 
their implementation. 

Biography 
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WHAT DOES THE CIA DO? 

Promotes the establishment, development, and 
im provemen t of correctional ind us tries programs, 
with the cooperation and assistance of various 
public and private agencies. 

Provides for the professional development of its 
members through effective training programs 
provided by the association and other supportive 
sources, public and private. 

Encourages innovation in industries programs 
by seeking grants and other financial assistance 
for strategic planning purposes and to support ac
tivities that can have positive, globalimplications. 

Serves as a clearing house for the exchange of 
ideas and technology among its members and 
interested parties. 

Aids in furthering the constructive employment, 
training, and education of the thousands of incar
cerated offenders who, as a result, may be better 
prepared for their inevitable and eventual retUrI't 
to the open society. 
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Implementation of TIE: Some 
Legislative Aspects 

Neal Miller 

Abstract 

In the absence of examples of state legislation spe
cifically directed at the establishment of TIE programs, 
the paper sets forth examples of state laws Indirectly 
encouraging TiE-like program elements. An analysis Is 
accomplished of common state laws that Indirectly In
hibit the establishment of TIE through weakening the 
programs making up TIE, e.g., Industries, education, and 
training. From the TIE literature, recommendations are 
made for legislative approaches to facilitate the estab
lishment and operation of TIE programs. 

The Department of Corrections' ability and willingness to 
impiement TIE is affected by many legislative mandates and 
restrictions. These provisions may be beneficial in easing TIE 
implement~tion, or they may be negative in delaying TIE. 
Positive Legislation 

There are virtually no examples of legislation mandating 
the implementation of TIE. The nearest one comes to such a 
law is exemplified by Ohio 5120.43 requiring the wardens to 
"develop such occupations ... but without prejudice to the .. 
. education (of) inmates." A less common provision is legisla
tion in a few states requiring that education and training 
programs be available after working hours for inmates in 
institutional work programs, including Industries. See, for 
example: 
Illinois Ch. 38, Section 1 003-12-3 requiring the DOC to estab
lish vocational training programs in conjunction with ijs Indus
tries, to be scheduled outside working hours; Section 1003-8-
3 requiring that all work and education assignments be pursu
ant to a social evaluation of the inmate; 

New Mexico 33-8-9 requiring that non-Industries programs be 
available to inmates working in Industries and that they be 
available in nonworking hours. 

Other legislation rr:ay encourage the implementation of 
TIE without dOing so expHcitly. For example, legislation may 
mandate both the establishment of an Industries program and 
require inmates to have attained a minimum educational level 
before being employed by Industries. Examples of such laws 
include 
Hawaii 353-64 conditioning parole eligibility upon successful 
participation in acadenlic, vocational or Industry program; 
Indiana 11-10-8-3 requiring inmates to meet minimum literacy 
standards to be eligible for participation in minimum security 
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release program; 
Tennessee 40-28-115 limiting parole eligibility to those in
mates passing basic skill tests. 

Yet other iegislation may implicitly encourage TIE by 
referencing the post release employment related goal Of the 
education program. Examples of this type of law include 
Nevada 209.389 requiring that education programs take 
account of both the educational needs of inmates and their op
portunities for employment in the free SOCiety; 
New York Correction Law section 136 establishing similar 
goals. No examples have been found of the Industries 
counterpoint to these Education statutes, which would man
date some industries responsibility for educational achieve
ment. 

A final category of laws that indirectly encourage implem
entation of TIE are laws establishing safety and health re
quirements for workers. These laws have been recently 
amended to require greater training among the workforce in 
safety problems and response measures. Given the recurring 
nature of the required training and the high worker turnover 
which makes in-service training very costly, the obvious 
solution is for vocational programs to provide the needed 
safety training. 
Negative Legislation 

Just as there is no legislation mandating TI E, so too, there 
is no legislation that prohibits the implementation of TIE. Two 
types of inhibiting laws are seen to exist: those that place 
organizational blocks upon TIE, and those that establish 
operational mandates which serve as disincentives to TIE. 

Legislation that establishes several organizational struc
tures or mandates within the DOC for Education and Indus
tries may make cooperation between them difficult to achieve. 
For example, the establishment in law of separate and equal 
divisions within the DOC for Industries and Education may 
develop into separate fiefdoms that rarely communicate with 
each other. Where this occurs, it will need the intervention of 
the head of the DOC to require all DOC divisions cooperate to 
establish TIE. The placement of both activities within the 
same organizational structure may not succeed in ensuring 
cross program communication needed for TIE since such 
placement merely moves the level of the problem away from 
the DOC director to a division director who may not have the 
authority, experience or individual initiative to direct the needed 
cooperation. 

Legislation establishing differing divisions may place dif
fering priorities for them, thereby reducing incentives to coop
erate through TIE. For example: 
North Carolina 148-22.1 places priority for education upon 
serving those inmates who are less than 21 years of age with 
sentences of between six months and five years before parole 
eligibility. 

Other legislative provisions locating correctional educa
tion responsibilities in non-DOC agencies will have unpredict
able results. One problem likely to occur will be difficulties 
ariSing from the absence of regular intra-agency communica
tion paths such as assistant director meetings. In this context 
the more likely occurrence is forTIE to be implemented on an 
institutional rather than agency wide basis. Examples of non
DOC agency responsibilities for education include 
LOUisiana R.S. 17:3351 (8) (3) authorizing state educational 



institutions to develop curricula for inmate education courses; 
Alabama 14-12-1 authorizing the state department of educa
tion to establish and operate schools at correctional facilities; 
Idaho 33-123 requiring the state board of education in coop
eration with the DOC to prepare inmate education courses. 

Another non-DOC agency structure involved in correc
tional education is the advisory or coordinating council. 
Depending upon the scope of its authority or influence, such 
a group may facilitate TIE. On the other hand, such a group 
may exhibit signs of parochialism for education without con
sideration of the Industries role in preparing inmates for return 
to the community. Examples of this structure include 
Florida 944.19 establishing a Council on Correctional Educa
tion. 

Maryland 22-101 establishing an Education Coordinating 
Council within the Education Department and which super
vises the DOC Director of Education. 

Not surprisingly, there is a dearth of information about the 
role of these legislatively created bodies and how they re
spond to the TIE concept. 

It is also true that legislation weakening the powers and 
responsibilities of either the Industries or Education divisions 
may also work against TIE. For example, the ability of 
Industries to participate in TIE may be dependent upon its 
fiscal solidness (Le., profitability). Legislation limiting its fiscal 
base such as prohibitions upon sales may have adverse 
consequences for TIE, which may have some one-time costs 
for its implementation that can not be absorbed by an Indus
tries program that is only marginally profitable. 

Similar problems may result from laws requiring Indus
tries to develop programs that match existing work demands 
in the private sector. Leaving aside the issue of making 
compatible the practical political problem of avoiding compe
tition with the private sector as much as possible, such a 
mandate also ignores the truth that employers are more con
cerned with work habits such as coming to work on time or 
accepting the supervisory demands/getting along with co
workers than with specific skiil training. Industries training 
often can not be a direct preparation for free world training. In 
contrast, no such inhibitions exist for vocational training. 
Hence, integrating the two through TIE may entail difficult 
communication problems explaining this distinction. 

Other compatibility problems may also be pointed out. 
The most common such problem is legislation establishing 
differing wage rates for inmates in Industries and in other 
programs. That program with tile highest wage rate is more 
attractive to many inmates who would benefit from participa
tion in the lesser paying progr~m 

Conclusions and Recommendations 

There are no legislative panaceas that would immediately 
lead to TIE implementation or even remove most of the 
roadblocks to its success. The reality that we face is a mix of 
ambiguous laws that may be interpreted to favor TIE with a 
group of other laws that actively work to create disincentives 
to TIE. What is needed then is 

mandating any particular version of TIE to be imple
mented (e.g .• prioritizing of goals); 
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elimination of laws that encourage bureaucratic resis
tance to TIE whether that resistance be from inertia. 
"turf" or other reason; 
repeal of other laws that inhibit Industries from sup
porting TIE. especially those laws that limit its ability 
to develop earnings to pay the costs of implementing 
TIE; 
enactment of laws that encourage TIE. such as eve
ning scheduling of education programs for Industries 
workers; 
enactment of laws supporting TIE members such as 
laws encouraging increased earnings for Industries 
or which provide incentives for inmate partiCipation in 
Education. 

As we prioritize our efforts. the significance of legislation 
forTIE is unclear. Where the DOC director is firmly committed 
to the TIE concept. the need for new law is not great. Where 
the director is opposed. new legislation is unlikely to move his 
or her views. It is in the middle. where opinion is still unfixed 
or political support for TI E is unknown that legislation can 
make a significant difference. Additionally. enactment of 
legislation that encourages program development of Indus
tries or Education can make a difference in the ability of the TIE 
partners to fully participate in TIE. 
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Federal Prison Industries T.I.E. 
An Update 

William R. Muth 

Abstract 

This paper Is the summation of a presentation made 
at the Correctional Training, Industries and Education 
Conference In Cincinnati, Ohio In November, 1988. The 
aartlcle covers four recent Initiatives In the Federal Prison 
System: The mandatory literacy program, the GED pilot 
program In the Southeast region, pre-Industrial training 
and the post-release employment study. 

Introduction 

Creating educational policy in a correctional system is a 
task that requires perseverance and patience. Philosophies 
and opinions about why, what and how we teach convicted 
felons are in a state of continual flux. The roles of vocational 
training, social and post-secondary education, leisure-time 
courses and other correctional education programs advance 
and retreat, are defined and redefined, are sometimes em
phasized and sometimes not. 

Fortunately, there has emerged overthe past ten years a 
program with a broad base of acceptance: literacy. This 
paper will contrast the steady building of the Federal Bureau 
of Prisons' literacy policy with the complex, preliminary resu Its 
of the post-release employment survey and the rethinking of 
our pre-industrial programs. The Bureau of Prisons (BOP) 
literacy policy is clear, consolidated and progressive. The 
BOP vocational, pre-industrial and pre-release programs are 
more complex and diverse in scope, and recent experiences 
in occupational training have given us promising new per
spectives in these areas. 

Literacy and Adult Basic Education 

Adult Basic Education (ABE) Programs in the Bureau of 
Prisons have progressed in a linear way for the past decade. 
(See Table 1). Moving on Chief Justice Warren Burger's 
mandate in 1981 to provide opportunities for every inmate to 
be literate and have a salable skill upon release to society, the 
Bureau implemented a series of policy changes in ABE. (See 
Table 2). In May of 1982 the Bureau published its first man
datory ABE policy. This policy required inmates to stay in 
school for at least 90 days if their academic achievement test 
battery scores were below a 6.0 in any subtest. It also 
stipulated that inmates could not be promoted beyond the 
lowest grade of pay at work unless they completed ABE. 
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Table 1 

Federal Prison System 
ABE Program 

Fiscal New Completions Comments 
Year Enrollments 

1981 2,653 1,441 

1982 3,785 1,983 6.0 Policy 

1983 6,004 3,774 

1984 6,896 4,909 

1985 8,048 5,221 

1986 11,471 5,329 8.0 Policy 

1987 12,000 (Est.) 6,500 (Est.) 

Source: Federal Bureau of Prisons Inmate Program 
Reporting System Data- Fiscal Years 1981-1986. 

Table 2 

Chronology of A.B.E. Policy 
U.S. Bureau of Prisons 

1. May 1981 Warren Burger Speech at George 
Washington University School of Law 

2. November 1981 Bogan Task Force 

3. May 1982 AB.E. 6.0 Policy 

4. October 1983 Qualified Reading SpeCialist or 
Special Education Instructor at 
Each Institution 

5. July 1985 AB.E. 8.0 Pilot Northeast Region 

6. July 1986 AB.E. 8.0 

7. November 1987 GEDI Grade 1 Pay Pilot Southeast 
Region 

8. January 1989 GEDI Grade 1 Pay Policy 

9. January 1990 GEDI Grade 2 Pay Policy 
(Proposed) 

Source: Federal Bureau of Prisons Policy Statements; 
Federal Bureau of Prisons Education Branch Archives. 



In 1986 the standard of literacy was raised from 6th grade 
to 8th grade proficiency in reading, language and math skills; 
any subtest score below 8.0 would be sufficient to require 
Adult Basic Education. 

In December 1988, we will conclude a GED pilot in the 
Southeast Region whereby inmates must complete their GED 
(or have a high school diploma) in order to advance to top 
paying (grade-one) jobs. Because the experiment was ac
cepted readily by staff as well as inmates, the GED grade-one 
contingency will be implemented nationwide on January 1, 
1989. 

In the near future the BOP will pilot the requirement that 
inmates must achieve their GED's in orderto be promoted to 
grade 1 Q[ grade 2 jobs. Our long term goal is to require 
inmates to achieve GED's in order to be promoted beyond 
entry level pay-grades in all work assignments. The system
atic process of piloting higher literacy standards incrementally 
has been non-obtrusive and very effectiVe. It will be the 
method of choice until the standard of literacy includes the 
successful completion of the GED examination. Should this, 
then, be the upper limits of the definition of literacy? Perhaps 
not. 

Pre-Industrial Programs 

Pre-Industrial programs (P.1. P.'s) were first established in 
the BOP in the mid-1980's. At that time UNICOR (Federal 
Prison Industries) was receiving up to 40% of all new commit
ments to the prison system. There was often not enough work 
for the large number of inmates, and this put a considerable 
strain on UNICOR supervisors. P.I.P. was a constructive 
solution to the problems of (1) factory overcrowding and (2) 
unskilled entry-level inmates. 

Until recently, pre-industrial programs (regardless of the 
complexity of the skills being taught) were designed to be 450 
hours (90 days) long. They were full-day programs wherever 
possible. As a result, some of the programs had to infiate the 
content of the courses in order to satisfy the 90 day require
ment. While the P.I.P.'s were successful in keeping the 
overflow of inmates supervised, they sometimes became 
ineffective vehicles for training students. 

Nevertheless, many of the original guidelines for P.I.P.s 
have proven to be sound and will continue to be integral parts 
of factory training in the future. They include: (i) Using actual 
factory equipment wherever possible, (2) requiring inmates to 
produce real products with real time-pressures, (3) hiring 
qualified instructors and (4) working closely with factory 
managers and vocational training instructors. 

In 1988, two dynamic forces caused fundamental changes 
to P.I.P.s: (1) A cash flow shortage made it necessary to cut 
back on factory spending. (2) UNICOR was at least partially 
relieved of the responsibility of ''featherbedding'' inmates. Be
cause of these changes, a radically new approach to Pre
Industrial training emerged: P.I.P.'s were only to be renewed 
in FY '89 if they were needed for certification purposes or if the 
factory could demonstrate long term higher profits and pro
ductivity as a result of the training. 

As a result, the number of P.I.P.'s halved from FY '88 to 
FY '89, from 20 to 10. The new, streamlined P.I.P.'s are no 
longer required to have a "minimum" number 01 hours - in fact, 
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shorter and less-formal training programs were encouraged. 
Because the purpose of the P.I.P. is now solely to train (and 
not to featherbed), the standard for a successful P.I.P. is 
clearer: does the training result in higher productivity, less 
waste and higher morale? These are truer, more market 
driven criteria; Pre-Industrial programs will undoubtedly im
prove in quality and efficiency as a result of this shake-up. 

The Post-Release Employment Project 

In August 1983, the BOP Office of Research began a 
nationwide evaluation of all Bureau of Prisons industrial and 
vocational training programs. Post-Release comparisons 
between the study group (those who participated in UNICOR 
work, vocational training or apprenticeship programs) and the 
control group (those who did not participate) have not yet been 
summarized. However, some interesting preliminary data 
has been leamed. (See Table 3). We know, for example, that 

Table 3 

Who is Most Likely to Participate in Work and Vocational 
Training Programs? 

• disproportionately female and nonhispanic--females and 
nonhispanics being overrepresented 

• disproportionately non-black--blacks being underrepre
sented 

• offenders with fewer previous convictions 

• offenders with more prior commitments 

• more likely to have been incarcerated for longer periods 
of time on current or prior sentences 

• less likely to have a recent history of any minor violent 
episode prior to their current commitment offense 

• less likely to have a recent history of any serious violent 
episode prior to their current commitment offense 

• younger at commitment 

• more likely to have been a violent commitment offense 

• less likely to have been committed for extortion, fraud or 
bribery 

• more likely to have higher security score totals indicat
ing that the study group members were originally deSig
nated at higher security levell institutions 

• more likely to release to a CTC rather than to parole 

Source: Sayler, B. and Gaes G. "PREP: Post Release 
Employment Project Interim Report" October 1988. 



study group members are more likely to be younger and to 
have committed more violent crimes. We also know that 
disproportionately fewer minorities participate in vocational 
training or UNICOR work experiences. 

We can also analyze patterns of changes in occupations 
held by study group inmates before, during and afterthey were 
incarcerated. (See Table 4). From this data we can see that 
the Bureau of Prisons may rely too heavily on machine-trade 
training programs, since 25.4 percent of the study group who 
participated in vocational training programs took machine
trade courses, yet only 10 percent of the group worked in 
thes\:: occupations 6 months after they were released. Simi
larly service-sector training may be under represented in the 
Bureau of Prisons. Furthermore 12 times as many inmates 
are employed in bench-work in UNICOR as those study group 
inmates who will choose bench work upon release from 
prison. 

We have gained information which will help us improve 
the selection of vocational training and 'hork experiences for 
inmates. Yet many questions remain, (See Table 5) and will 
hopefully be answered shortly, as the post-release employ
ment project concludes. 

Conclusion 

Some BOP programs, such as literacy, have developed in 
progressive and easily discernible increments. Other pro
grams, particularly occupational and Pre-Industrial training 
programs, are less uniformly defined. Nevertheless, the past 
few years have provided us with rich experiments and care
fully constructed research. The results of this watershed of 
information will take some time to fully understand, but a clear 
direction for the future of occupational training in the Bureau 
of Prisons is emerging. 
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Table 4 

Occupational Changes in the Study Group 

Occupational U.S. Labor Pre Vocational Apprenticeship Six Month TW~I\fe Month 
Classification Force, 1983 Incarceration Training Training UNICOR CTC Follow-Up Follow-Up 

Professional, 
Technical 26.4% 13.5% 12.7% 17.5% 2.3% 8.1% 11.9% 11.9% 

Clerical, 
Sales 28.0 16.7 15.0 3.5 19.0 20.5 18.0 19.3 

Service 13.7 15.4 5.3 16.7 3.0 13.6 13.8 11.9 

Agriculture, 
Fishing 3.7 4.4 1.6 2.6 0.0 1.9 2.9 3.3 

Processing 3.3 2.0 5.5 4.4 1.4 2.0 1.5 1.0 

Machine Trade 6.9 9.1 25.4 14.9 12.4 10.5 10.4 10.4 

Benchwork 3.6 4.3 4.2 7.9 47.9 3.9 3.3 3.8 

Structural 
Work 7.7 23.5 23.8 29.8 3.9 30.5 26.0 26.0 

Miscef!aneous 6.7 11.1 6.4 2.6 10.1 9.1 12.2 12.3 
100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 

Number 
of Cases 100,922,000 2837 1357 114 2024 2538 2312 1624 

Source: Sayler, B. and Gaas, G. ~PREP: Post Release Employment Project--Interim Report", October 1988. 
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Table 5 

PREP: Further Analyses 

1. What is the impact of broad and specific occupa
tional skills acquired in prison on post-release em
ployment? 

2. Are there regional or local job market factors such 
as unemployment, cost of living and "discouraged 
work force" indicators which preclude program 
success? 

3. Are the factors mentioned in 2 (above) occupation 
specific, in which case the Bureau of Prisons must 
readjust its thinking in training and work experi
ence? 

4. Does program involvement inhibit recidivism or is 
there a mutual relationship between gainful employ
ment and recidivism? 

5. If inmates are unable to find employment in an oc
cupation forwhich they have acquired skills, do they 
become more discouraged than if they had not 
acquired these skills? 

6. What is the nature of post-release employment? Do 
ex-offenders take low prestige, entry level jobs and 
work their way up, or do they exhibit job instability 
trying to find a better job? 

7. What is the effect of work and job tmining programs 
on the adjustment and management of inmates in 
the institution and the Community Treatment Cen
ter? 

Source: Sayler, B. and Gaes, G. "PREP: Post Release 
Employment Project Interim Report", October 1988. 
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Eastern Kentucky University 
College of law Enforcement 

Career Opportunities 

Graduates from the Department of ~ 
r,-ellona! Services may pursue careers as 
juvenile or adult probation officers; counsel
ors in institutions, halfway houses or com
munity centers, institutional caseworkers or 
parole officers, and working with rape vic
tims, spouse abuse, battered children, court 
administration, pre-trial diversion, and re
lated social service and criminal justice fields. 

Fire and Safety Engineering 
Technology graduates may qualify for ca
reers in industrial fire protection, arson in
vestigation, insurance risk evaluation, in
dustrial safety areas, fire protection equip
ment industry, state fire training agencies, 
insurance adjusting, mun!cipal and county 
fire departments, structural design for fire 
protection, state safety programs, federal 
fire departments, and others. 

Graduates ofthe police Administration 
program have found jobs as patrolmen, troop
ers, state policemen, narcotics agents, cus
toms agents, military pOlicemen, immigra
tion inspectors, ,special agents for the Intel
ligence Division of IRS, postal inspectors, 
and FBI agents. 

Students majoring in Security and loss 
prevention are prepared for a career in the 
following fields of loss prevention at the 
supervisory or management level: Govern
mental (military, education, health, bank
ing), industrial (private, public), retail (hotel/ 
motel, restaurant, department stores), trans
portation (railroad, airport/airline, maritime), 
insurance (investigation, adjusting, inspec
tion), health care facilities (hospital), and 
financial (banks). 

The Traffic Safety Institute students 
may pursue careers in driver education, law 
enforcement, accident investigation, com
mercial driver education, safety agencies, 
and organizations in both private and public 
sectors. 



Vocational Assessment and 
The Role of Vocational 
Programming in the Prison 
Setting 

John S. Platt 
Richard V. Briscoe 

Abstract 

This article Is based on the premise that assessment, 
placement and vocational preparation when effectively 
utlllzed lead to Improved security and rehabllltation. It 
explores the aspects of a quality program and advances 
they theory that such programming wlll/ead to Improved 
security. 

The prison setting in many ways is conducive to the basic 
tenants of vocational education. That is the various jobs 
required within the institution provide a rich array of opportu
nity for job training and placement in settings which are in 
keeping with the abilities of the inmate. Through a compre
hensive vocational training program which utilizes assess
ment, selective placement and preparation programs correc
tional institutions have the opportunity to 1) fulfill their mission 
of rehabilitation 2) increase inmate and staff morale and 3) 
increase inmate productivity. 

The concept of self worth or self concept is one which 
psychologists, educators and psychiatrists have identified as 
crucial to individual adjustment (Whelan, Melendez de Saman 
& Fortmeyer, 1988). Researchers have debated how to 
improve self concept (Scheirer & Kraut, 1979). Some (Rubin, 
Dorle & Sandidge, 1977) stating that an individual will achieve 
and thus improve his self concept after he has adjusted. 
Whelan et al. (1988), in a comprehensive review of this 
debate, show that the bulk of the existing research shows that 
self concept and adjustment will improve when the achieve
ment of the individual improves, in short achievement pre
cedes adjustment. 

Work has been closely tied to the self esteem of Ameri
cans (Schneider & Ferritor, 1982). The usual question en
countered by an individual meeting another is not ''what are 
you interested in" ratherthe question is ''what (type of work) do 
you do?" This question presents a significant challenge to cor
rectional educators and rehabilitationists as far too many 
inmates if they were to answer honestly would be compelled 
to say that prior to their incarceration they did not work. Beta 
(1989) states that prisons are populated by '1he poor, the 
stupid and the inept ... " pg. 60. Many have either never 
worked or even know the type of work which they are suited. 
Additionally, the change to a service economy has created 

jobs which require significant literacy skills (U.S. Department 
of Labor, U.S. Department of Education 1988), thus placing 
additional skill demands on the inmate. If inmates are to have 
an opportunity to compete in an economy which is changing 
and demands a high level of productivity corre.ctiorls planners 
must develop a training environment which enables them to 
obtain skills commensurate with both their aptitude and inter
est as well as the increasing literacy demands. Such program
ming should enable inmates to obtain salable skills and a 
sense of self as a person able to make a living. "Occupation 
has become the most important determinant of an individual's 
position in the stratification system" (Schneider & Ferritor, 
1982, pg. 3~). If we accept this statement that a vocational self 
is an essential to rehabilitation and a vital ingredient in the 
positive integration of exoffenders into American SOCiety. We 
must carefully plan so that each inmate has a comprehensive 
training program designed to assist him in the acquisition of 
salable skills in keeping with his potential. To ignore this 
aspect of rehabilitation is to miss the thematic linchpin on 
which the inmates program should be built. 

The need to address vocational development skills within 
the correctional client population is well established. Berk
man, Moutilla, Pearl and Smith (1980) reported that 87 per
cent of adjudicated delinquents who were not in school at the 
time of their arrest were unemployed. The California youth 
authority figures which they also cited revealed that 44 per
cent of institutionalized non school enrolled youth were unem
ployed at the time of arrest. The discrepancy between these 
two figures is likely due to the fact that institutionalized youth 
are older than the mean age of the total population of youth 
who are arrested. Coffey (1982) reports that at a time when 
7.4 percent unemployment was the national average, adult 
offenders' rate of unemployment prior to arrest was 40 per
cent, of the employed inmate population 80 percent made less 
than poverty level income. Beck (1979) reports the level of 
income and unemployment is only slightly better in federal 
correctional institutions. 

The relevance of vocational programming for inmates is 
well supported. The National Advisory Council on Vocational 
Education (1981) noted fewer arrests and parole violations 
among parolees who had been involved in vocational training 
programs while incarcerated. This evidence is viewed by a 
society that increasingly puts greater value on retribution and 
punishment than it does on rehabilitative programs. Correc
tional programming leaders (Farkas, 1985) continue to rec
ommend programming that is characterized by product devel
opment to pay inmate room, board and restitution. Vocational 
skill development is considered too often as only a valuable 
by-product. Vocatio nal programming must be marketed to the 
public as cost effective and responsive to specific victims. 
Program developers must design vocational programs that 
are sensitive to political realities while maintaining a level of 
responsiveness to individual inmate needs, designed to 
address assessed interests and aptitudes while being cost 
effective and leading to the needed skills for employment. 

Vocational Programming· Placement 

Vocational programming must be seen as an opportunity 
to link institutional personnel together for a common produc· 
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tive objective. Each staff member can become a part of the 
process. The first step in the process has already been 
mentioned; a valid assessment which determines an inmates 
vocational abilities and interests. This is the cornerstone of 
effective placsment. The institutioil must then be assessed to 
determine the types of jobs which are available to inmates in 
view of their security classification (Farrier, 1989) and their 
ability and interest. Each job within the institution is a possible 
placement for an inmate, when combined with prison indus
tries and vocational education programs the training options 
to minimum security level inmates can be significant. 

The maintenance of a correctional institution requires 
many highly skilled trades persons. Each of these persons is 
a potential vocational instructor (Platt, 1986). By utilizing such 
an approach the institution becomes a rehabilitation facility as 
well as a security institution. The mission of staff becomes the 
development of the inmate vocational and employability skills, 
such an orientation will benefit the inmate while enhancing the 
employees self worth in his role as rehabilitationist. 

Such a program views the correctional institution as a 
training center. The following assessment procedures dis
cussed in this paper are each valuable in making this goal a 
reality. 

Assessment 

Pruitt (1986) states '1he primary purpose of vocational 
evaluation is to enhance the probability that individuals will be 
able to enter into and remain within the workforce of our 
economy" pg. 2. The key element in Pruitt's statement of 
purpose is work. Work i~ the central or primary theme in 
vocational assessment. Vocational evaluators, on the job 
assessors, vocational educators and job coaches should 
concentrate on the evaluation of specific job tasks and related 
adjustment skills. The practicability of such evaluation has 
significant value for the correctional educator she/he may 
structure programming so that vocational, academic, and 
social skill instruction are conducted on tasks which are 
specific to work tasks. Such an approach increases the 
motivation of the client as Ile realizes that what he is learning 
is related directly to a functional outcome. 

In order to maximize the likelihood of a successful job 
tenure the vocational evaluation process should include the 
following components: 1) Evaluation of abilities and interests 
2) specific job identification to match client interest and ability 
and 3) an ongoing evaluation progress. 

1. Evaluation of abilities and interests 

Formal vocational evaluation or testing is valuable in 
determining specific client abilities which relate to specific 
jobs. Evaluation systems such as the McCarron-Dial work 
Evaluation System (1976), and the Singer Vocational Evalu
ation System (1977) are a sample of evaluation systems 
which provide such information. The evaluator can combine 
this information with specific information listed by job title in the 
Dictionary of Occupational Titles (D.O.T.) (1965a, 1965b, 
1977) to help him determine the feasibility of successfully 
performing the listed job at a competitive level. The evaluator 
can also determine the likelihood of the client obtaining the 
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needed level of skill as a result of a training program. Such 
information provides the basic for job and (raining placement. 
It is the first step in the eva:uation process, the building block 
on which informal measures such as situational assessment, 
job analysis and work samples are built. The formal vocational 
evaluation Can provide the practitioner with an indication of 
how the individual functions in abilities directly related to jobs. 
These abilities are categorized to coincide with D.O.T. apti
tudes. Thus the practioner can reference a job within the 
D.O.T. to determine what skills are needed and refer back to 
the evaluation to see how the client scores on related apti
tudes. Figure 1 provides an example of a summary sheet 
found in the Apticom. The code is found in Figure 2. An 
aptitude score of 100 is exactly average. Scores between 80 
and 120 are in the average range. The graph was developed 
so that relative strengths may be quickly conceptualized. 
Percentile scores are the percentage of people who score 
below the evaluee. 

Client interests are of equal importance in the formal 
evaluation procedure. Client interests must be carefully 
matched with aptitudes in order to determine jobs or voca
tional training that the client has both the interest and aptitude 
to perform in a successful manner. The skillful vocational 
counselor will assist the client to explore jobs or vocational 
training possibilities which meet these vital requirements. 
She/he will guide the client through job clusters and locate 
jobs which require the !evel of aptitude which the client pos
sesses. It is ironic that so much emphasis has been placed on 
client interests in making placements, especially for offender 
populations which have demonstrated their lack of decision 
making skills by the fact of their incarceration. An example of 
such an approach would be: An inmate with an expressed 
interest in X-ray technology (D.O.T. Code 078-361-010). 
However, the client lacks the required academic aptitude. The 
counselor notes that the needed abilities to successfully com
plete training as a Nurses Aide. This job has a D.O.T. Code 
of 355.674-014. The 674 portion of the code indicates a lower 
level of academic skill (6) needed to complete the data re
quirements of this task ratherthan those of an X-ray tech nolo-

APTICOM 
Summary Sheet 

Figure 1 

CODE SCORE BAV AVG MV % STAND-
ING 

G 84 . x ....... 21 
V 65 ... x .• ........ . 4 
N 89 .. x .....• 29 
S 103 ..... x .•. 56 
P 113 ....... x. 74 
Q 90 .. x ...... 31 
K 96 .... x .... 42 
F 97 .. x ...... 25 
M 105 ..... x ... 60 
E 110 ...... x .. 69 



Figure 2 
LEGENDS 

APTITUDE CODE: 

G -Intelligence; General Learning Ability (based upon a 
weighted combination of subtests OS, 08, and 10) - The 
ability to "catch on" or understand instructions and 
underlying principles; the ability to reason and make 
judgements. General Learning Ability is closely related 
to doing well in school. 

V - Verbal Aptitude (baseduponsubtest 10)-The ability to 
understand meanings of words and to use them effec
tively; the ability to comprehend language, to under
stand relationships between words and to understand 
meanings of whole sentences and paragraphs. 

N - Numerical Aptitude (based upon a weighted combina
tion of subtests 06 and 08) - The ability to perform arith
metic operations quickly and accurately. 

S - Spatial Aptitude (based upon subtest 05) - Ability to 
think visually of geometric forms and to comprehend 
the two dimensional representation of three-dimen
sional objects; the ability to recognize the relationships 
resulting from the movement of objects in space. 

P - Form Perception (based upon a weighted combination 
of subtests 01 and 02) - Ability to perceive pertinent 
detail in objects or in pictorial or graphic material. 
Ability to make visual comparisons and discriminations 
and to see slight differences in shapes and shadings of 
figures and widths and lengths of lines. 

Q - Clerical Perception (based upon subtest 03) - Ability to 
perceive detail in verbal or tabular material. Ability to 
observe differences in copy, to proofread words and 
numbers, and to avoid perceptual errors in arithmetic 
computation. 

K - Motor Coordination (based upon subtest 11) - The 
ability to coordinate eyes and hands or fingers rapidly 
and accurately in making precise movements with 
speed. Ability to make movement response accurately 
and swiftly. 

F - Finger Dexterity (based upon subtest 07) - The ability 
to move fingers and manipulate small objects with fin
gers, rapidly and accurately. 

M -Manual Dexterity (based upon subtest 09) - Ability to 
move hands easily and skillfully. To work with hands in 
placing and turning motions. 

E - Eye-Hand-Foot Coordination (based upon subtest 04) 
- The ability to move the hand and foot coordinately with , 
each other in accordance with visual stimuli 

gist (3). This approach maintains the clients interest in the 
medical health field while increasing the probability of obtain
ing the necessary skills to successfully function on the job. 

2. Specific informal job skill and site evaluation tech
niques. 

After the evaluator has analyzed the clients formal voca
tional evaluation and targeted likely training or job sites he 
must systematically assess job skills needed to effectively 

carry out those jobs or vocational programs for which the 
offender has a high likelihood of success. Informal methods 
specifically related to specific job settings are available to the 
vocational educator, vocational evaluator or job placement 
personnel. Job analysis, and work samples are valuable 
informal tools which can be used to increase the likelihood of 
successful placement, intervention and most importantly job 
tenure. 

Job Analysis 

The Handbook for Analyzing Jobs (U.S. Dept. of Labor 
1972) states that job analYSis involves a systematic study of 
the worker in terms of: 

1. What the worker does ... (worker function); 
2. The methodologies and techniques employed; 
3. The machines, tools, equipment and work aids used; 
4. The materials, products, subject matter or services 

which result; 
5. The traits required of the worker. 

Work Samples 

Work samples are a frequently used method of evalu
ation .. An effective work sample is developed after a job 
a~a!ysls has been co~pleted. This should assure the sample 
will Include the essential components of the job for which you 
wish to determine a client's suitability. Such work samples are 
developed by an evaluator or educator and are specific to a job 
for which client placement is prOjected. This technique has 
obvious value to the individual. Work samples can also be a 
?Ommercial set of.i0b tasks. Such samples have good utility 
if the evaluator Wishes to compare an individual to national 
norms. This approach is useful if a client has difficulty on psy
chological tests or difficulty with verbally based tests as the 
focus is on the specific job tasks (Pruitt, 1986). 

Dunn (1976) points out that competitive norms or indus
trial standards constitute the best standard for judging client 
suitability for a job. Correctional educators should determine 
the level of acceptable performance required to successfully 
compete within the institution on a certain job, this information 
can then be used to compare with the individual's perform
ance on the sample to make a realistic prediction of success 
on the job. Rubin and Roessler (1983) point out the advantage 
and disadvantages of work samples. Some of their points are 
listed below: 

Advantages 

1. Work samples tend to look like work and therefore 
tend to hold the client's interest. 

2. The client gains increased self-understanding as a 
result of the opportunity to directly test out the validity 
of preconceived skills and interests. 
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3. Actual work behavior can be observed by the evalu
ator. 

4. A large number of areas can be evaluated. 
5. The data have betterconstruct validity than those pro

vided by psychological tests (Pruitt, 1970) 



Disadvantages 

1. It is time consuming (evaluator must observe activ
ity). 

2. Technical obsolescence is a problem. 
3. Work samples appear to yield better predictions of 

client performance in training than on post-training 
jobs (Neff, 1976). 

4. There sometimes is limited comparability between 
environment in industry and the work sample setting. 

The prison setting provides ready access to the needed 
material to develop an on-site work sample. It is recom
mended that prior to a work assignment, job placement or 
vocational training placement an inmate be asked to perform 
a work sample specific to his placement. This should deter
mine his suitability for the specific vocational tasks within the 
job. A more situation specific assessment is provided by the 
next procedure. 

Situational Assessment 

Once the inmate is on the job the vocational evaluator 
should perform a situational assessment. As Rubin and 
Roessler (1983) poiiit out ''There sometimes is limited com
parison between the environment in industry and the work 
sample setting" (pg. 136). This point provides a strong ration
ale for situational assessment. Situational assessments have 
traditionally been limited to sheltered workshops and to work 
adjustment skill evaluations. The prison environment pro
vides an excellent opportunity to broaden this tectlnique to 
include clients of average ability. Specific job tasks as well as 
work adjustment skills should also be assessed to provide a 
complete view of the workers performance. The evaluator 
may use much of what he has learned in the development of 
a job analysis and a work sample. The following steps are 
easily followed. 

1. Obtain a job analysis of the job the inmate is to 
perform. 

2. Have the client's supervisor check to see if this is an 
accurate description of the tasks and objectives of 
this particular job. 

3. Ask the supervisor to identify the tasks that the client 
must complete in the proper sequence. 

4. Make a list of these tasks. 
5. Ask the supervisor to identify workers who perform 

these tasks at acceptable levels. 
6. Observe the client on the job. 
7. Determine which tasks if any he is not performing at 

an acceptable level. 
8. Provide assistance to help the client perform at an ac

ceptable level. 

The chief advantage of situational assessment is that it is 
a structured method for determining how well a client is 
performing on the job. It is an essential component to the 
correctional evaluator or educator as such data can be gath
ered in an institutional work setting and used to a.ssist in ap
propriate job placement after the inmate is released from the 

institution. An example of a situational assessment is pro
vided in Figure 3 (Platt, 1986). 

It is obvious from Joe's situational assessment that he has 
reached mastery on some tasks and needs additional work on 
others. The observer may prioritize these tasks relative to 
their level of criticality and determine which tasks are essential 
prior to Joe's entry into the workforce as a cashier. From 
inspection of Figure 3 we can see that tasks 1 and 2 (accurate 
operation of the cash register and making change) are more 
likely to get Joe into difficulty than problems with bagging 
groceries or conversing with customers. This indicates to the 
evaluator that practice on this task is needed in orderto assure 
Joe's job tenure after placement. 

Summary 

The goals of vocational programming in correctional 
institutions are to: 1) provide inmates with employability skills 
and 2) provide specific vocational preparation which will 
enable them to obtain employment in the specific job title 
which they received preparation in or one which requires simi
lar skills. There are variolis types of assessment techniques 
and procedures available to the vocational educator and 
evaluator which can be used to determine an inmate's ability 
and interest to assist in providing appropriate placement. 
Once placement has been determined it is essential that as
sessment continue so that appropriate modifications in in
struction and determination of needed vocational skills re
quired to reach an acceptable level on vocational tasks can be 
more effectively taught. Appropriate assessment can be
come the key factor to the inmates success in the vocational 
setting. The educator by utilizing appropriate ongoing assess
ment techniques can assist the inmate to both enhance his 
vocational skill, his future job success and his self-worth. 
Equally important the educator will increase his job satisfac
tion as he witnesses inma.te acquisition of essential work and 
adjustment s!<ills. 

17 

CORRECTIONAL 
EDUCATION 

ASSOCIA TION 

Join the International Correctional Education Asso
ciation (CEA). Become a member of the only association 
dedicated to serving the educators and administrators 
who provide services to students in the correctional set
tings. 

With a diversified membership representing Europe, 
U.S., Canada, Australia, and New Zealand, CEA supports 
research in the field of correctional education; assists in 
the development and provision of educational services 
within correctional programs; and supports and assists 
the professional growth of correctional educators. 

CEA's office in the Washington, D.C. area and its Ex
ecutive Board of 5 nationally elected officers, an Interna
tional Representative and 8 Regional Directors actively 
advocate for legislation, for increased funding of new and 
better programs and provide a forum for exchange of 
ideas and resources. 
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Figure 3 

TASKS 

Operating the cash register 

Making Change 

Endurance 

Bagging groceries 

Conversing with customers 

SITUATIONAL ASSESSMENT 

STUDENT: Joe 
[ _ u____ __ H__ _ _ _______ _____ _ 

Job Title: Cashier 

>-a: W 
t-

o (J) 

a:~ 
W « 
0 ~ >-Ww ::J -.l a: 

Za: 0 « W ASSESSMENT a:(!l 0 i= t-
«0 a: (J) a: 

~ Wa: t- « -.la. ~ a. 

1. 

X 2. Is accurate on recording, but needs to increase speed. 

3. 

X 
1. Has difficulty when customers provide pennies to make 

change come out in multiples of 5 

X 2. Constantly places the bill given him above the cash drawer 
so that he and the customer sees the am;;unt presented for change. 

3. 

X 1. Joe is able to stay on his feet the required amount of time 

2. 

3. 

X 
1. Joe occasionally misjudges the groceries which should be placed 

in certain parts of the bag. 

X 2. Joe occasionally places less durable groceries in the middle of the bag. 

3. 

X 
1. Joe's communication (talking) with customer's is characterized by 

infrequent eye contact and a mechanical sounding greeting. 

X 2. Joe maintains eye contact at a higher level than en the previous 
observation. 

3 . Joe's greeting to customers is still frequently mechanical sounding. 
... ----- -_. _L-_____ '--.~-.~---- - -_. -

DATE 
OBSERVED 

10/19 

10/19 
i 

10/23 

10/19 

10/5-10/19 

10/19 

10/19 

10/23 

-
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A Review of Federal Support of 
TIE: Yesterday and Today 

Neal Miller 

Abstract 

The paper reports on the findings of the /nstltute for 
Economic and Polley Studies (IEPS, staff from their re
view of the Natlona/lnstltute of Corrections correctional 
education grants (Senator Specter Initiative) supporting 
TIE programs. Descriptions of TIE programs In Maryland, 
New Mexico, Arizona, and Massachusetts are provided. 
Addltlona/lnfonnation about TIE projects In states vis
Ited by IEPS staff on other projects Is also set forth. The 
combined Information Is then used as the basis for 
drawing generalized conclusions about the difficulties 
states face In Implementing TIE. Recommendations are 
presented based on this analysis. 

Introduction 

The TIE concept (training, industries and education inte
gration) is of very recent origin. For example, a 1979 report ~o 
the National Institute of Justice on the state of the art In 
correctional education did not make any reference to any 
concept akin to TIE (Bell et al. 1919). As late as FY 1985, there 
were no federal funds available to support TIE. 

But in its FY 1986 program plan, the National Institute of 
Corrections announced that a small number of grants would 
be available to support TIE projects. That same year (1985) 
the first national conference on TIE was held. This yearwe are 
attending the second national TIE conference. 

The question that arises is what has occurred in the past 
3 years? Are we any further developed in defining TI E? What 
lessons have been learned from its implementation in many 
states? What can we realistically hope to achieve through 
TIE? 

The Institute for Economic and Policy Studies (IEPS) 
through its several grant programs has had a unique look at 
the spread of the TIE concept, which permitted us to gain 
some insights in answering these questions. First of all, I EPS 
has served as the documentation team for NIC's education 
grant programs underthetwo Senator Specter funding cycles 
in FY 1985 and FY 1986. As the documenters for NIC, IEPS 
staff have visited those grantees who have implemented TIE 
and other education projects in over a dozen states. At the 
same time, as a prime provider of technical assistance to 
prison industries programs, IEP~ staff have also h~d ~n. 
opportunity to look at TIE-like pro~ects that have been l":Jp!tlo, 
rnented by states underthe industries program budget. Thirdly, 
working with the Tennessee Department of Correction, IEPS 
assisted the department in developing its own systemwide 
TIE program. 

The TIE Concept: What and Why? 

What is TIE? In brief, TIE stands for the integration of 
training, industries and education: a shorthand way of refer
ring to academic and vocational education working with cor
rectional industries. There is nothing nHW in the idea that cor
rectional programs should be integrated. As early as 1968, 
the U.S. Department of Labor (DOC) had determined that 
academic and vocational training can be successfully inte
grated, noting that "it will be necessary to clarify the relation
ship between prison industries, institutional maintenance ac
tivities and the vocational training program ... rr (Aller 1968: 8). 
Five years later the DOL was funding states to develop models 
for the integration of all three legs of the TIE concept, then 
called COM P: Comprehensive Offender Manpower Programs.1 

But with the replacement of federally led initiatives under the 
Manpower Development and Training Act of 1962 with the 
decentralized Comprehensive Employment and Training Act 
of 1972, prison training programs lost emphasis and cohesion 
across the states. The infant TI E became lost in the transition. 

The reasons that ied to DOL's initial sponsorship for TIE 
did not disappear, however, Sidney Fine in an early article on 
the limitations of correctional education noted that "perform
ing effectively ... takes more than the skills learned ... ". Ot~er 
skills needed include adaptive skills such as punctuality, 
impulse control or budgeting, and functional skills such as 
interpersonal abilities (Fine 1968: 107). Ten years later, the 
Bell report on correctional education noted how education 
programs are in competition with industries, institutional main
tenance programs, and other treatment programs for inmate 
participation (Bell et al. 1979: 70-71). At the same time, Luftig 
was writing on how vocational education programs could be 
integrated with industries prcgrams to their mutual advantage 
(Luftig 1979). 

If the utility of the integration of the three TIE components 
has been clear for over two decades, why has so little been 
done to accomplish their integration? Luftig suggests in his 
article that one of the primary barriers to industries and 
vocational education working together is the absence of any 
clear communication channels between them. But this really 
begs the question, since this but leads to the next question of 
why there is so little communication despite the ince~tives to 
all parties to begin discussing working together. ThiS leads 
one to believe that there may be disincentives working against 
cross-program communication. Put another way, this failure 
of communication may be because the incentives perceived 
by outsiders to reward communication are either illusionary or 
outweighed by unrecognized disincentives. 

The recent NIC support of the TIE concept presents an 
opportunity to examine what those disincentives might be and 
share that information with those states interested in imple
menting TI E. This agenda fits neatly with the two national con
ferences on TIE, which have focused the attention of correc
tional policymakers on the TI E concept, the logic of the ideas 
behind the concept and demonstrated how this concept can 
be implemented. 

TIE Implementation Experiences With NIC Support. 

The Maryland Plan is the most ambitious in the states 
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funded under the NIC initiative. This program proposed to (1) 
provide shop-specific vocational training to inmates prior to 
industries hiring, (2) provide basic education for inmates with
out high school degrees who are working in industries, (3) 
provide in-service training te> ;~i1lates in industries to upgrade 
their skills, and (4) provide job readiness training to inmates 
working in industries who are about to be released from 
prison. This program plan revolves around the twin truths of 
industries that it is a preferred inmate assignment in prison 
and effective preparation for inmate participation in the world 
orwork. The better pay and working conditions given inmates 
in industries are used as incentives to encourage them to 
enroll in training and education programs. Industries gains 
from its inmate workers participation through the increased 
productivity resulting from better skilled workers and higher 
worker morale. Inmate willingness to participate in unpaid 
training prior to paid employment in industries is also useful as 
a screening device to test inmate commitment to the work 
ethic. Education and training programs gain from both the in
creases in their enrollments and the higher motivation dis
played by these new participants. 

The implementation experiences of the Maryland plan 
demonstrate the difficulties inherent in any correctional reform 
effort The most significant problem was the failure of the 
correctional education systemto modify its course schedule to 
accommodate the delays res.ulting from difficulties in identify
ing inmate workers without high school degrees. This was a 
laborious process due to the unreliability of both inmate self
reports and correctional agency records (which may also have 
been based on inmate reports). Local school district records 
were found to be the only reliable source of information; but 
even the small number of reC()fds required to be checked took 
a considerable period of time. The result was that by the time 
school achievement information was ready, the correctional 
education program was already in progress. Another problem 
was the difficulty in recruiting a vocational trainer for the pre
service training. Local craftsmen with the requisite experi
ence were leery of working with inmates due to the possibility 
that they might thereby become afflicted with AIDS; the 
irrationality of that fear was not easily overcome. Problems 
were also seen in the sometimes lukewarm support given the 
project by security personnel in the DOC. This is not a new 
phenomena, nor necessarily unexpected, so that little more 
need be said. 

New Mexico proposed a less ambitious TIE plan that 
focused on pre-employment vocational training and related 
academic training in mathematics. Inmates completing the 
pre-service training would be given hiring preference by 
industries. Industries provided the equipment used in the 
training program, while a non-industries person was hired as 
its instructor. 

Implementation suffered from an inability to hire all the 
graduates of the training due to production cut backs. There 
was also some initial resistance to the program from the 
industries shop foreman, but this was overcome by central 
office reiteration of its support. 

Arizona proposed a similar project that primarily focused 
upon pre-service training. The centerpiece of this project is its 
development of a model for comprehensive assessment of 
needed worker skills. Once identified, skill deficiencies would 
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then be remedied through appropriate training or education. 
These skill areas included reading, computation, writing, 
interpersonal problem solving skills, and knowledge of work 
ethic. It would also assess: level of intelligence, link between 
criminal history and employment, prior vocational training 
received and past job skills. 

Other grant elements stressed staff training in the con
cepts underlying the inmate assessment component. Staff 
workshops included training in instilling a work ethic and 
several trainer training programs. 

Implementation problems had forestalled successful 
project operation in Arizona as of early 1988 when an IEPS 
site visit was conducted. Most of these problems related to 
lack of top level support for the project, resulting in transfer of 
the shop to another facility and other difficulties. Noteworthy 
here were the problems resulting from training inmates in 
medium security for work in a shop located in a maximum 
security wing. 

The Massachusetts program bears some resemblance to 
the last two cited projects, but also differs from them. This 
project provides training to inmates prior to entry into indus
tries work, but this training is directed as much at providing 
inmates with wide exposure to employment opportunities as 
it is at preparing them for a particular shop. 

Inmates entering the TIE program are given the 0ppoi1u
nity to explore six work areas: welding, woodwork, electrical 
wiring, graphic arts, drafting and sheet metal. Graduates are 
given preference in industries hiring, or they may choose to 
enter an apprenticeship program or continue with advanced 
vocational training. Academic remedial work is also included 
in the program for those requiring it. 

Implementation problems have not been reported to be a 
major concern. The IEPS site eva/;'lator did suggest that the 
inmate participants in the project have not been those most in 
need of vocational experience, as proposed by the grant 
application. The question of which inmates are most suitable 
to this type of project remains. 

A Preliminary Synthesis 

These NIC-funded TI E projects are in no way the universe 
of TIE projects. Only a small number of states have received 
TIE federal funding. Many other states have used their own 
funds to establish TIE programs of one sort or another. Even 
those states with federal funds have often established similar 
programs in other facilities using their own moneys. Mary
land, for example, coordinates its vocational training with 
industries hiring at its MCI-Hagerstown facility, where inmate 
workers are also expected to continue education and training 
programs while employed by industries. The existence of a 
Mutual Agreement Program throughout the system is said to 
be a factor in the success of the wOrk-study program. At MCI
Jessup, inmates in vocational training classes use industries 
equipment and are trained in an industries shop during non
work hours. 

Another effort at a comprehensive approach to TIE is 
illustrated by the Tennessee DOC. In Tennessee, inmates 
are not given work assignments except for the lowest level, 
unless they can demonstrate a high school equivalency. Job 
promotion requires educational achievement by inmates; 



higher skilled jobs require vocational education completion. 
Ohio has also undertaken an ambitious plan for imple

menting TIE. This includes identifying inmates who need im
proved reading, a minimum of 3 months of reading courses, 
structured employment opportunities for inmates that begin 
with maintenance work through industries, and linkage be
tween vocational training and industries. 

Last year while still at IEPS, Robert Grieser reported on 
six other states with TIE projects and two states with inte
grated management of industries and vocational training 
(Grieser 1987). The IEPS update of the Guidelines for POson 
Industries for NIC will have more information on state TIE 
variations. 

The NIC-funded projects do illustrate the diversity of 
approaches to TIE that one sees around the country. More 
importantly, the implementation experiences reported by these 
projects are indicative of both the scope of problems other 
projects may expect to face and the types of solutions needed 
to resolve these problems. Among the lessons learned are the 
following. 

• TIE is a central management initiative that will be 
implemented both across the correctional system and 
at individual facilities. The absence of central office 
leadership often results in delay in TIE implementation 
and project diminution or even project termination be
fore completion. Top level commitment to TIE is there
fore needed to ensure that the inertia of past security 
and classification practices do not undercut TIE im
plementation. 

• Correctional industries' support fo\" TIE is also critical, 
since Industries is that entity within corrections that has 
the most discretionary access to funds. However, in
dustries criterion for committing to TIE is a showing of 
the benefits it will gain, such as more experienced 
workers, increased worker productivity and, ultimately, 
increased profits. 

• In contrast to industries, the benefits from TIE to educa
tion and vocational training are more bureaucratic than 
economic in that increased enrollment, higher student 
motivation and learning are the desired outcomes. 
Hence the economic costs of TIE are not as easily 
offset-u nless provision is made for documenting theslCl 
program achievements. 

• Complete and correct offender information is a pre
requisite for comprehensive TIE implementation. This 
information may be obtained manually, but it is expen
sive to obtain and maintain it this way. 

• Small-scale implementation of TIE provides useful 
testing of the concept, but provides only limited bene
fits. This is because of the greater likelihood of implem
entation problems arising from the absence of clear-cut 
central office backing that small-scale projects seem to 
have. Further, piece-meal implementation ofTlEseems 
to increase the likelihood of goal conflicts between proj
ect partners. This can result in TIE serving inmates in 
Jess need of its f;ervices; the opportunity for inmate skill 
improvement is thereby diminished. 

• Additional resources are needed in the short run to 
implement TIE. Long term, TIE pays for itself through 
increased industries productivity. The gains in in-
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creased correctional "productivity," such as reduced re
cidivism, are, of course, an additional economic benefit 
in the long run. 

The principal lesson to be drawn from these observations 
is that the more comprehensive the proposed TIE program is, 
the more likely it is to succeed. This is because broad scale 
programs are more likely to garner the top leadership support 
and direction needed for program success than are small
scale programs. This results from the fact that small-scale 
efforts are not thought to merit significant policy direction; their 
small size is assumed to match the level of problems they will 
face or the difficulties of solutions. Broad-scale TIE efforts, 
however, are more likely to have DOC leadership involve
ment, as for example, programs that require the establish
ment of new work schedules to offer education programs for 
inmates working in industries.2 

A Final Word 

The TIE concept of integrated programming among train
ing, industries and education has been fully implemented in 
only a few correctional facilities. Systemwide implementation 
has not yet occurred in any state. Nonetheless, the basis for 
such implementation has been set. Plans for wide scale TIE 
implementation exist in several states. The need today is the 
courage to make the totality of changes required for such 
implementation to occur. This will, of course, be upsetting to 
some. This has always been the case in a field where the 
simple answer to claims that "nothing works" is that" nothing 
has been really tried." TIE makes good sense; shouldn't we 
try it? 
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Footnotes 

1. See, e.g., The Illinois COMP Program (no date). Illinois 
Law Enforcement Commission, Correctional Manpower 
Services Unit. The scope of this effort may be briefly 
illustrated by reference to several project reports. These 
include: Coldren & Meyers, Interim Report: Stateville 
Private Industry Project (1974) describing the use of com
puterized MIS to support linkage of vocational training 
with prison industries; Family Reintegration Project de
tailing project to train families of young ex-offenders in 
interpersonal skills needed to create a supportive 
environment; Control Data Institute Self Placement Pro
gram for training inmates to gain jobs upon release; 
Malcolm Sharp, Evaluation of Pre-Vocational Orientation 
and Guidance Project designed to provide a quick expo
sure for youth to six vocational areas. 

2. See Model Sentencing and Correction A::rt S.Jction 4-
807(d) requiring the director of the DOC to schedule 
education and training programs so as "not to restrict a 
program participant's opportunity for employment." See 
also ACA Standards for Adult Correctional Institutions, 
Standard 4426 (2d ed.). 

BI6graphy 

Neal Miller (an attorney) has 17 years of policy-research 
experience in corrections programming, specializing in post 
release employment. During the past decade with the Insti
tute for Economic Policy studies, he has become one of the 
leading experst on correctional industries and has published 
over a dozen books, articles and reports. 

What is T.LE? 

The T.LE. (Training, Industries, Education) concept 
is based upon the principles of cooperation, integration 
and coordination. The T.I.E. approach provides oppor
tunities for incarcerated offenders to work and to im
prove their academic, social, and vocational skills. 
Cooperative ventures which integrate educational pro
gramming with work and industry assignments require 
coordinated efforts with additional components of the 
correctional operation including classification, security, 
emntal health and housing. 

The goal of T.Le. programming is to increase the 
skills and productivity of the inmate work force and to 
enhance the offenders employability. The provision of 
comprehensive education and work programs should 
help to facilitate the offender'S transition to the commu
nity. 

This definition was originally developed for the 
National Academy of Corrections, Prison Industry, 
Education and Work Seminar (July, 1988). 
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CORRECTIONAL 
INDUSTRIES 

ASSOCIATION 
Mission Statement 

To provide an association and a program represen
tative of those individuals and agencies, both public and 
private, who are engaged in and concerned with correc
tional industries as a meaningful employment program 
for inmates in correctional institutions. 

To aid in the employri\ent, training, education, and 
habilitation of inmates in correctional institutions. 

To promote a closer understanding and relationship 
between correctional industries and the general public, 
private industry, organized labor and other interested 
parties. 

To encourage the development of innovative pro
grams, research, design, and program evaluation for the 
improvement of correctional industries. 

Organizational Structure 

Local 

Various jurisdictions, including states, counties, cit
ies, federal agencies and the dominion of Canada, en
gaged in various correctional industries activities, and 
other public and private organizations and individuals 
with an interest in correctional industries, generate the 
active individual and agency memberships. 

Regional 

Local jurisdictions are assigned to one of six continu
ous regional districts to promote ongoing interaction 
and the promulgation of the ideals of the organization 
within the region. 

National 

The national organization is a not-for-profit, tax ex
empt association whose property and affairs are man
aged by a body of officers and a board of directors duly 
elected by the association membership at large. Meet
ings of the association and the Board of Directors are 
open to all members of the association. 



Illiteracy and the Workplace: 
Implications for the Education 
and Training of Offenders 

Osa D. Coffey 

Abstract 

This article presents some facts both about illiteracy 
and Its Impact on persons and the national economy_ It 
also discusses some current models In literacy training, 
drawing on the one "No read-no release" program for 
Inmates In Virginia. The newest concept In literacy 
training, "workplace literacy" will also be presented. 
Suggestions are made on how to Incorporate the con
cepts of literacy, "functIonal literacy" and "workplace 
literacy" In correctional education and training programs 
to help a larger number of Inmates leave Institutions 
betterprepared for the world of work -now, for the 1990s, 
and Into the next century. 

Magnitude of the Literacy Pl'oblem In America 

We can no longer deny that illiteracy is a major problem 
in America. It is not a new problem; rather it came out of the 
closet in the early 80s-brought to our attention through 
studies like "A Nation At Risk" and books such as Jonathan 
Kozol's lIIijerate America. Illiteracy was brought to the atten
tion of every household in America through the media. Yet 
relatively little is being done to cure this blight on the American 
scene. Denial is not going to make the problem go away, so 
we may as well face the awful facts. 

The current most educated estimate is that some 27 
million Americans cannot read at all. Another 35 million can 
read at a level that is less than what is needed for survival in 
our society-they are called "functionally illiterate." Together 
these two groups constitute almost a third of the American 
population. They are "Illiterate America," Jonathan Kozol's 
term which the author will use in this article. 

It is estimated that by the year 2000, unless we tackle this 
problem seriously, functional illiterates will compose"70 per
cent of America's general population. Some of Illiterate 
America are in the workforce, where they constitute 30 per
cent of America's unskilled workers, 29 percent of the semi
skilled workers and 11 percent of the professional working 
class (including managers and supervisors). They are func
tionally illiterate despite, in many cases, having high school 
diplomas or college degrees. 

Working Illiterate America has caused corporate America 
enough headaches and costs to generate ''workplace literacy 
programs" in many giant companies. 

More commonly, Illiterate America is found among the 
unemployed, the poor and the criminal. Here are some facts: 

- one-third of mothers who receive welfare are illiterate. 
- 85 percent of juveniles who come before courts are 

illiterate. 
- Half the heads of households classified before poverty 

lines are illiterate. 
- 60 percent of the adult prison population are illiterate

the single highest concentration of adult illiterates. 
- One-half to two-thirds of the unemployed lack literacy 

skills to be retrained for high-tech jobs. 
To everlasting shame, the United States now ranks 49th 

among 158 member nations of the United Nations in its 
literacy levels. 

Human Cost of illiteracy 

Illiteracy takes both a human toll and an economic toll. 
Illiterate Americans cannot read the front page of a newspa
per, the poison warnings or antidotl,3 directions on a household 
product, the dosage on a medicine bottle, a menu, a train or 
bus schedule, the manuals for equipment, or street signs. 
They cannot complete basic forms, such as job applications, 
welfare and Social Security 8,pplications, or ballots; they 
cannot fill out U.S. Census forms, which keep track of their 
numbers, so many remain uncounted. 

Illiterate adults cannot read to their children or help them 
with homework. They often pass illiteracy down to subse
quent generations; it is like an inherited disease. But it is a 
curable disease. 

Illiterates are denied the full participation in our society 
and in democracy. They are, as Kozol suggests, "internal 
exiles," hiding their disability, hemmed in by it, and denied the 
opportunity to exercise their full rights as citizens. 

Economic Costs of Literacy 

It has been estimated that adult illiteracy is currently 
costing our nation about $225 billion annually in lost industrial 
produdivity, unrealized tax revenues, welfare, crime, prisons, 
and related social ills (GDddard 1987). The recent increase in 
attention to workplace literacy programs is not accidental; 
corporate America is suffering the consequences of wide
spread illiteracy, such as: workers' compensation costs due to 
accidents caused by inability to read safety warnings; damage 
to machinery due to inability to read instructions for operation 
and repair; inability to find workers for new high-tech tasks; 
and inability to retrain workers for change. 

By 1995, manufacturing will provide about 21 million jobs, 
a drastic decrease from the current level. By 1995, the auto
motive industry will have 40,000 fewer workers. The U.S. 
Department of Labor predicts that an increase in the overall 
level of literacy will be required by 1995 and that occupations 
that demand few or no reading skills will disappear. Business 
services, computer and data processing jobs, health-care and 
professional services will account for the fastest growing 
areas of the economy, as well as service-oriented jobs in gen
eral. Unless something drastic is being done to upgrade 
literacy skills in this country, America will not be able to 
produce sufficient numbers of workers with sufficient skills to 
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meet industry demands in the 1990s and beyond. 
What is government doing about it? Pitifully little. The 

federal government spends some $300 million each year to 
reach eo million functionally illiterate persons-that is 20 
cents per person per year. State governments spend about 
the same amount per person each year. Together, federal, 
state, local and private literacy programs in America today 
reach only about 4 percent of the illiterate population. Only a 
multi-billion dollar program would make much of a dent in the 
current problem. What is needed is obviously a grassroots 
effort; illiteracy is a problem that affects us all and we all need 
to be part of the solution. 

Two Models of Ute racy Programming 

Two "models" of literacy programming of particular 
relevance to the combined work in education, industry and 
trainir.a will be presented. Literacy programming "as gone 
through several phases in the last couple of decades. Originally 
literacy meant the ability to read, usually measured in public 
school terms in grade equivalence. Even tooay, we have a 
difficult time getting away from this terminology, although it is 
increasingly less meaningful. In the early 19705 the concept 
of "functional literacy" was introduced as a result of the Adult 
Performance Level Project in Texas. This project defined 
literacy as not only including basic, enabling skills, but also the 
context in which adults had to use these skills. 

The most widely accepted definition of "function:!.1 liter
acy" today comes from a seminal work, Hunter and Harman's 
Adult Illiteracy in the United States, (1979). It defines func
tional literacy as: 1he possession of skills perceived as 
necessary by particular persons and groups to fulfill their own 
self-determined objectives as family and community mem
bers, citizens, consumers, job-holders, and members of so
Cial, religious or other associations of their choosing. This 
includes the ability to read and write adequately to satisfy the 
requirements set for themselves as being important for their 
own lives; the ability to deal positively with demands made on 
them by SOCiety; and the ability to solve the problems they face 
in their daily lives." 

Adult literacy programs in the last decade frequently have 
emphasized what the adult wanted and needed to learn to 
read, building in life skills, basic math skills, and anything else 
the student needed for coping in his or her actual every day 
life, while also providing the learner with the basic skills that 
would enable the learner eventually to continue into more 
advanced reading materials. Literacy programs were seen as 
enabling and empowering individuals, providing them with a 
ticket to the mainstream of America. It emerged in the wake 
of the Great Society. 

What Is Workplace literacy? 

'Workplace literacy" is a specifiC application of "functional 
literacy." It is literacy taught for a specific work-related 
purpose, in a specific place, and at a speCific time. It is 
corporate America's last stand against illiteracy that reduces 
productivity, hampers retraining and causes costly damages. 
It is not charity, but necessity. The focus is not the individual 
but the job, the profit. And as such it has to be efficient. 
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Workplace literacy covers a range of skills and abilities, 
from the basic one of being able to decode printed letters of the 
alphabet to being able, at least in some instances, to under
stand statistical reports. Each workplace and job may require 
its own definition of literacy, changing as the various jobs 
within the workplace change. Often a company may discover 
basic knowledge deficiency when technological innovation 
requires retraining of employees. The new technology cannot 
be implemented, the management learns, until after a more 
basic curriculum in reading, writing and/or c;")mputation is 
provided. Out of such necessity, then workplace literacy 
programs were born in the early 1980s. 

Since schools and colleges have failed to produce, in 
many cases, the type of employee pool that business and 
industry need to be competitive in the world market, corporate 
America is now spending more on educational and training 
programs than ourconeges and universities (Goddard 1987). 
Approximately 35 percent of 800 companies surveyed by the 
Reading Association indicated that they had to provide basic 
skills training to employees (Cornell 1988). 

The scope of the problem if illiteracy in the labor market 
can perhaps best be gauged by looking at the scope of 
corporate literacy programs that have grown up in this dec
ade: 

UAW-GM have spent $200 million in jointly spon
sored programs in basic skills. 
AT&T and its unions have formed an "alliance" and 
have set aside $60 million for training in basic skills of 
AT&T employees. 
Ford offers reading courses in 25 plants. 
IBM spends $700 million annually on adult education 
for its employees. 

The Typical Workplace Model 

Let us look very briefly at the typical workplace literacy 
program model since it seems to have some carry-over to the 
situation in corrections. The purpose is to improve the 
employees' basic skills in the job context and thereby improve 
job performance. Frequently these programs distinguish 
between "reading to do," i.e. skills required to perform a 
specific task, and "reading to learn," with focus on higher 
levels of reading as well as cognitive processes that will 
enable the worker to apply these skills to be able to acquire 
new knowledge in the future. 

It is the "reading to do" that is most commonly associated 
with wOrkplace literature. To enable the organization to meet 
its goals in a cost-effective and time-efficient way, little time is 
wasted on generalities. Usually a job-task analysis is con
ducted that identifies the kinds of reading tasks the employees 
must perform on the job. Then the curriculum is designed to 
reflect these requirements, and job-related materials are 
selected to be used in the instruction. These may include 
manuals, chans, diagrams, etc. Usually the curriculum is 
competency-based, or framed as a series that must be mas
tered. Usually a pretest on the content is administered to the 
employees to determine which job tasks/reading competen
cies should take priority in instruction and how well employees 
can already perform the literacy tasks associated with per
forming their jobs. At the end of the instruction, a post-test is 



given to test to wilat degree the targeted skills were acquired. 
The program participants' job performance level is often 
assessed within three months after the training to determine 
whether any further action is needed. 

These programs usually employ small classes with some 
one-on-one instruction. They meet right after work, for about 
90 minutes, twice a week. Multiple methods are used, from 
reading aloud to using computers. Corrections has something 
to learn from these workplace literacy programs. Research 
shows that little transfer of learning occurs from use of non
specific, or academic, reading materials to job performance, 
partially because academic reading tasks differ in nature from 
job-reading tasks (Mikulecky and Ehlinger 1986). Retention 
studies show that partiCipants retain 80 percent of the end-of
course increase in job literacy training, but only 40 percent in 
general reading (Sticht and Hooke 1982). Job-specific in
structional materials are also motivating for adults because 
they have foreseeable application in the partiCipants' actual 
world of work. Therefore, the training has meaningful context. 

This is an area where closer ties between education and 
training could and should take place in corrections. Aca
demic, vocational and industry staff could get together and 
identify the job and training related reading skills required, and 
academic staff can carry this into the classroom to develop 
curricula, set competencies and develop strategies to teach 
such skills, aiong with life skills and balsic enabling skills. 

Virginia's LHeracy Incentive Plan 

Nothing less than an all-out campaign against illiteracy in 
our society is required to prepare the 60 million functionally il
literate in our society for productive life in the 1990s and into 
the next century. Likewise, nothing but an all-out effort is 
needed to deal with the most concentrated adult illiteracy 
problem in the country-that of our adult inmates, 60 percent 
or more of whom are illiterate. 

The remainder the article will be devoted to the very 
special initiative in Virginia which hoids great promise and 
could serve as a model to other states. In February 1986, 
Governor Baliles ordered a Literacy Incentive Program (LIP) 
to be initiated and tied to parole eligibility. It was quickly 
dubbed in the press as "no read-no release," which is 
something of a misnomer. The governor's directive ordered 
the Department of Correctional Education, Department of 
Corrections and the Parole Board to adopt necessary pOlicies 
and procedures and to cooperate with one another. The 
heads of these three agencies, the state literacy director, and 
the deputy secretary for public safety have guided the pro
gram since its start through a steering committee that meets 
bi-monthly. 

Basically, the division of labor among the three agencies 
is as follows: the Department of Correctional Education pro
vided the testing and instruction; the DOC provides space and 
a number of incentives (i.e. pay, highest amount of good 
conduct credit-30 days off for every 30 served); the Parole 
Board considers the inmates' educational record as part of its 
deliberations. Inmates reading below the 6th grade level who 
refused to participate, dropped out, or were dismissed due to 
disciplinary reasons will have this weigh against them in the 
parole decision. 

All inmates reading below the 6th grade level are required 
to enroll in education until they reach 6th grade competency, 
when they may choose whether to continue. Inmates who 
refuse to partiCipate have to sign a statement to that effect, 
which is forwarded to the Parole Board at the time of thair 
hearing. 

Unlike most other mandatory correctional literacy pro
grams, the Virginia model requires a proficiency level, not a 
time-period of involvement. 

Students who enroll receive 90 minutes of instruction 
each day, five days a week. Several approaches are used 
workbooks, computers, community volunteers, inmate tutors. 
They had strong connections with LV A during the early stages 
of the program, and many of the teachers and tutors are 
trained in the LVA method. For students below the fourth 
grade-60 percent of the LIP population-inmate tutors are 
assigned on ,a one-to-one basis. 

More life and social skHls are being introduced into the 
curriculum and specific LIP curriculum guidelines incorporat
ing a set of life skills to be mastered are being developed. 

Progress and Success to Date 

After two years, the program has started showing suc
cess. Almost 500 students have completed it; of these 61 
percent continued voluntarily in education programs. They 
were highly unlikely to have been in education to begin with, 
but forthe governor'$ LI P. It was found that the typical student 
underfourth grade progresses at a rate of 1.4 grades for every 
year in the program. Those between the fourth and sixth 
grade level progress much more rapidly-at 3.3 grades per 
year. 

To get an inmate from total illiteracy to the sixth grade level 
would take an average of four years, at a cost to the state of 
$3,000. In Virginia this cost would be paid in taxes in about 
four years based on an income of $15,000. The cost per 
student per year in the LIP program was $732 a year. Al
though no prisoner has been denied parole solely for refusing 
to enroll in LIP, letters to parolees mention the role of program 
participation or non-participation in relation to the parole 
decision. A letter of denial of parole may read "get into LIP 
before returning before the parole board." That sends a clear 
message, especially to inmates who. are to be up for parole 
soon. 

The program has received a great deal of attention 
nationwide. It will receive an award from ~he Governor's 
Association. 

The current program operates by the governor's directive. 
Early next year legislation will be introduced in the Virginia 
General Assembly to codify the program and to raise the 
minimum level of acceptable ability from the six1h grade level 
to the eighth grade. We estimate thaUhis change will increase 
enrollment by at least 20 percent. 
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CORRECTIONAL EDUCATION ASSOCIATION 

CEA:ANINTRODUCTION 

JOIN THE INTERNATIONAL CORRECTIONAL EDUCA
TION ASSOCIA nON (CEA). Become a member of the only 
association dedicated to serving the educators and adminis
trators who provide services to students in the correctional 
settings. 

With a diversified membership representing Europe, U.S., 
Canada, Australia, and New Zealand, CEA supports research 
in the field of correctional education; assists in the develop
ment and provision of educational services within correc
tional programs; and supports and assists the professional 
growth of correctional educators. 

CEA's office in the Washington, D.C. area and its Executive 
Board of 5 nationally elected officers, an International Repre
sentative and 8 Regional Directors actively advocate for leg
islation, for increased funding of new and better programs 
and provide a forum for exchange of ideas and resources. 

MAKE CEA YOUR PARTNER 

CEA membership benefits you: 

• by increasing your effectiveness, expertise, and skills; 
• by involving you in an active and supportive network of 

professionals who are leaders in their field. 

CEA membership benefits your institution: 

• by helping to increase the quality of educational programs 
and services; 

• by offering timely and practical information to fellow staff 
members; 

I) by representing the collective interest of correctional 
education before the government, the press, and the public 
on all levels of government. 

GROW WITH US 

CEA is the largest and only affiliate of the American Correc
tional Association with a headquarters and staff, which stands 
ready to serve you in a number of ways. 

CEA is growing, developing, and gaining international rec
ognition in the field of corrections, in the public eye, and 
before legislative bodies. 

In order to continue this growth, CEA needs your support as 
a member and your active participation in the Association's 
many activities. 

MEMBERS ENJOY: 

The CEA Newsletter, published quarterly, reflecting the latest news 
in the field of correctional education and within the Association. 

The Journal of Correctional Education, published quarterly, offering 
insight, facts, and figures by top individuals in the field of many 
areas of topical interest, current events and research. 

The International CEA Annual Conference held in a different locale 
each year, and providing professional workshops, presentation of 
papers by experts in the field, exhibits by suppliers to correctional 
education, and an opportunity to gain continuing education credits 
as well as develop a network of colleagues, friends and potential 
resources. 

Annual Teacherofthe Year Award, given to each year's outstanding 
teacher in an institution as chosen by CEA's Teacher of the Year 
Committee. 

Regional Affiliation, provided to all state chapters and members, 
enabling them to participate in regional conferences, and receive 
regional newsletters and other relevant information and correspon
dence. 

Special Interest Groups, enabling members to participate actively in 
anyone or more of CEA's special interest groups. (See listing on 
application.) 

Special Services and Discounts free of charge to all membE':I's, on 
insurance, credit cards and rental cars 365 days a year, with special 
discounts applicable during the CEA Annual Conference . 

Various Publications, available for sale from the National Office at 
substantial discounts to members. 

MEMBERSHIP OPTIONS 

Individual Membership $35 
You get the Journal, the Newsletter, other publications, reduced 
conference rates, regional affiliation, special discounts, and voting 
privileges. This membership must be in the name of one indi vidual. 

Institutional Membership: $75 
Your institution receives the Journal, the Newsletter, other publica
tions, and regional affiliation. 

Student Membership: $15 
You receive the same services as individual members. You must 
demonstrate proof that you are a full-time student. 

libraI)' Subscription: $50 
Your library receives the Journal, the CEA and Regional Newslet
ters. 

Corporate Members: $250 
Entitles members to a 20 percent discount on ads, labels, exhibits, 
Annual listing in CEA publications. 

Special Membership Categories: 
These tax deductible contributions will be recognized in CEA pub
lications. Contributors will receive a one year individual member
ship. 

CEA Benefactor 
SO WHY NOT JOIN TODAY, AND BECOME A FORCE IN CEASustainingMember 

$100 
$200 
$300 THE SUCCESSES OF TOMORROW. CEA Patron 
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CORRECTIONAL EDUCATION ASSOCIATION 
MEMBERSHIP APPUCATION 

Name ____________________________________ ___ 
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Corporate: $250/year 
Additional Tax Deductible Donation 

I WOULD LIKE TO BE A MEMBER OF eEA'S SPECIAL 
INTEREST GROUPS: 

(Check one or two) 

Research, Education, Training 
Post Secondary 
Special Education 
Legislative 
Jails 

REFERRED BY: 

Name First 

Address 

City State 

Last 

Zip Code 

PAY YOUR DUES BY VISA OR MASTERCARD (circle which one) 

C~d# ____________________________ __ 

Expiration Date ______________________________ _ 

OR SEND CHECK OR MONEY ORDER TO 
Correctional Education Association 

4321 Hartwick Road, Suite 116 
College P~k, MD 20740 

(301) 277-9088 

REGION I 

Connecticut, Delaware, Maine, Massachusetts, New Hamp
shire, New Jersey, New York, Pennsylvania, Rhode Island, 
Vermont, Ontario, Quebec, Maritime Provinces 

REGION II 

District of Columbia, Maryland, Virginia, West Virginia 

REGION III 

TIlinois, Indiana, Kentucky, Michigan, Missouri, Ohio, Ten
nessee, Wisconsin 

REGION IV 

Colorado, Iowa, Kansas, Minnesota, Nebraska, N. Dakota, S. 
Dakota, Wyoming, Saskatchewan, Manitoba 

REGION V 

Arkansas, Louisiana, New Mexico, Oklahoma, Texas 
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Alaska, Idaho, Montana, Oregon, Utah, Washington, Al
berta, British Columbia, Northwest Territory 
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CORRECTIONAL INDUSTRIES ASSOCIATION 

MISSION STATEMENT 

To provide an association and a program rep
resentative of those individuals and agencies, 
both public and private, who are engaged in 
and concerned with correctional industries as 
a meaningful employment program for in
mates in correctional institutions. 

To aid in the employment, training, education, 
and habilitation of inmates in correctional 
institutions. 

To promote a closer understanding and rela
tionship between correctional industries and 
the general public, private industry, organized 
labor and other interested parties. 

To encourage the development of innovative 
programs, research, design, and program 
evaluation for the improvement of correctional 
industries. 

ORGANIZATIONAL STRUCTURE 

Local 

Various jurisdictions, including states, coun
ties, cities, federal agencies and the dominion 
of Canada, engaged in various correctional 
industries activities, and other public and 
private organizations and individuals with an 
interest in correctional industries, generate 
the active individual and agency member
ships. 

Regional 

Local Jurisdictions are assigned to one of six 
continuous regional districts to promote ongo
ing interaction and the promulgation of the 
ideals of the organization within the region. 
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National 

The national organization is a not-for-profit, 
tax exempt association whose property and 
affairs are managed by a body of officers and a 
board of directors duly elected by the associa
tion membership at large. Meetings of the 
association and the Board of Directors are 
open to all members of the association. 

WHAT DOES THE CIA DO? 

PROMOTES the establishment, development, 
and improvement of correctional industries 
programs, with the cooperation and assis
tance of various public and private agencies. 

PROVIDES for the professional development 
of its members through effective training pro
grams provided by the association and other 
supportive sources, public and private. 

ENCOURAGES innovation in industries pro
grams by seeking grants and other financial 
assistance for strategic planning purposes and 
to support activities that can have positive, 
global implications. 

SERVES as a clearing house for the exchange 
of ideas and technology amongst its members 
and interested parties. 

AIDS in furthering the constructive employ
ment, training, and education of the thou
sands of incarcerated offenders who, as a 
result, may be better prepared for their inevi
table and eventual retulTI to the open society. 
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